


I. The Start

II. The Study

III.The Salary  Study  Team’s  Proposal

IV. Succession  Planning  Goals  (The  Long-Term  View) 



THE START

How and why did this become a priority 
for Highland Community College?
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Salary Study Timeline
How and why did this become a priority for Highland Community College?

2015-16 Strategic Plan

Criterion 5, 
Objective 2 //

Increase the level of 
satisfaction for 
employees and 

students.

MARCH 2017
Deliverables from HR 
Performance were received. 
Salary bands (grades) and 
compensable factors were 
reviewed.

AUGUST 2016
HCC, with the Board’s approval, 
contracted with HR 
Performance Solutions in Fall 
2016 in preparation for the new 
FLSA guidelines that were to 
take effect December 1, 2016.

SUMMER 2016
Salary Compensation 
Committee vetted 3 
companies to conduct 
the salary survey.

2015

2016

2016

2017

Criterion 5, Objective 2,
Strategy 5 //  Begin work 
on developing an 
equitable salary structure 
for HCC staff members 
who are not on the 
master contract.

Initiative Drivers //
Strategic Plan, Fair 

Labor Standards Act 
(FLSA) Concerns, 

Succession Planning.



THE STUDY

What information did this market-based 
research reveal that was pertinent and 
relevant to Highland Community College?
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FINDINGS and DELIVERABLES
What information did this market-based research reveal that was pertinent to Highland Community College?
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Annual salary increase decisions are commonly 
driven by salary or “pay” band data. These are 
used to lump pay levels, ranges, or grades into 
an organized salary compensation structure.

HCC Salary Bands or “Grades”

A job evaluation plan enables an organization 
to determine the internal value of a job in 
order to assign the appropriate salary level.
Compensable factors are used to assess the 
relativity of jobs within the organization.

Equitable Grading Through 
“Compensable Factors”

HCC now has market-based salary range 
information for each of its positions 
showing job pay rate minimums (80%), 
midranges (100%), and maximums (120%).

HCC Specific, Market-Based 
Research Salary Ranges
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CURRENT HCC SALARIES
Percentage breakdown of the 135 HCC positions evaluated.

41%

42%

17%

Below Minimum

Below Midrange

Equal To/Above
Midrange

55 of the 135 staff positions evaluated were 
below the market-based minimum (80%) for the 
position evaluated.

Below Minimum

57 of the 135 staff positions evaluated were 
below the market-based midrange (100%) for 
the position evaluated.

Below Midrange

23 of the 135 staff positions evaluated were 
equal to or above the market-based midrange 
(100%) for the position evaluated.

Equal To/Above Midrange
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Trouble With The Curve
Navigating beyond the challenging salary bends and curves: turning problems into opportunities.

To create an equitable and fair salary structure for all employees and to consider 
succession planning for leadership positions.

Employee Fairness & Succession Planning

Tied to Criterion 5: 
Resources, Planning, 

and Institutional 
Effectiveness

Valuing and 
Retaining 
Current 

Employees 

Tied to Criterion 5, Objective 2: 
Increase the level of satisfaction 

for employees and students.

Create Equitable Salary Structure
To fill vacant positions with 

qualified candidates who are 
motivated to stay.

Create Competitive Salary Packages

Tied to Institutional 
Effectiveness, Efficiency, 

Stability, and Improvement

Attract and 
Retain New 
EmployeesIn order to maintain 

the mission and 
vision of HCC.

To Align Resource 
Management



THE SALARY STUDY TEAM’S PROPOSAL 03
Based on the market-based research findings, what possible 
adjustments could HCC make to its salary increase approach?



10

HCC SALARY STUDY TEAM MEMBERS
Beside HCC’s Vice-Presidents, the study team includes the following people.

Director of Information 
Technology

JOSH BERRY

Director of Perry Center

ERIN SHAW, Ph.D.

Director of Technical 
Education

LUCAS HUNZIGER

Director of eLearning

DENISE PETERS

Director of Athletics

TYLER NORDMAN

HCC SALARY STUDY TEAM’S GOAL IS:
To propose market-based research, equitable changes to salaries across the college                                                        

that fall within existing budget dollar confines.
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PROPOSAL: ADJUSTING SALARY INCREASE APPROACH
The HCC Salary Study Team would like to propose the following for consideration.

To utilize the same amount of budget dollars that HCC would typically spend during annual raises, but to carve out a select percentage of that amount                                
to accelerate equitable pay across the college by moving those staff persons that are at 73% or below towards the minimum (80%) pay rate.

2017 Proposal to Adjust Annual Salary Increase Approach

73%

Staff Below 73%
The team is proposing 

to move employees 
that are below 73% 

compa ratio up to 73%.

75%

Staff Below 75%
Additionally, the team 
is proposing to move 
employees that are 

below 75% compa ratio 
up to 75%.

$20,000 $31,000

$20,000
For these employees 

to move to 73% 
compa ratio it would 

cost roughly $20k.

$31,000
For these employees 

to move to 75% 
compa ratio it would 

cost roughly $31k.

60% 80%
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EXAMPLE APPROACH FOR FY18
Setting Aside 1% of Annual Salary Increase Amount
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3% of the existing non-faculty 
salary amount is roughly 
equal to $150,000

Entire 3% Annual Salary 
Increase Amount

If HCC set aside just 1% of this 
amount - or roughly $51,000 for 
2017 – then the adjusted salary 

increase approach could be 
utilized for this purpose.

Use of 1% for Adjusted 
Salary Increase Approach



SUCCESSION PLANNING GOALS 04
How might these market research findings, along with possible salary increase policy changes positively 

impact HCC in the long-term?  For instance, what effect does this have on succession planning for the college?
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FOUR OPPORTUNITIES
Identified by the Team

01
02

03
04

To align resource management in order to 
maintain the mission and vision of HCC (AQIP).

ALIGN 
RESOURCE 

MANAGEMENT
SUCCESSION 
PLANNING

VALUING
CURRENT

EMPLOYEES ATTRACT
NEW

EMPLOYEES

To value and retain current employees 
with a more equitable salary structure.



SUCCESSION PLANNING 
CONSIDERATIONS

1. None of the averages of any grade at HCC are at the midpoint in salary range (100%)

2. The current compa ratio for Grade 19 (President) is 76.41%. 25% under the suggested salary target (103%). 

3. The current compa ratio for Grade 17 (Vice Presidents) is 80.35%.  22% under the suggested salary target (103%).

4. The HCC Salary Study team would like to propose (as a measure that would be separate from the previously proposed 
$51K Salary increase adjustment) the following action for consideration: Movement towards a minimum of 85-90%
compa ratios for Grades 17 and 19 in order to ensure successful leadership transitions.




