North Point Ministries, Inc. 

Salary Grading Process

North Point Ministries has a system in place to help our hiring managers assign salaries.  We have established a personnel team that consists of two members of the stewardship team, two elders, the administrator and the senior pastor.  This team has little turnover due to confidentiality issues that surround employee salary information.  The personnel team meets quarterly to review such personnel issues as compensation, employee benefits, and staff numbers.  They respond to the leadership team's recommendations for the hiring needs in each area of the church.  The budget, the needs of each ministry area, and the church's plans for growth are all considered in this process.

Once the personnel team approves a slate of proposed staff, the leaders in each of the different ministry areas are asked to develop job descriptions for the approved new staff positions in their areas.  They are also asked to fill out a job classification worksheet for the position.  The worksheet helps ensure that comparable salaries are paid for comparable work, while also taking into account any distinguishing factors, such as education and work experience. The job classification worksheet assigns points to different areas that signify what is valued in each position in our ministry culture.  These areas include: the influence the employees will have, the level of responsibility they will have for funds and property, the number of divisions/departments/employees they will manage, the number of volunteers involved in their ministry areas, their education levels, their levels of experience, and any special abilities they may have.  The value of each area is calculated by looking at the following:

Influence.  Points are given to reflect the impact the position will have on the staff and church body.  

Responsibility for funds and property.  Points are assigned using a sliding scale.  Ten points are assigned per $100,000 managed by the position for a maximum of 100 points.  If the management of funds/property is a shared responsibility, the sum of the points is split equally between the positions.

Professional considerations.  Points are awarded to certain employees who have high technical skills.  These skills are often in short supply and the marketplace has set a correspondingly high general salary level for these positions.  Higher compensation for these skills is necessary in order to attract the caliber of employees needed to perform certain jobs with excellence.

Number of divisions/departments/employees managed.  The point value in this area recognizes the level of responsibility associated with managing multiple numbers of divisions/departments/employees.  

Number of volunteers involved.  Points are distributed according to the number of volunteers involved/recruited.  North Point would not be able to do what it does without its volunteers.  

Education.  Points are rewarded for varying levels of education because a direct correlation typically exists between the level of education and the value added to the organization.

Experience.  Points are given according to one's level of experience within his/her specific trade.  This area is important to include because many of the non-ministry-focused employees tend to rank lower on the rest of the worksheet. 

Special abilities.  Points are rewarded to employees with special gifts in music, drama, speaking/teaching, or technical areas who use their gifts outside of their day-to-day jobs.  These employees often contribute significantly to the programming of the different environments at North Point without any additional compensation, so this reward is built into their salaries.

Once points are allocated for each of these areas, the point total is calculated.  The point total is then used to determine a job grade that corresponds to a specific salary range.  The salary ranges include: a minimum salary, a maximum salary, and a midpoint.  The midpoints of these salary ranges increase on a sliding scale.  Within each salary range, there is a 25 percent deviation from the midpoint to the minimum salary and a 25 percent deviation from the midpoint to the maximum salary.  Typically, our new employees are hired into the first quartile, allowing plenty of room for growth.  

The salary ranges and salaries are updated annually, adjusting for cost-of-living increases and some external factors.  In the process of adjusting salary ranges, the personnel team evaluates the most recent salary information for specific trades by looking at the previous salaries of the new hires and at the church salary surveys.  North Point tends to pay average to above average compared to the Atlanta area and above average compared to other churches.  

Periodically, as a particular job/job description changes, the job classification worksheet is re-evaluated and points are re-allocated.  However, this tool is primarily used to establish beginning salaries.  Employee performance is much more important in determining salary increases once the employee is on staff.

