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Updating CPL’s Compensation Program
Last comprehensive review of program - 2007.
◦ Have updated wage scales as necessary.

Current program has 15 pay grades, and each pay grade has steps
◦ CPL’s non-bargaining compensation program has been similar to its 

bargaining unit program.
◦ Today it is uncommon to have steps for non-bargaining employees; pay 

grades with ranges is more common.  

Proposed program revision is based on current best practices.  
Formal recommendation to the Board scheduled for July 2021.  

Reminder – negotiated new market-based wage scales for 2020-
2022 SEIU contract
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Compensation Program
In its most simplistic form, a compensation program must be:  

Fair

Understandable

Manageable
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Philosophy and Policy
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Philosophy and Policy - #351
Objectives for compensation program
◦ Externally competitive
◦ Internally equitable
◦ Recognize and reward performance
◦ Comply with legal requirements

Strategy
◦ Attract and retain personnel from various markets
◦ Link individual merit to compensation

Competitive Markets
◦ Executive leadership, management, and specialized professional staff – in limited 

supply
◦ Administrative and technical – transferable skill sets
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Philosophy and Policy - #351
Total Compensation Components
◦ Base Pay
◦ Employee Benefits (average 33% of salary)

Administration
◦ Board approves policy
◦ HR Committee will make recommendations for Board action
◦ Administered by Chief Talent and Chief Financial Officers
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Job Content and Position Evaluation
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Position Evaluation
Internal equity – The value of the job to the Library.  Typically 
determined by looking at job content and its relative value 
based on skills, duties and responsibilities.
◦ Typically, what employees focus on.

Position Evaluation:
◦ Systematic method of determining the relationship of positions within the 

Library.
◦ Focuses on the position; not the incumbent
◦ Consistently applied
◦ Designed to accommodate positions at all levels
◦ Uses factors
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Position Evaluation Factors
Knowledge and skill – extent to which knowledge, experience 
and skills are required.

Problem solving and decision making – depth of problem solving, 
complexity and judgment required.

Scope, impact and accountability – supervisory, organizational 
and financial

Latitude of action – freedom to exercise judgement, make 
decision, and authority to take action

Communication and influence – interactions with others inside 
and outside the Library.
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Market Data
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Market Data
The value of the job in the marketplace.
◦ Typically, what employers focus on.
◦ Competitive markets – Comparable organizations

Compile and analyze data for benchmark positions to identify 
competitive rates in the various (local, regional, etc.) labor 
markets where the Library competes for and recruits employees.  
◦ Benchmarked more than:
◦ 20 non-bargaining unit and CLEVNET positions
◦ 15 SEIU positions
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Pay Structure
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Pay Structure
Ideally a blend of both internal equity and external 
competitiveness.  

Correlation of the internal position evaluation results with 
the external market data.

Consists of a series of grades and ranges that are internally 
equitable and externally competitive.
◦Minimum, Midpoint (Market Rate), Maximum
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Grade Minimum Midpoint Maximum Pay Structure Job Title
1 $30,800 $38,475 $46,175 Clerk 

2 $35,850 $44,825 $53,800 Assistant I; Coordinator I; Specialist I

3 $41,775 $52,225 $62,675 Coordinator II; Specialist II; Supervisor I; Writer/Editor

4 $48,675 $60,850 $73,000 Coordinator III; Specialist III; Supervisor II; Assistant Manager I; Paralegal 

5 $56,700 $70,875 $85,050 Coordinator IV; Specialist IV; Assistant Manager II; Manager I; 
Executive Assistant; Legal officer; Lieutenant

6 $65,775 $82,225 $98,675 Manager II; Analyst 

7 $76,300 $95,375 $114,450 Manager III; Solutions Architect

8 $88,500 $110,650 $132,775 Senior Manager; Regional Director; Director; Lead Solutions Architect

9 $106,225 $132,775 $159,325 Senior Director 

10 $127,450 $159,325 $191,175 Chief 

CLEVELAND PUBLIC LIBRARY PAY STRUCTURE 2021-2022



Implement and Communicate
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Implement and Communicate
Explain to and train employees
◦ Employees should believe the process was fair and the results 
are valid.    

Implement the new pay structure by assuring that individual pay 
rates are within the assigned range.
◦ Assuming satisfactory performance, CPL will adjust pay rates of all 

employees whose current pay rate is below range minimum to range 
minimum.

◦ XXXXX
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Migrate to Pay for Performance
Basing increases on cost of living (across-the-board) 
or performance alone ignores internal pay 
comparisons.
◦Higher paid employees receive greater absolute 
increases, even though the percentage reward is the 
same.

◦Perpetuates pay inequities that might exist; may reward 
long-tenured and/or higher paid employees 
disproportionately.
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Pay for Performance
Alternative is to reward and calculate increases based 
on both performance and position in pay grade 
(comparatio).
◦Over time, inequities in salaries of employees in the 
same pay grade will be reduced as lower paid employees 
are accelerated toward midpoint and higher paid 
employees are “slowed down.”  
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Pay for Performance
Reduced tendency to perpetuate tenure-based pay inequities.

More likely to be deemed “fair” by employees because, over time, 
employees with similar performance in the same pay grade 
will tend to be paid comparably.

Top performers receive bigger rewards with greater 
frequency, yielding significant increases due to the 
compounding effect.

During times of tight budgets, limited merit $ can be 
distributed to the highest performing employees rather 
than “spread” across all performance levels.
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Implement and Communicate
Adopt #351 policy
◦Associated procedure has details re how to determine 
hiring rates, promotions, laterals, demotions, etc.

Below minimum pay adjustments

Begin employee education and training on 
merit/performance-based compensation increases.
◦Retain across-the-board increases eff. 1/1/2022
◦ Implement performance-based adjustments eff. 2023.  
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Questions??
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