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Policy:

The Metropolitan Council will provide a compensation structure that is appropriately
competitive to attract and retain the qualified employees necessary to fulfill the Council’s

m|SS|on |n the remon#he—@eenen—s—ebjeetwe—ls—te—ppewee—mtemauy—eqm{able

aeeeent—bas&pa%and—vanaleleqeay— The Councn S compensatlon structure is deS|qned to
supporta-tving-wage, be competitive with and responsive to the regional employment

market while remaining affordable and fiscally responsible. The Council’s compensation
structure wiHseeks to provide an equitable structure for classification and compensation
based on relative job content. All compensation programs are to be developed in the
context of economic and social conditions and comply with material laws, regulations,
policies and labor agreements.

Purpose of Policy:

eenmbu{e%ﬁ&amwwamaemnd—retameuah%yempleyees—ﬁe COUI’]CI|—S elereetwe

strives is-to be recognized as an employer of choice among public entities. foremployees

wheo-want to-make-a-difference-inthe regien—The Council’s compensation programs will
be based on performance where possible and provide predlctable movement throuqh
salarv ranges.

Equal—EnWeyment—@ppeﬁum{y The manaqement of compensatlon is to account for

base pay and variable pay.

Background and Reasons for Policy:

The Metropolitan Council’s compensation plan determines its competitive position in the
marketplace for qualified employees, and in turn the ability of the Council to achieve
operational objectives. Investments in recruiting and developing employees is protected
to the degree the compensation plan is competitive. An objective evaluation of all
positions supported by a uniform grade structure, relative salary ranges, and a clear salary
administration plan will einassure that comparable positions are equitably compensated.
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The compensation programs are the basis with which to measure the Council’s
compliance with laws and requlations such as Minnesota Local Government Pay Equity,

Falr Labor Standards Act and Equal Employment Opportunlty

Implementation/Accountability:
Implementing procedures include:
- lacsificat]
: rrimistrati

A. Accountability:

1.A.  Human Resources is accountable to evaluate jobs, eeHaberatively-develop
appropriate pay structures_in a collaborative fashion, determine salary
plans based on internal equity and market factorsrates, provide training for
managers and supervisors ment on performance evaluation-management
and eemmunication—processes, administerration ef—salary plans, and
reporting as required to state and federal agencies.

2.B. Management is responsible forte communicatinge with staff about the
Council’s salary administration plan; and for completing performance
evaluation documentation.

3. The Metropolitan Council is ultimately responsible for adopting all
compensation plans.

c i L

ienatl iLle for adentina.all o nlans

B. Implementing Procedures

4-3a Position Classification Review and Evaluation Procedure
4-3b Salary Administration Procedure
4-3c Position Series Procedure
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