
When did you implement your current system? Public safety - shared work agreements with City of Alexandria and Fairfax County - Ffx just recently inreased public 
safety pay tremendously. Trying to keep in line with Fairfax (still receive COLA, while no other employees do). Steps for 

How often do you survey the marketplace? 

How do you identify labor markets? 

rit increases, based on performance - market payline adjustment is built in to overall salary budget 

udget Analysts and Office of Economic Development are in 
.. -. ".. .- . . .~ - .. " -  .. "A -"--.." . . . .... ... . - . .. ~ " . .. for performance). Departments also have the option to create 

When a job is below market, what actions are 

Do you have issues with pay compression or 
"leapfrogging"? How do you correct? -.. . . . .-- -.---...--- ".." 

have changed sufficiently or evidence of increased market value. If a market adjusted rate is added or increased, the 
employee receives that amount (i.e., they move on step to the scale with the new market rate). This is a change from 
previous years in which the addition of a market adjusted rate was treated as a promotion and the employee received the 
equivalent of a promotional increase -- a minimum of 8.2% Our market rates rarely increase more than 5% at any time, 
but it has been known to happen. 

-.,--.-. . . .----., , - ... - . ... " " . --- 
Management Yes occasionally, may or may not adjust--since our steps are dependent partly on length of service it is recognized that 
.;l. "-" "-"" - .. ILi" --.. ^^^^..i^"^ll.. ... ill ^i..^ ̂ ..̂ ..l̂ .̂ +r.4 ..*̂.." .̂ ÎÎ ,.. ...̂ .̂̂ . A*^^ " ^ . - ^ I  -- ̂...̂ ,î "̂ l 0, 



." 

." . ""... -. .. .. .. . .- - --. . . -. 

Accelereted steps - not a guarantee, but based on exceptional performance (must be approved by HR Director) 
Merlt awards - one time bonus for exceptional performance - administered by departments ($2000) 
Referal bonus - typically ranges from $250 - $500 

--- 

1) Managers and employees set clear work expectations (3 to 5; attach separate sheet if needed) and establish the 
Indicators of Success (results needed for successful performance). Key work expectations are "what" you do. 
2) Managers and employees review five County behavioral competencies (Performance Management, Customer 

How do you classify jobs7 

What factors do you use? 

System was built on PAQ system - 187 different elements that are associated with points. 

Have slnce moved to wholelob slottlng 

nla 



of Management B Finance Budget Analyst (if appropriate), and a Job Information Questionnaire (JIQ) 
y the employee, including supplemental page completed by the supervisor; or a brief memo describing 
he position andlor a copy of the Board Report approving the new position. This option may be selected for 
s that are exactly like existing positions. 

HRD Business Partner ensures request is recorded in classification tracking system and reviews the above document 
determine scope of classification study required. Next step possibilities include one or more of the following: 

Describe the general process HRD conducts a paper analysis of documentation submitted I employee is interviewed andlor work is observed I Supe 

sition (a County Application.Form, completed by the incumbent, is also required to ensure incu 
qualifications for the new class) and begin the recruitment for a newly classified or reclassified 

Do you consider your system successful? Why or why 
not? 

What kind of investment was made training ees? 

What was the most challenginglpainful part of the 
process? 

What would you do differently if you could? 

What would you do the same? 

Are you achieving the results you expected? Please 
elaborate. 

Yes - provides a good deal of flexibility. Concern about being responsive to future needs (why looking at philosophy and 
maintenance plan)' a ~ ~ r o x i m a t e l ~  100'o' 

Pilot programs allow flexibility to be responsive to outside market, but take time to develop and take a lot of knowledge of 
the agency 

nla 

nla 

n/a 

nla 

nla 



How oflen do you survey the marketplace? 
Also on a on-going basis as needed for ad hoc job studies -subscribe to the VA Institute for Gov't survey. The 
competitive rate for a given position is the range midpoint. 

. . . . . . . .  - 

.....- ... ........ - - - -. 

-. - - ... . ... ... 

.. - -- .-....... 

.... - -- .. ..... ................... . . . . . . . . . . . .  . .  - 
Success Award - exceptional day-to-day accomplishments ($50 - $500) 
Award - significant acheivement (developing new business practice) ($525 - $5,000) 

Non-Cash Awards - typically for team accomplishments 

...... A!e,!~2!~..diErent!o!..~elu! hlresvs curre!! h!es?-._ 
New Hires .... ..... 

. . . .  ............ ....................... .... .- - ..........-.. ....-..- - ..................... 
-- No . ................... ... - ..- ..... 



mployees are rated on the following competencies: 
ommunication I Continuous Learning I Customer-Focused Service I Flexibility I Interpersonal Skills I Leadership I 
lanning and Organizing I Reasoning 

ow do you classify jobs? o determine their relative worth and may include point factor analysis, a 

individual departments and reviewed by HR. 

Support Se~iceslEMS I Tax Compliance Auditor I Tax Compliance Specialist I 

was the most challenginglpainful part of the 





How often do you survey the marketplace? 

01s. Fairfax Water 

"."."...".-." "- 

How do people progress within a range? . 
Management ..-- ----- ..-.-* , " ""-------- General - Performance reviewed once a year, and can receive anywhere from 0-6% based on performance ratings 
Other - .- . . . -- Public Safety - receivee.mrkg$justments a w r i t  increase that co~r_e~ates to the appropriate step increase 

Promotion -appointee receives the greater of the minimum rate of the new position class or an amount in excess of one 
Public Safety normal within grade increase of the prior position class (increase shall not be less than 6%. For Police Officer I to PO II 

and Deputy Sheriff I to II, increases will not exceed one within grade increase 

How long does it typically take to reach midpoint? 
Maximum? 
--," -...----- ~" ---------- - 

!!an%E!!C?n!- .... "- ." . . Very difficult to answer - based on performance. Could take anywhere from 15-20 years to reach maximum. 
Other -- -- 
Public Safety 

What kinds of increases can a person expect in a given 
year? --- 

Management -. -- . . . . 
Other -.--- "-~.-" ".--- 

Public Safety 

Do you consider your system effective in helping to 
recruit employees? -. . Retain ees? 

--- --------- -- 
Probably about five years. Probably about ten years. 

--------.. up.-------- 

1) Performance based merit increase 
-Me" "-" -.-~ - .* em--m .---, 

1) Market rate adjustment 
2) Step increase (5% if not in step hold) 
3) Longevity pay - receive a longevity increment increase after 15 years of service and reaching top step in grade. A 
second longevity increase is awarded after 20 years of service 

--- . .-- .- 

Management --- -..- ~ ---- Recruit - yes. Retain - personally, it's adequate (generous retirement plan). Turnover only about 7 4 %  
Other Offers flexibility to match employment offers 
Public Safety 

How do you adjust for deficiencies in your pay scales? 
What actions are taken? 

Pay scales are based on formula - seems to keep pretty competitive - Based on CPI Index (40% weighting); 
Comparators pay scale adjustments (30%); proposed structure adjustments (10%) 



hen a job is below market, what actions are taken? 

Big complaint - new hires are coming at higher rates than current employees 

. .. -. . - -* - - 
current budget, but 

Retention Bonus 

s described below) 

Describe your performance management process I 

Does your process adequately differentiate 
performance? How? 

How do you classify jobs? ICurrently use whole job - market-based, will go out to market. If no market data, will slot into current grades 

What factors do you use? None 



mation Officer I Communications Specialist I 
rdinator I Accountant I Business Tax 
Database Administrator I GIs Analyst I 
Architect I NetworklTelecommunications 
r I IT Program Director I Graphic Artist I 
urse I Physical Therapist I Occupational 
I Child Care Program Administrator I Child 
bation Supervisor I Probation Counselor I 

Are they competitive? General Building Maintenance Worker I Maintenance Trade Helper I Plant Mechanic I Pumping Station 
perator I Industrial Electrician I Instrumentation Technician I Building Supervisor I Custodian I Assistant 

lnstructor I lnstructor I Recreation Leader I ParWRecreation Support Assistant I Therapeutic Recreation Leader 
I Lifeguard I Park Management Specialist I Historian I Naturalist t Landscape Architect I Golf Course 
Superintendent I Tree Trimmer I ParWRecreation Specialist I Facility Attendant I HousinglCommunity Developer 
Housing Services Specialist I Transit Scheduler / Assistant Commonwealth Attorney / Assistant County 
ttorney I Engineer I Engineering Technician I Ecologist I Urban Forester I Code EnforcemenVComplaint 

ordinator I Environmental Technologist I Environmental Technician I Planner / Heritage Resource Specialist 
lanning Technician I Transportation Planner t 

' 
Safety - Public Safety Information Officer Police Officer I Fingerprint Specialist I Traffic Enforcement 
I Crime Analyst I Animal Caretaker I Animal Control Officer I Police Citizen Aide t Fire Captain I 
Sheriff I Correctional Health Nurse 

Do you consider your system successful? Why or why 
not? 

What kind Of investment was made training ees? 

What was the most part Of the 
process? 

What would you do differently if you could? 

What would you do the same? 

Are you achieving the results you expected? Please 
elaborate. 

Overall, yes. Turnover rates of 74%. 

Training sessions for both employees and managers; newsletter to employees discussing changes. A LOT was invested 
in communications; Individual website was developed specifically to communicate changes. 

Can you reall; apply a PFP system in a public institution, especially when everything else is seniqrity-based 

nla 

nla 

nla 



. - -. 

.................... 

..... .... ...... . - -. ---. --.- -- -. 

. .  . . . . . . .  -."" - -. 

Don't think it's as much as of a problem as it is other places because of the structure. Done a lot of research to 

steps for the last 18 years). 

-. ....-.. ... - - -- - 
Career development plans are used as a way lo correct possible compression issues between new hires and current 



I --,- she!!_.__, --,~,--IYes, but performance ratings used only as a threshold for receiving increases I 
Public Safety 

Ms~!!ow? -- --..--- 
Management nla - ...-. - ..... . .- 

5 - Outstanding 
4 - More than Acceptable 
3 -Acceptable 
2 - Needs Improvement 
1 -Unacceptable 

Other ... . ., . ..~.. . , , . - 
Pubiic Safety 

nla - ~- ... - 
nla 

Performance is measured on a 5-point scale: 

Each position has a job category, each job category has specific dimensions on which to be rated. Manager can choose 
from list of 10-12. All employees rated on Customer Service, Observance of Work Schedule, Employee Development 
and Leadership (managers only). Each supervisor sets standards - "role of the supervisor" training required of all new 
supervisors. 

Describe your performance management process I 
tools 

Implementing Oracle HRMS - system will include performance management module. Moving to new competency model - 
Communication, Results-Driven, Serving Customers, Leading and Influencing. Technological Literacy, 
Understanding the Business, Personal Accountability, Managing and Transfering 
Knowledae, Functional Ex~ertise 

Step 1 - Know the Job - review job description, establish standardslcriteria, define performance standards, complete 
forms 
Step 2 - Meet with Employee 
Step 3 - Monitor perform an,^ - observe work, record observations, give feedback 
Step 4 - Prepare the Evaluation -gather and review all information, evaluate performance against standards 
Step 5 - Discuss the Results - explain evaluation results 
Step 6 - Evaluate the Evaluation 

- - 

adequately differentiate 
performance? How? 

INo - same ?creases given to all employees 

IHOW do you classify jobs? lPoint lactor I 

l~escr ibe the general process ( ~ a n u a l  process. Assign points to each factor, total points, and assign grade based on the total points given to the job I 

-- - 

What factors do you use? 

Education 
Complexity 
Scope of Responsibility 
Decision-Making Authority 

How do you address internal equity issues? 
Spend a lot of time looking at descriptions and associated factors. Always look at other positions graded at the same 
level, one grade lower and one grade higher to ensure proper placement. Always review other positions when certain 
Dositions are re-araded (also look at school svstem as a check) 

How do you balance internal equity and external 
competitiveness? 

Specialist 

Review on a case-by-case basis. HR is centralized, so the balance is unlikely to be out of wack - no pay actions are 
occuring that HR is not aware of. 

Non-Competltlve: Building Inspectors I HR Analyst 1 Firefighters I Police Officers I Communication Officers I Animal 

Do you have formalized career For what 
Are they competitive? 

Does your organization have formalized succession 
planning? 

Protection Officers I Correctional Officers I Equipment Operators I Water and Wastewater Treatment Operators I 
Community Development Technicians I Radio Repair Technicians I Security Officers I Assistant Commonwealth 
Attorneys I Assistant County Attorneys I Budget Analysts I Real Estate Appraiser I Social Worker'l Technology Support 

We do:Five steps for an effective succession management program were described to upper managers. They were: 1) 
ldentifying Key Positions for Succession; 2) Identifying Competencies of Key Positions; 3) Developing Employees; 4) 
Assessing Results of Development; and 5) Evaluating the Program. They also were given tools for employee 
development that addressed the unique learning needs of upper managers. 

The two components of this program -- using individualized learning plans to prepare for upper management succession 
and promoting a culture of learning and development throughout the county -- both represent an innovative way to 
prepare any organization for the challenges it faces on a daily basis and for the future challenges it will face. 

Do you consider your system successful? Why or why 1 not? 
Yes. Turnover 7% - people leave, but not for money. Lead central VA region for almost every job (pay leader) 



-- -. . . . . . . -- . .-. - . ~ ~ -.. .. .. . .- 

tep 5 - Discuss the Results - explain evaluation results 
tep 6 - Evaluate the Evaluation 

om list of 10-12. All employees rated on Customer Service. Observance of Work Schedule, Employee Development 
nd Leadership (managers only). Each supervisor sets standards - "role of the supervisor" training required of all new 

plementing Oracle HRMS - system will include performance management module. Moving to new competency model - 

hat factors do you use? 

ow do you address internal equity issues? 

re they competitive? 

Do you consider your system successful? Why or why 
not? Yes. Turnover 7% - people leave, but not for money. Lead central VA region for almost every job (pay leader) 
















































