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400 N Chief Garry Dr, Liberty Lake, WA  99019 

 Direct :  509.720.8826 � www.IntandemConsultants.com 
 

 
August 5, 2016 
 
Mr. Robert Tolliver 
Cumberland Valley Electric Cooperative 
Gray, KY 
Via Email 
 
Hello Robert: 
 
The annual market update of the compensation plan is a key indicator to 
ensure that the compensation plan is an accurate indicator of the 
competitive labor market for  Cumber land Valley Electr ic Cooperative 
(CVEC).   By having market sensitive ranges, you will have the 
foundational information necessary to determine how the labor market 
has changed and then determine how your organization needs to react to 
stay competitive.  
 
Internal Job Hierarchy 
 
The compensation plan design balances both internal organizational 
hierarchy and external competitive market data to der ive the market 
value of positions.  The internal job hierarchy was established by use of a 
point factor job ranking system and is presented in the following table: 
 

 CVEC Position Evaluation Hierarchy 
 

Grade Title Expertise Leadership Accountability 
Problem 
Solving Intercommunication Total  

    Level Pts Level Pts Level Pts Level Pts Level Pts Points 

6 
 

C- 148 A 54 B+ 130 B+ 130 C+ 184 646 
8  D 220 B- 82 D- 202 D 220 B 112 836 
9  D+ 238 A 54 D- 202 D- 202 C 166 862 
9  C 166 A+ 68 D 220 D+ 238 C+ 184 876 

10  D+ 238 B+ 110 D+ 238 D+ 238 C+ 184 1008 
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Grade Title Expertise Leadership Accountability 
Problem 
Solving Intercommunication Total  

    Level Pts Level Pts Level Pts Level Pts Level Pts Points 

12 
 

 D 220 D+ 194 D+ 238 D 220 D+ 238 1110 

12  E- 256 D+ 194 D+ 238 D 220 D+ 238 1146 

12 
 

 E- 256 C+ 152 D+ 238 E 274 D+ 238 1158 

14 
 

E+ 292 D 180 E 274 E+ 292 E 274 1312 

15  E- 256 E 222 F 328 E+ 292 E- 256 1354 
16  E 274 F 264 F 328 F- 310 E 274 1450 

17 
 

F- 310 F- 250 G- 364 G- 364 E 274 1562 

18 
 

 F+ 346 G 306 F+ 346 F+ 346 F- 310 1654 
 
 
Compensation Plan Market Model 
  
The compensation plan market model is the interface between the internal 
hierarchy and competitive external market data by regressing point 
factor values against market data for benchmark positions to der ive the 
plan’s market/midpoint curve.  
 

Market Model Salary Survey Sources 
 

Survey Descr iption 
2016 National 
Compensation 
Survey (NCS) 
Dataset 
effective 
November, 
2015 

Produced annually by NRECA, this survey provides 
information for approximately 120 positions from 
cooperative distr ibution systems located throughout the 
United States.  Over 800 systems contr ibute to this non-
voluntary survey (values are used for calculating group 
benef it premiums), which report actual salar ies.  Regional, 
State and National values were used throughout this study 
as market references. 

Economic 
Research 
Institute (ERI) 
Salary 

ERI's Salary Assessor® is an easy-to-use software 
program that reports "up to the present day" competitive 
wage, salary, and incentive survey data. Each of over 5,800 
jobs has been studied over time (many since 1967).  
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Survey Descr iption 
Assessor 
Database 
 
Dataset 
effective July 
2016 
 

Analyses are der ived from millions of data points gathered 
from digitized public records including the US SEC, OCR of 
US IRS returns, ERI Salary Survey's patented online surveys 
(78 US industr ies in 5 countr ies), and licensed UK, 
Canadian, and US salary surveys and datasets. ERI provides 
analyses of competitive pay def ined by 500 geographical 
areas in North Amer ica and Europe, 1,200 industr ies, and 
inf inite organization sizes. Six thousand corporate 
subscr ibers, including most US Fortune 500 companies, use 
Assessor data in planning salar ies (some for over 20 
years).  The ERI dataset was set to represent the Kentucky 
mean. 

 
 
Competitive Target 
 
The market model sets the competitive posture and incorporates the job evaluation 
hierarchy with competitive salary data to derive the market model of the 
compensation plan.  For each benchmark position, the selected market data reflects 
the average of the NCS Kentucky state reports.  To remain consistent with the 
original plan, benchmark positions and data sources remain the same.   
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Market Model Benchmark Positions 
 

Title 
Total 

Points  
NCS 
Code NCS Title 

National 
average 

Region 3 
average 

KY State 
average 

Model 
Input 
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Updating the Market Model 
 
Over the past year each of the market model inputs moved a varying 
amount due to the economics of labor supply and demand for that 
particular  skillset.  
 

Benchmark Position Shifts 
 
  2015 2016 2016 
Title Model Input Model Input Change 

    
    
    

    
    
    

 
 
Each of these individual market movements is “averaged” in the market 
model through regression analysis, which compiles the individual changes 
into an overall updated salary curve. 
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Regression of Benchmark Position Point and Market Values 
 

 
 
 

Market Model Regression Coeff icients 
 

 
 
The results of the regression analysis provide the coeff icients from which 
the updated market curve can be calculated.  Compared to the current 
market model, the updated market curve shifted within a range of 0.29% 
to 5.61% per grade with an overall average change of 2.14%.   
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Updated 2016 Salary Ranges 

 

GRADE MIN 
LWR 
THD MP 

UPR 
THD MAX SPREAD 2015 Change 

            MIN-MAX MP   
              
              
              
              
              
              
              
              
              
              

        
 

 
2015-2016 Market Model Compar ison 
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Salary Plan Administration 
 
The movement in a particular  salary grade does not require a particular  
lockstep movement in individual salar ies for  those in that particular  
grade.  Individual salary movements should always be at the discretion of 
management based upon your plan cr iter ia (performance, mer it, annual 
"adjustments", etc.).  
 
This plan is designed to be administered toward the midpoint.  Typically, 
incumbents are brought into the salary range at the minimum level (or at 
an appropr iate position commensurate with exper ience and abilities), and 
moved toward the middle third of the salary range (the region between 
the lower third and the upper third) which represents target market 
value.  Generally, in a proper ly administered salary plan (assuming minimal 
employee turnover) about 80-90% of all employees will fall into the 
market value range, while only 5-10% would occupy the region between the 
minimum-lower third as well as the upper third-maximum area.  In all 
cases, incumbent positioning within the salary range should ref lect the 
individual’s exper ience and performance on the job.  

Salary Plan Administration Regions 
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Based on the current employee census, the overall average compa ratio is 
0.94.   Individual incumbent detail is located in the exhibit section and 
illustrates where incumbents are placed relative to their  respective 
ranges. 

Incumbent Current Salary vs. Updated Ranges 
(Overall Average = 0.94) 

 

 
 

 
Funding Salary Increases 
 
Salary increase funding is a function of compensation philosophy and 
compensation plan design.  We recommend that funding of the plan be 
done at a level suff icient to address the following three areas; economic, 
competency and performance.   
 

Types of Salary Increases 
 

Type Descr iption Example CVEC Funding Cr iter ia 
Economic Changes in labor 

market values 
 

The average hour ly 
rate for a 
Journeyman Tech 

The updated market 
curve shifted within a 
range of 0.29% to 5.61% 

Item No. 14 
Page 11 of 23 

Witness: Robert Tolliver



 
10 
 

Type Descr iption Example CVEC Funding Cr iter ia 
 changed x.x% over 

the past 12 months 
per grade with an overall 
average change of 
2.14%. 

Competency Progression 
through salary 
range.   
 
 

John started work 
at the minimum.  
After six months he 
progressed to 95% 
of the market 
midpoint rate 

It would cost $54,078 
(6.88%) to br ing any 
employee below their  
respective range 
midpoint to the middle 
of their  range. 

Performance/ 
Mer it 

Pay for 
performance to 
recognize effort 
and capability 

Suzy continues to 
handle the highest 
level of error free 
transactions in the 
department 

CVEC pay for 
performance philosophy. 
 

 
In most cases all three types of increases are rolled into a single increase 
amount.  However, if  the funding amount is lower than needed, it appears 
as an extremely long time (e.g. more than f ive years) needed for an 
employee to reach the target region of his/her respective grade (middle 
third area).  
 
In addition, it is also important to consider what other companies have 
funded and anticipate spending in 2016 to der ive a funding decision.  
 

Monitor ing Annual Trends 
 

 Source Annual 
Change 

What rate has 
the uti l ity 

industry paid 
into sa lar ies 

over the past 
12 months? 

 

Employment Cost Index (ECI).  Produced by the 
Bureau of Labor Statistics this economic 
indicator is a quarter ly index that reports 
changes in wages and benef it costs.  Data is 
provided by the Bureau of Labor Statistics 
(BLS) and is available by industry group and 
occupation.  The data is compiled through 
separate surveys of non-farm businesses 
(about 4,500 sampled) and state and local 
government (about 1,000 sampled).  This data 
is well respected by the Fed and is used to set 
monetary policy.   
 
For the 12-months ending March 2016 
compensation (wage and salary) costs within 
the utility sector increased an average of 

2.2% 
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 Source Annual 
Change 

2.2%.  (Viewable at http://www.bls.gov/ 
news.release/ eci.t09.htm) 

What rate 
have other 

cooperatives 
paid over the 

past year? 

NRECA compensation index.  Each November 
NRECA collects compensation information from 
over 800 electr ic cooperatives for the 
purposes of calculating pension premiums for 
the next year.  This data is compiled into the 
National Compensation Survey that is released 
each March.  The overall average change for 
the entire database (from the 2015 survey) is 
2.92%. 

2.92% 

What rate do 
employers in 

genera l intend 
to fund in 

2017? 

In our continuous analysis of the major salary 
budget survey forecasts for 2017, we are 
seeing very consistent responses from US 
employers anticipating 2017 salary increase 
budgets to fall within a range between 2.9% 
and 3.5%.   

2.9% to 
3.5% 

 
 
Funding Eff iciency Analysis 
 
A funding eff iciency review can be achieved by regressing employee years 
of service with respective compa ratio. As of August, 2016, average 
employee service is 17.6 years and the relationship between compa ratio 
and service is illustrated in the following chart.  The trend line is directly 
related to histor ical levels of funding and illustrates the rate at which 
individuals progress within their  respective pay grades.  Higher levels of 
funding increase the slope of the curve and reduce the years of service.   
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Compa Ratio/ Service Model 

 

 
 
 
In the following chart the plan midpoint of 100% is indicated as well as a 
highlighted group of employees that have higher than average exper ience 
but lower than average compa ratio levels (0.94). 
 
There is one individual (highlighted) that meets the cr iter ia and 
represents a potential adverse impact group.  This situation should be 
reviewed with scrutiny (especially at the next salary increase event) to 
ensure that the individual is appropr iately placed within his respective 
salary ranges.   
 

Posi ti on Name GR C/R 
Date of 
Hi r e Ser vi ce 

         
Year s 
8/1/16 
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Posi ti on Name GR C/R 
Date of 
Hi r e Ser vi ce 

         
Year s 
8/1/16 

     
     

     
     

 
 

Potential Adverse Impact Region 
 

 
 
 
Market Var iance Analysis 
 
In the exhibits section I have put together a var iance analysis where we 
compare the closest available comparator survey data (based on the 
NRECA job code assignment you forwarded) and evaluate how closely each 
data point is in “agreement” with the grade assignment. Each survey 
report provides a different market segment perspective.  
 
Some position matches are excellent while others may only be similar  
(position descr iptors attached); however, this analysis allows the plan to 
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be tested against the rate at which the NCS and/or ERI cites as being the 
closest comparable duties and responsibilities.   
 
This analysis does not compel any particular  grade shift but if  a particular  
survey value is competitively important and is not reasonably close to the 
proposed MP, an adjustment may be warranted.   
 
Each var iance is calculated by dividing the survey data value by the 
Proposed Midpoint.  In general, a var iance of up to 10% is close enough to 
be considered comparable.  Based on the available data points you may 
elect to adjust some positions.  If  so, it may be necessary to review other 
related positions and adjust them as well.  Var iances should be reviewed 
to ensure that they are within acceptable levels of the survey data.  Bear 
in mind that the CVEC plan is designed to be competitive with the 
Kentucky state average.   
 
Robert, I trust that this narrative provides all of the information that you 
require at this time.  Thank you for the opportunity to be of service.  
Please contact me if  I may be of further assistance.  
 
Yours truly, 

 
Winston L. Tan 
Managing Pr incipal 
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Cumberland Valley Electric Cooperative 
Compensation Plan Update  

Exhibits 
 
 
 

 
August 2016 

 
 
 
 
 
 
 
 
 
 

Intandem, LLC 
Liberty Lake, WA 99019 

www.IntandemConsultants.com 
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CVEC 2016 Salary Schedule 
 

GR.       TITLE MINIMUM 
LOWER 
THIRD MIDPOINT 

UPPER 
THIRD MAXIMUM 

    Market Value Range   
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Incumbent Impact Analysis 

 
Position Name GR SALARY C/R MIN LWR MP UPR MAX 

            THD   THD   
       

      
     

     
    

   
   

   
   

        
 
 
 

Var iance Analysis: Midpoint vs. NCS National Average  
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Var iance Analysis: Midpoint vs. NCS Region III Average 

 

Grade CVEC Title 
Updated Range 

Midpoint Code NCS Title Region 3 
Variance 
Data/MP 
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Var iance Analysis: Midpoint vs. NCS KY State Average 

 

Grade CVEC Title 
Updated Range 

Midpoint Code NCS Title KY State 
Variance 
Data/MP 

        
        
        
        

     
 

   
        
        
        

     
 

   

     
 

   
 

 
Var iance Analysis: Midpoint vs ERI KY State 

 
          Variance 
Grade CVEC Title Updated Range ERI Title ($48m) KY Mean Data/MP 
    Midpoint       
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          Variance 
Grade CVEC Title Updated Range ERI Title ($48m) KY Mean Data/MP 
    Midpoint       

    
 

   

    
 

   
       

 
 

NCS Job Descriptions 
 

NCS Title Descriptor 

Accountant 1 
Records financial transactions on subsidiary records/ledger accounts. Prepares reports / financial 
statements.  

Automotive Mechanic 2 Performs minor automotive maintenance and equipment repair. No major overhauls or re-pairs.  

Billing Supervisor 

Directs member-consumer bill preparation, applies rate schedules and/or verifies calculations, applies 
discounts and penalties, payments and balances accounts, answers inquiries and com-plaints and 
adjusts bills as needed. Is responsible for employee supervision.  

Customer Service 
Representative 

Serves as primary contact in the provision of services, disconnects/connects, problem resolution, 
payment arrangements, general inquiries and account maintenance. May serve in call center.  

District/Branch Manager 

Manages the consumer-owned electric distribution system of a geographically defined area. Operations 
include: maintenance, service, consumer-member and public relations, marketing and consumer 
collections.  

Information Technology/IT 
Supervisor 

Manages the operation of information technology computer systems. Oversees computer program and 
system development. Evaluates user and system hardware and software needs. Develops long and 
short-term goals for the department. Installs and maintains communications systems. Supervises one or 
two employees.  

Line Superintendent 

Supervises activities required for constructing and maintaining power transmission and distribution 
systems. Assists engineering by designing construction layout. Supervises three or more line 
supervisors.  
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NCS Title Descriptor 
Lineman First 
Class/Journeyman Lineman 

Performs diverse work erecting, repairing and operating distribution and transmission facilities. Works on 
energized lines, structures and equipment involving electricity distribution.  

Supervisor/General 
Accounting 1 

Keeps a complete and systematic set of subsidiary records and ledger accounts recording financial 
transactions and the financial status of the system. Prepares reports and financial statements. 
Supervises one or two employees.  

Vice 
President/Manager/Director 
of Engineering 

Oversees long and short-range system planning design, distribution inspection, transmission, substations 
and other facilities. This position typically requires a degree in Electrical Engineering.  

VP/Manager/Dir. of Finance & 
Administration 

Manages/controls the financial activities for consumer and general accounting, financial planning, 
banking, insurance, and taxes. Often develops the management information system as well as data 
processing, purchasing, and human resources. Is responsible for both financial and administrative 
activities.  

VP/Manager/Director of 
Member Services 

Manages and coordinates the activities of member education, community relations, member service, 
promotion of power use, and economic and community development. There are fewer than three 
employees in the department.  

VP/Manager/Director of 
Operations 

Plans, directs and supervises activities required for constructing and maintaining power trans-mission 
and distribution systems.  
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