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Experience and Qualifications

Paypoint HR, LLC (Consultant) is responding to the city of Maderia Beach’s request for
proposals from qualified consultants to provide a comprehensive HR, Classification, and
Compensation Plans Study. The purpose of the study is to help the city to be recognized as
an employer of choice in the area. Paypoint HR will objectively examine the job roles and
their placement in the city’s hierarchy, the external market’s pay ranges for these same
positions, and give recommendations for adjustments of the approximately 83 employees
engaged across 59 job titles as warranted by the findings. The study recommendations will
be substantiated using quantitative evaluations, so that the city of Maderia Beach may make
informed decisions with respect to compensation including benefits. Our Florida
registration number is M22000000457.

Our understanding of the project is that Maderia Beach is a full-service city that provides
both its residents and tourists with a full range of municipal services including but not
limited to fire, recreation, public works, and community development. The city desires to
update their current compensation plan in order to keep up with current compensation
practices. The purpose is to attract and retain a high performing and engaged workforce
that will continue providing excellent service to those who live in the city and those that
visit the city’s attractions.

Possible Challenges
Paypoint HR found the following issues as possible sources of challenges:

¢ Increase in community demands and expectations for service offerings paired with
limited resources to quickly adapt,

o Difficulty recruiting qualified individuals for certain positions,

e Job roles have changed due to changing technology, increased regulations, etc.,

¢ Increasing cost of employee benefits,

e Pay compression, external inequity, and perception of internal inequities, and

e A highly competitive labor market with other public and private employers in the
region competing for the same labor force.

Resumes

Founded in 2012, Paypoint HR is an independent Limited Liability Company registered in
the State of Maryland who provides the public-sector consulting services on a national level.
We are a full-service consulting firm with expertise in classification and compensation
structure analysis, organizational design, compliance, research analytics, business strategy,
and human resources. Ninety five percent of our work experience is in the public sector.
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Bachelor of Science in Business Marketing, University of Maryland
MBA Studies University of Texas

Mrs. Karin Campbell has led Human Resource initiatives for more than 20 years. She has
helped over 700+ employers and 15,000 employees with the development and delivery of
customized HR solutions for employee management programs; conducting labor cost
analysis of employee administration, benefits, retirement, workers’ compensation, federal,
state, and local taxes; budgeting for human capital including recruiting, onboarding,
benefits, risk management, training, and compliance; and planning, design, and
implementation of payroll administration; health, dental, vision, life, and AD&D insurance;
and pension, as well as ancillary benefits within a limited timeframe to large workforces.

She has consulted with clients and their employees on complicated employment topics. Her
responsibilities also include development and maintenance of compliance and risk
management programs. She has taught OSHA compliance as an adjunct professor. Currently
she holds SPHR, SHRM-SCP, and IPMA-SCP designations and serves on the Board for the
ASHRM chapter. Karin has a strong understanding of current trends in the benefits
industry. Karin worked from 1995-2002 for HRLogic, Inc., a wholly owned subsidiary of
Fidelity Investments. Most recently Karin owned her own HR firm, Alpine HR, from 2003
until 2012, when she sold her business. In 2012, Karin along with her husband, Rick,
formed Paypoint HR, an HR consulting firm which specializes in employee compensation
for both private and public-sector concerns. Karin’s expertise has been utilized in studies
that involve:

¢ Employee Outreach - She has developed time tested approaches to gaining employee
buy in through effective communication and involvement of staff at all levels. She
has created formats for briefing sessions, orientations, and focus groups that follow
accepted industry protocol and takes into account both the qualitative and
quantitative aspects of data collection. Her approach has allowed for better
understanding of the nuances within organizations and uses it to formulate
recommendations and overcome obstacles that positively impact acceptance.

e Policy Design and Implementation - She has created a process methodology for
implementation of classification and compensation recommendations. The flow of
the process lends itself to clear transfer of administration and maintenance from
plan adoption through to long-term application.

¢ Communication Plans - She has led successful projects by creating communication
plans with the input of each client to recognize project milestones and progress. She
has created relationship reporting to ensure projects are completed on time and
within budget.

e Business Strategy - She analyzes the strengths, weaknesses, opportunities, and
threats faced by each client and the community they serve to incorporate resources
into the final recommendations that maximize return. She has helped clients face
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challenges in gaining the financial commitment necessary to adopt and implement
recommendations.

Ph.D. in Engineering Science and Mechanics, Penn State University
Bachelor of Science in Applied Mathematics, University of Virginia
Certified Compensation Professional (CCP)

Dr. Rick Campbell’s extensive education and experience in the field of mathematics has
enabled him to understand highly technical issues. Because he has managed both internal
and external clients, he has developed the ability to take the most advanced problems and
convert them into easily understood terms and processes. He has applied this experience to
the field of compensation and classification for the past 9 years.

He has worked for NASA GSFC, GE Aircraft, and Lockheed Martin Space Systems among
others. His roles included Team Lead, Project Manager and Principal Engineer.

Dr. Campbell holds 7 U.S. and international patents for his creative ideas on product and
process improvement. Rick has experience with Lean Six Sigma for both service
organizations and manufacturing organizations. He brings his unique skills to Paypoint HR
in order to improve the accuracy of our research findings and recommendations.

Rick’s knowledge heavily influences the following areas of the audit:

e Performance Based Pay - He has built pay plans that incorporate performance
metrics and translates them into fair pay based on relevant goals. His plans maintain
objectivity and are multifaceted. He has established performance review processes
and standards for merit-based compensation pay. He has converted organizations to
pay-for-performance that desired merit-pay programs and were limited by existing
policy and structures.

e Big Data and Research Analytics - He has worked on projects that have required
large data sets and has created the format to collect and manage the data that
maintains integrity and validity. He has engineered programs that are user friendly
yet robust in their functionality and interpolates data into meaningful information
to a granular level.

¢ Trends analysis - He has reviewed and analyzed data that look for patterns and
correlation to determine if they are valid indicators for comparison. He has looked
at causality and correlation links to consider potential for predictability.

e Audit Validity - He has determined appropriate metrics for comparison in the
selection of comparator organizations and benchmark positions to ensure relevancy
of findings.

e Financial Impact - He has applied both short-term and long-term implications of
recommendations for clients to assist in the ability to project necessary funding and
revenue sources.
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Project Experience & References

Contact Name

Susan Sinz

Director, Human Resources

City of Largo

Roz Johnson

Human Resources Director

City of Stuart

Stephanie Romagnoli

Human Resources Manager

City of Muscatine

Kim Todd
Comptroller
Eureka County

Danielle Basora
Assistant Town
Administrator
Town of Goffstown

Michelle Miner
Assistant Town Manager
Town of La Plata

Debbie Duncan
HR Manager
City of Raytown

Mike New, PE
City Manager
City of Newberry

Contact Info

201 Highland Avenue
Largo, Florida 33770
(727) 587-6706
SSinz@Largo.com

121 SW Flagler Avenue
Stuart, FL. 34994

(772) 288-5322
RJohnson@CI.Stuart. FL.US

215 Sycamore Street

Muscatine, Iowa 52761

(563) 264-1550
SRomagnolis@Muscatinelowa.gov

701 South Main Street
Eureka, Nevada 89316

(775) 237-6128
KTodd@EurekaCountyNV.gov

16 Main Street

Goffstown, NH 03045

(603) 497-8990 x102
Danielle.Basora@GoffstownNH.gov

305 Queen Anne Street

La Plata, MD 20646

301.934 8421
MMiner@TownofLaPlata.org

10000 E 59 Street
Raytown, MO 64133
(816) 737-6006
DebraD@Raytown.MO.US

25440 W. Newberry Road
Newberry, FL 32669

(352) 472-2161
MNew@NewberryFL.gov

* - Presently working with the cities of Largo and St Pete Beach.

Project Title and
Service Dates

Compensation &
Classification Study
2019 - 2020, 2022,
2023 - 2024

Classification and
Compensation Study
2019

Compensation Study
2023

Compensation and
Classification Study
2023

Classification and
Compensation Study
2023

Classification and
Compensation Study
2022

Compensation &
Classification Plan
2021 - 2023

Employee Classification &
Compensation Study
2023
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Approach/Methods

Phase 1 Classification/Competencies Component

This phase of the assignment will result in the study of all classes that includes the
comparison of classes within series and to other occupational levels within the
organization. Study tasks include project initiation and orientation, employee orientations,
completion of Position Vantage Point job analysis questionnaires by employees and
managers, desk audits by managers and/or Human Resources, and interviews with
employees/focus groups. The cumulative information gathered will culminate in the
preparation of revised or new class specifications, and a review process for all employees
included in the scope of the study.

Task 1A - Project Start and Meeting with Board of Commissioners

e Request pertinent materials prior to the project initiation meeting so that
Paypoint HR has an understanding of the scope of the study, an understanding of
the client’s current classifications, and is prepared to seek further relevant
information during the initial meetings.

e Obtain relevant information and statistical/anecdotal data on specific compensation
issues and policies. Obtain insight into perceived current compensation system
strengths and weaknesses. Identify current incumbents and gather any other
documentation to gain better understanding of the client’s operations.

¢ Meet Human Resources Director to discuss project context and methodology,
determine reporting relationships, and clarify project understanding and Milestones
to create the Communication Plan.

e Reach an agreement on a schedule for the project including all assignments and
project milestones/deliverables and deadlines for completion of the assignment.

e Establish an agreeable communication schedule while identifying potential
challenges and opportunities for the study.

e Schedule employee Kick-Off briefing sessions.

¢ C(Create an Executive Announcement Letter for distribution to staff.

e Initial review of relevant materials, including: (a) any previous projects, research,
evaluations, or other studies that may be helpful to this project; (b) organizational
charts for departments and divisions along with related job descriptions; (c) current
position and classification descriptions, salary schedules, salary ranges, pay scales,
payroll reports, and classification systems; (d) strategic business plans and budgets;
(e) personnel policies and procedures; and (f) evaluation criteria.

e Discuss the Client’s strategic direction and the short-term and long-term priorities.

e Review any data provided by the Client that may provide additional relevant insight.

¢ Review internal career ladders in order to identify needs, make recommendations,
and keep positions competitive in the market.

e Maintain open lines of communication.
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Task 1B - Baseline Evaluation

¢ Conduct a comprehensive preliminary evaluation of the client’s existing position
review process. Conduct any necessary question and answer sessions. Develop an
accurate database of client’s employees for study and review data as well as career
ladders. Understand the client’s approach to compensation and overall philosophy
on attracting and retaining competent staff.

e Review the existing pay structure and processes to look for potential problems to be
resolved. Determine the strengths and weaknesses of the current pay plan(s).

e Complete an assessment of the current conditions that details the pros and cons of
the current system as well as highlights areas for potential improvement in the final
adopted solution.

¢ Conduct a thorough review of all background materials related to the client’s
classification system. Review information from the department head as well as
incumbents. Conduct interviews as appropriate.

e Document accepted compensation and classification philosophy and budgets based
on input from the Study Project Leaders and other key staff.

e Gain understanding of employee recruiting and retention processes to uncover
challenges in the local labor market and provide guidance on market positioning
strategies.

e Once a baseline is determined, establish the client’s current position as compared to
the local market using sources of data preferred by the client as well as
Paypoint HR’s resource library for consideration.

¢ Look at goals for recruiting and retention with regards to sustainable budget
amounts that will support recommendations on market position strategy.

e Consider both current and anticipated information technology programs, software
and staffing levels to support, implement, administer, and maintain the
recommendations given to the client by Paypoint HR.

Task 1C - Job Analysis Collection and Completion

¢ Conduct employee briefing sessions to review the role of employees, the role of
supervisors, the scope of work to be covered by the study and to explain how to
complete the job analysis questionnaire (Position Vantage Point, or PVP.) It is
communicated to employees that this process is not a performance review, but
rather an identification of what should be required for new employees.

¢ Employees will be given a period of time to complete the PVP, usually 10 - 14 days.
Employees are encouraged to retain a copy of their responses for their records.

e Completed surveys are given to department heads for their review and input. Front
line supervisors often work in collaboration with department heads during this
process. Typically, this process takes 7 - 10 days.

¢ Department heads turn in the reviewed PVPs to Human Resources for any further
input with the final product then provided to Paypoint HR for analysis.

< Paypoint HR



Task 1D - Job Evaluation and Classification Development

e Facilitate collection of job descriptions, desk audits, and supporting materials from
the Study Project Leaders or designated Human Resource department contact. The
job descriptions, audits, and supporting reports will be reviewed and analyzed in
detail along with other documentation to obtain an understanding of the duties and
responsibilities assigned to each position.

o Identify the classification of existing positions utilizing the existing job evaluation
system, review jobs, and characterize the internal equity relationships within the
organization.

e Review all class specifications with the Study Project Leaders. Review each
classification and score the classification using a point factor system or the system
that the client has in place. Include an evaluation of results.

e Develop preliminary recommendations for the classification structure. The
classification system designed at this point will be based solely on internal equity
relationships and will be guided by scores for each classification. Essentially, a
structure of classifications will be reviewed and classifications with similar scoring
would be grouped into pay grades. The final decision on the minimums and
maximums of the pay grades will be determined after the market data has been
collected.

Task 1E - Draft of Job Descriptions and Policy Guides

e A draft copy of the revised/new class description with an allocation
recommendation will be submitted to the Project Leaders.

e Department Heads and managers will receive a copy of their employees' draft job
descriptions and will be asked to review their comments and feedback to verify and
concur with the information provided.

¢ Subsequently each manager, supervisor, and employee will be given an opportunity
to provide comments and concerns regarding any modifications to the classification
structure and specifications.

e Our experience has been that this is one of the most critical phases of the project
(but also one of the most time-consuming).

e Our proactive and effective communication process at this crossroad has always
avoided formal appeals, adversarial meetings, or major conflicts after the study.

e Paypoint HR will provide a format for the client to show each employee whose
position was studied, and how their position is being affected.

¢ The form will have two options for the employee's signature: one line is reserved for
employees who have read and agree with their draft job description; the other line is
reserved for employees who have read the draft class description and disagree with
certain parts, want to make changes, want to add or delete information, or have
general questions about the description and/or the process.
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Task 1F - Develop Guide for Implementation of Changes and Draft Interim Report

e A recommended classification plan;

e A classification implementation and maintenance manual, including documentation
regarding study goals and objectives, classification methodology, approach, and
process, as well as analysis and resulting recommendations;

e The recommended allocation list, and classification title changes; and

e C(lassification concepts and guidelines, as well as distinguishing characteristics and
other pertinent information for implementation and continued maintenance of the
pay plan.

Phase 2 Compensation Component

This Section of the study will result in the development of labor market survey parameters
and the collection and evaluation of labor market survey data. The findings from the
compensation component will be reviewed and analyzed to look for areas of possible
improvement. Paypoint HR will create a pay structure that meets the city’s objectives. We
will give the city perspective on the economic impact adoption of the recommendations will
have on the city. This will make the factors for implementation clear and help anticipate
needed steps to meet the overall goals.

Task 2A - Identify Benchmark Positions and External Survey Comparator List

Paypoint HR will conduct an economic analysis of regional organizations to identify a
preliminary unbiased list of appropriate comparators. The purpose of this step is to ensure
the worthiness and legitimacy of using these organizations to develop recommendations.
This adds validity to the findings and yields defensible results. We will keep in mind the
Project Team’s criteria on such factors as degree of competition for obtaining and retaining
candidates for high quality staff, their location in the city’s traditional recruitment areas,
and their level of service. Paypoint HR uses objective parameters to determine the
legitimacy of findings. A list of possible criteria to consider when selecting organizations to
be sampled is Median Housing Price, Unemployment Rate, Median Household Income, Labor
Force Participation Rate, Cost of Living Adjustment, Proximity, and Population.

Benchmark classes are normally chosen to reflect a broad spectrum of class levels. The
positions that are selected normally include classes that are most likely to be found in other
similar agencies and will therefore provide a sufficient and valid sample for analysis.
Benchmark positions should encompass the entire range of positions from the beginning of
the pay ranges to the end. There should be a number of positions equally interspersed
among the pay scale. Positions that have been difficult to attract and retain excellent
employees. Paypoint HR will offer information and examples for the Project Leaders to
consider and which will provide a measurable, rational, fact-based methodology to
determine the relative job worth within the organization (as required by the EEOC).
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Task 2B - Design and Distribute Survey

In Task 2B of the study, it is anticipated that the creation and distribution of the external
survey will take place. This analysis will include a detailed concise presentation of data to
be collected. The survey will include job titles along with a brief summary of each position.
This approach allows respondents to compare job description to job description and not
just job titles, therefore ensuring true "matches” from the survey respondents.

Paypoint HR will send the survey to all comparators and if necessary, complete Freedom of
Information Act (FOIA) requests. We conduct all of the survey distribution, data collection,
and analysis ourselves to ensure validity of the data and to enforce quality control. Paypoint
HR will further examine the existing compensation environment to establish a baseline and
keep in contact with the Project Team.

Task 2C - Collect and Analyze Survey Data

Following the distribution of the surveys, Paypoint HR will collect the data and conduct an
in-depth review of the survey results with the Study Project Leaders, as appropriate. The
purpose of this review is to identify any additional information needed or areas that require
further analysis. Paypoint HR will examine salary spread for all grades, ladders between
grades, and identify the possibility of positions being compensated differently than
intended from the existing plan. We will examine the distribution of employee salaries to
highlight challenges and conduct an analysis of wage compression using Paypoint HR’s
proprietary statistical processes, if requested. Positions that contribute to compression are
specifically identified for adjustment.

Task 2D - Internal Relationship Analysis and Alignment

To determine recommendations for internal equity, considerable attention will be given to
this phase of the project. It is necessary to develop an internal position hierarchy based on
the organizational value of each classification. By reviewing those factors, we will make
recommendations regarding vertical salary differentials between classes in a class series (if
recommended), as well as across departments.

Paypoint HR analytically develops an internal hierarchy based upon the job analysis
responses. The ultimate goal of this critical step of the process is to address any internal
equity issues and concerns with the current compensation system. We look for compression
and inconsistencies. Our quantitative tool, Compensable Factor Score (CFES) system, allows
us to objectively compare between certain classifications.

We will create a sound and logical compensation structure for the various levels within each
class series, so that career ladders are not only reflected in the classification system but
also in the compensation system. The recommendations will contain pay differentials
between levels that allow employees to progress on a clear path for career growth and
development. Career ladders will be looked at both vertically and horizontally to mirror the
classification structure that was developed during the classification section of the study.
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Paypoint HR’s Compensable Factor Score (CFS) formulation provides a framework to
construct an unbiased internal hierarchy of positions.

The internal hierarchy is correlated with the findings of the external market, external
equity, by using Paypoint HR’s non-linear statistical algorithm. A 90% or greater correlation
is typical, lending to confidence that both the internal and external equity are sound and
appropriate.

Task 2E - Preparation of Draft Report

The data developed from the internal analysis, will be utilized to develop recommendations
regarding internal alignment of salary structures including combining or expanding groups
or salary scales for all non-union hourly and salary positions and any corresponding
proposed new salary ranges and grade levels for all applicable city positions. We will
develop recommendations for pay grades and salary ranges for all classifications based on
median and/or mean salaries from the comparable agencies based on the organization’s
overall compensation philosophy and policy. The end result is intended to create a market
adjustment and implementation strategy supporting your goals, objectives, and budget
considerations.

Positions will be categorized in a compensation ratio or “Compa-ratio” relating actual pay
rates to market rates to determine if they are in-line with the external market. Positions will
be classified by their Compa-ratio and determined to be either below, at, or above the
market rate. We use these findings to make corrections to pay for each position which
allows for fiscal impact analysis of recommendations.

The Draft Final Report will be completed and submitted to the Project Leaders for review
and comment. The report will provide detailed compensation findings, documentation, and
recommendations. The report will include the following information: A proposed Salary
Range/Plan document; Any alternative compensation plans identified; Reports addressing
employees whose base pay either is below or exceeds the market rate; The option to
implement the recommended plan in phases.

After an initial round of feedback from the Project Leaders, we will make edits and resubmit
the draft to the Project Team for review and approval. Final meetings with the Project Team
and stakeholders will be conducted and any appropriate final adjustments are made prior
to delivery of the final report to the designated stakeholders.

Task 2F - Deliver Final Report and Deliverables for Implementation

Paypoint HR typically works on tight schedules that demand extensive communication. We
first listen to our clients to understand their specific needs and then create
recommendations that fulfill the purpose of the audit. Once all of your questions and
concerns are addressed, a Final Report will be created and submitted in a bound format and
electronic format. We feel this is one of our strongest attributes. The concepts covered
during employee outreach are reflected in the final report, as appropriate. This improves
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morale as the employees feel valued by knowing they have been heard. We are a liaison and
have discovered opportunities and issues that would not have otherwise been utilized or

addressed.

Tentative Timeline

Our professional experience is that comprehensive studies of this scope and for this size
organization can be expedited to 12-16 weeks to complete, allowing for adequate job
analysis completion, compensation data collection and analysis, review steps by the client,
the development of a draft final report by the anticipated due date, and implementation
material and final report.

Timely progress reports will be provided to the client. Paypoint HR will also provide to the
Project Team interim reports as the project progresses. We keep our clients fully abreast of
all activities that Paypoint HR undertakes during the course of our projects to ensure timely
completion and to short-circuit any issues that may arise. A customized schedule would be
constructed in conjunction with both Paypoint HR and the city to meet the project
requirements.

Phase 1: Classification Study

01 02 03 04 05 06 07 08 09 10 11 12 13 14 15 16 Week

Task A e

Task B -

Task C G

Task D G

Task E O

Task F D

Phase 2: Compensation Study

01 02 03 04 05 06 07 08 09 10 11 12 13 14 15 16 Week

Task A
Task B
Task C
Task D
Task E
Task F

Figure 1 - Gantt Chart
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Cost Proposal

PHASE 1 Classification Component

I

A Project Start and Initial Meetings 12
B Baseline Data Collections & Initial Analysis 24
C Job Analysis Collection/Completion & Focus Groups 28
D Job Evaluation and Classification Development 24
E Draft Job Descriptions and Policy Guides 8
F Develop Guide for Implementation of Changes and Draft Interim Report 12
Subtotal Professional Hours 108

PHASE 2 Compensation Component

] s

A Identify Benchmark Positions and External Survey Comparator List 12
B Design and Distribution of Survey 20
C Collect and Analyze Survey Data 40
D Internal Relationship Analysis and Internal Alignment 32
E Preparation of Draft Report 24
F Deliver Final Report and Work Products for Implementation 24

Subtotal Professional Hours 152

Total Estimated Hours of Phase 1 & Phase 2 260

The standard consulting rate for the senior personnel listed, consistent with the Federal
GSA schedule, is $125 per hour of service. For a project entailing 260 hours of service, the
total fee would be $32,500 firm fixed price. Our fee includes expenses associated with
travel, phone, materials, and supplies. The total is an estimate of the time needed. Regular
invoices, including a thorough delineation of services rendered, would be on a net 30-day
basis. Paypoint expects support from the client in communication with key staff, setting up
meetings, and providing meeting resources, as well as establishing reporting relationships,
milestones, and timelines.

Additional Items

e Comparative Benefit Review - Included. No additional cost.
e Job Description Update - $5,000 for 59 job titles
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Drug Free Workplace Certification CONSULTANT shall include a signed and completed Drug
Free Workplace Certification, attached hereto as Exhibit B.

DRUG FREE WORKPLACE CERTIFICATION.

SWORN STATEMENT ON DRUG FREE WORKPLACES

THIS FORM MUST BE SIGNED AND SWORN TO IN THE PRESENCE OF A NOTARY PUBLIC OR
OTHER OFFICIAL AUTHORIZED TO ADMINISTER OATHS.

This sworn statement is submitted to the City of Madeira Beach by Karin VM Canpbel I, CEC

[print individual's name and title]

for Paypoint HR

[print name of entity submitting sworn statement]

whose business address is: 095 Santa Maria Ln, Davidsonville, MD 21035 .4 Gf

applicable) its Federal Employer Identification Number (FEIN) is (If the entity has no FEIN, include the
Social Security Number of the individual signing this sworn statement: 47- 5329087

I understand that no person or entity shall be awarded or receive a City contract for public improvements,
procurement of goods or services (including professional services) or a City lease, franchise, concession, or
management agreement, or shall receive a grant of City monies unless such person or entity has submitted a
written certification to the City that it will provide a drug free workplace by:

Providing a written statement to each employee notifying such employee that the unlawful manufacture,
distribution, dispensation, possession, or use of a controlled substance as defined by §893.02(4), Florida
Statutes, as the same may be amended from time to time, in the person's or entity's workplace is prohibited
specifying the actions that will be taken against employees for violation of such prohibition. Such written
statement shall inform employees about:

(i) the dangers of drug abuse in the workplace.

(i) the person's or entity's policy of maintaining a drug-free environment at all its
workplaces, including but not limited to all locations where employees perform any task
relating to any portion of such contract, business transaction or grant.

(iii) any available drug counseling, rehabilitation, and employee assistance programs; and

(iv) the penalties that may be imposed upon employees for drug abuse violations.

(2) Requiring the employee to sign a copy of such written statement to acknowledge his or her
receipt of same and advice as to the specifics of such policy. Such person or entity shall retain the
statements signed by its employees. Such person or entity shall also post in a prominent place at all
of its workplaces a written statement of its policy containing the foregoing elements (i) through (iv).

City of Madeira Beach
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3) Notifying the employee in the statement required by subsection (1) that as a condition of
employment the employee will:
(i) abide by the terms of the statement; and
(i) notify the employer of any criminal drug statute conviction for a violation occurring in
the workplace no later than five (5) days after such a conviction.

4) Notifying the City within ten (10) days after receiving notice under subsection (3) from an
employee or otherwise receiving actual notice of such conviction.

%) Imposing appropriate personnel action against such employee up to and including
termination; or requiring such employee to satisfactorily participate in a drug abuse assistance or
rehabilitation program approved for such purposes by a federal, state, or local health, law
enforcement, or other appropriate agency.

(6) Making a good faith effort to continue to maintain a drug free workplace through implementation
of sections
(1) through (5) stated above.

I UNDERSTAND THAT THE SUBMISSION OF THIS FORM TO THE CITY OF MADEIRA BEACH IS
VALID THROUGH DECEMBER 31 OF THE CALENDAR YEAR IN WHICH IT IS FILED. I ALSO
UNDERSTAND THAT ANY CONTRACT OR BUSINESS TRANSACTION SHALL PROVIDE FOR
SUSPENSION OF PAYMENTS, OR TERMINATION, OR BOTH, IF THE CITY DETERMINES THAT:

(1) Such person or entity has made false certification.

() Such person or entity violates such certification by failing to carry out the requirements of
sections (1), (2), (3), (4), (5), or (6) or subsection 3-101(7)(B); or

3) Such a number of employees of such person or entity have been convicted of violations
occurring in the workplace as to indicate that such person or entity has failed to make a good
faith effort to provide a drug free workplace as required by subsection 3-101(7)(B).

Signatory Requirement. In the case of a corporation, this affidavit shall be executed by the corporate president.
In the case of a partnership, this affidavit shall be executed by the general partner(s). In the case of a business
entity other than a partnership or a corporation, this affidavit shall be executed by an authorized agent of the entity
or the individual.
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Signature: jéz(m M?Z ;%%Zé
Title: _CE!

Company: _Paypoi nt HR

NOTARY PUBLIC

STATE OF FEORIbA Maryl and
County
CIEY-OF Anne Arundel

Sworn to and subscribed before me this day of 27t h Januar Y 2024.

by Karin VM Canpbel | who
is personally known to me OR Produced identification
[type of
identification] My commission expires 3/21/24 .
o Do e O W
Notary Public Signature Davi d R Canpbel I" 111

[Print, type or stamp Commissioned name of Notary Public]  #124808

Requests for Additional Information

Questions or requests for additional information should be directed to the City Manager, Robin Gomez at
rgomez(@madeirabeachfl.gov.

Signatureof roposer’V@

Title

W =

Printed Name Date
Karin VM Canpbel | 1/ 30/ 24
City of Madeira Beach
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