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1. Letter of Interest

January 4, 2024
PERSONAL & CONFIDENTIAL

City of Forest Park
745 Forest Parkway
Forest Park, GA 30297

We appreciate the opportunity to present this proposal regarding the services Gallagher's Human Resources & Compensation
Consulting practice (Gallagher) can offer the City of Forest Park (the City). Gallagher is highly capable and qualified to work with the
City based on our extensive experience with Public Sector organizations throughout the country. We would consider it a privilege to
serve the City in this capacity.

It is our understanding that the City is seeking proposals for professional services for a Comprehensive Classification Analysis &
Compensation Study. We understand it is the City’s strategic objective to attract and retain a highly talented and motivated workforce.
Furthermore, we understand that over the years, the City has undergone growth resulting in an increase in recruitment, reorganization
of some departments and periodic requests for review of positions. Consequently, a thorough study and analysis of the City’s
Classification and Compensation levels are warranted.

Gallagher evaluates and considers each Request for Proposal before determining if we have the capacity to conduct the requested
services. We can confirm that we not only have the capacity, but the skills and expertise to successfully deliver the requested services
to the City. We have completed over 500 classification and compensation studies for municipalities in the last ten (10) years. The
experience we have gained in conducting these studies will inform our analyses and recommendations to the City.

We believe we will provide the City with the most diversely experienced project team of any consulting practice in the country, which
enhances the solutions and recommendations we will provide on this engagement. The questions and perspectives provided by our
team ensure we anticipate any issues the City may face throughout this project, as well as the ongoing management of the new
classification and compensation system.

We appreciate having the opportunity to submit this proposal and look forward to assisting the City in this engagement.

Sincerely,
Ronnie Charles, SPHR, GPHR, IPMA-SCP Beverly Moultrie, SPHR, IPMA-SCP
National Managing Director & Practice Leader Principal Consultant
651.234.0848 651.234.0855
Ronnie_Charles@ajg.com Beverly_Moultrie@ajg.com
5516 Falmouth Street 8 Cadillac Drive, Creekside Crossing
Richmond, VA 23230 Brentwood, TN 37027
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2. Management Plan

Key Project Contacts: Gallagher Benefit Services, Inc. is a wholly owned subsidiary of Arthur J. Gallagher & Company, a publically
traded company under the symbol AJG. Gallagher Benefit Services, Inc. was incorporated in 1999 in Delaware. Gallagher Benefit
Services, Inc. is headquartered in Rolling Meadows, IL and has offices throughout the United States and abroad. Services will be
provided by team members located in our Virginia and Tennessee offices. Other members of Gallagher may be utilized as the project
requires. The primary project contacts are as follows:

Mr. Ronnie Charles, SPHR, GPHR, IPMA-SCP — Project Advisor
National Managing Director & Practice Leader

651.234.0848

Ronnie_Charles@ajg.com

5516 Falmouth Street, Richmond, VA 23230

Ms. Beverly Moultrie, SPHR, IPMA-SCP — Project Director
Principal Consultant

651.234.0855

Beverly_Moultrie@ajg.com

8 Cadillac Drive, Creekside Crossing, Brentwood, TN 37027

Value Proposition: The ability to deliver comprehensively structured human capital solutions to clients is Gallagher’s signature in the
marketplace. At Gallagher, we want to know what makes your organization unique. We listen intently to learn about your culture and
priorities and delve deeply into all the details that matter when balancing human capital needs with your bottom line. This single-minded
focus on excellence — characterized by innovation and creativity — is the driving force behind every Gallagher engagement.

Company History: Arthur J. Gallagher & Co. opened its doors for business in 1927 and is still “growing strong” because of a practiced
ability to help clients think ahead. Founded by its namesake who was previously the leading producer for Chicago’s largest insurance
brokerage, Gallagher is now one of the world’s largest human capital, insurance brokerage and risk management services firms. We
have operations in 33 countries, and extend our client-service capabilities to more than 90 countries through a global network of
correspondent brokers and consultants.

Since 1961, we have been helping clients overcome business barriers and create new opportunities to cost-effectively attract, retain
and productively engage the best performers in their field. Gallagher started trading on the NYSE under the symbol AJG in 1984.
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Company Culture & Philosophy: The ideals, principles and values embodied by the founder whose name still appears on our door
are part of our corporate DNA. Gallagher’s approach to business, cultivated through three generations of family leadership, has always
centered on creating relationship value as true partners to our clients. Gallagher’s interactions with you will be straightforward and
candid. By earning the trust of our clients, we have sustained a reputation for ethics and a commitment to transparency that continue to
contribute to our growth.

In fact, Gallagher was the first insurance broker named to the Ethisphere® Institute’s annual list of the World's Most Ethical Companies
in 2012 — and has earned this recognition for thirteen years, through 2023. This is a tremendous achievement: in 2018, only 135
companies based in 24 countries and representing 57 industry categories receive this honor. Gallagher is the only insurance broker to
have ever been recognized.

The high standards of conduct we have set for our external professional relationships
are the same rules we follow internally. The Gallagher Way, a one-page document
that outlines our 25 shared values, was written in 1984 but is just as culturally
relevant today. It speaks to the value of relationships and several tenets set
guidelines for ethical behavior. Gallagher combines innovative solutions, thoughtful
advice, and honest business practices to minimize risk and help fuel your success.

Human Resource and Compensation Consulting Practice: Gallagher's Human Resources & Compensation Consulting practice
empowers clients to attract talent, manage staff, develop leaders, and reward success—Ieveraging the power of Gallagher and the
wisdom of experience to produce an engaged and productive workforce. Tapping into expertise that spans the spectrum of human
resources at every level, we can assemble flexible compensation and consulting solutions that improve efficiency and build bottom
lines. Our practice is a combination of some of the most respected names in human resources and compensation consulting. Bringing
together experts from compensation, performance, search, survey, and leadership fields, Gallagher empowers clients with tools for the
entire lifecycle of employment management.

With an experienced team of consultants located in offices across the United States and Canada, our services include:

Public Sector Consulting Practice: Gallagher’s public sector & higher education consulting practice includes extensive experience in
developing and communicating a compensation philosophy, designing, and implementing market-aligned pay structures, and
developing job evaluation methods to maintain internal equity. We conduct benchmark analyses, including conducting custom tailored
salary surveys (if needed), and recommend appropriate administrative and procedural guidelines to maintain the compensation system.
We ensure that our clients are following applicable laws and regulations, such as the Fair Labor Standards Act (FLSA), the Americans
with Disabilities Act (ADA), and Equal Employment Opportunity (EEO) standards and have pay systems that are appropriate for their
organization and market strategy.
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While we have a broad understanding of human resource systems, our practice primarily specializes in classification and
compensation studies.

We have a strategic alliance with the Public Sector Human Resources Association
(PSHRA), the National Public Employers Labor Relations Association (NPELRA), and LEADERSHIP
the Colleges and Universities Professional Association for Human Resources (CUPA -
HR) and have conducted a series of training seminars/workshops on compensation,
classification, job evaluation, and employee benefits management throughout the nation
in conjunction with these organizations. Gallagher Benefit Services also focuses on the
higher education market. Our consultants have demonstrated leadership in the

Strategic alliances with industry
associations

Industry leadership in training,
research, publications, and

compensation field by attaining their Certified Compensation Professional (CCP) presentation
certification, and serving as instructors and presenters for WorldatWork, and the Featured PSHRA speakers for over 25
PSHRA. years

Numerous published articles
Our partners have been featured speakers at PSHRA national conference for more

than 25 years. Our managing directors have 30 years of experience assisting
organizations in classification and compensation issues. Our staff members have
experience ranging from 2 years to 32 years of similar experience.

In a survey of Gallagher clients served, the independent firm Dun & Bradstreet found that the quality of client services Gallagher
delivered exceeded services delivered by 90 other competing firms, including many large national firms. (The factors rated included
cost, timeliness, quality, responsiveness to problems, technical support, quantity delivered verses quantity requested, and the attitude
of personnel). We have written a bi-monthly compensation answer column called CompDoctor™ for the PSHRA News. Previous
articles have included discussions on alternative rewards, such as skill or competency-based pay, best practices in salary
administration, and the Sherman Antitrust Act, and many other progressive topics in compensation. We also have published articles in
the American City and County, TalentCulture, Public Management, TLNT, Corporate Report Ventures, Corporate Board Member, ERE,
Benefits Planner, and others.
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3. Organizational Structure and Resumes

Project Organizational Structure: Your Gallagher consulting team has years of experience consulting to public sector clients. One of
the advantages of Gallagher is that we are a small team-based practice in which all members of the project team are intimately familiar
with all activities of the project, while having all of the resources of a major national firm. We will work closely with you to ensure a
quality product that fits your needs and culture. Even though we may assign certain personnel to specific tasks or responsibilities in the
work plan, all personnel can step in and perform the work that needs to be accomplished regardless of the original assignment.

PROJECT ADVISORS

Review of deliverables prior to submitting to the client.

PROJECT DIRECTOR & PROJECT LEADERSHIP SUPPORT

Design and deployment of the overall effort, interface with the City, development of the philosophy/strategy, discuss job evaluation
methods, and the review and analysis of technical work and cost modeling.

Leads the day-to-day work of the project team related to building the classification structure and the compensation survey to include
quality assurance and timeliness of the deliverables.

PROJECT STAFF SUPPORT

Involvement in all project phases to include researching information, performing quantitative and qualitative analyses, and
developing draft deliverables for review by senior staff.

Key Personnel: Gallagher fosters a commitment of excellence, professionalism, integrity, collaboration, and urgency to each of our
clients. With each unique client, Gallagher combines these principles to deliver client services customized, specifically to meet your
needs. Your Gallagher consulting team has years of experience consulting to public sector clients, including public employers, with a
significantly diverse employee workforce. Each member of Gallagher’s public sector compensation consulting practice has achieved
one or more of the following certifications and/or degrees:

e Certified Compensation Professional from WorldatWork

e |PMA-SCP from the Public Sector Human Resources Association

e SPHR from the Human Resources Certification Institute

e SHRM-CP from the Society for Human Resource Management

e Master's degree or above, in Human Resources, Business Administration, and/or Organizational Psychology

PROJECT ADVISORS

RONNIE CHARLES, SPHR, GPHR, IPMA-SCP - National Managing Director - 30 years’ experience

Ronnie is responsible for leading Gallagher’s public sector Human Resources & Compensation Consulting practice. Ronnie has over 30
years of Public Sector HR experience including Chief Human Resources Officer (CHRO) experience most recently in the City of
Baltimore with additional professional stints in the District of Columbia, State of Virginia, and City of Suffolk, Virginia. Ronnie has a
bachelor's degree in management from Saint Paul’s College. Ronnie is a member of several professional organizations, including the
International Public Management Association for Human Resources (IPMA-HR) and is a past chair of the International IPMA-HR
Professional Development Committee. In addition, Ronnie is a past Chair of the Human Resources Institute (HRCI). He brings vast
experience in domestic U.S., and Global HR compensation practices.

References:

Henrico County, Yvette George, Human Resources Director, 804.501.7202, geo029@henrico.us
Atlanta Regional Commission, Kameisha L. Johnson, Talent Management Manager, 404.463.3100, kjohnson@atlantaregional.org
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ERIK SMETANA, MBA, SHRM-SCP, SPHR, Managing Director - 20 years’ experience

Erik’s 20-plus year work history has led him to serve in a variety of diverse roles across human resource management, particularly in
compensation and benefits, talent management and organizational development, people analytics, and employee relations and policy
development. Erik has extensive experience in both private and public sectors, working with an eclectic mix of dynamic organizations
including Fortune 500 companies across multiple industries, international not-for-profit organizations, membership associations, media
outlets (e.g., NPR and NBC affiliates), institutions of higher education and research, and others. Prior to joining Gallagher, he served as
the enterprise-wide Deputy CHRO with the University of Missouri System and for Vanderbilt University as the Executive Director of
People & Engagement leading, designing, and implementing compensation and people-focused programs and initiatives.

PROJECT DIRECTOR

BEVERLY MOULTRIE, SPHR, IPMA-SCP - Principal Consultant - 25 years’ experience

Beverly has over 25 years of professional human resources experience in all facets of HR Operations to include Talent Acquisition,
Compensation, Benefits, Employee & Labor Relations, Diversity Equity & Inclusion, Talent Development and Safety & Health. Beverly
also brings a wide range of expertise working with large, mid-sized and start-up organizations (both public and private) in government,
higher education, healthcare, manufacturing, non-profit and service environments. Beverly is particularly adept at managing complex
projects and has led the adoption of employee relation strategies and human resource systems where no prior system existed. Her
experience also includes a progressive career in HR leadership roles as a Senior HR Leader and as the Corporate Diversity & Inclusion
Manager for Fortune 500 companies. Additionally, Beverly has served as the CHRO for the City of Chattanooga where she launched
the strategic development of the City’s equity & inclusion work with the Government Alliance on Race and Equity. Beverley has a
master’s degree in business with an emphasis on organization development and is a certified senior human resource professional.

References:
Henrico County, Yvette George, Human Resources Director, 804.501.7202, geo029@henrico.us
Atlanta Regional Commission, Kameisha L. Johnson, Talent Management Manager, 404.463.3100, kjohnson@atlantaregional.org

PROJECT LEADERSHIP SUPPORT

ALLEN JOHANNING, Senior Consultant - 15 years’ experience

Allen has 15+ years of experience, working in compensation, people analytics, and workforce development and assessment within
various healthcare organizations and higher education university systems. Allen began his career focusing on HR Information Systems,
Workforce Development, Compensation and Process Improvement in the healthcare industry, working for a large university hospital
health system as well as a standalone hospital that was part of one of the state’s largest health system. He then transitioned to the
University of Missouri System, which is comprised of four Universities and a health system, spread across the state. In his almost 10
years with the University of Missouri System, he held various individual contributor and leadership roles, spending the final 6 years as
the Director of Compensation and HR Analytics. Allen received his bachelor's degree in business administration from the University of
Missouri-Columbia. He also has previously earned certifications with the Human Resources Certification Institute (Professional in Human
Resources) and the Human Capital Institute (Strategic Workforce Planning).

CATHERINE THORP, BBA in Management, Senior Consultant - 10 years’ experience

Catherine holds a Bachelor of Business Administration degree in Management from the University of Mary Hardin-Baylor. Before joining
Gallagher, Catherine worked as a Senior Compensation Manager at Dun & Bradstreet and in roles ranging from analyst to senior
manager at McLane Company, Inc. Catherine has applied her compensation knowledge in market analysis, salary structure design, pay
equity, career competencies, strategic planning, system integration, and process optimization. Catherine will complete her CCP in 2023.

DEREK SMITH, PhD, Senior Consultant - 15 years’ experience

Prior to joining Gallagher, Derek served as the National Executive Director of the Higher Education Recruitment Consortium and as a
part-time consultant with Sawgrass Consulting, following more than 15+ years in higher education leadership roles at places like UNLV,
Kansas State University, the University of Missouri System, and the University of Pittsburgh. Derek has a bachelor's degree in history, a
Master of Science, a Master of Business Administration and a PhD in Public Policy and Leadership. He has earned professional
certifications with the Human Resources Certification Institute (PHR), Society for Human Resource Management (SHRM-CP) and the
Korn Ferry Leadership Architect.
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LARRY ROBERTSON, Senior Consultant - 26 years’ experience

Larry’s 27 plus year work history includes a variety of roles that included compensation, human resources information systems,
recruiting as well as serving in a primary leadership role as acting vice president for human resources for several months. Larry has
experience in private and public sectors, working in a manufacturing environment before moving to higher education for the 21 years
before coming to Gallagher. He has previously earned professional certifications with the Human Resources Certification Institute (PHR
and SPHR). He has been actively involved in CUPA-HR on chapter, regional and national boards. He is a 2022 CUPA-HR
Distinguished Service Award Recipient.

SHARI FALLON, PHR, SHRM-CP - Senior Consultant - 24 years’ experience

Prior to joining Gallagher, Shari worked for Cornell University as a Senior Compensation & Workforce Analytics Consultant for 24 years.
In her role at Cornell University Shari was responsible for providing expertise and consultation to campus constituents and resolving
conflicts among functional areas to support best practice standards. She developed and designed the institutional foundation for
assessing, delivering, and applying workforce planning analytics, advancing HR interests and shared responsibility in the consistency of
practice across recruiting, compensation, staffing patterns, performance management, training, and transaction processing. Prior to
Cornell she worked in Human Resources for Retail and Health organizations. Shari has a bachelor's degree in political science/history
from the College of St. Rose in Albany, NY and is certified as a Professional in Human Resource from the Society of Human Resource
Management.

TED JAEGER, Senior Consultant - 25 years’ experience

Ted has more than 25 years of leadership, consulting and HR Outsourcing experience in compensation program management at large,
publicly traded corporations (Coca-Cola, Accenture, EXTRADE Financial, ADP) and in higher education (Clemson & Emory Universities).
Areas of specialty include job architecture/design, job evaluation, market pricing, internal/external equity reviews, project management,
stock plan/executive compensation, and compensation systems implementations. He holds an MBA from Georgia State University, a
BBA from The University of Georgia.

PROJECT STAFF SUPPORT

AMBER SHANG, MA in I/0 Psychology — Associate Consultant - 2 years’ experience

Amber holds a BS with honors in Psychology from the University of Washington and an MA in Industrial & Organizational Psychology

from New York University. Before joining Gallagher, Amber has applied her knowledge of people analytics in roles ranging from Talent
Acquisition at VNS Health to Compensation Analysis at Willis Towers Watson, and Selection & Assessment at DCI Consulting Group.

At WTW and DCI, she helped clients from various sectors to tackle challenges and identify strategic solutions.

CHARMAIN KOHLER — Consultant - 10 years’ experience

Charmain has over 25 years of human resources experience in a variety of roles and industries. She has a Bachelor’'s degree in
Business Administration with a concentration in Management from Saginaw Valley State University. Prior to joining Gallagher, she was
the Senior Compensation Analyst at Numotion and at Saginaw Chippewa Indian Tribe of Michigan. Her professional experience also
includes 10 years as a Human Resources Consultant in higher education.

CHAU TRAN - Consultant - 9 years’ experience

Chau holds a Bachelor of Arts degree from the University of Utah and brings 9.5 years of experience working in public sector human
resources compensation consulting. Chau served as a senior data analyst in compensation consulting at the Texas Association of
School Boards where she served community colleges, public schools, charter schools, and educational service centers across the state
of Texas.

DEE SMITH, Consultant - 18 years’ experience

Dee is an established Human Resources professional that brings 18 years of comprehensive HR experience in several vertical
industries in both the private and public sectors. Dee earned a Bachelor of Science degree in Human Resources Management and
General Management from the University of Tennessee at Chattanooga and also holds an MBA. Dee is experienced in the areas of
operations, recruitment, employee relations and benefits administration.
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JAIME PARKER, Consultant - 15 years’ experience

Jaime has 15 years of experience in Higher Education with 7.5 of those years in compensation and organizational effectiveness. Prior
to joining Gallagher, she worked at Kansas State University in Human Capital Services, and also in the Office of Institutional
Effectiveness. Before her career in Higher Education, Jaime worked in the Banking Industry as a Banking Center Manager and
Customer Service Manager. Jaime is a graduate of Kansas State University with a bachelor’'s degree in Accounting.

LUCILLE ZHANG, Consultant - 2 years’ experience

Lucille has experience in the areas of compensation, talent management, training, and people analytics. Prior to joining Gallagher,
Lucille served as a Compensation Analyst at Novelis, where she provided expertise in the administration and implementation of
compensation programs. She also has worked at Willis Towers Watson to support clients across industries on executive compensation.
Lucille earned a Bachelor's Degree in Psychology from Lafayette College and a Master's Degree in Industrial and Organizational
Psychology from New York University.

TRACY MORRIS — Consultant - 7 years’ experience

Tracy has 7 years’ experience working in public sector HR and compensation consulting. Tracy holds a bachelor’'s degree in applied
economics and a Master of Business Administration, both from Texas Tech University, and she is a SHRM Certified Professional
(SHRM-CP).

MARY GAUTHE, SHRM-CP, Associate Consultant - 5 years’ experience

Mary has 5 years of experience from Louisiana State University, where she's worked within the University's Central HR unit as a
Compensation Consultant. Mary has a Bachelor's degree in Management with a concentration in Human Resources from Nicholls State
University and is currently set to graduate from Louisiana State University in August with her Master's in Leadership and Human
Resource Development.

PRISCILA CANDAL, MA — Associate Consultant - 8 years’ experience

Priscila has experience in employee relations, compensation and classification and talent acquisition. She worked at the City of
Gainesville as a Talent Acquisition Representative and at lowa State University as a Human Resources Generalist, giving her first-hand
experience in the public sector and higher education. She also worked for a global agricultural and forestry machinery manufacturer in
Germany. Priscila has a Bachelor of Arts in Psychology and a Master of Business Administration in Human Resources. She is located
in Gainesville, Florida.

KEVIN GRANGER, Senior Analyst - 12 years’ experience
Kevin received his Bachelor's Degree in Mathematics from Texas Southern University in 2020. Prior to joining this team, Kevin worked
at Gallagher as an Associate Account Manager for 2 years. Kevin is a Houston native and loves his city.

TERESA NGUYEN, MS, Senior Analyst - 2 years’ experience

Teresa has a Bachelor's degree in Organizational Psychology from Spalding University and a Master’s degree in Industrial
Organizational Psychology from Western Kentucky University. Her most recent role was with Louisville Metro Government, as a
Compensation & Classification Analyst. Her role focused on job descriptions, job evaluations, reclassifications, market analysis, and
compensation projects focused on internal equity.

XIAOWEN YANG, BS IN MATHEMATICS, Senior Analyst - 5 years of experience

Xiaowen comes to Gallagher with five years of analytical experience in learning & development, product management, sales
operations, and employee & physician engagement. Xiaowen most recently managed the full-cycle employee engagement survey
program — encompassing design, development, analysis, reporting, and action planning - at West Monroe.

YUMI ZHU, MA, Senior Analyst - 2 years’ experience

Prior to joining Gallagher, Yumi worked at WTW as a compensation analyst and interned at PwC and KPMG China where she gained
experience working in consulting. Yumi recently graduated from University of Pennsylvania with a master's degree in Organizational
Dynamics and held a bachelor's degree in Finance from DePaul University.
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CARISSA MARTO, MA in I/O Psychology, Analyst - 2 years’ experience

Carissa has a Bachelor’s Degree in Psychology from Anderson University (SC) and a Master's Degree in Industrial & Organizational
Psychology from Middle Tennessee State University. Prior to joining Gallagher, she held project based roles working in performance
and promotional assessments related to test design.

JOY PHILLIPS, MA, Analyst - 2 years’ experience

Joy has 2 years of experience from Louisiana State University, where she's worked within the University's Central HR unit as an HRIS
data analyst. Joy has a Master’s degree in Human Resources & Leadership Development from Louisiana State University.

Gallagher does not, and will not, use any subcontractors to deliver services to the City. All the consulting analyses and assistance we
provide are furnished by staff employed by Gallagher.
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4. Quality Control Plan

Our practice takes a thoughtful and collaborative approach to all of our client engagements, where we work to ensure our efforts are
ones which demonstrate how the Public Sector & Higher Education practice C.A.R.E.S. - collaborate/consult, advise/assess,
recommend/resource, engage/endorse, and strategize/serve - about our clients and their needs. To that end, our project approach
starts with our process and client communications.

Preliminary Kickoff Status Deliverables Final CIT(I;CS)Jee(():LtJt Inte;’\rézlo/r-}fter
Meeting Meeting Meeting Review Presentation Meeting Review

Our extensive experience has resulted in a comprehensive understanding of the scope of work described by the City. Additionally, we
understand the importance of this study as one of many strategies to address current human resources issues and appreciate the
delicate nature of public sector spending. Below are some key considerations we have in this type of project, our methodology, our
detailed work plan, and estimated project timeline.

Key Considerations

e Employee Involvement. The study should be introduced to employees so they know what will happen and can ask questions,
and then we suggest summarizing the study findings at the end of the project in an open session so they can see the results.
Updates throughout the process will go a long way toward acceptance of the results. We believe that if employees know how and
why they are compensated the way they are, they will accept the results better than if the system was created without their

involvement.

e Leadership Sponsorship. Change is complicated! Updating classification and compensation systems requires strong and visible
support of an organization’s management and governance.

e Internal Equity. While market parity is important, most employees want to make sure that they are paid fairly in relation to other
employees. We have extensive experience with designing pay systems that consider internal equity and mitigate compression.

e Project Timing. Doing it right produces a better study outcome than trying to meet unrealistic deadlines.

e Data/Exceptions. Rely on data but make decisions based on humans. It has been our philosophy that the results and
recommendations should be based on verifiable, auditable, and valid data. Once the basic structure is in place, adjustments may
be needed for special conditions or other factors. However, the classification and compensation systems should be based on
verifiable facts and solid professional standards.

e Communication. These systems need to be understood. They need to be simple, straightforward, and transparent.

e Pay Compression. Give adequate attention to implementation costs when employees are placed in pay ranges and there is
potential for creating or increasing pay compression

Methodology

Classification and Job Evaluation: The City would like a review and an analysis of the duties and responsibilities of its jobs included
in the study to ensure the jobs are correctly classified and to establish internal equity among jobs.

Gallagher can also develop new or update classification specifications/job descriptions as a result of this classification process.
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Recommendations for allocation of employees to the updated classifications will be made. The City will review all recommendations
and classification specifications within this process and provide consolidated and timely feedback to Gallagher. One set of revisions for
the job descriptions and classification recommendations is provided for in this process.

Gallagher will discuss job evaluation with the City and will explore optional methods for the development of internal equity for the City.
Gallagher will apply the selected system to all resulting jobs and update the internal equity ratings as appropriate. The City will have
the opportunity to provide consolidated feedback to the job evaluation results with the results finalized by Gallagher. Detailed and
tailored training will be provided to the administrative staff that will be responsible for overseeing the system.

The results from the formal job evaluation process will be coordinated with the results of the compensation survey to create a pay
structure.

Compensation Survey and Pay Structure Development: Following industry standards and best practices, a customized survey
process will be undertaken to collect market pay comparison information related to all City classifications. Gallagher and the City will
work together to develop the listing of comparable organizations and the list of benchmark jobs to be surveyed. Private sector
information, if desired by the City, can be collected using valid and credible published survey sources and the data integrated with the
customized survey data to arrive at the market information.

We follow professionally accepted compensation principles and practices as outlined by WorldatWork, SHRM, and the Department of
Labor. Some of these guidelines are listed below. We have also authored many articles on various aspects of conducting salary
surveys; please refer to our website www.ajg.com/compensation for these specific articles.

We utilize the following guidelines for benchmark selection:

* Representation of all job families and levels throughout the organization
e  Highly populated jobs

e Jobs found in most organizations

e Jobs with recruitment or retention problems

We will review job descriptions and other job documentation to ensure we understand the duties and responsibilities, level in which the
job is functioning and the reporting relationships so that participating organizations can match their classifications to the benchmark
jobs. We will draw on our 30 years of salary and benefits survey experience to determine if a comparable job can be found in the labor
market. We will ask the City to clarify any questionable jobs and/or answer any questions we may have about a particular job.

We follow guidelines for job matching (match only those jobs that match at least 80% of the duties, responsibilities and functions as
outlined in the benchmark job summary). While some firms may claim to use a higher percentage, we believe anything over 80% may
exclude data that are good, valid matches. We do not ask participants to rate the quality of the match, as this introduces additional
subjectivity to the process that cannot be controlled.

We follow professionally accepted guidelines for defining labor markets and selecting organizations to survey. We factor in that
different jobs will have different recruiting markets, by:

e Type of organization (e.g., Public vs. Private Sector)
e  Size of organization

e  Geographic location

e  Services provided

It is important to define an organization’s labor market prior to the survey rather than after the data have been collected so that it does
not appear that the labor market data are being manipulated to support a certain conclusion. This could cause significant issues from
an employee perception standpoint as well as potentially violate Federal Trade Commission and the U.S. Department of Labor’s
Sherman Antitrust Act guidelines in regard to the analysis of salary data.

11 | ©2024 Arthur J. Gallagher & Co



CONFIDENTIAL. FOR INSTITUTIONAL USE ONLY.

Any published sources utilized must meet the following criteria:

e Be conducted by a reputable salary survey firm

e  Survey data is not self-reported

e  Survey is conducted on a continual basis instead of a one-time event

e  Survey reports its data sources, the effective date of the data, and was tested to ensure accurate matches and data

We will develop a data collection form that poses questions in a fashion that is easy for participants to answer, as well as being easy to
quantify and analyze.

We follow-up with participants to ensure data quality and validity of matches and data being reported. If there are any questions, we
ask questions and we seek job descriptions, organizational charts, and other information.

We perform several reviews of the data as well as statistical tests to identify any extreme data and to ensure the validity of the data.

We utilize trend factors for aging data so that all data is consistent to a current point in time. The trend factors are derived from either
the U.S. Department of Labor data or WorldatWork Surveys.

We apply geographic differentials as appropriate and necessary to ensure that the data are reflective of the City’s labor market and
economic conditions. We use third party resources (ERI) to identify the appropriate geographic differences.

We calculate various statistics for summarizing the data (means, medians, highs, lows, percentiles). We follow the Federal Trade
Commission and the U.S. Department of Labor guidelines that 5 matches should exist per job in order to draw reliable conclusions.
Therefore, we do not calculate statistics (means, medians, etc.) on jobs with fewer than 5 job matches.

The City would like the development of salary structure options so that compensation is equitable and competitive. In order to develop a
reliable salary structure, we integrate market data and custom survey results with the internal equity ratings from job evaluations if
applicable, so that the structure is internally equitable and externally competitive. In this step, we assign all jobs to the right pay grade
and all employees to the right place in the range based on agreed upon criteria. During this phase, we also discuss how pay
progression is integrated in a sustainable system that grows with the City and allows for employee development and contribution to goal
achievement. We will also review the resulting structure for pay compression and pay equity issues. Up to three implementation
scenarios will be provided to the City.

Gallagher will review and update the City’s current policies and procedures related to classification and compensation.

Final Report: As mentioned above, our final report will be prepared which outlines the process, methods, techniques and findings and
recommendations of the study. It will include a financial impact analysis and recommended ways to implement and maintain the
system in the future. We will provide the data in a format that can be used to update your HRIS system based on your implementation
approach. Finally, we will train the HR staff in the proper procedure and methods to manage and maintain the system. Additionally, we
will provide the necessary documentation and other materials so the City will be able to maintain the system independent of the
consultant following implementation.

Work Plan
The work plan proposed is designed to provide the flexibility necessary to attract, retain, and motivate employees to provide quality
services and ensure the system is not an administrative and/or costly burden to the City now or in the future. Gallagher has integrated

the Scope of Services into our phased approach and deliverables to address the City’s requests.

The phased work plan is as follows:
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PHASE 1. STUDY ADMINISTRATION
Meeting via telephone/online platform to initiate project and discuss timelines and key deliverables.
Organization & salary material collected.

Discussion/review of the strengths and weaknesses of the City’s current classification system. Discussion of the City’s current
philosophy and supporting strategies.

Project timetable confirmed.
Employee orientation sessions conducted.

Virtual Meetings are included. On-site visits are available at an additional charge to the City.

Conduct of meetings with HR/leadership/project team at critical intervals to discuss deliverables.

CLASSIFICATION STUDY

Review of and analysis of job descriptions/documentation for all employees covered by the study.

Conduct interviews with managers/supervisors (and with individual employees, as necessary) to verify/clarify job information.
Analysis of existing classifications and recommendations on any changes to current classification plan.

Review exempt and non-exempt classifications to ensure proper Fair Labor Standards Act (FLSA) status.

Recommendation of standard classification and titling conventions.

If applicable, allocate employees to an appropriate job class in the new classification structure.

Conduct a complete diagnostic review of current the City’s practices to identify areas of concern.

Development of new or updated job descriptions.

COMPENSATION STUDY

CUSTOM SURVEY

Labor market confirmed and survey participants identified to gather data from local, state and regional sources.

Benchmark jobs identified and summarized.

Benefit and pay practice questions determined for inclusion in the custom survey. Custom survey developed and conducted.
INTEGRATE PUBLISHED SURVEY SOURCES

Identify appropriate published survey sources.

Collect market data from published survey sources using data cuts from public, private, local, state and regional sources.
The following activities will be performed on all data:

Comprehensive internal salary relationship analysis of data to ensure the structure is internally equitable and externally competitive.
Competitive analysis of market data (salary, benefits, and contracts) performed.

Diagnostic review of current salary structures conducted to identify opportunities for simplification, reduction in pay compression.
Recommended pay structure developed or existing structures updated (includes 1 revision requested).

Internal review conducted and consolidated feedback provided by the City. The City approves the updates to the pay plan(s) and
other recommendations and implementation options.

Provide the City with up to three (3) transition options, recommendations and next steps/ongoing maintenance.

PHASE 3: PROJECT FINALIZATION, DRAFT & FINAL REPORTS

Consultant shall make presentations to the HR/leadership prior to completion and at the time of completion, at times and in a manner
agreed upon with the City.

Conduct of meetings with HR/leadership/project team at critical intervals to discuss deliverables.
Draft and final report and presentations developed and quality assurance reviews conducted.

Training provided for staff including necessary tools to maintain the system.
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Project Timeline: We understand that the City anticipates the work will be completed in 120 days (4 months). However, based on our
professional experience, projects of this scope typically take approximately 6 months to complete. The following is an estimate to
complete each phase by month. We will discuss the details of each phase during Phase 1 and identify specific project deadlines. We
will conduct frequent conference calls with the City to ensure the schedule is monitored throughout the project.

In today’s world, speed is important. However, given the significance of this project, it is just as important for City officials, department
heads, and employees to have sufficient time to review and approve the recommendations of Gallagher and to ensure proper
communications occur. We have prepared a timeline using our experience to ensure the City receives quality work products in an
expeditious manner. Our phases run concurrently; in that we do not wait until the full completion of a phase to begin another phase.
We are prepared to commence the work within two weeks of receiving your authorization to proceed.

PHASE 1 PHASE 2 PHASE 3

Classification & Compensation Project Finalization, Draft & Final
Study Reports

Study Administration

Responsibilities of the City: Gallagher will work with the City on every step of our proposed project plan. We will listen attentively in
order to understand the current state and the desired future state of the classification and compensation system. While the City has
provided detailed information on the current status, our goal is to discuss these practices and processes in order to fully comprehend
how the policies impact the day-to-day operations and long-term effects. We want to make sure that our design approach is

appropriate to your needs and fits with the culture and structure of the City, as well as supports the City’s mission and strategic
objectives.

In preparation for project initiation, we will need the City’s Project Team to support our compensation plan, which involves the following:

Collection of organization & salary information

Discussion of possible barriers to implementing and maintaining change

Review and discussion of the strengths and weaknesses of the City’s current compensation systems, to include review of the
current grade methodology

This will enable our team to work with the City on the development of the working compensation philosophy and strategies that will
guide the project through the rest of the phases. It is the role of our team to develop the project timetable and tracking documents to
manage the project. However, we will partner with the City to ensure this is appropriate and determine when the timeline may need to
be adjusted in order to ensure an accepted solution. While the timelines of projects are important, we believe the development of the
right system takes priority. If this requires more communication or analysis at various phases, we will determine such in collaboration
with the City.

We propose to meet with the City’s Project Team at intervals as necessary determined by the consultant and/or the City. These off-
cycle meetings can be held via web conferences to enable the sharing of information. Additionally, we conduct weekly or bi-weekly

calls which are helpful to touch-base and keep the project on track. These calls may not need the full project team each time, but as
necessary for various phases of the project.
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5. Experience and Past Performance

We have included a sampling of references that demonstrates our experience in conducting engagements for public sector clients.
Contact names and phone numbers are listed for each project. These projects are relevant to demonstrating our ability to meet the
needs of the City and show considerable experience in developing compensation systems for a variety of public sector organizations.
Our references can attest to the timeliness, quality, and responsiveness of the services we provide, our understanding of job
classification and pay equity, and our knowledge of legal issues, such as the ADA and FLSA, and our expertise in working with public
organizations and sensitive personnel issues. The projects listed below were completed by members of your project team and within
similar timeframes to what the City is requesting. Many of the clients listed below have recommended our services to other
organizations that we are working with currently.

Q PRINCE WILLIAM COUNTY, VA | 1 County Complex Court, Suite 155, Woodbridge, VA 22192
Angela Poetzman, Project Manager, 703.792.6102, Angela.Poetzman@pwcgov.org

Beginning in 2018, we were engaged to conduct a classification and compensation study addressing approximately 4,800 employees in
600 job classes, which included the development of a compensation strategy; job evaluation; analysis of the class system including
employee questionnaires, employee interviews and panels; development of a simplified and flexible class structure and employee
allocations; the conduct of a compensation study and development of updated pay structures; implementation costing; and best
practices guidance. Additionally, we completed a compensation study for the County in 2022.

Q CITY OF AUSTIN, TX | 301 West Second Street, Austin, TX 78701
Bryan Dore, Compensation Manager, 512.974.3216, bryan.dore@austintexas.gov

We have been retained to do numerous projects with the City since 2017. In 2017, we were hired to assist the City with a review and
assessment of the compensation strategy and to conduct a compensation study for the Human Resources and Legal departments. In
2019, Gallagher conducted another custom salary survey for the City and a comprehensive evaluation of pay equity in comparison to its
prior studies to identify if there are any pay equity issues in the organization. Since 2021, we have been engaged in several more
compensation projects.

9 HENRICO COUNTY, VA | 4301 East Parham Road, Henrico, Virginia 23228
Yvette George, Human Resources Director, 804.501.7202, geo029@henrico.us

We recently completed a compensation project encompassing 11,250 general government, public safety, and public school employees
in 779 job classifications

CITY OF SACRAMENTO, CA | 915 | Street Sacramento, CA 95814
Shelley Banks-Robinson, Director of Human Resources, 916.808.554, SMBanks-Robinson@cityofsacramento.org

We worked with the City on a classification and compensation study that resulted in updating all the classification specifications,
collecting market data on over 200 benchmark jobs, and salary structure recommendations.

9 RAMSEY COUNTY, MN | 4000 Metro Square, St. Paul, MN 55101
Johanna M. Berg, Deputy County Manager, 651.266.2762, johanna.berg@co.ramsey.mn.us

We are finalizing work with the County on a comprehensive classification and compensation project encompassing all County
operations of approximately 4,000 employees in 600 classifications.

Additional references and/or case studies are available upon request to support client decision-making.
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Contractual Considerations

Gallagher is pleased to submit this proposal to the City. While this proposal is not meant to constitute a formal offer, acceptance, or
contract, notwithstanding anything to the contrary contained in the proposal, Gallagher is submitting this proposal with the
understanding the parties would negotiate and sign a contract containing terms and conditions that are mutually acceptable to both
parties.

Our legal team has provided the following exceptions to the terms and conditions outlined in this proposal. We are open to discussion
on these.

Gallagher is not a federal contractor or subcontractor. Therefore, Gallagher cannot agree to federal contracting provisions contained
within the RFP.

Part 1l BONDING AND INSURANCE REQUIREMENTS (PDF Page 17), EXHIBIT D (PDF Page 65 - 67) - Below are Gallagher's
insurance representations based on AJG Risk Management policies. These are not changed on a client by client basis:

Gallagher shall at all times during the term of this Agreement and for a period of two (2) years thereafter, obtain and maintain in force
the following minimum insurance coverages and limits at its own expense:

o Commercial General Liability (CGL) insurance on an ISO form number CG 00 01 (or equivalent) covering claims for bodily injury,
death, personal injury, or property damage occurring or arising out of the performance of this Agreement, including coverage for
premises, products, and completed operations, on an occurrence basis, with limits no less than $2,000,000 per occurrence and
$4,000,000 in the aggregate;

e Workers Compensation insurance with statutory limits, as required by the state in which the work takes place, and Employer’s
Liability insurance with limits no less than $1,000,000 per accident for bodily injury or disease. Insurer will be licensed to do
business in the state in which the work takes place;

e Automobile Liability insurance on an ISO form number CA 00 01 covering all hired and non-owned automobiles with limit of
$1,000,000 per accident for bodily injury and property damage;

e« Umbrella Liability insurance providing excess coverage over all limits and coverages with a limits no less than $10,000,000 per
occurrence or in the aggregate;

e Errors & Omissions Liability insurance, including extended reporting conditions of two (2) years with limits of no less than
$5,000,000 per claim, or $10,000,000 in the aggregate;

e  Cyber Liability, Technology Errors & Omissions, and Network Security & Privacy Liability insurance, including extended reporting
conditions of two (2) years with limits no less than $2,000,000 per claim and in the aggregate, inclusive of defense cost; and

e  Crime insurance covering third-party crime and employee dishonesty with limits of no less than $1,000,000 per claim and in the
aggregate.

All commercial insurance policies shall be written with insurers that have a minimum AM Best rating of no less than A-VI, and licensed

to do business in the state of operation. Any cancelled or non-renewed policy will be replaced with no coverage gap, and a Certificate
of Insurance evidencing the coverages set forth in this section shall be provided to Client upon request.
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Thank you for this opportunity to offer our services. Please feel free to contact us at any time if you have any questions or require

additional information. We look forward to hearing from you soon.

Sincerely,

Ronnie Charles, SPHR, GPHR, IPMA-SCP
National Managing Director & Practice Leader
651.234.0848

Ronnie_Charles@ajg.com

5516 Falmouth Street

Richmond, VA 23230
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Principal Consultant
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Beverly_Moultrie@ajg.com

8 Cadillac Drive, Creekside Crossing
Brentwood, TN 37027
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Required Forms
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City of Forest Park Classification and Compensation Study

Addendum 1
Issued December 11, 2023
RFP NO. 11092023

Acknowledgement of receipt of this addendum MUST BE SIGNED AND INCLUDED IN YOUR
RESPONSE TO THE RFP.

1. Inreview of RFP No. 11092023 for the City of Forest Park’s Classification Analysis and
Compensation Study, can you please clarify how many classes/job titles are to be included in the
review? Also, are there any unionized positions to be included?

Answer: The City of Forest Pak currently has 125 classes/job titles to be included in the review.
Currently, there are no union positions to be included.

2. On page 15, instructions state that proposals should be divided into three components, one of
which is the Performance Evaluation System. However, the scope of that component is not
outlined on pages 10-13. Is the Performance Evaluation System design or modification part of the
project?

Answer: The Performance Evaluation System is a modification.

3. How many jobs does the project encompass?

Answer: There a total of 40 Classifications (Paygrades); and 283 active employees (includes full-
time, part-time and seasonal).

4. Does the City have any union employees? If so, will the study include them?

Answer: The City of Forest Park has no union employees.

Gallagher Benefit Services, Inc.
SIGNATURE COMPANY NAME




National Managing Director &
Practice Leader 12/11/2023

TITLE DATE
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H i “World's Most Ethical Companies®” and “Ethisphere” names and marks are
aJ g -.com Th e Gal lag h er Way SI nce 1927 registered trademarks of Ethisphere LLC. Arthur J. Gallagher & Co. has been

recognized as one of the World’s Most Ethical Companies® for in 2010, 2012,
2013, 2014, 2015, 2016, 2017, 2018, 2019, 2020, 2021, 2022 and 2023.

Gallagher is pleased to submit this proposal to you. While this proposal is not meant to constitute a formal offer, acceptance, or
contract, notwithstanding anything to the contrary contained in the proposal, Gallagher is submitting this proposal with the
understanding the parties would negotiate and sign a contract containing terms and conditions that are mutually acceptable to both
parties.

This material was created to provide accurate and reliable information on the subjects covered by should not be regarded as a
complete analysis of these subjects. It is not to provide specific legal, tax or other professional advice. The services of an appropriate
professional should be sought regarding your individual situation.

Consulting and insurance brokerage services to be provided by Gallagher Benefit Services, Inc. and/or its affiliate Gallagher Benefit
Services (Canada) Group Inc. Gallagher Benefit Services, Inc., a non-investment firm and subsidiary of Arthur J. Gallagher & Co., is a
licensed insurance agency that does business in California as “Gallagher Benefit Services of California Insurance Services” and in
Massachusetts as “Gallagher Benefit Insurance Services.
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