CITY OF BLUE EARTH
AGENDA
CITY COUNCIL WORKSESSION
MONDAY, NOVEMBER 1, 2021 at 4:30 P.M.

1. Call to order
2. Roll call
3. Old Business
4. New Business
a. Classification and Compensation Study Proposals
i. Flaherty and Hood
ii. David Drown
iii. Abdo, Eich, Meyer
5. Adjourn

By Order of the Blue Earth City Council
City Administrator Mary Kennedy
Post @ City Hall-Friday, October 29, 2021, through Monday, November 1, 2021
Distribute to Mayor & Council members-Media & file

Classification and Compensation Study Proposal Comparisons
Flaherty & Hood
Total Cost Not to Exceed

$

David Drown

15,050.00

$

Abdo, Eich & Meyers

11,750.00

$

21,400.00
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✓

Team ID
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Team ID
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✓

Approach

✓

Approach

✓

Approach

✓

Financial Info
Qualified

✓
✓
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✓
✓

Financial Info
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✓

Publication & Distribution of RFP:
Submission of Proposals to City:
Interview Selected Consultants:
Selection of Finalist & Approval of
Contract:
Project
Completion Date:
Presentation of Recommendations
to Personnel
Committee:
Personnel
Committee
Recommendations to City Council:

Monday, September 13, 2021
Friday, November 12, 2021
Week of November 29, 2021
Monday, December 6, 2021
Week of June 1, 2022
Week of June 6, 2022
Monday, June 20, 2022

City of Blue Earth, Minnesota

Proposal for
Compensation & Classification Study
October 2021
Minneapolis Office:
5029 Upton Avenue South
Minneapolis, MN 55410
612-920-3320
www.ddahumanresources.com

Minneapolis Office:
5029 Upton Avenue South
Minneapolis, MN 55410
(612) 920-3320

www.ddahumanresources.com

COVER PAGE
City of Blue Earth
Attention: Mary Kennedy, City Administrator
125 W 6th Street
PO Box 38
Blue Earth, MN 56013
RE:

Proposal for Compensation & Classification Study

Dear Ms. Kennedy:
We are pleased to be invited to submit a proposal to complete a classification and compensation study for
the City of Blue Earth, MN. In the pages that follow, we have briefly provided information about DDA
Human Resources, our staff credentials and experience, staff members assigned to your study, a detailed
description of services to be provided and various levels of project scope per market analysis.
Three major factors distinguish DDA Human Resources from other providers:
•

All our employees come with years of public sector experience. We specialize in government and
we know first-hand the challenges of managing public sector compensation. This helps us deliver
to you practical, workable solutions.

•

We believe that classification and compensation can and should be managed as a practical,
common-sense process – not as some theoretical or statistical exercise in regression analysis.
We will help you design a compensation system that is technically solid, one you understand, and
one that works better than what you have now. We measure our effectiveness as a consulting
firm not by studies completed, but by studies that are actually implemented.

•

We think a compensation should be actively managed as an ongoing program – not neglected
and then fixed with a major compensation study like this. With proper on-going maintenance
support, major disruptive and expensive compensation studies are unnecessary. We are
pioneers in providing a full-service program to maintain classification and compensation systems
– and we find that over half of our study clients now opt for this ongoing service.

Our firm’s goal is to be known as the best human resources consultant in Minnesota. There is only one
way to get there – by delivering exceptional service. We will do our very best to earn your trust, your
respect, and your future business.
Sincerely,

Mark Goldberg, Principal Consultant
DDA Human Resources, Inc.
5029 Upton Avenue South
Minneapolis, MN 55410
markg@daviddrown.com
612-920-3320 ext. 114
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TEAM IDENTIFICATION
Our parent company, David Drown Associates, Inc. has provided consulting services to over 450 units of
government across Minnesota since 1997. Over these years, DDA staff has gotten to know government
well and we continually strive to keep our services practical, useful, and up to date. Our history and
corporate culture have grown from an honest desire to serve public sector clients in a practical and
common-sense manner.
DDA Human Resources, Inc. was formed in 2013 to provide human resource support services exclusively
to governmental clients in Minnesota. We currently offer services for executive recruitment,
organizational design, and classification and compensation studies. We also staff an HR Technical
Assistance Program for the Association of MN Counties which provides technical advice and assistance
to the HR staff of all the State’s 87 counties. Since activating our compensation section in 2015, we have
completed over 50 separate classification & compensation studies for clients ranging from cities with four
employees to counties with 170 job titles and 500 employees.
All our professional employees come to DDAHR from successful careers in city and county government.
We think this practical experience sets us aside from other compensation consultants, and we know it
helps us deliver a study that is not only technically sound but also practical, useful, and understandable.
We strive to deliver services the way you want to see them.

OUR SERVICE TEAM
DDAHR maintains a staff of 10 individuals. We also maintain relationships with several independent
consults in key specialty areas. Here is the Team we have assembled for your project:

Mark Goldberg, MA-HRR – Principal Consultant and Co-Project Team Leader
Mark Goldberg is a Principal Consultant with the firm. Mark will be the co-manager and
primary contact for this study. Mark’s experience is broad and deep. He has held a variety
of compensation leadership positions in media, high tech, manufacturing, local government
organizations and the University of Minnesota. In addition, Mr. Goldberg has over six years
of experience consulting with major public sector organizations around the country with a
focus on project in Minnesota such as Koochiching County, the city of Red Wing and the
City of Aitkin. He has a Master’s Degree in Industrial and Labor Relations from Cornell University and a
Bachelor’s Degree in Human Resource Administration from Muhlenberg College.

Dr. Tessia Melvin –Department Head and Co-Project Team Leader
Tessia heads the compensation and classification (C&C) services area of DDAHR. She will be
the co-manager and provide backup support to Mark. Over the past two years, Tessia has
served as lead analyst on over 20 separate C&C engagements with Minnesota communities.
She brings to the position nearly 13 years of diverse service to city and county government.
As a City Administrator in Maple Plain, Minnesota, Tessia drafted five-year budgets, capital
improvement plans, infrastructure improvement plans, and led strategic planning program.
She was directly responsible for human resources and internal and external communications.
Working in Dakota County, Minnesota, Tessia provided leadership training, managed their performance
management system, and worked with compensation and benefits. Dedicated to local governments and
Page 3 of 10
City of Blue Earth, MN: Compensation & Classification Proposal

continued learning, Tessia earned her doctorate in Public Administration at Hamline University with an
emphasis on city development and planning.

Kelly Jones – Technical Support
Kelly received his Bachelor of Arts degree in Psychology and his Master of Science degree in Industrial
and Organizational Psychology from Saint Cloud State University in Saint Cloud, Minnesota. Prior to
entering the field of compensation, he served as a project coordinator and talent management specialist
for Sleep Number and Robert Half. Kelly has spent the last three years as a technical analyst and
compensation consultant, while assisting dozens of Cities and Counties across the United States with
their compensation and classification needs. His work will be primarily focused on data collection and
analysis, while also assisting the DDA team with any ongoing project needs.
Reference #1:

City of Victoria, Minnesota

Contact:

Gwen Campbell, Communications and HR Manager
952-443-4230
gcampbell@ci.victoria.mn.us

Contract dated:

May 15, 2019 – completed October 2019

Scope of Services:

This was a full-service class and comp study for a rapidly growing
suburban community. We updated all job descriptions including
several new job titles; classified all job titles using DDA’s JET system,
completed a market analysis of 14 benchmark communities (93%
participation) and five “spotlight communities”, evaluated two
alternative salary plans with pay ranges calibrated at 100% of
benchmark averages, and provided an implementation plan with
employee-by-employee grade/step assignments and a calculation of
budget impact. Victoria says they plan to enroll in DDA’s ongoing
service program.

Reference #2:

City of Fridley, MN

Contact:

Becca Hellegers, Employee Resources Manager, 763-572-3507,
Becca.Hellegers@FridleyMN.gov

Contract Dated:

February 2020 – December 2020

Scope of Services:

DDA was originally engaged to complete a market study only of wages
paid to 97 position descriptions. The work plan was expanded to have
us perform a full classification and compensation study for all positions,
classifying all jobs and designing a new pay plan for the City.

Reference #3:

City of Golden Valley, MN

Contact:

Kirsten Santelices, HR Director
763-593-3989
ksantelices@goldenvalleymn.gov

Contract Dated:

January 2020 – completed December 2020
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Scope of Services:

This is an example of a client engagement with a scope of services
similar to yours. All job titles were reclassified using the JET evaluation
system, and several employee challenges were reviewed and
resolved. Market wage study revealed that the current pay plan wages
averaged about 5% below the benchmark average. We developed a
new pay plan with expanded steps, reviewed several approaches for
implementation, and ultimately arrived at a plan that worked within the
City’s limited budget.

APPROACH AND WORK PLAN
Government is in the service delivery business, and quality service requires quality employees. An
effective compensation system will help you attract and keep talented employees. Likewise, an out-ofdate or ill-conceived compensation system will produce turnover and hamper efforts to recruit quality
replacements.
In the real world of limited resources, government is increasingly expected to do more with less.
Accordingly, a community’s pay philosophy must strike a reasonable balance between a desire to pay
your good employees well to retain their good services, while at the same time controlling costs to keep
faith with the taxpayers. Designing a pay system is not easy, every community is different, and a “one
size fits all” approach seldom produces a good result. As we work with you to build the best
compensation system for your community, we keep four very practical objectives in mind:
o

You need compensation and benefits to be sufficiently competitive to hire, retain and motivate
qualified workers.

o

You must maintain internal pay relationships that satisfy the State’s pay equity requirement of
equal pay for equal work.

o

You must remain in control of the process, to assure final recommendations strike a proper
balance between wages/benefits and available resources.

o

You need the study to be a positive process, that is open and fair to all employees, managers,
and unions.

We approach compensation study work as a practical, common-sense process – not as some theoretical
or statistical exercise in regression analysis. We collect information, analyze it, and communicate our
findings in simple understandable ways. Our honest goal is to help you design a compensation system
that is technically solid, is one you actually understand, and one that works better than what you have
now. We measure our effectiveness as a consulting firm not by studies completed, but by studies that
are actually implemented.
Per our discussion, we are providing a proposal for a market analysis and pay structure calibration and
ongoing maintenance. Our proposal includes two separate proposal quotes: a Market Study which will
collect, analyze wage data of comparable organizations, provide recommendations to updating your
current pay plan in comparison with the market and calibrate your current pay structure, and our ongoing
maintenance plan. This maintenance plan includes a three-year commitment by completing a market
analysis each year, review, re-write, and reclassifications of job descriptions, calibration of pay structure,
pay equity administration, entering League of MN Cities and Association of MN Counties salary data and
additional human resources assistance. Our ongoing maintenance involves employees and managers in
updating all job descriptions, re-classifying and ranking these jobs internally based upon job duties and
requirements, reviewing and updating or replacing your current pay plan, and assistance in evaluating the
Page 5 of 10
City of Blue Earth, MN: Compensation & Classification Proposal

method and costs of implementing any changes on future budgets.

Introduction and Project Orientation (Included in all)
Our first task with you is to meet and make sure we all understand the expectations and fully understand
the current pay structure, pay philosophy, and employee benefits.
•

We will conduct an Initial Project Meeting to discuss the scope of the planned services, its
procedures, methods, intended outcomes and timeline. We will keep in mind directives from the
governing board pertaining to this project.

•

We will discuss any related details that are identified. During this meeting, we will identify data
and resources on your current job descriptions, pay structure, classification system, employee
roster, and union contracts. For your convenience, we will create a cloud-based account to make
it easy to share files with you.

•

An Employee Kickoff meeting will be held, if desired, to explain the project scope, expectations,
timeline, and answer questions.

Job Description General Review
We will undertake a general review of your existing job descriptions and recommend changes to assure
compliance with ADA and other State and Federal Requirements. We can rewrite any job descriptions for
an additional cost.

Job Classification
Job classification is a series of decisions about how a position is valued within an organization. Each
factor requires a decision as to how the job under consideration will be rated using levels that are
increasingly complex and of great impact, frequency, or quantity. We look at the job rather than the
employee. Jobs are evaluated as they exist, or as the management plan says that they should exist, to
meet the needs of the organization.
DDAHR is unique in our willingness and ability to utilize a variety of job evaluation systems used by the
various compensation consultants in Minnesota to classify and score your jobs. If you are committed and
satisfied with the system you have, we will work with you using your system.
•

We will assign each position a numeric score, which reflects the relative importance of the job to
the organization.

•

We will work with the Project Team to organize jobs with similar point totals into a series of
Grades.

•

We will provide staff with materials to communicate results to employees.

•

Our Job Evaluation Tool (JET) identifies and examines the following aspects of all job positions
o
o
o
o
o
o

Experience and Education needed for the position. This includes licenses and
certifications.
Decision Making and its impact on the job, division, department, and organization.
Problem Solving and its impact on the organization and budget.
Mental and Physical Effort of the Job
Relationships and Communications
Conditions and Hazards of the job
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•

Our Decision Authority Ranking (DAR) is a decision-based model that looks at a job from a
different perspective:
o
o
o

This system states that every job, from a mayor to a custodian, needs to make decisions
in his/her role and those decisions can be quantified
DAR then examines the complexity of the duties performed compared to other
substantially similar positions.
Aspects of the job such as working conditions or certifications can increase the
complexity of the evaluation.

Wage/Labor Benchmarks and Market Pricing (Included in all options)
The next step in the process involves looking outside of your organization to see what wages are offered
to employees in the job market.
• We will work with your Project Team to determine an appropriate group of comparable
“benchmark” entities to achieve an adequate sample size and a meaningful comparison. These
“benchmark organizations” are typically cities that are similar to yours and/or other organizations
with whom you compete for employees. Although we know that you compete with private sector
organizations for employees, obtaining reliable private sector information is very difficult in most
cases. So, our focus will be primarily on public sector entities.
•

We will collect detailed wage information on all jobs that you have in common with these
communities – not just a selected list. We plan to utilize the wage survey data that is annually
collected in the LMC/AMC wage data base, supplemented by other sources as needed to provide
a meaningful set of comparison data. We will organize the results of this analysis using a series
of graphs and charts that are designed to clearly show how your current pay ranges and wages
compare to those of benchmark entities. This is the information needed to develop of a pay
structure that balances both internal and external equity and assures compliance with State Pay
Equity Compensation Standards.

•

We will work with you to design and administer a targeted benefit review to address specific
benefit areas of interest/concern to you and your employees. Often a survey of employee
attitudes and interests can be helpful in designing a benefit package – benefits need not
necessarily be expensive to be effective and valuable to your employees.

Design New Pay Plan (Included in all options)
•

We will provide recommendations and options for either an adjustment of your existing
compensation plan, or a replacement plan that produces a better match with your compensation
philosophy.

•

We will fine tune the plan to establish fair and equitable compensation relationships within and
outside the organization that are workable within a union and non-union environment.

•

We will provide system testing to assure that any option proposed will comply with the State’s pay
equity standards and Federal requirements.

•

We will evaluate the cost/budget implications of up to two (2) alternative implementation
strategies that consider your current budget constraints. The objective of this work is to provide
you with meaningful, employee-by-employee level information that is useful for your detailed
budgeting use.
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•

We will prepare final documents for the plan, including presentation, policy, guidelines, and
procedures for administration. Any written and computerized data and supporting information will
be submitted as appropriate or requested.

Final Report (Included in all options)
•

Prepare final documents for this study, including presentation, policy, guidelines, and procedures
for administration.

•

We will make a final presentation of our report and findings.

Pay Equity Report (Included in ongoing maintenance)
•

We will prepare and submit a pay equity report to the State.

TIME FRAME FOR PROJECT
Key Milestones
Introduction and Project Orientation; collect
organizational information (roster, org charts,
policies, etc.)
Discuss compensation philosophy, make
recommendations based on HR strategy
Design of Position Analysis Questionnaire (PAQ)
Discussion of Job Evaluation Tools
Review of updated PAQs
Begin evaluating jobs using job evaluation tool
Finalization of evaluation of jobs with review from
City
Develop list of comparable organizations
Collection and verification of survey data
Competitive analysis performed
Finalization of Market Data
Development of new structure of grades and ranges
Finalization of new structure
System testing for equity and fairness
Budget estimates prepared
Transition options and next steps/costs outlined
Preparation of final documents for the plan,
including presentation, policy, guidelines and
procedures for administration
Training on the system maintenance and updating
such as position additions and wage structure
updates
System Implementation
Presentation of Recommendations to City Council

Completion Date
Week of October 18

Week of October 18
Week of November 1
Week of November 8
Week of November 22
Week of November 29
Week of December 6
Week of October 25
Week of November 8
Week of November 22
Week of December 6
Week of December 27
Week of January 10
Week of January 17
Week of January 17
Week of January 24
Week of January 31
At various points during the Study, often several
at the start and a refresher at the end of the
Study
Week of February 7
Week of February 14
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FINANCIAL INFORMATION
Our fees below are based on a compensation plan with 16 job descriptions.
Consultant
Hours

Compensation
Policy
Position Analysis
(Job description
review and
collection of
updated info)
Position
Classification
Analysis
Labor Market
Employers
Selection and
Criteria
Compensation
Analysis Salaries
Classification &
Compensation
System &
Compliance
Testing
System
Presentation,
Implementation &
Training

4

14

Total
Consultant
Fees

$1,000

$2,000

Cost of
Materials, Fees,
Taxes or
Surcharges if
any
N/A

Total Not to
Exceed Cost

N/A

Identify any
Work Not
Included

$1,000

N/A

$2,000

Does not
include
rewriting of job
descriptions

$3,000

N/A

$500

N/A

$3,250

N/A

$1,000

N/A

$1,000

N/A

N/A
13

$3,000
N/A

2

$500

N/A
18

$3,250
N/A

4

$1,000

N/A
4

$1,000

Total Not to Exceed Cost $11,750
There have been no lawsuits or claims against our firm in the last 5 years.

Page 9 of 10
City of Blue Earth, MN: Compensation & Classification Proposal

Ongoing Maintenance Program
This exclusive DDA Human Resources, Inc. program is designed to eliminate the need for large classification
and compensation study every 4 to 6 years. Services include everything needed to keep a freshly updated
compensation plan perpetually current. We find that over half of larger communities who have completed a
compensation study with DDAHR have opted to convert to this management approach. Services include:
•

We review, update, and reclassify as necessary one-third of job descriptions annually. (Generally,
we do 1/3 per year).

•

We annually update a market analysis of wages with benchmark communities and suggest
changes to pay plan system as necessary to remain in tune with the market.

•

We will periodically provide market data on benefits offered by comparable communities and
suggest changes as warranted.

•

For any new jobs or changed jobs, we will write and classify the job for placement in the
compensation system

•

We will complete and submit a pay equity report every three years or when otherwise required.

•

If desired, we will handle data input of wage data into the LMC/AMC salary system

•

We will provide budget support by:

•

o

Recommending an adjustment to your Pay Plan for the coming year based upon COLA
and market factors.

o

Preparing up to two (2) analysis of budget impacts of alternatives for wage adjustments.

Making an annual presentation to the staff and/or Board on the status of your compensation system.

Standard Fees for Other Services
For clients who prefer to receive maintenance support in a less rigorous manner, we offer a full range of
support services with standard pricing:
•
•
•

Write and classify a new or revised job description
Classify a job description provided by client
Market Wage Analysis

$200 per position
$150 per position
$100 base fee plus $150 per position

Hourly rates:
•
•
•

Professional
Technical Support
Clerical

$250 per hour
$150 per hour
$100 per hour

Page 10 of 10
City of Blue Earth, MN: Compensation & Classification Proposal

Classification
and
Compensation
Study Proposal
City of Blue
Earth
October 15, 2021

Primary Engagement Contact:
Leah Davis, CPA
President, AEM Workforce Solutions
Partner, Abdo Eick & Meyers
leah.davis@aemws.com
D: 507.524.2347
5201 Eden Avenue Suite 250 Edina, MN 55436
P: (952) 835.9090 • F: (952) 835.3261
100 Warren Street Suite 600 Mankato, MN 56001
P: (507) 625.2727 • F: (507) 389.9139
www.aemcpas.com

Executive Summary
City of Blue Earth
Attention: Mary Kennedy, City Administrator
125 W 6th Street, PO Box 38
Blue Earth, MN 56013
Dear Mary,
Thank you for the opportunity to submit this proposal to the City of Blue Earth (the City) for a Position Classification &
Compensation Study. Based on our previous experience with the type of work outlined in the proposal, we are
confident our knowledge and expertise will allow us to meet all of your organization’s key project objectives and
deliver the City with a compensation program that provides you with the structural, compliance and, most importantly,
strategic tools that you require. This proposal is valid for 90 days following the submission date.
Our success has been driven by utilizing staff that are experienced and well trained in human resources management,
market wage analysis, and governmental planning and operations. We understand that attention to detail, project
approach, management communication, and quality project deliverables are important factors in your selection
process. We are confident in our ability to help the City of Blue Earth achieve its desired project and organizational
outcomes.
Our approach to this project is to engage with City staff to ensure we have an exceptional understanding of the
project, each leader’s role in the project, overall expectations and desires, as well as exceptions to standard
operations. Throughout the project there will be periodic meetings, usually by phone or video conference, with City
staff to share information, solicit input, and provide updates. Based on our experience, we will structure each phase of
the project to emphasize efficiencies and streamline processes.
Ability to successfully complete all requirements - A component of our mission statement is a philosophy that we will
assist clients in reaching their maximum potential through open communication and teamwork. This means we will do
the following for you:
•
•
•
•
•
•
•

Present to you a clear project plan
Use technology to share and collaborate
Provide an environment that solicits and welcomes ideas and strategies from the City team
Present recommendations in clear, concise, and non-technical terms to all members of the City team
Collaborate with the City team and City Council to ensure alignment with City compensation philosophies and
practices
Return phone calls and emails promptly
Provide dedicated staff resources and time to the City’s project.
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Executive Summary
Experience with similar projects - We believe our experience with similar projects and our expertise in human
resources management, governmental accounting, operational effectiveness, analysis, process, and planning is greater
than any other CPA or related advisory firm in Minnesota.
Understanding of the project and ability of the firm to complete the expected scope of work on schedule and within
budget - AEMWS is committed to providing a team environment that gives us the ability to complete projects on time
and within budget. We leverage our staff to ensure the work is being completed by the appropriate individuals and
reviewed/signed off on by a Partner. We understand the parameters and expectations of this project and will complete
the expected scope of work on schedule and within budget.
Provide objective and unbiased findings - As an impartial third party, AEMWS is committed to performing all aspects
of the compensation study and analysis objectively and with a focus on factual market wage information and
experienced interpretation of position responsibilities. While our team may engage with City staff to answer questions
and provide insight, we can guarantee that our final report will be solely intended to provide all stakeholders with
accurate and unbiased findings and recommendations.
Accomplishing project objectives - Our approach to a project is heavily dependent on communication and technology.
We believe that listening to our clients’ needs, concerns, and challenges is of utmost importance for a successful
project. Our experience in human resources management, internal operations, compensation analysis, processes,
procedures, analysis of market conditions, and knowledge of applicable rules and regulations allows us to partner with
the City to implement a robust compensation study that will be simple to maintain after initial implementation. We
use technology to share and collaborate with management to allow us to expedite our work product, provide answers
to staff questions quickly and communicate instantaneously.
Long history of satisfied clients - Abdo Eick & Meyers and AEMWS have been providing position classification and
compensation studies for government employers for nearly 10 years and can demonstrate a history of meeting and
exceeding client expectations. There have been no legal actions or claims filed against AEMWS during our history of
serving clients.
We look forward to meeting with you to discuss our proposal and appreciate this opportunity to present AEMWS for
your consideration.
Sincerely,

Leah Davis, CPA
Partner, Abdo, Eick & Meyers, LLP
President, AEM Workforce Solutions, LLC

2

Human
Resource
Experience
Government
Experience
For over 50 years, Abdo, Eick & Meyers, LLP has helped local governments throughout Minnesota serve their
communities more efficiently. As the leading governmental auditing firm in the state, we provide accounting, financial,
and audit services to over 200 governmental entities. In 2016, we established AEM Workforce Solutions, LLC (AEMWS),
a company dedicated to providing day-to-day and strategic level human resources management and payroll services for
many types of employers, including local governments. With a staff of 11 team members, comprised of CPAs, HR
experts, and payroll specialists, with over 100 years of combined experience, AEMWS provides clients with a depth of
perspective and experience that is unparalleled, resulting in creative and effective labor solutions.
As an integral part of your team, we work with you to deliver one-of-a-kind solutions for improving best practices in
your entire organization. You can expect to work with our partners, managers, and staff to resolve issues ranging from
operational effectiveness to long term planning, talent engagement, and workflow.

Partnering with Us
Our governmental client base is composed of cities, municipalities and other public entities. Common governmental HR
and payroll related services include:
•

Position Classification & Market Compensation Studies

•

Compensation Program Development and Implementation Support (Step/Grade, Performance based, etc.)

•

HR/Payroll Process Evaluation, Development, and Automation Support

•

Effective Performance Management Program Development and Training

•

Strategic Workforce and Succession Planning

•

HR Compliance Consulting

•

Full-Service Payroll Outsourcing

•

Integrated HR/Payroll/Timekeeping/Accounting Software Utilization and Implementation Support

•

Affordable Care Act Compliance

•

Labor and Talent Development Programs and Customized Group Training
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What Our Clients Say
Client References
We have long-term relationships with many of our clients. The local government clients listed below serve as a
sample of references of those that we have successfully partnered with for position classification and
compensation analysis engagements. Additional references are available upon request.

City of Dayton, MN
Tina Goodroad, City Administrator/Development Director
P: 763.421.3487 E: tgoodroad@cityofdayonmn.com
12260 S. Diamond Lake Road, Dayton, MN 55327
2019 Engagement Leader – Leah Davis

City of Le Sueur, MN
Jasper Kruggel, City Administrator
P: 507.593.8312 E: jkruggel@cityoflesueur.com
203 South Second Street, Le Sueur, MN 56058
2019 Engagement Leader – Leah Davis

City of New Prague, MN
Michael Johnson, City Administrator
P: 952.758.4401 E: mjohnson@ci.new-prague.mn.us
118 Central Avenue N, New Prague, MN 56071
2020 Engagement Leader – Leah Davis

City of Vadnais Heights – Vadnais Heights, MN
Kevin Watson, City Administrator
E: Kevin.Watson@cityvadnaisheights.com
2021 Engagement Leader – Leah Davis
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Project Plan and Timeline

2021

For most organizations it is very important to work with a firm that has a clear implementation
process that will provide frequent and consistent progress updates. AEMWS has included update
meetings with the City Management team proposed in the project plan. These meetings will be
designed to provide project updates, solicit comments, review progress, and address any
challenges. AEM utilizes resources available with our entire team to ensure projects are completed
within the provided time lines. The schedule identifies a completion date on or before May 2, 2022.
PROJECT PHASE

Introduction and Project Orientation
The first step to this project is to review and analyze data provided by the City. This includes the
existing job descriptions and current compensation model, and any other data the City has
available. After this review, we will meet with the City Management team to discuss overall
project expectations, outcomes, and timelines. We believe it is important to hold a kickoff
meeting with the City Management team, either virtually or in-person, to discuss the project
timelines and process as well as to identify City expectations, identify current compensation
challenges, and define strategic project goals. This is also an opportunity for the City
Management team to ask for clarification on the project and address any questions they may
have.

TIMELINE

DAY 1 – 15
Depending on
City Availability

Comprehensive Job Description Updates and Position Analysis
Beginning with the existing City job descriptions, we will engage with City staff, using our
internally developed Job Analysis Questionnaire survey tool, to solicit specific job duties and
requirements for each position. Using the information collected with the Job Analysis
Questionnaire, we will make any necessary updates to existing job descriptions to ensure
accurate reflection of current job duties, experience requirements, cognitive requirements, and
physical requirements of each position. All job descriptions will also be reviewed for compliance
with the Fair Labor Standards Act (FLSA) and the Americans with Disabilities Act (ADA) and
formatted to ensure consistency. Final drafts will be presented to City management and City
Council for final review and approval.

DAY 16 - 35

Position Classification Evaluation
Using the updated job descriptions, the Hay Method pointing methodology (see Appendix A for
more information on the Hay Methodology), which we have utilized for over 10 years, and in
collaboration with City leadership, we will evaluate and assign position point values for each City
position and organize positions into hierarchical order, based on point assignment.

DAY 36 - 50

Labor Market Employers Criteria and Selection
Our team will solicit input from City leadership to develop a list of comparable organizations,
based on size, geography, and City services, to be used in the wage analysis.
Compensation Analysis
AEMWS will complete a full wage/compensation market survey, utilizing the Minnesota Local
Government Salary and Benefit Survey put out by the League of Minnesota Cities as well as
direct wage data surveys and private sector compensation resources, where applicable. This
analysis will include recommendations for maintaining marketable wage scales into future years.

DAY 41 - 70
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Project
Plan and Timeline
Timeline
2021

Continued from page 5
PROJECT PHASE

TIMELINE

Classification & Compensation System and Compliance Testing
The overall structure of the compensation study and system structure will be reviewed and
updated according to the compensation and performance management philosophies of the City
and will include identification of current or potential pay compression, pay equity, and collective
bargaining issues. Once the proposed structure is completed, all data will be tested for
compliance with Federal and State regulations, including Minnesota Pay Equity reporting for all
municipal entities.

Day 71 - 89

Final Documents and System Presentation
All documents will be reviewed with the City Management team in draft format before finalization
and distribution. Final reporting will include comprehensive project findings, recommendations,
description of overall methodology utilized in the project, data analysis, and estimated
implementation costs and process. The City will be provided with all updated job description
files, FLSA evaluation documentation, and all tools and resources to administer and maintain the
proposed compensation model into the future. Once approved by the City Management team,
report findings and recommendations will be presented, in person or virtually, to the City Council
for review and discussion.
Implementation and System Administration Training/Support
Our team will develop and lead a customized compensation system implementation and
maintenance program for leadership and staff. Training will include suggestions for appropriately
awarding step increases and documented plan administration best practices.
Develop Position Reclassification and Review Policy
We will work with internal leadership to develop a formal position review and reclassification
request policy to consistently evaluate future requests for position scoring or compensation
changes.
Post Contract Support Services- Optional
On an as needed basis, AEMWS will be available to review new or significantly altered job
descriptions, including determination of points and salary ranges for the position, as well as
provide documentation support for future pay equity reporting to the Minnesota Department of
Management.

DAY 90 – 105
Depending on
City availability

Depending on
City Availability
following Board
approval of
program

Optional & only
as directed by
the City
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Value
PROJECT PHASE – to be billed as completed

Comprehensive Job Description Updates and Position Analysis – assumes 16
individual positions

Total Not-To-Exceed
Costs

$ 5,200.00

Position Classification Evaluation– assumes 16 individual positions

2,500.00

Labor Market Employers Criteria & Selection and Compensation Analysis –
assumes 16 individual positions

3,600.00

Classification & Compensation System and Compliance Testing

3,600.00

Final Documents and System Presentation

3,200.00

Implementation and System Administration Training/Support
3,300.00
Develop Position Reclassification and Review Policy
TOTAL PROJECT INVESTMENT (Lump sum not to exceed)

Post Contract Services
Per Position Scoring/Classification Fee
Hourly consulting and post contract services

$21,400.00

$ 225.00/position
$ 195.00 – $385.00/hour
Depending on staff level
required

Service Guarantee

Our work is guaranteed to the complete satisfaction of the customer. If you are not completely satisfied with the services
performed by AEMWS, we will, at the option of the Client, either refund the price or accept a portion of said price that
reflects the Client’s level of value received. Upon payment of each of your scheduled payments, we will judge you have
been satisfied.

Price Guarantee

Furthermore, if you ever receive an invoice without first authorizing the service, payment terms, and price, you are not
obligated to pay for that service. Please understand, however, that the price that we’ve quoted considers and relies upon
the following:
• The information you agree to provide is on time and complete to the degree indicated in our agreement.
• Your key management, finance, or human resources team members don’t change during our service period.
• No undisclosed or newly arising complexities, claims, or significant transactions, occur that impact our service period.
This includes emergence of yet unspecified revisions to any prior period work that would need to occur before we can
perform our agreed services.
• No new tax, regulatory, or other reporting requirements are introduced between now and the end of our service
period.
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Leah Davis, CPA

Team Bios

President, AEM Workforce Solutions
Partner, Abdo, Eick & Meyers

leah.davis@aemws.com
Direct Line: 507.524.2347
www.aemcpas.com

Background
Since joining the firm as President of AEM Workforce Solutions
in 2016, Leah has helped employers find creative ways to
overcome their HR and payroll challenges. Whether it’s
developing a motivating employee performance evaluation
program, implementing an integrated HR/payroll system, or
designing strategies to improve engagement, Leah and her
team seek what’s best for both the organization and its people.
As an active CPA and after owning and operating an
outsourced HR and payroll consulting business for nearly a
decade, Leah has worked with employers across all industries.
She also has several years of experience in public accounting
and these experiences equip Leah with a unique perspective
on the complex HR, financial, and strategic planning issues that
employers face every day.

Qualifications & Specialties

Outside of work, Leah spends her time reading, cooking,
catching live music wherever she can find it, and enjoying time
outside on the southern Minnesota farm where she lives with
her husband and their 4 young daughters

 Human Resources Management, Consulting, and Compliance, including a focus on leveraging
technology to maximize employee experience and streamline administrative HR workflows
 HR and Leadership Team Coaching and Training, focused on building technical and practical skills
to improve overall performance and operational effectiveness
 Employee Benefit Plan Administration and Analysis, including Affordable Care Act (ACA)
compliance, benefit workflow optimization, and evaluation of benefit plan design options to evaluate
costs and maximize employee value recognition
 Employee Incentive and Compensation Plan Development, including position classification and
compensation plan design and total compensation analysis

Education
Minnesota State University, Mankato
B.S in Accounting and Business Administration

Professional Memberships
 American Institute of Certified Public Accountants (AICPA)
 Minnesota Society of Certified Public Accountants (MNCPA)
 Society for Human Resources Management (SHRM)

Julie Flaten

Team Bios

Senior Manager, AEM Financial Solutions

julie.flaten@aemfs.com
Direct Line: 952.449.3226
www.aemcpas.com

Background
Julie joined the Firm in 2021 as a Senior Manager in the
Financial Solutions group. Julie has over 20+ years of
experience working in local government at the State, County,
and City levels. Prior to joining AEMFS, Julie spent fourteen
years working for a Minnesota City. In this role, she served as
interim City Administrator, Administrative Services
Director/Human Resources Director for seven years and held
the role of Assistant Finance Director for six years. Her other
responsibilities included managing elections processes,
overseeing financial and payroll functions, as well as managing
City Clerk functions.

Qualifications & Specialties
•

20+ years of experience working in Minnesota municipalities

•

Experience in Human Resources, including FMLA, COBRA, Worker’s Compensation,
classifications and compensation, employee investigations, negotiation of union contracts

•

Experience in various financial and payroll functions such as annual budget development process
and data compliance

•

County experience overseeing budget compliance, monitored fiscal performance, preparation of
annual audit and acted as the fiscal liaison to County departments

•

Knowledge of Microsoft Office Suite, Neogov (for hiring purposes), and Tyler Technologies

Education
•

Bachelor of Science, Business Administration – University
of Wisconsin - Stout

•

Associate Degree, Accounting – Northeast Wisconsin
Technical College

Professional Memberships
•

Minnesota Public Employer Labor Relations Association
(MPELRA)

•

National Public Employer Labor Relations Association
(NPELRA)

Affiliations
•

Serves on the League of Minnesota Cities Human Resource
Policy Committee

Appendix A

Human
ResourceInformation
Experience
Hay Methodology
As part of our position analysis and classification, positions will be scored using a plan adapted from the Hay
Method. The model assigned each position a score in the following categories (adapted from the State of
Minnesota 2009 Hay Manual): Know-How, Problem Solving, Accountability, and Special Conditions. The following
information provides a summary of factors and considerations used to apply this classification method.

Know-How represents the knowledge, skills and abilities an employee needs to be successful in a particular
job. The Hay evaluation method places the greatest emphasis on Know-How. Know-How is defined as an expert
skill, information or body of knowledge that imparts an ability to cause a desired result. The Know-How category is
the most heavily weighted category. If a position is more easily learned, the position will point toward the lower
end of the scale.
Know-How category is further divided into three parts: Depth and Breadth of Job-Specific Knowledge (aka
Technical and Specialized Know-How and Job-Specific Knowledge); Integrating Know-How (aka Managerial
Breadth or Know-How); and Human Relation Skills (aka Human Relations Know-How). A number is assigned for
total Know-How points by making several separate choices for each of the three elements described and an
overall assessment.
Job-Specific Knowledge includes the position's requirements for knowledge and skills related to
practices, procedures, specialized techniques and professional disciplines. It also includes basic and jobspecific supervisory and managerial KSAs, when appropriate. This aspect of Know-How does not make
distinctions among differently-sized managerial jobs nor does it include human relation skills. It is
important to remember that this element measures the requirements of the position, not the qualifications
of an incumbent.
Integrating Know-How considers the need to integrate and manage progressively more diverse
functions and is used to rank managerial breadth and scope, from similar to very different functions.
When required, basic and job-specific supervisory and managerial knowledge, skills and abilities are
included in the Job-Specific part of a Know-How rating. The overall size of an organization directly
influences the number of managerial breadth categories, because the organizational size often reflects
requirements for increased managerial complexity and diversity.
Human Relation Skills is the third element of a job's Know-How rating. It is the active, practicing
interpersonal skills typically required for productive working relationships to work with, or through, others
inside and/or outside of the organization to get work accomplished. It assumes that each job requires a
foundation of basic human relations skills. To be effective, an employee must typically be proficient at the
highest level of Human Relations Skill regularly required for the position.

Problem Solving is the process of working through details of a problem to reach a solution. Problem solving
may include mathematical or systematic operations and can be a gauge of an individual's critical thinking skills.
Problem Solving measures the intensity of the mental process that uses Know-How to: (1) identify, (2) define, and
(3) resolve problems. It is a percentage of Know-How, reflecting the fact that "you think with what you know." This
is true of even the most creative work. Ideas are put together from something already there. The raw material of
any thinking is knowledge of facts, principles and means.

Human
ResourceInformation
Experience
Hay Methodology
Problem Solving – continued
Context includes the influences or environment that limit or guide decision-making such as rules,
instructions, procedures, standards, policies, principles from fields of science and academic disciplines.
Positions are guided by organizational, departmental or functional goals, policies, objectives and practices
circumscribed by procedures and instructions. In general, policies describe the "what" of a subject matter,
procedures detail the steps needed to follow through on a policy (i.e., how, where, when, by whom) and
instructions outline the specific aspects of how to perform the tasks, such as the operation of a machine
or how to select the appropriate letters to use in particular situations.
Thinking Challenge includes the nature of the problems encountered and the mental processes used to
resolve the problems. The scale ranges from simple problems to very complex issues, with the premise
that simple issues recur regularly in the same form and after a while are resolved by rote or instinct, but
very difficult issues require substantial thinking and deliberation. The types of situations encountered and
the processes involved in identifying, defining or resolving related problems are considered. Thinking
Challenge reflects the degree of difficulty in finding improvements and adapting to changes.

Accountability does not mean being responsible for getting one's own work done. Rather, it reflects
responsibility for actions and their consequences and the measured effect of the job on end results for the
organization. Accountability includes three factors: Freedom to Act/Empowerment, Magnitude, and Job Impact.
Freedom to Act/Empowerment involves the degree of personal or procedural control or guidance
exercised over the position. For example, what constraints are put on an employee in this job? How closely
supervised is the position? What kinds of decisions are made higher up in the organization?
Magnitude is the portion of the total organization encompassed by the position's primary purpose. It's
most typically indicated by the general dollar size of the area(s) most directly affected by the job, i.e., the
resources over which the position has control or influence. A variety of factors are considered such as
size of budget the employee is responsible for, what degree of influence is held and is this person a
decision maker.
Job Impact is considered to be indirect (indirect or contributory) or direct and measurable (shared or
primary). It involves the way in which the position's actions affect end results in the agency. For example,
how does the employee influence the business - directly or indirectly? Does the employee provide
advisory or interpretive services for others to use in making decisions? Is the job an information-recording
one? Does it provide a necessary service with a relatively small effect on the business of the agency?
"Contributory" and "primary" are, by far, the most frequently used options.“

Special Conditions consider the physical effort, environmental conditions, hazard exposure, and sensory
attention demands that an employee is commonly subject to in the position. For example, two positions may be
assigned identical points in all other areas but the position that is regularly required to work in extreme outdoor
conditions (i.e. heat or extreme cold) would receive additional points for these factors.

