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The pay compression issues have also impacted the exempt positions of: (1) the Investigative 
Lieutenant, (2) the Operations Captain, and (3) the Police Chief.  
 

1. Investigative Lieutenant - Under the current system, a Patrol Lieutenant with six or more years of 
experience earns more than the Investigative Lieutenant even though the job duties and 
expectations of the Investigative Lieutenant are greater than that of a Patrol Lieutenant. It is the 
recommendation that this position be placed at 5% above where the incumbent would be placed 
in the Patrol Lieutenant pay grid. For example, if a Patrol Lieutenant with five years experience in 
that position moves into the Investigative Lieutenant position, he/she would be placed at 12.5% 
above top level Patrol Officer pay.  

2. Operations Captain – To recognize the additional duties of the Operations Captain (who acts as 
second in command to the Police Chief) over and above the duties of the Investigative and Patrol 
Lieutenants, this position would be placed in a step on the City non-represented pay grid that is 
equivalent to 10% above where he/she would fall in the Patrol Lieutenant pay grid.  

3. Police Chief – For the Chief’s position, it is currently not in line with the wages/salaries of the 
employees he supervises, nor is it in line with the geographic and similar size comparisons of 
other governmental entities.  Moving the Chief position up one pay grade in the City’s non-
represented pay grid will solve both of these issues.     

 
FISCAL IMPACT 
 

The fiscal impact of the changes set forth above equates to approximately $11,000 in 2014.  A sufficient 
amount of funds have been budgeted in the approved 2014 Budget to cover these recommended 
changes.  Further, to avoid any employee receiving a one large one-time adjustment, it is suggested that 
the recommendations be phased in as outlined in the following recommendation.      
       
RECOMMENDATION 
 

Staff is requesting that the Personnel Committee approve the following five recommendations regarding 
a new pay structure for the Police Department supervisory staff to be implemented immediately after 
passage by the Committee and the Common Council. 
 

1. Create a new pay grid for the Patrol Lieutenant and Investigative Lieutenant positions, and the 
Operations Captain and Chief will remain on the City non-represented pay grid.   

2. Patrol Lieutenant wages will be maintained at a level that is at least 5%, but not more than 10%, 
higher than the top level Patrol Officer wages. There will be a 3-step progression depending on 
the incumbent’s progression in the Lieutenant position (0-3 year Lieutenants = 5%, 3-6 year 
Lieutenants = 7.5%, and greater than 6 year Lieutenants = 10%). 

3. The Investigative Lieutenant salary will be maintained at a level that is 5% higher than the level of 
the incumbent if he/she were in the position of Patrol Lieutenant. 

4. The Operations Captain salary will be advanced to Step 11 (up from Step 9) in the position’s 
current pay grade on the City non-represented pay grid, which is the equivalent of 10% above 
where he/she would fall in the Patrol Lieutenant pay grid.  

5. The Police Chief position will be elevated from a ‘Grade 4’ to a ‘Grade 3’ on the City’s non-
represented pay grid, maintaining the incumbent’s current level of Step 11. 

 

Implementation Guidelines:  
 

 The least senior Lieutenants will move to 3% above top level Officer pay upon approval, and then 
to 5% above top level Officer pay in the first pay period after 7/1/13 7/1/14.  

 The mid-level Patrol Lieutenants (3-6 years experience in the position) will move to 6.5% above 
top level Officer pay upon approval, and then to 7.5% above top level Officer pay in the first pay 
period after 7/1/13 7/1/14. 

 The top level Patrol Lieutenants’ pay is currently just over 10% above top level Officer pay; 
therefore, the Patrol Lieutenants will become part of this pay plan in late 2014 when their wages 
fall below the 10% separation level desired between the top level Lieutenant pay and the top level 
Officer pay.   

 All sworn employees will continue to receive the 1% vest pay incentive as long as this remains in 
the Union contract.     

 All of the initial pay adjustments will be effective in the first pay period after approval.  
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