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 The Principals of MAG International, Inc. have a proven track record in 
providing in-depth management and human resource consulting 
services for over 25 years in more than 40 states. 

 Our clients range from various state and local government agencies, to 
school districts, and numerous other types of governmental 
organizations nationally.

 MAG principals have completed over 600 similar studies over the years, 
including in the state of Michigan (City of Southfield, City of Dearborn, 
Oakland County, and Washtenaw County).



This project IS designed to:
• Capture current job data from current job descriptions;

• Ensure Internal Equity by conducting a Job Analysis & 
Evaluation for each position;

• Establish External Equity based on labor market data;

• Provide an implementation plan that is affordable;

• Provide a process for future evaluation of positions.



This project IS NOT designed to:

• Identify staffing levels.

• Reorganize departments or functions.

• Evaluate individual employee performance/capabilities.

• Guarantee salary increases.

• Recommend salary decreases.



Project Scope  
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• Study and evaluate full-time and part-time positions as identified by the Human 
Resources Director within the Township for purposes of determining the proper 
classification and salary for each employee; 

• Conduct a comprehensive salary review of appropriate public and private sector 
organizations to determine if the Township’s salaries are competitive within the regional 
job market; 

• Review current benefit offerings and compare with market peers to determine future 
changes to support recruitment and retention.



Project Scope – ...Cont.
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• Identify those classes of positions that are exempt and non-exempt in compliance with 
the Fair Labor Standards Act of 1983 as amended in 1985; 

• Develop a salary structure and a pay plan in to support recruitment and retention of 
valued employees; 

• Develop and present final recommendations and implementation plan including impact 
of implementing, recommended adjustments to current salaries both immediately and 
in the future; 

• Review and make recommendations concerning the effectiveness of the Township’s 
overall compensation system including compression issues; and

• Assist the  HR staff by providing information to maintain the compensation 
classification system. 



Steps to Success
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Step 1 - Project Initiation – Meet with HR staff and top management to finalize goals,
objectives and timeline. Gather employee and organizational data needed for project

Step 2 – Employee Communication – Conduct employee information/orientation meetings to
communicate process. Department Head one-on-one interviews.

Step 3 – Classification Plan Review/Development – Review/analyze the Township’s current
classification and compensation system and evaluate in relation to job information gathered from
job descriptions. Recommend updated classification structure based on objective job profiles to
ensure internal equity.

Step 4 – Market Salary Survey – Collaborate with Township leadership to identify relevant labor
market peer and competitor organizations and survey benchmark class titles. Analyze/evaluate
survey results and/or published data to facilitate developing a compensation structure that
ensures a competitive status in the labor market.



Steps to Success
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Step 5 – Develop Proposed Compensation & Classification Plan – Integrate the results of Steps 3
and 4 to create a classification/compensation structure that maximizes equitable internal
relationships and facilitates establishing and maintaining the Township’s ability to attract and retain
highly skilled employees; establishes job placement based in direct input from employees,
immediate supervisors and departmental leadership

Step 6 – Preliminary Analysis Results/Recommendations – Submit preliminary analysis
results/recommendations to HR for technical review. Review results with project team, and
leadership to identify issues and obtain pertinent information not available from job descriptions or
market data.

Step 7 – Presentation of Final Results/Recommendations – Present analysis
results/recommendations for an updated classification/compensation structure ensuring
equitable internal relationships and market competitiveness to governing body for
adoption/implementation



Job Factors
• Data Responsibility
• Judgment
• People Responsibility
• Complexity of Work
• Assets Responsibility
• Impact of Decisions
• Education

• Equipment Usage
• Physical Demands
• Communications
• Math
• Unavoidable Hazards
• Safety of Others
• Experience



Peer Organizations
• Clinton Township
• W. Bloomfield Township
• City of Troy
• City of Rochester Hills
• City of Royal Oak
• City of Southfield
• Education
• City of Novi
• City of Dearborn Heights

• City of Dearborn
• City of Birmingham
• Waterford Township
• City of Sterling Heights
• Canton Township
• Oakland County
• Northville Township
• **O*NET



Linear Regression Analysis
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Proposed Pay Plan:
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Implementation Report Detail: 
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Estimated Annualized Costs
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4% COLA Included

Fire $679,027.98
Police $606,725.53

Unified $975,531.28

Elected $34,847.85

Total Annualized Cost
**Benefits Cost Not Included

$2,296,132.64



Additional Findings & Recommendations
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1. Overall current benefits are competitive with peers.
2. Consider adding a parental leave policy (8-weeks paid leave).
3. Consider adding pay for certifications/licensure attainment.
4. Sick, PTO and Holiday leave are slightly lower that market

totals.
5. Consider increasing shift differential pay.
6. Revisit Defined Benefit Pension once out from under state

financial oversight. This could impact recruitment & retention
for public safety positions.

7. Employee benefits & compensation study survey indicated a
moderate level of dissatisfaction with current pay and
benefits.



Any Questions?
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