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EVERGREEN SOLUTIONS, LLC

Chapter 1 - Introduction

The leadership of Fair Oaks Ranch, TX (the “City”) in keeping with its commitment to attracting
and retaining the employees necessary to provide high quality services determined that its
current compensation and classification systems and structures needed to be updated to
better reflect best practices. Evergreen Solutions, LLC (“Evergreen”) was selected by the City
during March of 2025 as its partner to accomplish this goal. This engagement sought to
evaluate the strengths and weaknesses of the City’s current systems, conduct a job and pay
grade analysis to study internal equity, collect peer salary and benefit data to study external
equity, and adjust the current compensation and classification systems to better reflect the
market. This study and the analysis contained within provides City leadership with valuable
information related to their employee demographics, opinions, and market data, as well as
internal and external equity.

Internal equity relates to the fairness of an organization’s compensation practices among its
current employees. Specifically, by reviewing the skKills, responsibilities, and duties of each
position, it can be determined whether similar positions are being compensated in an
equitable manner within the organization. External equity relates to the differences between
how an organization’s classifications are valued and the compensation available in the
marketplace for the same skills, responsibilities, and duties. This component of the study aims
to address how the City is positioned in the market relative to other local area government
organizations with similar positions and to develop recommendations that allow the City to
recruit and retain quality employees. The classification component of this study resolves any
inconsistencies related to job requirements or job titles and ensures that all jobs are
appropriately categorized and aligned with the work currently performed.

1.1 STUDY METHODOLOGY

Evergreen Solutions combines qualitative and quantitative data analysis to produce
recommendations that maximize the fairness and competitiveness of an organization’s
compensation structure and practices. It is important to note that the data utilized in the study
represents a snapshot in time. As market conditions can change rapidly, it is important for the
City to conduct regular market surveys to ensure their external market position does not
decay. A full compensation and classification review is recommended approximately every
three to five years. Some examples of project activities included:

conducting a project kick-off meeting;

presenting orientation sessions to employees;

conducting an analysis of current conditions;

facilitating focus group sessions with employees;
conducting an external market salary and benefits survey;
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e revising classification descriptions based on job analysis;

e developing recommendations for compensation and classification changes and
administration;

e reviewing current approach to performance management;

e creating draft and final reports; and

e conducting training sessions with human resources staff in the methodology used
to systematically assess job classifications.

Kickoff Meeting

The Kickoff meeting provided an opportunity to discuss the areas of concern, finalize the work
plan, and begin the data collection process. Data collection included the gathering of relevant
background material including existing pay plans, organization charts, policies, procedures,
training materials, classification specifications, and other pertinent material.

Employee Outreach

Through the orientation sessions, Evergreen consultants briefed employees on the purpose
and major processes of the study. This process addressed employee questions to resolve
misconceptions about the study and related tasks and explained the importance of employee
participation in the JAT process.

In addition, employees participated in focus group sessions designed to gather input from
their varied perspectives as to the strengths and weaknesses of the current system. Feedback
received from employees in this context was helpful in highlighting aspects of the organization
which needed particular attention and consideration. This information provided some basic
perceptional background, as well as a starting point for the research process.

Job Assessment Tool® (JAT) Classification Analysis

Employees were asked to complete individual JAT surveys, where they shared information
pertaining to their work in their own words. These JATs were analyzed and compared to the
current classification descriptions, and classifications were individually scored based on
employee responses to six compensable factor questions. Each of the compensable factors,
Management, Processes, Resources, Technology, Errors and Risks, and Knowledge and
Experience, were given weighted values based on employee responses, resulting in a point
factor score for each classification. The rank order of classes by JAT scores was used to
develop a rank order of classes within the proposed compensation structure. Combined with
market data, this information formed the foundation of the combined recommendations. The
nature of each compensable factor is described below:

e Management - outlines leadership roles, from supervised tasks to independent work,
team supervision, and overseeing departments or operations across multiple areas.

e Processes - relates to operational actions, from performing tasks to managing
processes within departments or across the entire organization.
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e Resources - defines resource responsibilities, from using and monitoring resources to
managing budgeting, compliance, and allocation across the organization.

e Technology - describes the application of technology in performing duties, from using
basic tools and software to managing complex systems, setting guidelines, and
overseeing long-term projects.

e Errors and Risks - identifies the types of errors and risks associated with different
roles, ranging from minimal impact to those that could result in significant physical,
financial, or legal consequences.

e Knowledge and Experience - indicates the knowledge and experience required for
various roles, ranging from basic tasks with on-the-job training to advanced education
and strategic planning expertise.

Salary Survey

The external market for this study was defined as identified local government organizations
with similar positions as well as similar characteristics, demographics, and service offerings.
Specific benchmark positions in the City were surveyed, although not all positions had
matching positions at the peer organizations. The data were then analyzed comparing City
classifications to the jobs performing the same duties at peer organizations to gain a fuller
understanding of their market position.

Benefits Survey

A benefits survey was also conducted as a part of this study. The survey collected information
on the benefits provided by peer organizations, including health and retirement plans, paid
leave, and other supplemental offerings. This data was then compared to the City’s current
benefits package to evaluate how Fair Oaks Ranch is positioned relative to its peers. The
resulting analysis provided additional insight into the City’s overall competitiveness in
attracting and retaining employees by examining both compensation and benefits as a
complete package.

Recommendations

Drawing on these findings, Evergreen developed recommendations focused on strengthening
internal and external equity, improving recruitment and retention, and modernizing the City’s
compensation and classification practices. Evergreen provided the City with a variety of
recommendations for the future at various costs. Plans ranged from minor tweaks to the
current compensation and classification system to wholesale changes to the entire
organizational structure. These plans were designed to fix the issues identified in this report,
while continuing to build on the strengths the City currently exhibits.

Performance Evaluation Review

Evergreen evaluated the current performance evaluation systems and developed
recommendations to enhance the recently adopted review process.
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1.2 REPORT ORGANIZATION

This report includes the following additional chapters:

e Chapter 2 - Summary of Employee Outreach

e Chapter 3 - Assessment of Current Conditions
e Chapter 4 - Market Summary

e Chapter 5 - Benefits Summary

e Chapter 6 - Recommendations: Classification, Compensation, and Performance
Management Process
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Chapter 2 — Summary of Employee
Outreach

Evergreen Solutions, LLC conducted a series of focus groups and outreach sessions with
employees of the City to gather direct feedback related to compensation, classification,
benefits, and workforce dynamics. The purpose of these sessions was to understand
employee perspectives, capture organizational culture, and identify both strengths and
opportunities for improvement within the City’s current systems. These outreach efforts are
critical to ensure that the study reflects real employee experiences and provides a foundation
for practical, employee-informed recommendations.

The sessions included a diverse cross-section of employees across departments and roles.
Feedback was consolidated to maintain anonymity and to highlight themes rather than
individual comments. As with all employee outreach, the observations are perceptional in
nature and may not necessarily reflect actual policy or structural conditions. However,
perceptions strongly influence morale, retention, and employee engagement, making these
insights invaluable for shaping a forward-looking compensation strategy. This summary
chapter was written using the notes generated from the sessions and any specific reference
to an individual employee has been excluded.

2.1 GENERAL FEEDBACK

To begin the survey, employees were asked broad questions about their reasons for choosing
to work at the City, why they remain, and what improvements would help the City attract and
retain staff. These questions provide important context for understanding employee
motivations and perceptions before examining compensation, classification, and benefits in
greater detail. Employees expressed pride in working for the City, citing its small-town
atmosphere paired with proximity to a major metropolitan area. Many participants noted that
they originally joined the City due to its location, stability, benefits, and the opportunity to work
in a close-knit environment. The organization was described as family-like, with employees
feeling supported by colleagues and management. Staff appreciated opportunities for cross-
training and hybrid roles that allow them to gain experience in multiple functional areas.

At the same time, employees noted concerns about workload and expectations tied to the
City’s growth. Several positions, particularly in public works and public safety, were described
as carrying increasing responsibilities without corresponding adjustments in classification or
compensation. Employees highlighted a culture of dedication but felt the growing demands
were outpacing resources. Career growth, succession planning, and internal equity were
recurring themes, with employees desiring clearer progression paths and recognition for
expanded duties.

Some of the comments provided when asking why attendees initially sought employment with
Fair Oaks Ranch included:
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e “Heard about the good people that work here.”
o “Feels like family here.”

e “Employee appreciation here is unmatched.”

o “Management treats employees well.”

2.2 CLASSIFICATION AND COMPENSATION FEEDBACK

Concerns around job titles and internal equity were frequently raised. Employees noted that
certain positions, such as administrative clerks, utility clerks, and maintenance technicians,
carry very different responsibilities despite being grouped into similar classifications. Others,
such as IT and communications roles, were said to have evolved significantly beyond the
scope described in their original job descriptions. Supervisors in many areas were described
as working managers, responsible not only for overseeing day-to-day operations but also for
carrying significant administrative, project management, and budgetary responsibilities.
Employees expressed concern that compensation has not kept pace with these expanded
roles, leaving supervisory salaries misalighed with the level of responsibility required. One
comment received seemed to summarize the opportunity related to classification and internal
equity improvements, “The job descriptions are written to a lower end and the expectation is
much higher than what is stated. The compensation doesn’t translate.”

On compensation, employees generally felt that the City lags key competitors in the region.
Several participants noted that comparable positions in nearby jurisdictions often command
higher pay, making it difficult for Fair Oaks Ranch to remain competitive in the labor market.
Employees expressed concern that while the City offers meaningful work and a supportive
environment, salaries do not always reflect the scope of responsibilities or the experience
required to perform effectively.

Another recurring theme pertains to pay compression and limited opportunities for
progression. This was more pronounced for employees with advanced skills or tenure who felt
their compensation did not keep pace or align with their contributions. Many suggested the
introduction of incentives tied to certifications, licenses, and specialized expertise as a way to
recoghize professional development and encourage retention.

Employees also raised concerns that in some cases, the level of responsibility and complexity

of work had outgrown the associated pay range, leading to a sense that compensation has
not kept pace with the evolving demands of certain roles.

2.3 BENEFITS FEEDBACK

Employees expressed satisfaction with the City’s health insurance and retirement offerings,
noting that costs were relatively low and the retirement match was competitive. Several
emphasized that the five-year vesting schedule was particularly attractive. Fringe benefits,
including certification classes and incentive pay for degrees or bilingual ability, were also
valued.
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Employees also identified areas for improvement. Several participants wanted the ability to
contribute more toward retirement, accrue additional vacation or cash-out options, or use
comp time in lieu of overtime. Requests were also made for expanded professional
development benefits, including tuition reimbursement and additional incentives for
advanced degrees or specialized skKills

There seems to be a high level of trust among employees when discussing non-compensation
and compensation-related benefits. One attendee stating that, “HR does a good job to keep
the costs low” and “Cost for insurance is minimal compared to other cities for family and
individual.” High levels of trust and open communication are key identifiers for organizations
with a great culture. Fair Oaks could leverage the employee perception of market leading
benefits to improve recruitment and retention by creating a total compensation framework
that places Fair Oaks at a higher percentile of the market. The competitive advantage that
market leading benefits provides should not be eroded by using benefits as the justification
to pay a less than market wage.

2.4 RECRUITMENT AND RETENTION CHALLENGES

Recruitment and retention challenges were a recurring theme across all focus groups. Long-
term vacancies and staffing shortages in certain areas left employees feeling stretched too
thin, often without sufficient time or resources to complete their work effectively. The most
commonly mentioned classifications with high turnover rates or long-term vacancies occurred
in the areas of:

maintenance;

utility;

water/wastewater technicians; and
police.

Employees felt that some of these challenges were tied to the lack of advancement
opportunities within certain job families, resulting in flat career structures that hinder
motivation and long-term retention. Employees also emphasized that the high cost of housing
in Fair Oaks Ranch prevents most staff from living within the community they serve,
underscoring the need for competitive salaries and benefits to attract and retain talent.
Several noted that it is difficult to justify commuting past neighboring jurisdictions offering
higher wages for similar work. The local competition places the City at a disadvantage in both
recruitment and retention efforts.

Participants offered that the City’s strongest competitors for talent include nearby jurisdictions
such as Boerne, Kendall County, Leon Valley, San Marcos, New Braunfels, as well as utilities
such as the San Antonio Water System, and other growing regional cities and counties.
Employees stated that these organizations offer more competitive pay, specialized roles, or
more robust advancement opportunities, making it challenging for Fair Oaks Ranch to
compete for experienced candidates.
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2.5 KEYISSUES FOR THE STUDY

At the conclusion of each focus group, participants were asked to identify their top three
priorities for the study. This exercise helped clarify the areas where employees believe the City
would benefit most from targeted recommendations. Across groups, several consistent
themes emerged:

e Competitive Pay: Compensation should be brought in line with surrounding
jurisdictions to support recruitment and retention.

o Career Progression: Development of structured career paths and succession plans to
provide clarity for advancement. This is especially important for classification families
that require desirable industry certifications and licensure essential to service delivery
for Fair Oaks Ranch.

e Certification Pay: Recognition for professional licenses and certifications, particularly
in maintenance, public works, and utilities.

e Internal Equity: Reclassification of positions and review of job titles to align duties with
expectations and ensure fairness across roles.

e Workload Balance/Staffing Levels: Addressing hybrid roles and increasing
specialization where feasible to prevent burnout and enhance service delivery.

2.6 SUMMARY

The outreach sessions revealed that Fair Oaks Ranch employees are deeply committed to
their work, value the supportive culture, and appreciate the benefits provided by the City. At
the same time, there are pressing concerns around pay competitiveness, career
advancement, staffing levels, and internal equity that must be addressed to sustain morale
and retain talent.

The concerns expressed and reported above are not unique to the City; similar issues are
commonly found in many organizations. What sets the City apart, however, is its commitment
to actively seeking employee input and feedback regarding its compensation and
classification system. This commitment reflects a meaningful step toward ensuring that the
City’s practices are equitable, competitive, and responsive to employee needs.

The feedback gathered through this employee outreach process provided valuable insight into
the current environment and employee perceptions. These perspectives were carefully
considered in the subsequent phases of the study and informed the detailed analyses and
recommendations presented in the following chapters.
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Chapter 3 — Assessment of Current
Conditions

The purpose of this chapter is to provide a descriptive analysis of the compensation and
classification system in place at the City at the start of this study. The assessment is divided
into the following sections:

3.1  Analysis of Pay Plans

3.2  Grade Placement Analysis
3.3 Quartile Analysis

3.4  Compression Analysis

3.5 Summary

This chapter presents a point-in-time analysis based on employee data collected in April 2025.
It establishes the foundation and baseline for identifying trends, informing and shaping the
recommendations in Chapter 6. While not a definitive assessment of the City’s evolving
compensation practices, it offers insights into the structure and methods in place at the
study’s outset, highlighting key areas for further review and potential improvement.

3.1 ANALYSIS OF PAY PLANS

The purpose of analyzing the pay plans used within the City is to help gain an overview of the
compensation philosophy as it existed when the study began. The City had a system in place
that categorized classifications by level and type of work. This system used alpha-numeric and
numeric pay grades to represent classifications of varying level and responsibility. For the
purpose of this report, the various pay plans are being included together in the analysis to
provide a wholistic look at the pay ranges available to employees. Exhibit 3A displays the City’s
pay plans summarized for ease of comparison. The exhibit provides the pay plan name; lists
each pay grade on the plan; the value of each pay grade at minimum, midpoint, and maximum,;
the range spread for each pay grade - which is a measure of the distance between the
minimum and maximum of the grade; the midpoint progression between grades; and the
number of employees per pay grade.

The City maintains a broad 56-grade pay structure; however, only 50 percent of the grades
are currently populated, with 80 employees distributed across 28 grades. The pay range
spreads fall between 37.8 - 52.2 percent. Pay grades 12, 13, 19, 24, 31, 32, 34, 45,
PD62184, PD82080, and PD92080 only have one employee, while pay grade 14 contains
the most employees with 15.
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EXHIBIT 3A
PAY PLAN SUMMARY
o o : Range Midpoint
Pay Plan Grade Minimum Midpoint Maximum . Employees
Spread Progression
Civilian 12 S 35,464 | S 44720 | S 53,976 52% - 1
Civilian 13 S 37,273 | § 46,301 | S 55,328 48% 4% 1
Civilian 14 S 39,166 | S 49,379 | S 59,592 52% 7% 15
Civilian 16 S 43,222 | S 53,695 | S 64,168 48% 9% 4
Civilian 17 S 45,406 | S 56,410 | S 67,413 48% 5% 4
Civilian 18 S 47,715 | $ 59,270 | $ 70,824 48% 5% 2
Civilian 19 S 50,128 | S 62,265 | S 74,402 48% 5% 1
Civilian 20 ) 52,666 | S 65,416 | S 78,166 48% 5% 2
Civilian 21 S 55,328 | S 68,723 | S 82,118 48% 5% 2
Civilian 22 S 58,136 | $ 72,207 | $ 86,278 48% 5% 3
Civilian 23 S 61,090 | S 75,868 | S 90,646 48% 5% 2
Civilian 24 ) 64,168 | S 79,706 | S 95,243 48% 5% 1
Civilian 25 S 67,413 | S 83,730 | $ 100,048 48% 5% 3
Civilian 26 S 70,824 | S 87,963 | S 105,102 48% 5% 4
Civilian 27 S 74,402 | S 92,404 | S 110,406 48% 5% 3
Civilian 31 S 90,464 | S 112,489 | S 134,514 49% 22% 1
Civilian 32 S 95,243 | $ 118,290 | S 141,336 48% 5% 1
Civilian 34 S 105,102 | S 130,551 | 156,000 48% 10% 1
Civilian 35 S 110,406 | S 137,155 | S 163,904 48% 5% 2
Civilian 37 S 121,024 | S 150,971 | & 180,918 49% 10% 2
Civilian 40 S 141,336 | S 175,562 | $ 209,789 48% 16% 2
Civilian 45 S 180,918 | $ 224,723 | $ 268,528 48% 28% 1

Range Midpoint

Pay Plan Grade Minimum Midpoint Maximum Spread  Progression Employees
Non-Civilian PD62080 | S 59,842 | § 71,177 | $ 82,512 38% = 3
Non-Civilian PD62184 | S 59,842 | § 71,177 | $ 82,512 38% 0% 11
Non-Civilian PD72184 | S 67,726 | S 80,535 | S 93,344 38% 13% 2
Non-Civilian PD82080 | S 80,742 | § 96,020 | S 111,297 38% 19% 1
Non-Civilian PD82184 | S 80,742 | $ 96,020 | S 111,297 38% 0% 4
Non-Civilian PD92080 | $ 89,238 | 5 106,121 | § 123,003 38% 11% 1

Comparing the summary data in Exhibit 3A to best practices, the following observations can
be made regarding the City’s pay plans.

e The City’s average salary range spread for the civilian plan is 48 percent and for the
non-civilian plan its 38 percent. While this is narrow compared to broader public sector
norms, they may not differ significantly from peers in the local market. This provides
context that the Town’s structure, while conservative, may be consistent with
municipalities in close proximity.

e Based on a comparison of the civilian pay plan to the employee data, it was observed
that multiple pay grades are not currently utilized. Among the occupied grades, Pay
Grade 14 contains the largest concentration of employees, with 15 incumbents, while
nine pay grades have only a single incumbent. The non-civilian pay plan includes five
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pay grades with differing hourly rates depending on annual hours (2080 or 2184).
Within this plan, the majority of employees are placed in Pay Grade PD6/2184 hours.

e The minimum of the pay grades utilized is $35,464 while the maximum of the utilized
pay grades is $275,246.40 at step 18. The City’s minimum rate is $17.05 per hour.

e The City utilizes a step plan system for both its civilian and non-civilian pay plans. A
step plan is defined by a structured pay schedule in which employees advance through
predetermined salary increments, typically based on tenure, performance, or a
combination of both. The civilian pay plan includes 18 steps, and the non-civilian pay
plan includes 14 steps.

3.2 GRADE PLACEMENT ANALYSIS

The Grade Placement Analysis evaluates how employee salaries are distributed across pay
grades to identify potential challenges with salary progression, turnover, or market
competitiveness. Clustering at the lower end may suggest limited progression or high turnover,
while clustering at the upper end may indicate long tenure, experienced employees or
outdated pay ranges. The analysis considers employee placement relative to the range
minimums, midpoints, and maximums, and includes only pay grades with active incumbents.

Exhibit 3B displays the percentage and number of employees compensated at their pay grade
minimum and pay grade maximum. The percentages presented are based on the total number
of employees in that grade. As can be seen in the exhibit, 3.8 percent (three total) of all
employees are compensated at their pay grade’'s minimum. The same percentage of
employees, 3.8 percent (three total), are compensated at their pay grade’s maximum.
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EXHIBIT 3B
EMPLOYEES AT MINIMUM AND MAXIMUM BY GRADE
Pay Plan Grade Employees #atMin %atMin #atMax % at Max
12 1 0 0.0% 0 0.0%
13 1 0 0.0% 0 0.0%
14 15 2 13.3% 0 0.0%
16 4 0 0.0% 0 0.0%
17 4 0 0.0% 0 0.0%
18 2 0 0.0% 0 0.0%
19 1 0 0.0% 0 0.0%
20 2 0 0.0% 0 0.0%
21 2 0 0.0% 0 0.0%
22 3 0 0.0% 0 0.0%
o 23 2 0 0.0% 0 0.0%
Civilian
24 1 0 0.0% 0 0.0%
25 3 0 0.0% 0 0.0%
26 4 0 0.0% 1 25.0%
27 3 0 0.0% 0 0.0%
31 1 0 0.0% 0 0.0%
32 1 0 0.0% 0 0.0%
34 1 0 0.0% 0 0.0%
35 2 0 0.0% 1 50.0%
37 2 0 0.0% 0 0.0%
40 2 0 0.0% 0 0.0%
45 1 0 0.0% 0 0.0%
PD62080 3 0 0.0% 0 0.0%
PD62184 11 1 9.1% 1 9.1%
PD72184 2 0 0.0% 0 0.0%
- PD82080 1 0 0.0% 0 0.0%
Non-Civilian
PD82184 4 0 0.0% 0 0.0%
PD92080 1 0 0.0% 0 0.0%
Total - 80 3 3.8% 3 3.8%

In addition to evaluating the number of employees at pay range minimum and maximum, an
analysis was conducted to assess employee distribution relative to the midpoint of each pay
grade. As shown in Exhibit 3C, 90 percent of City employees (72 individuals) are compensated
below their pay grade midpoint, while only 10 percent (8 individuals) are compensated above.
This distribution highlights a significant concentration of employees on the lower end of their
respective salary ranges

% Evergreen Solutions, LLC

Page 3-4



Chapter 3 - Assessment of Current Conditions Compensation and Classification Study
for Fair Oaks Ranch, TX

EXHIBIT 3C
EMPLOYEES ABOVE AND BELOW MIDPOINT BY PAY GRADE
Pay Plan Grade Employees #<Mid %<Mid #>Mid %>Mid
12 1 1 100.0% 0 0.0%
13 1 1 100.0% 0 0.0%
14 15 15 100.0% 0 0.0%
16 4 4 100.0% 0 0.0%
17 4 4 100.0% 0 0.0%
18 2 1 50.0% 1 50.0%
19 1 0 0.0% 1 100.0%
20 2 2 100.0% 0 0.0%
21 2 1 50.0% 1 50.0%
22 3 3 100.0% 0 0.0%
o 23 2 2 100.0% 0 0.0%
Civilian
24 1 1 100.0% 0 0.0%
25 3 3 100.0% 0 0.0%
26 4 3 75.0% 1 25.0%
27 3 2 66.7% 1 33.3%
31 1 1 100.0% 0 0.0%
32 1 1 100.0% 0 0.0%
34 1 1 100.0% 0 0.0%
35 2 1 50.0% 1 50.0%
37 2 2 100.0% 0 0.0%
40 2 2 100.0% 0 0.0%
45 1 1 100.0% 0 0.0%
PD62080 3 2 66.7% 1 33.3%
PD62184 11 10 90.9% 1 9.1%
PD72184 2 2 100.0% 0 0.0%
- PD82080 1 1 100.0% 0 0.0%
Non-Civilian
PD82184 4 4 100.0% 0 0.0%
PD92080 1 1 100.0% 0 0.0%
Total - 80 72 90.0% 8 10.0%

3.3 QUARTILE ANALYSIS

The last part of the Grade Placement Analysis is a detailed look at how salaries are distributed
through pay grades, through a quartile analysis. This analysis divides each pay grade into four
segments of equal width, called quartiles. The quartiles represent 25 percent segments of the
pay range. Employees are assigned to a quartile within their pay range based on their current
salary.

The quartile analysis identifies where employee salaries are clustered within each pay range
and examines the relationship between salary placement and organizational tenure. While
not conclusive on its own, this analysis, when considered alongside market data and
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employee feedback, provides valuable insight into potential underlying inefficiencies within
the City’s current compensation and classification structure.

Exhibit 3D shows the number of employees that are in each quartile of each grade, as well as
the average overall tenure (i.e. how long an employee has worked for the City) by quartile.
Overall, data show that 65.0 percent of employees fall into Quartile 1 of their respective grade;
25.0 percent fall into Quartile 2; 5.0 percent fall into Quartile 3; and 5.0 percent fall into
Quartile 4. While this distribution does not lead to a conclusion, data for average tenure does
lead to determinations on the relationship between tenure and salary.

Specifically, overall average tenure is relatively low at 4.5 years. Tenure generally increases
as quartile increases; the average tenure in Quartile 1 is 3.5 years; in Quartile 2 is 5.3 years;
in Quartile 3 is 11.6 years; and in a slight dip in Quartile 4 with 7.4 years. This indicates that
employees are moved through their pay grades equitably, or at the very least a positive linear
relationship exists between tenure and pay.

Exhibit 3E displays a graphical representation of the data contained in Exhibit 3D. Each pay
grade is divided into up to four sections representing the percentage of employees, in that
pay grade, who belong in each quartile.
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EXHIBIT 3D
QUARTILE ANALYSIS AND TIME WITH THE ORGANIZATION
Total Average 1st Quartile 2nd Quartile 3rd Quartile 4th Quartile
Pay Plan GRADE
Employees Tenure #Employees AvgTenure #Employees AvgTenure #Employees AvgTenure #Employees AvgTenure
12 1 6.0 1 6.0 0 = 0 = 0 =
13 1 0.1 1 0.1 0 - 0 - 0 -
14 15 1.0 14 0.9 1 1.9 0 = 0 =
16 4 6.4 1 1.7 3 8.0 0 = 0 =
17 4 3.4 4 3.4 0 - 0 - 0 -
18 2 6.2 0 - 1 3.0 1 9.4 0 -
19 1 5.3 0 = 0 = 1 53 0 =
20 2 2.6 2 2.6 0 - 0 - 0 -
21 2 9.7 0 - 1 3.1 1 16.3 0 -
22 3 0.5 3 0.5 0 = 0 = 0 =
- 23 2 5.1 0 - 2 5.1 0 - 0 -
Civilian
24 1 0.5 1 0.5 0 - 0 - 0 -
25 3 2.7 3 2.7 0 = 0 = 0 =
26 4 7.1 2 10.1 1 3.0 0 = 1 5.3
27 3 7.9 2 4.1 0 - 1 15.4 0 -
31 1 215 1 215 0 = 0 = 0 =
32 1 1.3 0 = 1 1.3 0 = 0 =
34 1 6.0 1 6.0 0 - 0 - 0 -
35 2 4.8 0 = 1 6.1 0 = 1 3.6
37 2 4.0 1 7.8 1 0.2 0 = 0 =
40 2 13.7 2 13.7 0 - 0 - 0 -
45 1 3.3 1 2 0 - 0 - 0 -
PD62080 3 7.0 1 2.2 1 5.6 0 - 1 13.2
PD62184 11 3.3 6 1.5 4 5.0 0 - 1 7.3
PD72184 2 5.1 1 4.0 1 6.3 0 - 0 -
Non-Civilian PD82080 1 5.1 1 5.1 0 - 0 - 0 -
PD82184 4 6.6 3 5.2 1 10.7 0 - 0 -
PD92080 1 9.7 0 - 1 9.7 0 - 0 -
Overall - 80 4.5 52 3.5 20 5.3 4 11.6 4 7.4
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EXHIBIT 3E
QUARTILE PLACEMENT BY PAY GRADE
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Studying the data from the following exhibits can reveal certain patterns. One observation is
the percentage of Quartiles is generally consistent through the grades of a given pay plan.
However, as evidenced in Exhibit 3C and 3D, the majority of employees are in Quartiles 1 and
2, below the range midpoint. There is no conclusive reason why this has occurred; however, a
likely explanation is that employee salary increases have coincided with cost-of-living
adjustments, with both being applied at similar percentage levels. This maintains the
employee’s salary in relation to the range minimum as both the plan and salary increased.
This could also be the result of a workforce with relatively low tenure due to the recent hiring
of new employees. The city average tenure is 4.5 years, which given a 30-year parity would
have most employees in the first quartile on a tenure basis. It is impossible to determine why
this pattern is occurring without more data.

3.4 COMPRESSION ANALYSIS

Pay compression can be defined as the lack of variation in salaries between employees with
significantly different levels of experience and responsibility. Compression can be seen as a
threat to internal equity and morale. Two common types of pay compression can be observed
when the pay of supervisors and their subordinates are too close, or the pay of highly tenured
staff and newly hired employees in the same job are too similar.

According to the Society for Human Resources Management (SHRM), specific examples of
actions that may cause pay compression include the following:

e Reorganizations change peer relationships and can create compression if jobs are not
reevaluated.

e |n some organizations, certain departments or divisions may be relatively liberal with
salary increases, market adjustments, and promotions—while others are not.

e Some employers have overlooked their Human Resources policies designed to
regulate pay, paying new hires more than incumbents for similar jobs under the mantra
of “paying what it takes to get the best talent.”

e Many organizations have found it easy to hire people who had already done the same
work for another organization, eliminating the need for training. Rather than hiring
individuals with high potential and developing them for the long term, they have opted
for employees who could “hit the ground running”—regardless of their potential.

Exhibit 3F indicates the ratio of direct report to supervisor salaries by grade graphically and
Exhibit 3G displays these results numerically. Employees were grouped into categories
reflecting whether their actual salary was less than 80 percent, less than 95 percent, or
greater than 95 percent of their supervisor’s salary. Less than 80 percent would indicate that
the ratio of an employee’s salary to his supervisor’'s salary would yield a result of less than
0.8. For example, an employee with a salary of $79,000.00 and a supervisor with a salary of
$100,000.00 would yield a ratio of 0.79 and be placed into the Less than 80 percent
category.
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An analysis of the data reveals that while most positions in the City are appropriately aligned,
with no significant evidence of compression between employee and supervisor salaries, there
is one instance where an employee’s salary exceeds 100 percent of their supervisor’s pay.
Anywhere blue or red appears on Exhibit 3F is somewhere that warrants an examination of
supervisor vs. employee salary.

% Evergreen Solutions, LLC Page 3-10



Chapter 3 - Assessment of Current Conditions

Compensation and Classification Study

for Fair Oaks Ranch, TX

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

M Less than 80%

Civilian

80% < X < 95%

EXHIBIT 3F
EMPLOYEE TO SUPERVISOR SALARY RATIO BY PAY GRADE

N o < (o] M~ 0 )] o — ~N o < N Yo} ~ - N < n ~ o LN
— — — — — — i o~ (o] ~N (o] (o] o~ (o) (o] o o o o (a2} < <

W 95% < X < 100%

M Greater than 100%

PD62030 I

<
0
—
o
Y]
[a)
a

72184
D82080

p
p

Non-Civilian

PD82184

PD92080 |

Evergreen Solutions, LLC

Page 3-11



Chapter 3 - Assessment of Current Conditions Compensation and Classification Study
for Fair Oaks Ranch, TX

EXHIBIT 3G
EMPLOYEE TO SUPERVISOR SALARY RATIO BY PAY GRADE
Pay Plan Grade Lessthan80% 80% <X<95% 95%<X<100% Greater than 100%
12 1 0 0 0
13 1 0 0 0
14 12 0 0 0
16 4 0 0 0
17 4 0 0 0
18 2 0 0 0
19 1 0 0 0
20 1 1 0 0
21 2 0 0 0
22 3 0 0 0
Civilian 23 2 0 0 0
24 1 0 0 0
25 3 0 0 0
26 2 2 0 0
27 3 0 0 0
31 1 0 0 0
32 1 0 0 0
34 1 0 0 0
35 1 0 0 1
37 2 0 0 0
40 0 2 0 0
45 0 0 0 0
PD62080 2 1 0 0
PD62184 8 3 0 0
Non-Civilian PD72184 0 2 0 0
PD82080 0 1 0 0
PD82184 0 4 0 0
PD92080 1 0 0 0
Total - 59 16 0 1
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Exhibit 3H and Exhibit 3|1 showcase the actual vs. projected progression of City employees,
sorted by pay grade. Progression is projected using a 30-year progression assumption for
employees. For example, an employee who had worked at their position for 15 years would
be projected to be at the grade midpoint, while an employee with 30 or more class years would
be projected to be at the grade maximum. An important distinction between this compression
table and the quartile analysis: this compression table utilizes class years, while the Quartile
analysis uses tenure. Class years are differentiated from tenure by using the date an employee
started working in their current classification as the start date, rather than initial hire date.

On Exhibit 3lI, it is easy to discern that most City employees are progressed on par with or
ahead of projected, based on their class years. The progression could be a function of a pay
plan below market, requiring the City to advance employees more quickly through pay grades
to maintain market competitiveness. However, it could just as easily be another indicator of
employee advancement or high performance. This could also be an indication of a workforce
that possesses value outside of their time spent with the City, such as additional education or
experience. This may mean that the employee is hired above their “projected progression”
based on class years alone. While the true explanation likely encompasses many of these
factors, a definitive answer cannot be determined without more data.
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EXHIBIT 3H
ACTUAL VS. PROJECTED PROGRESSION

Pay Plan Grade Lessthan-10% -10<X<-5% -5%<X<5% 5%<X<10% Greaterthan 10%
12 0 0 1 0 0
13 0 0 1 0 0
14 0 0 12 3 0
16 0 0 2 2 0
17 0 0 3 1 0
18 0 0 0 0 2
19 0 0 0 0 1
20 0 0 1 1 0
21 0 0 0 2 0
22 0 0 0 3 0
Civilian 23 0 0 L 1 0
24 0 0 0 1 0
25 0 0 1 2 0
26 0 0 2 0 2
27 0 0 1 1 1
31 0 0 0 1 0
32 0 0 0 0 1
34 0 0 1 0 0
35 0 0 1 0 1
37 0 0 1 0 1
40 0 0 1 1 0
45 0 0 1 0 0
PD62080 0 0 1 1 1
PD62184 0 0 6 2 3
Non-Civilian PD72184 0 0 1 1 0
PD82080 0 0 1 0 0
PD82184 0 0 2 2 0
PD92080 0 0 0 1 0
Total - 0 0 41 26 13

% Evergreen Solutions, LLC Page 3-14



Chapter 3 - Assessment of Current Conditions Compensation and Classification Study

for Fair Oaks Ranch, TX

n ~ o LN < o
m m < < o0 0
— o

o o~

O 0

[a) o

o o

EXHIBIT 31
ACTUAL VS. PROJECTED PROGRESSION

100%
90%
80%
70%
60%
50%
40%
30%
20%
o © ~ —

10%

0%

12 |
13 |
14
17—

18 |
19 |

16 I
20 |
pp72184 I
pps2184 I

PD62080

— ~ < LN o~ <t o
o o o~ (V] o o~ m o o 8
[\
)]
la)
o

Civilian Non-Civilian

B lessthan-10% MW-10<X<-5% W-5%<X<5% 5% <X<10% M Greater than 10%

Evergreen Solutions, LLC Page 3-15



Chapter 3 - Assessment of Current Conditions Compensation and Classification Study

for Fair Oaks Ranch, TX

3.5 CLASSIFICATIONS

The City’s current classification structure provides the foundation for organizing its workforce,
defining roles and responsibilities, and supporting consistent personnel practices.
Classifications serve as the framework for recruiting, compensation, performance
management, and career progression by grouping similar duties and responsibilities under
standardized titles. This inital analysis establishes a baseline understanding of how positions
are currently defined and utilized, when paired with the job assessment analysis, will inform
recommendations for updates to the class plan.

As shown in Exhibit 3J, based on the provided employee data set, the City is currently utilizing
49 classifications.

EXHIBIT 3J
UTILIZED CLASSIFICATIONS

Classification Classification

Accountant |

Accounting Manager
Administrative Assistant
Administrative Clerk
Administrative Clerk-Temp/PT
Administrative Support Special
Animal Services Officer
Assistant City Manager

Assistant Director of Public Works
Building Inspector

Building Official

Chief of Police

City Manager

City Planner

City Secretary

Civilian Investigator

Code Compliance Officer

Court Administrator

Court Clerk
Custodian/Maintenance Worker
Deputy City Secretary

Director of Finance

Director of HR & Communication
Director of Public Works & Engineering
GIS Technician

Human Resources Generalist
Infrastructure Inspector

IT Manager

IT Network Specialist
Maintenance Lead
Maintenance Supervisor
Maintenance Technician
Manager of Engineering Service
Mechanic

Multimedia Commes. Officer
Payroll & AP Specialist

Police Corporal

Police Officer

Police Sergeant

Procurement Manager

Project Manager

School Resource Officer
Utilities Clerk

Utility Technician

Wastewater Supervisor

Water Supervisor
Water/Wastewater Operator |
Water/Wastewater Operator |
Water/Wastewater Operator Il

As of April 2025, the data shows that employees are distributed across 11 departments,
reflecting a wide range of operational and administrative functions. As shown in Exhibit 3K,
the City employed 80 staff members classified into 52 positions. Public Safety represents the
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largest share of the workforce, accounting for over one-third (36.3 percent) of all employees,
followed by Utilities (17.5 percent) and Maintenance (11.3 percent). Smaller support
functions, such as the City Secretary, Municipal Court, and Information Technology, account
for fewer than three percent of employees each. This distribution highlights the City’s staffing
emphasis on service delivery functions while maintaining lean administrative and support
operations.

EXHIBIT 3K

EMPLOYEE DISTRIBUTION BY DEPARTMENT

Department Employees | Classes % of Total
Administration 5 4 6.3%
Building Codes 4 4 5.0%
City Secretary 2 2 2.5%
Engineering Services 6 6 7.5%
Finance 5 5 6.3%
Human Resources & Communications 3 3 3.8%
Information Technology 2 2 2.5%
Maintenance 9 5 11.3%
Municipal Court 1 1 1.3%
Public Safety 29 12 36.3%
Utilities 14 8 17.5%

Total 80 52* 100.0%

*Exceeds the reported 49 classifications due to the same titles used in multiple areas

During outreach, employees shared that they would like to have additional opportunities to
grow in their chosen career. It does appear that career ladders exist in specific areas, e.g.
Public Safety and Utilities and Maintenance. Public Safety is the largest department (29
employees, 12 classes) and has a natural progression built into its rank structure. This type
of class structure supports career development and retention, and it appears to be the
clearest example of tiered advancement in the plan. The areas of Utilities and Maintenance
also show a range of operational classes (e.g., Utility Technician, Wastewater Operator II/1ll,
Maintenance Technician/Lead/Supervisor), which provide employees opportunities to move
up in skill and responsibility without leaving their department.

However, there does appear to be some limitations in admnistrative and professional support
roles with no defined I/Il/lll or specialist to supervisor type of progressions. The same
limitations are observed in both HR and IT.

Employee concerns about limited growth are reflected in the City’s current structure. However,
given the City’s size and organizational structure, a multi-tiered class plan across all
departments is likely not warranted.
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3.6 SUMMARY

There were many observations made with respect to the City’s compensation system in place
at the beginning of the study.

e While the City’s average salary range spread of 48 percent for the civilian plan appears
narrow compared to broader public sector norms, it does not differ significantly from
peers in the local market. This provides context that the City’s structure, while
conservative, may be consistent with municipalities in close proximity. The non-civilian
plan has a salary range of 38 percent; this narrow range is not uncommon in public
safety.

e The City maintains a broad 56-grade pay structure; however, only 50 percent of the
grades are currently utilized. This may reflect an original structure that was more
classification based but has resulted in the underutilization of the plan. The City may
wish to consolidate the pay plan to have a structure that better aligns with best
practices.

e Most employees are compensated within ten percent of their anticipated salary based
on a 30-year progression model; indicating that overall pay levels are generally
consistent with what the model would predict.

e The employees’ overall average tenure is 4.5 years, and approximately 90 percent of
employees are compensated below the midpoint of their assighed pay grade. This
typically indicates a relatively younger workforce, periods of turnover, loss of a long
tenured cohort, or a pay structure designed with a lengthy progression.

e Nearly two-thirds of employees (65.0 percent) are in Quartile 1 of their pay grade. This
aligns with the earlier observation regarding employee distribution and suggests a
workforce characterized by relatively high turnover and/or recent expansion that has
required a significant number of new hires. Further analysis is necessary to determine
the underlying cause of this imbalance.

e Most City employees are paid less than 80.0 percent of their supervisors’ salaries. This
is a good indication that there are not widespread salary compression issues between
employees and their supervisors.

e The City’s current classification structure reflects its small size and lean staffing model,
with clear career paths in Public Safety, Utilities, and Maintenance but limited
advancement opportunities in most administrative and professional support roles.
Further discussions with City leadership are necessary to determine what adjustments,
if any, are warranted once the job assessment is completed.

This analysis acts as a starting point for the development of recommendations in subsequent
chapters of this report. Paired with market data, Evergreen can make recommendations that
will ensure that the City’s compensation system is structurally sound in terms of best practice,
competitive with the market, and treats all employees equitably moving forward.
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Chapter 4 — Market Summary

The purpose of the market summary chapter is to benchmark the City’s compensation
practices against that of its market peers; to establish how competitive the City is with the
market. To complete this market study, Evergreen compared pay ranges of select benchmark
positions that the City possesses against the compensation of positions performing those
same duties within peer organizations. By aggregating the differences in pay ranges across
all the positions, a reasonable determination is made as to the City’s competitive position
within the market.

It is important to note that individual salaries are not analyzed in this methodology, since
individual compensation can be affected by several variables such as experience and job
performance. For this reason, Evergreen looked at average pay ranges across the entire
classification to make the most accurate comparison. The results of this market study should
be considered reflective of the current state of the market at the time of this study; however,
market conditions can change rapidly. Consequently, it is necessary to conduct market
surveys of peer organizations at regular intervals for an organization to consistently monitor
its position within the market. Furthermore, the market results detailed in this chapter provide
a foundation for understanding the City’s overall structural standing in the market, and the
rates reflected in this chapter, while an important factor, are not the sole determinant for how
classifications were placed into the proposed salary ranges outlined in Chapter 6.

Evergreen conducted a comprehensive market salary survey for the City, which included
soliciting 20 target peer organizations (19 cities and one county), approved by City Council,
for 49 benchmark positions. Of the 20 total organizations contacted, 16 responded and
provided data for the benchmark positions. Target peers were selected based on a few
factors, including geographic proximity, number of residents and employees, operating
budget, total tax rate, per capita income and identity. Target organizations were also identified
for their competition with the City for employee recruitment and retention efforts. The list of
targets that provided data for the purpose of this study are included in Exhibit 4A.
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EXHIBIT 4A
RESPONDENT MARKET PEERS

Respondent Organizations

Alamo Heights
Bee Cave
Boerne
Bulverde
Flower Mound
Heath
Helotes
Kyle
New Braunfels
San Antonio
San Marcos
Schertz
Seguin
Selma
Shavano Park
Southlake
Terrell Hills
Trophy Club
University Park
Kendall County

Because the data collected for the market summary was from various regions, it was
necessary to adjust peer responses relative to the City based on cost-of-living. For all
organizations that fell outside the City’s immediate region, a cost-of-living adjustment was
applied to the reported pay ranges to ensure a market average was attained in terms of the
spending power an employee would have in the City’s local area. Evergreen utilizes cost-of-
living index information from the Council for Community and Economic Research. The cost-of-
living index figures for the City and each of the respondent market peers are in Exhibit 4B.
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EXHIBIT 4B
RESPONDENTS WITH COST-OF-LIVING ADJUSTMENTS

Organization
City of Fair Oaks Ranch, TX 100.1
Alamo Heights 100.1
Bee Cave 106.6
Boerne 111.0
Bulverde 111.0
Flower Mound 104.0
Heath 103.2
Helotes 100.1
Kyle 94.8
New Braunfels 98.9
San Antonio 100.1
San Marcos 94.8
Schertz 96.0
Seguin 96.0
Selma 100.1
Shavano Park 100.1
Southlake 111.0
Terrell Hills 100.1
Trophy Club 101.5
University Park 109.2
Kendall County 111.0

4.1 MARKET DATA

The results of the market study are displayed in Exhibit 4C, which includes the benchmark job
titles and the market average salaries for each position at the minimum, midpoint, and
maximum points of the pay ranges. Also included within the exhibit are the percentage
differentials of the City’s pay ranges at each respective point, relative to the market average
pay. A positive percent differential is indicative of the City’s pay range exceeding that of the
average of its market peers; alternatively, a negative percent differential indicates the City’s
compensation for a given position lagging behind the average of its peers. For those
classifications where no differential is shown, this is due to the City not possessing a pay range
for comparison to the market. The exhibit also includes the average pay range for the market
respondents for each position, as well as how many responses each benchmark received.

While all benchmarks are included in the survey, not every peer organization possesses an
appropriate match. Consequently, the benchmarks receive varying levels of response. For this
study, any position that would have received fewer than five matches from market peers would
not be considered in establishing the City’s competitive position. The rationale behind those
exclusions is that insufficient response can lead to unreliable averages that may skew the
aggregated data, blurring the reality of the City’s actual position in the market. Of the 49
positions surveyed, 50 met the criteria for inclusion and none were excluded.
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EXHIBIT 4C
MARKET SURVEY RESULTS
Classification Survey Minimum Survey Midpoint Survey Maximum Survey Avg # Resp.
Average % Diff Average % Diff Average % Diff Range

1 Accountant | $58,184.77 -0.1% $70,606.15 2.2% $83,027.52 3.8% 42.9% 8.0
2 Accounting Manager $86,183.33 -15.8% | $105,878.04 -14.6% | $125,572.75 -13.7% 46.0% 6.0
3 Administrative Assistant $41,886.24 3.1% $50,520.83 5.9% $59,155.42 7.8% 41.3% 12.0
4 Administrative Clerk $38,648.10 1.3% $45,776.10 7.3% $52,904.10 11.2% 36.8% 9.0
5 Administrative Clerk-Temp/PT $38,214.06 2.4% $45,125.04 8.6% $52,036.02 12.7% 36.1% 9.0
6 Administrative Support Specialist $42,237.94 2.3% $50,960.85 5.1% $59,683.75 7.0% 41.4% 12.0
7 Animal Services Officer $41,528.66 -11.4% $49,864.13 -1.7% $58,199.61 -5.2% 40.2% 11.0
8 Assistant City Manager $134,579.12 4.8% |$166,823.11 5.0% |$199,067.10 5.1% 48.1% 10.0
9 Asst. Director of Public Works $114,517.75 -26.6% |$142,073.64 -26.3% | $169,629.53 -26.1% 48.4% 8.0
10 Building Inspector $52,086.30 1.1% $62,231.51 4.9% $72,376.72 7.4% 39.1% 12.0
11 Building Official $94,534.14 -27.1% | $115,183.40 24.7% | $135,832.66 -23.0% 43.9% 8.0
12 Chief of Police $135,648.30 -12.1% | $165,853.09 -9.9% |$196,057.89 -8.4% 44.6% 9.0
13 City Manager $199,417.04 -10.2% | $225,783.69 -0.5% | $252,150.35 6.1% 26.5% 7.0
14 City Planner $64,370.85 4.5% $78,830.15 5.9% $93,289.45 6.8% 44.9% 7.0
15 City Secretary $88,362.90 -18.8% | $105,348.09 -14.0% | $122,333.28 -10.8% 38.5% 11.0
16 Civilian Investigator $75,977.40 -30.7% $87,711.22 -21.5% $99,445.04 -15.3% 30.8% 6.0
17 Code Compliance Officer $47,088.39 1.3% $56,780.32 4.2% $66,472.25 6.1% 41.3% 14.0
18 Court Administrator $73,298.87 -32.5% $90,740.66 -32.0% | $108,182.46 -31.7% 47.7% 11.0
19 Court Clerk $42,798.06 1.0% $51,180.53 4.7% $59,563.01 7.2% 39.2% 12.0
20 Custodian/Maintenance Worker $36,119.09 -1.8% $43,214.40 3.4% $50,309.72 6.8% 39.5% 12.0
21 Deputy City Secretary $63,975.00 -27.6% $76,503.76 -22.9% $89,032.53 -19.7% 39.5% 8.0
22 Director of Finance $128,826.84 -6.4% | $157,529.93 -4.3% | $186,233.03 -2.9% 44.7% 13.0
23 Director of HR & Communication $124,535.20 -12.8% | $153,634.15 -12.0% | $182,733.11 -11.5% 46.9% 11.0
24 Director of Public Works & Eng $126,993.37 -15.0% | $156,055.66 -13.8% | $185,117.95 -12.9% 45.8% 14.0
25 GIS Technician $54,828.63 0.9% $67,025.80 2.5% $79,222.97 3.5% 44.6% 9.0
26 Human Resources Generalist $58,702.89 12.9% $71,250.73 14.9% $83,798.57 16.2% 42.9% 10.0
27 Infrastructure Inspector $57,432.54 6.0% $68,868.28 9.2% $80,304.02 11.4% 40.1% 10.0
28 Police Lieutenant $105,928.42 -18.7% | $116,579.54 -9.9% |$127,230.65 -3.4% 20.4% 8.0
29 Police Sergeant $90,004.56 -11.5% | $100,198.28 -4.4% |$110,391.99 0.8% 22.8% 14.0
30 IT Manager $89,741.77 14.6% | $108,644.05 16.8% |[$127,546.34 18.2% 42.1% 9.0
31 IT Network Specialist $58,174.58 4.8% $70,392.43 7.2% $82,610.29 8.9% 42.1% 9.0
32 Maintenance Lead $48,671.36 -71.2% $58,034.11 -2.9% $67,396.86 0.0% 38.5% 11.0
33 Maintenance Supervisor $62,256.70 3.0% $75,162.58 5.7% $88,068.47 7.5% 41.5% 12.0
34 Maintenance Technician $40,299.10 -2.9% $47,902.80 3.0% $55,506.49 6.9% 37.7% 11.0
35 Manager of Engineering Service $98,612.93 -3.5% |$119,791.80 -1.3% | $140,970.66 0.3% 43.2% 6.0
36 Mechanic $46,080.16 12.5% $54,590.18 16.5% $63,100.20 19.3% 37.0% 8.0
37 Multimedia Commes. Officer $59,720.79 11.4% $72,640.26 13.2% $85,559.73 14.5% 43.5% 8.0
38 Payroll & AP Specialist $50,279.11 -10.7% $60,414.96 -7.1% $70,550.80 -4.7% 40.6% 12.0
39 Police Corporal $80,118.73 -18.3% $90,436.87 -12.3% | $100,755.01 -7.9% 26.0% 5.0
40 Police Officer $66,756.45 -11.6% $77,629.38 -9.1% $88,502.31 -7.3% 32.4% 14.0
41 Police Sergeant $90,004.56 -11.5% | $100,198.28 -4.4% |$110,391.99 0.8% 22.8% 14.0
42 Procurement Manager $81,150.97 -14.6% $99,203.52 -12.8% | $117,256.08 -11.6% 44.6% 8.0
43 Project Manager $76,816.77 -8.5% $92,956.05 -5.7% | $109,095.33 -3.8% 42.1% 7.0
44 School Resource Officer $67,380.51 -12.6% $78,197.28 -9.9% $89,014.05 -7.9% 31.9% 11.0
45 Utilities Clerk $40,026.78 -2.2% $48,224.59 2.3% $56,422.40 5.3% 41.0% 9.0
46 Utility Technician $42,578.52 -8.7% $51,445.61 -4.2% $60,312.70 -1.2% 41.8% 9.0
47 Wastewater Supervisor $62,402.85 11.9% $75,983.02 13.6% $89,563.19 14.8% 43.7% 8.0
48 Water Supervisor $62,402.85 11.9% $75,983.02 13.6% $89,563.19 14.8% 43.7% 8.0
49 Water/Wastewater Operator Il $47,395.53 -4.4% $58,214.81 -3.2% $69,034.09 -2.4% 45.9% 7.0
50 Water/Wastewater Operator IlI $51,012.63 -6.9% $62,570.91 -5.6% $74,129.18 -4.7% 45.7% 5.0
Overall Average -5.8% -2.4% -0.1% 39.9% 9.6
Outliers Removed* -5.8% -2.4% -0.1% 39.9% 9.6
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4.2 SALARY SURVEY RESULTS

Market Minimums

It is important to assess where an organization is relative to its market minimum salaries, as
they are the beginning salaries of employees with minimal qualifications for a given position.
Organizations that are significantly below market may experience recruitment challenges with
entry-level employees. As seen in Exhibit 4C, the City is currently 5.8 percent below the market
average minimum, when considering positions with sufficient responses. The City's
benchmark positions ranged from 32.5 percent below to 14.6 percent above the market
minimum.

The following points are regarding the City’s position relative to the market average minimum:

e Of the 49 benchmarked positions, 31 were below market, averaging 13.1 percent
below. These 31 classifications represent 62.0 percent of the surveyed positions that
met the criteria for inclusion.

e Of the 31 positions below market, 11 were more than 15 percent below the average
market minimum. These positions are displayed in Exhibit 4D.

EXHIBIT 4D
CLASSIFICATIONS MORE THAN 15 PERCENT BELOW THE MINIMUM

Classification % Diff

Court Administrator -32.5%
Civilian Investigator -30.7%
Deputy City Secretary -27.6%
Building Official -27.1%
Asst. Director of Public Works -26.6%
City Secretary -18.8%
Police Lieutenant -18.7%
Police Corporal -18.3%
Accounting Manager -15.8%
Director of Public Works & Eng -15.0%

o Of the 49 benchmarked positions, 19 were above the market, averaging 5.9 percent
above. These 19 classifications represent 38.0 percent of the surveyed positions that
met the criteria for inclusion.

e Of the 19 positions above market, six were more than 10 percent above the average
market minimum. These positions are displayed in Exhibit 4E.
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EXHIBIT 4E
CLASSIFICATIONS MORE THAN 10 PERCENT ABOVE THE MINIMUM

Classification % Diff

IT Manager 14.6%
Human Resources Generalist 12.9%
Mechanic 12.5%
Wastewater Supervisor 11.9%
Water Supervisor 11.9%
Multimedia Comms. Officer 11.4%

Market Midpoints

The market midpoint is exceptionally important to analyze, as it is often considered the closest
estimation of market average compensation. As seen in Exhibit 4C, the City is currently 2.4
percent below the market average midpoint, when considering positions with sufficient
responses. The City’'s benchmark positions ranged from 32.0 percent below to 16.8 percent
above at the market midpoint.

The following points are regarding the City’s position relative to the market average midpoint:

Of the 49 benchmarked positions, 27 were below the market, averaging 11.1 percent
below. These 27 classifications represent 54.0 percent of the surveyed positions that
met the criteria for inclusion.

Of the 27 positions below market, five were more than 15 percent below the average
market minimum. These positions are displayed in Exhibit 4F.

EXHIBIT 4F
CLASSIFICATIONS MORE THAN 15 PERCENT BELOW THE MIDPOINT

Classification % Diff

Court Administrator -32.0%
Asst. Director of Public Works -26.3%
Building Official -24.7%
Deputy City Secretary -22.9%
Civilian Investigator -21.5%

Of the 49 benchmarked positions, 23 were above the market, averaging 8.0 percent
above. These 23 classifications represent 46.0 percent of the surveyed positions that
met the criteria for inclusion.

Of the 23 positions above market, seven were more than 10 percent above the
average market midpoint. These positions are displayed in Exhibit 4G.
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EXHIBIT 4G
CLASSIFICATIONS MORE THAN 10 PERCENT ABOVE THE MIDPOINT

Classification % Diff

IT Manager 16.8%
Mechanic 16.5%
Human Resources Generalist 14.9%
Wastewater Supervisor 13.6%
Water Supervisor 13.6%
Multimedia Comms. Officer 13.2%

Market Maximums

The pay range maximum averages, and how they compare to the City’s, are also detailed in
Exhibit 4C. As seen in Exhibit 4C, the City is currently 0.1 percent below the market average
maximum, when considering positions with sufficient responses. The City’s benchmark
positions ranged from 31.7 percent below to 19.3 percent above the market maximum.

The following points are regarding the City’s position relative to the market average maximum:

e Of the 49 benchmarked positions, 23 were below market, averaging 10.3 percent
below. These 23 classifications represent 54.0 percent of the surveyed positions that
met the criteria for inclusion.

e Of the 23 positions below market, five were more than 15 percent below the average
market maximum. These positions are displayed in Exhibit 4H.

EXHIBIT 4H
CLASSIFICATIONS MORE THAN 15 PERCENT BELOW THE MAXIMUM

Classification % Diff

Court Administrator -31.7%
Asst. Director of Public Works -26.1%
Building Official -23.0%
Deputy City Secretary -19.7%
Civilian Investigator -15.3%

e Of the 49 benchmarked positions, 27 were above the market, averaging 9.0 percent
above. These 27 classifications represent 54.0 percent of the surveyed positions that
met the criteria for inclusion.

e Of the 27 positions above the market, 10 were more than 10 percent above the
average market maximum. These positions are displayed in Exhibit 41.
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EXHIBIT 41
CLASSIFICATIONS MORE THAN 10 PERCENT ABOVE THE MAXIMUM

Classification % Diff

Mechanic 19.3%
IT Manager 18.2%
Human Resources Generalist 16.2%
Wastewater Supervisor 14.8%
Water Supervisor 14.8%
Multimedia Comms. Officer 14.5%
Administrative Clerk-Temp/PT 12.7%
Infrastructure Inspector 11.4%
Administrative Clerk 11.2%

4.3 SALARY SURVEY CONCLUSION

The standing of individual classifications pay range relative to the market should not be
considered a definitive assessment of actual employee salaries being similarly above or below
the market; however, such differentials can, in part, explain symptomatic issues with
recruitment and retention of employees.

The main summary points of the market study are as follows:
e The City’s pay ranges are approximately 5.8 percent below the market minimum.
e The City’s pay ranges are approximately 2.4 percent below the market midpoint.
e The City’s pay ranges are approximately 0.1 percent below the market maximum.

e The City’s pay range spread is approximately 47.7 percent, while its peers’ pay range
spread is 39.9 percent. That means that the City’s salary scale is wider than its peers.
As a result, even though the City is slightly below the average compared to the market
at the minimum, because it has a wider spread it catches up to its peers at the higher
end of the spectrum and surpasses the market by a few percentage points at the
maximum.

The results of the market summary chapter are pivotal in the formulation of recommendations
by Evergreen Solutions. By establishing the City’s market position relative to its peers,
Evergreen is better able to propose recommendations that enable the City to occupy its
desired competitive position.
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EVERGREEN SOLUTIONS, LLC

Chapter 5 — Benefits Survey Results

As a component of this study, Evergreen conducted a benefits market analysis. This benefits
analysis represents a snapshot in time of what is available in peer organizations. The Benefit
Survey can provide the City with an understanding of the total compensation (salary and
benefits) offered by its peers. It is important to realize that there are intricacies involved with
benefits programs that are not captured by a benefits survey alone.

This information should be used as a cursory overview and not a line-by-line comparison, since
benefits can be weighted differently depending on the importance to the City. It should also
be noted that benefits are sometimes negotiated and acquired through third parties, so one-
to-one comparisons can be difficult. The analysis in this chapter highlights aspects of the
benefits survey that provide pertinent information and had high completion rates by target
peers.

5.1 RESPONDENT OVERVIEW

Exhibit A provides a list of the 16 target peers from which full or partial benefits data were
obtained for this analysis. It is important to note that while these are the peers that provided
data, not all peers provided data to all questions that were asked. As a result, not all questions
represent data from all listed peers.
EXHIBIT 5A
BENEFITS SURVEY RESPONDENTS

Fair Oaks Ranch
Alamo Heights
Bee Cave
Boerne
Flower Mound
Heath
Helotes
New Braunfels
San Marcos
Schertz
Selma
Shavano Park
Southlake
Terrell Hills
Trophy Club
University Park
Kendall County

% Evergreen Solutions, LLC Page 5-1



Chapter 5 - Benefits Survey Results Compensation and Classification Study
for Fair Oaks Ranch, TX

5.2 HEALTH PLANS

Exhibit 5B displays data on the types of health plans offered by peers. Summaries of each of
the common types of plans offered by peers have been provided in the exhibit, as well as a
group that summarizes the data from any other types of plans being offered.

In comparing the City’s benefit offerings to those of the peers, the biggest takeaways have
been outlined below:

OVERVIEW

Benchmarking of the city’s medical plan options against market averages indicates a mixed
position. The city’s plans are comparatively generous for employee-only coverage, particularly
on deductible levels, yet are materially less generous for dependent tiers. Deductible design
is bifurcated: the individual in-network deductible is well below market (richer coverage), while
dependent and family deductibles are above market for comparable plan types.

PPO COMPARISON

Relative to market averages for PPO plans, the City’s employer premium contributions remain
above market across all coverage tiers, employee-only ($591.90 vs. $522.70), employee +
child ($839.29 vs. $765.66), employee + spouse ($927.21 vs. $794.39), and employee +
family ($1,226.68 vs. $1,032.48). These higher employer contributions result in lower
employee premium shares at every level; for example, the employee + child tier requires a
$263 employee premium compared to the $369 market average.

The City’s PPO plan, however, features higher deductibles and out-of-pocket maximums
relative to peer averages, indicating less-rich cost sharing at the point of service. The in-
network individual maximum out-of-pocket is $2,500 compared to a $2,236 market average,
and the out-of-network maximum ($10,000 vs. $6,026) is significantly higher. These
differences persist across all dependent tiers, reflecting a desigh that emphasizes lower
monthly cost and higher cost exposure upon utilization.

In practical terms, the City’s PPO structure exchanges stronger employer premium support
and monthly affordability for greater up-front out-of-pocket exposure when care is used. This
balance enhances predictability for the City’s financial planning while maintaining a
competitive total value for employees.

OVERALL COMPARISON

When comparing “other” plan types to the City’s EPO plan, the City’'s employer premium
contributions are lower across all tiers. As in the PPO, in-network deductibles are higher than
the market average, signifying comparatively leaner cost sharing.

Despite this, the EPO maintains a favorable position relative to the market’'s HDHP and HMO
benchmarks. The City’s EPO offers more generous premiums and lower deductibles than the
market HDHP averages, and while its employee-only deductible is slightly higher than the HMO
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average, its dependent-level deductibles are lower. This places the EPO plan between an HMO
and HDHP in benefit richness—offering moderate flexibility at a reasonable cost.

A key distinction in the City’s benefit structure is plan variety. Peer employers typically provide
three or more medical options, such as a PPO “buy-up,” PPO “base,” and HDHP/HSA option,
often paired with an HMO or narrow-network plan. This broader portfolio enables employees
to self-select along cost and network dimensions. In contrast, the City currently offers two
medical plans (PPO and EPO).

Several peer entities included in the market comparison participate in the Texas Health
Benefits Pool (THBP). These pooled-risk programs are fully insured and operate with
standardized plan designs, typically featuring set out-of-pocket maximums (e.g., $2,000
individual / $6,000 family) and limited ability to customize benefits. In contrast, the City and
several larger peer jurisdictions are self-insured, allowing for greater flexibility in plan design,
funding, and cost management. This distinction materially impacts comparison: THBP
participants benefit from pooled risk and standardized costs but cannot adjust contribution
strategies or cost-sharing levels, plan offerings or providers. Therefore, when benchmarked
specifically against other self-insured peers, the City’s plans are competitive or stronger in all
major areas, including employer contribution levels, premium affordability, and overall plan
value.

HEALTH PLAN SUMMARY

The City’s medical offerings reflect a mixed position relative to market averages. Under the
PPO, employer premium contributions exceed the market across all tiers, resulting in lower
employee premium shares. Plan design differences are most evident in deductibles. In-
network deductibles under the PPO are higher than market PPO averages at all levels, and
EPO deductibles are likewise higher than the “Other” market. Overall, the PPO improves
monthly affordability through stronger employer premium support while increasing front-end
cost at the point of service; the EPO also has low premiums and beats the “Other” market in
two out of three of the plan types for deductibles, albeit at the price of flexibility in service and
coverage.
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EXHIBIT 5B

OVERVIEW OF HEALTH PLANS

. i . Fair Oaks . A . Fair Oaks
Ranch Ranch

Health Plan Type (HMO, PPO, etc.) PPO PPO HDHP HMO Other EPO
Covered Employee/Bargaining Groups Full-Time Full-Time Full-Time Full-Time Full-Time Full-Time
Employee Premium (Employer) $ 52270 | $ 59190 | $ 581.89 | $ 608.03 | $ 79069 | $§ 591.89
Employee Premium (Employee) $ 3561 | $ 3478 | $ 16.88 | $ -1 $ 19.66 | $ -
Employee + Child Premium (Employer) $ 76566 | $ 83929 | $ 72393 |$ 87652 | $ 1,22584 | $ 839.30
Employee + Child Premium (Employee) $ 36866 | $ 26364 | $ 36104 | $ 41685 | $ 24440 | $ 202.43
Employee + Spouse Premium (Employer) $ 79439 | $ 92721 |$ 74371 | $ 90262 | $ 1,297.95 | $ 927.21
Employee + Spouse Premium (Employee) $ 45462 | $ 34493 | $ 41110 | $ 48408 | $ 34571 | $ 27434
Employee + Family Premium (Employer) $ 1,03248 | $ 1,226.68 | $ 1,054.43 | $ 1,060.75 | $ 1,651.53 | $ 1,226.68
Employee + Family Premium (Employee) $ 778.00 | $§ 6219 |$ 59769 |$ 97860 | $ 68579 | $ 519.37
Individual Max Out of Pocket (In Network) $ 2,236.84 | $ 2,500.00 | $ 3,188.89 | $ 2,000.00 | $ 1,518.75 | $ 2,500.00
Individual Max Out of Pocket (Out of Network) $ 6,026.32 | $10,000.00 | $ 6,388.89 | $ 2,280.00 | $ 1,831.25 | -
Child Max Out of Pocket (In Network) $ 528947 | $ 5,000.00 | $ 6,533.33 | $ 6,000.00 | $ 3,037.50 | $ 5,000.00
Child Max Out of Pocket (Out of Network) $ 11,000.00 | $ 20,000.00 | $ 12,555.56 | $ 5,260.00 | $ 3,662.50 | -
Spouse Max Out of Pocket (In Network) $ 5,447.37 | $ 5,000.00 | $ 6,533.33 | $ 6,000.00 | $ 3,037.50 | $ 5,000.00
Spouse Max Out of Pocket (Out of Network) $ 11,000.00 | $ 20,000.00 | $ 12,555.56 | $ 5,260.00 | $ 3,662.50 | -
Family Max Out of Pocket (In Network) $ 5,447.37 | $ 5,000.00 | $ 6,033.33 | $ 6,000.00 | $ 3,037.50 | $ 5,000.00
Family Max Out of Pocket (Out of Network) $ 11,000.00 | $ 20,000.00 | $ 12,555.56 | $ 5,260.00 | $ 3,662.50
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In addition to health care, peers were surveyed about HSA contributions and matching. As
demonstrated in Exhibit 5C, 56.3 percent of respondent organizations indicated that they do
provide contributions. The majority of peers are using a flat contribution, averaging
approximately $1,726.85. It is worth pointing out that that average figure only accounts for
those who do contribute, and is not including the $0 contributions from the others.

EXHIBIT 5C
HSA CONTRIBUTIONS

Question Market Avg Fair Oaks Ranch
Employer contribution to HSA? 56.3% No
|If yes, amount? $ 1,726.85 0

In addition to questions regarding health care coverages, Evergreen asked peers to provide
information on dental, vision, short-term disability, long-term disability, and life coverages.

Exhibit 5D shows that Fair Oaks Ranch’s dental insurance offering is competitive and
consistent with common practice among peer cities. Like the majority of peers, the City
provides employer-paid dental coverage, which ensures no cost to employees for employee-
only coverage and places the plan in a favorable position compared to peers. While the City’s
employer contribution of $24.74 is slightly below the peer average of $28.56, employees
benefit from lower out-of-pocket expenses, reinforcing the competitiveness of Fair Oaks
Ranch’s dental benefits.

EXHIBIT 5D
DENTAL COVERAGE QUESTIONS

Question S]] 8l Fair Oaks [ 3l Fair Oaks
(AU Plans) CEIGIDETNEIN Ranch  ETLEMET I Ranch
Insurance Offered? 93.3% 6.7% No
# of Plans Offered 1 1 2 0
Avg Employee-Only Premium (Employee) $ 7191 $ - - -
Avg Employee + Dependent Premium (Employee) | $ 52.82 | $ 32.33 - -
Avg Employee-Only Premium (Employer) $ 28.56 | $ 24.74 - -
Avg Employee + Dependent Premium (Employer) $ 5491 | $ 64.26 - -

As shown in Exhibit 5E, Fair Oaks Ranch’s vision insurance is competitive when compared to
peer averages. The City aligns with the majority of peers by offering an employer-paid vision
plan and does not provide an employee-paid option. Employees benefit from lower-than-
average costs, paying nothing for employee-only coverage and slightly less than peers for
employee plus dependent coverage. On the employer side, the City contributes slightly below
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average for employee-only coverage but provides a more generous contribution for dependent
coverage. Overall, the City’s approach balances affordability for employees with a competitive
employer contribution, positioning its vision benefits favorably among comparable entities.

EXHIBIT 5E
VISION COVERAGE QUESTIONS

Question 0T E Fair Oaks @S5 IGIEER Fair Oaks
(AlL Plans) Paid Vision Ranch Paid Vision Ranch
Insurance Offered? 66.7% Yes 35.7% No
# of Plans Offered 1 1 1 0
Avg Employee-Only Premium (Employee) $ 096 |%$ - $ 7.98 -
Avg Employee + Dependent Premium (Employee) $ 878|% 678 |% 17.07 -
Avg Employee-Only Premium (Employer) $ 755|$ 7.06|$ - -
Avg Employee + Dependent Premium (Employer) $ 12,46 | $ 1534 | $ - -

The findings from short and long-term disability offerings have been summarized in Exhibit
B5F. Fair Oaks Ranch’s disability insurance benefits compare favorably to peers, particularly
in short-term disability. While relatively few peers offer employer-paid short-term disability,
the City provides this benefit and at a more generous replacement rate of 66.7 percent of
salary compared to the 60 percent peer average. For long-term disability, Fair Oaks Ranch
aligns with the majority of peers by offering employer-paid coverage at 60 percent of salary,
consistent with the benchmark. Although the City does not provide employee-paid options for
either short- or long-term disability, its combination of employer-paid offerings ensures solid
coverage and positions its benefits competitively overall.

EXHIBIT 5F
DISABILITY COVERAGE QUESTIONS
. En.1ployer Fair Oaks En?ployee Fair Oaks EnTployer Fair Oaks Em.ployee Fair Oaks
Question Paid Short Paid Short Paid Long Paid Long
Ranch Ranch Ranch Ranch
Term Term Term Term

Insurance Offered? 26.7% Yes 20.0% No 73.3% Yes 6.7% No
# of Plans Offered 1.0 1 1.5 - 1.0 1 1.0 -
% of Salary Employee Receives 60.0% 66.7% 60.0% 0.0% 60.0% 60.0% 60.0% 0.0%

Exhibit 5G summarizes the life insurance offerings of responding peers and the City. Fair Oaks
Ranch’s life insurance benefits are generally consistent with market practices but show some
variation in cost and coverage. Like all peers, the City offers employer-paid life insurance, with
a monthly cost of $6.75 per employee, which is slightly higher than the market average of
$5.43. The City’s benefit amount of $50,000 or one times annual salary exceeds the market
average of $43,125, providing employees with stronger baseline protection. However, unlike
most peers (86.7 percent), Fair Oaks Ranch does not offer optional dependent coverage.
Employees do have the opportunity to purchase additional life insurance, consistent with the
87.5 percent of peers that provide this option. The City also includes accidental death
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insurance, which aligns with the 86.7 percent of market peers offering this benefit. Overall,
Fair Oaks Ranch’s life insurance program is competitive, offering higher-than-average death
benefits and standard supplemental options, though it falls short of peers in not extending
dependent coverage.

EXHIBIT 5G
LIFE INSURANCE

Question Market Avg Fair Oaks Ranch
Employer-Paid Life Insurance Offered? 100.0% yes
Monthly Cost to Employer (Individual Coverage) $5.43 $6.75
Death Benefit Amount $43,125.00 50K or 1x annual salary
Optional Dependent Coverage Offered? 86.7% No
Employee Purchase Additional Life Insurance? 87.5% Yes
Accidental Death Insurance Provided? 86.7% Yes

(The City’s individual cost was calculated based on the employer rate of $0.135 per $1,000 coverage at the
benefit amount of $50,000)

5.3 TIME OFF

Exhibit 5H provides the average minimum and maximum accrual rates showing the average
number years of service required to achieve the maximum accrual rate for Sick Leave,
Annual/Vacation Leave, and Personal Leave. All leave amounts are shown in hours. In
addition to the exhibit, some other points of interest have been summarized below:

e In the case of sick leave, the majority of peers indicated the same minimum and
maximum accrual rate, indicating there is no progression in sick leave accrual. The
maximum annual accrual rate for the City is 13 days but, consistent with responding
peers, there is no total maximum accrual.

e The City typically refers to annual leave accruals in terms of hours per year. The exhibit
converts those hours per year to monthly earnings. To provide the numbers in familiar
wording, the City’s website describes its annual leave benefits as, “Paid vacation: 120
hours per year for the first five years; 160 per year for 6 to 10 years; 200 hours for 11
to 15 years of service; 240 hours for 16-20 years of service; 280 hours for 21+ years
of service.” As can be seen in the comparison, the City offers a higher monthly accrual
rate than peer organizations.

e Most peers do not offer personal time (differentiated from annual/ vacation time); only
one peer did not offer sick leave differentiated from vacation/annual, and they offered
a PTO approach with all leave combined into a single bucket.

e On average, the peers offer 13.0 holidays off per year, whereas the City offers 14 (13
holidays and one personal day).
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Overall, the City’s leave benefits are more generous than market averages in both sick and
vacation leave. Sick leave accrual slightly exceeds the peer average, while vacation leave
accrual and maximum balances are substantially higher, offering employees greater flexibility
and time off. Fair Oaks Ranch’s leave program is competitive and particularly strong in
vacation leave offerings.

EXHIBIT 5H
LEAVE TIME ACCRUAL
o Eation Fair Oaks ;C\nnu.aur Fair Oaks Pfarsonal Fair Oaks
Ranch R'ElEU] Ranch 1 Xen@ Ranch
Offered? (Yes/No) 86.7% Yes 100.0% Yes 13.3% No
Min Accrual Rate (Maonthly) 8.2 8.7 8.5 10.0 0.0 0
Years to Min Accrual 0.0 0.0 0.2 0.0 0.0 0
Max Accrual Rate (Monthly) 8.2 8.7 14.7 23.3 3.3 0
Years to Max Accrual 0.0 0.0 14.8 21.0 3.0 0
Annual Max Accrual 98.7 104.0 184.9 280.0 40.0 0
Total Max Accrual N/A N/A 309.3 560.0 40.0 0

Exhibit 51 summarizes the peers’ and the City’s parental leave policies. The City offers parental
leave benefits that are less generous than the market average, although given that less than
half of the market offers this benefit beyond the legally mandated FMLA, the City is not
significantly out of line with the market in its positioning. The market averages approximately
13.2 weeks of total time off, while the City offers zero weeks beyond the legally mandated
FMLA time off (12 weeks total).

EXHIBIT 51
PARENTAL LEAVE POLICIES

Question \ET{ G 74l Fair Oaks Ranch

Parental Leave Beyond Mandated (FMLA)? 40.0% No
Maternity Leave Beyond Mandated (FMLA)? 30.8% No
Paternity Leave Beyond Mandated (FMLA)? 30.8% no
Max Time Off for Parents (Paid/Unpaid)? 13.2 weeks 12 weeks
Are both parents eligible? 83.3% 0
Eligible Parent Types (Biological, Adoptive, Foster)? 100.0% 0
Can FMLA and Parental Leave Be Taken Separately? 0.0% 0
Policy Covers All Employees (Full-Time, Part-Time, etc.)? 28.6% 0
Eligibility Requirements for Benefits (Tenure, Exempt)? Varies 0
Any other Benefits Affected by Parental Leave? 14.3% 0
Adoption Assistance Offered? 0.0% No
Daycare Subsidy Offered? 0.0% No
Onsite/Offsite Childcare Offered? 0.0% no
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5.4 OTHER BENEFITS

Exhibit 5J provides an overview of primary retirement options provided by the peers, as well
as the City. The City utilizes TMRS retirement, as do the vast majority of its peer agencies. All
of the peers who participate in TMRS utilize the exact same formula, with 14.0 percent
contribution by the organization and 7.0 percent contribution by employees.

EXHIBIT 5J
RETIREMENT DETAILS

\(ETi[GI Fair Oaks
Avg Ranch

Question

How many retirement plans? 1.00 1
Are you using TMRS retirement? 87.5% Yes

Exhibit 5K shows some common supplemental retirement plans. The aggregate peer group
indicated providing 457 and “other” plans including Roth and traditional IRAs, while the City
provides a 457(b) option.

EXHIBIT 5K
RETIREMENT OPTIONS
Question \EI{ G Fair Oaks

Avg Ranch
D.R.O.P 0.0% No
401k 0.0% No
401a 0.0% No
403(b) 0.0% No
457(b) 100.0% Yes
Other 33.3% 0

Exhibit 5L displays questions regarding Employee Assistance Programs. As shown, 75.0
percent of participating peers offer EAP. All peers that offered an EAP benefit also provide
benefits to family members in addition to the employee. On average, peers provide 5.3 EAP
visits per incident. While the majority of peers offered the same six visits the City offered,
there was a low of three visits and a high of eight visits offered.
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EXHIBIT 5L
EMPLOYEE ASSISTANCE PROGRAMS

Market Fair Oaks

Question

Avg Ranch
Employer-Paid EAP Offered? 75.0% Yes
Benefits for Family Members? 100.0% Yes
Annual Visits Provided? 5.33 6
Long-Term Care Insurance for New Hires? 0.0% no
Transportation/Commuter Benefits Offered? 0.0% no

Exhibit 5M displays information regarding wellness programs from respondent peers. The
majority of respondent peers do not provide a wellness program of some sort to employees.
Of the few that do offer wellness programs, all indicated monetary incentives for participants.
The City doesn’t offer its own wellness pledge, but there is a monetary incentive available for
employees through the City’s Cigna Wellness Program.

EXHIBIT 5M
WELLNESS PROGRAMS

(1L G188 Fair Oaks

uestion
Q Avg Ranch

Wellness Pledge Offered? 12.5% No
Monetary Incentives for Participants? 100.0% yes
Penalties for Incomplete Wellness Pledge? 50.0% No
Health Plan Enrollment Required for Wellness? 50.0% No

Exhibit 5N displays questions regarding Tuition Reimbursement. Approximately 60 percent of
respondent peers reported offering some form of tuition reimbursement for employees.
Although the specific policies differ considerably, the typical reimbursement amount ranges
between $2,000 and $5,000, with one peer providing as little as $600. It is important to note
that this average reflects only those peers that offer tuition reimbursement; therefore, by
providing any level of reimbursement, the City would already be positioned ahead of the 40
percent of peers that do not offer this benefit.
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EXHIBIT 5N
TUITION REIMBURSEMENT

Question \EI YT Fair Oaks Ranch

Is tuition reimbursement offered? 60.0% No
Plan limit $2,720.00 -
Do you offer a student loan repayment program? 0.0% No
Plan limit - -

55 SUMMARY

The City’s benefits program presents a mixed market position with some areas exceeding the
market handily and others falling behind. Medical coverage is strongest for employee-only
enroliment, while dependent tiers are less competitive due to higher child, spouse, and family
deductibles. Time-off benefits are generally aligned with or modestly ahead of peers, and the
retirement program mirrors common practice among Texas municipalities.

From an employee experience standpoint, the PPO is the clearest lens for comparison. The
City’s PPO is more favorable than the market for individual coverage but presents higher out-
of-pocket exposure for dependents due to elevated deductible levels. In practice, this
structure makes coverage attractive to single employees but can dampen perceived value for
those enrolling spouses or children. The EPO follows a similar pattern, offering competitive
premiums with no out-of-network coverage and lower individual deductibles, but higher
dependent deductibles.

Time off is broadly competitive, with the City offering more vacation and sick leave and one
additional holiday than the average peer. The most notable gap is in paid parental leave, which
many peers now use as a differentiator even when not universally provided. Retirement is
aligned with Texas municipal practice, supporting long-term retention without creating atypical
fiscal commitments. Supplemental programs (dental/vision, disability, life, EAP, wellness,
tuition) round out the package at levels that are competitive with market practice; they
enhance the overall program but are not primary drivers of competitiveness relative to
medical, time off, and retirement.

BENEFIT CONSIDERATIONS

The City’s benefits program is anchored by several competitive elements, but gaps remain
that affect families and employees seeking greater flexibility. The current structure creates an
imbalance in how value is distributed across the workforce, with single coverage positioned
more favorably than dependent coverage due to higher deductibles. In addition, the absence
of paid parental leave and the limited range of medical plan options place the City behind
some of its peers in areas that increasingly influence employee decision-making and
retention.
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Areas that the City may wish to consider include:

e Tuition reimbursement or student loan payback support: The City should review the
terms of the Public Service Loan Forgiveness (PSLF) program to determine if
employees are eligible and evaluate whether offering supplemental tuition
reimbursement could strengthen talent development.

e Life insurance costs: The City’s life insurance program is provided at a higher cost than
the peer average. Reviewing plan design and options may identify opportunities to
reduce costs while maintaining competitive coverage.

e Leave sell-back or rollover: A common practice among public sector organizations is to
allow employees to either sell back unused leave or transfer annual leave that exceeds
the maximum cap into sick leave. While financial implications would need to be
carefully evaluated, employees often identify this option as highly valued during
outreach efforts.

e Paid parental leave: Adding even a modest parental leave program (e.g., 4-6 weeks)
would align the City with emerging best practices and signal a commitment to family-
supportive policies.

e Wellness and mental health resources: Expanding wellness offerings (e.g., preventive
care incentives, stress management, telehealth for behavioral health) reflects growing
expectations in the workforce and can reduce longer-term medical costs.

e Flexible or hybrid benefit structures: Some municipalities are adopting cafeteria-style
or flexible benefit credits, allowing employees to allocate dollars to the programs that
best meet their personal or family needs. This type of design can increase perceived
value without substantially raising costs.

In short, while the program provides a solid foundation with competitive insurance and basic
leave practices, it does not fully address the needs of all segments of the workforce.
Strengthening affordability for families, enhancing flexibility in plan design, and considering
family-supportive policies would improve the City’s ability to compete for and retain talent
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EVERGREEN SOLUTIONS, LLC

Chapter 6 - Recommendations

After careful deliberation and review of the study findings detailed in the previous chapters of
this report, Evergreen developed recommendations for the City to consider. These
recommendations follow a thorough, data driven process with the goal of providing
stakeholders with actionable information that could facilitate the modernization of the City's
compensation structure. The recommendations, as well as the findings that led to each
recommendation, are discussed in detail in this section. The recommendations are organized
into the following sections: classification, compensation, administration of the system,
performance evaluation policy review and executive summary.

6.1 CLASSIFICATION RECOMMENDATIONS

The classification recommendations in this chapter are the result of robust employee
participation and detailed data analysis. One of the key deliverables for this study, and a
unique characteristic of Evergreen’s process, is the prioritization of a multi-faceted employee
participation process. Employees were asked to participate via an online employee survey
questionnaire and by attending in-person focus group sessions led by Evergreen consultants.
In addition to the initial employee outreach efforts, more than a dozen additional meetings
were conducted with City stakeholders at different stages of the study. This included meetings
with City Council for each of the key milestones of the engagement. As requested, Evergreen
waited to receive feedback and approval from Council before moving forward to the next set
of tasks, which resulted in a collaborative and deliberate process throughout. Along with the
City Council, the City Manager, HR staff, and the balance of the senior leadership team were
engaged throughout this very transparent process.

While the total number of classifications remains unchanged under these recommendations,
10 positions, or roughly 19 percent of all job titles, are recommended for reclassification to
ensure alignment with organizational needs and market standards. This need for
modernization is particularly important when viewed in historical context. The City of Fair Oaks
Ranch's last comprehensive update to its classification and compensation structure occurred
in late 2020. In the years following the pandemic, wages and inflation have increased at
historical rates, leaving municipalities around the nation trying to stay competitive in a rapidly
changing labor market. Since the last study, the City has relied largely on incremental or ad
hoc adjustments to address immediate workforce needs. While such measures offered
temporary solutions, or short-term financial benefit, they did not fully account for shifts in the
regional labor market, the evolution of job responsibilities, or needed changes in overall
compensation structure to provide the best opportunity for the City to stay competitive. As a
result, the City entered this study with a structure that had become misaligned with both
organizational needs and external competitiveness. The reclassifications and structural
changes recommended in this study are necessary to modernize the system and align it with
contemporary standards.
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For an organization to achieve a balanced compensation structure, it must strive to be
equitable internally and competitive externally. To achieve that requires a defined
compensation philosophy with supporting employment policies to ensure the plan can be
consistently maintained.

An organization's classification system is equally as important as the compensation offered
to employees. The classification system establishes how its human resources are employed
to perform its core services and deliver the desired outcomes set by policymakers. The
classification system consists of the titles and descriptions of the different job classifications,
which define how work is organized and assigned. It is essential the titles and descriptions of
an organization’s classifications accurately depict the work being performed by employees in
order to ensure equity within the organization and to enable comparisons with positions at
peer organizations. The purpose of a classification analysis is to identify such issues as
incorrect or duplicate titles, outdated job descriptions, and inconsistent titles across
departments. Recommendations are then made to remedy the identified concerns based on
human resources best practices.

In the analysis of the City’s classification system, Evergreen Solutions collected classification
data through focus groups, interviews, and the Job Assessment Tool (JAT) employee survey
process. The JATs, which were completed by employees and reviewed by their supervisors,
provided information about the type and level of work being performed for each of the City’s
classifications. Evergreen reviewed the data provided in the JATs and used the information
as the initial basis for classification recommendations. Once initial recommendations were
developed, they were reviewed and refined through multiple meetings with the City project
leadership team, then submitted to senior leaders across the organization, and ultimately to
the City Council for consideration.

The JAT employee survey concluded with 92 percent participation from employees and 91
percent of all job classifications represented. The participation summaries are shown in
Exhibits 6A and 6B. This strong employee response, along with the collaboration from the City
project leadership team, helped provide a solid foundation for the classification
recommendations. This high level of employee participation would not have been possible
without the diligent efforts of the City Human Resources Department, who were engaged
throughout the process. They assisted in communication and facilitating equitable access for
all City employees.
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EXHIBIT 6A
EMPLOYEE JOB ASSESSMENT TOOL PARTICIPATION

Employee Summary Supervisor Summary
# Of Employee Surveys # Of Employee Surveys # Of Supervisor Reviews  # Of Supervisor Reviews
Complete Incomplete Complete Incomplete
% Complete % Incomplete % Complete % Incomplete
91.57% 8.43% 88.16% 11.84%
EXHIBIT 6B

JOB CLASSIFICATIONS PARTICIPATION SUMMARY

Classification Summary

# of Classifications with a JAT # of Classifications without a JAT

% Complete % Incomplete

90.57% 9.43%

FINDING

The City’s compensation system has evolved through incremental adjustments approved with
each annual budget cycle. However, the study identified that several job titles are not aligned
with the duties employees perform and do not reflect regional labor market standards. If left
unaddressed, these misalignments could place the City at a competitive disadvantage relative
to its peers.

RECOMMENDATION 1: Adopt the proposed reclassifications to standardize the City pay plan
structure and reestablish internal equity.

The recommended classification title changes can be seen in Exhibit 6C. The
recommendations will realign the job title with the essential functions being performed and
best practices.
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EXHIBIT 6C
RECOMMENDED CLASSIFICATION CHANGES
Department ‘ Current Class Title Recommended Class Title
Multiple Administrative Clerk Administrative Assistant
Utilities Administrative Support Specialist | Administrative Assistant
Maintenance Custodian/Maintenance Worker Custodian
Human Resources and Director of HR and

NN . Director of Human Resources
Communication Communications

Director of Public Works and

Engineering Services Director of Public Works

Engineering
Engineering Services Manger of Engineering Services Engineering Manager
Human Resources and Multimedia Communications N )
N ) Communications Officer
Communication Officer
Finance Payroll and AP Specialist Financial Specialist |

CLASSIFICATION CAREER PROGRESSION

Evergreen reviewed the City’s existing classification plan and based on an analysis of class
levels, employee feedback, and market alignment, recommends targeted adjustments to
strengthen career progression and ensure sustainable succession planning within job
families. Updating the classification structure provides employees with clearly defined career
levels, transparent growth opportunities, and pathways for advancement. This not only
improves retention and recruitment but also equips the City to identify and develop future
leaders, ensuring continuity of operations as workforce transitions occur. By aligning positions
with a logical progression, the City can better support employee development, address staffing
needs over time, and maintain competitiveness in a changing labor market. Please keep in
mind, this study did not include a staffing review component. The creation of new
classification levels should not be interpreted as a need for additional staff at this time.

Exhibit 6D illustrates the updated career progression for all job classifications, organized by
pay grade. Civilian classifications are assigned to grades 101 through 130, while public safety
classifications are assigned to grades 201 through 205. The first pay grade utilized within the
plan is 104 and ungraded positions are designated as “UNG.”
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EXHIBIT 6D

RECOMMENDED CLASSIFICATION PROGRESSION - Pay Grades 101-130, UNG

Proposed Pay
Grade

104
106

107

108

109

110

111

112

113
114

115

116
117

Recommended Class Title

Custodian

Administrative Clerk

Animal Services Officer
Administrative Assistant
Court Clerk I*

Utilities Clerk

Human Resources Assistant*
Maintenance Technician
Utility Technician

Court Clerk II*

Financial Specialist 1*
Maintenance Lead

Senior Utilities Clerk*
Water/Wastewater Operator |
Code Compliance Officer

IT Technician*

Court Clerk IlI*
Financial Specialist II*
Mechanic

Building Inspector I*
Water/Wastewater Operator
GIS Technician

Accountant

Building Inspector II*

Deputy City Secretary
Environmental Program Manager
IT Network Specialist
Water/Wastewater Operator llI
Infrastructure Inspector I*
Master Level Maintenance
Specialist*

Maintenance Supervisor

City Planner

Civilian Investigator
Communications Officer
Human Resources Generalist
Infrastructure Inspector I1*

IT Analyst*
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EXHIBIT 6D (CONTINUED)

RECOMMENDED CLASSIFICATION PROGRESSION - Pay Grades 101-130, UNG

Proposed Pay
Grade

118

119

121

123
124
125

126
127

128
129
130
UNG

Recommended Class Title

Court Administrator
Wastewater Supervisor
Water Supervisor
Procurement Manager
Project Manager

Accounting Manager

City Secretary

Building Official

Engineering Manager

IT Manager

Police Lieutenant

Assistant Director of Public Works
Director of Human Resources
Director of Public Works
Director of Finance

Chief of Police

Assistant City Manager

City Manager

* Proposed classifications for future career levels and succession

EXHIBIT 6D (CONTINUED)

RECOMMENDED CLASSIFICATION PROGRESSION - PAY GRADES 201-205

Proposed Pay
Grade

201
202

203
204
125
129

Recommended Class Title

Police Cadet

Police Officer

School Resource Officer
Police Corporal

Police Sergeant

Police Lieutenant**
Police Chief**

**Police Lieutenant and Police Chief are shown here for continuity of rank structure

Exhibit 6E provides a career matrix for each career family, illustrating progression through the
classification series and identifying proposed updates. The matrices are designed to increase
transparency for both the organization and employees by clearly showing available career
paths, expected progression within each series, and opportunities for succession planning.
This structure supports employee development, helps managers plan for future workforce
needs, and ensures consistency in how career growth is communicated across the City. It
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should be noted that matrices are not intended to include every classification that the City
may utilize, such as executive leadership classifications, but they do include those areas with
defined levels and career progression, illustrating how employees could expect to advance
within their chosen career path. As this study did not include a staffing study or organizational
review, the recommended classification levels are provided for consideration only, not
intended to suggest the creation of additional budgeted positions at this time. These
recommendations are based on a combination of employee input and common practices in
municipal governments to support career growth and succession planning.
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EXHIBIT 6E

CAREER FAMILY: ADMINISTRATIVE SUPPORT

Administrative Clerk

Administrative Assistant

Deputy City Secretary

City Secretary

Title/Categories

Job Summary

Performs clerical,
administrative, and customer
service duties for City
departments. Handles
records, licensing, permits,
bookkeeping, facility
reservations, and reception
duties. Provides support to
staff and public inquiries

Provides administrative and
technical support including
permit processing, records
management, bookkeeping,
scheduling, and customer
service. Assists in preparing
reports, correspondence,
and supporting department
operations

Supports the City Secretary’s
office by managing official
records, council agendas,
public notices, and elections.
Assists with meeting
documentation, open
records requests, and
compliance with Texas
statutes. May act as City
Secretary when required

Provides complex
administrative and
professional support to City
Council and management.
Serves as custodian of
records, oversees
codification of ordinances,
manages elections, prepares
council agendas and
minutes, issues
permits/licenses, and
supervises clerical staffs

FLSA Status

Non-Exempt

Non-Exempt

Exempt

Exempt

Minimum Education

High School diploma or GEDs

High School diploma or GEDs

Associate degree in Public
Administration, Business
Management, or related
fields

Bachelor’'s degree in
Business Management,
Records Management, Public
Administration, or related
fields

Minimum Experience

2 years of office
administration or related
clerical experience

3 years of office
administration, permitting, or
related field experience

2 years of municipal
government experience;
Texas Registered Municipal
Clerk certification within 3
years

4 years of municipal
government experience;
Texas Registered Municipal
Clerk certification required

Pay Grade

106

107

114

121
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EXHIBIT 6E

CAREER FAMILY: BUILDING CODES

for the City of Fair Oaks Ranch, TX

Title/Categories Code Compliance Officer Building Inspector | FHuflels gz o Building Official
(proposed)
Advanced inspection and plan
Protects community welfare . . review .role. andles more Leads the Building Codes
- Performs inspections and complex inspections, provides L )
through education, outreach, . . . . . . division, supervises staff, and
. plan reviews of residential technical guidance to junior - ;
and enforcement of zoning, . : . enforces building and life
) and commercial construction inspectors, and may
nuisance, land use, and . . . safety codes. Oversees plan
Job Summary for compliance with codes specialize in structural, . . .
safety codes. Conducts ; . . . reviews, inspections, code
. . ; . and ordinances. Advises electrical, plumbing, or .
inspections, investigates L ) - enforcement, ordinance
. contractors and maintains mechanical codes. Assists
complaints, and promotes L L development, and budget
. records. Building Official in code o ;
voluntary compliance. . . administration.
interpretation and
compliance.
FLSA Status Non-Exempt Non-Exempt Non-Exempt Exempt
ngh School diploma or High School diploma. Must High Sghoql diploma. ICC High Schoql dlploma.or GED.
_ equivalent. Texas Code . ; certification as Plans Must obtain ICC Residential
Minimum ) obtain Texas State Plumbing - o
. Enforcement Officer . o Examiner preferred. Building Inspector and Texas
Education . . . - Inspector License within 12 , . .
Registration required within 2 Bachelor’s degree in related State Plumbing Inspector
months. . . . .
years. field desirable. License within 6 months.
N 3 years of building inspection 5 years of bw_ldlng |nspe9t|on 10 years of progrgsswe!y
- 1 year of municipal code - . experience with progressively responsible experience in
Minimum . . . or plan review experience, or : . S S . -
. inspection, compliance, or . S increasing responsibility. building codes, including 2
Experience . equivalent combination of . . ; L )
outreach experience. . . Supervisory or lead inspector years in administration or
education and experience. : .
experience preferred. supervision.
Pay Grade 110 112 114 123

The Building Inspector Il would allow for employee growth as additional experience and certifications are achieved. A move to an
Inspector Il would not be automatic but would ensure that employees that meet the minimum qualifications are eligible for

consideration should the City determine that class levels or operational needs warrant advancement to the higher classification.
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Title/Categories

GIS Technician

Creates and maintains
geospatial data and maps to
support City operations.

EXHIBIT 6E

Environmental Program
Manager

Manages environmental
programs including
stormwater, water
conservation, backflow

CAREER FAMILY: ENGINEERING

Infrastructure Inspector |

Performs inspections of
public works infrastructure
projects such as water,

Infrastructure Inspector I
(proposed)

Advanced inspection role
handling complex
infrastructure projects.
Provides guidance to

Job Summary Provides technical support for . sewer, stormwater, and street . .
prevention, hazardous waste, Inspector |, reviews technical
GIS users, manages asset ) systems. Ensures :
. . and tree preservation. . . . compliance, and manages
data, and assists with ) . construction complies with -
) . Ensures compliance with more specialized or large-
infrastructure planning. . approved plans and codes. . )
state and federal regulations. scale inspections.
FLSA Status Non-Exempt Exempt Non-Exempt Non-Exempt

Minimum Education

High School diploma or GED;
training in GIS or related field
desirable.

Bachelor’'s degree in
natural/physical science,
engineering, or environmental
studies.

Associate’s degree in related
field or equivalent training.

Associate’s degree in
construction, engineering, or
related field. Bachelor’s
degree preferred. Experience
and appropriate certifications
may apply.

Minimum Experience

Some GIS or technical
mapping experience; 1 years.

4 years of program
management or related
environmental compliance
experience.

2 years of construction
inspection or related public
works experience.

4 years of progressively
responsible infrastructure
inspection experience;
supervisory or lead inspector
experience preferred.

Pay Grade

113

114

115

117

The Infrastructure Inspector Il would allow for employee growth as additional experience and certifications are achieved. A move
to an Inspector Il would not be automatic but would ensure that employees that meet the minimum qualifications are eligible for
consideration should the City determine that class levels or operational needs warrant advancement to the higher classification.
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Title/Categories

EXHIBIT 6E

CAREER FAMILY: ENGINEERING (CONTINUED)

City Planner

Project Manager

Engineering Manager

Director of Public Works

Performs professional
planning work including
research, zoning analysis,
land use studies, and review

Oversees capital and non-
capital improvement projects
from concept to completion.

Supervises engineering staff
and operations, ensuring
compliance with municipal

Leads Public Works and
Engineering Services.
Oversees utilities,
stormwater, streets,
environmental compliance,

ol SN of development applications. | Manages budgets, engineering sftandarfjs. planning, and capital
) . ; . Manages design reviews, ;

Advises City Council, Boards, | schedules, compliance, and . . improvement programs.
T infrastructure planning, and . . .

and Commissions on stakeholder engagement. . : Provides strategic leadership

o capital projects.
planning issues. and manages departmental
budgets.
FLSA Status Exempt Exempt Exempt Exempt

Minimum Education

Bachelor’'s degree in Urban
Planning, Architecture,
Geography, or related field.

Bachelor’s degree in Civil
Engineering, Construction
Management, Environmental
Sciences, Planning, or related
field.

Bachelor’s degree in Civil

Engineering or related field.

Professional Engineer (PE)
license preferred.

Bachelor’s degree in Civil or
Environmental Engineering.
Texas PE license required.

Minimum Experience

4 years of planning or related
municipal experience.

4 years of project or
construction management
experience.

7 years of engineering
experience, including

supervisory responsibilities.

10 years of professional
engineering experience,
including 2+ years in
management.

Pay Grade

117

119

124

127
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EXHIBIT 6E

CAREER FAMILY: FINANCE

Title/Categories LR Financial Specialist Ii Accountant Flie BT Accounting Manager Director of Finance
| (proposed) Manager
Intermediate-level .
. Designs, . .
Entry-level role role performing . . Executive leadership
2 . I . implements, and Supervises .
assisting with reconciliations, Professional . . . of the Finance
. . S . administers accounting division
financial reviewing and accounting role . . Department,
. . . procurement including payroll, .
recordkeeping, posting payroll, preparing reports, ) overseeing
e : . o operations, accounts payable, .
reconciliations, journal entries, and reconciliations, . ; accounting,
. . . oversees contracts, | audits, and reporting.
Job Summary | accounts preparation of journal entries, and . : procurement,
. ) . . ensures compliance | Ensures compliance
payable/receivable, | financial schedules. audit support. . - . treasury, payroll,
. ) . with municipal with GAAP/GASB and : ;
payroll, and budget | Provides support Assists with budget . debt, and financial
L : procurement laws, internal controls. Acts : .
monitoring. Works across departments preparation and : . . reporting. Advises
; and manages as interim Finance : .
under close and ensures internal controls. . City leadership on
- . . vendor Director as needed. . -
supervision. compliance with ) . financial matters.
relationships.
procedures.
FLSA Status Non-Exempt Non-Exempt Exempt Exempt Exempt Exempt
Bachelor’s degree Bache!or s degree Bachelor’s degree in
Some college L . . . in Business, g
: Associate’s degree in | in Accounting or . , . Public Finance,
coursework in . - ) Accounting, or Bachelor’'s degree in .
L . Accounting, Finance, | related field . . ; Accounting, or
Minimum accounting, ‘ related field. CPPO Accounting, Finance, L2
. . or related field. (Governmental . . related field; CPA or
Education finance, or related - S - certification or Business e
: . ) Experience in lieu of | accounting e : Certified Government
field. Experience in ) preferred. Administration. ) :
. may apply. experience . - Finance Officer
lieu of may apply. Experience in lieu of .
preferred). require.
may apply.
1 year of related 5 years of 10+ years of
. . 3 years of ) ) . .
Minimum experience 2 years of experience rofessional 5 years of accounting/finance finance/accounting
. (internship or in accounting or P . procurement experience, including | experience including
Experience - ) . 3 : accounting . : .
clerical financial financial support. ) experience. supervisory 5+ years in
experience. L
support preferred). responsibilities. management.
Pay Grade 109 111 114 119 121 128

The Financial Specialist Il would allow for employee growth as additional experience and certifications are achieved. A move to an
Inspector Il would not be automatic but would ensure that employees that meet the minimum qualifications are eligible for
consideration should the City determine that class levels or operational needs warrant advancement to the higher classification.
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EXHIBIT 6E
CAREER FAMILY: HUMAN RESOURCES

Title/Categories Human Resource Assistant (proposed) Human Resources Generalist Director of Human Resources

Job Summary

Entry-level HR role providing
administrative and technical support in
recruitment, onboarding, benefits,
recordkeeping, and employee
assistance. Ensures compliance with HR
policies and procedures while supporting
staff and supervisors.

Performs professional-level HR duties
including recruitment, onboarding,
benefits administration, compliance
reporting, employee relations, training,
and policy interpretation. Provides
guidance to departments and supports
HR programs.

Leads the Human Resources
Department, managing employee
relations, classification, compensation,
recruiting, benefits, grievance
management, training, compliance, and
HR policy development. Provides
strategic HR guidance to city leadership
while ensuring compliance with federal
and state employment laws.

FLSA Status

Non-Exempt

Exempt

Exempt

Minimum Education

Associate’s degree in Human Resources,
Business Administration, or related field.
Experience in lieu of may apply.

Bachelor’'s degree in HR, Business
Administration, or related field.
Experience in lieu of may apply.

Bachelor’'s degree in HR Management or
related field.

Minimum Experience

1 year of HR or administrative support
experience.

3 years of progressively responsible HR
management experience.

7+ years of progressive HR experience,
preferably in municipal government.

Pay Grade

108

117

127

The Human Resource Assistant would allow for an entry into the series and support succession in the series. The City may also
wish to consider a HR Specialist classification to support specific areas such as workman’s compensation, benefits,

compensation and classification data analysis, recruiting, etc.
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Chapter 6 - Recommendations

Compensation, Classification and Benefits Study

for the City of Fair Oaks Ranch, TX

Title/Categories ‘ IT Technician (proposed) IT Network Specialist ‘

EXHIBIT 6E

CAREER FAMILY: INFORMATION TECHNOLOGY

Front-line IT support role
providing customer service
and help desk functions.
Handles troubleshooting,
hardware/software

Mid-level, providing
support for the City’s
network infrastructure
including switches, routers,
servers, and security

IT Analyst (proposed)

Mid-level IT role supporting
network, enterprise
management, and security
functions. Provides technical
analysis, system monitoring,

IT Manager

Oversees IT infrastructure and
systems including
applications, servers,
networks, security, and end-

Job Summary support, system setup, and appliances. Performs help and assists with user §upport. Manage§ IT
. : desk, system - . policies, system security,
resolves user issues in . . implementations of new .
maintenance, and assists . . . disaster recovery, vendor
person and remotely. . ) technologijes. Bridges daily . . -
; with network design, . . L relationships, and strategic IT
Escalates complex issues . . operations with specialized IT .
implementation, and planning
as needed. . L needs.
security monitoring.
FLSA Status Non-Exempt Non-Exempt Exempt Exempt

Minimum Education

High School diploma or
GED. CompTIA A+
certification preferred.

Associate’s degree in
computer-related field
preferred. A+ certification
required. Net+ and/or
Sec+ preferred

Bachelor’'s degree in
Information Technology,
Computer Science, or related
field. Specialized certifications
may qualify in lieu of degree.

Bachelor’'s degree in
Information Technology,
Computer Science, or related
field. Specialized certifications
may qualify in lieu of degree.

Minimum Experience

1 year of IT support or help
desk experience.

5 years of related IT
experience

5 years of experience in IT
support, systems, or network
administration.

7 years of IT experience with
expertise in systems,
networking, and security

Pay Grade

110

114

117

125

The City currently relies on a two-person IT team to manage all technology needs across all departments/employees. While this structure has
provided baseline coverage, it may place significant demands on the IT Manager and Network Specialist to address both front-line help desk
requests and complex network/system issues. This may limit the City’s ability to focus on proactive infrastructure improvements,
cybersecurity, and long-term strategic planning. The IT Technician would be prioritized since the addition of this position would provide
dedicated front-line support, including help desk coverage, troubleshooting, system setup, and end-user training. This position ensures that
day-to-day technology needs are met promptly while freeing the Network Specialist and IT Manager to concentrate on higher-level
infrastructure, security, and strategic initiatives. By prioritizing this role, the City addresses its most immediate need: ensuring reliable,
responsive support to its employees.
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Chapter 6 - Recommendations

Compensation, Classification and Benefits Study

for the City of Fair Oaks Ranch, TX

Title/Categorie

Custodian

Performs custodial
and light
maintenance duties

Maintenance
Technician

Performs
general and
semi-skilled
maintenance

EXHIBIT 6E

CAREER FAMILY: MAINTENANCE

Maintenance Lead

Coordinates assigned
maintenance projects and

Mechanic

Responsible for
maintenance and
repair of City
vehicles and fleet

Master Level
Maintenance

Specialist (proposed)

Maintenance Supervisor

Advanced
maintenance

specialist responsible

for highly skilled

Leads maintenance

for City facilities and repair of City | oversees tasks to ensure fequlpment, repair, diagnostics, ope.r.a.tlons |n9|ud|ng
. ’ - I . . including Nt facilities, vehicles, and
including cleaning, facilities, streets, | timely completion. . > and specialized .
- . . . diagnostics, . . . infrastructure upkeep.
sanitizing, minor and drainage Operates equipment, . projects in multiple .
Job Summary . . ) preventive . Supervises staff, manages
plumbing/electrical, | systems. manages inventory, . trades (mechanical, -
. . . maintenance, . . budgets, coordinates
and preventive Operates supports supervisor in . . electrical, plumbing, .
. . : inspections, and projects, and oversees
equipment care. equipment, scheduling, and serves as X HVAC, or heavy . )
. . - . . . recordkeeping. . . compliance with safety
Assists with facility | assists skilled backup during . equipment). Provides .
) . Ensures compliance . . and operational standards
setup and field trades, and emergencies . technical guidance
with safety and -
work as needed. responds to . . and mentors junior
. inspection
emergencies. staff.
standards.
FLSA Status Non-Exempt Non-Exempt Non-Exempt Non-Exempt Exempt Exempt
. High School diploma | ) gonool diploma | High School diploma or
. High School . . . or GED; Industry : .
Minimum . High School High School diploma or e or GED. Technical GED. Appropriate
. diploma or . Certifications based e . .
Education ) diploma or GED. | GED . certifications in technical/trade
equivalent. on type of primary L o
. specialized trade(s). certifications.
type of equipment.
2 years of 5 years of verifiable | 7 years of
construction, automotive and progressively
. maintenance, or | 4 years of equipment repair responsible 7 years of
- 1 year of custodial . . . : . .
Minimum . heavy construction/maintenance | experience, or maintenance or construction/maintenance
. and maintenance . . . . - . . . .
Experience ) equipment experience, with 1 year in equivalent skilled trade experience including
experience. . S X ; . . >
operation - a lead role preferred combination of experience, including | supervisory responsibility
demonstrated training and advanced technical
experience. certification expertise.
Pay Grade 104 108 110* 111 115 116

The Master Trades classification would serve as a senior-level technical expert, to recognize advanced certifications, specialized skills, and
significant field experience. Establishing this level would provide employees with a clear pathway for advancement and enhance
succession. * Recommend pay grade adjustment from 109 to 110 in future evaluation.
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Chapter 6 - Recommendations Compensation, Classification and Benefits Study
for the City of Fair Oaks Ranch, TX

EXHIBIT 6E
CAREER FAMILY: COURT CLERK
Title/Categories \ Court Clerk | \ Court Clerk Il (proposed) Court Clerk lll (proposed)

Performs advanced clerical and

Supports Municipal Court Performs more complex clerical, | administrative work for the Municipal

operations by assisting with filings administrative, and technical Court, including preparing and
Eocessing Ci}ications scheduling " | tasks for the Municipal Court, maintaining court records, ensuring
ﬁearings reparing yrecords and including processing filings, compliance with statutory
Job Summary coordinaitiﬂ \?/ith ‘Ldges ’ issuing warrants, handling requirements, training and
rosecutorsg and Joli%e ’Handles payments, preparing dockets, mentoring junior clerks, and serving
ﬁnancial trahsacti%ns a;nd rovides and coordinating with justice as a lead resource for judges,
customer service P system partners. Provides attorneys, and justice system
’ guidance to entry-level clerks. partners. May supervise daily

workflow of lower-level clerks.

FLSA Status Non-Exempt Non-Exempt Non-Exempt

High School diploma or GED High School diploma or GED
High School diploma or GED
Level | Court Clerk Certification Level Il Court Clerk Certification

Minimum Education Completion of TMCEC Court Clerk required; Level Il Court Clerk required; Level Ill Court Clerk
Level | education within 18 months | Certification must be obtained Certification required or must be
of hire within 24 months of obtained within 36 months of

promotion/hire promotion/hire

1 years municipal court clerical 5 years of progressively responsible

. . 1 year of clerical or court-related experience, including at least municipal court clerical experience,
Minimum Experience . . .
experience preferred one year as a Court Clerk | or including at least one year at the
equivalent Court Clerk Il level
Pay Grade 107 109 111

The addition of Court Clerk Il and Il classifications create a clear career path for employees as they gain experience, certifications, and
advanced skills. These levels do not add positions but recognize increased responsibility, support professional growth, and strengthen the
overall effectiveness of Municipal Court operations.
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Chapter 6 - Recommendations

Compensation, Classification and Benefits Study
for the City of Fair Oaks Ranch, TX

Title/Categories

Police Cadet

Police Officer

EXHIBIT 6E
CAREER FAMILY: PUBLIC SAFETY

School Resource
Officer

Police Corporal

Police Sergeant

Police Lieutenant

Chief of Police

. . Assigned to a school Serves as
A trainee position e Oversees .
- Performs law campus, providing ) . ) executive leader
providing exposure to . Acts as a field Supervises officers, | sergeants and .
enforcement duties law enforcement, g ) - e of the Police
law enforcement . : training officer and | assigns patrols, divisions,
including patrol, student ) e Department,
through classroom . ) shift leader, manages incidents, | manages .
. . crime prevention, engagement, and ! ) L ' responsible for
instruction, : mentoring officers, | oversees training, operations,
. emergency safety services. L . overall strategy,
structured training, ) coordinating patrol | and ensures implements .
. ) response, traffic Handles . . . . operations,
Job Summary | and supervised field . N activities, compliance with policies, and )
. . enforcement, investigations, . L } . budgeting, and
activities. Assists . . . g conducting policies. Provides supports the Chief ;
: investigations, and juvenile issues, ) A . L community
with non- . investigations, and | leadership and of Police in
. arrests. Prepares prevention ) L . engagement.
enforcement duties, P serving as liaison guidance to departmental
. reports, testifies in programs, and . Represents the
community outreach, between officers corporals and strategy and S
e . court, and supports campus events. . ! City in law
and administrative . - . and supervisors officers emergency
SupDOIt community policing Performs duties of a reSDONSE enforcement
pport. Police Officer P matters
FLSA Status Non-Exempt Non-Exempt Non-Exempt Non-Exempt Non-Exempt Exempt Exempt
Bachelor’'s
Associate or Bachelor’s degree degree in
Minimum High School diploma | High School diploma | High School diploma | High School ) . o g. Criminal Justice,
. . Bachelor’'s degree in Criminal Justice .
Education or GED. or GED. or GED. diploma or GED. ; Public
preferred. or related field. L .
Administration,
or related field.
2 years progressive | 5 years progressive 10 years
7 years .
law enforcement law enforcement rosressive progressive law
0 vears: intent to TCOLE Peace Officer | experience with experience with 2)( %rience 3 enforcement
Minimum ay | ‘Eo olice TCOLE Peace Officer | License and TASRO leadership skKills; supervisory egrs su eyrvisor .| experience, 5in
Experience pggaderr)n License required SRO Certification TCOLE experience; deancez Peacey’ command;
y (within 180 days) Intermediate Peace | Advanced Peace Officer License TCOLE Master
Officer License Officer Certification ) Peace Officer
) required . :
required. preferred. License required
Pay Grade 201 202 202 203 204 125 129
%? Evergreen Solutions, LLC Page 6-17



Chapter 6 - Recommendations

Compensation, Classification and Benefits Study
for the City of Fair Oaks Ranch, TX

Title/Categories

Job Summary

Utilities Clerk

Handles billing,
account management,
customer service, and
clerical support for
utility services.
Processes meter
readings, billing
reports, payments,
delinquent accounts,
and responds to
customer inquiries

EXHIBIT 6E

CAREER FAMILY: UTILITIES

Utility Technician

Performs unskilled and
semi-skilled
maintenance,
construction, and
repair work for water
and wastewater
facilities. Operates
equipment, assists in
distribution and
treatment systems,
and supports
emergency response

Senior Utilities Clerk
(proposed)

Handles billing, account
management, customer
service, and clerical
support for utility services.
Responsible for handling
complex issues. Processes
meter readings, billing
reports, payments,
delinquent accounts, and
responds to customer
inquiries. Identifies
anomalies in reports and
coordinates with utility
technicians to resolve.

Water/Wastewater
Operator |

Entry-level operator
performing
maintenance and
repair of City water
supply, treatment, and
wastewater collection
systems. Assists in
inspections, sampling,
and basic operations of
facilities

Water/Wastewater
Operator |

Intermediate operator
responsible for
performing inspections,
water quality sampling,
facility maintenance,
and operation of water
and wastewater
systems. Ensures
compliance with state
and federal standards.

FLSA Status Non-Exempt Non-Exempt Non-Exempt Non-Exempt Non-Exempt
Minimum High School diploma or | High School diploma or | High School diploma or High School diploma or | High School diploma or
Education GED GED GED GED GED

2 years of construction,
) 2 years of - .
" 2 years of office ) e maintenance, or repair | 2 years of related
Minimum - . o maintenance, 3 years of utility billing : . . .
. administration or utility . . . experience; TCEQ Class | experience; TCEQ Class
Experience - . construction, or repair experience - -
billing experience . C Water/Wastewater C licenses required
experience . i
license within 2 years
Pay Grade 107 108 109 109 112

The City may wish to consider a Senior Utilities Clerk classification to provide a defined advancement opportunity for employees who have
developed greater expertise in utility billing and customer service. This level recognizes the ability to handle complex account issues,
identify reporting anomalies, and coordinate with field staff, ensuring stronger integration between customer service and technical

operations.
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Chapter 6 - Recommendations

Compensation, Classification and Benefits Study

for the City of Fair Oaks Ranch, TX

Title/Categories

EXHIBIT 6E

CAREER FAMILY: UTILITIES (CONTINUED)

Water/Wastewater Operator

Wastewater Supervisor

Water Supervisor

Assistant Director of Public

Advanced operator with
supervisory duties over
Technicians and Operators | &
Il. Oversees operations,

Oversees wastewater division
operations, including
treatment plants, lift stations,

Supervises City water systems
including treatment,
distribution, and compliance

Provides executive leadership
for Public Works operations,
including utilities, streets,
facilities, and capital projects.

Job Summary . and collection systems. activities. Oversees staff, Oversees supervisors,

performs troubleshooting, . .

. . Manages staff, ensures performs inspections, and manages budgets, and
sampling, and quality control - . : L , .

compliance with permits, and | ensures safe drinking water ensures compliance with
for water and wastewater . . . -~
e supports capital projects production municipal, state, and federal
facilities
standards.
FLSA Status Non-Exempt Exempt Exempt Exempt

Minimum Education

High School diploma or GED

High School diploma or GED

High School diploma or GED

Bachelor’'s degree in
Civil/Environmental
Engineering, Public
Administration, or related
field.

2 years of progressive

8 years of wastewater

8 years of utility construction
or water operations

10 years of municipal

M|n|r_num experience; TCEQ Class C and SyStemS expen.er?ce.wnh 3 experience; TCEQ Class B .operat'lons experience
Experience . . years in supervision; Class B . including 3 years in a
Operator Il license required . ) Ground Water License . .
Wastewater License required . supervisory capacity.
required
Pay Grade 114 118 118 126
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Chapter 6 - Recommendations Compensation, Classification and Benefits Study
for the City of Fair Oaks Ranch, TX

FINDING

Many of the current job descriptions require updating to accurately reflect the new titling and
job duties being performed by the employee. Updating these descriptions will help ensure
internal equity, compliance with FLSA standards, and consistency with regional labor market
practices.

RECOMMENDATION 2: Update existing class descriptions to reflect the new classification
system and review all updated descriptions for FLSA status.

During the internal equity assessment, consideration of the relationships between and the
type of work being performed by the City’s employees in their classifications was reviewed and
analyzed. Evergreen recommends that classifications be updated to ensure job descriptions
accurately reflect the work being carried out by employees. The job description update is
ongoing as of the writing of this report, and updates to existing job descriptions will be
provided under separate cover.

6.2 COMPENSATION RECOMMENDATIONS

The compensation analysis consisted of two parts: an external market assessment and an
internal equity assessment. During the external market assessment, the City’s compensation
for selected benchmark classifications was compared to the average compensation offered
in the regional labor market. The external assessment described in detail in Chapter 4 of this
report revealed the City is currently lagging the market at the minimum and midpoint of the
range. A defined policy is needed to ensure the pay plan remains aligned with market changes
and adjusts for inflation, providing a framework for effective, ongoing compensation
maintenance.

FINDING

The City currently maintains two pay plans, a general plan and a non-exempt public safety
plan. The City’s current general pay plan includes 51 pay groups with 18 steps each; however,
only 22 of these grades are currently in use. Maintaining nearly 30 unused grades creates
unnecessary complexity and reduces transparency for employees. In addition, given that the
City has modified its compensation philosophy to emphasize merit-based salary progression,
the current step progression should be modified to accommodate the new updated approach.

The non-exempt public safety pay plan ranges from PD-201 (Cadet) through PD-9 (Sergeant).
Each grade contains 14 steps with a 2.5 percent step progression. All grades have a
consistent percent range spread, midpoint progression between grades that varies from 11
percent to 19 percent, with higher percentages reflecting the increased responsibility and
leadership expectations of advanced roles.
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Chapter 6 - Recommendations Compensation, Classification and Benefits Study
for the City of Fair Oaks Ranch, TX

RECOMMENDATION 3: Adopt a new, market-responsive compensation structure with a 30-
step plan and a 1.5 percent step progression and assign all positions to it equitably.

The City’s general pay plan requires revision to ensure that it both rewards strong employee
performance and maintains competitiveness with the market. Under the current structure,
employees can advance to the maximum of their pay range too quickly, leaving limited room
to recognize performance and creating the potential for added budget pressures.

To better support the City’'s performance-based compensation philosophy, Evergreen
recommends implementing a revised structure with 30 steps and 1.5 percent increases
between steps. Pay ranges are adjusted to 54 percent to accommodate the additional steps.
This framework continues to recognize tenure by providing a 1.5 percent annual adjustment
for employees who receive favorable performance evaluations. At the same time, it introduces
a mechanism for higher-performing employees to be recognized, allowing multiple-step
advancements for those who exceed expectations. To minimize the number of pay grades,
the progression between grades 125 and 130 has been set slightly higher to reflect the
increased level of responsibility and risk associated with leadership classifications. Over time
as the City grows, leadership may elect to expand the number of pay grades and standardize
the progression to five percent between all grades. Details of the proposed pay plans are
provided in Exhibit 6F.

The non-civilian pay plan has been updated in a similar manner to ensure alighment and
consistency across the organization. The structure now includes seven additional steps, one
new pay grade, and greater longevity within the ranges. Grade progressions have been
increased to align with market standards and to reflect the expanding scope of responsibility
at higher ranks. Minimum and maximum salaries have also been raised to strengthen
competitiveness with peer organizations.
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Chapter 6 - Recommendations

Compensation, Classification and Benefits Study

for the City of Fair Oaks Ranch, TX

Grade

101
102
103
104
105
106
107
108
109
110
111
112
113
114
115
116
117
118
119
120
121
122
123
124
125
126
127
128
129
130

PROPOSED GENERAL PAY PLAN

Minimum

31,200.00
32,003.00
33,603.15
35,283.31
37,047.47
38,899.85
40,844.84
42,887.08
45,031.43
47,283.01
49,647.16
52,129.51
54,735.99
57,472.79
60,346.43
63,363.75
66,531.94
69,858.54
73,351.46
77,019.04
80,869.99
84,913.49
89,159.16
$ 93,617.12
$ 102,978.83
$ 110,187.35
$ 117,900.46
$ 126,153.50
$ 132,461.17
S 141,733.45

R 72T Vo U Vi R ¥ S W N W E ¥ NE ¥ SE ¥ NIE ¥ S ¥ N ¥ S W S 7 S S SR W S O U W S 1 S W SR Vs SRR s

EXHIBIT 6F

Maximum

48,047.39
49,284.00
51,748.20
54,335.61
57,052.39
59,905.01
62,900.26
66,045.27
69,347.53
72,814.91
76,455.65
80,278.44
84292.36
88,506.98
92,932.33
$ 97,578.94
$ 102,457.89
$ 107,580.78
$ 112,959.82
$ 118,607.81
$ 124,538.20
$ 130,765.11
$ 137,303.37
$ 144,168.54
$ 158,585.39
$ 169,686.37
$ 181,564.42
$ 194,273.92
$ 203,987.62
$ 218,266.75

R VAT Vo T Vo T Vo U Vo SR Vo T W T VO V5 S 7 TG 5 N 7 SR N ¥ T 7

Range
Spread
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%
54.0%

Midpoint
Progression

2.6%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
5.0%
10.0%
7.0%
7.0%
7.0%
5.0%
7.0%
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Compensation, Classification and Benefits Study
for the City of Fair Oaks Ranch, TX

Grade Step 1
101 $31,200.00
102 $32,003.00
103 $33,603.15
104 $35,283.31
105 $37,047.47
106 $38,899.85
107 $40,844.84
108 $42,887.08
109 $45,031.43
110 $47,283.01
111 $49,647.16
112 $52,129.51
113 $54,735.99
114 $57,472.79
115 $60,346.43
116 $63,363.75
117 $66,531.94
118 $69,858.54
119 $73,351.46
120 $77,019.04
121 $80,869.99
122 $84,913.49
123 $89,159.16
124 $93,617.12
125 $102,978.83
126 $110,187.35
127 $117,900.46
128 $126,153.50
129 $132,461.17
130 $141,733.45

Step 2

$31,668.00
$32,483.05
$34,107.20
$35,812.56
$37,603.18
$39,483.34
$41,457.51
$43,530.39
$45,706.91
$47,992.25
$50,391.86
$52,911.46
$55,557.03
$58,334.88
$61,251.63
$64,314.21
$67,529.92
$70,906.41
$74,451.73
$78,174.32
$82,083.04
$86,187.19
$90,496.55
$95,021.38
$104,523.51
$111,840.16
$119,668.97
$128,045.80
$134,448.09
$143,859.45

Step 3

$32,143.02
$32,970.29
$34,618.81
$36,349.75
$38,167.23
$40,075.59
$42,079.37
$44,183.34
$46,392.51
$48,712.14
$51,147.74
$53,705.13
$56,390.39
$59,209.91
$62,170.40
$65,278.92
$68,542.87
$71,970.01
$75,568.51
$79,346.94
$83,314.28
$87,480.00
$91,854.00
$96,446.70
$106,091.37
$113,517.76
$121,464.00
$129,966.49
$136,464.81
$146,017.35

EXHIBIT 6F (CONTINUED)
PROPOSED GENERAL PAY PLAN - STEPS 1-10

Step 4

$32,625.17
$33,464.85
$35,138.09
$36,894.99
$38,739.74
$40,676.73
$42,710.56
$44,846.09
$47,088.40
$49,442.82
$51,914.96
$54,510.71
$57,236.24
$60,098.05
$63,102.96
$66,258.10
$69,571.01
$73,049.56
$76,702.04
$80,537.14
$84,564.00
$88,792.20
$93,231.81
$97,893.40
$107,682.74
$115,220.53
$123,285.96
$131,915.98
$138,511.78
$148,207.61

Step 5

$33,114.54
$33,966.82
$35,665.16
$37,448.42
$39,320.84
$41,286.88
$43,351.22
$45,518.78
$47,794.72
$50,184.46
$52,693.68
$55,328.37
$58,094.79
$60,999.52
$64,049.50
$67,251.98
$70,614.57
$74,145.30
$77,852.57
$81,745.20
$85,832.46
$90,124.08
$94,630.28
$99,361.80
$109,297.98
$116,948.84
$125,135.25
$133,894.72
$140,589.46
$150,430.72

Step 6

$33,611.26
$34,476.32
$36,200.14
$38,010.14
$39,910.65
$41,906.18
$44,001.49
$46,201.57
$48,511.64
$50,937.23
$53,484.09
$56,158.29
$58,966.21
$61,914.52
$65,010.24
$68,260.76
$71,673.79
$75,257.48
$79,020.36
$82,971.37
$87,119.94
$91,475.94
$96,049.74
$100,852.22
$110,937.45
$118,703.07
5127,012.28
$135,903.14
$142,698.30
$152,687.18

Step 7

$34,115.43
$34,993.46
$36,743.14
$38,580.29
540,509.31
$42,534.78
544,661.51
$46,894.59
$49,239.32
$51,701.29
$54,286.35
$57,000.67
$59,850.70
$62,843.24
$65,985.40
$69,284.67
$72,748.90
$76,386.35
$80,205.66
$84,215.95
$88,426.74
$92,848.08
$97,490.43
$102,365.01
$112,601.51
$120,483.61
5128,917.47
$137,941.69
$144,838.77
$154,977.49

Step 8

$34,627.16
$35,518.37
$37,294.20
$39,159.00
541,116.95
$43,172.80
$45,331.44
$47,598.01
$49,977.91
$52,476.80
$55,100.64
557,855.68
$60,748.46
$63,785.88
$66,975.18
$70,323.94
573,840.13
$77,532.14
$81,408.75
$85,479.18
$89,753.14
594,240.80
$98,952.84
$103,900.48
$114,290.53
$122,290.87
$130,851.23
$140,010.82
$147,011.36
$157,302.15

Step 9

$35,146.57
$36,051.14
$37,853.70
$39,746.38
$41,733.70
$43,820.39
$46,011.41
$48,311.98
$50,727.58
$53,263.96
$55,927.15
$58,723.51
$61,659.69
$64,742.67
$67,979.81
$71,378.80
$74,947.74
$78,695.12
$82,629.88
$86,761.37
$91,099.44
$95,654.41
$100,437.13
$105,458.99
$116,004.89
$124,125.23
$132,814.00
$142,110.98
$149,216.53
$159,661.68

Step 10

$35,673.77
$36,591.91
$38,421.50
$40,342.58
$42,359.71
$44,477.69
$46,701.58
$49,036.66
$51,488.49
$54,062.92
$56,766.06
$59,604.36
$62,584.58
$65,713.81
$68,999.50
$72,449.48
$76,071.95
$79,875.55
$83,869.33
$88,062.79
$92,465.93
$97,089.23
$101,943.69
$107,040.88
$117,744.96
$125,987.11
$134,806.21
$144,242.64
$151,454.77
$162,056.61
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EXHIBIT 6E
PROPOSED GENERAL PAY PLAN - STEPS 11-20

Grade Step 11 Step 12 Step 13 Step 14 Step 15 Step 16 Step 17 N TR Step 19 Step 20
101 $36,208.87 $36,752.01 $37,303.29 $37,862.84 $38,430.78 $39,007.24 $39,592.35 $40,186.23 $40,789.03 $41,400.86
102 $37,140.79 $37,697.90 $38,263.37 $38,837.32 $39,419.88 $40,011.18 $40,611.34 $41,220.51 $41,838.82 $42,466.40
103 $38,997.83 $39,582.79 $40,176.54 $40,779.18 $41,390.87 $42,011.74 $42,641.91 $43,281.54 $43,930.76 $44,589.72
104 $40,947.72 $41,561.93 $42,185.36 $42,818.14 $43,460.42 $44,112.32 $44,774.01 $45,445.62 $46,127.30 $46,819.21
105 $42,995.10 $43,640.03 $44,294.63 $44,959.05 $45,633.44 $46,317.94 $47,012.71 $47,717.90 $48,433.67 $49,160.17
106 $45,144.86 $45,822.03 $46,509.36 $47,207.00 $47,915.11 $48,633.84 $49,363.34 $50,103.79 $50,855.35 $51,618.18
107 $47,402.10 $48,113.13 $48,834.83 $49,567.35 $50,310.86 $51,065.53 $51,831.51 $52,608.98 $53,398.12 $54,199.09
108 $49,772.21 $50,518.79 $51,276.57 $52,045.72 $52,826.41 $53,618.80 $54,423.09 $55,239.43 $56,068.02 $56,909.04
109 $52,260.82 $53,044.73 $53,840.40 $54,648.01 $55,467.73 $56,299.74 $57,144.24 $58,001.40 $58,871.42 $59,754.50
110 $54,873.86 $55,696.97 $56,532.42 $57,380.41 $58,241.11 $59,114.73 $60,001.45 $60,901.47 $61,815.00 $62,742.22
111 $57,617.55 $58,481.82 $59,359.04 $60,249.43 $61,153.17 $62,070.47 $63,001.52 $63,946.55 $64,905.75 $65,879.33
112 $60,498.43 $61,405.91 $62,327.00 $63,261.90 $64,210.83 $65,173.99 $66,151.60 $67,143.87 $68,151.03 $69,173.30
113 $63,523.35 $64,476.20 $65,443.34 $66,425.00 $67,421.37 $68,432.69 $69,459.18 $70,501.07 $71,558.58 $72,631.96
114 $66,699.52 $67,700.01 $68,715.51 $69,746.24 $70,792.44 $71,854.33 $72,932.14 $74,026.12 $75,136.51 $76,263.56
115 $70,034.50 $71,085.01 $72,151.29 $73,233.56 $74,332.06 $75,447.04 $76,578.75 $77,727.43 $78,893.34 $80,076.74
116 $73,536.22 $74,639.26 $75,758.85 $76,895.23 $78,048.66 $79,219.39 $80,407.68 $81,613.80 $82,838.01 $84,080.58
117 $77,213.03 $78,371.23 $79,546.79 $80,740.00 $81,951.10 $83,180.36 $84,428.07 $85,694.49 $86,979.91 $88,284.61
118 $81,073.68 $82,289.79 $83,524.13 $84,777.00 $86,048.65 $87,339.38 $88,649.47 $89,979.21 $91,328.90 $92,698.84
119 $85,127.37 $86,404.28 $87,700.34 $89,015.85 $90,351.08 $91,706.35 $93,081.95 $94,478.17 $95,895.35 $97,333.78
120 $89,383.73 $90,724.49 $92,085.36 $93,466.64 $94,868.64 $96,291.67 $97,736.04 $99,202.08 $100,690.11 $102,200.47
121 $93,852.92 $95,260.72 $96,689.63 $98,139.97 $99,612.07 $101,106.25 $102,622.84 $104,162.19 $105,724.62 $107,310.49
122 $98,545.57 $100,023.75 $101,524.11 $103,046.97 $104,592.67 $106,161.56 $107,753.99 $109,370.30 $111,010.85 $112,676.01
123 $103,472.85 $105,024.94 $106,600.31 $108,199.32 $109,822.31 $111,469.64 $113,141.69 $114,838.81 $116,561.39 $118,309.81
124 $108,646.49 $110,276.19 $111,930.33 $113,609.28 $115,313.42 $117,043.12 $118,798.77 $120,580.75 $122,389.46 $124,225.31
125 $119,511.14 $121,303.80 $123,123.36 $124,970.21 $126,844.76 $128,747.44 $130,678.65 $132,638.83 $134,628.41 $136,647.84
126 $127,876.92 $129,795.07 $131,742.00 $133,718.13 $135,723.90 $137,759.76 $139,826.15 $141,923.55 $144,052.40 $146,213.18
127 $136,828.30 $138,880.73 $140,963.94 $143,078.40 $145,224.57 $147,402.94 $149,613.98 $151,858.19 $154,136.07 $156,448.11
128 $146,406.28 $148,602.38 $150,831.41 $153,093.88 $155,390.29 $157,721.15 $160,086.96 $162,488.27 $164,925.59 $167,399.48
129 $153,726.60 $156,032.50 $158,372.98 $160,748.58 $163,159.81 $165,607.20 $168,091.31 $170,612.68 $173,171.87 $175,769.45
130 $164,487.46 $166,954.77 $169,459.09 $172,000.98 $174,580.99 $177,199.71 $179,857.70 $182,555.57 $185,293.90 $188,073.31
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EXHIBIT 6E (CONTINUED)
PROPOSED GENERAL PAY PLAN - STEPS 21-30

Step 21 Step 22 Step 23 Step 24 Step 25 Step 26 Step 27 Step 28 Step 29
101 $42,021.88 $42,652.20 $43,291.99 $43,941.37 $44,600.49 $45,269.50 $45,948.54 $46,637.77 $47,337.33 $48,047.39
102 $43,103.40 $43,749.95 $44,406.20 $45,072.29 $45,748.38 $46,434.60 $47,131.12 $47,838.09 $48,555.66 $49,284.00
103 $45,258.57 $45,937.45 $46,626.51 $47,325.91 $48,035.80 $48,756.33 $49,487.68 $50,229.99 $50,983.44 $51,748.20
104 $47,521.50 $48,234.32 $48,957.84 $49,692.20 $50,437.59 $51,194.15 $51,962.06 $52,741.49 $53,532.62 $54,335.61
105 $49,897.57 $50,646.04 $51,405.73 $52,176.81 $52,959.47 $53,753.86 $54,560.17 $55,378.57 $56,209.25 $57,052.39
106 $52,392.45 $53,178.34 $53,976.01 $54,785.66 $55,607.44 $56,441.55 $57,288.17 $58,147.50 $59,019.71 $59,905.01
107 $55,012.08 $55,837.26 $56,674.82 $57,524.94 $58,387.81 $59,263.63 $60,152.58 $61,054.87 $61,970.70 $62,900.26
108 $57,762.68 $58,629.12 $59,508.56 $60,401.18 $61,307.20 $62,226.81 $63,160.21 $64,107.62 $65,069.23 $66,045.27
109 $60,650.81 $61,560.58 $62,483.98 $63,421.24 $64,372.56 $65,338.15 $66,318.22 $67,313.00 $68,322.69 $69,347.53
110 $63,683.35 $64,638.60 $65,608.18 $66,592.31 $67,591.19 $68,605.06 $69,634.13 $70,678.65 $71,738.83 $72,814.91
111 $66,867.52 $67,870.53 $68,888.59 $69,921.92 $70,970.75 $72,035.31 $73,115.84 $74,212.58 $75,325.77 $76,455.65
112 $70,210.90 $71,264.06 $72,333.02 $73,418.02 $74,519.29 $75,637.08 $76,771.63 $77,923.21 $79,092.06 $80,278.44
113 $73,721.44 $74,827.26 $75,949.67 $77,088.92 $78,245.25 $79,418.93 $80,610.22 $81,819.37 $83,046.66 $84,292.36
114 $77,407.51 $78,568.63 $79,747.16 $80,943.36 $82,157.51 $83,389.88 $84,640.73 $85,910.34 $87,198.99 $88,506.98
115 $81,277.89 $82,497.06 $83,734.51 $84,990.53 $86,265.39 $87,559.37 $88,872.76 $90,205.85 $91,558.94 $92,932.33
116 $85,341.79 $86,621.91 $87,921.24 $89,240.06 $90,578.66 $91,937.34 $93,316.40 $94,716.15 $96,136.89 $97,578.94
117 $89,608.87 $90,953.01 $92,317.30 $93,702.06 $95,107.59 $96,534.21 $97,982.22 $99,451.95 $100,943.73 $102,457.89
118 $94,089.32 $95,500.66 $96,933.17 $98,387.17 $99,862.97 $101,360.92 $102,881.33 $104,424.55 $105,990.92 $107,580.78
119 $98,793.78 $100,275.69 $101,779.83 $103,306.52 $104,856.12 $106,428.96 $108,025.40 $109,645.78 $111,290.47 $112,959.82
120 $103,733.47 $105,289.48 $106,868.82 $108,471.85 $110,098.93 $111,750.41 $113,426.67 $115,128.07 $116,854.99 $118,607.81
121 $108,920.15 $110,553.95 $112,212.26 $113,895.44 $115,603.87 $117,337.93 $119,098.00 $120,884.47 $122,697.74 $124,538.20
122 $114,366.15 $116,081.65 $117,822.87 $119,590.21 $121,384.07 $123,204.83 $125,052.90 $126,928.69 $128,832.63 $130,765.11
123 $120,084.46 $121,885.73 $123,714.01 $125,569.73 $127,453.27 $129,365.07 $131,305.55 $133,275.13 $135,274.26 $137,303.37
124 $126,088.69 $127,980.02 $129,899.72 $131,848.21 $133,825.93 $135,833.32 $137,870.82 $139,938.89 $142,037.97 $144,168.54
125 $138,697.55 $140,778.02 $142,889.69 $145,033.03 $147,208.53 $149,416.66 $151,657.91 $153,932.77 $156,241.77 $158,585.39
126 $148,406.38 $150,632.48 $152,891.97 $155,185.34 $157,513.13 $159,875.82 $162,273.96 $164,708.07 $167,178.69 $169,686.37
127 $158,794.83 $161,176.75 $163,594.40 $166,048.32 $168,539.04 $171,067.13 $173,633.14 $176,237.63 $178,881.20 $181,564.42
128 $169,910.47 $172,459.12 $175,046.01 $177,671.70 $180,336.78 $183,041.83 $185,787.46 $188,574.27 $191,402.88 $194,273.92
129 $178,405.99 $181,082.08 $183,798.31 $186,555.29 $189,353.62 $192,193.92 $195,076.83 $198,002.98 $200,973.03 $203,987.62
130 $190,894.41 $193,757.83 $196,664.19 $199,614.16 $202,608.37 $205,647.49 $208,732.21 $211,863.19 $215,041.14 $218,266.75
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EXHIBIT 6F (CONTINUED)
PROPOSED PAY PLAN PUBLIC SAFETY

Grade Minimum Maximum Range Mldpm!‘lt
Spread Progression

201 S 56,000.00 | $ 75,423.88 34.7%

202 S 67,000.00 | S 90,239.29 34.7% 20%

203 S 77,786.00 | S 104,766.46 34.7% 16%

204 S 89,454.00 | $ 120,481.57 34.7% 15%

*The Lieutenant and Chief of Police are placed on the general plan, calculated at 2080 rather than the modified police calendar.

EXHIBIT 6E (CONTINUED)
PROPOSED PAY PLAN - PUBLIC SAFETY STEPS 1-21

Grade Step 2 Step 3 Step 4 Step 5

201 $56,000.00 $56,840.00 $57,692.60 $58,557.99 $59,436.36 $60,327.90 $61,232.82 $62,151.32 $63,083.58 $64,029.84

202 $67,000.00 $68,005.00 $69,025.08 $70,060.45 $71,111.36 $72,178.03 $73,260.70 $74,359.61 $75,475.00 $76,607.13

203 $77,786.00 $78,952.79 $80,137.08 $81,320.14 $82,559.23 $83,797.61 $85,054.58 $86,330.40 $87,625.35 $88,939.73

204 $89,454.00 $90,795.81 $92,157.75 $93,540.11 $94,943.22 $96,367.36 $97,812.87 $99,280.07 $100,769.27 $102,280.81

Step 16 Step 17

201 $64,990.29 $65,965.14 $66,954.62 $67,958.94 $68,978.32 $70,013.00 $71,063.19 $72,129.14 $73,211.08 $74,309.24 $75,423.88
202 $77,756.24 $78,922.58 $80,106.42 $81,308.01 $82,527.63 $83,765.55 $85,022.03 $86,297.36 $87,591.82 $88,905.70 $90,239.29
203 $90,273.83 $91,627.94 $93,002.36 $94,397.39 $95,813.35 $97,250.55 $98,709.31 $100,189.95 $101,692.80 $103,218.19 $104,766.46
204 $103,815.02 $105,372.24 $106,952.83 $108,557.12 $110,185.48 $111,838.26 $113,515.83 $115,218.57 $116,946.85 $118,701.05 $120,481.57
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Implementation of the new compensation structure requires two steps. First, all positions
were assigned to an appropriate pay grade within the plan. To determine what pay grade each
position was assigned, Evergreen used the following factors: the results of the JAT employee
survey analysis, the results of the market study, as well as consideration for both existing and
newly created internal relationships between classifications. Included with this analysis were
extensive interviews with the Project Leadership Team and feedback from each of the key
service areas in the City. Assigning pay grades to classifications requires a balance of internal
equity and desired market position, and recruitment and retention concerns also played a role
in the process. Thus, the external market analysis results discussed in Chapters 4 and 5 were
not the sole criteria for the proposed pay ranges.

Employee benefits are a critical component of the City’s total compensation package and play
a central role in attracting, retaining, and supporting a high-quality workforce. While Fair Oaks
Ranch’s benefits program is competitive in many areas, Evergreen’s analysis identified
targeted opportunities to enhance employee value and strengthen alighment with peer
practices. Detailed recommendations are provided in Chapter 5; a summary is included here
for reference.

RECOMMENDATION 4: Reinforce benefit competitiveness while addressing identified gaps.

As outlined in Chapter 5, the City’s benefits program is competitive in several key areas,
including healthcare premiums for employee-only coverage and leave accruals. However,
opportunities remain to strengthen recruitment and retention outcomes by refining plan
design and modernizing the overall benefits mix. Specifically, recommendations include
addressing high dependent deductibles and considering annual leave payback. In addition,
introducing targeted enhancements such as paid parental leave and tuition reimbursement
would align the City with peer practices and evolving workforce expectations. By implementing
these refinements, the City can build on its existing strengths while better supporting
employees and their families.

RECOMMENDATION 5: Evergreen recommends the City adopt a methodology to transition
employee salaries into the proposed pay plan that aligns with its established compensation
philosophy and meets the available financial resources of the City.

After all classifications are assigned a new pay grade, a methodology must be selected to
place the employees who occupy these job classifications into those market-competitive pay
ranges. This step can be done via a variety of methods, each with its own strengths and
drawbacks; Evergreen discussed several options to value employee tenure, simplify employee
progression moving forward, help reduce wage compression, and bring employees closer to a
competitive position in the market. Ultimately, a modified approach was selected for all
employees. This option is outlined below, and the costs are shown in Exhibit 6G.
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EXHIBIT 6G
IMPLEMENTATION OPTION AND COST SUMMARY

Average

Number of .
Adjustment

All Employees Implementation Total Salary-Onl
ploy P ¥ v Employees

% of Payroll

Option Cost for Impacted

Adjusted

Employees
Bring to Min + 1 Step S 247,054.69 79 S 3,127.27 4.5%

Modified Bring to Minimum + Step

The City should consider implementation of the new pay plan using a Modified Bring to
Minimum + Step approach. This method ensures an equitable transition for all employees
while addressing internal alignment and market competitiveness.

Under this approach, all employees are placed on the updated pay schedule according to their
current annual salary and the corresponding proposed pay range. Placement follows these
criteria:

e Employees currently above the new minimum of their respective pay range will be

placed at the closest step that does not reduce their current pay and then advanced
one additional step.

e Employees currently below the new minimum of their proposed pay range will be
placed at the range minimum and then advanced one additional step.

This method promotes fairness and consistency by aligning all employees with the new pay
structure while recognizing their current position within the range. This approach is intended
to consider the following:

e Reduces wage compression between existing employees and new hires.

e Ensures that all employees receive a tangible benefit from implementation.

e Provides slightly greater penetration into the pay range based on each employee’s
current salary level.

e Maintains internal equity while moving the organization closer to market
competitiveness.

6.3 PERFORMANCE EVALUATION REVIEW

One of the deliverables of this study was to evaluate the current performance evaluation
system in use by the City and provide recommendations for improvement. Performance
management is a critical component of a modern compensation and classification system, as
it links employee contributions to organizational outcomes, provides accountability for
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supervisors, and creates opportunities for employee development. It is understood that any
change to the current process may require an ordinance review and approval. Evergreen was
provided with the current performance evaluation policies in response to the initial data
request for the study. An important consideration is that job evaluation is distinct from
employee performance appraisal. While job evaluation determines the internal worth of that
role relative to other positions within the City, a performance evaluation measures how well
an employee performs in a given role. The organizations with the best in brand culture and
high-performing teams have a clear policy and process for delivering accurate and relevant
job and performance evaluations.

Historical Context

The City has traditionally relied on a supervisor-driven evaluation system utilizing separate
forms for managerial and non-managerial employees. These forms measured competencies
such as customer service, communication, problem solving, and reliability. The system
emphasized fairness, documentation, and goal setting, with ratings ranging from Fails to Meet
Expectations to Consistently and Substantially Exceeds Expectations. Historically,
performance evaluations were seen primarily as compliance tools to document employee
performance rather than as active workforce development mechanisms. The City Council’'s
policy priorities of including an element of outcomes-based compensation show a clear
progression from the legacy evaluation to the one being used today.

Recent Changes

In 2024, the City introduced new performance evaluation templates and processes. Key
changes included:

o Adoption of updated forms for both supervisory and non-supervisory staff.

o Establishment of a uniform review cycle (July 1 - June 30), with evaluations due to
Human Resources by August 31.

o Expanded Human Resources oversight, including training for supervisors, Q&A
sessions with staff, and structured review deadlines to ensure accountability.

Overview of the Current Performance Evaluation Process

The City currently operates with two evaluation tracks:

e Managerial Evaluations: Focus on leadership, decision-making, supervisory
accountability, and departmental performance.

e Non-Managerial Evaluations: Focus on job knowledge, reliability, stakeholder
satisfaction, professionalism, and teamwork.

Both forms require self-ratings, manager ratings, comments, and goal setting, with overall
ratings tied to merit eligibility. Supervisors are instructed to avoid rating inflation, provide
written justification for ratings, and use the evaluation process to set measurable goals.

% Evergreen Solutions, LLC Page 6-29



Chapter 6 - Recommendations Compensation, Classification and Benefits Study
for the City of Fair Oaks Ranch, TX

Positions are rated against each factor, with point values assigned at varying levels of
complexity. These points are then summed to determine the relative placement of the
classification in the City’s pay structure. The system was designed to maximize objectivity,
reliability, and comparability across jobs

Benefits to the City

The original performance evaluation process offered several important benefits for Fair Oaks
Ranch:

e Equity - ensure positions with similar employee performance were compensated
consistently.

e Transparency - provided a documented, structured approach that reduced ad hoc
decision-making.

e Administrative Efficiency - offered guidelines that standardized the process.

e Strategic Alignment - allows pay to be aligned with operational and organizational
priorities at the time.

Comparison to Modern HR Best Practices

e Competency-Based Models - Many cities now integrate competencies (e.g.,
leadership, communication, adaptability) alongside traditional point factors to capture
broader aspects of value.

¢ Market Responsiveness - Best practice models incorporate ongoing market data
rather than relying solely on internal equity.

o Technology Integration - Modern evaluation systems leverage online job analysis
tools, dashboards, and HRIS integration to improve efficiency and transparency.

¢ Employee Engagement — Today’s best practices emphasize employee and supervisor
participation throughout the process, building trust and buy-in.

e Equity and Inclusion - Modern approaches pay greater attention to reducing bias and
ensuring systems support diversity, equity, and inclusion objectives.

Relative to these trends, Fair Oaks Ranch’s legacy job evaluation system remains strong in its
structured multi-factor methodology, but it could benefit from modernization that incorporates
competencies, automation, and regular recalibration with internal priorities and external
benchmarks.
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Performance Evaluation Recommendations

Based on best practices observed across public sector organizations and review of the current
City policy, Evergreen recommends the following improvements to the City’s performance
evaluation process:

RECOMMENDATION 6: Continue the implemented established process of evaluating,
measuring, and reporting on performance metrics aligned with organizational outcomes.

The City has already implemented a performance evaluation system that balances recognition
of tenure with measurable improvements in service delivery. Continuing this practice ensures
that loyalty and institutional knowledge are valued while reinforcing accountability and high
performance. To strengthen alighnment, annual employee performance and professional goals
should be directly tied to departmental objectives, the City’s strategic plan, and other guiding
documents. Progress should be reviewed at regular intervals to ensure consistency,
transparency, and a clear connection between individual contributions and organizational
priorities.

RECOMMENDATION 7: Introduce mid-year check-ins to supplement the annual evaluation.

The evaluation process should function as a continuous cycle rather than a once-per-year
event. A formal mid-year check-in should be required for all employees to review progress on
established goals, address performance concerns, and adjust as needed. In addition,
supervisors should hold informal quarterly conversations, where appropriate, to provide timely
feedback, reinforce expectations, and ensure ongoing alighment with departmental and
Citywide objectives. These structured touchpoints will help prevent surprises during annual
reviews and foster a culture of continuous improvement and accountability.

RECOMMENDATION 8: Continue the streamlined evaluation forms to focus on fewer, more
clearly defined competencies that align with City values (e.g., service, accountability,
teamwork, innovation).

The City has already simplified evaluation forms to focus on core competencies such as
service, accountability, teamwork, innovation, communication, and customer service. This
practice should be maintained to ensure consistency and reduce administrative burden.
Moving forward, the City should also ensure that the selected competencies are appropriately
applied at the position level, so that expectations reflect the specific responsibilities of each
role while still reinforcing organizational values. This approach supports fairness, relevance,
and alignment between individual performance and Citywide priorities.

RECOMMENDATION 9: Integrate technology support for evaluations.

An electronic performance management system enhances efficiency, ensures timeliness, and
allows better tracking of goals, documentation, and employee development over time. Best
practices also include features such as automated reminders for supervisors and employees,
standardized evaluation templates tied to Citywide competencies, and dashboards that allow
both managers and employees to monitor progress throughout the year. The system should
also provide space to document professional development activities, training, and
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certifications, creating a comprehensive record that supports succession planning and long-
term workforce development. In addition, integrating evaluation data with HR and payroll
systems improves consistency, reduces administrative burden, and ensures that performance
outcomes can be more directly connected to merit-based pay decisions.

RECOMMENDATION 10: Evergreen recommends a performance evaluation process that
would allow employees to move one step each year based on performance that meets defined
expectations.

The City’s updated pay structure, with 30 steps and smaller 1.5 percent increments, provides
the flexibility to more closely link compensation to performance. Under the new five-point
evaluation system, employees who meet expectations would advance by one step (1.5
percent). Employees who exceed expectations could be eligible for two steps (3 percent), while
those with exemplary ratings could advance by up to three steps (4.5 percent) if budget allows.
To reinforce accountability and recognition, Evergreen recommends that exemplary
performance also be acknowledged publicly, with additional step increases reserved for
significant and measurable achievements that contribute meaningfully to the City’s success.
This approach ensures that the evaluation process supports the City’s merit-based philosophy
while maintaining fiscal responsibility.

RECOMMENDATION 11: Consider Phased Implementation of 360-Degree Feedback.

The City should explore adding elements of a 360-degree evaluation process, particularly for
leadership positions. This could begin with upward feedback (direct reports evaluating
supervisors) on a pilot basis, with all feedback kept confidential and focused on professional
growth. The intent of the 360 review is to inform and strengthen individual development plans
rather than directly influence annual performance ratings. If successful, the program could
later expand to a broader 360-degree process.

e Pros: Provides a fuller picture of performance, enhances leadership accountability, and
strengthens employee engagement.

e Cons: Requires additional training, administrative support, and cultural readiness to
avoid bias and misuse.

By implementing these recommendations, the City will strengthen its performance evaluation
framework, making it more consistent, development-focused, and aligned with modern public
sector practices. To be effective, the process must remain objective and directly tied to City-
approved strategic documents with defined goals and public service outcomes. Employees
should have clearly defined roles, responsibilities, and measurable goals so they understand
“what a win looks like” and can identify areas for improvement. Evaluations must be based
on agreed-upon, clearly defined metrics and aligned with the City’s compensation philosophy
to ensure that employee development, career progression, and pay progression are
meaningfully connected. Performance ratings should inform compensation adjustments,
professional development opportunities, and career pathing. For the system to succeed,
implementation must be consistent and equitable, and supervisors must receive regular
training to apply evaluation tools fairly, deliver constructive feedback, and actively support
employee growth.
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6.4 COMPENSATION AND CLASSIFICATION SYSTEM ADMINISTRATION

Any organization’s compensation and classification system will need periodic maintenance.
The goal is to maintain internal and external equity as organization priorities shift, desired
service level outcomes adjust, and compensation philosophy changes occur organically with
the approval and implementation of each subsequent fiscal budget. However, the overall
consistency and integrity of the compensation structure should remain intact. One of the key
issues impacting the City today is the publicly stated desire to provide best-in-brand service
with high levels of accountability at a market-average wage. This disconnect in compensation
philosophy will need to be evaluated to arrive at a linkage between rhetoric and the budget.
The recommendations provided in this chapter were developed based on conditions at the
time the study was conducted that were the result of incremental changes to the overall
compensation structure. Without proper upkeep of the system, the potential for recruitment
and retention issues may increase as the compensation and classification system becomes
dated and less competitive.

RECOMMENDATION 12: Conduct small-scale salary surveys as needed to assess the market
competitiveness of hard-to-fill classifications and/or classifications with retention issues and
adjust pay grade assignments if necessary.

While it is unlikely that the pay plan as a whole will need to be adjusted for several years, a
small number of classifications’ pay grades may need to be reassigned more frequently. If
one or more classifications are exhibiting high turnover or are experiencing difficulty with
recruitment, the City should collect salary range data from peer organizations to determine
whether an adjustment to the pay plan is needed. Caution should be exercised to avoid
making adjustments in isolation, as changes to one classification can create unintended
internal equity or compression issues across related positions. Additional guidance on
managing the plans and implementing pay grade adjustments is provided in
Recommendation 14.

RECOMMENDATION 13: Preserve the practice of conducting a comprehensive classification
and compensation study every three to five years.

While small-scale salary surveys can improve the market position of specific classifications
impacted by new or short-term market forces, it is recommended that a full classification and
compensation study be conducted every three to five years to preserve both internal and
external equity for the City. Changes to classification and compensation do occur, and while
the increments of change may seem minor, they can compound over time. This is evident
when comparing the current system to the structure and needs of a pre-pandemic and post-
pandemic labor market.

While the previous two recommendations intend to maintain the competitiveness over time
of the classification and compensation structure as a whole, it is also necessary to establish
procedures for determining equitable pay practices for individual employees.

RECOMMENDATION 14: Where necessary, revise ordinances, policies, and practices for
moving employees’ salaries through the pay plan, including procedures for performance
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evaluation, determining salaries of newly hired employees, and employees who have been
promoted, demoted, or transferred to a different classification.

As a result of the recommendations included in this report, it may be necessary to modify
ordinances and employee policy’s currently in place to fully implement the proposed plan.
Some of these changes may impact the method of moving salaries through the pay plan and
setting new salaries for new hires, promotions, demotions, and transfers to maintain
alignment with the evolving compensation philosophy. It is important for the City to have
established guidelines for each of these situations, and that they are followed consistently for
all employees. Common practices, observation, and recommendations for progressing and
establishing employee salaries are outlined below for the City to consider when formulating
ordinance and/or policy updates.

Salary Progression

As outlined above, Evergreen recommends that the City enact the second phase of
implementing the new pay plan, which would involve a one-time salary adjustment for
employees to ensure they are placed in the proper percentile of their salary range. While this
major adjustment should be performed when the City has the financial resources to do so,
the City should continue to adjust salaries annually when financially feasible.

Based on the feedback from employees and City leadership, Evergreen recommends that the
basis of salary adjustment in the future be done at three distinct levels. Structural,
Classification, and Individual, with the individual providing for an increase for each year of
service and an additional amount for high or extraordinary performance.

e Structural/Cost of Living: Adjustments to pay ranges should occur annually to account
for changes in the cost of living. Evergreen recommends that the City bases its annual
structural adjustments on the 12-month percentage change in the Consumer Price
Index (CPI) for the Southwest Region. This approach will help ensure the City’s pay
structure remains aligned with market conditions and regional economic trends. To
further ensure long-term market competitiveness, the City should also monitor pay
plan movement among peer organizations during annual market reviews.

During periods of elevated or rapidly changing inflation, the City may wish to consider
using a lagging measure, such as the Southwest Employment Cost Index (ECI), to
compare applied adjustments to actual market movement. This comparison can help
determine whether additional pay structure adjustments are warranted, if budget
allows. Evergreen offers the following thresholds for consideration:

Thresholds
e De minimis : 1.0% (prevents zero movement in mild inflation years)

e Cap: 5.0% (maintains fiscal control - not to exceed unless in conjunction with
multiyear budget projects and board approval)

¢ Rounding: nearest 0.25%
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Governance Thresholds (for workflow, not policy)

¢ Administratively Apply: 1.0 to 3.0 percent — proceed administratively

o Limited Scope Market Check: >3.0 to 5.0 percent — validate with a limited
scope of peer movement (pay plan movement, anticipated movement).

o Exception Review: if >5.0 percent, provide leadership briefing on

recommended approach, including any deferred portion or alternative
measures.

Optional During High Inflation Years

If capped at 5.0 percent and CPI reflects a greater percent change, bank the
difference and add 0.5-1.0 percent to next year’s floor (one-time only) to avoid
falling behind the market.

This model ties annual structure movement to transparent, Southwest-specific
indicators, smooths short-term spikes, and builds in governance thresholds so
adjustments are timely, market-aware, and fiscally sustainable.

o Classification/Market: Based on market surveys, the City may identify classifications
or job families experiencing significant market movement, which may warrant
reassignment to higher pay grades. Similarly, if the City finds certain classifications are
difficult to recruit or retain, reassignment should be considered to improve
competitiveness and ensure the City can attract and keep qualified employees.
However, adjustments to pay grades should be approached with caution. Changes can
have both intended and unintended consequences, including potential internal equity
issues, compression concerns, or misalignment with career progression paths. Before
implementing any adjustment, the City should carefully evaluate the broader impacts
on related classifications, succession planning, and organizational consistency to
ensure changes are sustainable, equitable, and aligned with long-term workforce
needs. The following checklist provides a list of items to consider prior to making pay
grade adjustments.

Framework for Evaluating Pay Grade Adjustments:
1. Market Alignment

e Does the market survey clearly support a pay grade adjustment (e.g.,
movement of 10 percent or more)?

e Are peers making similar adjustments for comparable classifications?

2. Recruitment and Retention

e Is the classification experiencing recruitment difficulties (e.g., low
applicant pools, extended vacancy durations)?
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e Are retention issues evident (e.g., turnover rates above organizational
averages)?

3. Internal Equity

e Would the adjustment disrupt pay relationships with similar or related
classifications?

e Could it create compression issues between levels in a career family?
4. Succession and Career Progression

e How would the adjustment impact career ladders and promotional
opportunities?

¢ Does it maintain logical progression between entry, mid, and senior roles?
5. Fiscal Impact

e What are the short- and long-term budgetary implications of the
adjustment?

e Could this trigger unintended ripple effects (e.g., pressure to adjust other
grades)?

6. Sustainability and Consistency
e Does the adjustment align with the City’s compensation philosophy?

e Will the change remain defensible and sustainable in future market
reviews?

7. Alternative Strategies

e Before adjusting pay grades, could short-term solutions address the issue
more effectively? Options include:

- Hiring or sign-on bonuses

- Short-term retention or performance incentives
- Hiring above the base step within the grade

- Targeted adjustments for critical positions

Only proceed with grade adjustments when the majority of these factors support the
change and short-term alternatives have been evaluated. Document the rationale for
any decision to ensure transparency with employees and leadership.

¢ Individual Performance: Individual salary progression should be directly tied to the
City’s performance evaluation system. As discussed previously, under the new five-
point evaluation system, employees who meet expectations would advance by one
step (1.5 percent). Those who exceed expectations could be eligible for two steps (3
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percent), while employees receiving exemplary ratings may advance by up to three
steps (4.5 percent), contingent upon available funding. This performance-based
progression reinforces accountability and recognition by rewarding meaningful
contributions to the City’s success.

New Hires

A new employee’s starting step placement should depend primarily on the amount of
education, training, and experience the individual possesses beyond the minimum
requirements for the classification. Because the City’s pay philosophy emphasizes
performance-based progression, careful step placement at hire is critical to maintaining
fairness, internal equity, and the integrity of the step system. Evergreen recommends that the
City develop policy and guidelines that include the following:

e Minimum Qualifications:

- Candidates who meet only the minimum education and experience requirements
for a position should generally be placed at Step 1 of the pay plan.

e Upper Limits Without Approval:

- The City should establish an upper step limit for new hires who meet only minimum
qualifications. In limited cases, placement may be allowed up to step three to
account for competitive hiring conditions, but anything beyond this level should
require formal approval by the Human Resources Director and the City Manager.
Exceptions may be considered for critical needs (e.g., difficulty filling a position,
urgent staffing requirements), hard-to-recruit positions, or when the applicant
possesses specialized certifications or skills in high demand.

e Advanced Qualifications:

- For candidates with considerable directly relevant education and/or prior
experience, the City should establish a maximum step that can be offered without
special approval. In most cases, placement up to the midpoint step of the range
should be the highest starting salary allowed.

e Internal Equity Consideration:

- Once current employees have been adjusted under the implementation plan, the
City must consider internal equity in new hire placement. In most cases, placement
should not exceed the midpoint of the pay grade. New employees should not be
placed at a step above existing employees with equal or greater education and
experience unless an equity adjustment plan is approved.

RECOMMENDATION 15: Review and update policies regarding promotions, demotions,
transfers, and pay grade caps to align with the new compensation structure.

Evergreen recommends that the City review and update its personnel policies to reflect the
revised step compensation structure where performance is a key factor in step progression.
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Adjustments for promotions, transfers, and demotions should be clearly defined to ensure
fairness, transparency, and consistency across the organization.

Promotions

Evergreen recommends that employees promoted to a higher pay grade receive an
adjustment to the minimum of the new range or a 10 percent increase to their current
salary, whichever results in the greater amount. In all cases, the employee’s salary
should be set no lower than the minimum of the new pay grade. When determining
promotional adjustments, the City should maintain internal equity to ensure that newly
promoted employees are not placed above longer-tenured employees with comparable
performance, experience, and qualifications. This helps preserve fairness and
consistency across the organization.

The City should evaluate and adopt a promotional adjustment strategy that aligns with
its broader compensation philosophy, balancing competitiveness with fiscal
responsibility and equity across departments and classifications.

Demotions for Cause

Evergreen recommends that an employee’s salary be decreased by at least the
percentage difference between the current grade and the new, lower grade, except in
cases where this adjustment would place the salary below the minimum of the new
pay range. In cases where an employee’s salary remains above the maximum of the
new range, the salary should be red-circled (capped) until market or structural
adjustments bring the range back into alignment, at which time the employee would
again be eligible for increases.

Transfers

An employee transfer occurs when an employee is reassigned to a classification at the
same pay grade as their current classification or when an employee’s classification
stays the same, but their department changes. In either of these cases, it is likely that
no adjustment is necessary to the employee’s salary. The only situation in which a
salary adjustment would be needed for a transferred employee would be if their current
salary is not aligned with the salaries of employees in the new classification or
department. If that occurs, it may be necessary to adjust the salary of the employee
or the incumbents of the classification to ensure salary equity within the new
classification.

Employees at Pay Grade Cap

Employees whose base salaries have reached the maximum of their assigned pay
grade will not be eligible for additional step increases within their defined salary range.
However, to recognize and reward continued strong performance, the City may provide
a lump-sum payment equivalent to the merit percentage the employee would have
received if their salary had not reached the range cap.
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This approach allows the City to maintain internal equity within the classification and
pay plan system by ensuring that all classifications remain appropriately aligned and
that base pay does not exceed the established range maximums. At the same time, it
continues to reward performance and retain experienced employees whose
contributions remain valuable to the organization.

If a cost-of-living adjustment (COLA) is applied to the overall pay plan, the employee’s
base salary may be adjusted accordingly, even if they were previously at the cap. This
ensures that capped employees remain alighed with structural adjustments applied
across the pay system.

By clearly defining promotion, demotion, transfer and cap policies in the context of a
performance-driven step system, the City will ensure that progression remains transparent,
equitable, and aligned with both organizational needs and its compensation philosophy.

6.5 SUMMARY

The City of Fair Oaks Ranch has demonstrated a strong commitment to building a modern,
fair, competitive compensation system with high levels of accountability. City leadership has
embraced this study as an opportunity to move beyond a “cookie-cutter” solution and
implement a system that reflects the realities of today’s workforce. The recommendations
outlined in this report establish a market-driven pay plan, an internally equitable classification
structure, and strategic system administration practices that will ensure Fair Oaks Ranch
remains a competitive and desirable employer for years to come.

This study represents a significant step forward in modernizing the City’s approach to
compensation and classification by providing a roadmap to a competitive system that serves
both employees and the community. The collaboration and dedication of the City’s leadership,
including the City Manager, HR Director, and staff, have been instrumental in ensuring a
transparent, data-driven process. Their commitment to fairness, equity, and fiscal
sustainability has resulted in recommendations that enhance the City’s ability to attract,
retain, and reward talented employees while supporting long-term workforce stability.

Once implemented, these changes will improve internal equity and pay consistency,
strengthen the City’s ability to deliver high-quality services, and position the organization to
proactively address future workforce challenges. A fairly compensated and motivated
workforce will foster employee engagement, reduce turnover, and ultimately enhance service
delivery for residents and businesses. Importantly, the recommendations also establish a
sustainable framework for maintaining competitiveness through structured market reviews,
performance-based progression, and proactive compensation adjustments.

The City’s leadership should take great pride in completing this comprehensive study, which
will have a lasting positive impact on employees and the community alike. By adopting and
consistently applying these recommendations, Fair Oaks Ranch is making a clear statement
that it is modernizing its approach to compensation, prioritizing a workforce strategy that
values employees, and positioning the City for long-term organizational success.
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