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Two members of the Human Rescources staff and the FOUR members selected
from the Administrative Staff Advisory Team comprise the HR/AS Advisory
Team. This combined team is responsible for analyzing, evaluating, and
recommending a grade level whenever an OCCUPIED administrative staff
position is re-evaluated.

D. Pesitient JOB Analysis Questionnaire
The JOB Analysis Questionnaire is the instrument used to describe the
position responsibilities. This questionnaire is used by the HR/AS Advisory
Team and/or Human Resources to determine the grade level of an
administrative staff position based upon the level of knowledge and
experience, creativity and complexity, impact on the institutional mission,
internal and external contacts, and leadership. The Pasttien JOB Analysis
Questionnaire must be completed in order for any administrative staff
position to be created and/or changed.

E. Pay Range
The pay range is the compensation for a particular grade level. Each pay
range has a designated minimum, midpoint and maximum. In 2001 /2002 for
example, in grade level 14 the minimum is $33,404, the midpoint is $42,590,
and the maximum is $51,776.

F. Administrative PRESIDENT’S Compensation Working Group
The PRESIDENT'S Administrative Compensation Working Group is
comprised of ADMINISTRATORS APPOINTED BY the President. This
group routinely reviews issues regarding the Plan and decides the outcome
of the appeals process.

ITI. Policies
The following policies have been established for the maintenance and
management of the Administrative Staff Compensation Plan.

A. New Administrative Staff Hire
New administrative staff generally is hired between the minimum and
midpoint of a grade level. A salary assigned above the midpoint requires
prior approval by the Vice-President, after consultation with the Offices of
Human Resources and EQUITY, DIVERSITY AND IMMIGRATION
SERVICES (EDIS). (Number 2 - Approved by Board of Trustees, September
13, 1996.)

B. Upgrade
Definition:




C.

D.

E.

A posilion is re-evaluated and assigned to a higher-grade level as a result of
significant expansion in the position’s existing duties and responsibilities.

Policy:
The incumbent is guaranteed at least a 5% increase in <al11'y or the minimum
salary for the new ! lev el, whichever is greater. (Number 2 - Approved by

Board of Trustees, September 13, 1996).
Promotion
Definition:

An incumbent moves from a position requiring a certain level of skill, effort,
and responsibility to a position requiring a significantly greater degree of skill,
effort, and responsibility.

Policy:

When an employee is promoted, she/he is guaranteed at least a 5% increase

in salary or the minimum salary for the new level, whichever is greater. (Point
- Approved by Board of Trustees, September 13, 1996.)

Interim/Acting Positions

Definition:

A staff member is assigned to a position on an interim/temporary/acting
basis.

Policy:

If the assignment is longer than 30 calendar days and is in a hizher grade level, the staff
member receives a premium for the time served equal to at least a 5% increase in
salary or the minimum for the interim grade level, whichever is greater. (Point 5 -
Approved by Board of Trustees, Se ptunbu 13, 1996.)

Demotion

Definition:

An incumbent staff member maoves from a position requiring a certain level of
skill, effort, and responsibility to another position in a lower grade level
requiring a lesser degree of skill, effort, and responsibility.

Policy:
When a demotion occurs, the incumbent’s salary is reduced to a level in the
lower pay range equivalent to his /her level in the original pay range. (Point 6
- Approved by Board of Trustees, September 13, 1996) The President in
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consultation with the Vice-President and Human Resources must approve
any exceptions to this policy.

F. Downgrade
Definition:
A position is reassigned to a lower grade level as a result of significant
reduction in the position’s existing duties and responsibilities.

Policy:

When a position downgrade accurs, the incumbent’s salary is reduced to the
level in the lower pay range equivalent to his/her level in the orizinal pay
range. The President in consultation with the Vice-President and Human
Resources must approve any exceptions to this policy.

G. Transfer
Definition:
An incumbent staff member moves from a position requiring a certain level of
skill, effort and responsibility to another position requiring the same degree
of skill, etfort, and responsibility which is assigned to the same grade level.

Policy:

When a transfer occurs, normally the incumbent’s salary will not be adjusted.
(Point 7 - Approved by Board of Trustees, September 13, 1996.) The
President in consultation with the Vice-President and Human Resources must
approve any exceptions to this policy.

H.Market Exceptions
Definition:
A market exception is a special SALARY premium established for particular
positions when unusual market conditions exist causing excessive turnover,
salary midpoints well below market average, and/or failure of current salary
to attract qualified candidates.

Policy:
A special market salary premium may be paid for these positions. (Point 3 -
Approved by Board of Trustees, September 13, 1996.)



I. Pay Above Maximum
Policy:
Administrative staff salaries are capped at the maximum or above the
maximum of a pay range. However, staffs whose salaries are currently at or
above the maximum are exempt for a period of three years. Effective July
2000, the salaries of any staff still above maximum MAY be frozen until such
time as those salaries are within his/her range. If, at any time during the
three years, a staff member’s salary should fall within range, the exemption
ceases to apply to that staff member and the capped maximum will be
enforced. (Point 10 - Approved by Board of Trustees, September 13, 1996.)

Staff who is at the maximum will be considered for a merit increase not to
exceed the percentage adjustment of the pay range.

Staff above the maximum is eligible each year for a one-time, merit-based
bonus not to exceed the percentage of the salary pool designated for merit
each year. This will occur only when the Board of Trustees authorizes
bonuses and will not be added to base salaries.

J. Progression Through the Pay Range
Definition:
Progression through a pay range is the method by which an incumbent
moves through his/her assigned pay range.

Policy:

Staff progress through pay ranges based on meritorious performance.
Human Resources, in conjunction with the Administrative Staff Council
Executive Committee, will develop by the year 2002 criteria and a process for
staff to reach the midpoint of a pay range.

K. Title Revision
Policy:

Title changes may be requested to more accurately reflect position
responsibilities. A Pesiion JOB Analysis Questionnaire is completed and
forwarded to Human Resources in accordance with established procedures.
If the proposed title accurately reflects the responsibilities, the HR/AS
Advisory Team may recommend that the title be changed regardless of any
change in the grade level. No title change occurs without approval from the
supervisor, Vice-President and Human Resources.

L. Salary Range Adjustments
Policy:
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Effective 1997-98, the ranges for each grade level will be adjusted in a three-
year recurring cycle. In the first two years of the cycle, the pay range of each
grade level will move up annually by an amount that is 1% less than the
average salary increase paid to staff that year. (Number 9 - Approved by
Board of Trustees, September 13, 1996.)

Every third year beginning with 1999-2000, the University will re-evaluate
the ranges in light of current market conditions, as well as other relevant
factors, and adjust the ranges in accordance with that RE-EVALUATION.
(Point 9 - Approved by Board of Trustees, September 13, 1996.)

Administrative Compensation Plan Position Evaluation/Re-evaluation
Processes
The position evaluation process is the method by which positions are
evaluated against a uniform set of criteria and assigned to established grade
levels and appropriate pay ranges. Human Resources conducts the
evaluations for new positions. Human Resources AND THE Administrative
Statf Advisory Team JOINTLY conduct the re-evaluation of OCCUPIED
positions. RE-EVALUATION OCCURS WHEN INITIATED BY THE
INCUMBENT, THE SUPERVIOR(S), OR HUMAN RESOURCES. It is
anticipated THAT RE-EVALUATION INITIATED BY THE INCUMBENT
OR THE SUPERVIOR(S) FOR A SPECIFIC POSITION WILL OCCUR no
more than once every two years. Position evaluations/re-evaluations are
normally completed in twelve (12) weeks FROM THE TIME THE JAQ IS
SUBMITTED TO HUMAN RESOURCES unless there is an agreement to
extend the timelines AND ALL PARTIES ARE INFORMED.

A. Positions are evaluated when one of the following occurs:

e A new position is created. A supervisor, area head, dean, Vice-
President, or President/Designee, in consultation with Human
Resources, is responsible for submitting a completed JOB Analysis
Questionnaire to Human Resources. :

e A posilion becomes vacant. A supervisor, area head, dean, Vice-
President, or President/Designee in consultation with Human
Resources is responsible for submitting a completed Position Analysis
Questionnaire to Human Resources.

B. Positions are re-evaluated when one of the following occurs:



» Asignificant change in responsibilities occurs or is proposed in existing
positions. Re-evaluations are initiated by the incumbent or the
supervisor submitting a completed Pesitienr JOB Analysis Questionnaire
to Human Resources.

+ Reorganization occurs. Re-evaluations are initiated by an area head,
dean, Vice-President, or President/Designee prior to the
reorganization and in consultation with Human Resources.
Reorganization may result in significant changes in position
responslblhhes.

Re-evaluation Process for Administrative Staff Positions INITIATED BY
THE INCUMBENT AND/OR SUPERVISOR:

1. The initiator completes the Job Analysis Questionnaire that is found on
Human Resources web site http:/www.bgsu.edu/offices,’ohr,/forms.
The criteria used in the grading process is also on this web site. If the
initiator is the employee, the completed Questionnaire is forwarded to
both the inumediate supervisor and the second-level supervisor for
signature and comment. When an initiator is a supervisor, area head, or
VlLe-Plebldenl, the supervisor meets with the incumbent to discuss
position responsibilities and obtain signatures on the Questionnaire. The
supervisor comments, signs, and forwards the Questionnaire to the
second-level supervisor. Supervisor and employee retain a copy.

(]

Upon receipt of the Questionnaire, the second-level supervisor evaluates,
comments, signs, and forwards THE JAQ to Human Resources.

. Upon receipt of the completed JOB Analysis Questionnaire, Human
Resources logs in THE JAQ, NOTIFIES THE INITIATOR, and begins a
tracking+ timeline. Human Resources reviews all documents for
completeness, gathers additional information as needed, and distributes
the documents to the HR/AS Advisory Team. ANY CHANGES,
ADDITIONS, OR DELETIONS MADE TO THE JAQ BY HUMAN
RESOURCES MUST BE FORWARDED TO THE EMPLOYEE AND
SUPERVISOR.

4. The HR/AS Advisory Team analyzes, evaluates, and recommends a grade
level based on the established criteria. In the event the HR,/AS Advisory
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Team requests additional information, Human Resources gathers the
additional information and forwards IT to the Team.

5. Human Resources forwards the results of the re-evaluation to the
IMMEDIATE SUPERVISOR AND THE appropriate Vice-President for
consideration. If the position reports directly to the President, it will be
forwarded to the President/Designee for consideration.

6. AFTER INPUT FROM THE IMMEDIATE SUPERVISOR AND /OR THE
SECONDARY SUPERVIOR, the Vice-President or President/Designee
reviews all documents and forwards a written decision about the position
to Human Resources.

7. IMMEDIATELY following the Vice-Presidential or Presidential /designee
decision, Human Resources forwards copies of the re-evaluation results,
INCLUDING DOCUMENTATION THAT SUPPORTS THE
COMMITTEE’S RECOMMENDATION to the employee and the
appropriate supervisory structure. Additional-information-can-be
requestedfronr-Human-Resourees:

8. Administrative staff and/or initiators who do not agree with the
determination MAY meet with Human Resources and if appropriate, the
immediate supervisor FOR FURTHER EXPLANANTION. If there is
STILL no agreement, the staff member and/or initiator may follow the
Conciliation/ Appeals process.

. Conciliation/Appeals Process

The purpose of the Conciliation/ Appeals Process is to ensure prompt
resolution of disagreements regarding the results of pasition re-evaluations
and subsequent placement in the Plan.

There are three steps in the process:
1. Conciliation Meeting
2. Appeals Board
3. Presidential Appeal

. Conciliation Meeting
The Conciliation Meeting, facilitated by the Assistant Provost for Human
Resources/designee, provides the initiator of the conciliation process and the

Vice-President. with an opportunity to resolve the complaint in a
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collaborative, informal fashion. If the position reports directly to the

President, the President/designee will participate in the conciliation process.

Participants in the meeting leude

Employee

Immediate Supervisor

Vice-President or President/designee

Assistant Provost for Human Resources/designee

ASC Review Team member from the initial re-evaluation team

The process is normally completed within four (4) weeks unless there is AN
AGREEMENT to extend the timelines AND ALL PARTIES ARE
INFORMED.

Process:
1. Within seven (7) calendar days after RECEIVING THE VICE-

PRESIDENTIAL OR PRESIDENTIAL /DESIGNEE DECISION AND
DOCUMENTATION FROM HUMAN RESOURCES, the

: CUMBENT informs Human Resources IN WRITING of the
intent to enter into conciliation.

!.)

Upon receipt of the request for conciliation, Human Resources begins a
tracking timeline.

HUMAN RESOURCES COORDINATES A MEETING WITH THE
APPROPRIATE PARTIES. A MEETING MUST BE CONVENED
WITHIN THIRTY (30) CALENDAR DAYS OF THE REQUEST FOR
CONCILIATION.

I

4. Human Resources is responsible for reporting, in writing, the outcome of
the meeting to all involved PARTIES within fourteen (14) calendar days
OF THE MEETING.

5. If the meeting results in a change of grade level for the position in
question, Human Resources, IN CONJUNCTION WITH THE
INITIATOR/INCUMBENT, RECOMMENDS the effective date of the
change TO the Vice-President. No action is necessary if the meeting results
inno Lhange in the position.

6. If the initiator,/ INCUMBENT is not satisfied with the decision, she or he
can request an Appeals Board REVIEW.
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B. Appeals Board

1o

QI

SJ!

The Appeals Board provides the initiator of the appeals process an
opportunity to achieve resolution through the involvement of administrative
staff in reviewing the appeal and making recommendations to the
PRESIDENT’S Administrative Compensation Working Group. The Appeals
Board consists of five (5) members of the Administrative Staff Advisory
Team who have not been involved -l the resevaluation or conciliation
process. HUMAN RESOURCES IS AVAILABE=-AS A RESOURCE. The
process is normally completed within SINFEEN ('1/6) weeks unless there is AN
AGREEMENT (o extend the timeline AND ALL PARTIES ARE
INFORMED.

Process:

Within seven (7) calendar days of conciliation, the initiator informs Human
Resources and the Vice-President, in writing, of the intent to appeal. If the
position reports directly to the President, the initiator informs Human
Resources and the President,'Designee, in writing, of intent to appeal.

Within seven (7) calendar days of notification of the intent to appeal, Human
Resources farwards the appeals packet (AN APPEAL REQUEST FORM,
JAQ, FACTOR SHEET, AND SUPPORTING DOCUMENTATION) to the
initiator. .

Within fourteen (14) calendar days of receiving the appeals packet, the
initiator completes the APPEAL REQUEST FORM and forwards ANY
SUPPORTING DOCUMENTION to Human Resources.

Upon receipt of the completed documentation, Human Resources forwards a
copy of the initiator’s completed appeals packet and any other documentation
to the Vice-President or President/Designee. Within fourteen (14) calendar
days of receiving the information from Human Resources, the Vice-President
or President,/Designee ACKNOWLEDGES RECIEPT OF THE PACKET
AND FORWARD ANY COMMENTS, in writing, to Human Resources.
Human Resources forwards a copy of the response to the intiator.

During steps three and four, Human Resources IN CONJUNCTION WITH
THE INITATOR selects five (5) Administrative Staff Advisory Team

members for the Appeals Board. Advisory Team members who participated
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in the re-evaluation or conciliation process are not eligible to serve on the
Appeals Board.

6. Within seven (7) calendar days of receiving the completed documentation
from the Vice-President or President/Designee, Human Resources forwards
THIS documentation AND THE INITATOR’S DOCUMENTATION to the
Appeals Board.

7. Within fourteen (14) calendar days of receipt of the completed
documentation, the Appeals Board meets TO REVIEW THE ORIGINAL RE-
EVALUATION DECISION AND SUBSEQUENT DOCUMENTATION
TRIGGERED BY THE APPEALS PROCESS.

S. Within seven (7) calendar days of the review, the Appeals Board submits its
recommendation AND SUPPORTING RATIONLE in writing to Human
Resaurces, initiator, Vice-President or President/Designee and
Administrative PRESIDENT’S Compensation Waorking Group.

9. Within thirty (30) calendar days of receiving the recommendation of the
Appeals Board, the Administrative PRESIDENT’S Compensation Working
Group, without the Vice-President or President/Designee where the appeal
occurs, reviews the recommendation of the Appeals Board and makes a
decision.

10.  Within seven (7) calendar days of making a decision, the Administrative
PRESIDENT'S Compensation Working Group will submit the decision AND
SUPPORTING RATIONALE in writing to the initiator, supervisor, Vice-
President or President/Designee, and Human Resources.

11. If the decision results in a change of grade level, Human
Resources RECOMMENDS the effective date of the change with the Vice-

President or President/Designee.

12, If the initiator or Vice-Fresident or President/Designee is not satisfied
with the decision, she/he can appeal to the President.

C. Presidential Appeal
1. Within seven (7) calendar days of receiving the decision of the Administrative
PRESIDENT'S Compensation Working Group, the initiator or Vice-President

appeals in writing to the President or his,'her designee af-the thiversity.
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THE DESIGNEE CANNOT BE FROM THE INITIATOR'S VICE
PRESIDENTIAL AREA, HUMAN RESOURCES, OR PRESIDENT’S
COMPENSATION WORKING GROUP. If the position reports directly to
the President, the President appoints a designee for this process.

12

Within thirty (30) calendar days after receiving the appeal, the President or
designee respends MAKES A DECISION AND NOTIFIES in writing te the
initiator, supervisor, Vice-President, Administrative PRESIDENT’S
Compensation Working Group, and Human Resources

3. The decision of the President or designee is final.

LAST REVISION DATE: July 3, 2001

APPROVAL FROM ASC:
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Amendments

Jim Dachik

Sandy DiCarlo
Tom Scava (Chair)
Keith Hofacker

Executive Committee

Ann Betts

John Clark (Chair)

Wayne Colvin

Laura Emch (Chair-Elect)
David Garcia

Brady Gaskins (PWC Chair)
Pam Phillips

Diane Smith

Robin Veitch

Barbara Waddell

Mary Beth Zachary (Past Chair)

Internal Affairs

Clarence Terry

Ann Saviers

Sandy Miesmer (Co-Chair)
Cindy Smith

Roxanna Foster

Krisztina Ujvagi

Laura Waggoner (Co-Chair)
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ASC Committees — 2001-2002

Awards & Recosnition

Linda Bakkum

Deb Fleitz

Kay Gudehus (Co-Chair)
Tony Howard

Jane B. Meyers

Keith Pogan

‘Ellie McCreery

Kevin Work
Pat Booth (Co-Chair)

External Affairs

Thad Long (Chair)
Parn Phillips
Phyllis Short

Mary Lynn Pozniak
Tom Gorman

Personnel Welfaire

Brady Gaskins (Co-Chair)
Sally Jolinson

Keith Pogan

Jack Taylor

Kristen Lindsay

Judy Donald (Co-Chair)

Greg Guziman




Professional Developiment

Ann Betts (Chair)
Amelie Brogden
Tina Coulter
Susan Sadoff
Robert Zhang
Jeffrey Waple

Scholarship

Nora Cassidy (Chair)
Montique Cotton

- Sue Lau

Sandy Miesmer
Diane Srith

Deb Freyman

Aimee Zimmer
Ramona Meraz
Susan Darrow

PWC Subconumitie

" Carl Dettmer

Mike Fitzpatrick
David Garcia (Chair)
Robin Veitch
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David Garcia (Chair)
Robin Veitch
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Administrative Staff Council
Payment Request Form

Aliach only ORIGINAL invoice/z io this rzqueci. Buciness offics will noi proczs: payiment request from a
bill. Laura Emich will send you an z-mail 1o [= you know it was submitied io Business Office.

Make check payable to:

Mailing address of payee:

If payee is a University employee, please provide P00 mumber:

If payee is a University employee, please provide e-mail address:

Reason for payment request:

#=#PLEASE DO NOT SPEND ASC BUDGET DOLLARS WITHOUT PRIOR
APPROVAL OF THE ASC EXECUTIVE TEAM LEADERSHIP . ##%

To obtain an authorized signature, subimit payment request with supporting original

documentation to:
John Clark, Diana Smith, or Laura Emch

Authorization signature: Date:
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Bowling Green State University
Administrative Staff Council
215 East Hall

Bowling Green, OF 43403
(419) 372-7885

Dr. John M. Clark
Chair, ASC

June 19, 2001 Agenda

1. Rescheduling proposal for January 2002 ASC meeting (listed as Jan. 3rd; classes
begin Jan. 14th)

2. Establish regular contacts next year with Classified Staff Council and Faculty Senate
(proposals to share)

-3. CUPA data analysis (how to assign)
4. ASC budget and budget control (cost overruns and surprises)

5. Scheduling dignitaries for ASC meetings (possibilities--President, Provost, Exec
V.P., HR., and a Board member)

6. Committee appoiniments and chairs (suggestions needed)
7. Goals for next year--first installment due for board presentation June 29

S. Or projected work with H.R.-- compensation - (+ merit, -+ equity, + "bonus")

June 18, 2001
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Bowling Green State University
Administrative Staff Council

215 Cast Hall
Bowling Green, O 43403
(419) 372-7888

Notes from Mercer Meeting: 5/23/01

On May 22, 2001, ASC reprecentatives John Clarl:, Lavra Emch, and Mary Beth Zachary met with
Mercer Inc. conzulitani Scoit Cool:, HLR. rzprezentatives Becca Fergnaon and Donna Wittwer, and
Executive V.P. Linda Dabb o discuss Mercar’s follow-up recormmendations on adminisiraiive ciaff
compc—nsation io the Presideni’ s Compencation Worling Group. The following are notes from that
neeting, compiled by John M. Clark—2001-2002 ASC Chair.

=

1. Mercer’s Hiztory with BGSU: In 1995, Mercer came to BGSU o azgess the marlzet
competitivenecs of our administraiive/professional staff compensation. In particular, their focuzes
were 1) baze pay, 2) pay ranges, and 3) review of IT positions.

2. In 2001, Mercer conducied a Fn]low-np study bazed on 57 “benchmavl” administrative positions.
Thecs positions were chogen ac benchmarlze by the vice presidents basad on their
reprecentativenecs of the eniire administrative employee group.

[&N]

In thic year’'s Mercer siudy, cpecial emphaziz again was given to IT pocitions.

4. Mercer compiled salaiy daia from 24 surveys, reflective of salary medians, reprecentative of our
uﬂlaplu‘ recruiting arza (for each benchmarl: position), and LILZ]H.J/‘,J/"JH])) 1, 2001 (i.e., the
daia were “aged” to be reprecentative of ihe mml et on the beginning of our next fizcalyear).

tn

Daia maiching wac done based om job content, not type of pocition. (This reinforcec Mercer’s
concictent focus on cldll zets rather ihan departmeni or specific pocition.)

6. Elernenis of Mercer’s Competitive Assecemant

o Actual salarics and pay ranges compared ta [recruiting area] marlet

e Variance between ratios not typical

0 Actual salary ratioks may vary due to differences in employee credentials

0 Midpoint ratioks raay vary due to valnaiion differences placed on the pozition by
different instittions (a one-grade difference from “marl:et” is OI, but not three or four
grades difference in a position)

0 ITisjudged separately

tios calcnlated by comparing. .

Q¢ acival salaries to maiket (axuage of all incurmabents in & position)

0 range midpoints to market

5/23/01 Mercer Mecting—Page 1
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Actual Salary Competitiveness:
e In 1995, all adminisiraiive/professional jobs at BGSTT were at 997 of marlei (marlei being ihe
50" percentile for zach position, thiz means our average wac ihiz 49.5 percentile)
In 2001, all admainizirative jobe at BGSTJ, as a group, are ai 95% of marlet (or 47.5 percentile)
Our IT are presenily worzt in relation to marl:et-—88% or 44™ percentile
Distribution in relation to pay range and marlel is alzo cmcial; the above percentiles are
averages, and individual persons or positions can be higher or lower than BGSU average

Pay Structure Corapetitiveness:

e The adminictrative/profzsaional ranges, ac an aggregate, now are at 9% (44.5 percentile) of
marlet—ihese ranges were set in 1995 exactly at 100%, ar the S0® percentile, of market
o  OurIT pay ranzes now are at 32% of marlzet, or the 41.5 percentile
“Outliers” could be inappropriately zraded, or the marlet valued ihe job differenily than the
institution (e.g., phanmnacists, physicians, IT)

Salary Range Placement:

e Ranges szt at 100% of market (50 percentile) in 1995
In Janwary, 1996, implemeniation of ithe BGSU Mercer Flan raised adminisirative employees
only to minimum of range

e Thiz implernentation alzo creatzd come salary compiession—brought come newer employees
close to the salariee of longar-term employees in the came unii and/or similar pocition
Midpoint (50" percentile of pay range) is Mercer’s recornmended marlzzt target for admin.
Mercer alzo notes that the markel “norin” for administraiive/professional pozitions iz for
ermployees to reach midpoini of pay range within 4 io 7 year: in posiion

. A Mercer Madel for Advancement through Pay Range:

e Mercer pocits that adminisirative employees in the firsi quartile, minimwm o 25% percentile,
chould be in the “learning and growing” ctage for ihe pocition (and, conversely, that employees
beyond the leaming and growing ciage shonld be hizher in the pay range)

o Mercer conziders adminisirative smployees in ihe second pay range quariile, 26" percentile to
midpoint, “seasonad and compeient” for their posiions

e  Mercer concidars adrainiztraiive employees in the third pay range quartile, 517 0 75
percentiles, “ouictanding and sustained performers” for their positions

o Mercer conziders adminictrative employees in ihe top pay range quartile, 76" perceniile to
range maximum, inhabitants of “premium iemritory”—amployees whose baze calary ai the
beginning of the contract year puic ihem among ihe highest-paid in the marlet for their
positions

e Mercer notes that “best practice” of instituiione acrose the LS. now conziders it appropriate for
15-20% of the total waorl:foree io be in the “onictanding snstained performance” and
“premium” calary levelz—and that these baze calaries relative (o market for the position be
established by performance, not longevity alone

th
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¢ Finally, Mercer nates that best corapensation practices ar plans acracs the country include a
pay and perfommance-reward paclage o accelerate movernent of 2o0d performers in years 0-7
(within position) to range midpoint ‘

. Az conzuliant Scoti Cool: explained, ihe poriion of “besi compensation practice” least understood
ic thai inctitutional expectaiicne ars vinch higher for the midpoint-and-up, “premivm” base pay
arza than for ithe minimum-to-midpoint (0-50" percentile) area. All of an employee’s experience,
knowledge, and superior performance over the years plue an excellent performance in the past
equal a premiuin calary that might be increased for the upcoming year.

7
o
. Range “Penetration’:

Average of all BGSU adminicirative/profeszional emploayees iz 57" percentile of range
Average years in posiiion for all BGSU adminictrative employees iz 6 yaars

e Increased penctration of range by come adminizirative ctaff conld be offset by decreased
penetration by others '

. Mercer Recommendations:

o Adjuzt pay ranges io align with marlet median (required adjustment = 8-9%); one option, if
range adjustment of this magnitude iz unmanageable, would be smaller pay-range increases
(zmaller than 2-9%) over the next one to three years—a phasing-in approach

o Pe-examine intemal pay-range placements of pocitions in the Development area
Ectablich a separate pay-ranga ciractore for IT pozitions '

e Fe-zvaluaie significant owliers wiih respect 6o midpoini raiios (positions significantly out of
market norm relative o the position pay range)

e PReview cument employee calaries, after the sfructnral or pay-range adjustment, to re-ectablish
internal and external pay equity

5/23/01 Meicer Mecting—Pags 3




John M. Clark,01/06/01 8:46 AM,Mailing lists 1

Mims~Version: 1.0

- wni—-r. jrlark28mailstorve.bysu.edn
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Tios dlsmlthﬁl_-;'m:,t E-gzu.2du

Frome "John M. Clark” <jslarkl8bgnet . b3sun.edu>
Subjest: Mailing lists

Ca2s marylynfkgnet . bgau.=du

Hi, Ddane. I know yma are planning o ke cut of the offize sometime
gzon. For yooar 3zke, I hops you get vasaticon befrrs O-Reg kegins.

When yom Jet a chanse, 2ould you do a ccupls of things £or me? One is

o oreate (if you dwn't already have cnz) an omail list for Eveco

Coamittes. The sther iz to maks a note to aze if Dok Fleitc -an

switch her constituensy sp2oifisally to cover the pesple in Masis

that Feith H:fasker (whoae Council term has expired) hal. Dek has

some Sther pecpls, ntt in Musiz, as her sonstituency, and whosver

replased Feith on Tounsil (Mary Lynn knowa all) iz neot in Musiz but

would have inherited Feith's o~instituents. (/0 tbt'({ D'e mw‘-/

If any of the akove makea 3emse, Mary Lvan 2an help you pilece .)ttb/’/(‘ {1 ,/ N, é
tagether how it might go. My understan iin; iz that we'd reed to got
Fzith's replazemsnt in the l>ip and Jie Dathman, wh: priduzes the .
£rous report that oreates cur consti t ent lists. i R < ;
2 K Ay fcA

-

Thanks, )
John [A// </Z E’g %

Dr. John Clark

General Studies Writing
Bowling Green Universzity
Bowling Green, Chic 42403
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