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Hi Ladies,
 
How would you like to do the references in the agenda? Do you want me to forward
emails like this? I am also happy to add them to my notes in the HR report. I have
been using this form to jot little notes.
 
Regards,
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

 
From: Russell Muniz <rmuniz@southwestranches.org> 
Sent: Wednesday, March 13, 2024 8:57 AM
To: Powers, Megan <MPowers@madeirabeachfl.gov>
Subject: RE: [EXTERNAL] FW: HR Comp & Classification Consultant Reference Check
 

CAUTION: This email originated from outside your organization. Exercise caution when
opening attachments or clicking links, especially from unknown senders.

Good Morning Megan,
 
See answers to your questions below in red. 
 
Consultant:

Cody & Associates
 
Questions:

mailto:mpowers@madeirabeachfl.gov
mailto:LHooley@madeirabeachfl.gov
mailto:cvanblargan@madeirabeachfl.gov
file:////c/www.Madeirabeachfl.gov
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September 22, 2023 
 
 
 
Mr. Andy Berns 
Town Administrator 
Town of Southwest Ranches  
13400 Griffin Road 
Southwest Ranches, Florida 33330 
 
Dear Mr. Berns: 
 
We have completed our assignment and are submitting the report of our Classification, Job 
Descriptions and Compensation Study for all positions in the service of the Town. 
 
This report has been prepared as an accounting of our assignment and to record our approach.  
The recommendations and comments in the report reflect our objective appraisal based on 
analysis and discussion to the extent possible within the scope of the assignment. 
 
Our objective was to review all of the Job Descriptions to ensure they lined up with the actual 
duties performed and were in compliance. We also developed a Classification and Compensation 
Plan that is equitable to both the employees and to the Town. 
 
We appreciate this opportunity to be of service to you and express our thanks for the cooperation 
and courtesy which was extended to us by all of your employees during the Study. 
 
 
 
Sincerely,  
 
 


Linda Bunting 
 
Linda Bunting, PHR, SHRM-CP 
President 
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INTRODUCTION


This report, on the Study of the Classification, Job Descriptions and Compensation for the 


Town of Southwest Ranches, contains details of all elements of the Study.  In preparing this 


report, Cody & Associates, Inc. has used its best efforts and has taken reasonable care.  To 


an extent, the Report relies on information and data received from third parties in whom Cody 


& Associates, Inc. has assumed the accuracy and completeness thereof. 


Cody & Associates, Inc. cannot guarantee that any particular result will follow from any action 


taken on the basis of this Report.  The information and opinions expressed in this Report have 


significance only within the context of the entire Report.  No parts of this report should be 


used or relied upon outside of that context. 


This Study is not an end in itself, but a vital element in a sound management program for the 


Town.  A good overall management system requires continuous work and polishing, once the 


plan is implemented. 


Adjustments will continually have to be made to reflect changes in the labor market place in 


order to maintain a current and equitable classification system and pay plan. 


1







 


 


  


STUDY ASSIGNMENT AND OBJECTIVES 
 


 


 


The Town of Southwest Ranches, Florida, retained the services of Cody & Associates, Inc. to 


conduct a Classification, Job Descriptions and Compensation Study for all positions under 


their jurisdiction. 


 


In our approach to establishing a Position Classification and Pay Plan, we were concerned 


with the following basic objectives: 


• Formulating a Position Classification and Pay Plan that will assist in reducing 


turnover costs and promote careers with the Town. 


• Designing a Classification and Pay Plan that will attract qualified personnel to 


render the services that the Town provides. 


• Establishing salary ranges, and determining individual salary levels. 


• Establishing equitable relationships of one job to another within the work force 


(equal pay for equal work). 


 


To achieve these objectives, we divided the assignment into six (6) major segments: 


• Review of all Job Descriptions 


• Position Classification and Evaluation 


• Wage Survey 


• Fringe Benefit Survey 


• Methods of Implementing Survey Results and Recommendations 


• Report Preparation and Presentation 
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POSITION CLASSIFICATION PHASE 
 


 


 


The Position Classification Phase of the Study included the following: 


 


 REVIEW OF POSITIONS 


 


The objective of this phase was to review information about the positions in the Town's 


organization and provide a factual basis for classifying and allocating the positions to 


the proper pay level. 


 


 Job Descriptions were evaluated by the consultant to ensure they are in compliance 


and they align with the current essential functions performed.  


 


 POINT EVALUATION SYSTEM 


 


Each job was point evaluated with consideration to the following job related 


factors: 


• Knowledge and skills; 


• Supervision; 


• Analytical/other skills; 


• Responsibility for policy and methods; 


• Effects of individual actions; 


• Personal contacts (level and purpose); 


• Initiative and achievement; 


• Mental demands; 


• Physical demands; and, 


• Environmental demands. 
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SALARY PHASE 
 


 


The Salary Phase of the Study included the following: 


 


 SALARY SURVEY 


 


The objective of this survey was to determine what must be provided in terms of 


salaries in order to obtain or retain personnel; in other words, to be competitive with 


other employers recruiting from the same labor market.  The steps included: 


 


  SELECTION OF SURVEY CLASSES (Bench Marks) 


 


We utilized as many as possible of the present classes in the salary survey in 


order to get the best possible data.  These benchmark jobs represented all of 


the occupations and levels in the Town's organization and those occupations 


which could be compared with other employers. 


 


  IDENTIFICATION OF LABOR MARKET 


 


The relevant labor market to be surveyed was identified as the local operating 


area of Southeast Florida. These agencies included: Cooper City, Davie, 


Lauderhill, Miramar, Palmetto Bay, Parkland, Pembroke Pines, Plantation,  


Wellington, Weston, Wilton Manors, and Broward County. The PEPIE study was 


also utilized to gather salary information in Southeast Florida. 


 


  SURVEY METHOD 


 


In compiling this data, we obtained from the designated agencies their 


minimum and maximum salaries of positions in each classification.  If this data 


was not available we utilized the actual salary being paid.  
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In matching Southwest Ranches’ benchmark positions to others in the survey 


marketplace we concentrated on similar job functions, type of authority, and 


responsibilities and skill sets needed to do the job.   


   


 DEVELOPMENT OF THE SALARY SCHEDULES 


 


The objective of this aspect of the Study was to compile the results of the salary survey 


and to design appropriate salary schedules and plans for all the positions covered. 


 


 


 GENERAL SALARY FINDINGS AND COMMENTS 


 


We found approximately 67% of SWR’s actual salaries were below the midpoint of the 


salary ranges, which included 1 full time employee that was under the minimum. We 


found none of the Town’s employees were paid over the maximums in the 


recommended pay plan.  


 


The Consultant reviewed the Town’s payroll and past merit/cost of living increases to 


identify any wage compression issues.  We reviewed past increases allocated across 


all positions. The issues that were found were the inconsistent increases given 


between the Charter positions and the general employees. The inconsistency in 


increases is causing compression between the Charters and general employees with 


the gap between these positions decreasing, but the level of responsibilities among 


Charter positions are staying the same. 


 


A complete list of the recommendations can be found in Enclosure 3 and 4. 


 


 RECOMMENDATIONS 


 


 Adopt the recommended salary ranges and schedules as submitted in this report, 


when it is economically feasible to do so (Enclosures 1 and 2). 
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 As the Town Clerk/Assistant Town Administrator expands Assistant Town Administrator 


duties the Town should separate the two positions. We recommend the Assistant Town 


Administrator remain at the same level unless the highest level of essential functions 


increases. The Town Engineer & Public Works Director are currently a combined 


position. Again, if the responsibilities in this position continue to grow too much for one 


person to maintain then we recommend this position be broken into two separate 


positions. The Parks, Rec, and Open Space Manager is currently classified correctly. 


Should this department continue to expand, then the Manager should be brought up 


to a Director level.  


 


 Cody & Associates, Inc. will assist the Town further in the implementation process, as 


requested. 
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 FRINGE BENEFIT ANALYSIS 


 


 


 


 APPROACH 


 


In compiling information for the Fringe Benefit phase of the Study we proceeded as 


follows: 


 


 Fringe benefit data was analyzed from the same agencies used in our salary survey in 


order to ensure "total compensation" was addressed in developing salary 


recommendations.  These findings were used to determine the trends being set in the 


benefits area and as a guidepost in our overall analysis of total compensation offered. 


 


 The total benefit package was evaluated taking into consideration that some agencies 


may be providing more of one benefit but less in other areas. 
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B. FINDINGS  
 


The following is a summary of the findings:  
 


 OF THE MAJOR BENEFITS SURVEYED 


 
TOWN OF SOUTHWEST RANCHES SURVEY RESULTS 
 HEALTH INSURANCE 
 
 
90% of employee’s Health insurance premium 
is paid for by the Town.  
 
 
  
 


HEALTH INSURANCE 
         
    
Two agencies pay 100% of employee’s premium. The agencies where 
employee paid a partial premium for the most affordable plan policy 
passed on to the employee at the rate of 4% to 27%  


 DENTAL INSURANCE 
       
 90% of employee’s Dental insurance premium 
is paid for by the Town.  
 
 
 


 DENTAL INSURANCE 
Two agencies pay 100% of employee’s premium. The remaining 
agencies only cover percentages of premium. 
 
     
  
          


VISION INSURANCE 
 
90% of employee’s vision insurance premium 
is paid by the Town. 
 


VISION INSURANCE 
 
Two agencies pay 100% of employee’s premium. The remaining 
agencies only cover percentages of premium. 


 LIFE INSURANCE 
 
1x annual salary to a maximum of $100,000 at 
no cost to employee.  
 
    
 


 LIFE INSURANCE 
  
The majority of the agencies covered life insurance at no cost to 
employee averaging from 1x employee’s annual salary to a total pay out 
of $50,000 to $150,000 maximum.  
One agency paid a base amount of $50,000 to entitled employee and the 
base amount of $100,000 to next tier entitled employee. 


 RETIREMENT 
 
Defined Benefits plan 
 
Deferred Contribution plan is offered funded 
with Employee Contribution only 
 


RETIREMENT 
 
 One agency retirement is FRS. 
50% of the remaining agencies are Deferred Contribution and the other 
50% are listed as Defined Benefits. 
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TOWN OF SOUTHWEST RANCHES SURVEY RESULTS 
  PTO TIME (approximately) 
 
Accrual rate starting at 20 days up to 25 days 
a year. 
 
Chartered officials receive 25 PTO days 
annually 
 


 PTO DAYS 
         
For agencies that combined sick and vacation with days to entitled 
employees the average accrual rate started at 15 days up to 30 days. 
 


Holidays 
13 Holidays per year 


Holidays 
   Holidays range from 10 to 13 days: averaging 12  days        
 


Additional Benefits (i.e. car allowance, 
phone allowance, etc.) 
 
None. 
 
 
 


Additional Benefits (i.e. car allowance, phone allowance, etc.) 
Majority of agencies offered wellness programs. 
Also, many agencies offer car/gas allowance and cellular allowances to 
upper-level management 
Some agencies offered extra leave to Executive’s  
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IMPLEMENTATION 


 
 


We recommend using one of the following plans described below to implement the studies 


recommended. 


ALTERNATIVE A 


1. Adopt the Pay Grades and Salary Schedule as recommended in this report. 


2. Adjust the employees into the recommended pay range according to the following 


pay range change calculation:  Bring the full-time employee who falls below the 


recommended minimum up to the new minimum. The cost for this alternative is 


$2,330. This is 0.15% of payroll cost.  


3. Any employee presently being paid above the maximum for their pay range, should 


be “frozen” at their present rate.  At this time no one is above their pay range.
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ALTERNATIVE B 


1. Adopt the Pay Grades and Salary Schedule as recommended in this report. 


2. Adjust all employees with a 4% increase added to their new recommended minimum. 


The cost for this alternative is $59,968. This is 4% of payroll cost. The compensation 


cost breakdown is included in Enclosure 3. 


3. Any employee presently being paid above the maximum for their pay range, should 


be “frozen” at their present rate. At this time no one is above their pay range.  


 


ALTERNATIVE C 


1. Adopt the Pay Grades and Salary Schedule as recommended in this report. 


2. Adjust all employees with a 4.5% increase added to their new recommended 


minimum. The cost for this alternative is $67,172. This is 4.5% of payroll cost. The 


compensation cost breakdown is included in Enclosure 3. 


3. Any employee presently being paid above the maximum for their pay range, should 


be “frozen” at their present rate. At this time, no one is above their pay range.   
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ALTERNATIVE D 


1. Adopt the Pay Grades and Salary Schedule as recommended in this report. 


2. Adjust all employees  with a 5% increase added to their new recommended minimum, 


whichever is greater. The cost for this alternative is $74,377. This is 5% of payroll 


cost. The compensation cost breakdown is included in Enclosure 3. 


3. Any employee presently being paid above the maximum for their pay range, should 


be “frozen” at their present rate. At this time no one is above their pay range.    
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EXECUTIVE SUMMARY 


 


The current economic conditions are unique to a post-COVID era. We are seeing a worker 


shortage. We are seeing the majority of agencies implementing a living wage which is higher 


than the State mandated minimum wage increases. Agencies need to stay competitive in 


order to attract and/or retain qualified employees.  


 


We are recommending the Town implement the proposed classification and pay plan and 


consider increases of either 4%, 4.5%, or 5%  based on ability to fund, in order to become 


competitive in the market. It is important to be competitive in the market place in order to 


retain and/or attract competent employees. The cost of replacing employees is significant 


and the Town needs to reduce their turnover rate.  


 


 Cost to bring to minimum (1 full time employee, (2 P/T not included) - $2,330 


 Cost to bring to minimum + 4% increase - $59,968 


 Cost to bring to minimum + 4.5% increase - $67,172 


 Cost to bring to minimum + 5% increase - $74,377 


These implementation costs are broken down in Enclosure 3. 


 


Not only did we look at salaries, we looked at benefits also in order to look at total 


compensation and found some of the other agencies offered extra benefits, such as 


wellness centers, car and/or phone allowances.   
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RECOMMENDED PAY PLAN


Job Title
No. of


Positions FT/PT Minimum Midpoint Maximum P/G Minimum Midpoint Maximum


Administrative Assistant 3 FT/PT $ 25,753 $ 34,068 $ 40,825 1 $17.02 $22.13 $27.23
Accounting Clerk 1 FT $ 33,364 $ 43,178 $ 52,831 2 $37,523.20 $48,776.00 $60,028.80
Records Clerk 1 FT $ 31,500 $ 38,750 $ 46,000 2 $37,523.20 $48,776.00 $60,028.80
Records & Administrative Coordinator 1 FT $ 33,171 $ 44,086 $ 55,000 4 $42,161.60 $54,808.00 $67,454.40
Administrative Specialist 1 FT $ 36,127 $ 47,507 $ 57,535 5 $44,699.20 $58,104.80 $71,510.40
Administrative Coordinator to Town Adm. 1 FT $ 44,500 $ 54,750 $ 65,000 7 $50,211.20 $65,280.80 $80,350.40
Accountant 1 FT $ 47,459 $ 59,091 $ 70,722 8 $53,227.20 $69,201.60 $85,176.00
Deputy Clerk 1 FT $ 47,086 $ 61,089 $ 74,568 9 $56,430.40 $73,351.20 $90,272.00
Engineer Inspector 9 $56,430.40 $73,351.20 $90,272.00
Executive Assistant to the Town Administrator 1 FT $ 43,296 $ 57,318 $ 70,432 9 $56,430.40 $73,351.20 $90,272.00
Procurement & Budget Officer 1 FT $ 49,242 $ 62,981 $ 77,305 9 $56,430.40 $73,351.20 $90,272.00
Parks, Recreation & Open Space Manager 1 FT $ 55,181 $ 70,817 $ 85,883 11 $63,398.40 $84,002.88 $104,607.36
Community Services Manager 1 FT $ 61,222 $ 79,360 $ 97,920 12 $67,204.80 $89,044.80 $110,884.80
Engineer 1 1 FT $ 41,280 $ 54,280 $ 66,505 12 $67,204.80 $89,044.80 $110,884.80
Parks, Recreation & Open Space Director 12 $67,204.80 $89,044.80 $110,884.80
Town Clerk 12 $67,204.80 $89,044.80 $110,884.80
Sr. Procurement & Budget Officer 1 FT $ 63,929 $ 83,413 $ 102,899 13 $71,240.00 $94,390.40 $117,540.80
Controller 1 FT $ 71,943 $ 94,686 $ 120,228 14 $75,504.00 $100,048.00 $124,592.00
General Services Manager/Emergency Manager 1 FT $ 70,000 $ 90,000 $ 110,000 15 $80,038.40 $106,048.80 $132,059.20
Town Engineer 1 FT $ 89,092 $ 114,349 $ 142,610 19 $101,046.40 $133,889.60 $166,732.80
Assistant Town Administrator 21 $113,526.40 $153,264.80 $193,003.20
Assistant Town Administrator/ Town Clerk 1 FT $ 98,943 $ 125,224 $ 155,212 21 $113,526.40 $153,264.80 $193,003.20
Town Engineer/Public Works Director 1 FT $ 114,200 $ 147,000 $ 179,800 21 $113,526.40 $153,264.80 $193,003.20
Town Financial Administrator 1 FT $ 99,519 $ 126,616 $ 156,806 21 $113,526.40 $153,264.80 $193,003.20
Town Administrator 1 FT $ 144,425 $ 207,442 $ 317,976 28 $170,705.60 $230,453.60 $290,201.60


RECOMMENDEDCURRENT


Enclosure 114







PAY GRADE SCHEDULE


P/G Min Mid Max Min Mid Max


1 17.02 22.13 27.23 35,401.60 46,020.00 56,638.40


2 18.04 23.45 28.86 37,523.20 48,776.00 60,028.80


3 19.12 24.86 30.60 39,769.60 51,708.80 63,648.00


4 20.27 26.35 32.43 42,161.60 54,808.00 67,454.40


5 21.49 27.94 34.38 44,699.20 58,104.80 71,510.40


6 22.78 29.61 36.44 47,382.40 61,588.80 75,795.20


7 24.14 31.39 38.63 50,211.20 65,280.80 80,350.40


8 25.59 33.27 40.95 53,227.20 69,201.60 85,176.00


9 27.13 35.27 43.40 56,430.40 73,351.20 90,272.00


10 28.75 38.10 47.44 59,800.00 79,237.60 98,675.20


11 30.48 40.39 50.29 63,398.40 84,002.88 104,607.36


12 32.31 42.81 53.31 67,204.80 89,044.80 110,884.80


13 34.25 45.38 56.51 71,240.00 94,390.40 117,540.80


14 36.30 48.10 59.90 75,504.00 100,048.00 124,592.00


15 38.48 50.99 63.49 80,038.40 106,048.80 132,059.20


16 40.79 54.05 67.30 84,843.20 112,413.60 139,984.00


17 43.23 57.28 71.33 89,918.40 119,142.40 148,366.40


18 45.83 60.73 75.62 95,326.40 126,308.00 157,289.60


19 48.58 64.37 80.16 101,046.40 133,889.60 166,732.80


20 51.49 69.51 87.53 107,099.20 144,580.80 182,062.40


21 54.58 73.69 92.79 113,526.40 153,264.80 193,003.20


22 57.86 78.11 98.36 120,348.80 162,468.80 204,588.80


23 61.33 82.80 104.26 127,566.40 172,213.60 216,860.80


24 65.01 87.77 110.52 135,220.80 182,551.20 229,881.60


25 68.91 93.03 117.15 143,332.80 193,502.40 243,672.00


26 73.04 98.61 124.17 151,923.20 205,098.40 258,273.60


27 77.43 104.53 131.63 161,054.40 217,422.40 273,790.40


28 82.07 110.80 139.52 170,705.60 230,453.60 290,201.60


29 87.00 117.45 147.90 180,960.00 244,296.00 307,632.00


30 92.22 124.50 156.77 191,817.60 258,949.60 326,081.60


AnnualHourly 
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IMPLEMENTATION COSTS


Title Current 
Salary 4% increase


bring to 
minim


Whichever 
is greater


cost of 
increase


Community Services Manager $100,485 $104,504.40 67,204.80 104,504.40 $4,019.40
Administrative Assistant $33,072 $34,394.88 35,401.60 35,401.60 $2,329.60


Town Administrator $203,940 $212,097.60 170,705.60 212,097.60 $8,157.60
Executive Asst. to the Town Administrator $58,620 $60,964.80 56,430.40 60,964.80 $2,344.80


Accountant $68,900 $71,656.00 53,227.20 71,656.00 $2,756.00
Parks, Rec & Open Space Manager $94,918 $98,714.72 59,800.00 98,714.72 $3,796.72


General Services Manager $84,800 $88,192.00 75,504.00 88,192.00 $3,392.00
Administrative Specialist $57,013 $59,293.52 44,699.20 59,293.52 $2,280.52


Town Engineer & PW Director $172,931 $179,848.24 113,526.40 179,848.24 $6,917.24
Town Financial Administrator $139,750 $145,340.00 113,526.40 145,340.00 $5,590.00


Administrative Assistant $15/hr Part Time $15.60
Town Clerk/Asst Town Administrator $149,160 $155,126.40 113,526.40 155,126.40 $5,966.40


Sr. Procurement & Budget Officer $89,956 $93,554.24 67,204.80 93,554.24 $3,598.24
Deputy Town Clerk $64,043 $66,604.72 56,430.40 66,604.72 $2,561.72


Records And Administrative Coordinator $54,424 $56,600.96 42,161.60 56,600.96 $2,176.96
Administrative Assistant $15/hr Part Time $15.60 15.60 $624.00


Controller $102,010 $106,090.40 75,504.20 106,090.40 $4,080.40


$1,505,222 Total Cost $59,967.60
* Excludes Part time employees


4% or bring to minimum
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IMPLEMENTATION COSTS


Title Current 
Salary


Community Services Manager $100,485
Administrative Assistant $33,072


Town Administrator $203,940
Executive Asst. to the Town Administrator $58,620


Accountant $68,900
Parks, Rec & Open Space Manager $94,918


General Services Manager $84,800
Administrative Specialist $57,013


Town Engineer & PW Director $172,931
Town Financial Administrator $139,750


Administrative Assistant $15/hr Part Time
Town Clerk/Asst Town Administrator $149,160


Sr. Procurement & Budget Officer $89,956
Deputy Town Clerk $64,043


Records And Administrative Coordinator $54,424
Administrative Assistant $15/hr Part Time


Controller $102,010


$1,505,222
* Excludes Part time employees


4.5% increase
bring to 
minim


Whichever 
is greater


cost of 
increase


$105,006.83 67,204.80 105,006.83 $4,521.83
$34,560.24 35,401.60 35,401.60 $2,329.60


$213,117.30 170,705.60 213,117.30 $9,177.30
$61,257.90 56,430.40 61,257.90 $2,637.90
$72,000.50 53,227.20 72,000.50 $3,100.50
$99,189.31 59,800.00 99,189.31 $4,271.31
$88,616.00 75,504.00 88,616.00 $3,816.00
$59,578.59 44,699.20 59,578.59 $2,565.59


$180,712.90 113,526.40 180,712.90 $7,781.89
$146,038.75 113,526.40 146,038.75 $6,288.75


$155,872.20 113,526.40 155,872.20 $6,712.20
$94,004.02 67,204.80 94,004.02 $4,048.02
$66,924.94 56,430.40 66,924.94 $2,881.94
$56,873.08 42,161.60 56,873.08 $2,449.08


$106,600.45 75,504.20 106,600.45 $4,590.45


Total Cost $67,172.35


4.5% or bring to minimum
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IMPLEMENTATION COSTS


Title Current 
Salary


Community Services Manager $100,485
Administrative Assistant $33,072


Town Administrator $203,940
Executive Asst. to the Town Administrator $58,620


Accountant $68,900
Parks, Rec & Open Space Manager $94,918


General Services Manager $84,800
Administrative Specialist $57,013


Town Engineer & PW Director $172,931
Town Financial Administrator $139,750


Administrative Assistant $15/hr Part Time
Town Clerk/Asst Town Administrator $149,160


Sr. Procurement & Budget Officer $89,956
Deputy Town Clerk $64,043


Records And Administrative Coordinator $54,424
Administrative Assistant $15/hr Part Time


Controller $102,010


$1,505,222
* Excludes Part time employees


5% increase
bring to 
minim


Whichever 
is greater


cost of 
increase


$105,509.25 67,204.80 105,509.25 $5,024.25
$34,725.60 35,401.60 35,401.60 $2,329.60


$214,137.00 170,705.60 214,137.00 $10,197.00
$61,551.00 56,430.40 61,551.00 $2,931.00
$72,345.00 53,227.20 72,345.00 $3,445.00
$99,663.90 59,800.00 99,663.90 $4,745.90
$89,040.00 75,504.00 89,040.00 $4,240.00
$59,863.65 44,699.20 59,863.65 $2,850.65


$181,577.55 113,526.40 181,577.55 $8,646.55
$146,737.50 113,526.40 146,737.50 $6,987.50


$156,618.00 113,526.40 156,618.00 $7,458.00
$94,453.80 67,204.80 94,453.80 $4,497.80
$67,245.15 56,430.40 67,245.15 $3,202.15
$57,145.20 42,161.60 57,145.20 $2,721.20


$107,110.50 75,504.20 107,110.50 $5,100.50


Total Cost $74,377.10


5% or bring to minimum


Enclosure 318







RAW DATA SUMMARY


Job Title Minimum Maximum Min Max


Accountant $ 47,459 $ 70,722 52,370 86,539
Accounting Clerk $ 33,364 $ 52,831 38,273 57,729
Administrative Assistant $ 25,753 $ 40,825 35,381 55,694
Administrative Coordinator to Town Adm. $ 44,500 $ 65,000 49,845 76,740
Administrative Specialist $ 36,127 $ 57,535 43,148 70,158
Assistant Town Administrator 116,330 186,920
Assistant Town Administrator/ Town Clerk $ 98,943 $ 155,212 117,720 187,158
Community Services Manager $ 61,222 $ 97,920 69,766 101,110
Controller $ 71,943 $ 120,228 75,586 120,938
Deputy Clerk $ 47,086 $ 74,568 58,623 95,287
Engineer 1 $ 41,280 $ 66,505 68,259 106,233
Engineer Inspector 57,310 88,550
Executive Assistant to the Town Administrator $ 43,296 $ 70,432 57,571 92,113
General Services Manager/Emergency Manager $ 70,000 $ 110,000 83,330 138,086
Parks, Recreation & Open Space Director 97,850 146,775
Parks, Recreation & Open Space Manager $ 55,181 $ 85,883 73,762 102,540
Procurement & Budget Officer $ 49,242 $ 77,305 56,110 87,663
Records & Administrative Coordinator $ 33,171 $ 55,000 50,426 75,452
Records Clerk $ 31,500 $ 46,000 37,504 55,757
Sr. Procurement & Budget Officer $ 63,929 $ 102,899 69,668 129,477
Town Administrator $ 144,425 $ 317,976 Contract Position
Town Clerk 99,088 153,900
Town Engineer $ 89,092 $ 142,610 101,478 160,108
Town Engineer/Public Works Director $ 114,200 $ 179,800 107,254 172,080
Town Financial Administrator $ 99,519 $ 156,806 113,733 177,701


Current Median


Enclosure 419
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RFP 24-01 – HR Comp & Classification Study

Proposal Reference Notes



· Largo: knicholls@Largo.com 

· Followed up Friday at Pinellas County HR Consortium, looking into it

· PayPoint

· AutoSolve

· St. Pete Beach: jsassone@stpetebeach.org 

· Have not heard anything from St. Beach, will follow up

· PayPoint

· Newberry: tfair@newberryfl.gov

· PayPoint

· Satisfied, see full response attached

· Dunedin: tsmalling@dunedinfl.net- 

· Followed up Friday at Pinellas County HR Consortium, looking into it

· Gehring Group

· Evergreen Solutions

· Bolton Partners/Bolton USA

· AutoSolve

· Oldsmar: mkutch@myoldsmar.com 

· Gehring Group

· Satisfied, see full response attached

· Evergreen Solutions

· Project completed with struggles along the way, see full response attached

· TI: jzamora@mytreasureisland.org

· Gehring Group

· TI cannot find any information or invoices working with Gehring Group. 

· Clearwater: Crystal Riles; Chrystal.Ryals@myclearwater.com- 

· Gehring Group

· Will follow up on Gehring Group Project

· Evergreen Solutions

· Spoke to a representative at the Pinellas County HR Consortium, stated in short not happy working with them. 

· Belleair: nfreeman@townofbelleair.net 

· Haven’t heard anything yet from Belleair

· Evergreen Solutions

· New Port Richey: Wetzela@cityofnewportrichey.org 

· Haven’t heard anything back yet from NPR

· Evergreen Solutions

· Pinellas County: kfnelson@pinellas.gov

· Looking for an employee who was there when the study was conducted, will follow up

· Evergreen Solutions

· Lakeland: Andrea.Shaner@lakelandgov.net 

· Bolton Partners/Bolton USA

· Satisfied, see full response attached

· Melbourne: Called and was told to send to generic email box; Human.resources@melbfl.gov 

· Haven’t heard anything from Melbourne yet

· Bolton Partners/Bolton USA

· Indian Rocks Beach: eatkinson@irbcity.com 

· Haven’t heard from Indian Rocks Beach yet, will follow up

· AutoSolve





What kind of study did they preform for you? When?
C&A performed a Classification, Job Description, and Compensation Study in
2023.

Were you satisfied with the process and final result?
Yes.

How long did the process take?
We initiated the process in May of 2023 and they concluded the project in
September 2023.  They would have been done sooner but we asked them to
look into several different markets and had additional requests for them along
the way. 

Can you provide a sample of the completed project? We don’t need job
descriptions if that is all they performed.
Attached is their complete report.  

How much of the process was face to face/remote?
We met with their  principal Linda Bunting several times face to face but also
had phone calls, and virtual meetings with her as well. 

Did they offer a compression plan? If so was it multi-year?
No Compression Plan, but a pay plan with various options was provided (see
attached). 

Did they offer a maintenance program or review after a year?
Was it included in the contract or offered as an hourly rate post contract?

No. 
 
Any insight you can provide would very helpful.
            C&A performed a similar study for us in 2015 so this was almost a follow-up to
a previously completed plan, but we asked them to review additional markets this
time around.  We are a very small municipality with only 23 employees.  We found
C&A to be very responsive to our needs and we are satisfied with the final report.       
 
Regards,
 
Russell Muñiz, MBA, MPA
Town Administrator
 
Town of Southwest Ranches
13400 Griffin Road
Southwest Ranches, FL 33330
Phone:  (954) 434-0008
Fax:  (954) 434-1490
E-mail:  rmuniz@southwestranches.org
Website:  www.southwestranches.org

  

mailto:rmuniz@southwestranches.org
https://linkprotect.cudasvc.com/url?a=http%3a%2f%2fwww.southwestranches.org%2f&c=E,1,TpxCd0E84wNpLALJLu5gOPr6sC4c97Rnlk-k04A04EreZ5dNDjZhFZmV5InSoSyp_uR8lBrjkbJSB4MfwgE-Mv0esLF-Fw_tMQpi-4Nwg-M_5-LbQgzrTy6x9FM,&typo=1
https://twitter.com/SWR_Gov
https://www.youtube.com/channel/UCP8bzn6TdSC5Tvo_oNZTY7g
https://www.facebook.com/SWRGOV/


You don't often get email from mpowers@madeirabeachfl.gov. Learn why this is important

 
From: Powers, Megan <MPowers@madeirabeachfl.gov> 
Sent: Tuesday, March 12, 2024 5:17 PM
To: Russell Muniz <rmuniz@southwestranches.org>
Subject: [EXTERNAL] FW: HR Comp & Classification Consultant Reference Check

 

This message has originated from an External Source. Please use proper judgment and caution
when opening attachments, clicking links, or responding to this email.

 
Good Afternoon,
 
I am hoping you can help me out or point me in the right direction. We just opened
some bids for our upcoming Comp and Classification study. One of the consultants
listed you as a reference and we hoping you could answer a few questions for us.
 
Consultant:

Cody & Associates
 
Questions:

What kind of study did they preform for you? When?
Were you satisfied with the process and final result?
How long did the process take?
Can you provide a sample of the completed project? We don’t need job
descriptions if that is all they performed.
How much of the process was face to face/remote?
Did they offer a compression plan? If so was it multi-year?
Did they offer a maintenance program or review after a year?

Was it included in the contract or offered as an hourly rate post contract?
 
Any insight you can provide would very helpful. Have a great weekend and thank you
for your time!
 
Regards,
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

mailto:mpowers@madeirabeachfl.gov
https://aka.ms/LearnAboutSenderIdentification
mailto:MPowers@madeirabeachfl.gov
mailto:rmuniz@southwestranches.org
https://linkprotect.cudasvc.com/url?a=https%3a%2f%2fwww.Madeirabeachfl.gov&c=E,1,ADyXMNqPJTGqSIi2BwCw7GYDPK1aKlMzQj3B6Yp0VaWE7MKH0rLl3Mqr2y2JRCsatCF8APPodmP6q2JRn5LA3kG2ucxtvHSzTi0Fj67mnw,,&typo=1


 
Disclaimer: Under Florida law (Florida Statute 668.6076), email addresses are public
records. If you do not want your email address released in response to a public records
request, please do not send electronic mail to the City of Madeira Beach. Instead,
contact the appropriate department/division.

Please note that Florida has a broad public records law. All correspondence via email
may be subject to disclosure.
Disclaimer: Under Florida law (Florida Statute 668.6076), email addresses are public records.
If you do not want your email address released in response to a public records request, please
do not send electronic mail to the City of Madeira Beach. Instead, contact the appropriate
department/division.


