
 BOARD OF TRUSTEES AGENDA
Special

Special Meeting
Tuesday, May 27, 2025

6:00 PM
Ambler Board Room
1801 N. Cottonwood

Iola, KS 66749

Current Board Members: 
Gena Clounch; Vicki Curry; Rebecca Nilges; Corey Schinstock; Jenny Spillman; Jessica Thompson

1. Call to order and establish quorum
2. Approval of Agenda
3. Consent Agenda

May Bill Ratifications
May Bill Rats

4. 2025 Budget Amendment
Budget Amendment May 2025

5. Soccer Field Discussion
6. Arnold Group Study

ACCC - C3 Compensation Blueprint - Implementation 051325
7. Upcoming Meetings:

Board Retreat: Saturday, May 31, 9:00 AM-3:00 PM
Regular Meeting: Tuesday, June 10, 2025, at 6:00 PM

8. Adjournment
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Allen County Community College

Dr. Lyvier Leffler, President
Karen Gillespie, Executive HR Director

August 1, 2024

092724
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C3 Comp Blueprint  |  Implementation

May 6, 2025 |  President’s Council

Classification, Salary Survey 
and Compensation Plan

Phillip Hayes, Vice President
Heather Poorman, HR Business Partner



Project Overview
1. Establish a system and method to positively impact recruiting and 

retention efforts

2. The C3 Blueprint is a best-practice approach to compensation
• Ensures compensation is competitive in the local market
• Supports fair, consistent, and appropriate pay adjustments and decisions

3. Address overall market adjustment to current base wages
• Employment Journeys

• External RTV experience/skills as well as full internal employment journeys

4. Deliverables will include:
• CompBook – Designed and built specifically for each client
• Roll-out recommendations to include timelines, plan implementation steps, 

compensation administration policy, and related communication messaging

C3 Compensation Blueprint:

Comprehensive
Competitive
Compliant

2



Project Foundation
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1. Fairness & Equity
• Internal Equity

• Ensures EEs are paid fairly --> relative to roles & responsibilities

• External Competitiveness
• Ensures compensation is competitive w/ similar positions in the market

2. Attracting & Retaining Talent
• Consistent practices
• Competitive pay

3. Legal Compliance – Defensible
• Ensures compliance w/ federal, state & local wage/hour laws
• Addresses pay disparities based on protected classes

4. Cost Management
• Budget Planning

Project Foundation
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Compensation Plan |  Internal Equity – The HAY Methodology

1. Job Evaluations
• TAG Reviews Job Descriptions

• TAG Assessment

2. The HAY Method (Internal Equity)
• Point Factor Analysis (PFA) completed on each position

• Nine Compensable Factors = PFA Composite Score

• PFA Composite Score = Job Grade

• Defensible Job Grading System

3. Stakeholder Discussion
• Discuss Job Duties

• Forced Ranking (“Gut Check”) Discussions

• TAG / Project Team / Department Heads / Directors

• Employees only under DH / Director Purview

Compensable Factors:

1. Job Knowledge
2. Supervisory Control
3. Guidelines
4. Scope & Effect
5. Complexity
6. Personal Contacts
7. Purpose of Contacts
8. Physical Demands
9. Work Environment

The Hay Method:
• Job Evaluation System
• Widely Used to Evaluate & 

Compare Jobs w/in an 
Organization
• Structured
• Consistent

• Purposes:
• Setting Salaries
• Defining Roles
• Career Pathing
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Compensation Plan |  Internal Equity – Point Factor Analysis (PFA)

Compensable Factors:

1. Job Knowledge
2. Supervisory Control
3. Guidelines
4. Scope & Effect
5. Complexity
6. Personal Contacts
7. Purpose of Contacts
8. Physical Demands
9. Work Environment

4. Final PFA Determination

Point Factor Analysis:
• Most Popular Job Evaluation 

Method Used in Comp 
Planning to Establish 
Internal Equity

• Structured, Quantitative 
Way to Assign “Points” 
to Jobs based on 
Compensable Factors
• Factors Broken Down 

into Levels: Pt. Values
• Objectively Determine 

Relative Value of Jobs 
w/in an Organization

• Helps Place Positions 
into Pay Grade and 
Salary Band

• Links Internal Job 
Value w/ External 
Market Value to 
Create A Balanced 
& Strategic 
Comp System

Why Use PFA?
• Objectivity
• Internal Equity
• Foundation for 

Pay Structure
• Defensible
• Transparent
• Scalable
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Compensation Plan |  External Competitiveness – Use Caution

5. Salary Surveys (External Competitiveness)
• Specific Salary Comps - Job Title

• Not a true apples to apples comparison

External Competitiveness:
• How an organization’s pay 

compares to the external 
job market, using data from 
salary surveys to guide 
decisions

Apples to Apples?
1. Comp Plan Structures

• None
• Different
• Legacy

2. How is Pay Reported
• Incumbent Actual $
• Min – Mid – Max

3. Inconsistent Titles
• Titles Vary Wildly

• Equip. Operator 
• EO I, II, III

• Chasing Every Job 
Title:
• Time-Consuming
• Overcomplicated
• Risk of Over-

paying or 
Misaligning due 
to Title Inflation

4. Hierarchy
• Flat
• Deep
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Compensation Plan |  External Competitiveness – Use Benchmarking

5. Salary Surveys (External Competitiveness)
• Specific Salary Comps - Job Title

• Not a true apples to apples comparison

• TAG:  Benchmark Positions
• United States
• State of Kansas
• Non-Metro (Balance of State)
• Local Area V
• Topeka, KS

External Competitiveness:
• How an organization’s pay 

compares to the external 
job market, using data from 
salary surveys to guide 
decisions

Why It Matters?
• Attracts & Retains the 

RIGHT Talent
• Builds Employer Credibility
• Reflects Current Market 

Realities
• Supports Long-Term 

Organizational Success

Benchmark Positions:
• Common in Market
• Well-Defined Duties
• Market Data Available
• Representative
• Stable & Consistent

Strategies:
• Lead the Market
• Match the Market
• Lag the Market
• Mixed Market

• Diff. pay levels 
for diff. roles or 
depts based on 
org. priorities, 
talent demand,
or budget.
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6. Realistic Pay Scales

7. Employment Journeys
• External RTV

8. Compensation Policy

Compensation Plan |  Putting It All Together

Realistic Pay Scales:
• Ensures Fairness, 

Competitiveness, & 
Sustainability – both for the 
employee experience and 
organization’s bottom line

Why It Matters:
• Attracting Talent
• Employee Retention
• Internal Equity
• External Competitiveness
• Budget Control
• Compliance & Legal 

Protection
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Employment Journey |  Ex. A: No RTV & 2 Promotions
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Employment Journey |  Ex. B: RTV Only

11



Employment Journey |  Ex. C: RTV, 1 Demotion & Promotion
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Pay Scale Alignment is a critical component of strategic compensation management. It 
ensures that employee pay is fair, competitive, and aligned with business goals. By 
implementing structured pay grades, defined pay ranges, and consistent progression criteria, 
the organization achieves:
• Fairness & Equity: Aligns pay with job responsibilities and employee experience, fostering trust and 

minimizing internal disparities.

• Market Competitiveness: Keeps compensation aligned with external benchmarks to attract and 
retain top talent.

• Transparency & Engagement: Provides employees with clear expectations for growth and earning 
potential.

• Operational Consistency: Standardizes pay decisions for promotions, transfers, and hiring, reducing 
risk and enhancing compliance.

• Financial Discipline: Enables proactive workforce planning and cost control through predictable, 
scalable compensation structures.

Aligned pay structures support talent strategy, reduce turnover, and strengthen 
organizational performance.

Compensation Plan |  Importance of Pay Scale Alignment

Purpose of PS Alignment:
• Ensure internal equity
• Maintain external 

competitiveness
• Provide Transparent, 

predictable, & consistent 
compensation growth

• Support strategic workforce 
planning, engagement, and 
retention

Why It Matters:
• Promote internal equity
• Enhance external 

competitiveness
• Support talent strategy
• Improve budget control 

and planning
• Ensure compliance and 

reduces legal risk
• Encourages transparent 

career paths
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Wage & Salary Administration |  Sample Policy

Policy

ABC Employer aims to attract and retain qualified employees at all levels by offering fair and competitive salaries 
that align with the organization’s economic needs and reflect the community’s standards.

Objectives

1. To enhance employee performance, morale, and loyalty through fair and equitable salary administration.

2. To ensure consistency and fairness within all departments and divisions of the organization.

3. To maintain competitiveness by aligning compensation with current market pay rates.

4. To effectively manage payroll costs and salary expenditures.

5. To recognize and reward individual performance and abilities.

6. To standardize salary rates and methods for establishing, classifying, and promoting employees.

Additional Components

Additional language recommended to promote a transparent and consistent compensation structure policy through 
a set of guidelines and rules that define how employees are paid and rewarded for their work. 

Defined strategy to assist in attracting and retaining talent, aligning your pay practices with your business goals, and 
foster a culture of fairness and trust.

Compensation Policy:
• Key Tool for Aligning 

Compensation Practices with 
Business Goals

• Ensures Approach to Pay is:
• Structured & Defined
• Fair & Transparent
• Focused on Improving  

Employee Satisfaction & 
Loyalty

• Sustainable Long-Term
• Legally Compliant
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A. Employee Wage Compression (and Why It’s a Problem)
• Hurts morale among longer-term or more experienced employees
• Leads to high turnover… especially if people feel undervalued
• Affects team dynamics, especially if EEs doing more complex work aren’t 

paid accordingly

B. Employee Journeys
• External RTV Experience/Skills
• Promotions
• Market Adjustments
• Demotions
• Transfers

C. Pay Scales
• Current Employees:  Full Employment Journey Current Pay Alignment
• New Employees:  Starting Pay Rate Alignment

• Different starting pay rates based on relevant & transferable experience/skills

Wage & Salary Administration |  Bridging the GAP

Pay Compression:
• Small pay diff. between EEs 

despite big diff. in exp., skills, 
tenure, and/or responsibilities

Pay Compression Examples:
• New hires get paid almost as 

much (or sometimes more) 
than long-time employees 
in the same role

• Junior employees make 
nearly the same as more 
experienced colleagues

• Managers or team leads 
make just a little more 
than the people they 
supervise

Why Does It Happen?
• Market pay rates 

increase faster than 
internal raises
• Companies offer 

higher salaries to 
attract new talent, 
but don’t adjust pay 
for current EEs

• Flat pay structures 
or limited budgets 
for raises
• Inflation / COLAs

not being evenly 
applied
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1. Purpose
• Each job assigned to a base grade may include an identifier reflecting 

its workforce segment or market category

2. Core Structure w/ Variable Grades
• PFA = base grade
• Pay range for base grades remains constant across the organization, 

ensuring internal equity
• Identifiers allow for controlled variation w/in each grade through

3. Common Job Identifiers:
• O – Other Critical Identified Roles
• M – Hybrid/Mixed Market Positions

Wage & Salary Administration |  Job Identifiers

Why Use Job Identifiers:
• Built on Core Compensation 

Framework
• Integrated - Maintains 

Consistency
• Market-Specific & 

Operational Flexibility
• Guide Positions in Same 

Base Grade to be 
Compensated Differently

Benefits:
• Internal Equity

• Maintain fairness (PFA)
• Market Responsiveness

• Tailored adjust. for 
roles w/ atypical labor 
market conditions

• Administrative Simplicity
• Unified structure
• Clear notation for 

flexibility
• Scalability

• Supports growth  
and workforce 
segmentation w/o 
restructuring full 
plan
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Comp Plan Adoption |  Pay Scale Variables & Employee Impact

Pay Scale Variables:
• Primary Pay Scale Tempo Variable:   2.75%
• Pay Scale Decelerator Applied (common, strategic pacing mechanism)

• Total Number of Steps
• Grades 10-15:   23 Steps
• Grades 30-35:   29 Steps
• Grades 40-42:   16 Steps

Employee Annual Impact Summary:
• Current Base Wages:  $4,094,953

• 20 Employees with No Pay Compression
• 1 Employees Over Max Proposed Pay Scale
• 23 Employees Under Min Proposed Pay Scale

• $0.14 (least)  |  $9.78 (most)  |  $1.78 (average)
• 54 Employees with Pay Compression

• $386,991 Total Compression Dollars
• $0.03 (least)  |  $11.93 (most)  |  $2.85 (average)

Total Implementation Cost:
• Phase I:  07/01/25:  +$176,784   (2.5 & 5.0% Increases)

• Phase II:  5.95% |  $254,056   ($51,337 PS Minimums   |   $202,719 Compression)

Pay Scale Tempo:
• Pace or frequency pay 

adjustments occur
• How quickly/slowly employees 

move through a pay range 
based on:
• Performance
• Tenure
• Market Changes
• Policy

Tempo Influencers:
• Organizational Budget
• Pay Philosophy
• Employee Performance
• Positional Tenure
• Market Shifts/Inflation
• Contracts

Why It Matters:
• Sets expectations
• Manages Internal 

Equity
• Budget 

Predictability
• Tempo Influences 

Retention
• Too slow…

• EEs Leave
• Too fast…

• Unsustainable
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A Realistic Pay Scale is About Balance:
• Competitive enough to attract and keep great people
• Fair enough to maintain internal harmony
• Strategic enough to support business goals long-term

Compensation Plan |  Proposed Pay Scales

Operations, Industrial, 
Clerical, and Office

Management, Administrative, 
Sales, Creative, and Professional

Executive and 
Highly Specialized

Grade & Step Pay Structure:
• Grades reflect PFA Scores

PFA Compensable Factors:
• Job Knowledge
• Supervisory Control
• Guidelines
• Scope & Effect
• Complexity
• Personal Contacts
• Purpose of Contacts
• Physical Demands
• Work Environment

18



Comp Plan Adoption |  Phase II:  7/1/25 Full Adoption

What is a Pay Scale Governor?
• Control Mechanism / Limiter

Ensures All Adjustments:
• Stay within Budget
• Maintain Internal Equity
• Avoid Overcorrections

Without a Governor:
• Disrupt Salary Structure
• Cause Pay Compression
• Create Resentment

• If an EE suddenly gets
an excessively large 
bump in pay 

Why Use a Governor?
• Manage Costs
• Ensure Fairness
• Preserve Structure

Scenario illustrated above includes Vacant/Open Positions
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Additional Investment
5.95% |  $254,056



CY2030

Compensation Plan |  Ex. Annual PS Maintenance (CPI / COLA)

CY2026

A COLA/CPI pay scale maintenance variable is an 
external adjustment applied across the entire pay scale, 

not tied to performance or tenure.

Grade & Step Pay Structure:
• Grades reflect PFA Scores

PFA Compensable Factors:
• Job Knowledge
• Supervisory Control
• Guidelines
• Scope & Effect
• Complexity
• Personal Contacts
• Purpose of Contacts
• Physical Demands
• Work Environment

• Steps (A-T) w/in each 
grade represent 
incremental increases 
in pay, often based on 
time-in-service and/or 
performance

CPI / COLA Impact:
• Proportional
• Applies to the 

entire pay scales, 
not just current 
salaries

• Every Grade & 
Step amount 
increases
• New Hires
• Long-Term

Employees

COLA % Adjustment Applied to Benchmark Grade Mid-Point
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Grade & Step Pay Structure:
• Grades reflect PFA Scores

PFA Compensable Factors:
• Job Knowledge
• Supervisory Control
• Guidelines
• Scope & Effect
• Complexity
• Personal Contacts
• Purpose of Contacts
• Physical Demands
• Work Environment

• Steps (A-T) w/in each 
grade represent 
incremental increases 
in pay, often based on 
time-in-service and/or 
performance

CPI / COLA Impact:
• Proportional
• Applies to the 

entire pay scales, 
not just current 
salaries

• Every Grade & 
Step amount 
increases
• New Hires
• Long-Term

Employees  Performance Eval:  Satisfactory

 No Performance Demerits:  Past Year

 Meets Attendance Standard:  PTO

Grade /
Promotion

10
11
…
30
31
32
…
41
42

Compensation Plan |  Ex. Annual PS Maintenance & Step Increases

Step Increases:  Position Tenure and Performance

Cumulative Effect of COLA with Step Increases
1. Most EEs will also receive step increases annually.
2. COLA stacks on step increases, leading to a compound effect on pay.
3. Maintains internal equity and external competitiveness.

COLA % Adjustment Applied to Benchmark Grade Mid-Point

A COLA/CPI pay scale maintenance variable is an 
external adjustment applied across the entire pay scale, 

not tied to performance or tenure.

CO
LA  %

  Adjustm
ents
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Comp Plan Adoption |  Phase III:  July 2026+ Out Years

What is a Pay Scale Governor?
• Control Mechanism / Limiter

Ensures All Adjustments:
• Stay within Budget
• Maintain Internal Equity
• Avoid Overcorrections

Without a Governor:
• Disrupt Salary Structure
• Cause Pay Compression
• Create Resentment

• If an EE suddenly gets
an excessively large 
bump in pay 

Why Use a Governor?
• Manage Costs
• Ensure Fairness
• Preserve Structure

Scenarios illustrated above include Vacant/Open Positions
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Questions / Comments

Phil Hayes
Heather Poorman

www.arnoldgrouphr.com

C3 Compensation
Blueprint:

Comprehensive
Competitive
Compliant
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