
RESOLUTION NO. 3349

A RESOLUTION PROVIDING FOR A COMPENSATION PROGRAM FOR THE EMPLOYEES OF THE CITY OF OVERLAND PARK, KANSAS.


WHEREAS, Resolution No. 3254 provided for a compensation program for employees of the City of Overland Park, Kansas.


WHEREAS, the Governing Body believes that the City of Overland Park is a leading city in the state as well as the nation and that in order to maintain its leadership role the City recognizes the need to provide reasonable pay levels in order to be competitive in the marketplace.


WHEREAS, it is the policy of the City of Overland Park to provide a compensation program that  will attract, motivate and retain qualified employees to meet the objectives of the organization, and that  rewards individual effort, performance and contribution.


WHEREAS, the Governing Body believes that the City's compensation program should be flexible, extend beyond traditional concepts of salary and benefits, and create a sense of ownership for all participants.


WHEREAS, the compensation program should be fair, internally and externally equitable, responsive to changes in economic conditions and consistently applied throughout the organization.


NOW, THEREFORE, BE IT RESOLVED BY THE GOVERNING BODY OF THE CITY OF OVERLAND PARK, KANSAS:

SECTION 1.GOALS OF THE COMPENSATION PROGRAM.

A. All employees except those whose compensation goals are covered within paragraphs B. and C. below.

The compensation program's goal will be to provide a salary increase  program and salary range structure which reflect an average position of approximately 5 percent above comparable labor markets. The compensation program shall be continuously monitored and annual market analyses will be conducted to ensure that the market position is maintained; however, due to the changes in the market and the City’s funding capabilities, there can be no guarantee that each position will always remain at or above the market average.

B. Police Officers, Firefighters, and certain other public safety positions.

Police officers, firefighters, and certain other public safety positions shall have a separate compensation program provided through a step rate system.    Police officer and firefighters program goals will reflect an average position of approximately 5 percent above the 75th percentile of a comparable labor market.  The compensation program goal for certain other public safety positions will reflect a differential indexed on the rates of pay for police officers and firefighters.  These step rate systems shall be continuously monitored and annual market analyses will be conducted to ensure that this market position is maintained; however, due to changes in the market and the City’s funding capabilities, there can be no guarantee that this goal is maintained.

C. Senior Management Incentive Compensation Plan.

Members of senior management and certain other appointees will have a separate compensation program.  The goal of this program is to provide a level of pay for this group that is approximately 5 percent above the average of comparable labor markets. In addition, provided that certain key performance objectives are met, each plan participant is eligible for a performance bonus that is annually determined by the City Manager.  This compensation program shall be continuously monitored and annual market analyses will be conducted to ensure that this market position is maintained; however, due to changes in the market and the City’s funding capabilities, there can be no guarantee that this goal is maintained.

SECTION 2.
ANNUAL PERFORMANCE REVIEWS

A. All employees except those in a Step Plan.

The compensation program shall provide for annual performance reviews that tie salary increases to job performance and shall provide above average compensation to reward superior performance. The compensation program shall also recognize the need to provide rewards to employees at the top of their salary ranges that continue to perform meritoriously and contribute to the overall success of the City. While the program provides a salary increase pool which reflects an average position above comparable labor markets, each individual's increase is based on job performance. Therefore, there are no guarantees that every employee will be paid at or above the stated goal.

B.  Employees in a Step Plan.

The compensation program will provide for annual performance reviews. Satisfactory performance is required in moving to successive steps within the step-rate system.  Once an employee’s salary reaches the highest step, no further salary increases will be available.   

SECTION 3.
COMPLIANCE.

The compensation program shall comply with all state and federal regulations and shall not discriminate against employees based on race, color, religion, sex, age, national origin, handicap or veteran status.

SECTION 4.
SALARY PLANNING, COMMUNICATION, AND APPROVAL,


A.
An element of the compensation program shall be a salary planning program which is marked "Appendix A" and attached hereto.


B.
City management shall communicate and explain the contents of this Resolution  to all City employees.


C.
  The Finance, Administration, and Economic Development Committee and the City Council shall annually review and approve the salary increase pool.

SECTION 5.
RESCISSION.


Resolution No.  3254 is hereby rescinded.

SECTION 6.  EFFECTIVE DATE
THIS resolution shall take effect and be in force from and after August 24, 2003.


ADOPTED by the City Council this 11th day of August, 2003 .









Ed Eilert, Mayor

ATTEST:

Marian Cook, City Clerk

APPROVED AS TO FORM:

Michael R. Santos

Senior Assistant City Attorney


APPENDIX A


CITY OF OVERLAND PARK


SALARY PLANNING PROGRAM

PURPOSE:

The Salary Planning Program is a subsystem of the general budgetary process. It is designed to maintain wages and salaries at a level that is competitive to retain top quality employees along with encouraging their superior performance.

To achieve this, the City will establish an annual salary increase pool and appropriate performance increase matrix guidelines for all exempt and nonexempt employees except those in a Step Plan to administer salaries throughout the year.

OBJECTIVE:

In general, the objective of the salary planning program is to provide a periodic review of individual job performance, which provides salary adjustments on the basis of performance in order to motivate and encourage high levels of performance and maximize the return received from the City salary expenditures. In this regard, management and supervisory personnel will be responsible for administering the salaries of their subordinates within the framework of the overall City guidelines and policies.

Salary increases are provided only to employees whose performance during the period being reviewed warrant such action. Increases are not automatic. They are not awarded solely on the basis of length of service. Performance increases are rewards for accomplishments, which provide an incentive for improved and sustained performance.

SCHEDULING:

The following will be used each year for the preparation of the annual salary planning program:

February  ‑ Results of market analysis provided to the City Manager.  City Manager reviews and approves overall salary increase model to be used for allocation and delivery of salary increase funds for current year.  In addition, preliminary salary increase percent provided to the FAED Committee for inclusion in the overall budgetary process for the upcoming year. 

September-November ‑ External market analysis of the City's competitive position.

December ‑ Results of market analysis provided to the City Manager. City Manager approves step adjustments where applicable for fire personnel.   

ADMINISTRATION:

The City's overall plan will be administered by the Human Resources Department under the guidance of the City Manager. The Human Resources Department will maintain adequate statistical data and reports to assure that day‑to‑day administration of the program remains equitable and within authorized financial limits. Minimum statistical data maintained will include, but will not be limited to:

(a) Percent of employees receiving increases, average percent of increases granted, average time interval between increases, and analyses of individual performance evaluations against salary increases granted.

(b) Comparison of increases granted and current salary payroll to authorized budget figures.
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