






































TOWN OF MILFORD

COMPENSATION & 
CLASSIFICATION INITIATIVE



WHAT PROBLEM ARE WE 
SOLVING/FIXING?

• The Town of Milford Initiative is a multiphase, 

yearlong project to build a new compensation 

foundation that enables the town to effectively 

attract, retain, and develop staff, and to make 

better-informed pay decisions.

• The following slides will demonstrate the issues 

that, together, compel us to request that a 

Compensation Study be launched.



HOW WE MOVE FORWARD:

• Jodie Nosiglia, MPA, of the Personnel Board, is a senior 

member of her HR Department at MIT;  she is a member 

of SHRM with 30+ years of experience and has worked 

with compensation specialists over the years.

• Kristin Melpignano, HR Director for the Town, has a 

Master’s in HR and a SHRM – CP certification, in addition 

to many years of experience.

• **This knowledge and experience will be used to 

complete the job descriptions necessary for the study, 

saving the town thousands of dollars in consulting fees.**



WHAT IS THE CURRENT 
STATUS?

• Six years since last study; 7th if adopted.  Industry 

standard is two (2) years between reviews.

• Last version scaled down the pay classifications.

• Expect greater transparency and improved 

methodology and protocols.

• Market and Internal Equity have eroded 

over the years.



WHAT IS THE CURRENT 
STATUS?

• This study is NOT being conducted to provide blank checks or 

pay raises to all. It is designed to:

• Establish a proper, up to date pay scale structure &

• Correctly classify employees, keeping both internal and 

external equity in mind

The only time a salary change would have to be 

implemented is if the employee falls below the minimum of 

their corrected range.



WHY CONSIDER THIS IN 2021?:

• From the January, 2019 minutes:  

“Maureen Giffin pointed out that the majority of 

employees will be maxed out of the compensation pay 

scale in two years…this could be the opportunity to 

change the pay scale.  We would like to work on that over 

the next year or two as it will take time to review all of 

Article 2…it will be put on future agendas for review.”

• This was delayed again last year as the FinComm 

requested fiscal restraint during Covid in 2020.



MAXING OUT:

• 25% of Article 2 employees at levels 2, 

3 or 4 are maxed out

• Another 38% will max out this year or 

next

• An additional19% will be maxed out 

one year later

• Total of 82% maxing out in the near 

future



FROM THE LAST STUDY:

• Classification Issues

• Position placements; Example:  

Town Treasurer

• Exempt/Non-Exempt status; 

Example:  HR/Town Treasurer



EXCEPTIONS ARE THE 
NORM:

• Alternate mechanisms are used to attract 

quality candidates and retain them.

• Each exception skews the internal 

inequity over time.



WHAT EMPLOYEES ARE 
SAYING:

“Needs to be re-vamped; too much compression”

“Myriad of problems; illogical categories of employees; gaps don’t make any 

sense”

“Pathetic; structure is inaccurate, company did a poor job last time; methodology 

suspect; outdated.  Job classifications are inaccurate/outdated for our budget”

“**** Plan – took a long time and the steps make no sense”

“Contract employees treated differently, creating inequity.  Also, mid-year adjustments to 

correct are an administrative nightmare.”



WHAT IS THE PERSONNEL 
BOARD’S ROLE?

• The Personnel Board is charged in Section 2.4 of the 

bylaws to “review annually the wage and salary 

schedule…and recommend to the Town any action 

which it deems necessary to maintain fair and 

equitable wage and salary rates.”

• In addition, Section 3.10 of the bylaws reads– “the 

starting rate shall be the minimum of the rate for the 

position as classified…”this is not regularly enforced 

but is an exception to the rule.  



UNINTENDED 
CONSEQUENCES

• Mass Equal Pay Act

• Updated on 7/1/18 as An Act to Establish Pay 

Equity

• Purpose is to eliminate gender bias in salaries and 

wages

• Intent not required for liability

• Employer defense based on being proactive



THE COMP STUDY PROCESS 
(MUST BE COMPLETED BY 3/1/22):

• Internal evaluation of Job Descriptions

• Develop a compensation philosophy based 

on the Town’s needs

• Establish logical progression levels

• Audit all positions & compare to market 

value (comparable cities/towns)

• Identify policies & procedures for 

compensation that reflect best practices



THE COMP STUDY PROCESS:

• Prepare salary & classification plans and  

documents

• Evaluate positions

• Train staff in the methodology & 

provide implementation guidelines



UPDATING JD’S (APPROXIMATE 
COMPLETION DATE, AUG. 2021):

1. Instruct Department heads to update applicable job 
descriptions using new template.  This may involve going 
over the new format, providing examples and general 
coaching on what information is needed. This can be an 
interactive process until a solid draft is produced for each 
description in each department.
2. Job description is reviewed by Appointing Authority.
3. Director, H.R. and Department Head answer any 
questions from Appointing Authority and make any 
agreed upon refinements suggested by Appointing 
Authority.



UPDATING JD’S:

4. Director, H.R. forwards latest job description to 
Director, Finance, and Chairman, Finance Committee, 
with time allowed to suggest updates.
5. Any updates suggested in step 4 must go back to 
Department Head/HR for review.
6. Personnel Board suggests updates, if desired; any 
changes suggested must be returned to Department 
Head and HR for review.
7. Personnel Board votes on final drafts of job 
description.
8. Manager reviews Personnel Board approved job 
description with employee.
9. Employee signs job description.



THE PROCESS/MORE DETAIL:

• Input from Department Heads and other 

key employees will be encouraged 

throughout the process.

• An extensive review of the current system 

& market comparisons will be made.

• **Relevant info and records will be 

analyzed; the Mass Employment Pay Act 

will be considered**



THE PROCESS/MORE DETAIL:

• A structured, proven methodology will 

be utilized, which will be verified by 

Jodie, Kristin and Liz. 

• All recommendations will be specific, 

practical and cost-conscious, taking into 

account political, economic and 

functional implications.



THE WORK PLAN

• Orientation sessions with town officials, 

HR, Dept. heads and key staff.

• Conduct project meetings with HR, Town 

Management, Finance and other key Dept 

heads to discuss JD’s/relevant information

• Review & analyze position responsibilities 

& requirements for all jobs.

• Complete a labor market analysis



THE WORK PLAN

• Review Milford’s salaries with peer 

communities

• Evaluate & rate the position descriptions 

through position rating process

• Develop & update classification & 

compensation plans as required

• Develop the Town’s internal capacities to 

maintain the comp and class plan

• Assist with implementation



THE WORK PLAN PARTICIPANTS

• Personnel Board

• Select Board

• Finance Committee

• All Department Heads

• Appointing Authorities

• Human Resources


