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Assistant to the City Manager
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From: Kutch, Michelle <MKutch@myoldsmar.com>

Sent: Friday, February 23, 2024 5:03 PM

To: Powers, Megan <MPowers@madeirabeachfl.gov>

Subject: RE: 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.

Hi Megan,

I’'m happy to provide the information - see below. Please let me know if you have any follow up
guestions and we can schedule to speak.

Thank you,
Michelle
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EVERGREEN SOLUTIONS, LLC

Chapter 1 - Introduction

The City of Oldsmar (City), in keeping with its commitment to attract and retain the talented
staff necessary to provide best in brand services to its citizens, determined that its current
compensation system needed to be modernized to reflect market best practices. This study
and the analysis contained within provides the City with valuable information related to their
employee demographics, market data, and internal and external equity.

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

1.1 STUDY METHODOLOGY

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

Conducting a project kick-off meeting;

Conducting an analysis on the internal conditions at City;

Presenting orientation session to employees;

Facilitating focus group session with employees;

Conducting an external market salary survey;

Conducting a Benefits survey;

Developing recommendations for compensation management;
Administering a Job Assessment Tool (JAT) employee survey;

Revising classification descriptions based on employee JAT feedback;
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e Realigning positions based on the market results and JAT scoring;

e Developing recommendations for classification and compensation changes;

e Creating draft and final reports; and

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

Kickoff Meeting

The kickoff meeting provided an opportunity to discuss the history and current status of City
of Oldsmar payment practices and hear the overall compensation philosophy. During this
initial meeting, study goals were discussed, the project work plan and timeline finalized and
the initial data to be requested was reviewed. Following the kickoff meeting, the data
collection process was initiated and the City project team was very helpful in providing all data
necessary. Data collection included the gathering of relevant background material including
existing pay plans, organizational charts, policies, procedures, benefits offerings,
classification specifications and other pertinent material.

Internal Analysis

The internal analysis was conducted on employee data provided by the City. Employees’
salaries were compared to the minimum, midpoint, and maximum of their pay ranges, as well
as against the “expected salary” that an employee would expect to make based on the
number of years an employee has spent in their current classification.

Employee Outreach

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

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

Job Assessment Tool (JAT) Classification Analysis

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

e Leadership -relates to the employee’s individual leadership role, be it as a direct report
of others who have leadership responsibilities, or as an executive who has leadership
over entire departments or the City as a whole.

e Working Conditions - refers to the employee’s physical working conditions and the
employee’s impact on those conditions, as well as the working conditions impact or
potential impact on the employee.

e Complexity - describes the nature of work performed and includes options ranging
from entry-level manual or clerical tasks up to advanced scientific, legal, or executive
management duties.

e Decision Making - addresses the individual decision-making responsibility of the
employees. Are decisions made on behalf of the employee or is the employee making
autonomous decisions that impact the individual, other employees, or even the entire
organization and the citizens that rely on the City?

e Relationships - pertains to the organizational structure and the nature of the
employee’s working relationships. Responses range from employees who work
primarily alone, those who work as members of a team, and those who oversee teams.

Salary and Benefits Surveys

The external market for this study was defined as identified municipalities in the State of
Florida, as well as government organizations with similar positions, characteristics,
demographics, and service offerings located throughout the region. Twenty target peer
organizations were selected for the market survey with 92 of the current City job
classifications utilized as benchmarks for the salary study. Salary and benefits survey
questionnaires were utilized to collect data. Salary survey data was collected for all
benchmark positions from approved target peer organizations and matched with positions at
the City. These matches helped Evergreen understand the market positioning of the City and
which positions might be above or below their true market value. These approved market
peers were also used to determine the competitiveness of the City when compared to key
benefits offerings in their market.

Recommendations

Evergreen developed recommendations for the City to consider helping maximize the
effectiveness and efficiency of its current compensation and classification structure.
Evergreen provided the City with a variety of implementation options and the associated costs
based on methodology that best aligned with study goals and the City of Oldsmar current
compensation philosophy. These plans were designed to mitigate the issues identified in this
report, while continuing to build on the strengths the City currently exhibits and desired
organizational outcomes.
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1.2 REPORT ORGANIZATION

This report includes the following chapters:

Chapter 1 - Introduction

Chapter 2 - Summary of Employee Outreach
Chapter 3 - Assessment of Current Conditions
Chapter 4 - Market Summary

Chapter 5 - Benefits Survey Results

Chapter 6 - Recommendations

Chapter 2 - Summary of Employee Outreach

Outreach was conducted by Evergreen consultants over the course of two days. The
consultants met with City employees to explain the process of the study and field questions
that employees had about the study. Focus groups were conducted to solicit information from
employees that gave Evergreen solid information to begin researching. Employees provided
Evergreen their opinions on classifications that were outdated, behind market, or had trouble
retaining employees. Information was also provided on the employees’ opinions of the biggest
competitors to the City. Finally, employees provided information on all the positive aspects of
employment with the City. Evergreen used employee opinions as a starting point for
understanding employee perceptions of their overall work environment and compensation
practices. A full summary of the outreach can be found in Chapter 2 of this report.

Chapter 3 - Assessment of Current Conditions

An assessment of current conditions was conducted to help Evergreen better understand the
current standing of the City pay plan, demographics, and compensation structures. This
assessment should be considered a snapshot in time and is reflective of the conditions
present within the City upon the commencement of this study. By leveraging this information,
Evergreen was able to gain a better understanding of the strengths and weaknesses of the
current compensation system. When combined with the market results and JAT scores, the
Assessment of Current Conditions helped provide a basis for recommendations. A full
summary of the Assessment of Current Conditions can be found in Chapter 3 of this report.

Chapter 4 - Market Summary

A salary survey was designed and distributed by Evergreen to assess the external equity
component of the study. After the results were received, the data was analyzed to compare
the City to the overall results from market peers. Combined with the Assessment of Current
Conditions, the market surveys gave Evergreen the information needed to understand the
City’s position relative to its labor market. A full summary of the market results can be found
in Chapter 4 of this report.
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Chapter 5 - Benefits Survey Results

Evergreen created and distributed a benefits survey to assess how the City’s current benefits
offerings compare to the local market. Key benefit categories of Health, Life, EAP, Tuition,
retirement, employee paid leave accrual and holidays were collected and the results compiled
to report on the competitiveness of the City’s benefits. Additionally, Evergreen compared
standby/on call policies for approved market peers. The results of this benefits survey can be
found in Chapter 5 of this report.

Chapter 6 - Recommendations

During the recommendations phase, Evergreen provided several different solution options
based on their current relationship to market. Evergreen has provided the City with
recommendations that will leverage the strengths of the current compensation structure and
also help expand its ability to recruit and retain talent in each of the current classifications.
Ultimately, the study goals to deliver a fair, competitive, and fiscally responsible pay plan were
delivered. A full explanation of the recommendations can be found in Chapter 6 of this report.
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Chapter 2 - Summary of Employee
Outreach

On September 7, 2022, Evergreen consultants conducted two orientation sessions and five
focus groups for the City of Oldsmar. Orientation sessions were conducted in order to inform
employees about the purpose of the study and provide an overall explanation of the study
process while also giving employees information about the different ways they would be asked
to participate in the study. Focus groups were designed to solicit open feedback from
employees concerning a number of topics related to compensation and classification both in
their respective units and the City as a whole. Overall, the goal of these groups was to gauge
the general employee sentiment towards the current compensation and classification
structures of the City, while also gathering specific employee concerns.

The observations in this chapter are a generalized summary of opinions, general themes, and
trends expressed by employees who either participated in a focus group, interview or provided
direct feedback to Evergreen. Information that may identify the commenter has been
removed. Itis important to note the views shared in this summary are perceptional in nature
and may not necessarily reflect actual conditions in the City.

Comments are separated by the following four categories below:

2.1 General Feedback

2.2 Compensation and Classification
2.3 Market Peers

2.4 Summary

2.1 GENERAL FEEDBACK

The primary focus of this study is to address the City’s compensation and classification
structures. However, it is important to understand how employees currently view employment
at large within the City; and, as a result, general feedback was sourced from employees on
what brought them to work for the City and what were the primary factors that led to their
continued employment. The comments described in this section reflect the factors that
incentivize prospective applicants to pursue employment with the City and also reflect the
reasons employees have decided to continue working for the City. These elements are
important to highlight. Compensation, while an important factor in employee engagement, is
often not the sole determination for where employees wish to work. The responses given
varied from the job security, small town feel, family atmosphere and flexibility. Additional
comments expressed by employees include:

e Benefits - Employees expressed that the benefits package, specifically for single
coverage is excellent, but then gets expensive for dependent coverage.
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e (Culture - Several employees described the quality of people they work with as an
important reason they’ve stayed with the organization.

e Flexibility - Employees appreciate both the flexible work schedule as well as the
flexibility to work remotely for some positions.

e Quality of Life - Many employees expressed that the City’s small-town feel was less
stressful and there was more of a family atmosphere. “I am a person, not a number.”

o Why did you come to work here?

“It was a job that turned into a career and | love the people | work with.”
“Stability, | didn’t have to worry about getting laid off.”
“I came here for benefits.”

Overall, personnel revealed that the City is a unique place to work with a number of distinct
advantages in place for employees who desire the stability and improved work-life balance
that comes with serving a smaller, family-first community. The employees commented that
the City seems to be heading in a positive direction with a lot of momentum.

2.2 COMPENSATION AND CLASSIFICATION

As the main focus of this study, feedback on compensation and classification was solicited
from employees. Employees were asked to identify any concerns, challenges, or limitations
observed with how the City currently compensates and classifies its positions. It is important
to note that the perceptions of employees listed below do not necessarily reflect or align with
the data collected in the market survey, found in Chapter 4.

Specific feedback shared by employees related to compensation practices included the
following:

e External Equity - Feedback on the competitiveness of pay in the City was unified with
most employees sharing that their starting pay is lower than in neighboring
municipalities and that it was increasingly difficult to recruit and retain talent. Others
felt a key issue was the lack of career pathing or “steps” when compared to what is
offered in the local labor market. Specific positions that perceived their pay as below
market included:

— Water Operators

— Maintenance Operator

— Meter Reader

— Utility Maintenance

— Heavy Equipment Operator

Typically, the supervisor focus groups expressed the same concerns with current pay when
compared to market peers.
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o Internal Equity -There is a belief among the employees that they are just asked to
take on more responsibilities but not receive any additional compensation, driving
down morale among those employees who provided feedback. Another internal
equity issue mentioned was that many employees felt there was little opportunity to
move up and earn more once hired by the city. Many employees felt that the job title
did not accurately reflect the work being performed and that classification changes
were necessary.

o Turnover - Entry level positions were mentioned as positions employees felt had an
extremely high turnover ratio. Several employees referred to the City as the training
ground for neighboring cities. “We are creating a career ladder but it’s a career ladder
to the City of Tampa.” Many cited how employees would start in the City of Oldsmar,
receive valuable training and once the requisite certifications were achieved, would
then leave for another municipality or private company. Some of those positions
mentioned included:

— Water Operator Trainee

— Water Distribution Operator

— Maintenance Operators - Parks

— Maintenance Operators - Public Works

o Professional Development - A number of employees indicated they believed the lack
of opportunities for advancement was a significant impact on recruitment and
retention. The lack of career development opportunities was mentioned in virtually
every focus group during the in-person outreach.

o Benefits (perceived strengths) - Most employees spoke positively about their benefits
packages as part of the reason for initially seeking employment and remaining with
the City. The City’s policy of funding health insurance benefits for employees who do
not require family coverage was specifically identified as a significant benefit when
compared to market peers.

o Benefits (perceived weaknesses) - Employees expressed concern over the increasing
costs associated with family health care coverage when compared to an individual.
There was also concern about having a 401(a) defined contribution retirement plan
instead of the Florida Retirement System (FRS).

2.3 MARKET PEERS

Focus group participants were asked to hame organizations they considered to be both local
and regional market peers, who they believe have similar characteristics to the City of
Oldsmar. It was generally recognized that market research should be complex and varied
because while the City is smaller than some of surrounding cities, it is competing for talent
from those cities. Respondents shared sixteen specific public-sector municipalities and
mentioned numerous private competitors as well. Responses are listed below and were
considered when developing the list of peers for the compensation and classification survey.
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Participants named the following municipalities and counties with some frequency as the
City’s biggest competitors in terms of employee compensation and classification:

o Safety Harbor

e Dunedin
e Bradenton
e Tampa

o Clearwater

e Tarpon Springs
e Kissimmee

e Llargo

e Lakeland

e Seminole

e St. Augustine

o St. Petersburg
e Temple Terrace
¢ Pinellas County
o Pasco County

e Hillsborough County

2.4 SUMMARY

The feedback received by Evergreen Solutions provided a solid foundation for the
development of recommendations for the City. The willingness of City employees to contribute
to this dialogue was evident in the number of employees that took time out of their busy
schedules to provide a number of reasonable observations with respect to potential
compensation and classification strengths/weaknesses across the organization. These
comments were verified and taken into consideration when identifying challenges and
formulating the recommendations for the City.

Employees were generally enthusiastic when describing their passion for their job and
considered working for the City a very positive experience. Employees pointed out a number
of potential well-defined advantages of working for the City of Oldsmar, which they believe will
help attract and retain good employees. Even though employees emphasized several
potential problems, many of these issues are commonly found in other public-sector
municipalities in today’s competitive labor market.

As a whole, the employees of the City of Oldsmar take pride in their work, love serving their
community, commonly refer to themselves as part of a family, and strive to make distinct
contributions to their organization and their community. The Evergreen Team used the
information gathered from employees throughout the remainder of this study in order to arrive
at appropriate recommendations for the City.
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Chapter 3 — Assessment of Current
Conditions

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

3.1  Analysis of Pay Plans

3.2  Grade Placement Analysis
3.3  Quartile Analysis

3.4  Compression Analysis

3.5 Summary

The analysis represented in this chapter represents a snapshot in time - this chapter was
built based on employee information collected in October of 2022. Every organization
changes continuously, so this chapter is not meant to be a definitive statement on continuing
compensation practices at the City. Rather, this Assessment of Current Conditions is meant
to represent the conditions that were in place when this study began. The data contained
within provide the baseline for analyses through the course of this study but are not sufficient
cause for recommendations in isolation. By reviewing employee data, Evergreen gained a
better understanding of the structure and methods in place and identified issues for both
further review and potential revision.

3.1 ANALYSIS OF PAY PLANS

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

The City’s pay plan includes 38 occupied pay grades that held 130 employees at the time this
portion of the study was initiated (2 employees and IAFF Union Represented employees were
not included in this assessment). The range spread of all grades is 40 percent.

Z
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Comparing the summary data in Exhibit 3A to best practices, a number of observations can
be made regarding the City pay plan. Based on the analysis of the pay plan, the following facts
can be observed:

e Range spreads in the marketplace are generally set between 50-70 percent, therefore
the City’s are slightly more narrow than you see in the market today.

e Multiple pay grades have only a single incumbent occupying the grade.

3.2 GRADE PLACEMENT ANALYSIS

The Grade Placement Analysis examines how employee salaries are distributed throughout
the pay grades. This can help identify salary progression issues, which are usually
accompanied by employee salaries that are clustered in segments of the pay grades. A
clustering of employee salaries in the lower part of ranges can indicate a lack of salary
progression for employees or a high level of employee turnover. A clustering of employee
salaries in the high end of pay ranges can be a sign of high employee tenure or a sign that the
pay ranges are behind market, forcing the organization to offer salaries near the maximum of
the range to new hires. With regard to minimum and maximum salaries, employees at the
grade minimum are typically newer to the organization or to the classification, while
employees at the grade maximum are typically highly experienced and highly proficient in their
classification. The Grade Placement Analysis examines how salaries compare to pay range
minimums, midpoints, and maximums. Only pay grades with at least one incumbent are
included in this analysis.

Exhibits 3B displays the percentage and number of employees compensated at their pay
grade minimum and pay grade maximum. The percentages presented are based on the total
number of employees in that grade. As can be seen in the exhibit, 20.5 percent (27 total) of
all employees are compensated at their pay grade’s minimum. Only 1.5 percent of employees
(2 total), are compensated at their pay grade’s maximum.
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Chapter 3 - Assessment of Current Conditions Compensation and Classification Study for the City of Oldsmar, FL

EXHIBIT 3B
EMPLOYEES AT MINIMUM AND MAXIMUM BY GRADE
Grade Employees # at Min % at Min  # at Max % at Max
32 27 8 29.6% 0 0.0%
34 8 0 0.0% 0 0.0%
36 1 0 0.0% 0 0.0%
37 2 0 0.0% 0 0.0%
39 7 0 0.0% 0 0.0%
40 5 2 40.0% 0 0.0%
41 10 2 20.0% 0 0.0%
42 8 3 37.5% 0 0.0%
43 1 0 0.0% 0 0.0%
44 1 1 100.0% 0 0.0%
46 3 0 0.0% 0 0.0%
47 4 0 0.0% 0 0.0%
48 3 1 33.3% 0 0.0%
49 6 0 0.0% 0 0.0%
50 3 2 66.7% 0 0.0%
51 1 0 0.0% 0 0.0%
52 1 0 0.0% 0 0.0%
53 2 0 0.0% 0 0.0%
54 1 0 0.0% 0 0.0%
55 1 0 0.0% 0 0.0%
56 1 1 100.0% 0 0.0%
57 7 4 57.1% 0 0.0%
58 4 2 50.0% 0 0.0%
59 2 0 0.0% 0 0.0%
60 2 1 50.0% 0 0.0%
61 1 0 0.0% 1 100.0%
62 2 0 0.0% 0 0.0%
63 1 0 0.0% 0 0.0%
69 1 0 0.0% 0 0.0%
70 2 0 0.0% 0 0.0%
72 2 0 0.0% 1 50.0%
74 3 0 0.0% 0 0.0%
75 2 0 0.0% 0 0.0%
78 1 0 0.0% 0 0.0%
79 1 0 0.0% 0 0.0%
82 1 0 0.0% 0 0.0%
84 1 0 0.0% 0 0.0%
86 1 0 0.0% 0 0.0%
NONE 2 0 0.0% 0 0.0%
Total 132 27 20.5% 2 1.5%
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Chapter 3 - Assessment of Current Conditions Compensation and Classification Study for the City of Oldsmar, FL

In addition to assessing the number of employees at minimum and maximum, an analysis
was conducted to determine the number of employees below and above pay grade midpoint.
The percentages refer to the percentage of employees in each pay grade that are above and
below midpoint. Exhibit 3C displays the results of this analysis: a total of 96 employees are
compensated below their pay grade midpoint, which is 72.7 percent of all employees for the
City. There are 34 employees compensated above midpoint of their pay grade, which is 25.8
percent of all employees.

EXHIBIT 3C
EMPLOYEES ABOVE AND BELOW MIDPOINT BY PAY GRADE

Grade Employees #<Mid %<Mid #>Mid %>Mid
32 27 22 81.5% 5 18.5%
34 8 5 62.5% 3 37.5%
36 1 1 100.0% 0 0.0%
37 2 1 50.0% 1 50.0%
39 7 5 71.4% 2 28.6%
40 5 3 60.0% 2 40.0%
41 10 7 70.0% 3 30.0%
42 8 5 62.5% 3 37.5%
43 1 1 100.0% 0 0.0%
44 1 1 100.0% 0 0.0%
46 3 3 100.0% 0 0.0%
47 4 3 75.0% 1 25.0%
48 3 2 66.7% 1 33.3%
49 6 2 33.3% 4 66.7%
50 3 3 100.0% 0 0.0%
51 1 1 100.0% 0 0.0%
52 1 1 100.0% 0 0.0%
53 2 1 50.0% 1 50.0%
54 1 0 0.0% 1 100.0%
55 1 1 100.0% 0 0.0%
56 1 1 100.0% 0 0.0%
57 7 7 100.0% 0 0.0%
58 4 3 75.0% 1 25.0%
59 2 2 100.0% 0 0.0%
60 2 1 50.0% 1 50.0%
61 1 0 0.0% 1 100.0%
62 2 0 0.0% 2 100.0%
63 1 0 0.0% 1 100.0%
69 1 1 100.0% 0 0.0%
70 2 2 100.0% 0 0.0%
72 2 1 50.0% 1 50.0%
74 3 3 100.0% 0 0.0%
75 2 2 100.0% 0 0.0%
78 1 1 100.0% 0 0.0%
79 1 1 100.0% 0 0.0%
82 1 1 100.0% 0 0.0%
84 1 1 100.0% 0 0.0%
86 1 1 100.0% 0 0.0%

NONE 2 0 0.0% 0 0.0%

Total 132 96 72.7% 34 25.8%
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Chapter 3 - Assessment of Current Conditions Compensation and Classification Study for the City of Oldsmar, FL

3.3 QUARTILE ANALYSIS

The last part of the Grade Placement Analysis is a detailed look at how salaries are distributed
through pay grades, through a quartile analysis. Here, each pay grade is divided into four
segments of equal width, called quartiles. The first quartile represents the first 25 percent of
the pay range; the second quartile represents the part of the range above the first quartile up
to the mathematical midpoint; the third quartile represents the part of the range from the
midpoint to 75 percent of the pay range; and the fourth quartile represents the part of the
range above the third quartile up to the pay range maximum. Employees are assigned to a
quartile within their pay range based on their current salary.

The quartile analysis is used to determine the location of employee salary clusters. Quartile
analysis helps identify whether clusters exist in specific quartiles of pay grades. Additionally,
the amount of time the employee has spent at the organization is also analyzed, in order to
observe any relationship between organizational tenure and salary progression. This
information, while not definitive alone, can shed light on any root issues within the current
compensation and classification plan when combined with market data and employee
feedback.

Exhibit 3D shows the number of employees that are in each quartile of each grade, as well as
the average overall tenure (i.e. how long an employee has worked for the City) by quartile.
Overall, data provide that 53.7 percent of employees fall into Quartile 1 of their respective
grade; 20.4 percent fall into Quartile 2; 12.8 percent fall into Quartile 3; and 12.8 percent fall
into Quartile 4. While this distribution does not lead to a conclusion, data for average tenure
do lead to determinations on the relationship between tenure and salary.

Specifically, overall average tenure increases as quartile increases; the average tenure in
Quartile 1 is 4.5 years; in Quartile 2 is 9.8 years; in Quartile 3 is 13.1 years; and in Quartile 4
is 22.3 years. This would seem to indicate that employees are moved through their pay grades
equitably, or at the very least a positive linear relationship exists between tenure and pay.

Exhibit 3E displays a graphical representation of the data contained in Exhibit 3D. Each pay
grade is divided into up to four sections representing the percentage of employees, in that
pay grade, who belong in each quartile. For example, pay grade 63 has zero employees in
Quartile 1, 2, or 3. That pay grade is represented by a 100 percent green bar, showing that
100 percent of 63 employees are in Quartile 4. Pay grade 34 has employees in all four
quartiles, however, and are consequently represented with a bar displaying all four colors,
corresponding to the percentage of employees for each pay grade in each quartile.
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Compensation and Classification Study for the City of Oldsmar, FL

GRADE
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QUARTILE ANALYSIS AND TIME WITH THE ORGANIZATION
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EXHIBIT 3E
QUARTILE PLACEMENT BY PAY GRADE

NONE
86
84
82
79
78
75
74
72
70
69
63
62
61
60
59
58
57
56
55
54
53
52
51

a9
a8
a7
46
44
43
42
41
40
39
37
36
34
32

=]
R

10% 20% 30% 40% 50% 60% 70%

2

90%

,_
8
S

| 1ST QUARTILE m2ND QUARTILE 3RDQUARTILE m4TH QUARTILE

Evergreen Solutions, LLC Page 3-8





Chapter 3 - Assessment of Current Conditions Compensation and Classification Study for the City of Oldsmar, FL

The City has the highest density of tenured employees in grades 61- 84, where the
classifications consist primarily of supervisors. This is a logical point given the pay structure
as many employees seeking higher pay or responsibility would progress to these supervisory-
level roles with longer tenure. The City also has a significant number of tenured employees in
grades 32 - 40. This may be that the City has made efforts to retain these high levels of
tenure, but no conclusion can be drawn without further information.

3.4 COMPRESSION ANALYSIS

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

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

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

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

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

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

Exhibit 3F indicates the ratio of subordinate to supervisor salaries by grade graphically and
Exhibit 3G displays these results numerically. Employees were grouped into categories
reflecting whether their actual salary was less than 80 percent, less than 95 percent, or
greater than 95 percent of their supervisor’s salary. Less than 80 percent would indicate that
the ratio of an employee’s salary to his supervisor’s salary would yield a result of less than
0.8. For example, an employee with a salary of $79,000 and a supervisor with a salary of
$100,000 would yield a ratio of 0.79, and be placed into the “Less than 80 percent” category.

An analysis of the data would quickly reveal that while most positions in the City are in a great
position, with plenty of space between employee and supervisor salaries, there is still a
sizeable percentage of employees with salaries more than 95 percent of their supervisor’'s
salary. Anywhere yellow or blue appear on Exhibit 3F is somewhere that warrants an
examination of supervisor vs. employee salary.
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EXHIBIT 3F
EMPLOYEE TO SUPERVISOR SALARY RATIO BY PAY GRADE
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EXHIBIT 3G
EMPLOYEE TO SUPERVISOR SALARY RATIO BY PAY GRADE

Grade Lessthan80% 80%<X<95% 95%<X<100% Greater than 100%

32 26 0 0 1
34 8 0 0 0
36 0 0 0 0
37 2 0 0 0
39 7 0 0 0
40 5 0 0 0
41 8 0 0 0
42 8 0 0 0
43 0 1 0 0
44 1 0 0 0
46 3 0 0 0
47 3 0 0 0
48 3 0 0 0
49 5 0 0 0
50 1 2 0 0
51 1 0 0 0
52 0 1 0 0
53 2 0 0 0
54 1 0 0 0
55 1 0 0 0
56 1 0 0 0
57 7 0 0 0
58 3 1 0 0
59 2 0 0 0
60 1 1 0 0
61 1 0 0 0
62 0 2 0 0
63 1 0 0 0
69 1 0 0 0
70 1 1 0 0
72 1 1 0 0
74 1 2 0 0
75 1 1 0 0
78 1 0 0 0
79 1 0 0 0
82 1 0 0 0
84 1 0 0 0
86 1 0 0 0
NONE 0 0 0 0
Totals 111 13 0 1
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Exhibit 3H and Exhibit 3| showcase the actual vs. expected salaries of City employees, sorted
by pay grade. Expected salary is calculated using a thirty-year progression assumption for
employees. For example, an employee who had worked at their position for fifteen years
would expect to be at the grade midpoint, while an employee with thirty or more years of class
years would expect to be at the grade maximum. An important distinction between this
compression table and the quartile analysis: this compression table utilizes class years, while
the Quartile analysis uses tenure. Class years are differentiated from tenure by using the date
that you started working in your current classification as the start date, instead of the date
you first were hired by the City. To illustrate, if an employee had been an accountant for fifteen
years, and then was promoted last year to Accountant Supervisor that employee would have
fifteen years of tenure, but only one class year.

On Exhibit 3, it is easy to discern that the majority of City employees are being paid wages
that are at or above what they would expect to receive, based on their class years. This could
mean that the City’s pay grades are too low, forcing the City to advance employees more
quickly through pay grades to keep competitive with the market. However, it could just as
easily be another indicator of employee promotion and advancement through the ranks. For
example, as promotions result in a minimum of 5% increase to the employee, a tenured
employee is often started above the minimum on the new pay grade. That places the
employee above the “expected pay”, by definition. The employee has zero class years, but
the pay is above the minimum. Then, if the employee advances exactly at the speed expected
for the rest of their career, the employees will always remain above their “expected” pay. While
the truth likely lies somewhere in between these examples, a definitive answer cannot be
determined without more data.
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Compensation and Classification Study for the City of Oldsmar, FL

Grade Lessthan-10% -10<X<-5% -5%<X<5% 5%<X<10%

32
34
36
37
39
40
41
42
43
44
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
69
70
72
74
75
78
79
82
84
86

1

ACTUAL VS. EXPECTED SALARY

0

EXHIBIT 3H

19

O O FRP P OFNMNOOOOOOFRRFPNORPREPEPROORFREFEFE WMNNDNOWERERRPRUYNWASEPRREPRW

2

P P,POOPFRPOOFRRFPFRFRPRORFPROORREPPRPEPROOORPR, OOOWOROOONNNDNDNOO PR

Greater than 10%

5

cococococorFrRrFPFFRPFFRPOPFPFRPFPRPPFPOPFPOOORPRPOOOFRPRRERPRPOOORPR,EPORERPRPEPOPS

Totals

PO O O OO OO OO0 O0OO0O OO0 OO0 O0OO0O0OO0ODO0ODO0DO0ODO0ODO0ODO0OOLODOOO OO oo oo o o

O|O ©O O OO OO0 OO0 OO0 OO OO O0OO0OO0ODO0OO0ODO0ODODOOOOO OO OO OoOOoO oo o o

~
(o))

N
(e)]

N
~

Z
fg Evergreen Solutions, LLC

Page 3-13





Chapter 3 - Assessment of Current Conditions Compensation and Classification Study for the City of Oldsmar, FL

EXHIBIT 3l
ACTUAL VS. EXPECTED SALARY
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3.5 SUMMARY

The City utilizes one pay plan structure to compensate their employees. This provides an
approach to allow the City to define salary progression with the ranks until an employee
reaches the cap to their career development. There were many observations made with
respect to the City’s compensation system in place at the beginning of the study.

e The City’s range spread is consistent at 40 percent for all pay grades. This is slightly
below the generally recommended range to be between 50 -70 percent.

e Approximately 72 percent of the employees are paid below their pay grade midpoint.

e Alittle over half (53.7 percent) are in Quartile 1 of their pay grade. This can indicate a
workforce with high turnover or that has recently expanded with many new hires.
Further analysis is required to determine the cause of this imbalance.

e The average tenure is 9 years.

e The majority of the City’s employees are paid less than 80.0 percent of their
supervisors’ salaries.

e While there will always be outliers, the City has a very strong, positive relationship
between tenure and pay grade penetration.

This analysis acts as a starting point for the development of recommendations in subsequent
chapters of this report. Paired with market data, Evergreen is able to make recommendations
that will ensure that the City compensation system is structurally sound in terms of best
practice, competitive with the market, and treats all employees equitably moving forward.
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EVERGREEN SOLUTIONS, LLC

Chapter 4 - Market Summary

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

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

Evergreen conducted a comprehensive market salary survey for the City, which included peers
including cities and counties. Evergreen procured data from twelve peers. Target peers
were selected based on a number of factors, including geographic proximity and population
size. Target organizations were also identified for their competition to the City for employee
recruitment and retention efforts. The list of targets that provided data for the purpose of this
study is included in Exhibit 4A.
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Chapter 4 — Market Summary Compensation and Classification Study for the City of Oldsmar, FL

EXHIBIT 4A
TARGET MARKET PEERS

Respondent Organizations

Bradenton, FL
Clearwater, FL
Dunedin, FL
Gulfport, FL
Lakeland, FL
Largo, FL
Pinellas Park, FL
St. Petersburg, FL
Seminole, FL
Tampa, FL
Hillsborough County
Pinellas County

Due to the fact that the data collected for the market summary was from various regions of
Florida, it was necessary to adjust peer responses relative to the City based on cost of living.
For all organizations that were outside the City’s immediate region, a cost of living adjustment
was applied to the reported pay ranges to ensure a market average was attained in terms of
the spending power an employee would have in the City. Evergreen utilizes cost of living index
information from the Council for Community and Economic Research, and the scale is based
on the national average cost of living being set at 100. The cost of living index figures for the
City and each of the respondent market peers are located in Exhibit 4B.
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EXHIBIT 4B
RESPONDENTS WITH COST OF LIVING ADJUSTMENTS

Organization Cost of Living

City of Oldsmar, FL 112.9
Bradenton, FL 102.4
Clearwater, FL 112.9
Dunedin, FL 112.9
Gulfport, FL 112.9
Lakeland, FL 95.0
Largo, FL 112.9
Pinellas Park, FL 1129
St. Petersburg, FL 112.9
Seminole, FL 112.9
Tampa, FL 105.0
Hillsborough County 105.0
Pinellas County 112.9

4.1 MARKET DATA

The results of the market study are displayed in Exhibit 4C, which includes the benchmark job
titles and the market average salaries for each position at the minimum, midpoint, and
maximum points of the pay ranges. Also included within the exhibit are the percentage
differentials of the City’s pay ranges at each respective point, relative to the market average
pay. A positive percent differential is indicative of the City’s pay range exceeding that of the
average of its market peers; alternatively, a negative percent differential indicates the City’s
compensation for a given position lagging behind the average of its peers. The exhibit also
includes the average pay range for the market respondents for each position, as well as how
many responses each benchmark received.

While all classifications are surveyed by each peer, not every peer organization possesses an
appropriate match to supply the requested salary information. Consequently, each
classification receives varying levels of response. For the purpose of this study, all positions
that received less than five matches from market peers were not considered in establishing
the City’s competitive position. Federal anti-collusion legislation guidelines mandate that a
minimum of five responses are required to include in a salary study. Evergreen received
sufficient response for 73 of the 92 surveyed positions.

Some titles were found to be inconsistent with the employees’ job duties. Therefore, while
certain positions in the charts below will show dramatic variation from the survey averages,
all positions were specifically evaluated comprehensively against both their market average
and the results of the JATs. As a result, some title changes were recommended to better
reflect the responsibilities and duties of each position.
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EXHIBIT 4C
MARKET SURVEY RESULTS
Survey Minimum Survey Midpoint Survey Maximum
Classification
Average % Diff Average % Diff Average % Diff

DIRECTOR OF ADMINISTRATIVE SERVICES $108,264.30 4.0% |$141,822.52 -4.8% | $175,380.74 -10.6% 61.2% 6
INFORMATION TECHNOLOGY ADMINISTRATOR $82,650.59 1.3% | $109,596.36 -8.7% | $136,542.13 -15.2% 64.5% 7
I.T. NETWORK INFRASTRUCTURE & SECURITY ANALYST $69,766.85 -4.0% $89,437.37 -10.6% | $109,107.90 -15.0% 56.5% 6
GIS ANALYST/DATABASE SPECIALIST $61,237.47 -0.9% $78,025.17 -6.8% $94,812.86 -10.9% 55.0% 5
INFORMATION TECHNOLOGY SUPPORT SPECIALIST $46,207.63 | 12.5% $61,154.97 2.7% $76,102.31 -3.8% 64.2% 6
RECEPTIONIST - P/T $29,942.04 4.1% $38,222.11 -2.1% $46,502.19 -6.3% 55.1% 6
DEPUTY CITY CLERK $61,035.76 1.9% | $78,300.51 -4.7% $95,565.27 9.2% | 56.6% 7
ADMINISTRATIVE ASSISTANT $40,397.04 |-13.5% $51,849.55 -20.2% $63,302.05 -24.7% 56.7% 11
ASSISTANT CITY MANAGER $105,477.99 | 11.5% |$137,197.14 3.5% | $168,916.29 -1.9% 59.7% 7
HUMAN RESOURCES DIRECTOR $100,640.20 |-11.0% |$130,735.74 | -18.8% | $160,831.28 -24.1% | 59.5% 10
HUMAN RESOURCES TECHNICIAN $45,712.11 |-13.5% $57,919.18 -18.9% $70,126.24 -22.6% 53.5% 7
COMMUNICATIONS & MARKETING ADMINISTRATOR $95,855.85 (-56.4% |$126,691.39 -65.2% | $157,526.93 -70.8% 63.5% 5
MULTIMEDIA COORDINATOR $51,328.25 -5.4% $64,975.48 -10.7% $78,622.71 -14.3% 53.3% 5|
COMMUNICATIONS SPECIALIST $51,124.13 |-24.6% $64,694.58 -29.8% $78,265.03 -33.4% 53.1% 5
ARTS COORDINATOR $53,026.85 |[-35.5% $67,395.97 -41.0% $81,765.10 -44.8% 54.3% 6
UTILITIES ADMINISTRATOR/ASSISTANT PUBLIC WORKS DIRECTOR $87,666.62 2.8% |$114,813.29 -5.9% | $141,959.96 -11.7% 61.3% 5
DISTRIBUTION & COLLECTION SUPERVISOR $63,262.20 | -6.6% | $80,856.31 | -12.8% $98,450.43 -17.1% | 55.8% 5
PUBLIC WORKS TECHNICIAN $34,720.34 | 28.5% $43,414.49 24.5% $52,108.63 21.7% 49.9% 5
LEAD DISTRIBUTION OPERATOR $48,007.18 -8.6% $60,224.53 -13.0% $72,441.87 -16.1% 50.9% 6
DISTRIBUTION OPERATOR 2 $41,237.72 -5.7% $51,523.27 -9.8% $61,808.81 -12.5% 50.0% 5
DISTRIBUTION OPERATOR TRAINEE $33,364.11 -6.7% $40,868.04 -8.8% $48,371.97 -10.2% 44.9% 3
METER READER $36,178.04 |(-14.8% $43,004.62 -13.8% $49,831.19 -13.2% 38.6% 7
ENVIRONMENTAL MANAGEMENT SUPERVISOR $68,207.67 |[-16.5% $88,692.71 -24.5% | $109,177.75 -29.7% 60.1% 3
ENVIRONMENTAL SPECIALIST $54,072.13 -5.7% $68,579.74 -11.2% $83,087.35 -14.9% 53.7% 5
SUSTAINABILITY COORDINATOR $56,787.22 [-15.5% $72,516.98 -21.6% $88,246.75 -25.8% 55.6% 5)
UTILITIES OPERATIONS COORDINATOR $66,850.70 [-57.7% $84,890.27 -565.7% | $102,929.83 -59.2% 54.0% 4
FACILITIES COORDINATOR $48,892.14 | 11.8% $61,618.36 6.9% $74,344.57 3.5% 52.2% B
LEAD FACILITIES MAINTENANCE WORKER $44,413.57 [-18.1% $56,743.00 -24.3% $69,072.44 -28.5% 55.5% 6
FACILITIES MAINTENANCE WORKER $35,412.79 -7.7% $44,731.63 -12.8% $54,050.46 -16.3% 52.5% 9
FINANCE ADMINISTRATOR $98,822.56 [-16.5% |$125,945.97 | -22.5% | $153,069.39 -26.5% | 54.9% 6
ACCOUNTING ADMINISTRATOR $71,274.59 | 11.2% $93,746.41 2.0% | $116,218.23 -4.1% 62.8% 5)
BUDGET & FINANCIAL MANAGEMENT ANALYST $55,383.08 | 11.6% $71,540.48 4.3% $87,697.88 -0.6% 58.3% 7
SENIOR ACCOUNTANT $62,704.83 | -3.2% | $80,394.23 -9.8% $98,083.62 -14.3% | 56.4% 10
PROCUREMENT TECHNICIAN $45,217.93 [-12.5% $57,437.81 -18.1% $69,657.68 -21.9% 54.2% 5
LEAD PROCUREMENT ANALYST $59,780.62 -3.4% $77,819.66 -11.5% $95,858.70 -16.9% 60.4% 6
CUSTOMER SERVICE SUPERVISOR $48,973.20 | 14.1% | $62,538.01 7.9% $76,102.82 3.7% | 55.5% 5
SENIOR ACCOUNTING TECHNICIAN $49,297.20 -8.8% $61,477.43 -12.6% $73,657.67 -15.2% 49.7% 2
ACCOUNTING TECHNICIAN $40,907.76 -2.5% $51,105.26 -6.5% $61,302.75 -9.2% 50.0% 6
CUSTOMER SERVICE TECHNICIAN $40,064.93 | -0.4% | $50,420.12 -5.1% $60,775.31 -8.4% | 51.9% 5
MANAGEMENT ANALYST $59,708.31 [-13.1% $76,060.38 -19.1% $92,412.45 -23.1% 54.9% 5
FIRE & EMS CHIEF $104,280.70 -4.6% |$134,928.23 -12.2% | $165,575.75 -17.2% 58.4% 9
ASSISTANT FIRE CHIEF $89,601.70 -1.8% | $112,929.87 -6.7% | $136,258.05 -10.1% 51.3% 8
FLEET SUPERVISOR $67,118.22 | -5.1% | $85,760.67 | -11.3% | $104,403.11 -15.6% | 55.7% 6
LEAD FLEET MECHANIC $51,911.62 [-13.9% $64,304.11 -17.1% $76,696.59 -19.2% 47.8% 5
FLEET MECHANIC $41,546.15 -6.5% $52,217.20 -11.1% $62,888.26 -14.3% 51.5% 7
DIRECTOR OF LIBRARY $82,739.84 | -6.2% |$106,095.99 | -12.8% | $129,452.14 -17.3% | 56.5% 6
ADULT SERVICES LIBRARIAN $46,180.83 2.7% $59,002.53 -3.6% $71,824.23 -7.8% 55.5% 7
CHILDREN SERVICES LIBRARIAN $46,180.83 2.7% $59,002.53 -3.6% $71,824.23 -7.8% 55.5% 7
SUPPORT SERVICES LIBRARIAN $46,180.83 2.7% | $59,002.53 -3.6% $71,824.23 -7.8% | 55.5% 7
LIBRARY ASSISTANT $31,335.69 -0.4% $38,716.24 -3.4% $46,096.80 -5.4% 46.9% 8
PARKS OPERATIONS SUPERVISOR $51,575.41 | 11.4% $65,942.55 5.1% $80,309.70 0.8% 55.9% 6
BMX OPERATOR $48,182.68 0.9% $62,637.64 -7.1% $77,092.60 -12.4% 60.0% 1
SPORTS FACILITY OPERATOR $58,442.54 |-23.2% $75,976.42 -31.1% $93,510.30 -36.3% 60.0% 2
MAINTENANCE OPERATOR - PT $28,855.22 7.8% $35,993.35 3.9% $43,131.47 1.3% 49.5% 3
ASSISTANT LEISURE SERVICES DIRECTOR $83,415.24 -4.5% | $107,402.26 -11.6% | $131,389.28 -16.3% 57.5% 5!
LEAD GROUNDSKEEPER $35,654.39 6.3% | $45,832.74 -0.6% $56,011.09 5.2% | 57.1% 3
DIRECTOR OF PLANNING & REDEVELOPMENT $101,900.13 |-14.7% | $132,508.39 -22.6% | $163,116.64 -27.9% 59.6% 8
FLOODPLAIN & BUILDING COORDINATOR $55,682.00 -6.2% $72,228.00 -13.9% $88,774.00 -19.1% 59.4% 1
PRINCIPAL PLANNER/ECONOMIC DEV COOR $64,051.48 -2.9% $82,301.12 -9.7% | $100,550.75 -14.3% 57.0% 7
CODE ENFORCEMENT OFFICER $43,833.12 | 12.8% $55,134.57 8.1% $66,436.03 4.9% 51.6% 9
ZONING & PLANNING TECHNICIAN $49,409.01 -6.5% $62,362.80 -11.6% $75,316.58 -15.0% 52.5% 5
PLANS & PERMIT SPECIALIST $37,633.18 | 10.8% | $48,259.44 4.2% $58,885.69 -0.3% | 56.5% 5]
CUSTOMER SERVICE CLERK $35,346.16 -7.5% $43,953.99 -11.1% $52,561.82 -13.6% 48.6% 5
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Chapter 4 — Market Summary Compensation and Benefits Study for the City of Oldsmar, FL

EXHIBIT 4C (CONTINUED)

MARKET SURVEY RESULTS
DIRECTOR OF LEISURE SERVICES $98,950.68 | -1.9% |[$129,455.29 | -10.5% | $159,959.91 -16.2% | 61.0% 7
RECREATION SUPERVISOR $59,643.94 | -0.7% | $76,192.68 -6.9% $92,741.41 -11.1% | 55.6% 6
RECREATION CENTER COORDINATOR $52,100.51 [-24.1% | $66,846.45 | -30.6% $81,592.38 -35.0% | 56.8% S
SENIOR RECREATION COORDINATOR $39,640.38 | -6.8% | $51,532.39 | -14.8% $63,424.40 -20.1% | 60.0% 1
RECREATION COORDINATOR $48,868.49 (-39.4% | $61,552.62 | -44.0% $74,236.75 -47.2% | 52.0% 5)
WATER PLANT OPERATOR A $48,081.43 | -3.2% | $62,049.71 -8.6% $75,117.98 -12.3% | 53.4% 7
WATER PLANT OPERATOR B $49,767.90 | -9.7% | $61,352.83 | -12.4% $72,937.75 -14.3% | 47.2% 5]
WATER PLANT OPERATOR C $42,659.48 | -9.1% | $52,944.07 | -12.5% $63,228.66 -14.8% | 48.7% 7
WATER PLANT OPERATOR TRAINEE $35,591.52 | -3.3% | $43,515.74 -5.2% $51,439.95 -6.5% | 44.4% 4
WATER PLANT CHIEF OPERATOR $70,218.01 | -7.1% | $89,996.46 | -13.7% | $109,774.91 -18.1% | 56.5% 6
MAINTENANCE SUPERVISOR $49,043.06 | 16.4% | $62,350.05 10.7% $75,657.05 6.7% | 54.4% 3
LEAD MAINTENANCE WORKER $48,838.00 |-22.6% | $58,479.00 | -22.3% $68,120.00 -22.2% | 39.5% 1
SENIOR ADMINISTRATIVE ASSISTANT $50,985.97 |-24.4% | $64,322.53 | -29.3% $77,659.09 -32.6% | 52.5% 3
LEAD MAINTENANCE WORKER $48,838.00 |-22.6% | $58,479.00 | -22.3% $68,120.00 -22.2% | 39.5% 1
HEAVY EQUIPMENT OPERATOR $38,005.63 | -0.1% | $47,766.30 -4.7% $57,526.97 -7.9% | 51.3% 5]
SENIOR TRAFFIC TECHNICIAN $63,484.44 |-52.6% $78,670.76 -55.6% $93,857.08 -57.7% 47.6% 3
MAINTENANCE OPERATOR $29,201.32 6.6% | $36,501.65 2.5% $43,801.98 -0.3% | 50.0% 1
CITY ENGINEER $95,204.01 | -7.9% |$122,879.74 | -15.1% | $150,555.47 -20.0% | 58.1% 4
PROJECT SUPERVISOR $72,531.03 (-10.3% | $92,284.54 | -16.2% | $112,038.05 -20.1% | 54.6% 5
SENIOR ENGINEERING TECHNICIAN $62,139.63 | -4.8% | $78,459.81 -9.8% $94,779.99 -13.3% | 52.5% 4
ENGINEER | $68,039.36 [-16.3% | $87,578.77 | -23.2% | $107,118.17 -27.8% | 57.6% 6
UTILITIES MAINTENANCE MECHANIC SUPERVISOR $53,466.84 | 10.2% | $69,054.69 2.9% $84,642.53 -2.0% | 58.3% 5
UTILITIES MAINTENANCE TECHNICIAN $37,069.93 | 17.2% | $46,041.95 13.8% $55,013.96 11.4% | 48.4% 6
UTILITIES MAINTENANCE MECHANIC $42,236.67 |-13.1% | $53,664.99 | -18.8% $65,093.32 -22.6% | 54.1% 5
DIRECTOR OF PUBLIC WORKS $92,996.63 | 14.2% |$121,903.48 5.4% | $150,810.34 -0.5% | 61.5% 7
WASTEWATER PLANT CHIEF OPERATOR $67,646.04 -3.4% $86,788.96 -10.1% | $105,931.87 -14.6% 56.8% 6
WASTEWATER PLANT OPERATOR A $52,409.61 | -9.9% | $65,776.84 | -14.4% $79,144.06 -17.5% | 51.1% 7
WASTEWATER PLANT OPERATOR B $51,187.25 |-12.5% | $62,734.18 | -14.6% $74,281.10 -16.1% | 45.7% 6
WASTEWATER PLANT OPERATOR C $43,115.09 [-10.2% | $53,434.07 | -13.4% $63,753.05 -15.6% | 48.4% 8
Overall Average -2.7% -8.6% -12.6% 54.7% 6.3

4.2  SALARY SURVEY RESULTS

Market Minimums

It is important to assess where an organization is relative to its market minimum salaries, as
they are the beginning salaries of employees with minimal qualifications for a given position.
Organizations that are significantly below market may experience recruitment challenges with
entry-level employees. As seen in Exhibit 4C, the City is currently 2.7 percent below the market
average minimum, when considering positions with sufficient responses. The City’s
benchmark positions ranged from 56.4 percent below to 28.5 percent above the market
minimum.

The following are summary points of the results analysis concerning the market minimum:

e Of the 72 positions receiving sufficient response, 51 were below market, averaging
10.2 percent below. These 51 classifications represent roughly 70.8 percent of all
surveyed positions receiving sufficient response.

e Of the 51 positions below market, 20 were more than 10 percent below the average
market minimum. These positions are displayed in Exhibit 4D.
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EXHIBIT 4D
CLASSIFICATIONS MORE THAN 10% BELOW THE MINIMUM

Classification % Diff

COMMUNICATIONS & MARKETING ADMINISTRATOR -56.4%
RECREATION COORDINATOR -39.4%
ARTS COORDINATOR -35.5%
COMMUNICATIONS SPECIALIST -24.6%
LEAD FACILITIES MAINTENANCE WORKER -18.1%
FINANCE ADMINISTRATOR -16.5%
ENGINEER | -16.3%
SUSTAINABILITY COORDINATOR -15.5%
METER READER -14.8%
DIRECTOR OF PLANNING & REDEVELOPMENT -14.7%
LEAD FLEET MECHANIC -13.9%
HUMAN RESOURCES TECHNICIAN -13.5%
ADMINISTRATIVE ASSISTANT -13.5%
MANAGEMENT ANALYST -13.1%
UTILITIES MAINTENANCE MECHANIC -13.1%
WASTEWATER PLANT OPERATOR B -12.5%
PROCUREMENT TECHNICIAN -12.5%
HUMAN RESOURCES DIRECTOR -11.0%
PROJECT SUPERVISOR -10.3%
WASTEWATER PLANT OPERATOR C -10.2%

e Of the 72 positions receiving sufficient response, 21 were above market, averaging
9.5 percent above. These classifications represent approximately 29.2 percent of all
surveyed positions.

e Of those 21 positions, 13 were more than 10.0 percent above market minimum
average. These positions are displayed in Exhibit 4E.
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EXHIBIT 4E
CLASSIFICATIONS MORE THAN 10% ABOVE THE MINIMUM

Classification % Diff

COMMUNICATIONS & MARKETING ADMINISTRATOR -56.4%
RECREATION COORDINATOR -39.4%
ARTS COORDINATOR -35.5%
COMMUNICATIONS SPECIALIST -24.6%
LEAD FACILITIES MAINTENANCE WORKER -18.1%
FINANCE ADMINISTRATOR -16.5%
ENGINEER | -16.3%
SUSTAINABILITY COORDINATOR -15.5%
METER READER -14.8%
DIRECTOR OF PLANNING & REDEVELOPMENT -14.7%
LEAD FLEET MECHANIC -13.9%
HUMAN RESOURCES TECHNICIAN -13.5%
ADMINISTRATIVE ASSISTANT -13.5%
MANAGEMENT ANALYST -13.1%
UTILITIES MAINTENANCE MECHANIC -13.1%
WASTEWATER PLANT OPERATOR B -12.5%
PROCUREMENT TECHNICIAN -12.5%
HUMAN RESOURCES DIRECTOR -11.0%
PROJECT SUPERVISOR -10.3%
WASTEWATER PLANT OPERATOR C -10.2%

Market Midpoints

The market midpoint is exceptionally important to analyze, as it is often considered the closest
estimation of market average compensation. Employees reaching the market midpoint
typically have some work experience and organizational tenure in their classification. As seen
in Exhibit 4C, the City is currently 8.6 percent below the market midpoint.

Analysis of the market midpoint comparisons yielded the following information:

e With respect to the midpoint average, 59 of the surveyed positions receiving sufficient
response were below the market midpoint, averaging 14.2 percent below. These 59
positions represent 81.9 percent of the positions surveyed receiving sufficient
response.

e Ofthe 59 positions below the market midpoint, 40 were more than 10.0 percent below
the midpoint. These positions are displayed in Exhibit 4F.

&
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EXHIBIT 4F
CLASSIFICATIONS MORE THAN 10% BELOW THE MIDPOINT

Classification % Diff

COMMUNICATIONS & MARKETING ADMINISTRATOR -65.2%
RECREATION COORDINATOR -44.0%
ARTS COORDINATOR -41.0%
COMMUNICATIONS SPECIALIST -29.8%
LEAD FACILITIES MAINTENANCE WORKER -24.3%
ENGINEER | -23.2%
DIRECTOR OF PLANNING & REDEVELOPMENT -22.6%
FINANCE ADMINISTRATOR -22.5%
SUSTAINABILITY COORDINATOR -21.6%
ADMINISTRATIVE ASSISTANT -20.2%
MANAGEMENT ANALYST -19.1%
HUMAN RESOURCES TECHNICIAN -18.9%
HUMAN RESOURCES DIRECTOR -18.8%
UTILITIES MAINTENANCE MECHANIC -18.8%
PROCUREMENT TECHNICIAN -18.1%
LEAD FLEET MECHANIC -17.1%
PROJECT SUPERVISOR -16.2%
WASTEWATER PLANT OPERATOR B -14.6%
WASTEWATER PLANT OPERATOR A -14.4%
METER READER -13.8%
WATER PLANT CHIEF OPERATOR -13.7%
WASTEWATER PLANT OPERATOR C -13.4%
LEAD DISTRIBUTION OPERATOR -13.0%
DISTRIBUTION & COLLECTION SUPERVISOR -12.8%
FACILITIES MAINTENANCE WORKER -12.8%
DIRECTOR OF LIBRARY -12.8%
WATER PLANT OPERATOR C -12.5%
WATER PLANT OPERATOR B -12.4%
FIRE & EMS CHIEF -12.2%
ZONING & PLANNING TECHNICIAN -11.6%
ASSISTANT LEISURE SERVICES DIRECTOR -11.6%
LEAD PROCUREMENT ANALYST -11.5%
FLEET SUPERVISOR -11.3%
ENVIRONMENTAL SPECIALIST -11.2%
FLEET MECHANIC -11.1%
CUSTOMER SERVICE CLERK -11.1%
MULTIMEDIA COORDINATOR -10.7%
[.T. NETWORK INFRASTRUCTURE & SECURITY ANALYST -10.6%
DIRECTOR OF LEISURE SERVICES -10.5%
WASTEWATER PLANT CHIEF OPERATOR -10.1%
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e Of the 72 positions receiving sufficient response, 13 were above the market midpoint.
These comprise 18.1 percent of the classifications surveyed.

e Two positions were more than 10.0 percent above the market midpoint. These
positions are displayed in Exhibit 4G.

EXHIBIT 4G
CLASSIFICATIONS MORE THAN 10% ABOVE THE MIDPOINT

Classification % Diff
PUBLIC WORKS TECHNICIAN 24.5%
VUTILITIES MAINTENANCE TECHNICIAN 13.8%

Market Maximums

The pay range maximum averages, and how they compare to the City’s, are also detailed in
Exhibit 4C. The City is, on average, 12.6 percent below the market at the maximum of its
salary bands for these 72 classifications.

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

e Atthe market maximum, 66 of the 72 positions fell below the average, averaging 16.3
percent below. These 66 positions represent 91.7 percent of the total number of
positions surveyed.

e Of these 66, 50 fell more than 10.0 percent below the market maximum. These 50
positions are displayed in Exhibit 4H.
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EXHIBIT 4H
CLASSIFICATIONS MORE THAN 10% BELOW THE MAXIMUM

Classification % Diff

ASSISTANT FIRE CHIEF -10.1%
DIRECTOR OF ADMINISTRATIVE SERVICES -10.6%
GIS ANALYST/DATABASE SPECIALIST -10.9%
RECREATION SUPERVISOR -11.1%
UTILITIES ADMINISTRATOR/ASSISTANT PUBLIC WORKS DIRECTOR -11.7%
WATER PLANT OPERATOR A -12.3%
DISTRIBUTION OPERATOR 2 -12.5%
METER READER -13.2%
CUSTOMER SERVICE CLERK -13.6%
WATER PLANT OPERATOR B -14.3%
FLEET MECHANIC -14.3%
SENIOR ACCOUNTANT -14.3%
PRINCIPAL PLANNER/ECONOMIC DEV COOR -14.3%
MULTIMEDIA COORDINATOR -14.3%
WASTEWATER PLANT CHIEF OPERATOR -14.6%
WATER PLANT OPERATOR C -14.8%
ENVIRONMENTAL SPECIALIST -14.9%
I.T. NETWORK INFRASTRUCTURE & SECURITY ANALYST -15.0%
ZONING & PLANNING TECHNICIAN -15.0%
INFORMATION TECHNOLOGY ADMINISTRATOR -15.2%
FLEET SUPERVISOR -15.6%
WASTEWATER PLANT OPERATOR C -15.6%
LEAD DISTRIBUTION OPERATOR -16.1%
WASTEWATER PLANT OPERATOR B -16.1%
DIRECTOR OF LEISURE SERVICES -16.2%
ASSISTANT LEISURE SERVICES DIRECTOR -16.3%
FACILITIES MAINTENANCE WORKER -16.3%
LEAD PROCUREMENT ANALYST -16.9%
DISTRIBUTION & COLLECTION SUPERVISOR -17.1%
FIRE & EMS CHIEF -17.2%
DIRECTOR OF LIBRARY -17.3%
WASTEWATER PLANT OPERATOR A -17.5%
WATER PLANT CHIEF OPERATOR -18.1%
LEAD FLEET MECHANIC -19.2%
PROJECT SUPERVISOR -20.1%
PROCUREMENT TECHNICIAN -21.9%
HUMAN RESOURCES TECHNICIAN -22.6%
UTILITIES MAINTENANCE MECHANIC -22.6%
MANAGEMENT ANALYST -23.1%
HUMAN RESOURCES DIRECTOR -24.1%
ADMINISTRATIVE ASSISTANT -24.7%
SUSTAINABILITY COORDINATOR -25.8%
FINANCE ADMINISTRATOR -26.5%
ENGINEER | -27.8%
DIRECTOR OF PLANNING & REDEVELOPMENT -27.9%
LEAD FACILITIES MAINTENANCE WORKER -28.5%
COMMUNICATIONS SPECIALIST -33.4%
ARTS COORDINATOR -44.8%
RECREATION COORDINATOR -47.2%
COMMUNICATIONS & MARKETING ADMINISTRATOR -70.8%
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e Of the 72 surveyed positions receiving sufficient response, six were above the market
maximum. These six positions represent 8.3 percent of the total number of positions
surveyed.

e Ofthe six positions above market maximum average, two of them were more than 10.0

percent above the market maximum. The positions are displayed in Exhibit 4l.

EXHIBIT 41
CLASSIFICATIONS MORE THAN 10% ABOVE THE MAXIMUM

Classification

PUBLIC WORKS TECHNICIAN 21.7%
UTILITIES MAINTENANCE TECHNICIAN 11.4%

4.3 SALARY SURVEY CONCLUSION

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

The main summary points of the market study are as follows:

e Being below market minimum may make it difficult to attract new applicants. The City
is approximately 2.7 percent below the market minimum overall and more than 10%
below on 20 classifications.

e The City is below market midpoint overall with 81.9 percent of the classifications
receiving sufficient data averaging 14.2 percent below market midpoint. Having your
midpoint compensation competitive to the market is advantageous in keeping quality
employees and having those employees refer the next generation of employees.

e The City is approximately 12.6 percent below the market maximum. When the
maximum is below market, it can indicate compression in the compensation plans.
Turnover can also increase if the compensation plans decrease relative market from
minimum to maximum.

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

Chapter 5 — Benefits Survey Results

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

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

Exhibit 5A provides a list of the 10 target peers from which full or partial benefits data were
obtained for this analysis.

EXHIBIT 5A
BENEFITS SURVEY RESPONDENTS

Target Name

Bradenton, FL
Clearwater, FL
Dunedin, FL

Lakeland, FL

Largo, FL

Safety Harbor, FL

St. Petersburg, FL
Tampa, FL

Hillsborough County, FL
Pinellas County, FL
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5.1 EMPLOYEE INSURANCE COVERAGES AND MISCELLANEOUS BENEFITS

Exhibit 5B displays a basic overview of peer organization size, benefits as a percentage of
total compensation, and the average number of health plans offered. Market peers have an
average of 2,216 full-time employees and 176 part-time employees. Comparatively, Oldsmar
has 144 full-time employees and 22 part-time employees.

EXHIBIT 5B
OVERALL BENEFITS INFORMATION
Organization Demographics Peer Average Oldsmar ‘
Full-Time Employees 2,216 | 92.7% | 144 87.9%
Part-Time Employees 176 7.3% 22 12.1%
Benefits as a Percentage of Total Compensation 28.1% 36.0%
Average Number of Health Plans Offered 2.9 1

Exhibit 5B also displays that the average number of health plans offered by peers (any
combination of HMO, PPO, High Deductible, or other type of plan) is 2.9. Oldsmar offers one
PPO health plan.

5.2 HEALTH PLANS

Exhibit 5C displays data on the types of health plans offered by peers. As can be seen, 50
percent offer a PPO plan, 90% offer HSA and 50% offer other types of plans. The data show
that the percentage of an individual employee’s premium paid by the employer is, on average,
94 percent for HSA plans, and then decreases from there for the other plans. For employee
plus child plans and employee plus spouse plans, the percent employers contribute varies
from 86 to 78. For employee plus family plans, employers contribute 80 percent for HSA plans
and 76 - 72 percent for other plans. Shown at the bottom of Exhibit 5C, Evergreen surveyed
respondents for health plan deductible and co-pay amounts.
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Compensation and Classification Study for the City of Oldsmar, FL

EXHIBIT 5C

OVERVIEW OF HEALTH PLANS OFFERED BY PEERS

Health Plan Premiums & Deductibles P:\?err:gleo Ij\eveerr:gseA o?veerrz?ens

Plan offered? (% Yes) 50% 100.0% 90.0% 50.0%

DAL DU (it e $728.13 $775.48 $697.02 $734.94

employee premium paid by employer

PERCENTAGE (monthly) of employee 38.7% 91.3% 94.1% 36.5%

premium paid by employer ‘ . ' ’

DOLLAR AMOUNT (monthly) of $96.16 $82.96 $39.68 $117.35

employee premium paid by employee ’ : ) ’

PERCENTAGE (monthly) of employee 11.3% 8.7% 5 99 13.59%

premium paid by employee ‘ : ' ’

Individual Maximum Deductible In

Network $833.33 $950.00 $2,018.75 $1,012.50

Individual Maximum Deductible Out

of Network $750.00 $1,993.75 $4,618.75 $4,275.00

DOLLAR AMOUNT (monthly) of

employee plus child premium paid by $1,132.08 $1,228.99 $1,161.35 $1,252.33

employer

PERCENTAGE (monthly) of employee 79.3% 79.5% 86.0% 80.1%

plus child premium paid by employer ) . ' )

DOLLAR AMOUNT (monthly) of

employee plus child premium paid by $298.30 $323.94 $186.44 $354.57

employee

PERCENTAGE (monthly) of employee 20.7% 20.5% 14.0% 19.9%

plus child premium paid by employee ’ . ‘ ’

Employee Plus Child Maximum

Deductible In Network $2,125.00 $2,050.00 $2,825.00 $6,000.00

Employee Plus Child Maximum

Deductible Out of Network $2,250.00 $2,580.00 $6,225.00 $13,550.00

DOLLAR AMOUNT (monthly) of

employee plus spouse premium paid $1,132.01 $1,267.86 $1,202.68 $1,252.33

by employer

PERCENTAGE (monthly) of employee

plus spouse premium paid by 78.0% 79.4% 85.1% 80.1%

employer

DOLLAR AMOUNT (monthly) of

employee plus spouse premium paid $317.80 $334.14 $204.51 $354.57

by employee

PERCENTAGE (monthly) of employee

plus spouse premium paid by 22.0% 20.6% 14.9% 19.9%

employee

Employee Plus Spouse Maximum

Deductible In Network $2,125.00 $2,050.00 $2,825.00 $6,000.00

Employee Plus Spouse Maximum

Deductible Out of Network $2,250.00 $2,580.00 $6,225.00 $13,550.00
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EXHIBIT 5C (CONTINUED)
OVERVIEW OF HEALTH PLANS OFFERED BY PEERS

Health Plan Premiums & Peer HMO Peer HSA Other Plans
Deductibles Average Average Average
Plan offered? (% Yes) 50.0% 100.0% 90.0% 50.0%
DOLLAR AMOUNT (monthly) of
employee plus family premium $1,434.77 $1,650.46 $1,469.96 $1,674.13

paid by employer
PERCENTAGE (monthly) of
employee plus family premium 72.5% 76.6% 80.7% 74.5%
paid by employer

DOLLAR AMOUNT (monthly) of
employee plus family premium $544.12 $507.32 $333.05 $638.17
paid by employee
PERCENTAGE (monthly) of
employee plus family premium 27.5% 23.4% 19.3% 25.5%
paid by employee

Employee Plus Family Maximum
Deductible In Network

Employee Plus Family Maximum
Deductible Out of Network

$1,562.50 $2,171.43 $4,757.14 $3,333.33

$1,375.00 $3,237.50 $9,414.29 $8,650.00

For comparison purposes, a summary of the plan offered by Oldsmar is displayed in Exhibit
5D. As can be seen, Oldsmar offers one PPO plan. Oldsmar covers 100 percent of the
premiums for individual coverage for the plan, 76.1 percent of the premiums for employee
plus child, 70.2 percent for employee plus spouse, and 63.8 percent of the premiums for
employee plus family for the plan.

Employer health care contributions are becoming a significant factor in employee recruitment
and retention. Oldsmar’s recent increase in employer contribution is an important
improvement but still places the City behind the market average. It is recommended the City
continue to make incremental progress to dependent care contributions to eliminate any
competitive advantage in the marketplace.
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EXHIBIT 5D

HEALTH PLANS OFFERED BY THE CITY OF OLDSMAR, FL

Health Plan Premiums & Deductibles

City of Oldsmar, FL

PPO

Which employee groups or bargaining units are covered by the health plan? All
PERCENTAGE (monthly) of Employee premium paid by employer 100%
DOLLAR AMOUNT (monthly) of Employee premium paid by employer $926.09
PERCENTAGE (monthly) of Employee Plus Child premium paid by employer 76.1%
DOLLAR AMOUNT (monthly) of Employee Plus Child premium paid by $1,075.68
employer 075,
PERCENTAGE (monthly) of Employee Plus Spouse premium paid by employer 70.2%
DOLLAR AMOUNT (monthly) of Employee Plus Spouse premium paid by $1141.64
employer T
PERCENT (monthly) of Employee Plus Family premium paid by employer 63.8%
DOLLAR AMOUNT (monthly) of Employee Plus Family premium paid by $1240.27
employer T
Individual maximum Deductible $1,000.00
Employee Plus Child maximum Deductible $2,000.00
Employee Plus Spouse maximum Deductible $2,000.00
Employee Plus Family maximum Deductible $2,000.00

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

Exhibit 5E shows that 100 percent of employers offer access to one or more employee paid
dental plan options, while 30 percent of peers offer employer paid dental insurance. The
average cost to peers for employee only dental coverage is $23.47 while the average
employer cost for employee plus dependent coverage is $45.39. This data should not be used
as a foundation to make decisions. The employee’s premiums for optional employee paid
plans averaged $23.60 for employee only coverage while the average employer cost for
employee plus dependent coverage is $69.97. Oldsmar does offer a dental plan as part of

health plans.

% Evergreen Solutions, LLC

Page 5-5





Chapter 5- Benefits Survey Results

Compensation and Classification Study for the City of Oldsmar, FL

Question

Does your organization offer
employees Dental insurance? (%
Yes)

EXHIBIT 5E
DENTAL COVERAGE QUESTIONS

Peer
Percentage
Offering a

Separate

City of
Oldsmar, FL
Offering

Employer Paid Employer Paid

Plan

30.0%

Yes

Peer
Percentage
Offering
Employee
Paid Option

100%

City of
Oldsmar, FL
Offering a
Separate
Employee
Paid Option

Yes

Monthly Cost to Employer for
Individual coverage?

$23.47

$31.62

Monthly Cost to Employer for
Employee Plus Dependent
coverage?

$45.39

$31.62

Exhibit 5F shows that 10.0 percent of peers offer an employer paid vision insurance for
employees, while 100 percent offer an employee paid vision plan option. The average cost to
peers for vision coverage is embedded in the medical plan. This data should not be used as a
foundation to make decisions. The employee’s premiums for optional employee paid plans
averaged $4.21 for employee only coverage while the average employer cost for employee
plus dependent coverage is $12.14. Oldsmar does offer both employer and employee paid
vision insurance. The employee cost for employee plus dependent coverage is $13.36 per

month.

EXHIBIT 5F
VISION COVERAGE QUESTIONS

Peer Peer City of
Percentage City of Percentage Oldsmar, FL
: Offering a Oldsmar, FL ag Offering a
Question : Offering
Separate Offering Separate
. Employee
Employer Employer Paid Paid Obtion Employee
Paid Plan P Paid Option
Does your organization offer
employees Vision insurance? (% 10.0% Yes 100% Yes
Yes)
Monthly Cost to Employer for Embedded in
Individual coverage? Medical Plan PR »4.21 i
Monthly Cost to Employer for Embedded in $13.36 i i
Employee Plus Family coverage? Medical Plan ’
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For short-term disability coverage, 44.4 percent of responding peers offer an employer paid
plan and 33.3 percent offer an employee paid plan as displayed in Exhibit 5G. The monthly
cost to employer for individual coverage varies based on salaries for employee only coverage.
On average, peers pay an average of 65.3 percent of salary at the time of a disability. Oldsmar
does not offer employer or employee paid short-term disability coverage.

EXHIBIT 5G
SHORT-TERM DISABILITY COVERAGE QUESTIONS

Does your What Percent of
organization LAeldily Coseies Salary Does
Short-Term Disability Employer for Individual Y
offer the coverage? Employee
following? ger Receive?
Employer Paid 44.4% Depends on Salary 65.3%
Coverage City of Oldsmar, FL No - -
Plans Employee Paid 33.3% - 60.0%
City of Oldsmar, FL No - -

At about double short-term disability coverage, 88.9 percent of responding peers offer an
employer paid long-term disability plan and 33 percent offer an employee paid plan as
displayed in Exhibit 5H. On average, employer paid plans pay 55.3 percent of salary at the
time of a disability and employee paid plans paid an average of 35 percent of salary. Oldsmar
provides an employee paid long-term disability plan that gives employees 60 percent of their
salary at the time of disability.

EXHIBIT 5H
LONG-TERM DISABILITY COVERAGE QUESTIONS

Does your

s organization Monthly Cost to Employer for BT e
Long-Term Disability - Salary Does
offer the Individual coverage? ;
: Employee Receive?
following?
Employer Paid 88.9% Depends on Salary 65.3%
Coverage City of Oldsmar, FL No
Plans Employee Paid 33% Depends on Salary 35%
City of Oldsmar, FL Yes Age Banded 60%
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Exhibit 51 summarizes the life insurance offerings of responding peers and Oldsmar. Overall,
100 percent of the responding peers offer life insurance and 80 percent indicated that they
offer optional dependent coverage. Oldsmar offers employer-paid life insurance and
additional voluntary life insurance policies.

Of the responding peers, 80 percent indicated providing accidental death and
dismemberment insurance, 80 percent indicated providing dependent coverage option.
Oldsmar offers accidental death and dismemberment insurance and dependent coverage.

EXHIBIT 51
LIFE INSURANCE

Peer
Life Insurance Percentage FEED City of Oldsmar, FL
Average
Yes
Is employer-paid life insurance offered? 100% - Yes
Cost (monthly) to employer for individual coverage - Dezglr:i\s/ on Depends on Salary
Dollar amount of death benefit - Varies - BN S22 i
Employee
Dollar amount of accidental death benefit - Varies 1 x Annual Salary of
Employee
Is Optional dependent coverage offered? 80.0% - Yes
Can the employee purchase (additional) life insurance if desired? 100% - Yes
Is accidental death and dismemberment insurance provided? 80% - Yes

5.3 EAP, TUITION REIMBURSEMENT, 529 PLANS, AND FINANCIAL PLANNING

Exhibit 5) displays questions regarding Employee Assistance Programs. As shown, 100
percent of participating peers offer EAP. For 100 percent of respondents, benefits are
available to family members in addition to the employee. On average, peers provide 5.5 EAP
visits. Oldsmar offers EAP with three annual visits and allows the benefits to be available to
family members in addition to the employee.

EXHIBIT 5J
EMPLOYEE ASSISTANCE PROGRAMS

Peer City of
EAP Percentage Yes FER IS Oldsmar, FL
Is an EAP offered? 100% - Yes
Are benefits available to family members as well as 100% i Yes
the employee?
Number of Annual EAP Visits Provided - 5.5 3
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Exhibit 5K displays questions regarding Tuition Reimbursement. As shown, 90 percent of the
responding peers indicated that they have provisions to provide some type of tuition
reimbursement for employees. On average, peer tuition reimbursement limit was $2,450.
Oldsmar offers tuition reimbursement.

EXHIBIT 5K
TUITION REIMBURSEMENT
" . Peer City of
Tuition Reimbursement Percentage Yes Peer Average Oldsmar, FL
Is Tuition Reimbursement offered? 90% - Yes
Tuition Reimbursement Limit = $2,450 -No limit

5.4 RETIREMENT

Exhibit 5L displays that the average number of plans offered by peers is 3.1 while Oldsmar
has one plan. Respondents indicated that their plans are a mix of state plan and other plans.

EXHIBIT 5L
NUMBER OF RETIREMENT PLANS

Peer City of

Retirement Plans

Average Oldsmar, FL

How many types of retirement plans/systems are used by your

organization? 3.1 1

Exhibit 5M provides questions regarding retirement details. On average, participating peers
offer eight and one-half years to fully vest. As shown, 50 percent of participating peers’
retirement plan offers a disability provision. For participating peers, organization contribution
to this retirement option varied by job type while the employee contributes, on average, 6.8
percent of their salary.

Oldsmar offers a 401(a) plan.

EXHIBIT 5M
RETIREMENT DETAILS

Retirement Plans Peer Average \ City of Oldsmar, FL
Primary Retirement Plan 60% 401(a)
Type of Plan (define contribution, defined benefit, other?) Varies Defined Contribution
Years to Fully Vest 8.5 6
What p'ercent of sa!ary does the organization contribute to 10.4% 8%
this retirement option?
What percent of salary does the employee contribute to 0

this retirement option? 6.8%
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Exhibit 5N shows that 60 percent offer additional retirement options. As can be seen, 70
percent of peer respondents offer a 401k, 401a, 403(b), 457, or similar plan. Oldsmar offers
a 401(a), two 457(b) plans and a Roth 457(b) option.

EXHIBIT 5N
ADDITIONAL RETIREMENT OPTIONS

If so, how
Peer Does employer much City of
Retirement Provisions Percentage contribute to percentage y
. - Oldsmar, FL
Yes these options? is
contributed?
Do you provide additional retirement
. 0.0% -

options?
Is D.R.O.P. offered? 33.3% - - No
Is a 401k, 401a, 403(b), or 457 20% Yes Varies Yes
offered?

Exhibit 30 shows that 90 percent of participating peers offer health insurance to retired
employees. Additionally, 80 percent of respondents offer dental insurance to retired
employees while 70 percent offer life insurance to retired employees. Oldsmar offers health
and dental insurance to retired employees.

EXHIBIT 50
INSURANCE FOR RETIREES

Insurance for Retirees e City of Oldsmar, FL
Average
0,
Does your organization offer health insurance to retired employees? 90% ves
Does your organization offer dental insurance to retired employees? 80% Yes
o - . 70% N
Does your organization offer life insurance to retired employees? 0 °

5.5 EMPLOYEE LEAVE, HOLIDAYS, AND COMPENSATORY TIME

Exhibit 5P provides the average minimum and maximum accrual rates the average years of
service required to achieve the maximum accrual rate for Sick Leave, Annual/Vacation Leave,
and Paid Time off (PTO) leave for respondents.
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EXHIBIT 5P
LEAVE TIME ACCRUAL
Years of service Minimum Years of service Maximum Maximum
Leave Organization required to begin Accrual Rate required to begin Accrual Rate  Accrual in
Accrual E accruing the in Hours accruing the in Hours Hours
minimum rate? (Monthly) maximum rate? (Monthly) (Cap)
Sick Peer Average 88.9% 0 7.6 4 8.5 86.1
Leave City of Oldsmar, FL |  Yes 0 8 0 8 552
Annual/ | peer Average 100% 0 10 17.4 18 189.5
Vacation
Leave City of Oldsmar, FL Yes 0 8 15 18 432
Paid- Peer Average 33.3% 0 16 0 16 16
Time Off City of Oldsmar, FL No - - - - -

As shown, 83.3 percent of peers reported that employees accrue personal leave while 33.3
percent of peers reported that employees accrue paid time off. All respondents reported
offering annual/vacation leave.

Oldsmar offers sick leave and annual/vacation leave and does not offer paid time off.

Exhibit 5Q summarizes respondent policies regarding sick and vacation leave payout. Sick
leave is paid out upon voluntary separation in 57.1 percent of responding peer organizations.
Unused sick leave counts towards retirement in 33.3 percent of participating peers. Vacation
leave is paid out upon voluntary separation in 70 percent of responding peer organizations,
and vacation leave is paid out upon involuntary separation in 60 percent of responding peer
organizations.

Oldsmar does not pay out sick leave upon voluntary and involuntary separation but does pay
out vacation leave upon voluntary and involuntary separation. In addition, accrued sick leave
is paid out at a prorated amount based on years of service at retirement.
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EXHIBIT 5Q
SICK AND VACATION LEAVE PAYOUT

Peer Peer Gty i
Sick and Vacation Leave Policies Oldsmar,

Percentage Yes Average FL
I ick | i I
s unuse?d sick leave paid out upon voluntary 57 1% i No
separation?
Max dollars of sick leave paid out upon voluntary $8,000
separation ’
I ick | i invol
s unusgd sick leave paid out upon involuntary 14.3% i No
separation?
Max hours of sick leave paid out upon involuntary
separation
Can unused sick leave count towards retirement? 33.3% - Yes
Max hours of sick leave that can count towards
retirement i >0% Up to 276
I d I tion | id out
s unused annua /yaca ion leave paid out upon 70.0% i Yes
voluntary separation?
Max hours of annual/vacation leave paid out upon i 296 i
voluntary separation
I d I tion | id out
's unused annua /ve?ca ion leave paid out upon 60.0% i Ves
involuntary separation?
Max hours of annual/vacation leave paid out upon i 296 i

involuntary separation

The percentage of peers that offer various holidays are shown in Exhibit 5R. On average,
peers offer 11.5 holidays to employees, compared to 11 offered by Oldsmar. Evergreen
recommends adding Veteran’s Day to the list of observed holidays. The number of Holidays
offered is currently below the market peer average. This recommendation will result in a
minimal impact and cost to citizens with added benefit for employees.
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EXHIBIT 5R
HOLIDAYS
Holidays Obs_erv_ed by Peer Perclj::tra ge City of
Organizations Yes Oldsmar, FL
New Year's Day 100.0% Yes
New Year's Eve 10.0% No
Martin Luther King, Jr. Day 100.0% Yes
Lincoln's Birthday 0.0% No
Presidents Day 40.0% Yes
Good Friday 30.0% No
Easter 0.0% No
Memorial Day 100.0% Yes
Juneteenth 30.0% No
Independence Day 100.0% Yes
Labor Day 100.0% Yes
Veteran’s Day 100.0% No
Thanksgiving Day 100.0% Yes
Day after Thanksgiving 100.0% Yes
Christmas Eve 60.0% Yes
Christmas Day 100.0% Yes
Personal Holiday 40.0% Yes
Employee Birthday 20.0% No
Other 20.0% No
Total Number of Holidays 11.5 11

Exhibit 5S shows that 60 percent of participating peers offer longevity pay; 70 percent offer
merit raises; 10 percent offer merit bonuses; and 50 percent offer some other incentive pay
program. Oldsmar offers annual merit raises, an annual Cost Of Living Adjustment (COLA), and
licensure incentive programs, but does not offer longevity pay.
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EXHIBIT 5S
INCENTIVE PAY PROGRAMS
Types of Longevity Pay, Bonuses, or Incentive Peer Percentage Yes Oldsmar
Pay Programs
Does your organization offer: Longevity Pay? 60.0% No
Does your organization offer: Merit Raises? 70.0% Yes
Does your organization offer: Merit Bonuses? 10.0% No
COLA, CDL,

Licensure, Years of
Service Monetary
Does your organization offer: other programs? Awards

50%

5.6 STANDBY / ON CALL PAY

In reviewing peers regarding standby/on call pay, we found that approximately 75% included
salaried employees in the program. We observed that weekly rates of $450 were paid to
employees in a salaried category. Collective Bargaining agreements also dictate how a peer
pays employees that are on stand-by. Hillsborough County and Pinellas County both pay one
hour of regular pay for each eight-hour period on stand-by status. The City of Oldsmar pays
two hours of regular pay for each eight-hour period on stand-by.

When considering exempt employees that are required to be part of a stand-by or on call
rotation schedule, you will want to look at how many hours they would typically be required to
be on the schedule and how many hours they would then average working extra as a result of
that schedule. If they are consistently getting a significant amount of extra hours, you may
want to adjust their annual salaries accordingly.

After observing the market for standby pay, Evergreen Solutions recommends the City of
Oldsmar pay a weekly rate of $450 to salaried employees in the weeks they are required to
be on standby. This modification will eliminate the competition's ability to use standby pay as
a differentiator for talent recruitment and retention, especially in the utility sector.

5.7 SUMMARY

Overall, Oldsmar was found to be comparable to the market with respect to the benefits
portion of total compensation. The results were not surprising in that when single benefits
were analyzed in isolation, some of Oldsmar’s offerings appeared more or less generous than
those offered by peers. When taken as a whole, the total package appeared to be ahead of
market. Oldsmar can continue to make progress and possibly create a competitive advantage
by increasing employer contributions and improving stand-by reimbursement.
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EVERGREEN SOLUTIONS, LLC

Chapter 6 - Recommendations

After reviewing the information provided in the preceding sections of this report, Evergreen
developed recommendations to modernize the compensation structure for the City of
Oldsmar, FL that align with their compensation philosophy and continued pursuit of
excellence. Working closely with City leadership, an approach was developed that applies the
optimal implementation methodology to the unique classifications of employees that exist
within the organization. An effort was made to build on the strong foundational elements of
the existing pay plan while simultaneously incorporating forward thinking modifications to help
improve the competitive position of the City in the market in which they compete for talent.
The analysis of the City’s classification and compensation system revealed some areas of
opportunity for improvement and City staff was engaged in how best to deliver improved
outcomes for employees while never losing sight of the importance of the fiscal impact any
changes could have on the City overall. Evergreen focused primarily on developing a more
competitive pay plan, as well as reviewing and making recommendations to the classification
structure. When implemented, the study goals of creating internal and external equity while
maintaining fiscal sustainability for the organization will have been realized. With the
establishment of this new compensation structure, we believe the City will continue to be set
apart as the employer of choice in the region for public sector employees. Study
recommendations, as well as the findings that led to each, are discussed in this chapter.

6.1 CLASSIFICATION SYSTEM

An organization’s classification system establishes how its human resources are employed to
perform its core services. The classification system consists of the titles and descriptions of
the different classifications, or positions, which define how work is organized and assigned. It
is essential that the titles and descriptions of an organization’s classifications accurately
depict the work being performed by employees in the classifications to ensure equity within
the organization and to enable comparisons with positions at peer organizations. The purpose
of a classification analysis is to identify such issues as incorrect titles and/or inconsistent
titles across departments.

In the analysis of the City’s classification system, Evergreen collected classification data
through the Job Assessment Tool (JAT) and Management Issues Tool (MIT) processes. The
JATs, which were completed by employees and reviewed by their supervisors, provided
information about the type and level of work being performed for each of the City’s
classifications. In addition, the MIT process provided supervisors an opportunity to provide
specific recommendations regarding the pay or classification of positions in their areas.
Evergreen reviewed and utilized the data provided in the JATs and MITs as a basis for the
classification recommendations below.

The employee participation of almost 100% is far better than what we see from most
organizations and exceeded the national average of 70% by a wide margin. This high level of

Z
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participation provided a very defensible data set that, when combined with the market results,
led to a strong final product. The collaborative nature of this engagement cannot be
understated as the City project team was very involved in the process and actively looking for
the best solution for City employees, not the easiest solution. The results are a fiscally
sustainable pay plan that is fair internally and competitive to market.

FINDING

Overall, the classification system utilized by the City was sound. However, there were a few
instances of titles that could be modified to better reflect the tasks assigned to the position.

RECOMMENDATION 1: Revise the titles of some classifications to better reflect job duties.

Some titles were revised to better reflect the duties associated with the position and some
new titles were added. This review and subsequent updates to the pay plan include all
budgeted positions. The foundation for these recommendations was the work performed by
employees as described in their JATs, best practice in the Human Resources field, or unique
needs which required a specific titling method.

6.2 COMPENSATION SYSTEM

A comprehensive compensation study improves the fairness, transparency and
competitiveness of an organization's pay structure, which can lead to increased employee
engagement. Employees who feel that their pay is fair and competitive may be more engaged
and motivated at work, leading to better performance and outcomes for the organization.

The compensation system analysis consisted of two parts: an external market assessment
and an internal equity assessment. During the external market assessment, the City’s pay
ranges for selected benchmark classifications were compared to the average of the identified
market. Details regarding the external market assessment were provided in Chapter 4 of this
report.

During the internal equity assessment, consideration of the relationships between positions
and the type of work being performed by the City employees were reviewed and analyzed.
Specifically, a composite score was assighed to each of the classifications that quantified the
classification’s level of five separate compensatory factors (leadership, working conditions,
complexity, decision-making, and relationships). The level for each factor was determined
based on responses to the JAT. The results of both analyses were utilized when developing
the recommendations below.

FINDING

The City’s salary ranges were found to be slightly behind market at the 50t percentile for the
survey minimum, midpoint and maximum. Revising the pay plan would allow the City to
achieve its’ preferred compensation philosophy and provide an improved ability to attract, hire
and retain quality employees.

RECOMMENDATION 2: Revise the City’s current open-range pay plan; slot all classifications
into the plan based on external and internal equity; and implement as recommended.
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Exhibit 6A shows the revised open-range pay plan for all employees. This pay plan has 47 pay
grades, with range spreads of 55 percent with starting minimum pay of $15.00/hr.

EXHIBIT 6A
PROPOSED PAY PLAN - ANNUAL

Grade Minimum Midpoint Maximum Range
Spread
101 S 31,200.00 $ 39,780.00 S 48,360.00 55.0%
102 $ 32,136.00 S 40,973.40 S 49,810.80 55.0%
103 S 33,100.08 S 42,202.60 $ 51,305.12 55.0%
104 S 34,093.08 S 43,468.68 S 52,844.28 55.0%
105 S 35,115.87 S 44,772.74 S 54,429.61 55.0%
106 S 36,169.35 S 46,115.92 $ 56,062.49 55.0%
107 S 37,254.43 S 47,499.40 S 57,744.37 55.0%
108 S 38,372.06 S 48,924.38 S 59,476.70  55.0%
109 $ 39,523.23 S 50,392.11 S 61,261.00 55.0%
110 S 40,708.92 $ 51,903.88 $ 63,098.83 55.0%
111 S 41,930.19 $ 53,460.99 S 64,991.80 55.0%
112 $ 43,188.10 S 55,064.82 S 66,941.55 55.0%
113 S 44,483.74 S 56,716.77 S 68,949.80 55.0%
114 S 4581825 S 5841827 S 71,018.29 55.0%
115 S 47,192.80 S 60,170.82 S 73,148.84 55.0%
116 S 48,608.58 S 61,975.94 S 75,343.30 55.0%
117 S 50,066.84 S 63,835.22 S 77,603.60 55.0%
118 S 51,568.85 S 65,750.28 S 79,931.71 55.0%
119 $ 53,11591 S 67,722.79 S 82,329.66 55.0%
120 S 54,709.39 S 69,754.47 S 84,799.55 55.0%
121 S 56,350.67 S 71,847.10 S 87,343.54 55.0%
122 S 58,041.19 S 74,002.52 S 89,963.85 55.0%
123 S 59,782.43 S 76,222.59 S 92,662.76  55.0%
124 S 61,575.90 $ 78,509.27 $ 95,442.64 55.0%
125 S 63,423.18 S 80,864.55 S 98,305.92 55.0%
126 S 65,325.87 S 83,290.49 S 101,255.10 55.0%
127 S 67,285.65 S 85,789.20 S 104,292.75 55.0%
128 S 69,304.22 S 88,362.88 S 107,421.54  55.0%
129 S 71,383.34 S 91,013.76 S 110,644.18 55.0%
130 S 73,524.84 S 93,744.18 S 113,963.51  55.0%
131 S 7573059 S 96,556.50 S 117,382.41  55.0%
132§ 78,002.51 S 99,453.20 S 120,903.89  55.0%
133 S 80,342.58 S 102,436.79 S 124,531.00 55.0%
134 S 82,752.86 $ 105,509.90 $ 128,266.93  55.0%
135 S 8523545 S 108,675.19 S 132,114.94 55.0%
136 S 87,792.51 S 111,935.45 S 136,078.39  55.0%
137 S 90,426.28 S 115,293.51 S 140,160.74 55.0%
138 S 93,139.07 $ 118,752.32 S 144,365.56  55.0%
139 S 95,933.24 S 122,314.89 S 148,696.53  55.0%
140 $ 99,770.57 $ 127,207.48 S 154,644.39  55.0%
141 S 103,761.40 S 132,295.78 S 160,830.17 55.0%
142 $ 107,911.85 S 137,587.61 S 167,263.37  55.0%
143 $ 112,228.33 S 143,091.12 S 173,953.91 55.0%
144 $ 116,717.46 S 148,814.76 $ 180,912.06 55.0%
145 S 121,386.16 S 154,767.35 S 188,148.55  55.0%
146 S 126,241.61 S 160,958.05 S 195,674.49  55.0%
UNG - - - -
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Exhibit 6B shows the hourly rates for the proposed pay plan. This pay plan has 47 pay
grades, with range spreads of 55 percent.

EXHIBIT 6B

PROPOSED PAY PLAN - HOURLY

Grade Minimum Midpoint

101
102
103
104
105
106
107
108
109
110
111
112
113
114
115
116
117
118
119
120
121
122
123
124
125
126
127
128
129
130
131
132
133
134
135
136
137
138
139
140
141
142
143
144
145
146
UNG

RO U ¥ s ¥ A ¥ ¥ ¥ V¥ 2 ¥ ¥ ¥ ¥ 2 ¥ ¥ ¥ ¥ ¥ ¥ ¥ Y ¥ Y ¥ e ¥ ¥ Y ¥ ¥ ¥ ¥ ¥ SR Vo S V0 SR Vo R V2 R V2 S V2

15.00
15.45
15.91
16.39
16.88
17.39
17.91
18.45
19.00
19.57
20.16
20.76
21.39
22.03
22.69
23.37
24.07
24.79
25.54
26.30
27.09
27.90
28.74
29.60
30.49
31.41
32.35
33.32
34.32
35.35
36.41
37.50
38.63
39.79
40.98
42.21
43.47
44.78
46.12
47.97
49.89
51.88
53.96
56.11
58.36
60.69

R U ¥ ¥ ¥ ¥ U e ¥ o V¥ o V¥ ¥ 2 ¥ ¥ ¥ ¥ ¥ ¥ ¥ Y ¥ o Y ¥ Y ¥ Y ¥ Y ¥ Y e ¥ SV T V2 S Vo S V0 S Vo S V2 SR Vo S V0 SR Vo V0 TR Vo B V2

19.13
19.70
20.29
20.90
21.53
22.17
22.84
23.52
24.23
24.95
25.70
26.47
27.27
28.09
28.93
29.80
30.69
31.61
32.56
33.54
34.54
35.58
36.65
37.74
38.88
40.04
41.24
42.48
43.76
45.07
46.42
47.81
49.25
50.73
52.25
53.82
55.43
57.09
58.81
61.16
63.60
66.15
68.79
71.55
74.41
77.38

Maximum

RV TE Vo SRR Vot Vo SRR Vo TR Vo SR Vo S ¥ SRR Vo SR Vo S Vo S ¥ SR Vo S Vo SR Vo S V2 SRR Vo S V2 SR Vo SR Vo SR Vo SR Vo SRR Vo SR Vo SR Vo SR Vo SRR V2 SR Vo SR VA TR Vo SRR Vo T Vo SRR VT Vo SRR VA SR Vo SR Vo S V2 SR Vo S V0 SR Vo SR V2 SR Vo SR VR Vo SRR Vo

23.25
23.95
24.67
25.41
26.17
26.95
27.76
28.59
29.45
30.34
31.25
32.18
33.15
34.14
35.17
36.22
37.31
38.43
39.58
40.77
41.99
43.25
44.55
45.89
47.26
48.68
50.14
51.64
53.19
54.79
56.43
58.13
59.87
61.67
63.52
65.42
67.38
69.41
71.49
74.35
77.32
80.42
83.63
86.98
90.46
94.07

Range
Spread

55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
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Evergreen slotted each proposed classification into the appropriate pay range within the pay
plan. Both internal and external equity were analyzed when slotting the classifications.
Assigning pay grades to classifications requires a balance of internal equity, desired market
position, and recruitment and retention concerns. Thus, market range data shown in Chapter
4 were not the sole criteria for the proposed pay ranges. Some classifications’ grade
assignments varied from their associated market range due to the other factors mentioned
above.

After assigning pay grades to classifications, the next step was to develop optional methods
for transitioning employees’ salaries into the new pay plan. This was done by establishing
methods of calculating salaries in the proposed pay ranges and determining whether
adjustments were necessary. Evergreen developed, recommended, and provided several
options for implementing the proposed pay plan. Ultimately, a methodology that brought all
employees to their competitive market position and then adjusted further based on time in
current classification. The implementation options and associated costs are displayed in
Exhibit 6C.

EXHIBIT 6C
IMPLEMENTATION OPTIONS COST SUMMARY

Average
Number of X
. . Total Salary- Adjustment
Implementation Option Employees % of Payroll
Only Cost . for Impacted
Adjusted
Employees
Bring to Min S 219,567.97 69 S 3,182.14 2.9%
Class Parity S 443,586.55 109 S 4,069.60 5.9%

Bring to Minimum

This option only realigns employees who are below the minimum of their recommended range
by bringing them to the newly established minimum with no further adjustment. The salary-
only costs associated with bringing employees to the minimum of their range is included in
the implementation options above. If an employee’s current salary is higher than their grade
minimum projected salary, no adjustment is made; and, as such, no salaries are decreased
as part of this adjustment. This methodology ensures that all employee salaries are within the
adjusted pay plan. However, this methodology does not account for time in classification,
tenure with the organization or past experience employees may have outside of the City of
Oldsmar. The estimated salary-only cost for this adjustment is $219,567.97 affecting a total
of 69 employees.

30-Year Class Parity

Realigns employees in their salary range on the basis of how long they have been serving in
their current classification. This is done on a total 30-year basis, meaning employees with 30
or more years of experience in their current classification would be placed at maximum,
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whereas employees with 15 years would be placed at the midpoint of the range. If an
employee’s current salary is higher than their class parity projected salary, no adjustment is
made; and, as a result, no salaries are decreased as part of this adjustment. Years of service
can space out compressed employee salaries along the range based on time in classification.
The estimated salary-only cost for this adjustment is $443,586.55 affecting a total of 109
employees.

Wage compression and non-competitive salaries were the two main concerns identified as a
result of this study. It is for this reason that Class parity was recommended as the preferred
implementation option. Class parity brings employees to a market competitive position and
solves any instances of wage compression on the day of implementation.

6.3 SYSTEM ADMINISTRATION

The City’s compensation system will continue to require periodic maintenance. The
recommendations provided to improve the competitiveness of the plan were developed based
on conditions at the time the data was collected. Without proper upkeep, the potential for
recruitment and retention issues may increase as the compensation system becomes dated
and less competitive. Further recommendations on how to best maintain the pay plan are
included in this section.

RECOMMENDATION 3: Conduct small-scale salary surveys as needed to assess the market
competitiveness of hard-to-fill classifications and/or classifications with retention issues and
make changes to pay grade assignments if necessary.

While it is unlikely that the pay structure in total will need to be adjusted for several years, a
small number of classifications may need to be reassigned more frequently. If the City notices
high turnover or is experiencing difficulty recruiting one or more classifications, the City should
collect salary range data from peer organizations to determine whether an adjustment is
needed for the pay grade of the classification(s).

RECOMMENDATION 4: Conduct a comprehensive classification and compensation study
every three to five years.

Small-scale salary surveys can improve the market position of specific classifications, but it is
recommended that a full classification and compensation study be conducted every three to
five years to preserve both internal and external equity. Changes to classification and
compensation do occur, and while the increments of change may seem minor, they can
compound over time. A failure to react to these changes quickly has the potential to place the
City in a less than desirable position for recruiting and retaining quality employees.

RECOMMENDATION 5: Review and revise, as appropriate, existing pay practice guidelines
including those for determining salaries of newly hired employees, progressing employee
salaries through the pay plans and determining pay increases for employees who have been
promoted to a different classification.

The method of moving salaries through the pay plan and setting new salaries for new hires,
promotions, and transfers depends largely on an organization’s compensation philosophy. It
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is important for the City to have established guidelines for each of these situations, and to
ensure that they are followed consistently for all employees. Common practices for
progressing and establishing employee salaries are outlined below.

New Hire Salaries

Typically, an employee holding the minimum education and experience requirements for an
existing classification is hired at or near the classification’s pay grade minimum. Sometimes,
for recruiting purposes an organization might need to consider the ability to offer salaries to
new employees that consider prior related experience. It is recommended that the City
continue its current practices of establishing new hire salaries while preserving the internal
equity of employees’ salaries within each classification to the extent possible. Current
employees’ salaries should be improved, to some degree with the implementation of the new
plans and the proposed potential adjustments to employees’ salaries.

Salary Progression

There are several common methods for salary progression including cost of living adjustments
(COLA)across the board and performance-based (merit). The City currently utilizes merit to
progress salaries and has historically included a COLA in the annual budget as approved by
Council. It is recommended that the City continuously evaluate its practices to progress
employees’ salaries and, if necessary, make improvements to preserve equitable pay
practices, particularly for the administration of the performance evaluation process.

6.4 SUMMARY

From the inception of this study, the staff for the City of Oldsmar was engaged, supportive,
responsive and clear on their desire to modernize their compensation plan for the betterment
of City employees and the community they serve. It is clear the City of Oldsmar employees
take great pride in knowing citizens expect best in brand services. The employees for the City
of Oldsmar clearly embrace this challenge and make every effort to meet and exceed those
high expectations. The Evergreen project team was committed to deliver study results
consistent with the high standards and expectations of the talented City of Oldsmar staff. The
recommendations in this chapter provide an update to the compensation and classification
system for the City employees. Upon implementation, the City will reestablish its position in
the market as one of the premier regional public sector entities.

With updated classifications, market competitive compensation and resources to maintain
the new pay plan for the foreseeable future, the City of Oldsmar is strategically positioned to
attract and retain high quality employees for today’s competitive labor market.
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| 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. A couple of the
consultants listed Oldsmar as a reference and we hoping you could answer a few
questions for us.

Consultant:
e Gehring Group
e Evergreen Solutions

Questions:
e What kind of study did they preform for you? When?

Gehring Group is the City’s benefits consultant. | have worked with them for 5 years, here at
the city of Oldsmar and another 14 years at my previous Pinellas County Municipal Employer.
Evergreen Solutions conducted our Compensation and Classification Study which began 9/22-
5/23.
e Were you satisfied with the process and final result?
Gehring Group — Yes, | am always satisfied with the assistance, professionalism and work product
Evergreen — We had struggles with Evergreen and were not always on the same page. My Finance
department often had to review the compensation calculations spreadsheets with they provided to
us and point out corrections that needed to be made.
e How long did the process take?
Gehring Group — ongoing
Evergreen — approximately 9 months.
e Can you provide a sample of the completed project? We don’t need job

descriptions if that is all they performed.
Gehring Group does our annual health insurance renewal and day to day benefits support.
The Evergreen Compensation, Classification and Benefits final report is attached.

e How much of the process was face to face/remote?
Gehring Group — GG comes onsite approximately 4 x a year for benefits review.

Evergreen came on site to do employee meetings and kick off the study, then came back at the end
to present to council. All other meetings were virtual or on the phone.

e Did they offer a compression plan? If so was it multi-year? Evergreen
recommended a “class parity”, (chapter 6 in attachment), where we brought employees up to
their new min, then gave them credit for the years they were in that specific position (not
years at the City). For the most part it worked well, just a few one off’s like promotions, etc.
We emphasized with employees that the point of the study was to make sure they were being
paid appropriately now, as it compared to today’s market and that it was not to make up for
the past years.

e Did they offer a maintenance program or review after a year? No

o Was itincluded 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,

Megawn Powers

Assistant to the City Manager

City of Madeira Beach

300 Municipal Dr. 1 (727) 391-9951 x228
www.Madeirabeachfl.gov

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.

Public Records Notification

You are hereby notified that in accordance with Florida's very broad public records law, most written communications to or
from public employees or officials regarding public business are public records and are available to third parties upon
request. Accordingly, e-mail communications to and from the City of Oldsmar may be subject to public disclosure in
accordance with Chapter 119, Florida Statutes.

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.
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