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BACKGROUND
Presented by Stacie Jackson, Mgr, HR Compensation



EVALUATION OF PAY PRACTICES 
In December 2019, UNM engaged an external 
consultant – Huron Consulting Group – to 
evaluate our pay practices at the institution. 

Huron conducted an analysis of:
 Pay practices at peer institutions
 Turnover, time-to-fill, pay differences, and 

market-based factors unique to Academic 
Medical Centers
 UNM’s salary administration practices and 

structure, including an in-depth look at equity
 UNM’s Compensation Philosophy 



INTRODUCTION TO HURON
Presented by Jay Highfill and Mark Malakh, Huron



HURON INTRODUCTIONS

Jay Highfill
Jay has provided project oversight and subject matter expertise. Jay has over 20 years of
experience in providing human resource consulting services in the higher education and healthcare
sectors. He specializes in developing pay systems that align reward systems with strategy. He has
helped clients facilitate the design of compensation and performance management systems,
develop effective HR organizations, assess employee opinion, and evaluate performance gaps.

Mark Malakh
Mark was responsible for collecting and analyzing information, preparing final reports and 
recommendations, working directly with the UNM Project Core Team. Mark’s primary experience 
has been in working with higher education and healthcare organizations on compensation policy 
and strategy, performance management, time away from work, and workforce optimization 
initiatives.



APPROACH AND METHODOLOGY
Presented by Jay Highfill and Mark Malakh, Huron



PROJECT APPROACH
 The project team used a wide array of data points and 

perspectives to review UNM’s compensation approach

HR Stakeholder 
Questionnaire Feedback

Quantitative aggregated questionnaire 
feedback from project committee 

participants and broader HR Agents team

HR Stakeholder Discussion

Engagement of HR stakeholders from Main 
Campus and HSC

Analysis of HR Data

Quantitative review of internal turnover, 
market pricing, time-to-fill, pay range 

utilization

Peer benchmarking and 
best practice review

Policy and Practice 
Recommendations

Tools Supporting 
Recommendations



PEER BENCHMARKING
 The UNM Core Team, Sponsors, and Executives identified a set of 

12 benchmark peers through a review of applicable Office of 
Institutional Analytics peers and the gathering of stakeholder input.

• Texas Tech
• University of Utah
• University of Tennessee
• University of Kansas
• University of Missouri
• Texas A&M

• University of Washington
• Virginia Commonwealth 

University
• Penn State University
• University of Virginia
• University of Florida
• University of Michigan



FINDINGS
Presented by Jay Highfill and Mark Malakh, Huron



UNM’s compensation philosophy is closely aligned with leading practice. However, 
additional opportunity exists to define the competitive market, salary administration, and 
non-compensation total rewards components.

Component Recommendation

Labor Market Definition Define three separate markets depending on job group (R1, local/regional 
higher education/healthcare, and local general industry)

Market Targets Define UNM’s approach to determining salary structure within labor markets 
(market medians, New Mexico minimum wage)

Base Pay Administration Define frequency of market matching, market adjustment approach, and 
employee movement within range

Special Pay and Benefits Define non-compensation total rewards components
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COMPENSATION PHILOSOPHY
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COMPENSATION DIFFERENCES
MAIN VS HSC – MARKET ANALYSIS RESULTS

 Huron reviewed 27 selected job titles for market differences between higher education 
and healthcare sectors, identifying market differences in 13 out of 27 jobs

 Job evaluation is required to address market differences between jobs within the same 
classification
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COMPENSATION DIFFERENCES
MAIN VS HSC – CURRENT STATE

 Current practice is administration of a staff salary structure and a clinical salary structure with 
the latter as a premium on the staff structure for select healthcare jobs

 Leading practice is to administer a single structure unless there are over-riding market 
conditions

 If the market requires a job to be paid higher, jobs should be placed in a higher grade within a 
consistent grade structure for simplicity and transparency

Staff Salary Structure
Pay Range

Pay Range 
Minimum

Pay Range 
Midpoint

Pay Range 
Maximum

E $17.57 $21.96 $26.36
F $19.33 $24.16 $28.99
G $21.26 $26.57 $31.89
H $23.39 $29.23 $35.08
I $25.72 $32.16 $38.59
J $28.30 $35.37 $42.44
K $31.13 $38.91 $46.69
L $34.24 $42.80 $51.36

Clinical Structure (Current Practice Staff + 10%)
Pay Range

Pay Range 
Minimum

Pay Range 
Midpoint

Pay Range 
Maximum

E $19.33 $24.16 $28.99
F $21.26 $26.57 $31.89
G $23.39 $29.23 $35.08
H $25.72 $32.16 $38.59
I $28.30 $35.37 $42.44
J $31.13 $38.91 $46.69
K $34.24 $42.80 $51.36
L $37.66 $47.08 $56.49

Example Based on Sample Pay Ranges

Jobs in grades E and I 
can be administered in 

F and J
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COMPENSATION DIFFERENCES
RECOMMENDED APPROACH

 Huron recommends evaluating jobs with market differences, clarifying job complexity and 
separating current job titles into multiple titles where justified by market and complexity 
differences

 Huron recommends avoiding the creation of separate pay structures between Main and 
HSC

Accountant II

Accountant II, 
Healthcare

Accountant II, 
Academic

SAMPLE
For Reference Only
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EQUITY AND SALARY PLACEMENT
CURRENT STATE

Current UNM equity and salary placement guidelines create ambiguity around 
compensation administration and are overly restrictive in starting salary guidelines.
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EQUITY AND SALARY PLACEMENT
RECOMMENDATIONS

Huron recommends the following changes to the salary placement and equity policy.

Equity Policy Change Description

Use of Salary Placement 
and Equity Tools

Use salary placement tool to determine experience-based pay range and 
replace use of equity grid with dynamic equity tool built off of the placement tool.

Scope of Review – Level 3 
vs Department-Level

Modify the scope of equity review, reviewing jobs across the entire Level 3 
designation (e.g. School) where possible to improve consistency and reduce 
compliance risk. Due to short-term technological limitations, the Level 5 
organization should be used for the School of Medicine to account for a large 
incumbent count.

Education Calculation –
Relevance and 
Documentation

Ensure that education counted toward experience as it relates to equity is 
directly relevant to position and is above the minimum requirements for the job. 
Allow candidates without strict licensure requirements to submit unofficial 
transcripts to reduce administrative burden and decrease time-to-hire.
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PAY RANGE STRUCTURE
CURRENT STATE

UNM’s current state pay structure demonstrates opportunity for improved range consistency 
and reduced width to align with best practice and address stakeholder feedback around 
limited range progression.
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PAY RANGE STRUCTURE
RECOMMENDATIONS

UNM should adopt a phased approach for pay range updates, culminating in the 2023 
implementation of an updated, best practice pay range structure that addresses stakeholder 
needs.

Pay Range Pay Range 
Minimum

Pay Range 
Midpoint

Pay Range 
Maximum

A $12.00 $15.00 $18.00 
B $13.20 $16.50 $19.80 
C $14.52 $18.15 $21.78 
D $15.97 $19.97 $23.96 
E $17.57 $21.96 $26.35 
F $19.33 $24.16 $28.99 
G $21.26 $26.57 $31.89 
H $23.38 $29.23 $35.08 
I $25.72 $32.15 $38.58 
J $28.30 $35.37 $42.44 
K $31.12 $38.91 $46.69 
L $34.24 $42.80 $51.36 
M $37.66 $47.08 $56.49 
N $41.43 $51.78 $62.14 
O $45.57 $56.96 $68.35 
P $50.13 $62.66 $75.19 
Q $55.14 $68.92 $82.71 
R $60.65 $75.82 $90.98 
S $66.72 $83.40 $100.08 
T $73.39 $91.74 $110.09 

10% Midpoint 
Progression

50% Range 
Width



NEXT STEPS
Presented by Stacie Jackson, Mgr, HR Compensation



STUDY OUTCOMES
Based on Huron’s recommendations, HR Compensation is 
formulating a project plan to:
 Update the UNM Compensation Philosophy to align 

with industry-leading practices 
 Implement a Salary Placement and Equity Tool to 

enhance salary and equity administration across UNM
 Change Compensation Guidelines and University 

Policy to align 
 Analyze job-based distinctions in Non-Clinical HSC 

Classifications and update other related classifications
 Sunset the Clinical Staff Salary Structures



UPDATES TO COMP PHILOSOPHY

HR Compensation will update the 
UNM Compensation Philosophy to 
include Huron’s recommended 
additions
Philosophy will be published in a 

downloadable PDF and available on 
the HR website soon
Encourage departments to 

periodically review with managers, as 
well as share with job candidates

https://hr.unm.edu/compensation-vision-statement-staff


ANALYSIS OF HSC CLASSIFICATIONS
An analysis of non-clinical job 

classifications located on both the Main 
Campus and Health Sciences will occur. 
 The analysis will look internally to see if 

there are complexity differences for jobs 
located at HSC and externally to see if 
there are market-based pay differences.
Where differences exist, new job 

classifications will be developed and 
implemented.



ANALYSIS OF HSC CLASSIFICATIONS
Additionally, HR Compensation 
has identified the need to 
move Physician and 
Physician/Subspecialist
classifications into a 
broadband grade. 

Evaluation underway to 
determine appropriate pay 
groupings based on clinical 
specialty area. 

https://jobdescriptions.unm.edu/detail.php?v&id=R6002
https://jobdescriptions.unm.edu/detail.php?v&id=R6003


SIMPLIFYING SALARY STRUCTURES

HR Compensation will 
evaluate the 21 job 
classifications currently in 
the Clinical Staff Salary 
Structures, then cross-walk 
into the regular structure 
appropriately. 
Once all jobs are moved, 

the Clinical Structures will 
be eliminated.



SALARY PLACEMENT & EQUITY TOOL
New Salary Placement and Equity 
Tool will be used to:
 Identify appropriate pay rate based 

on relevant education and related 
experience
 Ensure consistent administration of 

equity across Level 3 orgs*
 Improve equity administration by 

allowing for more opportunities to 
address equity and align an 
incumbent’s salary with their 
education and experience

*Some exceptions may apply at project start.



SALARY PLACEMENT & EQUITY TOOL



SALARY PLACEMENT & EQUITY TOOL
Salary Placement and Equity 

Tool is under development 
and testing
Anticipate launching for full 

use no later than January 
2021
 To ensure effectiveness, 

efforts are underway to 
centralize data regarding 
employee education and 
experience



UPDATES TO GUIDELINES & POLICY 
 The new Salary Placement and Equity Tool will 

apply to the majority of compensation actions, 
including:
 New hire salary rates
 Reclassifications
 Career Ladders
 Voluntary transfers to lower-level positions

 It will not apply to:
 In-range salary adjustments
 Counter or Retention Offers



UPDATES TO GUIDELINES & POLICY 
 As a result of the new tool, 

updates will occur to the 
Compensation Guidelines. 
Specifically, guidance 
regarding salary increases will 
be updated. 

Additionally, updates to
UAP 3500: Wage and Salary 
Administration will need to 
occur.

https://hr.unm.edu/compensation-guidelines-staff-employees
https://policy.unm.edu/university-policies/3000/3500.html


UPDATES TO SALARY STRUCTURE
As described in the recent Minimum Wage 

presentation to HR Agents, substantial 
changes are needed to the Staff Salary 
Structure to comply with state minimum 
wage. 
Additional modifications under review to 

align with Huron’s recommendations and a 
best-practice salary structure design.
Anticipate incremental improvements to the 

structure overtime, with a finalized 
structure implemented in 2023.

https://confluence.unm.edu/display/EKB/HR+Forum+Presentations
https://hr.unm.edu/unm-staff-salary-structure


NEXT STEPS 
These efforts are long-term and will likely not be entirely 
completed until late 2022.
In the meantime, your organization can:
 Evaluate your internal pay practices
 Utilize the salary ranges as you make decisions about 

employee salaries
 Ensure you have accurate education and work 

experience information on file for your employees 
 Reach out to your HR Consultant and/or HR 

Compensation to discuss how your organization can 
align with the upcoming changes



QUESTIONS?
HR Compensation
505-277-6947
comp@unm.edu

mailto:pep@unm.edu
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