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Douglas County PMP Project Proposal

Introduction
Managing employee performance is one of the more difficult and complex activities within any organization.  Although an integral part of the work that supervisors/managers perform throughout the year, it is also arguably the most avoided, most uncomfortable, and perhaps most feared task supervisors/managers are called upon to do.  However, it is also one of the most important activities a supervisor/manager undertakes and, if done right, provides supervisors/managers with an exceptionally powerful management tool.  The right performance management system will nourish and unleash human potential, thereby directly impacting the operational success of an organization (Lee, 2006). 
In the words of Dick Grote, founder of Dallas-based Grote Consulting specializing in performance management, “Performance management is like budgeting: It’s required in every organization, it’s cumbersome and onerous, it never comes out exactly as you planned, and managers always whine, but you would never get rid of budget planning just like you should never get rid of performance appraisal – because no matter how flawed the process is, it’s good business practice.” (Fox, 2009 ¶ 55)   

However, this proposal suggests that not only are performance appraisals necessary and “good business practice,” but that we don’t have to settle for a substandard system.  There are functions and features of the existing system that can be improved upon that will provide Douglas County Management Team with not only a better tool, but enable them to produce more meaningful and effective performance appraisals that can actually inspire the workforce by providing employees with constructive information that will motivate them to continually improve their performance.   
The primary features of this PMP re-design project are about creating a more clear delineation between satisfactory performance and truly outstanding performance, creating performance measures for every position that are directly connected to the organizational goals and values, creating upper management reviews that are directly linked to the organizational strategic goals, and to create a performance feedback culture where the role of the manager is that of a coach or counselor providing feedback that guides employee development rather than critical judges of past task outcomes and behaviors - which can be accomplished by allowing the review to evolve out of the employee’s own self-evaluation.  

With the implementation of a new design of the existing performance appraisal system, organizational-wide management team training, and upper-management commitment and support, Douglas County will not only improve the effectiveness of their employee performance appraisals, but will most certainly experience residual benefits as well – demonstrated through greater employee engagement and organizational commitment as well as potential budget savings by eliminating the leniency trend resulting in overstated merit increases and overcompensation of performance that is more appropriately graded as satisfactory.  
Current Situation
While Douglas County is a step ahead, comparatively speaking, by utilizing an automated or electronic performance appraisal system, there are several aspects of this current system that could be enhanced, thereby providing for more meaningful and accurate employee performance reviews. The most significant segments and designs of the current system are discussed below:
Performance Statements: Performance statements are the elements or items that employees are measured or evaluated on.  The current Douglas County PMP system organizes these statements into three categories: Competencies, Behaviors, and Proficiencies.  The current performance statements have been written to represent the individual tasks, duties, and responsibilities required of each position, thereby creating a unique performance evaluation for each and every position within the organization.  While there are some benefits associated with the capability of “customizing” a performance appraisal to a specific position, the resulting product also creates inconsistencies in what and how each of our employees are being evaluated.  For example, one employee may be evaluated on a number of very detailed tasks associated with their position, resulting in a 10-page evaluation, while other employees may be receiving evaluations based on just a few, broader measures, resulting in a 1-2 page evaluation.  Along with being inconsistent, evaluations that are so long and daunting lose their potential of providing meaningful and empowering performance feedback and development opportunities.  Most importantly, none of the current evaluations include performance statements that are directly linked to organizational objectives, goals, and values – core competencies required of every employee necessary to create a desirable organizational culture as defined by the Douglas County Organizational Values.
Performance Levels: Performance levels constitute the rating scale; for example, rating an employee’s performance as Exceptional on a specific performance statement/measure.  The current measurement system provides only three performance levels – Exceptional, Successful, or Requires Improvement.  This current measurement system is limiting and does not provide for enough movement/flexibility to accurately distinguish between truly outstanding or exceptional performance and performance that is fully acceptable and more appropriately rated as Successful – meeting all the expectations and requirements of the position, but not necessarily performing above and beyond expectations. 
Performance Based Merit Increases: Many supervisors/managers may be using the appraisal system as a compensation tool rather than a performance management tool. Statistical analysis of all performance evaluations across the county during a previous 12 month period indicates a strong trend toward leniency, with about 70% of the employee population base receiving the maximum performance rating and corresponding merit increases (See Appendix A).  Reasons for this leniency could vary from supervisors/managers thinking they may lose an employee if they don’t give them the maximum raise, to simple avoidance of conflict if they were to more accurately rate and address the employee’s true performance and/or knowledge of the employee’s high expectations.   Additionally, this trend of leniency may very likely be resulting in overcompensation of employees whose actual performance is more appropriately rated as Successful and negatively impacting the County’s budget.  Appendix B reflects the dollar amount variance between what it is costing the County with this current trend of leniency compared to a normal distribution of performance ratings and corresponding merit increases.  However, it should be noted that this is just for comparison purposes only, as we know the real world rarely (if ever) reflects a perfect normal distribution.  What this comparison does demonstrate, however, is that there is an opportunity for savings with more conscientious effort placed on more accurate ratings of employee performance.

Performance Standards: Performance standards are the statements that clearly describe what constitutes above-average and below-average performance and provides the information utilized by supervisors/managers as a benchmark by which to rate observed performance levels.  Currently, the performance standards for each of the three rating levels are vague, at best.  The most detailed of these is the standard for Successful performance, which essentially is a more detailed description of the performance statement, rather than a standard by which to measure performance.    
Performance Meetings: The performance appraisal process and review meetings do not currently fall under any specific and/or standard guidelines, resulting in some departments involving employees in their own reviews and others that do not.  Having employees complete a self evaluation, or preferably, having employees list their accomplishments rather than fill out an official appraisal form, avoids a lot of misunderstandings.   
Recommended Solution
A performance management system is defined as a systematic process by which an organization/agency involves its employees in improving organizational effectiveness in the accomplishment of the Agency’s mission and strategic goals.  The performance management process is used to communicate organizational goals and objectives, reinforce individual accountability for meeting those goals, and track and evaluate individual and organizational performance results.  It reflects a partnership in which managers share responsibility for developing their employees in such a way that enables employees to make contributions to the organization.  It is a clearly defined process for managing people that will result in success for both the individual and the organization.

The objective of a performance management system is to document the expectations of individual and organizational performance, provide a meaningful process by which employees can be rewarded for noteworthy contributions to the organization, and provide a mechanism to improve individual/organizational performance as necessary.

To accomplish these objectives, supervisors and managers need to identify organizational goals to be accomplished, communicate individual and organizational goals to employees that support the overall strategic mission, monitor and evaluate employee performance, and use performance as a basis for appropriate personnel actions, including rewarding outstanding performance and taking action to improve less than successful performance.

Key Elements of a Performance Management System

The systematic process of a performance management system involves:

· Reviewing and updating job descriptions to clearly describe the current job function, required skills, and delineation of expectations regarding employee’s duties, responsibilities, and relations with peers and internal and/or external customers.

· Clearly defining performance goals and standards that describe what constitutes below-average and above-average performance as well as how job expectations will be measured.

· Defining the priority of each job responsibility and goal.

· Holding interim discussions and providing feedback (positive and constructive) about employee performance, at least on a quarterly basis.

· Maintaining a record of performance through critical incident reports, or simply jotting notes down about contributions or problems throughout the quarter.

· Developing and administering a coaching and improvement plan if the employee is not meeting expectations.

· Preparing for the annual Performance Appraisal meeting by collecting data including work records, reports, and input from others familiar with the employee’s work. (The employee prepares by formulating a list of all their accomplishments and gathering comments and documentation, when available)

· Conducting the Performance Appraisal meeting by collaboratively examining how the employee is performing against all criteria and thinking about areas for potential development, and developing a Performance Development Plan.

Implementation of a total Performance Management System would provide for a more effective method by which to base sound human resource decisions – such as promotions, transfers, and terminations; provide more meaningful employee feedback and identification of training and development needs; and more appropriately reward employees through merit increases that are in better alignment with actual performance.  The specific areas for proposed changes are as follows:

Interim Discussions and Feedback

Currently, the “standard” performance evaluation process and discussion is completed annually.  It is proposed that in addition to the annual performance evaluation meetings between supervisor and employee, a more informal, quarterly one-on-one meeting be required as well.  Frequent communication, open dialogue, and feedback regarding job expectations and performance are very important elements of a sound and effective performance evaluation process.  Additionally, while it is understood the current position of Douglas County is to eliminate probationary performance evaluations, previous research and best practices demonstrate the contrary; where performance feedback appraisals, done correctly, during the new employee’s probationary period proves to increase the likelihood of that employee’s success  - providing them with critical feedback in areas that need further attention and improvement as well as specific task performance they are demonstrating correctly.  However, if in fact the new employee is not performing to expectations which is accurately noted in their probationary review period, Douglas County has then created substantiated backup documentation when, and if, it becomes necessary to let the new employee go due to lack of successful performance.
Performance Measures/Statements

Performance measures or statements will include a small set of expectations specific to the position, directly derived from the job description, as well as a set of Core Performance Measures that will be included for every position evaluation.  Core Performance Measures may vary slightly depending on the position status; i.e. Non-Exempt, Exempt (Non-Supervisory); and Exempt (Supervisory).  Upper-Management/Director evaluations will include statements directly associated with specific strategic goals/plans as well as the Core Performance Measures.
The suggested Core Performance Measures/Statements are listed below, by category:
Non-Exempt

Integrity/Credibility: Demonstrates honest and ethical conduct through all actions; speaks positively about the County and co-workers; dispels gossip and rumors; maintains confidentiality and is respectful; responds to and meets commitments to  supervisor/manager, peers, and co-workers; demonstrates an understanding and respect for cultural, religious, and gender differences; acts with integrity, controls anger and impatience, is polite, helpful, courteous, and maintains a professional image with the public, customers, management, and co-workers.

Work Quality:  Quality of work produced demonstrates attention to detail, accuracy, thoroughness, and neatness of work in relation to established standards; keeps errors to a minimum and ensures rework is limited; possesses skills and knowledge to perform the job competently; identifies cost effective ways to get work accomplished; gets the most out of limited resources and works within budget.

Accountability: Takes responsibility for decisions, actions & results; improves and learns from mistakes; delivers on commitments;  acts in the best interest of the organization; places success of the organization ahead of personal gain; upholds all standards, policies, procedures, and regulations. 
Customer Service: Personally provides internal/external service to customers; politely gives accurate and timely information; handles complaints and follows up to ensure satisfaction; knows and understands each customer’s needs; uses knowledge to anticipate problems and identify barriers to exceptional service; tracks completed work to ensure output meets accuracy and timeliness standards.

Leadership: Upholds the tone and direction for success, motivating and inspiring others to accomplish a shared vision; contributes to the success of the Department/Division/County/Town/Agency by following policies and procedures, working towards department goals and objectives, and meeting performance expectations.

Communication: Politely gives consistent, timely, and accurate information and finds answer when unsure; expresses ideas clearly and concisely in both formal and informal presentations; ensures open dialogue through proactive listening and sharing of information; respects differences of opinion and seeks first to understand before offering own opinion; uses information technology to improve communications. 

Teamwork: Builds trust by respecting the ideas & contributions of everyone; offers to help out and cooperates with peers/co-workers; works cooperatively with employees in other departments/divisions/agencies; participates in meetings; builds relationships with others as valuable resources.

Program/Service Delivery: Delivers assignments/projects on time and completes all aspects before delivering to internal/external client(s); supports and cultivates new ideas and methods to deliver operational solutions; identifies ways to increase efficiencies or improve product or service; brings problems and solutions to the attention of the appropriate authority (e.g., resource issues, service barriers, program issues, etc.).

Organizational Skills: Sets priorities and manages multiple tasks and projects; consistently meets deadlines; keeps track of existing projects; keeps documentation up to date and readily available; provides timely information, updates or reports as requested; comes to meetings prepared; maintains composure in busy times and effectively uses down time.

Exempt (Non-Supervisory)

Integrity/Trust: Demonstrates honest and ethical conduct through all actions; speaks positively about the County and co-workers; dispels gossip and rumors; maintains confidentiality and is respectful; responds to and meets commitments to manager/director, peers, and co-workers; demonstrates an understanding and respect for cultural, religious, and gender differences; acts with integrity, controls anger and impatience, is polite, helpful, courteous, and maintains a professional image with the public, customers, management, and co-workers.

Accountability: Takes responsibility for decisions, actions & results; improves and learns from mistakes; delivers on commitments; acts in the best interest of the organization; places success of the organization ahead of personal gain; upholds all standards, policies, procedures, and regulations; effectively manages internal and external resources to get work completed; identifies cost effective ways to get work accomplished; gets the most out of limited resources and works within budget.
Initiative/Energy: Takes advantage of training opportunities and progresses through work tasks/opportunities at an acceptable rate; initiates actions without needing direction; demonstrates a sense of urgency; corrects errors; requests assistance in a timely manner; handles unexpected situations calmly & efficiently to minimize problems; welcomes change, defines problems and makes decisions in a timely manner; employee is sought out by others for advice and solutions, and makes appropriate decisions based on analysis, experience and personal judgment. 

Customer Service: Acts as a service role model by personally providing internal/external service to customers/citizens; politely gives accurate and timely information; handles complaints and follows up to ensure satisfaction; knows and understands each customer’s needs; uses knowledge to anticipate problems and identify barriers to exceptional service; continuously improves service by evaluating service problems using feedback or data and involving team in service improvements; tracks completed work to ensure output meets accuracy and timeliness standards.

Leadership: Upholds the tone and direction for success, motivating and inspiring others to accomplish a shared vision; contributes to the success of the Department/Division/County/Town/Agency by following policies and procedures, working towards department goals and objectives, and meeting performance expectations.

Communication: Is clear and concise with oral and written presentation; ensures open dialogue through proactive listening and sharing of information throughout the organization and the community; ensures a consistent and timely flow of information to team members; asks for opinions and ideas, and allows others to complete their thoughts; respects differences of opinion and seeks first to understand before offering own opinion; provides feedback; uses information technology to improve communications. 

Teamwork: Works with other departments/divisions to improve overall performance of Department/Division/County/Town/Agency; participates in meetings and cross-functional teams; builds relationships with others as valuable resources; offers to help out and cooperates with peers/co-workers.

Program/Service Delivery: Delivers assignments/projects on time and completes all aspects before delivering to internal/external client(s); supports and cultivates new ideas and methods to deliver operational solutions; identifies ways to increase efficiencies or improve product or service; brings problems and solutions to the attention of the appropriate authority (e.g., resource issues, service barriers, program issues, etc.).
Organizational Skills: Sets priorities and manages multiple tasks and projects; consistently meets deadlines; keeps track of existing projects, services and/or progress on new initiatives; keeps documentation up to date and readily available; provides timely information, updates or reports as requested; comes to meetings prepared; maintains composure in busy times and effectively uses down time.

Exempt (Supervisory)

Integrity/Trust: Demonstrates honest and ethical conduct through all actions; speaks positively about the County and co-workers; dispels gossip and rumors; maintains confidentiality and is respectful; responds to and meets commitments to superior, peers, and subordinates; demonstrates an understanding and respect for cultural, religious, and gender differences; acts with integrity, controls anger and impatience, is polite, helpful, courteous, and maintains a professional image with the public, customers, management, and co-workers.

Accountability: Takes responsibility for decisions, actions & results; improves and learns from mistakes; delivers on commitments; acts in the best interest of the organization; places success of the organization ahead of personal gain; upholds all standards, policies, procedures, and regulations; effectively manages internal and external resources to get work completed; identifies cost effective ways to get work accomplished; gets the most out of limited resources and works within budget.

Customer Service: Acts as a service role model by personally providing internal/external service to customers; demonstrates an attitude of respect and fairness that delivers efficient and effective service; politely gives accurate and timely information; handles complaints and follows up to ensure satisfaction; knows and understands each customer’s needs; uses knowledge to anticipate problems and identify barriers to exceptional service; continuously improves service by evaluating service problems using feedback or data and involving team in service improvements; tracks completed work to ensure output meets accuracy and timeliness standards.

Sets Expectations (Leadership): Establishes the tone and direction for success, motivating and inspiring others to accomplish a shared vision; sets realistic and measurable service standards and holds employees accountable for meeting them; ensures employees know how their job contributes to the success of the Department/Division/County; clearly and timely communicates and enforces expectations including performance standards, policies, procedures, department goals and objectives; follows policies and procedures for planning, scheduling, and adjusting coverage, distributing job assignments, granting annual pay raises, and executing discipline; uses good judgment when making exceptions.

Develops Staff (Leadership): Develops highly skilled, successful employees; makes sure that staff is properly and timely trained and equipped to perform their jobs (e.g., supplies in stock, training scheduled and completed, etc.); uses diverse strengths and talents of employees to accomplish objectives; delegates activities to those responsible and/or capable; reviews employees’ work and holds them accountable for high quality performance; quickly, fairly and consistently diagnoses and addresses employee performance issues; keeps accurate and up-to-date employee records; probation and annual reviews are completed on time; follows standards for documenting progressive discipline, developing performance improvement plans, action plans, and employee development plans; helps employees understand and improve against standards (e.g., uses “what, why, how, check”, etc.); helps talented employees advance.

Listens & Responds to Employees (Leadership): Listens to, acts on, and advances employee suggestions, concerns, and questions; responds to employee pay issues and time off requests in reasonable time; seeks employee feedback to improve workplace and management style; ensures employees work well as a team and quickly addresses complaints or interpersonal issues; ensure understanding, cooperation, and consistency within department and between shifts; provides ongoing feedback; recognizes and rewards individual and team performance (e.g., personal thanks, positive work history, etc.) for achieving important objectives/projects; gives credit to those who deserve it.

Communication: Is clear and concise with oral and written presentation; ensures open dialogue through proactive listening and sharing of information throughout the organization and the community; ensures a consistent and timely flow of information to team members; asks for opinions and ideas, and allows others to complete their thoughts; respects differences of opinion and seeks first to understand before offering own opinion; provides feedback; uses information technology to improve communications. 

Teamwork: Works with other departments/divisions to improve overall performance of Department/Division/County/Town/Agency; participates in meetings and cross-functional teams; builds relationships with others as valuable resources; offers to help out and cooperates with peers/co-workers to coordinate work and to avoid working at cross-purposes.

Weighting/Validation
Job descriptions should be reviewed annually by the employee in the position, as part of the annual performance evaluation planning phase.  The employees review will not only verify the current accuracy of their job description (that their job duties/expectations have not changed), but also allows them to communicate how much of their time is spent on each job function which would then be compared to and utilized in the completion of the Validation Survey.  
The Validation Survey – commonly referred to as the Importance and Frequency Survey - creates interaction and communication between the employee and supervisor and provides for opportunity to re-align priorities, if necessary.  The employee should be completing the survey first, and then meet with his/her supervisor/manager for review, discussion, and possibly re-alignment of priorities.   (Core Competencies will be validated by the County Manager’s Office and Human Resources, in a consistent manner for all position evaluations).  

Employee Self-Evaluation
As part of the planning phase of the employee’s annual performance evaluation, it is recommended that every employee be required to compile a list of their accomplishments during the evaluation period.  This should include the final status of previously established goals, any special projects completed or in progress, and any other additional tasks, trainings, committee participation, etc. Additionally, the employee should make a list of goals and/or interests for the upcoming year, and compile any other documentation and/or notes that they may have collected over the same time period.  This documentation should be presented and discussed with the direct supervisor in a pre-evaluation meeting which the supervisor/manager can then appropriately incorporate into the employee’s review.  This simple addition to the performance management process enhances the experience for the employee by involving them as an active participant in their job performance and development, rather than passively receiving scores on past tasks.  Additionally, with this collaborative format, communication is enhanced and employees are less likely to be surprised or feel misunderstood when the evaluation is finalized – as they were involved in the process from the beginning.
Numeric Ratings

Numeric ratings are one of the most abused components of any measurement and assessment system.  They can make people angry, destroy fragile working relationships, or create a culture of entitlement.  However, done well, numeric ratings can motivate excellent work performance and can be used as part of a process to promote a culture of organizational excellence.  Therefore, it is proposed that the performance levels/rating be expanded out to five rating levels:  
5 – Exemplary
4 – Exceeds Expectations
3 – Meets Expectations
2 – Needs Improvement
1 – Unsuccessful

One of the primary goals associated with this new rating structure is to establish the rating of “Meets Expectations” as a good performance rating; reserving the Exceeds Expectations and Exemplary for those that truly demonstrate performance head and shoulders above the acceptable, established standards.  However, it is anticipated that there will be some employee resistance to this change.  No one thinks or wants to hear that they’re average and hearing that message comes especially hard if the employee was given no indication about performance throughout the year. Therefore, providing feedback and documenting performance (as mentioned previously in the Interim Discussions and Feedback section) becomes paramount to the success of this new rating scale.  
As an aide to supervisors/managers in making these new determinations, an example of the overall behavior/performance standard expectations are as follows:

EXCEPTIONAL (5): Performance is notably superior and always well above the Performance Standards set for the position.  Employee’s level of work and initiatives significantly advance and improve the work flow of the department and the County’s interests.  In addition, employee makes major contributions or had major achievements in the areas of quality service, efficiency, and mastery of knowledge and skills.  
EXCEEDS EXPECTATIONS (4): Employee’s performance demonstrates consistent work efforts and abilities significantly above the expectations for the position.  Employee is always receptive and responsive to instructions from supervisor.  The employee serves as an example to other employees.  

MEETS EXPECTATIONS (3): Performance Standards are completed on time successfully and proficiently.  Employee is consistently receptive and responsive to the instructions of the supervisor.  Employee’s performance fully meets the expectations for the position.  
NEEDS IMPROVEMENT (2): Employee’s performance is inconsistent and may negatively impact co-workers.  Performance is below the expectations for the position.  The employee’s acceptance and response to instruction from the supervisor is inconsistent and/or incomplete.  Additional effort is needed to improve performance.  
UNSUCCESSFUL (1):  Employee does not perform, or make reasonable efforts to achieve, Performance Standards.  Employee’s performance has not shown sufficient improvements.  Employee repeatedly makes errors, does not typically respond positively to instructions, and fails to get the job done.  Employee’s performance does not meet minimum performance levels. 

Performance Standards

Human Resources will be coordinating efforts with employees, supervisors and managers to develop and update applicable performance standards for the job-specific performance statements – also commonly referred to as Behaviorally Anchored Rating Scales (BARS).  
Performance standards are an important element in that they provide for guidelines designed to eliminate potential bias and prevent evaluators from subjectively determining what constitutes excellent and unacceptable behavior.  The appraiser rates the employees based on items along a continuum, but the points are examples of actual behavior on the given job rather than general descriptions or traits.  

Performance Goals
Currently, while Goals are an available element in the PMP system, it is a highly, underutilized element.  Goals are an important component of any employee’s continued development, motivation, and engagement, and can make the difference between a productive performance evaluation meeting and a superficial discussion.  Utilization of goals should be a required standard of every performance evaluation. 

Web Interface

All of the above re-design recommendations will ideally be implemented to correspond with the recently approved web interface upgrade to the current PMP application.  It should be noted, however, that all of the application modifications, such as the expansion from a three-tier rating system to a five-tier rating system, are existing capabilities with no additional costs associated.  Launching these changes together will provide for a more smooth transition for supervisors/managers, requiring them to only attend one training session to learn, not only how to utilize the new web interface, but the methodology and application of this new Performance Management System overall.
Conclusion

Implementation of a total Performance Management System will enable the creation of an organizational culture that is not only more effective and efficient when looking at organizational performance overall, but perhaps more importantly, creates an organizational culture that demonstrates a value commitment to their employees and a working environment that is desirable.  
The key components of creating such an organizational culture is by recognizing exceptional work performance through the use of a more clearly defined rating system; ensuring that performance measures are directly linked to  organizational goals and values; ensuring that employee performance feedback guides employee development rather than simply judging past task outcomes and behaviors; and by encouraging more employee involvement in their own development through a more collaborative performance evaluation process.     

Such an organizational culture creates a happy, efficient, productive, and highly engaged workforce resulting in greater organizational commitment, as well as the realization of a more effective and efficient pay-for-performance system. With the implementation of this new total Performance Management System, organizational-wide management team training, and upper-management commitment and support, Douglas County will not only realize these benefits, but will also naturally establish Douglas County as the employer of choice – the most desirable place to work in Northern Nevada.
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Appendix B
Merit Increase Cost Analysis

	     Full Time Exempt Employees

	     Average 2,080 hrs/year per employee

	
	
	
	
	
	

	Current Merit Increase Costs


	# of Evals
	Percent of Total # of Evals
	Merit Inc.
	Avg Hrly Rate
	Total Avg Annual Increase
	Total Avg Annual Salary

	55
	16%
	6%
	37.03
	$254,205.38
	 $4,490,961.71

	29
	8%
	5%
	37.03
	$111,696.30
	$2,345,622.37

	12
	3%
	4%
	37.03
	$36,975.33
	$961,358.53

	0
	0%
	3%
	37.03
	$ -
	$  -

	0
	0%
	2%
	37.03
	$ -
	$  -

	0
	0%
	1%
	37.03
	$ -
	$  -

	0
	0%
	0%
	37.03
	$ -
	$  -

	96
	
	
	
	$  402,877.01
	$     7,797,942.61

	
	
	
	
	
	

	
	
	
	
	
	

	Standard Normal Distribution Merit Increase Costs


	# of Evals
	Percent of Total # of Evals
	Merit Inc.
	Avg Hrly Rate
	Total Avg Annual Increase
	Total Avg Annual Salary

	5
	5%
	6%
	37.03
	$22,185.20
	$391,938.48

	10
	10%
	5%
	37.03
	$36,975.33
	$776,481.89

	34
	35%
	4%
	37.03
	$103,530.92
	$2,691,803.88

	34
	35%
	3%
	37.03
	$77,648.19
	$2,665,921.15

	10
	10%
	2%
	37.03
	$14,790.13
	$754,296.69

	5
	5%
	1%
	37.03
	$3,697.53
	$373,450.81

	0
	0%
	0%
	37.03
	$ -
	$ -

	96
	
	
	
	$  258,827.30
	$     7,653,892.90

	
	
	
	
	
	

	
	Potential Annual Savings:
	$  144,049.72
	

	
	
	
	
	
	


	Full Time Non-Exempt Employees 

	Average 2,080 hrs/year per employee

	
	
	
	
	
	

	Current Merit Increase Costs

	# of Evals
	Percent of Total # of Evals
	Merit Inc.
	Avg Hrly Rate
	Total Avg Annual Increase
	Total Avg Annual Salary

	107
	31%
	6%
	22.85
	$305,155.45
	$5,391,079.70

	137
	40%
	5%
	22.85
	$325,594.22
	$6,837,478.54

	93
	27%
	4%
	22.85
	$176,819.05
	$4,597,295.27

	1
	0%
	3%
	22.85
	$1,425.96
	$48,957.96

	3
	1%
	2%
	22.85
	$2,851.92
	$145,447.93

	2
	1%
	1%
	22.85
	$950.64
	$96,014.64

	0
	0%
	0%
	22.85
	$ -
	$ -

	343
	
	
	
	$ 812,797.24
	$ 17,116,274.04

	
	
	
	
	
	

	
	
	
	
	
	

	Standard Normal Distribution Merit Increase Costs

	# of Evals
	Percent of Total # of Evals
	Merit Inc.
	Avg Hrly Rate
	Total Avg Annual Increase
	Total Avg Annual Salary

	17
	5%
	6%
	22.85
	$48,910.43
	$864,084.27

	34
	10%
	5%
	22.85
	$81,517.38
	$1,711,865.06

	120
	35%
	4%
	22.85
	$228,248.68
	$5,934,465.56

	120
	35%
	3%
	22.85
	$171,186.51
	$5,877,403.39

	34
	10%
	2%
	22.85
	$32,606.95
	$1,662,954.63

	17
	5%
	1%
	22.85
	$8,151.74
	$823,325.58

	0
	0%
	0%
	22.85
	$ -
	$ -

	343
	
	
	
	$ 570,621.69
	$ 16,874,098.49

	
	
	
	
	
	

	
	Potential Annual Savings:
	$ 242,175.55
	

	
	
	
	
	
	


	Part Time Non-Exempt Employees

	(Average 860 hrs/year per employee)

	
	
	
	
	
	

	Current Merit Increase Costs

	# of Evals
	Percent of Total # of Evals
	Merit Inc.
	Avg Hrly Rate
	Total Avg Annual Increase
	Total Avg Annual Salary

	15
	4%
	6%
	15.22
	$28,495.33
	$503,417.57

	26
	8%
	5%
	15.22
	$41,159.93
	$864,358.48

	32
	9%
	4%
	15.22
	$40,526.70
	$1,053,694.14

	1
	0%
	3%
	15.22
	$949.84
	$32,611.33

	1
	0%
	2%
	15.22
	$633.23
	$32,294.71

	0
	0%
	1%
	15.22
	$ -
	$ -

	0
	0%
	0%
	15.22
	$ -
	$ -

	75
	
	
	
	$ 111,765.03
	$ 2,486,376.23

	
	
	
	
	
	

	
	
	
	
	
	

	Standard Normal Distribution Merit Increase Costs


	# of Evals
	Percent of Total # of Evals
	Merit Inc.
	Avg Hrly Rate
	Total Avg Annual Increase
	Total Avg Annual Salary

	4
	5%
	6%
	15.22
	$7,123.83
	$125,854.39

	8
	10%
	5%
	15.22
	$11,873.06
	$249,334.18

	26
	35%
	4%
	15.22
	$33,244.56
	$864,358.48

	26
	35%
	3%
	15.22
	$24,933.42
	$856,047.34

	8
	10%
	2%
	15.22
	$4,749.22
	$242,210.34

	4
	5%
	1%
	15.22
	$1,187.31
	$119,917.87

	0
	0%
	0%
	15.22
	$ -
	$ -

	75
	
	
	
	$ 83,111.39
	$ 2,457,722.59

	
	Potential Annual Savings:
	$   28,653.64
	

	
	
	
	
	
	


	Potential Total Avg Annual Increase Savings County Wide:  $414,878.91
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