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UPDATE TO MINIMUM WAGE
Presented by Stacie Jackson, Mgr, HR Compensation



BACKGROUND 

In 2019, the NM legislature amended the NM Minimum Wage Act, enforcing 
annual increases to the state minimum wage, as follows:

Effective Date
Minimum Wage 

Requirement

January 1, 2020 $9.00 per hour

January 1, 2021 $10.50 per hour

January 1, 2022 $11.50 per hour

January 1, 2023 $12.00 per hour

The new minimum wage rates apply to all employees, including regular, 
temporary, term, on-call, and student employees. 



COMMUNICATIONS TO LEADERS

▪On July 17th, reports were sent to all Level 3 
organization leaders regarding the anticipated 
cost impact of the 2021 Minimum Wage rate. 

▪Spreadsheets included all identified 
employees below $10.50/hour and classified 
in titles under review

▪Costs account for:
▪ Implementing January 1, 2021 (mid-fiscal year)

▪ Fringe benefits

▪ Projections off actual hours worked for on-call and 
student employees



FINANCIAL PLANNING

▪Ensure your budget accounts 
for the cost increases

▪Partner with your respective 
financial agent to ensure 
appropriate funding is in 
place for these increases

▪ There are no exceptions for 
complying with the new 
minimum wage rates.



2021 SALARY STRUCTURE
There will be a substantial impact to the Staff Salary Structure as a result of these changes. On 
January 1, 2021, HR Compensation will eliminate Grades 3-4 and increase the starting rate for Grades 
5-7 to no less than $10.50 per hour.

https://hr.unm.edu/unm-staff-salary-structure


2021 SALARY STRUCTURE
2020 Salary Structure

(Grades 3-9 Represented Only)

2021 Salary Structure
(Grades 5-9 Represented Only)



2022 SALARY STRUCTURE
HR Compensation is evaluating the potential for eliminating Grade 5 in 2022. Additionally, we will 
ensure Grades 6-8 start at a rate no less than $11.50 per hour to comply with the January 1, 2022 
Minimum Wage requirement.



2022 SALARY STRUCTURE
2021 Salary Structure

(Grades 5-9 Represented Only)

2022 Salary Structure
(Grades 6-9 Represented Only)



2023 SALARY STRUCTURE
In 2023, HR Compensation anticipates eliminating Grade 6 and finalizing a structure beginning at 
Grade 7 with a starting rate no less than $12.00 per hour. Additional changes are anticipated to occur 
to the entire Staff Salary Structure to ensure alignment with industry best practices and effective 
salary administration.



2023 SALARY STRUCTURE
2022 Salary Structure

(Grades 6-9 Represented Only)

2023 Salary Structure
(Grades 7 Represented Only)



IMPORTANT CONSIDERATIONS

▪Ensures compliance

▪Mitigates immediate costs

▪Progresses toward ideal 
structure and alignment 
with best practices

▪Where possible, will move 
closer to ideal range 
spread

▪Results in short-term 
compression

▪Misaligned with best 
practice in the short-term

▪Substantial impact to job 
classifications

Advantages of a
Staggered Approach

Disadvantages of a
Staggered Approach



CLASSIFICATION ANALYSIS

▪ These changes will require an analysis 
of over 270 job classifications between 
now and 2023. 

▪ By January 2021, HR Compensation 
will address 145 job classifications, 
which may include:
▪ Changes in grade

▪ Consolidation of like-positions

▪ Retirement of unused classifications



CLASSIFICATION ANALYSIS

▪ HR Compensation will contact 
departments utilizing the titles to discuss 
the anticipated changes and ensure 
continued support of departmental 
business needs. 

▪ In the July 17 report, departments were 
given a list of the classifications under 
review that are used in their Level 3 org. 

▪ Evaluate those positions and ensure 
supervisors can speak to job expectations 
and business needs.



CLASSIFICATION ANALYSIS

▪Of those 145 classifications 
impacted in 2021, 110 are 
represented by a collective 
bargaining unit. 

▪HR will engage the respective 
unions regarding anticipated 
changes between 
September – November. 

▪Changes to job classifications 
will go into effect January 1, 
2021.



NEXT STEPS

July 2020
August 
2020

September 
2020

October 
2020

November 
2020

December 
2020

January 
2021

Communicate approach 
and costs with 
departments

Consult with 
departments regarding 
proposed classification 

changes 

Communicate with 
impacted employees

Implement changes to 
pay, classifications, and 

salary structure
Engage unions

Commence prep for 
2022 minimum wage 

changes

Begin monitoring new 
hires in UNM Jobs with 

rates below 
$10.50/hour and 

consult with hiring 
departments



QUESTIONS REGARDING MINIMUM WAGE?



EVALUATION OF PAY PRACTICES
Presented by Stacie Jackson, Mgr, HR Compensation



NEXT STEPS

Research and analysis Develop and implement

Evaluate internal 
processes and 

policies

Research 
external 
practices

Obtain 
stakeholder 

input

Define 
scope

Engage 
consultant

Obtain 
data

Identify gaps and 
opportunities

Present options to 
leadership

Communicate to 
stakeholders

Begin implementation

Project conception

We are 
here.

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



EVALUATION OF PAY PRACTICES

▪ In the course of the study, Huron 
collaborated with multiple stakeholders at 
all levels of the University. 

▪Core Team included representatives from 
HR and HSC.

▪Committee Members included HR Agents 
from Main Campus and HSC Level 3 
organizations.

▪Stakeholder survey conducted in March to 
obtain feedback on primary pain points and 
areas for opportunity.



EVALUATION OF PAY PRACTICES

Huron conducted an analysis of:

▪ Feedback from stakeholders regarding 
common pain points

▪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 



STUDY OUTCOMES

Based on Huron’s recommendations, HR Compensation is 
formulating a project plan to implement the following:

▪ Updates to the UNM Compensation Philosophy to 
align with industry-leading practices 

▪ A Salary Placement and Equity Tool to enhance 
effective salary decisions and ensure consistency with 
equity adjustments for compensation-related actions

▪ Changes to Compensation Guidelines and University 
Policy to ensure alignment between University 
processes and best practices 



STUDY OUTCOMES
Additionally, Huron recommends  
UNM proceed with:

▪ Analyzing job-based distinctions 
in Non-Clinical HSC 
Classifications to identify areas 
of higher complexity and market-
driven pay differences

▪ Sunsetting the Clinical Staff 
Salary Structures and cross-
walking all jobs into one Staff 
Salary Structure based on their 
market price and internal 
considerations



NEXT STEPS

▪Huron will be conducting a 
special presentation outlining 
their methodology, findings, and 
recommendations

▪Please join us on Wednesday, 
August 5 at 9am via Zoom.

▪Send questions to 
comp@unm.edu by Friday, July 
31st to ensure they are addressed 
in the meeting

mailto:comp@unm.edu


QUESTIONS?
HR Compensation

505-277-6947

comp@unm.edu

mailto:pep@unm.edu

