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Today’s Agenda

• Meet the Abdo Team

• Benefits of a Strategic Compensation Study

• Project Process and Methodology

• Abdo Position Scoring Methodology

• Project Phases

• Discussion and Questions
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Meet the Abdo Team

Leah Davis, CPA

Partner

P. 507.524.2347

E. leah.davis@abdosolutions.com

Michael Mooney, SPHR 
SHRM - CP

Manager - HR

P: 952.715.3043

E: Michael.mooney@abdosolutions.com

Our Abdo team is comprised of 

experienced professionals with over 

70 years of combined HR experience 

from a wide variety of internal, 

external, and multi-industry 

perspectives. The diverse 

background and experiences of our 

staff allows us to offer our clients 

real-world, people-focused, and best-

in-class HR consulting, compliance, 

process, and talent management 

solutions. 

Brittany Bauer

Senior Associate - HR

P: 507.304.6836

E: Brittany.bauer@abdosolutions.com

mailto:leah.davis@abdosolutions.com
mailto:Michael.mooney@abdosolutions.com
mailto:Brittany.bauer@abdosolutions.com


Benefits of a Strategic 
Compensation Study

 Updated and compliant job descriptions

 Objective position scoring and classification

 Intentional labor market positioning to align with your City’s compensation 

philosophy

 Compensation structure designed to meet your specific needs, effectively motivate 

employee performance, and align with your union pay scales

 Pay Equity compliance and management

 Establish clear and consistent position classification and scoring review processes 

for the future

 Clear decision-making and documentation related to how/if the City intends to 

apply and administer the compensation structure throughout the organization.
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Project Process & 
Methodology

 Utilize League of Minnesota Salary Survey, Abdo manual 

surveys, and Economic Research Institute compensation data.

 Match similar job titles, based on current City job descriptions 

and brief job data provided by survey respondents.

 Compare average minimum and maximum wages for each 

position to establish the range of pay within the market for 

each position. 
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https://www.erieri.com/abouteri


Abdo Position Scoring Methodology
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• Know-How

• Job-Specific Knowledge

• Integrating Know-How

• Human Relation Skills

• Problem Solving

• Context & Precedence

• Thinking Challenge & Complexity

• Accountability

• Freedom to Act/Empowerment

• Magnitude/Budget

• Job Impact (direct or indirect) within Organization

• Special Conditions

• Physical Effort

• Environmental Conditions

• Hazard Exposure

• Sensory Attention

*Important Note: While position scores are 

consistent with Minnesota predicted pay, they 

are not intended to be comparable outside of 

the City.

For example, an “Accountant” in one city may 

score differently than the same role in another 

city due to differences in the calculation and the 

context of the position within the larger 

organization.  This is acceptable and to be 

expected.



Compensation 
Project Phases
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Compensation 
Project Phases
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Discussion for Council

 What is the City’s overall compensation philosophy?

 Remain equal to market averages or is there a need or benefit to position 

wages above the market for maximum and/or minimum pay?

 What is the primary employee behavior to be motivated?

 Attraction, retention, performance, development, etc.?

 How does the City wish to be seen in the marketplace and how 

does that align with budgetary considerations?

 What cities or entities do you believe are comparable? 
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Questions?


