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Purpose Current 
Challenges

Methodology Changes – 
what’s new?

Pay 
Schedules

What isn’t 
changing

Going 
forward



Why Conduct a 
Classification and 

Compensation Study?
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Evaluated 
Needs

4

A complete study hadn’t been done in 
over 20 years.

The need for a complete Classification 
and Compensation study had been 
discussed for the last several years.

The Executive Director applied for and 
received a grant for $50k to conduct the 
study.

A procurement process consistent with 
M.G.L. Ch. 30B was conducted and MTG 
was the successful bidder.
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Katy Yee, Project Manager
Classification and Compensation Study

Over 25 years of experience in the public sector, focusing on 
human resources and administrative management.

The cornerstone of Katy’s career is with DuPage County, IL 
where she coordinated several agency-wide compensation 
studies utilizing and applying the Korn-Ferry (formally Hay 
Group) methodology.



Classification and Compensation 
Study

Attract and Retain Strong Talent

Appropriate 
Classifications

Externally 
Competitive

Internal 
Equity

Attract High 
Quality 

Candidates

Retain High 
Performers

Become an 
Employer of 

Choice
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Wellesley as an Employer of Choice

Competitive wages allow:
• Recruitment of Top Candidates

• Fill Vacancies in less time

• Retain High Performers

• Maintain a Productive Environment

• Keep an Engaged and Efficient Workforce
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Current Challenges

Turnover
• In Wellesley, turnover was 13% in 2024

• Average turnover for government employees 
nationwide was 7.6% in 2022*

• Cost of turnover in 2024 = 1/3 of employees’ salaries 

• Cost of Wellesley turnover for 2024 was $973,092
* Partnership for Public Service, 2022
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Factors Contributing to Turnover
• Non-competitive compensation compared to our 

comparable communities and the private sector, 
particularly Finance and Information Technology.

• Limited opportunities for advancement, small 
departments, only one senior manager. More 
opportunities in larger departments.

• Work-life balance – irregular schedules, customer 
facing staff, lack of flexibility with schedules.
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Current Challenges
Hiring
• Starting pay ranges are too low

• Low unemployment – 3.9% (Norfolk County)

• Since January of 2024, 13 of 19 non-union, full-time, 
permanent employees, or 68.4%, were hired at or above the 
midpoint 

• This required HR Board approval, delaying hiring and potential 
loss of the candidate
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Current Challenges
Succession Planning
• Difficult to promote from within due to compression of 

salary schedules:
Supervisory Union    Assistant Superintendent
Step 1 to Step 10     Min         Midpoint       Max
$71,994 to $103,009                  $72,175       $91,369          $109,633

• Current union members are on high steps earning $96,153 to 
$103,009 and can earn overtime. In a management position 
there is no overtime but work similar hours with significantly 
more responsibilities.
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Impact on Local Government

• Reduced service delivery - staff shortages cause delays 
and may reduce quality of service.

• Increased staff turnover – other staff covering vacancies

•  become overworked and leave.

• Increased cost – generally paying more for the new 
employee who needs to be  trained.

• Loss of institutional knowledge – loss of valuable 
knowledge and expertise.
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Where Have Our Employees Gone?
Exit Interviews over the last 18 months reveal:

Arlington      Bolton   
Brookline      Newton
Dover        Reading
Franklin       Whitinsville
Needham      Sudbury



Focus on Retention

• Maintain competitive compensation and benefits 
to attract and retain talent.

• Consider work-life balance whenever possible to 
be flexible.

• Identify career development opportunities and 
encourage participation.

• Engage employees by creating a positive and 
supportive work environment.
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Classification & Compensation 
Study Methodology

A consultant spearheaded the compensation survey:
• 40 plus Benchmark positions were used for comparison

• 22 comparable communities identified - 18 responded

• Change in method – market is the lower third of the range

• Hiring range depends on education and experience or 
equivalent combination of the two

• Hiring ranges had fallen behind market range

• Midpoint had become equal to the hiring range

• Lower end of the ranges had become $6,000 to $10,000 
too low to hire
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FY 25 Comparable Communities
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Comparable Communities
Total Assessed Values FY 25
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Comparable Communities
FY 26 New Levels/Grades
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Positions Reviewed in 
Classification Study

19

Total Town and School: 1398 employees
155 employees in study

11.1%



Current salary ranges start too low
Example: M 55

$59,284 to $89,859
Employee A

• DOH: 1/02/2024

• Limited experience

• Starting Salary: $70,999

• Resigned: 9/13/2024

• Ending Salary:  $72,212

Employee B

• DOH: 1/27/2025

• Newer graduate

• Starting salary: $69,000

• Midpoint $74,572
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Old vs. New Salary Ranges

Hay System Ranges: MGT System Ranges:
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Director of Veterans Services
 Old Pay Schedule

Level: 55

Pay Schedule: $59,285 to 
$89,859

Hiring Range: $59,285 to 
$74,572 

Hired at $89,859

FY 26 2% COLA $1,797

FY 26 Cost  $91,656

New Pay Schedule

Level: 8

New Schedule $81,034 to 
$109,396

Hiring Range: $81,034 to 
$90,488

Hired at $89,859

FY 26 2% COLA $1,797

FY 26 Cost  $91,656
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Advantages of a
Cost of Living Adjustment (COLA)
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Counteracts the effects of inflation for employees

Increases employee retention

Boosts employee morale

Maintains market competitiveness

Not giving a COLA is equivalent to a pay cut



FY 26 Cost of Living Increases 
Comparable Communities
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Average COLA for
 FY 2026 2.69%



Town and School Union
Cost of Living Increases
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Town Average 
COLA 2.56%

School Average 
COLA 3.00%



Cost of Living
Boston-Cambridge-Newton
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Latest Data shows 
3.9% Cost of Living



New 
Class 
and 

Comp 
System
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Bottom third is new hiring 
range for employee with 
limited experience, learning 
on the job, and requires 
supervision; starting rate 
$70,000 to $78,167

Middle of range is for 
experienced in field, familiar 
with municipal processes, 
works independently, fine 
tuning skills; starting rate of 
$78,167 to $86,333

Maximum for expert in field, 
recognized by peers in other 
towns, mentor for others in 
field and in town, 
demonstrated knowledge; 
starting range $86,333 to 
$94,500



Compensation Percentile 
used by our Comparable 

Communities

• New pay schedule is the 75th 
percentile of the minimum of 
the average survey range and 
75th percentile of the 
maximum of the average 
survey range.
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ARTICLE: 5 
MOTION: 1 

That the Salary Plan as established at the 1950 Annual Town 
Meeting as amended, be further amended effective July 1, 
2025, as recommended by the Human Resources Board, by 
striking the existing pay schedule for the non-bargaining unit, 
non-management personnel (Job Groups 40-49) and inserting 
the new schedule as follows:
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Non-Exempt Pay Ranges
(formerly the 40 series)
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New Classification
Non-Exempt Wage Schedule
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The 40 Series employees are now the non-
exempt employees:

• Non-union Town support and administrative staff
• Non-exempt hourly employees subject to overtime rules
• Compensation using a “step” system, with each job group having 

“steps”
• Examples: 

• Senior Office Assistant
• Assessor Technician
• Administrative Assistant

• Changes:
• Increase from 6 steps to 12 steps
• 2.75% between steps
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ARTICLE: 5
MOTION: 2

That the Salary Plan as established at the 1950 Annual Town 
Meeting as amended, be further amended effective July 1, 
2025, as recommended by the Human Resources Board, by 
striking the existing pay schedule for the exempt managerial, 
professional and technical employees who are in the Merit 
Pay Plan (Job Groups 50-69) and inserting the new schedule 
as follows:



SCHEDULE B
SALARY PLAN – NEW PAY SCHEDULES

Salary rates effective as of July 1, 2025
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Information Technology Employees 
Wage Schedule

HR Board is proposing a 
2% COLA increase – 

similar to results from 
compensation study

Add 2.5% to the midpoint

Given the current 
demands in the IT 
market, it is more 

effective to continue a 
separate pay schedule



New Exempt Employees Pay Schedules
No Change to Merit Pay and Matrix:

Performance Merit pay 
plan remains in place.

Cost of Living increase 
remains in place.

Human Resources Board 
continues to recommend a 
COLA and the Performance 
Matrix for:

 Professional, non-union Town 

Department Heads, including Directors 

and specialized/technical employees

 Salaried / FLSA Exempt employees

 Performance-based merit increases
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Advantages of Merit Pay Plan Matrix 
• Allows the Town to keep current and competitive in the municipal 

job market. 

• Retains employees in a tight labor market with low unemployment.

• Rewards employees with high levels of performance.

• Guidelines limit “performance inflation” or employees receiving 

high marks regardless of performance.

• Annual comparable community surveys to include cost of living 

increases to prevent falling behind in the future.

ARTICLE 5, MOTION 3 - Merit pay and Salary adjustments for Exempt 

employees, (includes IT) moved to Article 8, Motion 2.

   



Minimum Cost to Implement
New Classification Plan

Non-union
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Implementation of New 
Schedules Service Adjustment

Non-union
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Cost of Service 
Adjustments

for Non-union
Employees

Covered in 
Article 8
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Thank you!
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