
MONROE COUNTY PUBLIC LIBRARY BOARD OF TRUSTEES  
WORK SESSION  

Wednesday, January 11 2023, 5:45pm, Meeting Rm 2B/C Downtown Library 
§ Via Zoom:  https://us02web.zoom.us/j/86471552963

AGENDA 

1. Call to Order – Christine Harrison, President

2. Compensation Study Presentation and Proposal

3. Public Comment

4. Adjournment

View the Board Packet on the Library’s website: https://mcpl.info/library-trustees/meetings

Monroe County Public Library Public Comment Policy 

The Library Board of Trustees shall have a time providing for public comment during all public meetings. 
Comments should be relevant to Library matters, excluding personnel issues. Individual speakers are asked to 
limit their remarks to three–five minutes. The chair shall be allowed to limit the time for individual speakers 
and to limit the total time for public comment. 

Public comment time is provided for the public to express their opinions or concerns about matters over 
which the Board of Trustees has authority or responsibility. Comments are intended to be statements from 
speakers; speakers may not engage the Board in a question & answer exchange during public comments. 
Questions relating to Library or administrative procedures which could be addressed outside of a Library 
board meeting should be referred to the appropriate Library staff at other times. Expressions of opinion 
about these matters are appropriate for the public comment time on the agenda. 

Approved by the Library Board of Trustees July 17, 2019 
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As your organization evolves, it makes sense to create a meaningful compensation program 
that supports the strategy of Monroe County Public Library and attract and retain the talent it 
needs to be successful. You need a program that is based on relevant and current market data, 
as well as provides a framework for making confident and competitive compensation decisions. 
NFP appreciates the opportunity to partner with you; this report summarizes the data collected 
and analysis conducted as part of our engagement with Monroe County Public Library. 
 
Survey Data 
We utilized the following survey sources to provide benchmark salary data: 
 
x CompAnalyst Market Database 
x Compdata Surveys 
x Economic Research Institute (ERI) Salary Assessor 
x Allen County Public Library Salary Survey 

x Monroe County Public Library has participated in this industry-specific salary survey in 
past year and at the start of this project, this was one of the most recent industry-specific 
surveys with available data to be shared in the compensation project’s analysis. 

x Salary Ordinances and Indiana Gateway 
x Salary Ordinances and data available through the Indiana Gateway portal allow for 

salary information to be shared with other state-required reporting entities. This 
information source is publicly available to any interest party.  

 
We selected survey data that most closely met the following criteria, when available: 
 
x Industry: All Industries; Education; Government Entities; Libraries; Non-profit/Non-profit 

Services 
x Geography:  Bloomington, IN and Indiana state 
x Revenue/ Operating Budget: $11M/ $12.3M 
x Employee Size: 119 

x This figure represents full-time equivalent employee count, which is the standard 
reporting increment for all professionally run salary survey sources. 

 
We weighted the surveys and cuts of data based on how close the available data categories in 
each survey (industry, geography, size) matched Monroe County Public Library’s talent pool 
and strategy. Compensation analysis always and appropriately includes both science (raw 
market data) and art, which enables the application of adjustments and weightings to ensure 
relevancy within your own unique organization. We aged the data to a common effective date of 
January 1, 2023. 
 
We discussed the descriptions and expectations of each position and other organizational 
information relevant to this evaluation. We benchmarked each position based on the core 
functions and required experience of each job. 
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Compensation Philosophy 
Monroe County Public Library’s compensation philosophy is still developing and will be well 
informed from this project. It is important the philosophy supports Monroe County Public 
Library’s talent strategy to attract and reward high-performing employees that can deliver on 
the outcomes expected of the organization and its mission.   
 
Range of Pay 
 
When evaluating the “market” for pay, it is important to consider the implicit meaning behind the 
full range of pay reflected in the benchmark data: 
 

 
 
x The midpoint represents a competitive rate of pay for someone that is at a mid-level of 

tenure, functional and consistently demonstrating the skills and experience needed to be 
successful in the job. 

x The minimum reflects the salary associated with someone that is new to the role and still 
developing the skills and experience needed to be successful in the role. This may include 
talent that is new to the organization or industry and does not have relevant or easily 
translated experience from previous jobs, or recently promoted employees.  

x The maximum represents employees that are highly-tenured within the organization and 
fully functional in their role.  

 
With your compensation philosophy in mind, determining the appropriate place within the range 
for an individual should consider these factors when finalizing compensation decisions. 
 
  

MINIMUM MIDPOINT MAXIMUM 

New to the role, 
industry or 

organization 

Demonstrates skill and 
experience needed for 

the job, mid-tenure 

Highly tenured 
and fully 

functioning 

4



4 
 

 

Benchmark Summary 
 

As part of this engagement, we benchmarked 35 positions within the organization.  We created 
benchmark reports for each position utilizing published survey sources; each report included 
25th, 50th and 75th percentile data for both base and total cash compensation (TCC which is 
base plus any short-term/annual cash incentives) compensation. We partnered closely with the 
Human Resources Manager to review all data and make revisions as needed based on 
feedback and additional insights into the positions.  

Salary Structure 

A salary structure was created for Monroe County Public Library using at and just above the 
50th percentile data as an anchor point for the benchmark positions included in this report. The 
50th percentile of the market was selected as a compensation philosophy decision, to ensure 
the local market was taken into consideration for beginning level pay rates to support the 
organization’s commitment to attracting and retaining talent. The width of the ranges supports 
the current organization size and structure and provides a meaningful opportunity for positions 
to grow financially within their current role and/or from promotions into another grade or level 
of position.  

Total Rewards 
Your benefits package is an important part of your total rewards package.  As part of this 
project, we benchmarked and reviewed benefits within your total rewards package, including 
your medical, ancillary, and time off benefits. Additional work, including employee focus groups, 
was completed to provide an in-depth analysis in regard to total rewards offerings.  
 
While it is important for your compensation to be competitive to attract and retain talent, it’s 
also critical to highlight your total rewards and the value they offer your employees.  Take time 
to craft your employment story so prospective and current employees understand the full value 
of all the connection points they have to Monroe County Public Library beyond the paycheck.  
We recommend you consider distributing Total Rewards Statements (e.g., Total Compensation 
Estimates) that highlight the non-cash investments you make in your employees, including 
medical, paid-time-off, and other perks. 
 
Recommendations & Analysis of Current Pay 
As you evaluate the data and prioritize next steps, we recommend the following areas of focus: 

x Prioritize bringing as many employees as possible up to the minimum of the salary range as 
budget allows; unless there is a unique situation where it makes sense for a person or 
position to fall significantly below the market, you should invest in a plan to prioritize salary 
adjustments for employees that fall below the salary range minimum.  

x Identify which employees are furthest away from the anticipated place in range for 
someone with commensurate experience and level of contributions and in the context of 
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Monroe County Public Library’s compensation philosophy; commit to a phased (2-3 year) 
approach to narrow the gap.  

x Revisit your compensation philosophy in the context of other rewards programs and the 
overall employment proposition provided by Monroe County Public Library; clarify how best 
to further align your current pay practices with the market and your intended compensation 
philosophy. 

x In future years, budget for additional adjustments—above and beyond the general salary 
increase budget or as a carve out of the current budget—to further advance individuals that 
should be farther along in the range based on the factors discussed in the “Range of Pay” 
section of this report, primarily tenure within the organization, and to further align with your 
compensation philosophy. 

x Take time to craft your employment story so prospective and current employees 
understand the full value of all the connection points they have to Monroe County Public 
Library beyond the paycheck; consider distributing Total Rewards Statements that 
highlight the non-cash investments you make in your employees, including medical, paid-
time-off, bonus programs and other perks. 

When evaluating the activities above, be sure to capitalize on your investment by linking to the 
performance management program and prioritizing changes for high performing employees that 
are making a positive impact on the organization; do not further invest in employees that are not 
meeting expectations or are on a performance improvement plan. 

Final Observations 
As organizations evolve, it is prudent to periodically evaluate the compensation program to 
ensure it is consistent with the compensation philosophy and aligned with the market range 
based on the experience and contributions of each incumbent. We are confident the analysis 
included in this report provides you with the information you need to assess your current 
compensation program and calibrate it, so it is consistent with your evolving compensation 
philosophy and talent strategy.
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Confidential

Megan Nail
Vice President, Total Rewards Practice

Mechelle Meadows
Assistant Vice President, Team Success

Abby Steele
Compensation Consultant

Total Rewards & Compensation Project 
Update
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Five Key Project Steps

1 2 3 4
Compare key 

positions to the 
market data

(benchmarking)

Create salary 
structure

Comprehensive 
analysis of current 
employees against 
the market data & 
recommendations

Data gathering 
and sharing

5
Implementation 

and 
communication 

support
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Data Gathering and Sharing

1
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Benchmark Position List

• Tiered Approach
• Benchmarking vs. Slotting
• Benchmarking is the process of finding matches of your organization’s 

positions that you have provided within our surveys and providing 
market data based upon the responsibilities of the role. 
• Slotting is the process of placing non-benchmarked positions into the 

salary structure. This is a common and well-known best practice within 
the compensation space.
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Data Gathering

Monroe County Public Library 
shared information with NFP 
such as:

• Organization charts
• Job descriptions
• Employee census
• Other total rewards documents
• Handbook policies
• Focus group responses
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Compare Key Positions to the Market Data
(Benchmarking)

2
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Benchmarking - Use Multiple Survey Sources

The more sources, the betterThere is NO magic number

Allen County 

Public Library 

Salary Survey

Salary 

Ordinances & 

Indiana Gateway
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Salary Survey Data Scopes

Industry:
• All Industries (0% weighting)
• Education
• Government Entities
• Libraries
• Non-profit/Non-profit Services

Geography:
• Bloomington, IN
• Indiana

Geographic Differentials:
• Bloomington
• Indiana
• National

Revenue/Operating 
Budget: 
• $11 M/ $12.3M

FTEs: 119

Effective Date of Data: 
01/01/2023

*annual wage and salary 
increases relative to this study 
will be made retro-actively to the 
start of the new year 2023 
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Match Based on Job Duties, Not Title

Reference the years of experience and/or 
education needed for the job (if applicable)

Always pull survey data 
based on actual duties

We reviewed these with Human Resources Manager to ensure we have good 
matches.  We primarily focus on:
1. Key responsibilities and skills
2. Experience
3. Education, certification, or licensure requirements, if applicable
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Identifying Percentile Data Points

• Identify compensation data from the sources at the 25th, 50th, and 75th

percentile to remove outliers for more reliable benchmarking.

• For example, if compensation data for a position showed annual compensation 
totals at the following amounts, we would use the bolded amounts as the 25th, 
50th, and 75th percentiles, respectively:

Median = $52,607 Average = $50,119

ü 38,000
ü 42,061
ü 46,000
ü 52,607
ü 53,000
ü 59,168
ü 60,000
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Example Benchmark

This would continue with multiple data sources.

17



Compensation Philosophy: Cost of Labor

• Cost of labor is determined by the supply and demand of labor across all industries and 
occupations by geographic location. It represent the cost to hire and retain local talent. 
The cost of labor reflects the external labor market’s pay practices for compensation 
based on all jobs in the geographic location. 
• Wages are more stable than inflation. While inflation rates rise and fall, wages generally don't decrease 

– they increase at a more steady rate over time. You may recall for many years we had 0% inflation, but 
wages were still rising at a rate of around 3% annually.

• Cost of living measures the required costs to maintain a certain standard of living within a 
geographic location. It's important to realize that cost of living is also very personal and 
dependent on lifestyle choices.

• Cost of living and cost of 
labor are frequently used 
to manages business 
decision like:

ERI “Relocation and Cost of Living”

Cost of Labor Cost of Living
Compensation strategy and program Cost to relocate between cities

Cost to hire and retain local talent Temporary relocation allowance

Salary surveys Relocation surveys
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Geographic Differentials for Bloomington, IN ($50,000 salary level)

Location Cost of Labor $ Cost of Labor Cost of Living
Bloomington, IN (base) 100.0% $50,000 100.0%
Indiana 103.4% $51,704 96.7%
Midwest Region 108.3% $54,134 104.4%
National 110.4% $55,214 110.5%
Evansville, IN 102.7% $51,342 93.9%
Fort Wayne, IN 102.8% $51,386 98.0%
Greenwood, IN 105.5% $52,774 93.7%
Indianapolis, IN 107.1% $53,549 106.2%
Chicago, IL 122.9% $61,465 171.3%
New York, NY 135.5% $67,729 215.4%

ERI Geographic Assessor
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Bloomington, IN Entry Level Positions Public Data

Position Title Base 
Compensat

ion

Organization Position Titles Base 
Compensation

Organization

Guest Services Agent $10.00 Abe Martin Lodge Helpdesk Support Specialist $14.01 City of Bloomington
Customer Service 
Representative $10.00 Arlington Heights Veterinary Hospital Product Demonstrator $14.50 Crossmark, Inc
Cashier/Customer Service $10.35 Bloomingfoods Seasonal Store Associate $15.00 Binny's Beverage Depot
Retail Sales Associate $10.50 The Indiana Shop Retail Electronics Merchandiser $15.00 Actionlink
Team Member - Cashier $10.50 Fresh Thyme Market Receptionist $15.00 H&R Block
Seasonal Sales Associate $11.00 Five Below IU Sporting Event Staff $15.00 Security Pro 24/7

Cashier/Customer Service $11.00 Village Pantry HR Administrative Assistant $15.00
American Rental Home 
Furnishings

Merchandiser $11.50 American Greetings Customer Service Coordinator $15.00 Smiling Cross Inc
Cook $11.54 Brookdale Bloomington Customer Service Team Member $15.00 Crew Carwash
Retail Associate $12.00 Goodwill of Central & Southern Indiana Customer Service Representative $15.00 State Farm
Shift Manager $12.00 Checkers & Rally's Drive-in Restaurants Customer Support Specialist $15.00 AppleTree Staffing
Learning Spaces Support 
Consultant $12.50 Indiana University Retail Sales Associate $15.00 CVS Health Retail
Guest Services 
Representative $12.50 Home 2 Suites Team Member $15.00 White Castle
Support Center Consultant $13.00 IU Bloomington Retail Stocking Associate $15.50 Harbor Freight Tools USA
Front Desk Agent $13.00 Holiday Inn and Comfort Inn Tech Support Associate $16.00 Indiana University
Retail Sales Associate $13.00 Ross Dress for Less Retail Sales Specialist $16.00 Advantage Solutions
Guest Services Associate $13.52 Eskenazi Museum of Art Store Associate $16.00 Aldi

Register Clerk $14.00 Taco Bell School Nutrition Cook $16.00
Monroe County Community 
School Corp

Retail Merchandiser/Stocker $14.00 Modelez International Customer Account Representative $17.00 RAC Brands
Counter Clerk, Customer 
Service $14.00 The Butcher's Block Warehouse Associate $18.00 TownTasks
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Create Salary Structures

3
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Two Factor Approach to Salary Structures

• External competitiveness
• Salary ranges were created based on or just above the 50th percentile

of the market benchmarks.
• The 50th percentile of the market – which is seen as the “market rate”

for a particular position (half are paying above and half are paying
below the rate).

• Internal equity and job evaluation
• Our process also included an initial review of the equity between

positions when placing the non-benchmarked positions into the salary
structure.
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Create a Salary Structure

• We created the salary structure based on 
the benchmarks, with a range of pay.
• The ranges are based on the pay philosophy and 

the goal to be externally competitive.

• These are closely aligned (but rounded) 
ranges that are more easily understood 
and used administratively.

• This allowed us to place the remaining jobs 
into the salary structure.
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Comprehensive Analysis of Current 
Employees against the Market Data & 

Recommendations

4
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Evaluating “Market” for Pay

Keeping your compensation philosophy and these factors in mind, 
determine the appropriate place with the range. A common practice 

is for individual employee pay rates to move within a pay range based 
on tenure with the organization. 

MINIMUM MIDPOINT MAXIMUM

New to the role, 
industry or 

organization

Demonstrates skill 
and experience 

needed for the job, 
mid-tenured

Highly-
tenured, fully-

functioning 
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Decisions within the Pay Range

• New hires
• New hires are not hired below the minimum of the range, generally are 

hired in at the minimum of a pay grade
• Additional considerations should be given to new hires with direct-related 

experience to their position

• Current employees
• Highly tenured staff who are fully functioning in their role should be at 

or above the midpoint
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Communication Support

5

27



20

Communication Support

• Create a documented 
compensation philosophy

• Present final data, findings, and 
recommendations
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Observations & Recommendations

• Recommending an organization-wide rate adjustment.
• Prioritize bringing employees up the minimum of the salary 

range within the 2023 pay adjustments as well as tenure-based 
adjustments to mitigate concerns of compression.

• In future years, budget for additional equity adjustments to 
further advance individuals that should be farther along in the 
range based on their individual factors, especially tenure.

• Increase ranges annually based on market trends (NFP will 
provide) and consider additional market adjustments as needed 
during your normal compensation review process. 
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NFP.com

Questions + Discussion
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Pay Market Market Market 
Grade Job Family Minimum Midpoint Maximum

102 Clerks $12.75 $14.98 $17.22

104 Operators $13.74 $16.48 $19.23

106 Support $14.42 $17.31 $20.19

108 Services $15.14 $18.17 $21.20

110 Technicians $15.95 $19.54 $23.12

112 Assistants $17.19 $21.48 $25.79

114 Associates $19.77 $24.71 $29.65

116 Experts $20.51 $25.95 $31.38

118 Librarians $21.37 $27.25 $33.12

120 Analysts & Coordinators $22.97 $29.29 $35.61

122 Assistant Managers $24.69 $31.49 $38.28

124 Department Managers $2,037.00 $2,597.25 $3,157.50

126 Operational Managers $2,198.25 $2,857.50 $3,516.75

128 Organizational Directors $2,418.00 $3,143.25 $3,868.50

MONROE COUNTY PUBLIC LIBRARY
Wage and Salary Schedule

2023

Non-Exempt / Hourly

Exempt / Salaried

MCPL Wage and Salary Schedule 2023 - Proposed 01.18.2023
31



MCPL
Operating Surplus Analysis

Dec 2022 estimate actual actual actual actual actual actual
2024 2023 2022 2021 2020 2019 2018 2017

Assessed Value Actual 9,864,126,056  8,360,378,009      7,883,285,120  7,388,883,663      7,115,729,204      6,857,203,560      6,718,593,869      
Assessed Value estimate 10,000,000,000     
Tax Rate per $100 Assesed Value 7.83 9.25 9.42 9.70 9.73 9.80 9.70 

Property Tax Levy Actual 7,659,886 6,845,703         7,014,548             6,834,385         6,457,265 6,233,379 6,030,073 5,799,004 
Growth Quotient 4.0% 5.0% 4.3% 4.2% 3.5% 3.4% 4.0% 3.8%

Budget penalty reduced tax levy for 2023
Levy increase from previous year 814,183 (168,845) 180,163 377,120 223,886 203,306 231,069 217,352 

Carry over portion of operating surplus from 2022 - offset budget p 800,000 

Other Operating Revenue Actual 3,600,000         3,435,386             3,525,224         3,410,864 3,437,487 3,121,153 2,862,479 
Increase (decrease) from previous year (89,838) 114,360 (26,623) 316,334 258,674 175,399 

Total Operating Revenue Actual 11,245,703       10,449,934           10,359,609       9,868,129 9,670,866 9,151,226 8,661,483 
Increase (decrease) from previous year 795,769 90,325 491,480 197,263 519,640 489,743 392,751 

Salaries Actual 4,600,000         4,767,729             4,469,781         4,549,840 4,453,334 4,341,399 4,223,426 
Increase (decrease) from previous year 297,948 (80,059) 96,506 111,935 117,973 188,530 
Compensation study increase 400,000 
branch increase estimate 550,000 

Benefits Actual 1,750,000         1,530,004             1,518,962         1,482,352 1,487,558 1,447,491 1,340,676 
Increase (decrease) from previous year 36,610 (5,206) 40,067 106,815 (1,750) 

Total Salary & Benefits Actual 7,300,000         6,297,733             5,988,743         6,032,192 5,940,892 5,788,890 5,564,102 
Increase (decrease) from previous year 1,002,267         308,990 (43,449) 91,300 152,002 224,788 186,780 

Other Operating Expense Actual 3,529,812         3,104,812             2,529,841         2,420,895 2,517,196 2,359,200 2,324,216 
Increase (decrease) from previous year 425,000 574,971 108,946 (96,301) 157,996 34,984 126,000 

Total Operating Expense Actual 10,829,812       9,402,545             8,518,584         8,453,087 8,458,088 8,148,090 7,888,318 
Increase (decrease) from previous year 1,427,267         883,961 65,497 (5,001) 309,998 259,772 312,780 

Rainy Day Transfer Actual 1,376,210         1,176,781             1,129,000         1,091,000 1,003,136 
LIRF Transfer Actual 500,191 1,356,978 
Total Operating Expense and Transfers 12,206,022       10,579,326           9,647,584         9,544,087 9,461,224 8,648,281 9,245,296 

Operating Surplus 415,891 1,047,389             1,841,025         1,415,042 1,212,778 1,003,136 773,165 
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