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Presenter
Presentation Notes
Thank you for the opportunity to share this presentation this afternoon.
The presentation will inform you about the current issues and challenges facing the Council as we work towards a compensation philosophy that is clear and competitive.

This is the second in a series of discussions about the total compensation package Met Council employees receive.  You will recall the first discussion shared with you the complexities of the benefit environment at the Council and the approaches we’ve been using to address the on going increase to the cost of benefits.

The final discussion (at the next meeting) will be intended to elicit your direction in setting the wage/benefit strategy for 2012 and beyond.

Like the first presentation this one is intended as a high level overview of the challenges we’ve identified  - 

I’d like to start with just a couple quick demographic reminders:


Metropolitan Council Compensation

Workforce Demographics

e 3617 Employees
- RA=355 ES=617 MT=2645

e |2 Bargaining Units, | Non-represented group

e Clerical/Professional employees are AFSCME & NR
e 3 Supervisory Bargaining Units, Non-rep is mixed

e 3 Law Enforcement Bargaining Units

* 4 Bargaining Units receive benefits externally


Presenter
Presentation Notes
Biggest take-aways from this slide:
Complex labor environment


Complex labor environment
Beyond the statutory basis by which to exclude positions from a bargaining unit, clerical and professional employees are both represented and unrepresented – not organized at MT
Supervisors at MT represented by different union than ES/RA and Law Enforcement supervisors represented distinct from either of those units
Full time police officers are represented by a different union than Part Time officers
Part Time officers all have a FT appt in another jurisdiction and receive benefits from that jurisdiction
Electricians, Painters and Pipefitters are more traditional “trades” groups and receive benefits through their respective unions


Metropolitan Council Compensation

Workforce Demographics

e Average age is 50

* Average length of service is 13.44
e Average rate of pay is $26.35

e Turnover rate is 5.53% for non-retirees;
9.48% if retirees are included


Presenter
Presentation Notes
We have a mature, experienced, stable workforce
What if anything do we want to say about average rate of pay??
On average, employees are paid above the midpoint of their salary range
Midpoint of range is intended to be market competitive (at P50) – evaluating this right now to determine whether the structure is keeping pace with the market
Do we want to include retirees in turnover number – see Mark’s comments below in red regarding turnover.

You may want to mention the turnover is increasing. The numbers I detailed are for the one year period from September 2010 to September 2011. By comparison in 2010, there was a 8.34% total turnover and 4.02% if retirees are excluded. About a 1% increase overall and 1.5% for voluntary turnover. When looked at against 2009, the differences become more apparent. 2009 saw a 7.03% overall turnover rate with 4.12% if retirees are excluded. 



Metropolitan Council Compensation

Key Events in Recent History

» 2004 - ATU work stoppage over wages/benefits
e 2006/7 — Deloitte conducts compensation study
» 2008 - Recession begins/Study tabled

e 2009 - Significant rate increases in insurance

> Wage freezes begin

e 201 | — New administration/study “untabled”


Presenter
Presentation Notes
2004 
6 week strike; primary issue was retiree insurance, but also a wage freeze
Focus is competing demands between cost of benefits vs. cost of wage increases
2006-8
Council commissioned a study of the compensation system
Bargaining for many groups curtailed while study was conducted and results analyzed
Study was tabled due to costs (in excess of $200M) and economic downturn
2009
Competition between cost of benefits vs wage increases more pronounced
2010-11; 
Wage freezes negotiated for 2-3 years for all groups between 2010-2012
Began dusting off the study in order to begin conversation with new administration and Council Executive team
 


Bargaining Unit

- Met Council

AFSCME

ATU (contract length 8/1 - 7/30)

MANA

Local 35

Non-Rep (Gen'l Adj eff. 10/1)

TMSA

2011

Gen Adj.

Step or Merit
Incr

0.00%

0.00%

0.00%

0.00%

1.00%

TBD

5.00%

0.50%

0.00%




Metropolitan Council Compensation

Key Findings/Issues

* Inconsistent grade structure
* Inequities in salary range maximums


Presenter
Presentation Notes

The next slide is a picture of the structure that better depicts these issues


AFSCME NON REPRESENTED TMSA MANA

GR ___MIN MID MAX GR __MIN MID MAX MIN MID MAX MIN MID MAX
14 $ 70,221 |$91,094 |$ 111,967 $ 72,938 |$ 91,173 | $109,407
13 $ 66,288 |$85,992 | $ 105,696 $ 69,392 |$ 86,740 | $104,088
12 $ 62,450 |$81,014 |$ 99,577 |$ 62,430 |$ 78,038 |$ 93,645 |$ 65,847 |$ 82,309 |$ 98,771
11 $ 58,517 |$75,911 |$ 93,305 |$ 59,082 |$ 73,853 |$ 88,623 |$ 62,316 |$ 77,895 |$ 93,474

33 $ 55,457 |$69,321 |$83,185 |10 $ 54,584 |$71,016 |$ 87,447 |$ 55,707 |$69,633 |$ 83,559 |$ 58,755 |$ 73,444 |$ 88,133

32 $ 49,147 |$61,433 |$73,720 |9 $ 51,027 |$67,542 |$ 84,057 |$ 53,546 |$66,933 |$ 80,320 |$ 56,477 |$ 70,596 |$ 84,715

31 $ 45,370 |$56,712 | $68,055 |8 $ 47,750 |$62,323 |$ 76,895 |$ 48,984 |$61,230 |$ 73,476 |$ 51,665 |$ 64,581 |$ 77,497

30 $ 42,055 |$52,568 | $63,082 |7 $ 41,933 |$54,398 |$ 66,862 |$ 45,622 |$57,028 |$ 68,433 |$ 48,119 |$ 60,149 |$ 72,179

29 $ 39,025 | $ 48,781 | $58,537 |6 $ 38,842 |$50,388 |$ 61,934 $ 44,574 |$ 55,717 |$ 66,861

28 $ 36,476 |$45,595 [$54,714 |5 $ 35,753 |$46,381 |$ 57,008

27 $ 34,273 |$42,842 [$51,410 /4 $ 32,663 |$42,372 |$ 52,081

26 $ 32,412 |$40,515 | $48,618 |3 $ 29,573 |$39,096 |$ 48,618

25 $ 30,831 |$ 38,538 |$46,246

24 $ 29,385 | $ 36,731 |$44,077

23 $ 28,076 |$35,095 [$42,114

22 $ 26,906 | $ 33,632 [$40,359



Presenter
Presentation Notes
Bullet One from prior slide
TMSA, MANA, NR have 1-14 grade structure aligned with Hay Points
NR also includes executive level compensation beyond grade 14
AFSMCE has 22-33 grade structure
Hay Point alignment for TMSA, MANA, NR is different than that for AFSCME
Bullet Two from prior slide
TMSA pay ranges are lower than MANA and NR
MANA pay ranges are higher than NR (excluding Executive compensation)
Similar concerns with AFSCME and NR (Hay points of 319 are paid more in AFSCME than NR)

I think this should be provided in handout form too so it’s readable…unless it is more “seeable” on their ipads.



Current Grade/Salary Structure

Key Findings/Issues — cont.
* No movement through salary ranges
» Maintain market competitive position


Presenter
Presentation Notes
Bullet Three
All compensation structures except those for Trades and Law Enforcement lack predictable movement through a pay range
Predictable only to mid point only for some groups (MANA, TMSA)
Performance adjustments for some and not meaningful at this time (NR, MANA)
Bullet Four
Since 2009 collecting market data
Today we have 495 unique positions/classifications and market data for nearly 353 (71% of positions have at least one market match)
Across the entire organization Met Council market differential is less than 1%
In 2010 27 positions were paid more than 10% higher than the “market” (P50)
In 2010 38 positions were paid more than 10% lower than the market
Question alluded to earlier is whether the structure has remained competitive



Metropolitan Council Compensation

Obijectives

» Consistency across Council

» Market Competitive VWages

* Predictable progress through range
* Incent/Reward Performance


Presenter
Presentation Notes
Ideally would like a single structure with some flexibility to address hard to fill positions (Rail start up, IT specialties, Engineering)

Looking at our market data now and evaluating whether P50 or something higher makes sense – need to ensure our ability to purchase the talent we need and yet retain the performers we have

Loud and Clear – our employees want movement through their range; looking at how to do it, step system (whether it’s a rigid grid or some other regularly defined step), performance  system, or some kind of combination

This is where things become complex
Units have differing values

Regardless of movement there is the inherent desire to encourage high performance and so don’t want to create a system that works in contradiction (longevity increases for simple time in grade)





 


Metropolitan Council Compensation

Challenges

* General agreement with labor about
Issues

 Diverse opinions on priorities/resolutions
» Costs


Presenter
Presentation Notes
Structure and how it works (or doesn’t) is an artifact of our history

Can certainly create a better system for all…but there’s a cost to doing it and employees are wanting immediate gratification, which is costly




Metropolitan Council Compensation

Approach
e Incremental
e Strategic

* Politically/Fiscally sound


Presenter
Presentation Notes
In order to afford any structural change it needs to be done in small steps over a period of time and has to be viable both fiscally and politically

Changes need to be coordinated, thoughtful and aimed at our objectives of
	Consistency (a single or streamlined structure)
	Competitiveness (market based)
	Predictability (movement)
	Performance-Based (incent/reward)

Realities of today
	attitudes toward public employees
	attitudes toward government
	economic situation of region, state, country ,world

On top of all that…it has to be acceptable to 12 different bargaining units
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