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Importance of Staffing
Human Capital Department

Town Council Regular Meeting
May 13, 2025




Town Council Strategic Priority: Resiliency

Resiliency

To identify key actions and initiatives that will e
protect and promote a successful future for
Warrenton specifically in the areas of

1) financial and workforce resources

2) technology and utility investments.

Boundary
Line
Adjustment




PURPOSE OF PEOPLE

MORE THAN “JUST” STAFFING...

Ensure an organization has the
right people
in the
right roles
at the right time
to meet its operational needs and
achieve its goals.
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Evolution of the Employee Flexibility

PAST

F u TU RE Collaboration

‘ g Advance Technology
n @

i - Continuous Growth
) - &

- - Learning Opportunities
N - |
Innovative

) -

4 Knowing the WHY
| =

. -




MAIN FOCUS: Continuous Improvement



Fiscal [Ee\aNe)i Town of Town of
Year Herndon Vienna Warrenton
1990 1,639 -3.99%

2000 21,655 -2.69%
2010 23,400 8.93%

Population Comparison
Total Number
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Evolution of the Organization




HUMAN CAPITAL = RESILIENCY & PREPAREDNESS
COLA & MERIT

FINANCIAL
COLA SECURITY
Designed as an increase across the board that is intended
to offset the rise of goods and services due to inflation —

therefore, impacting all employees equitably. WORK/LIFE MARKET
BALANCE COMPETITIVENESS

Merit

Based off an employee's performance and achievements
during the applicable performance plan year as long as they

meet program requirements. COM PENSATED

= Performance Year: October 1 — September 30
= Effective January 1

= Must have one year of service

=  Must have satisfactory performance

EQUITABLY

RECOGNITION & GROWTH &
VALUE DEVELOPMENT

PERFORMANCE

It is not JUST about the “numbers” when it comes to personnel, it is
about taking care of your most vital asset = people.

5/13/2025



COLA & MERIT

COLA History FY15 - Present Merit: Performance Management

COLA  MERIT
FY22 - FY24

FY15
0-5% Performane Management Program
FY16
0-5% % of Eligibl | 9
July 1, 2015 - June 30, 2016 Average % of Eligible Employees 84%
- (o]
July 1, 2016 - June 30, 201; Average Salary Increase in FY22| $3,800
FY1
FY19
0-5%
July 1, 2018 - June 30, 2019
FY20
0-5%
July 1, 2019 - June 30, 2020

FY21 Comparators COLA FY26

July 1, 2020 - June 30, 2021

P2z
July 1, 2021 - June 30, 2022 | “P*0 <7

Average Salary Increase in FY23| $1,500

Average Salary Increase in FY24| $2,056

Approved

FY26 COLA % COLA

vienna

Approved

FY23
5% up to 3%
July 1, 2022 - June 30, 2023
%* ¥
FY24 10%
July 1, 2023 - June 30, 2024
FY25
3% up to 3%
July 1, 2024 - June 30, 2025
FY26 | Proposed |Proposed
July 1, 2025 - June 30, 2026 3% up to 3%

*FY22: moved anniversary merit increases to

*Several locations also include an additional increase to the COLA
& Merit for their public safety personnel. This also includes Union
increases. On average this increase is estimated to be around 5%.

annual performance review with program

**FY24: market base adjustment to be competitive

HUMAN CAPITAL = RESILIENCY & PREPAREDNESS



Data

REASONS FOR LEAVING
2021 - PRESENT

Reasons for Leaving - Full Time

Better Employment / Opportunity/Compensation
New Career

Not best fit - position/culture

Involuntary Due to Performance

Relocation

Resigned In lieu of Termination

Retirement

Work/Life Balance (school, other)

Other / Unknown

Reasons for Leaving - Part Time

Better Employment / Opportunity/Compensation
New Career

Not best fit - position/culture

Involuntary Due to Performance

Relocation

Resigned In lieu of Termination
Retirement

Work/Life Balance (school, other)
Other / Unknown

.

Top 3 Reasons for Leaving
1. Compensation

2. Retirement

3. Work/Life Balance

Flexibility
Collaboration
Advance Technology
Continuous Growth
Learning Oﬁportuni ties

Innovative

Knowing the WHY
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* Key positions have been added since 2015 include: * Reduced positions where efficiencies have been
* Project Coordinator identified, or priorities changed; these include:
* Tax administrator
* Budget manager
* Accounting Manager
* Temporary AARPA Coordinator
* Planning Manager
* Permit Technician
*WTP & WWTP Operators
* All Human Capital 2 positions
* All 6 IT positions
* All 3 Stormwater positions

* Economic Development Manager

* Financial Service Representative

* ARPA Financial Coordinator

* Accounting Manager

* 2 Firefighter positions

* Assistant Director of Parks & Recreation

Efficiencies were founded by collaboration with the
County; positions transferred to the County; or
repurposing positions that increased efficiencies within
departmental program operations, to include the ARPA
Financial Coordinator temporary position.



As of May 9, 2025

* QOver 46% of our full-time staff earns less than $60,000 annually.
* The lowest salary being slightly under $40,000.

* 23% of the workforce is above the midpoint and 5% is maxed out.

# of Employees Per Pay Grade

# of Employees

33
13
10
I II||||
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Pay Grade

W # of FT Employees




2023 : Pay Plan Adjustments Follow-Up

Purpose: to identify the competitive landscape of the Town
from a compensation assessment.

34% of employees who were included in the 10% pay

adjustment in 2023 have left the Town. This includes
PT & FT employees.

*Work/Life Balance  43%
**Compensation 16%
Performance 14%
Retired 11%

Better Opportunity 9%
Relocation 5%

Deceased 1%

*Work/Life Balance is roughly 97% PT employees.
**Roughly 67% are FT employees




HUMAN CAPITAL = RESILIENCY & PREPAREDNESS

Incorporating people strategies into the

organization's

E goals, objectives, and priorities enhances the overall

. EXCELLENCE ' . . . .
% ACTION organizational resilience by ensuring the workforce is

capable, adaptable, and committec

to navigating

their employee journey — to include c

nallenges —

effectively and efficiently.
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ADDITIONAL METRICS & INFORMATION



DEMOGRAPHICS

Demographics
Age Groups

Demographics

Male & Female 26% of our workforce
is between the ages of
70% of our 30-39.
stir t':%g; Eer?nale — + 22% is between the
femaole e . ages of 20-29
8% is Asian. 8% is Female 20% is between the
. bIack/Afri,can 225 01 S0 i
o L
American, 6% is Demographics Demographics 10% being between
Hispanic, while Ethnicity Generation the ages of 60-69.
47
mosktfof our Most of our workforce
Wo\rth?{é:e is is Millennials and

Generation X.
Followed closely by
Generation Z.




Annual Mid Hourly Min Hourly Mid Hourly Max

| 6 | 4613600 | $5997700 | $7381800 | $2018 | $ae4 | 63549
| 8 | $5331600 | $6931100 | 8530500 | 563 | $333 | o401
| 9 | 65731500 | $7450900 | $0170300 | 62756 | 3582 | 4409

*Disclaimer: All full-time hourly wages may not be exact to annual wages due to rounding.
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Questions?




