
 

 

CIVIL SERVICE COMMISSION 

AGENDA 
Tuesday, April 09, 2024 at 5:00 PM 

Commission Chambers, 300 Municipal Drive, 

Madeira Beach, FL 33708 
 

 

This Meeting will be televised on Spectrum Channel 640 and YouTube Streamed on the City’s Website. 

1. CALL TO ORDER 

2. ROLL CALL 

3. PUBLIC COMMENT 

Public participation is encouraged. If you are addressing the Civil Service Commission, step to the 

podium and state your name and address for the record. Please limit your comments to three (3) 

minutes and do not include any topic on the agenda. Public comment on agenda items will be allowed 

when they come up. 

4. APPROVAL OF MINUTES 

A. 2024-03-07, Civil Service Commission Meeting Minutes 

5. HR REPORT 

A. HR Report 4-9-2024 

6. RFP 24-01 HR, CLASSIFICATION, AND COMPENSATION PLANS STUDY 

A. Proposal - AutoSolve, Inc.  

B. Proposal - Cody & Associates, Inc.  

C. Proposal - Gehring Group, Inc.  

D. Proposal - Pontifex Consulting Group 

E. Madeira Beach 2019 Compensation Study 

F. Email Responses - Megan Powers, HR Staff 

G. Email Responses - Jerry Cantrell, Chair, Civil Service Commission 

7. "DRAFT" EMPLOYEE PERSONNEL POLICY - UPDATED THROUGH JANUARY 2024 
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A. "Draft" Employee Personnel Policy - updated through January 2024 

8. FUTURE DISCUSSION ITEMS 

A. Ordinance 2023-06, Amendment to Civil Service Commission Rules (to address after adoption 

of personnel policy) 

B. RFP – Classification and Compensation Plan Study  - (in process) 

C. Classification of all Classified City Positions, based upon the Duties, Authority, and 

responsibility of each position, with adequate provisions for classification of any position 

whenever warranted by circumstances (City Charter, Sec. 5.7, C, 1) - (in process) 

D. Pay Plan for all Classified City Positions (City Charter, Section 5.7, C, 2)  - (in process) 

E. Methods for determining Merits and Fitness of Candidates for Appointment or Promotions 

(City Charter, Section 5.7, C, 3) - (to verify redlines in Personnel Policy on March 7th, then 

decide to remove the item) 

F. Implementation Process for making sure that all Rules, Regulations and Procedures of the 

Employee Personnel Policy are working and is followed by everyone (City Charter, 5.7, C, 8) 

- (item to be addressed in Ordinance 2023-06, Civil Service Commission Rules) 

G. Ex Officio Board Member – Robert’s Rules of Order – (City Clerk to schedule training – All 

Board members are invited) 

H. Decide the date Sick Leave Accrual will end for the payout- (Revisit before going live with the 

Personnel Policy) 

I. Department Specific Rules – (for review at a future meeting) 

J. Employee Satisfaction Survey – (to address after Personnel Policy is adopted) 

K. Separation Survey – (to address after Personnel Policy is adopted) 

L. HR Director Position – (to address after Personnel Policy is adopted) 

M. Review of Offer Letter – (to address after Personnel Policy is adopted) 

N. PowerPoint History Presentation- Civil Service Commission beginning when it was first 

created by the City of Madeira Beach Voters – (to address after Personnel Policy is adopted) 

O. GSA Per diem rates (added 3/7/2024) 

P. Training Requirements for Management Employees (added 3/7/2024) 
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Q. Alternative Employment Plan (added 3/7/2024) 

9. NEXT MEETING 

Next scheduled meeting: Wednesday, June 5, 2024; 4:00 p.m. to 7:00 p.m. 

10. ADJOURNMENT 

One or more Elected or Appointed Officials may be in attendance. 

Any person who decides to appeal any decision of the Civil Service Commission with respect to any matter 

considered at this meeting will need a record of the proceedings and for such purposes may need to ensure 

that a verbatim record of the proceedings is made, which record includes the testimony and evidence upon 

which the appeal is to be based. The law does not require the minutes to be transcribed verbatim; 

therefore, the applicant must make the necessary arrangements with a private reporter or private 

reporting firm and bear the resulting expense. In accordance with the Americans with Disability Act and 

F.S. 286.26; any person with a disability requiring reasonable accommodation to participate in this 

meeting should call City Clerk Clara VanBlargan at 727-391-9951, Ext. 231 or 232 for email a written 

request to cvanblargan@madeirabeachfl.gov.  
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MINUTES 
 

CIVIL SERVICE COMMISSION 
MEETING 

March 7, 2024 
4:00 P.M. 

 
 
The City of Madeira Beach Civil Service Commission meeting was scheduled for 4:00 p.m. on 
March 7, 2024, in the Patricia Shontz Commission Chambers at City Hall, located at 300 
Municipal Drive, Madeira Beach, Florida.   
 

MEMBERS PRESENT:  Jerry Cantrell, Chair 
   Cristina Ponte, Vice Chair (via Zoom) 
   Paul Tilka 
   Judithanne McLauchlan (Arrived at 4:47 p.m.) 
   Clara VanBlargan, Ex-Officio Secretary 
 
MEMBERS ABSENT:    
    
CITY STAFF PRESENT:  Robin Gomez, City Manager  
   Megan Powers, Assistant to City Manager/HR Staff 
   Attorney Rob Eschenfelder, Trask Daigneault, L.L.P.  
   

1. CALL TO ORDER 
 

Chair Jerry Cantrell called the meeting to order at 4:02 p.m. 
 
2. ROLL CALL 
 
City Clerk Clara VanBlargan called the roll. Commissioner McLauchlan would be late. 
 
3. PUBLIC COMMENT 
 
There were no public comments. 
 
4. APPROVAL OF MINUTES 
 

A. Approval of Minutes 
 

· 2024-01-03, Civil Service Commission Meeting Minutes 
 
Commissioner McLauchlan motioned to approve the minutes as written. Commissioner Tilka 
seconded the motion, and all were in favor. The motion carried 4-0.  
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5. HR REPORT 
 
HR Staff Megan Powers gave an update to the HR Report as follows: 
 

· The open positions and the new hires 
· The City will be participating in a Job Fair at Seminole High School in April 
· PTO sick leave study 
· Review of the City’s sick time donation policy. The City takes hour for hour donated 

and gets paid out to the employee who requested it at their hourly rate. Once the hours 
are donated, they may not be reversed, and all unused sick leave hours remain in the 
sick leave pool. 

 
6. RFP 24-01 HR, CLASSIFICATION, AND COMPENSATION PLANS STUDY 
 

A. Proposal – AutoSolve, Inc. 
 

B. Proposal – Bolton Partners, Inc., DBA Bolton 
 

C. Proposal – Cody & Associates, Inc. 
 

D. Proposal – Evergreen Solutions 
 

E. Proposal – Gallagher Benefit Services, Inc. 
 

F. Proposal – Gehring Group, Inc. 
 

G. Proposal – Paypoint HR 
 

H. Proposal – Pontifex Consulting Group 
 

I. RFP, Bid Tabulation, Sign-In Sheet, References Contact – RFP 2024-01, HR 
Classification and Compensation Plans Study 

 
Chair Cantrell asked if any of the responses to the RFP did not meet what was requested. City 
Clerk VanBlargan said the Gehring Group submitted a document with a different company name. 
The City Manager said they need to look at whether the company is qualified. Attorney 
Eschenfelder said responses need to be responsive, but government agencies reserve the right to 
waive minor irregularities. 
 
The City Manager made the following recommendations: 
 

· AutoSolve, Inc. 
· Cody & Associates, Inc. 
· Gehring Group, Inc. 
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Chair Cantrell said he was interested in the following consultants: 
 

· AutoSolve, Inc. 
· Evergreen Solutions 
· Pontifex Consulting Group 

 
Ms. Powers said she did not get good feedback regarding Evergreen Solutions from several cities. 
She was waiting for references that are Florida cities comparable to the size of Madeira Beach 
from Cody & Associates, Inc.  
 
The consensus of the Board was to look at Gehring Group, Inc., Cody & Associates, Inc., 
AutoSolve, Inc., and Pontifex Consulting Group. 
 
Chair Cantrell would like to ask the following questions about each firm: 
 

· After completing the study, is there anything they might have overlooked? 
· Do they have a copy of job descriptions and job classifications that could be shared? 
· What would they do differently if they needed to complete the analysis a second time? 
· Are there any experiences they want to share? 
· Would they use the same company again? 
· Are they satisfied with the results? 
· Were there any unexpected expenses? 

 
Attorney Eschenfelder suggested that the Board rank their recommendations and give them to the 
City Clerk. The City Clerk said she would provide the Board with the results of a pay plan and 
benefits survey of other municipalities she did. 
 
The City Manager said the consultants typically survey surrounding communities for basic 
demographics. He did not expect any significant salary adjustments. The City Attorney said if they 
are able to recruit for open positions and retain people after they are hired, then they are probably 
where they need to be. 
 
The City Clerk said she would send the 2019 pay study to the members. 
 
7. “DRAFT” EMPLOYEE PERSONNEL POLICY – UPDATED THROUGH JANUARY 

2024 
 

A. “Draft” Employee Personnel Policy – updated through January 2024 [At the next meeting, 
the Civil Service Commission will begin their discussion on page XII-1, A. Definitions of 
Terms] 

 
H. Disability Leave 
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2. Short-Term Disability Leave /Reasonable /Accommodations / Fitness for Duty 
Exam 

 
The following change was made: 
 

· Subsection f. would read, “While under short-term disability leave without pay, the 
City will continue to pay the employer portion of any Group Health premium, but 
it is the employee’s responsibility to…” 
 

I. Domestic Violence Leave 
 

· There were no changes to this Section. 
 

· The City Attorney offered to give refresher management training courses after the 
completion of the project. It could be a way to introduce management to the new document. 

 
J. Leaves of Absence Without Pay 

 
The following change was made: 
 

· Section 4. would read, “While under a leave of absence without pay, the City will continue 
to pay the employer portion of any Group Health premium, but any group health and life 
insurance premiums that are normally paid by the employee must continue to be paid by 
the employee.” 

 
K. Family and Medical Leave Act of 1993 (FMLA) 

 
The following changes were made: 
 

· The City Attorney would review Sections 2 through 14 to see if they could be considered 
subsections of Section 1. Basic FMLA Eligibility and Qualifying Events. 

 
· The highlighted note in Section 9. FMLA Procedures and Forms would be removed. (Note: 

all non-automated FMLA-forms will be posted on the City i-net for employee use by Human 
Resources).   

 
· The City Attorney would review Section 15. 2. FMLA Military Family Leave to see if it 

could be changed to Section 2. 
 

· The City Attorney would remove the words “comp time” from the document. 
 

L. Judicial Leave 
 
There were no changes to this Section. 
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VIII. ABSENCE WITHOUT AUTHORITY 
 
There were no changes to this Section. 
 
IX. NON-DISCIPLINARY SEPARATIONS FROM COUNTY CITY EMPLOYMENT 
 
The following change was made: 
 

· Change the word “County” to “City” in the header. 
 

A. Resignation 
 
There were no changes to this Subsection. 
 

B. Retirement 
 
The following change was made: 
 

· Add “for such a time as required under FRS regulations.” to Subsection 4. 
 

C. Death 
 
There were no changes to this Subsection. 
 
Chair Cantrell recessed the meeting at 5:42 p.m. The meeting reconvened at 5:55 p.m. 
 

D. Layoff 
 
The following changes were made: 
 

· Change “work force” to “workforce” in Subsections 1, 2, and 3. 
 

· Remove the “bold” font from 6. Layoff Priority and 11. Reinstatement. 
 

E. Disability Separation/Reasonable Accommodation 

There were no changes to this Subsection. 
 

F. Alternate Employment Program (AEP) 
 
The following changes were made: 
 

· Change the “exit interview” terminology in the last sentence of Subsection 4. and the first 
sentence of Subsection 5. 

8

Item 4A.



 

March 7, 2024, Civil Service Commission Meeting Minutes  Page 6 of 8 
 
 

 

 

 
· Include “within the City” at the end of the first and last sentences of Subsection 2. 

 
X. CODE OF ETHICS FOR OFFICERS AND EMPLOYEES 
 
There were no changes to this Section. 
 
XI. DISCIPLINE AND DISCHARGE 
 

A. General Provisions 
 
There were no changes to this Subsection. 
 

B. Grounds for Discipline or Discharge 
 
There were no changes to this Subsection. 
 

· The City Attorney would review adding a section in the Miscellaneous Section dealing 
with social media and make a recommendation. 

 
C. Progressive Discipline 

 
The following changes were made: 
 

· The City Attorney will forward a Warning Counseling Form he developed to the Board. 
 

· The City Attorney will define “probation” in Subsection 5.g. Step 3. 
 

D. Appeal Process 
 
The Board will revisit Subsections 1. through 2.g.(7) after the City Attorney revises them. 
 
The following change was made: 
 

· Change the wording in the third sentence of Subsection h. Name Clearing Hearings from 
“…the Civil Service Commission may recommend to the City Manager…” to “…the Civil 
Service Commission can require the City Manager to allow the employee to place in the 
record his or her own supplemental statement regarding the alleged demonstratively false 
or incomplete statement or conclusion.” 

 
B. Revisit question regarding permanent additional duties, page V. C. b. 

 
This item was not discussed. 
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8. ITEMS TO BE SCHEDULED FOR FUTURE DISCUSSIONS 
 

A. Ordinance 2023-06, Amendment to Civil Service Commission Rules – (to address after 
adoption of personnel policy) 

 
B. RFP – Classification and Compensation Plan Study – (in process) 

 
C. Classification of all Classifies City Positions, based upon the Duties, Authority, and 

responsibility of each position, with adequate provisions for classification of any position 
whenever warranted by circumstances (City Charter, Sec. 5.7, C, 1) – (in process) 
 

D. Pay Plan for all Classified City Positions (City Charter, Sec. 5. 7, C, 2) – (in process) 
 

E. Methods for determining Merits and Fitness of Candidates for Appointment or Promotions 
(City Charter, Sec. 5.7, C, 3) – (to verify relines in Personnel Policy on March 7th, then 
decide to remove the item) 
 

F. Implementation Process for making sure that all Rules, Regulations and Procedures of the 
Employee Personnel Policy are working and is followed by everyone (City Charter, 5.7, C, 
8) –(item to be addressed in Ordinance 2023-06, Civil Service Commission Rules) 
 

G. Ex Officio Board Member – Robert’s Rules of Order – (City Clerk to schedule training – 
All Board members are invited) 
 

H. Decide the date Sick Leave Accrual will end for the payout – (Revisit before going live 
with the Personnel Policy) 
 

I. Department Specific Rules – (for review at a future meeting) 
 

J. Employee Satisfaction Survey – (to address after Personnel Policy is adopted) 
 

K. Employee Termination Survey (item removed 3/7/2024) 
 

L. Review of Offer Letter – (to address after Personnel Policy is adopted) 
 

M. Exit Interview Survey – (changed to Separation Survey 3/7/204)  
 

N. HR Director Position – (to address after Personnel Policy is adopted) 
 

O. PowerPoint History Presentation – Civil Service Commission beginning when it was first 
created by the City of Madeira Beach Voters – (to address after Personnel Policy is 
adopted) 
 

P. Training Requirements for Management Employees – (added 3/7/2024) 
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Q. Alternative Employment Plan – (added 3/7/2024) 

 
9. NEXT MEETING 
 
The next two meeting were scheduled for Tuesday, April 9, 2024, 5:00 p.m. – 8:00 p.m. and 
Wednesday, June 5, 2024, 4:00 p.m. – 6:00 p.m. 
 
10. ADJOURNMENT 
 
The meeting was adjourned at 7:00 p.m.  
 
 

______________________________ 
ATTEST:       Jerry Cantrell, Chair 
 
 
______________________________________________ 
Clara VanBlargan, City Clerk/Secretary Ex-Officio 
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MEMORANDUM  

TO:   Civil Service Commission  

FROM: Megan Powers, Assistant to the City Manager 

DATE:  March 19, 2024 

RE:  HR Report- Apr. 9, 2024, Civil Service Commission Meeting  

 
Update: 

 Open Positions:   

o Recreation Leader I (PT) 

 Due to turnover 

o Seasonal Rec Leader I (PT) 

 Summer Camp 

o Parking Enforcement Officer (PT) 

 Due to internal position change 

 Hired:  

o Public Works Technician (Stormwater) 

 In Hiring Process 

 Projects:  

o PTO Donation 

 See attached for policies and forms. 

 Working with Pinellas County HR Consortium to come up with a 

recommendation. 

o Comp and Classification Study 

 Sent references to Clara to compile into agenda. 

 Training:  

o Attending the HR Florida Conference & Expo (hosted by- HR Florida State 

Council & SHRM) 

o Looking into ICMA Training for managers and supervisors in addition to 

Vector Solutions, hoping I can get some FMLA training 

o Working with Pinellas County HR Consortium on a potential 

manager/supervisor training all cities can participate in.  
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 Other Items being researched:  

o Exit Survey 

o Employee Satisfaction Survey 

o Training:  

 FMLA- Supervisors/Manager 

 Conflict Resolution- All employees 

 Cell Phone- all employees who hold a phone/anyone who drives 

o Changing Travel Policy to GIS 
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Date: 2/7/2024 

AutoSolve, Inc. 1 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
Request For Proposal: 
#2024-01 HR Classification and Compensation Plans Study 
City of Madeira Beach 

300 Municipal Drive  

Madeira Beach, FL 33708 
 

Submitted By: 
AutoSolve, Inc. 
313 S Forest Dune Drive 
Saint Augustine, Florida 32080 
 

Due: 2/9/2024 at 3:00pm 
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Table of Contents 
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BACKGROUND ............................................................................................................................................. 5 

WHY AUTOSOLVE ..................................................................................................................................................... 5 
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PROJECT GOALS, OBJECTIVES, AND OUTSIDE DATABASES .......................................................... 10 
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REF 1: CITY OF AMERICUS, GEORGIA – CLASSIFICATION AND COMPENSATION STUDY..................................... 19 
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FINAL PRODUCT ........................................................................................................................................ 21 

EXHIBIT A: SAMPLE PROJECT REPORT EXAMPLES ........................................................................... 22 
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EXHIBIT A.2: MARKET RESULTS TABLE CONTINUES ............................................................................................. 23 
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EXHIBIT A.6: STEP PLAN ........................................................................................................................................ 25 
EXHIBIT A.7: IMPLEMENTATION OPTIONS .............................................................................................................. 25 
EXHIBIT A.8: PAYGRADE ASSIGNMENT TABLE ....................................................................................................... 26 
EXHIBIT A.9: EMPLOYEE COMPENSATION MANAGEMENT SYSTEM ...................................................................... 26 
EXHIBIT A.10: IMPLEMENTATION OPTION DESCRIPTIONS ..................................................................................... 27 

EXHIBIT B – CITY OF MADEIRA BEACH ATTACHMENT ....................................................................... 28 

EXHIBIT C – INSURANCE CERTIFICATE ................................................................................................. 31 

EXHIBIT D – REFERENCE LETTER - MS. HANNAH METEVIA - GROWFL ........................................... 32 
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Cover Letter 
 
February 7, 2024 
 
Robin I. Gomez, City Manager 
City of Madeira Beach 

300 Municipal Drive  

Madeira Beach, FL 33708 

Phone: 727-580-8014 Email: rgomez@madeirabeachfl.gov 
 
Re: #2024-01 HR Classification and Compensation Plans Study 
 
Dear Robin, 
 
We are pleased to submit this proposal to work with the City of Madeira Beach on the HR Classification 
and Compensation Plans Study. We are excited to share our passion for strategic workforce staff 
planning and custom pay plan development. We look forward to the opportunity to work as your partner 
and achieve success together. We are a local Florida firm located in Saint Augustine with a satellite 
location in Tampa only 24 miles away from the City of Madeira Beach. 

The goal of this study is to evaluate the present salary structure as compared to the specific job market 
for comparable positions in the public sectors. The study will focus on approximately 83 full time 
employees and approximately 69 classifications / job titles. The City of Madeira Beach serves a 
population of approximately 3,895. 

AutoSolve, Inc. (AutoSolve) is an experienced Management Consulting firm that has been providing 
consulting services to private and public agencies for more than 30 years. Our success has been 
contributed to our ability to continuously deliver value to our clients. We have an exceptionally qualified 
staff assigned to the engagement. The AutoSolve team will listen, collaborate, and communicate 
effectively with your team to ensure that we develop a custom pay plan that is both internally equitable 
and externally competitive. We will have all work completed within 3 months of starting and our target 
completion date is 7/19/2024. 
 
All work will be performed by AutoSolve employees. If you need any additional information as you 
consider your options, please let me know.   
 
This proposal will remain valid for ninety (90) days from the date of submittal. 
 
Thank you for your time and consideration, 

 
Jeff Turner, President 
AutoSolve, Inc. 
Authorized representative 
321-945-8762 | jeff@autosolveinc.com 
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AutoSolve, Inc. 5 

INTEGRITY 
Do the right thing. 

 

Background 
 
AutoSolve, Inc. (AutoSolve) is a boutique strategic Managerial/HR consulting firm headquartered in Saint 
Augustine, Florida. The firm specializes in business strategy for human resource management, 
classification and compensation studies, organizational design, business process re-engineering, and 
strategic planning.  
 
Why AutoSolve. 
 
For over 30 years, AutoSolve has been providing value through dedication, entrepreneurial spirit, and 
professionalism to over 1,000 public and private sector clients. AutoSolve provides tailored made 
solutions to meet the ever-changing needs of our clients. 
 
AutoSolve understands that state and local government organizations operate in a complex environment 
shaped by fiscal, regulatory, and operational hurdles not commonly found in other industries. We strive to 
provide expertise in organizational design and compensation structure that addresses each of our client’s 
individual needs. This strategy allows us to account for the geographic and economic contexts that 
influence the individual circumstances of our clients. 
 
 
 
 
 
 
 
 
 

Core Values 
 
Our core values guide the way AutoSolve makes decisions and conducts business. Here at AutoSolve, all 
employees aim to exemplify our core values in their work with our clients and in their personal lives. The 
values illustrated below drive the way we live and work. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

PASSION 
Drive to achieve our goals. 

 

PROFESSIONALISM 
Bring value, quality, skill, credibility, and customer service. 

 

RESPECT 

Treating others how you want to be treated. 

30 
YEARS 
EXPERIENCE 

1,000 
Clients 

+ 
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Public Sector Focus. 
 
AutoSolve has been serving local governments and other public sector organizations since its inception. 
 
 
 

 
 
 
 
 

 
 

 
 
 

 

Sample of Relevant Projects. 
 
The following is a sample list of relevant classification and compensation projects.  
 

Sample of Classification and 
Compensation Projects 

State Employees 
Classification / Job 

Titles 

Bedford County VA 169 81 

Carbon County PA 386 198 

Charlottesville City School District VA 1,000 182 

City of Americus GA 185 77 

City of Boulder City NV 1,520 160 

City of Fayetteville GA 180 85 

City of Hagerstown MD 125 48 

City of North Miami Beach FL 294 60 

Fayette County Public Schools KY 3,504 230 

Florence School District 3 SC 495 89 

Goochland County VA 296 163 

Harrisonburg City Public Schools VA 960 226 

Kansas City Public Schools MO 2,500 359 

Leon County Clerks of the Circuit Court FL 124 57 

Lex-Rich District 5 SC 964 137 

Liberty Public Schools MO 993 127 

Madison County GA 459 98 

Orange County FL 2,841 260 

Raytown C-2 School District MO 637 130 

Rock Hill Schools SC 2,400 254 

School District of Beloit WI 758 218 

 
 
 

Municipalities 

County 
Governments 

 

K-12 School Districts Not for Profit 
 

Higher Education 
Institutions 
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Sample of Relevant Peers for City of Madeira Beach 

 
AutoSolve is very familiar with the local government agencies in this region.  We are a local Florida firm 
located in Saint Augustine with a satellite location in Tampa only 24 miles away from the City of Madeira 
Beach.  The following is a sample list of relevant peers for this compensation and classification project.  
City of Madeira Beach population 3,895 and operating budget of $47,660,092. We will jointly agree on 10 
to 15 comparable organizations to be surveyed.  

 

Sample of Relevant Peers State Population Agency Budget 
Distance 
(Miles) 

City of Clearwater FL 116,674 $724,184,306 12.3 

City of Dunedin  FL 35,949 $133,282,528 17.7 

City of Indian Rocks Beach FL 4,394 $4,813,030 8.0 

City of Largo FL 82,485 $258,312,500 8.7 

City of Pinellas Park  FL 53,093 $232,700,000 9.0 

City of St. Petersburg FL 264,220 $364,467,000 11.7 

City of Tampa FL 387,050 $2,213,431,114 27.0 

City of Tarpon Springs FL 25,560 $76,310,953 29.1 

City of Treasure Island FL 6,584 $45,810,120 2.7 

Hillsborough County FL 1,459,762 $9,120,000,000 39.1 

Pinellas County FL 959,107 $3,881,000,000 6.4 

Town of Indian Shores FL 1,190 $5,183,820 5.6 

Town of Redington Beach FL 1,376 $2,027,614 1.1 

Town of Redington Shores FL 2,176 $9,264,240 2.8 

 

 

Sample of Improvement Opportunities in Relevant Projects. 
 
Compression / Compliance 
At the start of the study, we performed a deep dive analysis on the city’s current compensation system. 
Informed by this detailed analysis, our team then recognized and addressed compression issues. One 
finding from this analysis was that 4 employees were being compensated below their current paygrade 
minimum. We immediately provided the city with data that allowed for corrective action to take place and 
to resolve a non-compliance issue. 
 
Compression / Custom Pay Plays 
In a prior project, we found that a city was utilizing only one pay plan for all their employees. This led to 
compression issues and employees being inadequately compensated compared to their operating 
market. We corrected this issue by creating pay plans for each department/employee group that was then 
implemented by the client. The deliverable was a customized compensation system for the city. 

 
Internal Survey / Classifications 
We performed an internal, individual employee assessment survey that collected current job duties and 
responsibilities for job classifications from the city’s employees. The survey analysis revealed that 3 city 
employees were working in the wrong job classification and performing duties outside of their designated 
positions and failed to align with their job description. This issue was corrected via a re-classifying of said 
employees. 
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Contact Info and Project Team 
 
Company - S Corporation: AutoSolve, Inc. 
FEIN: 59-3212545 
Primary Contact: Jeff Turner 
Phone: 321-945-8762 
Email: jeff@autosolveinc.com 
Address:  313 S Forest Dune Drive, Saint Augustine, Florida 32080 
Contract Relationships: All work will be performed by AutoSolve employees. 
 
 
Our expert project team will be able to provide value from day one. Below is a description of the project 
team. 

 

Project Leadership 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Jeff Turner, PMP, B.S. Computer Science – Project Manager 
 
Jeff Turner, PMP founded AutoSolve, Inc in 1993. Jeff is a strategy 
leader who has worked in the management consulting field for the 
past 30 years, delivering value driven results to over 1,000 public and 
private sector clients. Jeff provides sound strategic insight to 
AutoSolve’s consulting practices. He has developed highly 
successful management solutions targeted at executive leaders to 
build company value with a focus in human resource management, 
classification and compensation studies, organizational design, 
business process reengineering, strategic planning, and succession 
planning.   
 
Jeff holds a Bachelor of Science in Computer Science from the 
University of Southern Maine.  
 
Jeff earned his Project Management Professional (PMP) Certification 
from the Project Management Institute in 2002.  Jeff is a Society for 
HR Management Professional (SHRM). 
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Project Team 
 

 
 
 
 
 
 
 
 
 
 
 

 

 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Alex Turner, M.S. Finance – Senior Compensation Consultant 
 
Alex Turner has 5 years of experience and is focused on delivering 
classification and compensation studies working as a Senior 
Compensation Analyst. Through his experience Alex has provided 
classification and compensation studies, market research, staffing 
studies, performance reviews and gender and race audits to over 40 
different state and local governments, K-12 public school districts, 
and higher education institutions across the country. 
 
Alex’s expertise includes data analytics, financial modeling and 
forecasting, strategic planning, and management reviews.   Alex 
provides quantitative analysis on all projects. 
 
Alex holds a Master of Science in Finance along with a Bachelor of 
Science in Finance and Minor in Economics from Florida State 
University. 

Sidney Turner, PhD. Candidate – Senior Consultant 
 
Sidney Turner has been working in higher education for the past 7 
years as instructor and administrator. Currently completing her Ph.D. 
in Composition and Cultural Rhetoric, she has a background in 
technical communication, conducting research, organizational design, 
and curriculum development.  
 
Sidney provides qualitative analysis on all projects and supports 
updating job descriptions. 

She received her Master’s in Rhetoric and Composition and Bachelor 
of Science in Political Science and Literature from Florida State 
University. 

Christopher Young, B.S. Information Technology - Systems Analyst 
 
Christopher Young has 7 years of systems analyst experience.  Chris 
maintains AutoSolve’s secure cloud survey platform providing a quality 
customer centric experience for the organization survey and the 
individual employee survey. Chris also supports updating job 
descriptions. 
 
Chris holds a Bachelor of Science in Information Technology and Minor 
in English from Florida State University. 
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Project Goals, Objectives, and Outside Databases 
 
A classification and compensation study aligns your people strategy with your business strategy. The 
objective of every organization is to optimize the workforce for today while proactively planning for future 
resource needs. AutoSolve will review internal equity pay relationships between positions and external 
competitiveness pay relationships with labor market competitors. Our team will provide quantitative 
numerical data analysis along with qualitative interpretation-based analysis. 
 
We understand that every organization is different and has their own unique goals and concerns. We 
strive to provide a tailored made solution addressing your organization’s individual wants/needs. The 
following objectives and methodology outlined with this document are a road map for completing the 
classification and compensation study.  
 
 

Communication and Interaction 
 

• All work will be done with regular involvement of the City of Madeira Beach Project Team. 
Additional key personnel, identified by the City of Madeira Beach Project Team, will be included.  

• The project initiates with a kickoff meeting to review the process and tasks to be performed by the 
study.  

• Schedule weekly touchpoint meetings to discuss the project and review the work plan. 

• Provide weekly updates on the progress of the project. 

• Schedule as needed meetings with department heads. 

• Incorporate feedback into the process.  

• Jointly agree on comparable organizations to be surveyed.  

• Work with management during all phases of this project, including an onsite visit to present final 
recommendations to the City Council.  

 
 

Scope of Work 
 
Conduct comprehensive classification and compensation study.  The study shall evaluate the present 
salary structure as compared to the specific job market for comparable positions in the public sectors. 
 

• We will review and evaluate Human Resources/Personnel processes relative to all City job 
classifications and compensation. 

• We will review and evaluate all current job classifications to ensure compliance with federal, 
state, and local laws and regulations including the Fair Labor Standards Act, exempt/non-exempt 
classifications, and all other applicable personnel provisions. 

• We will review all current job classifications, confirm, and recommend changes to hierarchical 
order of jobs using your evaluation system. 

• We will establish appropriate benchmarking standards and conduct salary surveys as needed for 
similar positions as required. 

• We will identify potential pay compression issues and provide potential solutions. 

• We will analyze and recommend changes to the present compensation matrix and/or structure to 
meet the market analysis. This recommendation will include recommendations for individual 
positions. 

 
The study will focus on approximately 83 employees and approximately 69 classifications / job titles.   
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Cloud Survey Platform 
 
AutoSolve has its own secure cloud survey platform providing a quality customer centric experience for 
the organization survey and the individual employee survey. The AutoSolve Cloud Survey Platform is 
developed and maintained by AutoSolve employees.  
 
 

Key Databases 
 
We understand that the key to a successful study relies on the quality of data utilized. In additional to the 
internal and external surveys, we utilize key databases to ensure comprehensive, balanced, and accurate 
results. Below is a description of the outside databases we utilize along with the client’s operating market 
compensation data. 
 
Economic Research Institution (ERI)  
 
Provides access to private sector pay ranges for over 46,000 classifications across 10,000 plus locations 
globally. This database allows us to compare your organization’s classifications and pay ranges against 
identical classifications and pay ranges found in the private sector. 
 
The Council for Community and Economic Research (Cost of Living Index) 
 
Provides up to date cost of living data for over 3,000 different counties and urban areas. We utilize this 
database to adjust peer market data to the cost of living of the client organization. This allows an “apples 
to apples” analysis of salary ranges found within the organizations competitive market, making for a better 
recommendation to the client. 
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Work Plan Methodology 
 
 
  
 
 
 
 
 
 
 
 
  
 
 
 
 
             
  
 
 
 
 
             
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Project Initiation 
Kick Off 

Classification Evaluation Internal Equity Compensation Evaluation External Competition 

Internal Anonymous Organizational Survey External Salary Survey 

Final Report, System Training, & On-Going Support 

Internal Individual Employee Survey External Benefits Survey 

Classification Grading 

Employee Compensation Management System with Implementation Options 
 

Current Pay Plan / Philosophy Evaluation 

Updated Job Descriptions  
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Work Plan Breakdown 
 

Project Initiation / Kick Off 
 
The project kickoff meeting sends the signal to all stakeholders that the project has started. We will take 
this opportunity to provide team introductions, align on key objectives and establish working relationships. 
 

• Meet with organization’s project team (human resources, associations, unions, and/or key 
leadership staff) to validate and finalize scope of service, methodology, timetable, and other key 
deliverables. 

• Review work plan methodology for the study. 

• Collect current pay plan data including but not limited to employee classifications, employee 
compensations, employee tenure details; job descriptions; organizational charts; collective 
bargaining agreements; policy handbook, benefit offerings; etc. 

• Review and validate communication plan. 

• If needed, additional orientation and briefing sessions will be scheduled to present the project 
objectives and to address questions/concerns. 
 

Deliverables: Excel file detailing the finalized project plan with agreed upon deliverables and timeline. 
 
 

Current Pay Plan/Philosophy Evaluation 
 
We will review the organization’s current classification and compensation plan and then meet to discuss 
the organization pay plan philosophy. Key recommendations will be derived from the data analysis on the 
current pay plan data provided. 
 

• Analyze the organization’s work force based on classification, tenure, pay grade, and current 
annual/hourly salary. 

• Analyze the number of classifications utilized. 

• Analyze how an employee fits within their current pay grade. Quartile analysis based on 
employee’s current salary in respected to their assigned salary range. 

• Analyze the expected pay based on tenure. 

• Analyze pay compression within the current pay plan system. 

• Meet with the organization’s project team to discuss the pay plan/philosophy. 

• Provide recommendations to better align client pay plan system to current best practices. 
 

Deliverables: PDF report outlining and illustrating the current workforce classification system and pay 
plan philosophy creating a foundation for both the classification and compensation reviews. 
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Classification Evaluation – Internal Surveys, Job Descriptions - Internal Equity 
 
We conduct 2 internal surveys to gather feedback from employees. The anonymous internal 
organizational survey helps us to understand the employee sentiment within the organization. The 
internal individual employee survey provides us with the most up to date job duties and information that 
will arm us with the knowledge to create/update job descriptions and assist job grading/hierarchy matrix.  
Both surveys are conducted in our secure cloud survey platform providing a quality customer centric 
experience. We will conduct employee focus group and department head interviews as needed. 
 

• Meet with the organization’s project team to review and designate appropriate scheduling to 
conduct both the internal organization survey and the individual employee survey. 

• Provide login credentials for all participating employees in the study. 

• Conduct an anonymous online internal organizational survey for each current employee to 
participate in, to better assess positives and negatives of the organization’s benefits, current 
compensation system, culture, etc. from their employee’s perspective. This allows the employees 
to participate in the study and have their concerns about the organization heard. 

• Meet with the management team to determine classifications with retention, hiring, and/or 
compression issues. 

• Ensure position descriptions are in full compliance with all applicable federal, state, local statutes, 
and regulations, including the FLSA and Americans with Disabilities Act (ADA). 

• Position Descriptions Questionnaires (PDQ’s). Conduct an online internal individual employee 
survey. This survey allows us to gather current job responsibilities, duties, education level, 
required certification, etc. for each classification involved within the study. This survey is the basis 
for performing job audits, conducting our internal classification grading, and updating job 
descriptions. The survey calls for full employee participation. PDQ question examples: Name, Job 
Title, Department, Supervisor Responsibility, Education Level, Required Certification, Other 
Certifications, Job Duties, Type of Work, and Leadership Responsibility questions. 

• Create updated job descriptions utilizing the findings from the individual employee survey and 
organization’s project team insight. 

• Review updated job descriptions with organization’s project team and make revisions. Provide 
final job descriptions in word format after the completing revisions. 
 

Deliverables: PDF breaking down findings from both conducted surveys, interviews, job audits, and 
organization’s project team insights. Updated job descriptions provided to organization as a word file. 
 
 

Compensation Evaluation – Salary Survey - External Equity 
 
We utilize public and private data to support the external equity compensation evaluation which enables 
us to determine the organization’s operating market. The salary survey serves as the gauge for how 
competitive the organizations compensation system currently is compared to their operating market and 
shows us which classification are currently behind in reference to the organizations compensation 
philosophy. The 3 data sources utilized are salary survey of 10-15 peer organization, the Council for 
Community and Economic Research (Cost of Living Index) database, and the Economic Research 
Institute (ERI) private sector salary databases. 
 

• Meet with organization’s project team to identify and reach consensus on a list of relevant peer 
organizations to be used in the external salary survey. (10-15 peer organizations similar in size) 

• Meet with organization’s project team to strategically create a comprehensive list of organization’s 
positions to survey with appropriate descriptions for peer organizations to provide the correct 
comparative salary ranges. (Best Practices: Maximum of 80 classifications for external salary 
survey) 
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• Conduct external salary survey by collecting agreed upon peers’ salary range data on 
strategically picked positions. (Exhibit A.1 – A.3) 

• Aggregate and analyze external market survey findings to assess the organization’s current 
compensation system competitiveness within its peer market.  

• Adjusting for cost of living to get the most accurate analysis, utilize The Council of Community 
and Economic Research’s database. 

• Utilize private sector salary data gathered from the Economic Research Institute (ERI) to assist in 
creating the proposed compensation system. 

• Present analysis and recommendations to the organization’s project team to receive integrate 
feedback. 
 

Deliverables: PDF report summarizing market survey findings, comparing the organization’s current 
salary ranges to the surveyed market peers, and highlighting the relative market competitiveness of each 
surveyed classifications’ minimum, midpoint, and maximum salary range point. 
 
 

Benefits Survey - External Competition 
 
We will conduct an external custom benefits survey based on the agreed upon peer group collecting 
health insurance, retirement, paid time off and other supplemental benefits data. The benefit survey will 
provide us with an understanding of the external competitive markets for fringe benefit offerings. 
 

• Meet with organization’s project team to identify and reach consensus on a list of relevant peer 
organizations to be used in the external benefit survey. 

• Conduct external benefits survey by collecting agreed upon market peers’ benefit data. 

• Prepare written and illustrated commentary on organization’s benefit offerings compared to 
collected peer data. 
 

Deliverables: PDF report summarizing benefits survey findings, comparing the organization’s current 
benefits offerings to the survey market peers. 
 
 

Classification Grading 
 
We utilize data from the internal individual employee survey, and external salary survey to create a 
corrected classification hierarchy based on updated classification data. The classification hierarchy list is 
the utilized in creating the proposed pay plan aligning pay with hierarchy eliminating pay compression. 

 

• Incorporating analysis, findings, and recommendation from both the classification review and the 
compensation review, we utilize a hierarchical scoring mechanism for the placement of positions 
in the classification system. We will provide recommendation on updating classification 
placement, addition and deletion as needed. 

• The hierarchical grade placement per classification is derived from compensation, job duties, and 
job impact in the organization and community. 

• Meet with organization’s project team to present initial classification grading to receive feedback 
and make revisions. 

 
Deliverables: Excel file containing a list of all classification and its finalized agreed upon 
grade/placement within the organization 
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Employee Compensation Management System / Custom Pay Plan 
 
We will create the new custom pay plan to meet the organizations goals/needs and to align the new pay 
system with current industry best practices.  We will recommend and discuss multiple pay plan 
implementation options.  
 

• Analyze survey data to develop externally competitive salary range and step-plan 
recommendations for each job classification. 

• Provide recommendations for multiple salary structures to accommodate specialized labor 
markets. 

• Prepare a recommended pay plan and salary range assignment separating employees by 
department and job function. (Exhibit A.4 -A.6) 

• Develop recommended strategies for setting hiring rates for new and promoted employees. 

• Provide seven or more implementation cost options for the new recommended compensation 
system. (Exhibit A.7) 

• Meet with the organization’s project team to present initial system and receive feedback on 
revising the newly recommended pay scales. (Exhibit A.8) 

• Review all implementation options and select the option or options that best fit the needs of the 
organization.  

• Provide a custom employee compensation management system. The employee compensation 
management system will be a workable excel file that incorporates the organizations selected 
implementation option and the multiple recommended pay plans. The new system outlines the 
estimated cost to move all employees based upon the chosen implementation option, and the 
client's ability to add new hires and/or move employees up/down in their pay plan. (Exhibit A.9) 

• The system will ensure useability of the recommended compensation system for the next two 
years. 
 

Implementation Options 
 
We provide a set of initial implementation options as a starting point for the discussion to match the 
organization’s compensation philosophy and business needs. (Exhibit A.7), (Exhibit A.10) 
 
Deliverables: A workable excel file of the employee compensation management system. 
 
 

Final Report, System Training 
 
We will prepare a final report to include all aspect of the classification and compensation study.   
 

• Prepare a final report illustrating project findings and recommendations derived from project 
results.  

• Present findings and recommendations at a public meeting of the organization’s stakeholders at 
an agreed upon date either in person or virtually. 

• Prepare an in-depth manual and training video for maintenance of the recommended 
classification and compensation plan job management system. 

 
Deliverables: Draft and Comprehensive final PDF report, maintenance/training PDF manual, 
maintenance/training video. 
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Complementary Six (6) Months Support/Maintenance 
 

• Six Months (Free) maintenance on an as needed basis. Support includes job description 
updates, applying new hires to the proper pay grade, appropriate employee promotion through 
their grade, determining if employee should be promoted to a higher grade. 

 

Yearly Maintenance 
 

• Yearly Maintenance (Additional Purchase Required) includes job description updated on an as 
needed basis. Assisting in applying new hires to the proper pay grade. Assisting in how high an 
employee should be promoted through their grade, or if they should be promoted up a grade. 
Adjust implemented compensation system to cost of living up to four times in a year. After 1 year, 
we will conduct an updated Market Survey (Original Peers included in this updated report; up to 5 
new jobs surveyed).  
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Project Availability and Timeline 
 

Firm Availability 
AutoSolve maintains the following hours of operation: 

• Monday through Friday: 8:00 a.m. to 5:00 p.m. Eastern Daylight Time. 

• Our Project Managers and Consultants are very responsive and will respond to calls and emails 
within 24 business hours. 

• Our assigned personnel will be available throughout the term of the contract. 

• Workplace location is virtual. 

• Communications will be conducted through virtual meetings, phone calls, and email. 

• AutoSolve will support Eastern Daylight Time standard business hours. 
 

Assumptions 

• Client will provide requested data in a timely manner. 

• Client employees will perform internal survey in a timely manner. 

• Peers will provide requested market data in a timely manner. 
 

Timeline 
Timeline estimated at 12 weeks. 

• Project timeline – 4/15/2024 to 7/19/2024. 

• Holiday week – 7/1/2024 to 7/5/2024 

• Our timeline is flexible and will adjust deliverable dates, taking into consideration national 
holidays and vacation schedules. 

• We are prepared to start the classification and compensation study within 2 weeks after official 
notice of award. 
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References 
 

REF 1: City of Americus, Georgia – Classification and Compensation Study 
Contact: Ola Terrell-Jordan Human Resources Director 
Email: oterrell-jordan@americusga.gov 
Phone: (229) 924-4411 ext. 248 
Services Provided: 

- In Progress a comprehensive classification and compensation study for the City of Americus, 
Georgia consisting of 185 employees and 77 classifications. 

 

REF 2: City of Bolder City, Nevada – Classification and Compensation Study 
Contact: Mrs. Lourdes Martin  
Email: lmartin@bcnv.org 
Phone: (702) 293-9203 
Services Provided: 

- Completed a comprehensive classification and compensation study for Boulder City, NV 
consisting of over 1,500 employees and 160 classifications. 

 

REF 3: Town of Longboat Key, Florida – Classification and Compensation Study 
Contact: Lisa Silvertooth  
Email: silvertooth@longboatkey.org 
Phone: (941) 316-1999 ext.1610 
Services Provided 

- Alex completed a comprehensive classification and compensation study for the Town of Longboat 
Key consisting of over 50 employees. 

 

REF 4: GrowFL (Not for Profit) / University of Central Florida, Orlando, Florida – HR Strategy Consulting 
Contact: Ms. Hannah Metevia  
Email:Hannah@GrowFl.com 
Phone: (407) 476-8375 
Services Provided: Multiple engagements 2010 to 2023. 

- Provided team leadership, project management and HR strategy consulting for 350 GrowFL / 
University of Central Florida strategic economic development client engagements. Providing 
detailed due diligence research for over 400 GrowFL / Florida Company to Watch program 
finalist. 

 

REF 5: FloridaMakes (Not for Profit) Orlando, Florida – HR Strategy Consulting 
Contact: Mr. Dan Sutter  
Email: Dsutter@seelevator.com 
Phone: (407)-580-6495 
Services Provided: Multiple engagements in 2017 

- Provided leadership, project management, performance management assessments, custom 
surveys, continuous improvement, and strategic planning to FloridaMakes strategic economic 
development client engagements. 
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Cost of Service 
 

Project Size 
Project Size:  approximately 83 Full Time Employees, approximately 69 Classifications / Job Titles. 
Best practices for requesting market data from peers is to limit the number of classifications to a 
maximum of 80. 
Additional classifications can be surveyed based on client need and preference. 
 
Total Proposed Fixed Fee 
Total Fixed Fee Not to Exceed:  $29,625.00 
 

 
 
Fixed Fee Payment Schedule 
Three (3) evenly distributed monthly payments.  
The first invoice will be sent after the project kick off meeting. 
 
Optional Maintenance (Yearly) 
Year 1 - First 6 month included for no charge; additional 6 months maintenance $6,000.00. 
Year 2 - Maintenance $12,000.00. 
 
Travel Expense 
Anticipated Travel:  

Kick of Meeting  
One board meeting to discuss recommendations, findings, and final report.  
All other meetings will be performed virtually. 

 
Other Expenses 
Other reasonable business expenses may be encountered. 
If expenses are encountered, approval will be obtained prior to incurring cost. 
Expenses will be billed at actual cost accompanied by a receipt of the transaction. 
 
Additional Work 
If additional work is authorized, hourly rate $187.50. 
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Final Product 
 
 
In summary, the final product delivery will be provided in 3 main parts.  

 
1. A final report explaining each deliverable, findings, and overall recommendations for the 

organization.  
 

2. A customized Employee Compensation Management system in excel format and training 
materials on how to utilize the system to its full potential.  

 
3. Present the steps of the project, project findings, final report, and talk through our 

recommendations to key organizational stakeholders at a scheduled council meeting. 
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Exhibit A: Sample Project Report Examples 
 

Exhibit A.1: Market Results Table 

 

 

 

  

 

*The Market Results Tables provides the 
average minimums, midpoints, and maximums 
from the client’s peers as a dollar amount. 
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Exhibit A.2: Market Results Table Continues 
 

 
 

Exhibit A.3: Number of Respondents 

 

 

*This table provides the 
average minimums, 
midpoints, and maximums 
from the client’s peers as 
a percentage comparison 
to the client’s current 
ranges. 

*The Number of 
Respondents tables 
breaks down the number 
of data point per surveyed 
classification. 
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Exhibit A.4: Proposed Pay Plan General Employees 

 

 
 

 

 

 

Exhibit A.5: New Proposed Pay plan: Safety Employees 

 

 
 

 

 

*The Proposed Pay Plan tables in Exhibit A.4 - A.6 provide an illustration of how AutoSolve 
presents to the client the new proposed pay plans. 
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Exhibit A.6: Step Plan 

 

 
 

 

Exhibit A.7: Implementation Options 

 

 
 

 
 

 
 

 

 

 

 

 

*Exhibit A.7 Provides an illustration of how AutoSolve presents the difference in provide 
implementation options. 
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Exhibit A.8: Paygrade Assignment Table 

 

 
 

 

Exhibit A.9: Employee Compensation Management System 

 

 

 
 

 

 

 

 

 

 

*Exhibit A.8 provides an illustration of how 
AutoSolve presents the new grades for 
each of the client’s classifications. 

*Exhibit A.9 provides an illustration of how AutoSolve presents the created Compensation 
Management System. 
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Exhibit A.10: Implementation Option Descriptions 
 

Implementation Options Description 

Bring to New Minimum/Closest 
Step 

Each employee's salary is adjusted to the minimum of 
the new proposed pay grade per their classification. If 
their current salary is already within the new proposed 
pay grade range, little to no adjustment is made. 

Class Year Parity 

Class year parity aims to align an employee's salary 
within their recommended new paygrade range based on 
how long they have worked in their current classification. 
This is calculated on 30-year career basis, where an 
employee with 15 years of experience in one 
classification is placed at the midpoint of their new 
paygrade range. 

Hire Year Parity 

Hire year parity aims to align an employee's salary within 
their recommended new paygrade range based on their 
overall tenure with the organization. This is calculated on 
30-year career basis, where an employee with 15 years 
of experience with the organization is placed at the 
midpoint of their new paygrade range. 

Current Range Penetration 

Current range penetration utilizes the employee’s current 
penetration within their current paygrade range and 
applies it to their new proposed paygrade. For example, 
if an individual is 25% through their current paygrade 
range, they are brought to 25% percent of their 
recommended paygrade range.  

Current Range Penetration 
Capped at 10% 

Current range penetration capped at 10% utilizes the 
employee’s current penetration within their current 
paygrade range and applies it to their new proposed 
paygrade or no more than 10% of their current salary. 
(The capped percentages an adjustable number that can 
be changed based on client desire and need.) 

Step to Step 
Step to step calculates the cost of keeping each 
employee on their current step within the new proposed 
plan. 

Step Plus One 
Step plus one calculates the cost of moving each 
employee up one step from their current step using the 
new proposed plan. 

Hybrid Year 
Hybrid year places employees into their newly 
recommended paygrade ranges based on a hybrid 
between class year parity and hire year parity. 

Compensation Ratio 

Compensation Ratio is a calculation that evaluate an 
employer's current ratio to their grade midpoint. The ratio 
places employees into a new recommended pay grade 
range at the same ratio vs. the midpoint. For example, 
employees who are at their current paygrade range 
quarter mark are now at (50% compa ratio) would be 
place at their new recommended salary at 25% range 
penetration. 
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Exhibit B – City of Madeira Beach Attachment 
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Exhibit C – Insurance Certificate 
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Exhibit D – Reference Letter - Ms. Hannah Metevia - GrowFL 
 

 

 

July 28, 2023 

 

To Whom It May Concern, 

 
I am pleased to write this letter of recommendation for Mr. Jeff Turner, whose exceptional 

contributions and expertise have significantly impacted the success of our organization's programs 

and initiatives. 

 

Throughout his tenure with us, Jeff has been instrumental in various capacities. As a strategy 

consultant, he played a pivotal role in the growth and success of our System for Integrated Growth 

program, a highly valuable initiative aimed at assisting CEOs in addressing internal and external 

challenges. Jeff's active involvement in over 350 strategic engagements with CEOs not only 

impacted their top line revenue but contributed significantly to the program's enduring growth and 

success. 
 

Moreover, we utilize Jeff's expertise to conduct two rounds of in-depth due diligence for our annual 

awards program, GrowFL Florida Companies to Watch. His proficiency and extensive knowledge of 

the business landscape make him an invaluable asset in this critical capacity. Unlike similar 

organizations to GrowFL that frequently rotate their due-diligence providers, Jeff's unwavering 

experience and dedication have made him the sole individual we trust to handle this crucial 

responsibility year after year.  

 

No matter the project, Jeff's meticulousness, analytical skills, and risk assessment and mitigation 
abilities have consistently delivered outstanding results. His keen eye for detail ensures thorough and 

accurate evaluations, providing us with valuable insights and recommendations for informed 

decision-making. Throughout our collaborations with Jeff, he has consistently met deadlines, 

displaying flexibility a commitment in accommodating our needs.  

 

We are continually impressed with Jeff's professionalism, leadership, and dedication to our 

organization's goals. His diligent work and his exceptional support have contributed significantly to 

the success of our annual awards program and the System for Integrated Growth program for well 

over a decade. 

 
We are privileged to have worked with Jeff, and without reservation, will contract with Jeff again, 

knowing that our programs would be in the most capable hands.  

 

I wholeheartedly recommend Jeff Turner for any venture or project requiring a skilled, 

knowledgeable, and dedicated individual.  

 

Sincerely, 

 

 
Hannah Metevia 

Engagement Manager 

Email: Hannah@GrowFL.com    Phone 989-293-4354 
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T r a ns m i t t a l  Le t t e r  
Cody  &  A s s o c i a t e s ,  I nc .

220 Jamaica Dr. Cocoa Beach, FL 32931 
Phone: 321/783-9552 Fax: 321/613-3962 

February 06, 2024 

City of Madeira Beach 
Attention: City Clerk 
Madeira Beach, FL 33708 

Cody & Associates, Inc. is pleased to submit this quote to conduct an HR, Classification, and 
Compensation Study for the City of Madeira Beach.  

The approach to the project and detailed work plan is included in this proposal.  We understand and can 

perform the scope of services requested and the assistance you require in this Study.  We have conducted 

compensation and classification studies to numerous public sector clients in the state of Florida and 

understand the Florida market, and the changes incurred by the increased minimum wage.  

Thank you for the opportunity to assist the City in this study.  We look forward to discussing our quote with 

you in greater detail. 

The person who is authorized to make representations for Cody & Associates, Inc. is:   Linda Bunting; 

Address: 220 Jamaica Dr., Cocoa Beach, FL  32931; phone number: (321)783-9552; Fax number: 321/631-

3962; email: Lbunting@codyassiates.org.  
The terms, conditions, and prices for this study are valid for a period of one hundred eighty (180) days.  

Sincerely, 

Linda Bunting, PHR, SHRM-CP 
President 
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PROPOSER’S EXPERIENCE AND QUALIFICATIONS 

 
 
 
Cody & Associates, Inc. is a small Human Resources consulting firm specializing in Classification and 

Compensation for government entities in the state of Florida. We have three full time employees with 

additional support staff. Our office is located in Cocoa Beach, Florida.  
 

Cody & Associates, Inc. is a Florida based and incorporated management consulting company which was 

established in 1974.   

 

Cody & Associates, Inc. has provided Wage, Salary and Classification services to over 900 clients including 

municipal and county government agencies in the State of Florida. We have worked with municipal utilities, 

bargaining, and non-bargaining positions. We know the Florida market. With the annual increases to the 

minimum wage this has driven wages up overall. We design a pay plan that aligns with our clients’ structure 

(internal relationship) and is competitive with their market (external relationship). 

 

Our company is known for its outstanding work product and works very closely with our clients to resolve 
their problems and fulfill their needs.  Cody & Associates, Inc. communicates with our clients to render a 

personalized management consulting service.   

 

Linda Bunting works personally on all studies and has support staff to assist. She is involved in all aspects 

of the studies and works closely with clients to provide a pay plan that works for them. We offer 

implementation options that fit with our client’s budget and can discuss options on how to implement. Linda 

took over as President in 2016, after working for Cody & Associates for over 12 years. We provide free 

follow-up for our clients for a year after completing a study. This includes analyzing new positions and 

providing a pay range for the positions. We are a Florida based company and understand the Florida 

market. Over the last few years, we have seen the most aggressive changes in pay in Florida. This was 

based on the increase in minimum wage, the employee shortage, and the high inflation. We have many 
contacts with government entities which helps us keep a pulse on what is going on with compensation as 

well as employment trends.  This is what sets us apart. 

 

Cody & Associates is experienced in the scope of work the City is requesting and can complete the study 

to meet your needs.  
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It is important that you know the specific consultants to be assigned to the day-to-day conduct of the study.   

 

LINDA BUNTING, SHRM-CP, PHR, President, has a Bachelor’s in Business Administration from University 
of Phoenix and holds a SHRM-CP and a Professional in Human Resources from the HR Certification 

Institute.  

Linda has over twenty years of professional experience in classification analysis, wage and salary 

administration, and benefit analysis and administration for Florida municipal and County customers.  Linda 

has been Project Manager on over 250 studies. Linda works out of our Cocoa Beach Office, which will be 

the primary work site for the study and will function as the Project Team Manager. 

Ms. Bunting’s specific responsibilities on this project: 

-Directs the overall direction of the Project Plan.  

-Works directly with the Client's staff on a day-to-day basis. 

-Authority to speak for the Consultant in all study areas. 

-Conducts the on-site analysis and develop recommendations. 

-Directs the data collection. 
 

LYNN BYRD, Consultant, has a Bachelor’s Degree from University of South Florida, Tampa, Florida  

Lynn has eleven (11) years of professional experience in classification and compensation, and job analysis 

with Cody & Associates.  

Lynn’s specific responsibilities on this project: 

-  Assist in the overall direction of the Project Plan. 

-  Work indirectly with the client’s staff. 

-  Conducts data collection. 

 

DONNA HUDSON, Administrative Manager 

Donna has over ten (10) years administrative support and data collection for Cody & Associates.  
Donna’s specific responsibilities on this project: 

- Job Description updates 

- Posting salary data 

- Benefit Analysis 

- Work’s indirectly with client’s staff  

We have additional support staff to assist in data collection, compilation, and other functions as needed.  
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Below is a list of government contracts completed in the last three years. They are all classification and 

compensation studies unless otherwise stated:: 

 
City of New Port Richey  

Collier County (Salary Survey)  

Collier Tax Collector  

City of New Port Richey Fire only 

Seacoast Utilities Authority  

Sun n Lake 

City of Bushnell 

City of Palmetto  

Nassau Clerk of Courts  

City of Valparaiso  

City of Ormond Beach  

Citrus Mosquito Control  
Lee County Tax Collector 

City of Plant City (Full Study) 

City of Ormond Beach  

 

Lee County Clerk of Courts  

City of Jacksonville Beach  

Emerald Coast Utilities Authority  

Sumter County Property Appraiser  

City of Satellite Beach  

Pasco Mosquito Control  

Charlotte County Tax Collector  

Lakewood Ranch  

St. Lucie Tax Collector  

City of Frostproof  

City of Crescent City  

Collier Tax Collector  
Sarasota County (select positions only)  

Polk County  

Central Florida Expressway Authority  

Town of Southwest Ranches 
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REFERENCES 
 

 The below references are just a few of our recently completed projects.  
 
Polk County - 330 West Church St; Bartow, FL 33831 

Kandis Buford, Equity and HR Director       863/534-6587 

KandisBuford@polk-county.net  

Compensation Study - 8/1/2022 – 2/162023 Cody & Associates, Inc.  

 
City of Jacksonville Beach - 11 North Third St.; Jacksonville Beach, FL 32250  
Kimberlee Bennett, Director of Human Resources   904/247-6111 

Kbennett@jaxbchfl.net  

Classification and Compensation Study with Benefits – 1/19/2022 – 6/1/2022  

 
City of Ormond Beach – 22 South Beach Street, Ormond Beach, FL 32174 
 
Claire Whitley, Assistant City Manager     386/676-3202 
 
Claire.Whitley@ormondbeach.org 
 
Classification and Compensation Study – 10/15/2021 – 3/15/2022 Cody & Associates, Inc.  

 

Central Florida Expressway Authority – 4974 ORL Tower Road, Orlando, FL 32807 

Evelyn Wilson, Chief Human Resources Officer     407/690-5317 

Evelyn.Wilson@cfxway.com  

Compensation Study 11/30/2022 – 1/30/2023 Cody & Associates, Inc. conducted a complete 

compensation study for the Expressway. We completed the study in a timely manner. We have worked 

with the Authority multiple times over the past nine years.  
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UNDERSTANDING AND APPROACH  
(This can be discussed in further detail) 

 
This section describes the work plan that Cody & Associates, Inc. will utilize for the project and includes specific 
tasks or steps.  Our consultants will work closely with the City’s staff to ensure that they have complete 
understanding of the study. 
 

 INTRODUCTION AND PROJECT ORIENTATION 

 The Consultant will conduct initial meetings with the City’s HR staff to discuss the current classification 

and pay plan, pay practices, performance evaluation scoring methodology, and philosophy of 

compensation and finalize the scope of work. Discussions with all department heads to discuss 

department concerns will also be held. 
 

 EVALUATE PAY POLICIES AND PRACTICES 

The consultant will evaluate existing pay policies and practices including additional monetary incentives.  

 

 POINT FACTOR JOB EVALUATION SYSTEM 

• The Cody & Associates, Inc. Point Factor Job Evaluation System is a logical, systematic and 

orderly method of gathering facts about jobs.  It requires the application of value judgments in a 

standardized and understandable way.  The objective is to ensure consistency and equity of 

results in evaluating jobs. 

 

• One purpose of this quantitative job evaluation system is to set the value of a position by 
determining a numerical score for each job based on job-related tasks, duties and conditions of 

work performed. 

 

• Positions which require approximately equal levels of skills, efforts, responsibilities and working 

conditions are placed into the same level for job difficulty comparisons.  The comparable 

difficulty of a position is therefore measured within an organization unit or agency. 

 
• The point factor comparison cross compares jobs against all other positions in the organization 

using all job factors. 
 

 SALARY SURVEY/MARKET PRICING 

 The objective of this survey will be to determine what must be provided in terms of salaries in order to 

be competitive with other employers recruiting in your labor market.  
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The Consultant will select "benchmark" classes from the classification plan to be utilized in the salary 
survey.  These jobs will represent a cross-section of occupations and pay levels within the pay system.  
The benchmarks will include those occupations which can be accurately compared with other 
employers included in the survey.  The relevant labor market to be surveyed will be agreed upon with 
the City and the Consultant.  

 
 

 INTERPRETATION OF SALARY DATA 

This is the most important step in the salary schedule design. Since the Consultant has conducted 

several similar studies for many similar agencies, Cody & Associates, Inc. understands what jobs are 

comparable, regardless of titles assigned. The Consultant will provide a report showing a summary of 

the salary data results.  

 
 

 DEVELOPMENT OF PAY GRADES AND SALARY STRUCTURE 

Based on the job evaluation and analysis of the salary survey data, Cody & Associates, Inc. will design 

a salary structure for all jobs.  This step will transform the data from the salary survey into specific salary 
ranges that progress in a regular manner across all levels.  Salary compression between positions will 

be addressed during this step.   

 

 PREPARATION OF REPORT 

 Cody & Associates, Inc. will prepare and present report which will include all the details of the project.   

 

 IMPLEMENTATION AND FOLLOW-UP ASSISTANCE 

Cody & Associates, Inc. will develop a complete implementation plan covering various workable 

alternative which address compression with associated costs. Cody & Associates, Inc. will have a staff 

member available to answer any questions for a twelve (12) month period concerning recommendations 

resulting from the project and provide continuing assistance (at no additional cost) during this period. 

 
 ESTIMATED PROJECT TIME 

The estimated time to complete the project is approximately 3 months.  
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 COST 

Cost to conduct an HR, Classification, and Compensation Study will not exceed $13,500. This includes     
up to three visits to the City.  

Additional Cost options:  

 Benefits - $1,500 

 Job Descriptions Updated: $2,200 
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January 23, 2024 

 

CLASSIFICATION & COMPENSATION STUDY PROPOSAL 
RFP#: 24-01 HR 

City of Madeira Beach 
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January 23, 2024 

 

Robin Gomez 

City Manager 

City of Madeira Beach 

300 Municipal Drive 

Madeira Beach, FL  33708 

 

Dear Robin: 

Please accept the attached proposal in response to our conversation in regard to a classification and 

compensation study for the City of Madeira Beach.  The Pontifex Consulting Group is experienced in 

conducting studies similar to yours in comparable organizations.  We are confident that we can deliver 

quality service that is second to none. 

We have attached a concise proposal that will provide the following information: 

Firm Information 

Staff Resumes 

Project Approach 

Cost Proposal 

Project Timeline 

References 

Required Documentation 

 

We very much appreciate the opportunity to submit this information and look forward to assisting you in 

performing these consulting services.  Should you require any additional information or have questions 

regarding our attached proposal or fee schedule, please call me at 612.803.3516 or email at 

pronza@pontifex-hr. 

Sincerely, 

 

Peter Ronza, CCP, SPHR 

President  
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Pontifex Consulting Group LLC 
 

The Pontifex Consulting Group LLC, was formed seventeen years ago by human resources professionals who have 

extensive experience as both practitioners and consultants in compensation, benefits and other human resources 

disciplines. We adhere to a client-focused philosophy of highly personal service with integrity, confidentiality, 

dedication, efficiency, fairness to all parties, and professionalism. 

We recognize that your employees are your greatest investment and that they are the key element to the success 

of your organization.  That fact alone requires that you employ a consultant who is experienced and accountable.  

Our goal is to provide a service experience that is second to none.  You should experience nothing less. 

Our goal is to satisfy our customer’s needs with solutions that will work in relation to your culture.  We do not 

believe in recommending “cookie-cutter” products or automated programs that are revised to adapt to your 

organization.  There are as many different methods of classifying and compensating employees as there are 

different varieties of organizations.  That kind of service takes time and effort and is the only way we know of to 

provide you with the quality professional products that get you where you want to be.  

We provide personalized services that are reasonably priced. Your project is serviced from beginning to end with 

service to you, our customer, as our primary objective.  Compensation is a very sensitive issue and we treat it as 

such.  For an employer it is their largest investment and for employees it means putting food on the table and a 

roof over their head.  We take our responsibility very seriously.  

Our services are reasonably priced due to the fact that we do not have extensive overhead that we are relying on 

our clients to support.  Through the efficient and effective use of technology and our experience, we can give our 

clients first class service at affordable prices.  We expect to deliver the same value as what we would expect if we 

were in our client’s shoes.  

The consultants assigned to your project are the people who are committed to your project’s success.  We do not 

dazzle you on-site with talent and then come back home to assign your project to a room full of neophyte 

employees.  Our consultants have decades of professional experience in performing services similar to what is 

being proposed for your organization.  If you have a question or issue, your consultant will be able to address it to 

your satisfaction.  

Published articles and resources may be accessed on our website at: 

https://pontifex-hr.com/resources-publications 

The firm has not experienced any financial difficulties or been involved in any pending or threatened investigations 

or litigation in its seventeen (17) years of existence. 

 

 

 

Firm Profile 
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Key differentiators from our competitors: 
 
• Expertise – The depth of professional experience and skills of staff assigned to this project (as 

outlined in resume section) is second to none.  We have provided services to a wide variety of 
industries both as consultants and practitioners.  We also “give back” to the professional 
community through publishing, speaking at professional conferences and teaching. 

 
• Custom Solutions – There is no “one solution” for an organization or industry.  We take the time 

to assess your culture, needs, and objectives.  There are many different methods by which to 
compensate employees and the solution for your organization must “fit” your organization to be 
successful.  We will never recommend an “off-the-shelf” product that we have used for all our 
clients.  That is against our professional ethics and would ask that you retain another firm if you 
desire that kind of deliverable. 

 
• Service – What you see is what you get.  The practitioners who will appear on your worksite at the 

project implementation meetings will be the individuals who service your contract from beginning 
to end.  We do not have a cadre of neophyte analysts who will be given your project once the team 
has returned from your organization.  If you need to contact us, we will be available.  If you need 
changes, they will be discussed an executed.  This is not our project, it is your project. 

 
• Honesty – We are being engaged to ensure quality and success.  That requires that we engage in 

a professionally honest relationship.  We will present you with options, opinions and 
recommendations, and will actively listen to you.  We are being retained due to our professional 
experience as your consultants and will engage in such a manner. We will not provide confusing, 
voluminous proposals and documentation for the purpose of self-aggrandizement. 

 
• Familiarity with Public Sector – Although we have provided services for the public sector as 

consultants, we also have extensive experience as practitioners within organizations. This gives us 
a valuable insight into the issues, political and cultural, that come into play when designing, 
implementing and maintaining compensation systems.  This is also why we commit to provide 
assistance at no charge after the study has been delivered.  

Firm Profile 

86

Item 6D.



 

 

 

612.803.3516 | www.pontifex-hr.com | pronza@pontifex-hr.com | HR systems that work. 

 

Pontifex Consulting LCC | Proposal for City of Madeira Beach 
5 

Mr. Ronza will be responsible for managing the project and providing 

consulting services.  He has over thirty years of experience in health care, 

banking, higher education, government and as a consultant for a variety of 

industries.  He also has been called upon as a resource based on his expertise 

by print and video media (NBC Nightly News, Wall Street Journal, US News 

& World Report). 

Mr. Ronza is an Adjunct Professor for graduate and undergraduate programs 

at the Human Resources and Industrial Relations Department of the Carlson 

School of Management at the University of Minnesota.  He also served as an 

Adjunct Professor at the Organizational Learning and Development 

Department at the University of St. Thomas.  

Mr. Ronza is also an expert on regulatory issues such as the Fair Labor 

Standards Act (FLSA).  He has assisted a variety of clients in ensuring that 

they are in compliance with overtime and equal pay provisions of the act.  He 

advises clients on designing their workforce structures to ensure that they 

are in compliance with regulations while at the same time achieving 

organizational objectives. 

Mr. Ronza has a Master’s degree in Human Resources/Industrial Relations 

from the University of Minnesota. 

Mr. Ronza is a member of: 

• WorldatWork (formerly American Compensation Association) 

and has his Certified Compensation Professional (CCP) 

certification.   

• Society for Human Resources Management and has his Senior 

Professional Human Resources (SPHR) certification.  He also 

served on the Total Rewards Special Expertise Panel (2005-

2008) and the Ethics Special Expertise Panel (2010-2012) that 

provided advice and professional services to the 285,000 

members of SHRM. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Our Team 

Peter Ronza CCP, SPHR - President 

Firm Profile Firm Profile (Our People) 
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Dr. Greene is a Consulting Principal with our compensation and human resources 

management consulting practice.  He will be responsible for cultural assessment, 

classification analysis, quality assurance and composition of the final report.  He has 

over forty years of human resources consulting experience with a wide variety of 

organizations. 

Dr. Greene is an expert on consulting with organizations on formulating human 

resources management strategies and designing, implementing, administering and 

evaluating performance and compensation management programs.  He also provides 

counsel on defining, assessing and reshaping organizational culture and the effective 

management of cross-cultural workforces. 

Dr. Greene has written four books (Rewarding Performance; Rewarding Performance 

Globally; The Most Important Asset: Valuing Human Capital; Strategic Talent 

Management) and over 100 articles on HR and compensation management, 

performance management, organizational culture and change management.  He was 

awarded the first Keystone Award for attaining the highest level of excellence in the 

field by the American Compensation Association (now WorldatWork).  He serves as 

adjunct faculty at DePaul University and a faculty member for the CPHRC certification 

program offered in countries around the world. 

Dr. Greene has a Ph.D. in Applied Behavioral Science from Northwestern University 

and an MBA from the University of Chicago. 

Dr. Greene is a member of: 

• WorldatWork (formerly ACA) and has his Certified Compensation 

Professional (CCP), Certified Benefits Professional (CBP) and Global 

Remuneration Professional (GRP) certifications.   

• Society for Human Resources Management (SHRM) and has his Senior 

Professional Human Resources (SPHR), Global Professional Human 

Resources (GPHR) and SHRM-SCP certifications.  He has served as a 

designer and faculty member for SHRM’s professional development 

programs and was a principal designer of the PHR/SPHR certifications.  

• Society for Industrial and Organizational Psychology (SIOP), a division of 

the American Psychological Association.  

 

 

 

 

 

 

 
  

Robert Greene Ph.D. – Consulting Principal 

Firm Profile (Our People) 
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Mr. Gramer will be responsible for providing market analysis and 

compensation system design services on this project.  He has over eighteen 

years of compensation experience, which include external and internal 

consulting, and ten of which have been working with national and global 

compensation and expatriate programs.  

Mr. Gramer has served as an adjunct professor of Global Business and Human 

Resources programs.  He has also served as a guest speaker on these topics 

at colleges and universities as well as professional associations.   

Mr. Gramer has a Master’s degree in Business Administration from the 

University of St. Thomas. 

Mr. Gramer is a member of:  

• WorldatWork (formerly American Compensation Association) 

and has his Certified Compensation Professional (CCP) 

certification, as well as his and Global Remuneration Professional 

(GRP) certifications.   

• Society for Human Resources Management and has his 

Professional Human Resources (PHR) 

David Gramer CCP, GRP, PHR – Consultant 

Principle 

Firm Profile (Our People) 
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Dr. Wade will be responsible for providing equity analysis and compensation 

system design services on this project.  He has over thirty years of 

compensation experience, which include external and internal consulting, 

conflict management, and assisting organizational leaders in driving 

inclusive business practices and cultural change.  

Mr. Wade is a life-long member and former regional Vice President of the 

National Association of African Americans in Human Resources (NAAAHR). 

He was a founding member of NAAAHR Colorado State Chapter and its first 

President.  He is a skilled facilitator and has served as a guest speaker on at 

regional state and national conferences on the topics of diversity, equity and 

inclusion.   

Dr. Wade has a PhD from Colorado State University and is a graduate of the 

Defense Equal Opportunity Management Institute. 

Dr. Wade is a member of:  

• Society for Human Resources Management and has his 

Professional Human Resources (PHR) 

 

Anthony Wade PhD, APM, PHR – Consultant 

Principle 

 

 

Firm Profile (Our People) 
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Jerry Keating IPMA-SCP, SPHR – Consultant  

Mr. Keating will be responsible for employee communications, outreach, 

onsite consultation and system development services on this project.  He has 

over twenty years of human resources experience, which extensive 

experience in labor relations, mediation, collective bargaining and 

arbitration.  He has an additional ten years of consulting experience 

nationwide in all areas of human resources management. He is often called 

upon to provide training for organizations in systems implementation and  

conflict resolution.  

Mr. Keating has a Master’s degree in Business Administration from Columbia 

Southern University. 

Mr. Keating is a member of:  

• International Public Management Association for Human 

Resources (IPMA-HR) and has his IPMA-HR Senior Certified 

Professional certification (IPMA-SCP).   

• Society for Human Resources Management and has his Senior 

Professional Human Resources (SPHR) certification. 

Firm Profile (our People) 
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The purpose of the comprehensive compensation study is to evaluate the labor market competitiveness of the 

compensation plan for the City of Madeira Beach (Client). 

 

Given our desire to provide customized service to the Client, we believe our proposal is straightforward and 

identifies the core elements of the study.  Our services are flexible so as to take into account your needs and any 

conclusions or requirements during the project.  The Pontifex Consulting Group (Consultant) will perform the 

following tasks to achieve the Client’s goals and objectives: 

 

 

 

 

Project Approach 
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Task I – Project Initiation & Onsite Meetings 

Task Description 

Organizational 

Strategy 

The Consultant will discuss with the Client organizational objectives and cultural perspectives 

to ensure that they are taken into account in the development of programs that will serve 

your needs today and in the future.  We will engage onsite with management, human 

resources, and other staff members as required to obtain information or clarification 

necessary for project deliverables. 

Human 

Resources 

Strategy 

The Consultant will engage in overall discussion of the human resources strategy to attract, 

retain, develop and motivate staff, as well as meet the changing needs of the workforce.  We 

will also examine how the compensation program supports other human resources initiatives 

for the workforce.  
 

Current 

Program Review 

The Consultant will review existing job descriptions, organization charts, job evaluation and 

salary administration methodology, and all other relevant job classification material.  These 

actions will allow us to provide recommendations on how to guide the study to a successful 

completion. We will seek clarification and follow-up during our onsite meetings with 

management staff. 

Total 

Compensation 

Philosophy 

The Consultant will confirm the Client’s Total Compensation (compensation and benefits) 

philosophy and assist in the drafting of an official document, if required.  It is critical for the 

Consultant to completely understand the Client’s total compensation philosophy and it’s role 

in the attraction, retention and motivation of staff. Consultant will also discuss and reach 

agreement on the competitive labor markets to be used for benchmarking purposes. 

Project 

Administration 

The Consultant will work with the Client to confirm the schedule of deliverables for the study.  

We will also clarify involvement of the Client’s staff to ensure timely completion of tasks, 

approval of documents and distribution of communication materials. 

Initial Employee 

Communications 

Consultant will conduct employee, supervisor and manager briefing sessions at various times 

and locations as desired by the Client.  These meetings will communicate the study’s 

objectives and allow for employee input. These sessions are of great value to inform 

employees and will enhance the Client’s ability to encourage engagement and acceptance. 

Consultant will also develop draft communications material as desired by Client. 

Task Outcome 

The outcome of this Task is a philosophy and strategy that will serve as the basis to evaluate current programs, 
guide the alignment of the compensation programs, and reach agreement on study goals, objectives and 
deliverables. The Consultant will also conduct desired communication with managers and staff.    
 

Task Timeline 

The timeline to complete this Task is typically one to two weeks.  We will collect organizational information prior 
our onsite visit and work with the Client to schedule the onsite meetings.  Onsite meetings will comprise two 
days after which the Consultant will have obtained all relevant information necessary to proceed with the study. 

Project Approach (Continued) 
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Task II – Classification Analysis 

Based on the study objectives outlined in Task I, a classification analysis will be conducted of all covered jobs.  Jobs 

will be examined to ensure description of work is current and in a relevant format. This process will also result in a 

job evaluation with the objective of providing a system that reflect the current classification of work while adhering 

to the culture of the organization. This will deliver internal equity while providing a system that can be maintained 

by internal staff.  

Task Description 

Position 
Information 
(Job Analysis) 

Consultant will utilize Position Description Questionnaires (PDQ) that will be distributed to 
employees for them and their supervisor to complete with relevant information in regard to 
their job’s duties, responsibilities and requirements.  Upon examination of the PDQs, 
Consultant will conduct onsite interviews with management staff to clarify questions and 
resolve any issues. Consultant will not complete this stage of the study until they have acquired 
a complete understanding of Client’s operations and jobs. 

Finalize Job 
Descriptions 

Based upon the job analysis process, Consultant will develop any recommendations for 
new/revised job descriptions, in a format acceptable to Client that ensures all requirements 
regarding essential functions and minimum qualifications are included.  Job descriptions will be 
composed in a manner that complies with ADA, EEO standards, and other legally required 
information.   Consultant will also conduct Fair Labor Standards Act (FLSA) exemption tests 
using current United States Department of Labor FLSA guidelines.   

Review Phase 
Client Human Resources and management staff will review and comment on job description 
drafts and classification recommendations.  Consultant will review and revise job description 
drafts as appropriate.  

Job Evaluation 
Process 

Consultant will utilize the appropriate job evaluation methodology to provide a 
recommendation for a classification system that reflects the Client’s organizational structure 
and culture. It will incorporate job families (where appropriate) and clear career progression 
paths. There is no “one” system that can be utilized for every organization. We do not sell a 
“one-size-fits-all” methodology as a solution to your needs. The structure must also be 
constructed in a way that will allow for inhouse staff to maintain and administer the system 
after the study is completed.  The Client will provide input in regard to the Consultant’s 
recommendations and changes will be made as appropriate. 

Task Outcome 

The outcome of this Task is an analysis of the organization’s jobs, composition of job descriptions in a desired 
format, and job evaluation of those jobs that provides a classification structure. The structure will be developed 
utilizing a job evaluation system that is best suited to the Client’s mix of jobs, assignment of duties, and culture 
while providing a standard of internal equity. Inhouse staff will acquire training into new plan by Consultant 
explaining this process as it occurs. Understanding construction of the system will enhance comprehension of 
administration of the system.  

Task Timeline 

The timeline to complete this Task will be about eight weeks to maintain the overall project timeline.   
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Task III – Compensation Analysis 

Based on the study objectives outlined in Task I, a compensation survey will be conducted.  The competitive labor 

market data will be analyzed to determine the current competitive stance of the Client compared to its total 

compensation philosophy and strategy.  

Task Description 

Collect Labor 
Market Data 

The Consultant will work with the Client to identify and confirm specific labor market 
competitors that will be contacted to provide compensation and benefits data.  The Consultant 
will design custom market survey(s) and follow-up with respondents to ensure accurate 
analysis and reporting of information.  The Consultant possesses published professional salary 
surveys that will provide for additional data if required. 

Market Data 
Analysis 

The Consultant will collect and analyze data to ensure accuracy and reliability of data.  Follow-
up will be conducted with competitors to ensure accuracy and relevancy of data. We will then 
analyze the current compensation of Client employees in relation to the competitive labor 
market data to determine the Client’s positioning, both on an individual and aggregate basis.  

Market Best 
Practices 

The analysis will also survey competitor best practices and determine where they may be of 
value in consideration of the Client’s compensation philosophy and strategy outlined in Task I.  
The principles will be discussed, and recommendations provided for possible inclusion of 
concepts into the plan design.   

Market 
Position 

The Consultant will analyze the current compensation of Client’s jobs in relation to the 
competitive labor market data to determine if the Client leads, matches, or lags the market 
based on the Client’s compensation philosophy. 

Salary 
Structure 
Design 

Client management staff will review and comment on recommendations for a salary structure 
that reflects market alignment as well as internal equity. The structure will also be constructed 
in a manner to avoid salary compression.  Consultant will also provide financial impact scenarios 
to assist the Client in the implementation of said recommendations. Consultant will review, 
discuss and revise recommendations as appropriate. 

Impact 
Analysis 

Consultant will provide financial modeling and system implementation recommendations. 
Identification of any compensation outliers/concerns and appropriate options for remediation 
will also be provided. Consultant will also provide policy language and guidelines for the 
administration of the system to address placement of staff in a variety of circumstances 
(recruitment, promotion, reclassification, etc.). 

Task Outcome 

The outcome of this Task is an analysis of the Client’s position to their competitive labor market and the 
development of a compensation structure.  The structure will be developed utilizing standard compensation 
analytical tools, such as regression analysis, as appropriate to prevent pay compression and other issues 
commonly associated with salary structures. Inhouse staff will acquire training into new plan by Consultant 
explaining this process as it occurs. Understanding construction of the system will enhance comprehension of 
administration of the system. 

Task Timeline 

The timeline to complete this Task will be about six weeks to maintain the overall project timeline.   
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Task IV – Project Report 
 

The Consultant will prepare a comprehensive report that will summarize the processes used to conduct 
the study as well as the findings and recommendations of the study.  The Client will have an opportunity 
to review and discuss the report with the Consultant.  Based on these discussions, the Consultant will 
update and finalize the report. 
 

Task Description 

Report 
Elements 

1. Detailed summary of the job analysis process. 
2. New/revised job descriptions. 
3. Job evaluation system recommendations (internal equity) 
4. Results of the comparative compensation and benefits (external equity) analysis. 
5. Recommendation for a base compensation structure(s) for all jobs that will align with 
compensation philosophy. 
6. Recommendations on how to transition from the current to the new system. 
7. Recommendations on a process to update and keep the system current. 
8. Draft policies and procedures for system administration practices. 
9. Recommendations on implementation options. 
10. Financial impact analysis on the implementation of Consultant’s recommendations. 
11. Training for Client staff that will enable them to maintain the system following its 
implementation. 
12. FLSA analysis and audit sheets for all jobs that pass the exemption tests 

Onsite 
Presentations 

The Consultant will be available to present the findings and recommendations to the City 
Council, management, and staff (as desired).  This will allow all parties an opportunity to ask 
questions and have a complete understanding of the goals, objectives and deliverables of the 
study. 

Study 
Documentation 

All study documentation will be provided to the Client in electronic formats (Windows 
compatible files).  There is no need or value for the Client to expend additional resources to 
acquire a licensed automated system.  Maintenance can easily be performed by Client staff 
utilizing Excel and their existing ERP system. 

System 
Training 

Consultant will provide training to inhouse staff regarding how to maintain the classification 
and compensation programs.  Again, our goal is to provide you a system that requires little 
outside involvement from a consultant.  Included with this training are desired policy language 
that will address procedures, adjustment practices and career progression processes. 

 

The end result is to design, implement and maintain a compensation system that allows for the 
recruitment, retention and recognition of employees while adhering to the compensation philosophy of 
the Client. 
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Total cost for the study is proposed based upon the employee population and services mentioned in 

your RFP. All expenses are included in this proposal. 

The following line-item schedule summarizes the different study tasks costs: 

Project Initiation & Onsite Meetings     $3,500 

Classification Analysis      $10,000 

Compensation Analysis      $5,750 

Project Report       $4,750 

 

TOTAL COST       $24,000 

 

The Consultant agrees to answer questions and provide implementation assistance at no additional 

cost pertaining to this study for a minimum of twelve (12) months following the date of study 

completion to ensure that the system/products that we have provided are administered properly. 

For work beyond that specified in this proposal, we would be happy to quote a flat rate that is more 

equitable to the achievement of the desired tasks and mindful of the financial resources of the Client.   

  

Cost Proposal Cost Proposal 
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The following timeline is based upon services requested by the Client to complete the study.  Consultant 

will revise this proposal based upon initial consultation with Client during Task I. 
 

Task and Weeks 1 2 3 4 5 6 7 8 9 10 11 12 

Task I:   
Project Initiation & 
Onsite Meetings 

            

Task II:   
Classification 
Analysis 

            

Task III:   
Compensation 
Analysis 
 

            

Task IV:   
Project Report 
 

            

 

 

  

Project Timeline 
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Recent clients served on projects similar in scope: 

City of Kentwood, Michigan 

We were retained in conduct a classification and compensation study for 250 represented and non-

represented staff.  All staff completed job questionnaires from which classification descriptions were 

composed.  Compensation and benefits analyses were based upon custom and published survey sources.  

We assisted the Mayor with Board briefings and the creation of a compensation study committee.  

Deliverables consisted of compensation philosophy and strategies, new classification descriptions, a new 

classification structure, and compensation programs.  We completed a classification and compensation 

review in 2022. 

 

Contact: Gail Dewey, Director of Human Resources, 616.554.0732 

deweyg@ci.kentwood.mi.us. 

 

City of Elmhurst, Illinois 

We were retained to conduct a classification and compensation study for staff.  This included a 

combination of analyses based upon custom and published survey sources.  Deliverables were the 

composition of a compensation philosophy and strategies, new classification, compensation and benefits 

programs.  A point of emphasis was to monitor and provide recommendations on pay compression 

between non-bargaining and bargaining groups. We conducted compensation system updates and 

presentations for the City Council in 2017 and 2019. We conducted a classification and compensation 

review in 2022. 

 

Contact:  James Grabowski, City Manager, 630.530.3010 

james.grabowski@elmhurst.org 

 

Village of Westchester, Illinois 

We performed a classification and compensation study for all Village jobs. This included completion of 

PDQs, review of draft classification descriptions, a combination of labor market analyses based upon 

custom and published survey sources. Deliverables were new classification descriptions, compensation 

philosophy and pay practices for the organization. We are currently assisting with a new performance 

management program. 

 

Contact:  John Schwartz, Assistant Village Administrator, 708.345.0200, ext. 594 

jschwartz@weschester-il.gov 

References References 
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Harnett County, North Carolina 

We conducted a compensation study to determine labor market positioning of County jobs.  This includes 

a variety of analyses based upon custom and published survey sources.  We are consulting on pay 

structure, practices and policies that will ensure labor market competitiveness and the effect of pay 

compression on the compensation structure. 

  

Contact:  Janice Lane, Director Human Resources, 910.814.6401 

jlane@harnett.org 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

References (continued) 

100

Item 6D.

mailto:jlane@harnett.org


 

 

 

612.803.3516 | www.pontifex-hr.com | pronza@pontifex-hr.com | HR systems that work. 

 

Pontifex Consulting LCC | Proposal for City of Madeira Beach 
19 

DRUG FREE WORKPLACE CERTIFICATION. 

 

SWORN STATEMENT ON DRUG FREE WORKPLACES 

 

THIS FORM MUST BE SIGNED AND SWORN TO IN THE PRESENCE OF A NOTARY PUBLIC OR 

OTHER OFFICIAL AUTHORIZED TO ADMINISTER OATHS. 

 

This sworn statement is submitted to the City of Madeira Beach by Peter Ronza, President 

 [print individual's name and title] 

 

for Pontifex Consulting Group 

 [print name of entity submitting sworn statement] 

whose business address is: 1841 113th Avenue NE, Blaine MN 55449  and (if applicable) its Federal 

Employer Identification Number (FEIN) is 20-5623430 (If the entity has no FEIN, include the Social 

Security Number of the individual signing this sworn statement: 

 

I understand that no person or entity shall be awarded or receive a City contract for public improvements, 

procurement of goods or services (including professional services) or a City lease, franchise, concession, or 

management agreement, or shall receive a grant of City monies unless such person or entity has submitted a 

written certification to the City that it will provide a drug free workplace by: 

Providing a written statement to each employee notifying such employee that the unlawful manufacture, 

distribution, dispensation, possession, or use of a controlled substance as defined by §893.02(4), Florida 

Statutes, as the same may be amended from time to time, in the person's or entity's workplace is 

prohibited specifying the actions that will be taken against employees for violation of such prohibition. 

Such written statement shall inform employees about: 

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

(ii) the person's or entity's policy of maintaining a drug-free environment at all its 

workplaces, including but not limited to all locations where employees perform 

any task relating to any portion of such contract, business transaction or grant. 

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

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

(2) Requiring the employee to sign a copy of such written statement to acknowledge his or 

her receipt of same and advice as to the specifics of such policy. Such person or entity shall 

retain the statements signed by its employees. Such person or entity shall also post in a 

prominent place at all of its workplaces a written statement of its policy containing the 

foregoing elements (i) through (iv). 
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(3) Notifying the employee in the statement required by subsection (1) that as a condition 

of employment the employee will: 

(i) abide by the terms of the statement; and 

(ii) notify the employer of any criminal drug statute conviction for a violation 

occurring in the workplace no later than five (5) days after such a conviction. 

 

(4) Notifying the City within ten (10) days after receiving notice under subsection (3) from 

an employee or otherwise receiving actual notice of such conviction. 

 

(5) Imposing appropriate personnel action against such employee up to and including 

termination; or requiring such employee to satisfactorily participate in a drug abuse assistance 

or rehabilitation program approved for such purposes by a federal, state, or local health, law 

enforcement, or other appropriate agency. 

 

(6) Making a good faith effort to continue to maintain a drug free workplace through 

implementation of sections 

(1) through (5) stated above. 

 

I UNDERSTAND THAT THE SUBMISSION OF THIS FORM TO THE CITY OF MADEIRA BEACH IS 

VALID THROUGH DECEMBER 31 OF THE CALENDAR YEAR IN WHICH IT IS FILED. I ALSO 

UNDERSTAND THAT ANY CONTRACT OR BUSINESS TRANSACTION SHALL PROVIDE FOR 

SUSPENSION OF PAYMENTS, OR TERMINATION, OR BOTH, IF THE CITY DETERMINES THAT: 

 

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

 

(2) Such person or entity violates such certification by failing to carry out the requirements 

of sections (1), (2), (3), (4), (5), or (6) or subsection 3-101(7)(B); or 

 

(3) Such a number of employees of such person or entity have been convicted of violations 

occurring in the workplace as to indicate that such person or entity has failed to make a 

good faith effort to provide a drug free workplace as required by subsection 3-

101(7)(B). 
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From: Sandi McKamey
To: Lara Hooley; Powers, Megan
Subject: RE: Compensation Study - Reference
Date: Monday, March 18, 2024 2:48:03 PM
Attachments: image004.png

image001.png

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

Good Afternoon –
 
I apologize for the delay in response – I’m working extremely short staffed for a few weeks and my
HR Manager is out on medical leave.  I saw there were two emails from the same city with the same
questions – so I’ve replied to both at once. 
  
We gave Cody and Associates all our job descriptions.  I was not sure if you wanted me to send all
of them.
 
Let me know if you need anything else.
 
 

SANDI MCKAMEY, MMC, CPM
City Administrator
 
5343 SE Abshier Blvd., Belleview, FL 34420
Main: 352-245-7021 ext. 2116
www.belleviewfl.org
 
Office hours: Mon – Thurs, 7 am – 6 pm, Closed Fridays

  
Under Florida law, email addresses are public records. If you do not want your email address released in response to a public
records request, do not send electronic mail to this entity. Instead, contact this office by phone or in writing.
 
From: Lara Hooley <lhooley@madeirabeachfl.gov> 
Sent: Tuesday, March 12, 2024 11:48 AM
To: rmuniz@southwestranches.org; slucas@gulfbreezefl.gov; cityclerk@valp.org; Sandi McKamey
<smckamey@belleviewfl.org>; mcannon@cityoffortmeade.com;
humanresources@plantcitygov.com
Subject: Compensation Study - Reference

 

Caution: This email originated outside of the City of Belleview. Do not click links or open
attachments unless you recognize the sender and know the content is safe.

Good afternoon,
The City of Madeira Beach is in the process of choosing a consultant firm for a Classification &
Compensation Study. The following firm has listed your city as a reference – Cody &
Associates, Inc. Would you please answer a few questions in regard to this company?
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1. When was the last study performed by this company?  The last formal study was

performed in 2019. 
2. What services did the study cover?     ie. Pay plan, Benefits plan, both They looked at

our pay plan.
3. After completing the study, is there anything they might have overlooked?  They did not

overlook anything that I am aware of.
4. Do you have a copy of job descriptions and job classifications that could be shared?  We

sent up job descriptions from every department – approximately 30 – 40 of them. 
Are there any descriptions that you are interested in or did you want them all?  Just
let me know.

5. What would you do differently if you needed to complete the analysis a second time? 
There is nothing that I can think of that I would have changed.

6. Are there any experiences you want to share?  She was very good in working with me
and staff to complete the study and stayed in continual contact with me.  She
presented the study to the Commission and was responsive to their questions. 
They approved the study upon presentation.

7. Would you use this same company again?  Since then, we have sent up job
description rewrites for a quick review, and if needed, and adjustment. 

8. Are you satisfied with the results?  We were satisfied with the results.
9. Were there any unexpected expenses?  There were no unexpected expenses. 

Thank you for taking the time out of your busy day!
 
Regards,
 
Lara Hooley
Executive Assistant to the City Clerk
City of Madeira Beach, Florida
727-391-9951 ext. 232

 
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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From: Powers, Megan
To: Lara Hooley
Subject: FW: City of New Port Richey HR Comp & Classification Consultant Reference Check
Date: Friday, March 15, 2024 11:47:13 AM
Attachments: image001.png

FR - COMP STUDY FOR CNPR, FLORIDA.pdf
image002.png

 
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

 
From: Wharran, Bernie <WharranB@CityofNewPortRichey.org> 
Sent: Monday, February 26, 2024 2:31 PM
To: Powers, Megan <MPowers@madeirabeachfl.gov>
Subject: City of New Port Richey HR Comp & Classification Consultant Reference Check
 

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

Good afternoon Megan,
 
My name is Bernie Wharran and I serve as the Human Resource/Risk Manager
for The City of New Port Richey. Human Resource Director, Arnal Wetzel
forwarded me your message regarding consultant reference check.
 
Please my responses below in red and if you have any additional questions, do not
hesitate to contact me directly.  
 
 
Consultant:

Evergreen Solutions
 
Questions:

What kind of study did they preform for you? When?    2022 Police, 2023
General, 2024 Firefighters
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The leadership at the City of New Port Richey (CNPR) in keeping with its commitment to 
attracting and retaining the staff necessary to provide high quality services to its citizens 
determined that its current compensation system needed to be updated to reflect market best 
practices.  This study and the analysis contained within provides the city with valuable 
information related to their sworn law enforcement employees’ and communications 
dispatchers’ demographics, market data, and internal and external equity.  This study aims to 
address how the CNPR Police Department is positioned in the market relative to other cities 
in the state and to other local area police departments with similar positions.  The data 
gathered during the market portion of this study were used to develop recommendations that 
allow the city to recruit and retain quality staff.  


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 the New Port Richey Police 


Department 
 Determining appropriate target market peers  
 Conducting an external market salary survey 
 Developing recommendations for compensation management 
 Realigning positions based on the market results 
 Developing recommendations for compensation changes 
 Creating draft and final reports 


 
Kickoff Meeting 
 
The kickoff meeting was held February 21, 2022, to discuss the city’s compensation 
philosophy, finalize the work plan, determine project goals and begin the data collection 
process. Data collection included the gathering of relevant background material including 
existing pay plans, organization charts, policies, procedures, training materials, classification 
specifications, and other pertinent material.  
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Internal Analysis 
 
The internal analysis was run on data provided by the city and consisted of “union covered” 
positions only. (i.e. sworn officers and communications dispatchers.)  Evaluations were 
conducted to evaluate employees’ salaries compared to the minimum, midpoint, and 
maximum of their pay ranges, as well as evaluating the employees’ salaries 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. 


Salary and Benefits Survey 


The external market for this study was defined as identified police departments in the state 
of Florida, as well as police departments with similar positions, characteristics, demographics, 
service, and benefit offerings.  The cities union classifications in the police department were 
used to represent the CNPR Police when conducting the salary and benefits surveys. Data 
was collected for all benchmark classifications provided from approved target organizations 
and matched with the union positions at the city. These matches helped Evergreen 
understand the market positioning of the New Port Richey Police Department and which 
positions might be above or below their true market value. 


Recommendations 


Evergreen developed recommendations for the city to consider in order to help maximize the 
effectiveness and efficiency of its current compensation structure. Evergreen provided the city 
with a variety of recommendations for the future at various costs. Ultimately, Evergreen 
submitted three implementation options that will be described in greater detail in Chapter 4 
of this report.  


1.2 REPORT ORGANIZATION 


This report includes the following chapters: 


 Chapter 1 – Introduction 
 Chapter 2 – Assessment of Current Conditions 
 Chapter 3 – Benefits Summary 
 Chapter 4 – Market Salary Survey Summary 
 Chapter 5 – Recommendations 


 
Chapter 2 - Assessment of Current Conditions 
 
An assessment of current conditions was conducted to help Evergreen better understand the 
current standing of the CNPR Police Department 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, 







Chapter 1 - Introduction Compensation Study for the City of New Port Richey Police Department 


 


 
 
 Evergreen Solutions, LLC  Page 1-3 


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 2 of this report. 
 
Chapter 3 – Benefits Survey Summary and Chapter 4 – Market Salary Survey Summary 
 
Salary and benefits surveys were designed by Evergreen and approved by the City Manager.  
The external market was recommended by Evergreen and approved by the City Manager.  After 
the results were received, the data was analyzed to compare the city to the overall results 
from public-sector peers.  Combined with the Assessment of Current Conditions, the market 
survey gave Evergreen the information needed to understand the city’s position relative to its 
labor market.  A full summary of the market and benefits results can be found in Chapters 3 
and 4 of this report. 
 
Chapter 5 – Recommendations  
 
During the recommendations phase, Evergreen provided several different solution options 
based on the CNPR’s current relationship to market.  Evergreen has provided the CNPR with 
recommendations that will leverage the strengths of the current compensation structure and 
also help expand its ability to recruit and retain talent in the most competitive classifications. 
A full explanation of the recommendations can be found in Chapter 5 of this report. 
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The purpose of this chapter is to provide a statistical analysis of the classification and 
compensation system in place at the City of New Port Richey Police Department (CNPR) at the 
start of this study. The assessment is divided into the following sections: 


 2.1 Analysis of Pay Plans 
 2.2 Grade Placement Analysis 
 2.3 Quartile Analysis 
 2.4 Compression Analysis 
 2.5 Summary 
 
The analysis provided in this chapter represents a snapshot in time – this chapter was built 
off of employee information provided in February 2022.  Every organization changes 
continuously, so this chapter is not meant to be a definitive statement on continuing 
compensation practices at the CNPR.  Rather, this Assessment of Current Conditions or 
“AOCC” 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.  


2.1 ANALYSIS OF PAY PLANS 


The purpose of analyzing the various pay structure within the Police Department is to help 
gain an overview of the compensation philosophy as it existed when the study began.  The 
Police Department had a system in place that categorized classifications by rank and step 
within rank.  This system used the classification title as the grade and the classification 
references the specific step in each grade.  Exhibit 2A displays the Police Department’s pay 
plan summarized for ease of comparison. The exhibit provides 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 Police Department’s pay plan includes seven occupied pay grades that hold 44 
employees.  The range spreads of the grades fall between 5 – 21 percent for the pay plan.   
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EXHIBIT 2A 
PAY PLAN SUMMARY  


 


 
 
  


Comparing the summary data in Exhibit 2A to best practices, a number of observations can 
be made regarding the Police Department pay plans. Based on the analysis of the pay plan, 
the following facts can be observed:  


 Range spreads are generally set between 50-70 percent. The city’s range spread of 
41% for patrol officers is slightly narrower than you would typically see in the market 
today.   


 The minimum annual pay offered to any Sworn Officer is $42,702 while the maximum 
salary of any pay grade is $89,398. 


2.2 GRADE PLACEMENT ANALYSIS 


The Grade Placement Analysis examines how sworn officer salaries are distributed throughout 
the pay grades. This can help identify salary progression issues, which are usually 
accompanied by sworn officer salaries that are clustered in segments of the pay grades. 
A clustering of sworn officer salaries in the lower part of ranges can indicate a lack of salary 
progression for sworn officers or a high level of turnover. A clustering of sworn officer salaries 
in the high end of pay ranges can be a sign of high sworn officer 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, sworn officers at the 
grade minimum are newer to the organization or to the classification in the probationary 
status, while employees at the grade maximum are those who have achieved the definable 
progression in the rank. 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 2B displays the percentage and number of sworn officers 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, 31.6 percent (12 total) of 
all employees are compensated at their pay grade’s minimum.  A smaller percent of 
employees, at 18.4 percent (7 total), are compensated at their pay grade’s maximum.  


 


Pay Plan Grade Minimum Midpoint Maximum
Range    


Spread


Midpoint 


Progression
Employees


PATROL OFFICER PART TIME 49,566$        49,566$        49,566$        0% ‐ 3


PATROL OFFICER 42,702$        51,438$        60,174$        41% ‐ 23


MASTER PATROLMAN 61,610$        62,346$        63,082$        2% 21% 3


POLICE CORPORAL 64,896$        65,697$        66,498$        2% 5% 6


POLICE SERGEANT 69,888$        71,469$        73,050$        5% 9% 6
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EXHIBIT 2B 
EMPLOYEES AT MINIMUM AND MAXIMUM BY GRADE 


  


 


 
In addition to assessing the number of sworn officers at minimum and maximum, an analysis 
was conducted to determine the number of sworn officers below and above pay grade 
midpoint. The percentages refer to the percentage of sworn officers in each pay grade that 
are above and below midpoint.  Exhibit 2C displays the results of this analysis: a total of 38 
sworn officers are compensated below their pay grade midpointwhich is 65.8 percent of all 
Sworn Officers for the Police Department.  There are 13 employees compensated above 
midpoint of their pay grade, which is 34.2 percent of all employees.  


 


EXHIBIT 2C 
EMPLOYEES ABOVE AND BELOW MIDPOINT BY PAY GRADE 


 


 
 


2.3 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. Sworn officers are assigned to 
a quartile within their pay range based on their current salary. 


The quartile analysis is used to determine the location of sworn officer salary clusters. Quartile 
analysis helps identify whether clusters exist in specific quartiles of pay grades. Additionally, 
the amount of time the sworn officer has spent at the organization is also analyzed, in order 


Grade Employees # at Min % at Min # at Max % at Max


PATROL OFFICER 23 9 39.1% 2 8.7%


MASTER PATROLMAN 3 1 33.3% 2 66.7%


POLICE CORPORAL 6 1 16.7% 2 33.3%


POLICE SERGEANT 6 1 16.7% 1 16.7%


Total 38 12 31.6% 7 18.4%


Grade Employees # < Mid % < Mid # > Mid % > Mid


PATROL OFFICER 23 17 73.9% 6 26.1%


MASTER PATROLMAN 3 1 33.3% 2 66.7%


POLICE CORPORAL 6 4 66.7% 2 33.3%


POLICE SERGEANT 6 3 50.0% 3 50.0%


Total 38 25 65.8% 13 34.2%
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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 plan when combined with market data. 


Exhibit 2D shows the number of sworn officers that are in each quartile of each grade, as well 
as the average overall tenure (i.e., how long a sworn officer has worked for the CNPR) by 
quartile. Overall, data provide that 36.84 percent of sworn officers fall into Quartile 1 of their 
respective grade; 28.95 percent fall into Quartile 2; 10.53 percent fall into Quartile 3; and 
23.68 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 4.2 years; in Quartile 2 is 3.3 years; in Quartile 3 is 7.9 years; and in Quartile 4 
is 12.0 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 2E displays a graphical representation of the data contained in Exhibit 2D.  Each pay 
grade is divided into up to four sections representing the percentage of sworn officers, in that 
pay grade, who belong in each quartile.  For example, Master Patrolman has zero sworn 
officers in Quartile 2, or 3.  That pay grade is represented by a 33.3 percent red bar, and 66.7 
percent green bar, showing that one-third of the Master Patrolmen are in Quartile 1 while two-
thirds are in Quartile 4.  Patrol Officer has sworn officers in all four quartiles, however, and is 
consequently represented with a bar displaying all four colors, corresponding to the 
percentage of employees in each quartile. 
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EXHIBIT 2D 
QUARTILE ANALYSIS AND TIME WITH THE ORGANIZATION 


 


 


# Employees Avg Tenure # Employees Avg Tenure # Employees Avg Tenure # Employees Avg Tenure


PATROL OFFICER 23 2.4 9 0.8 8 2.3 3 4.1 3 5.7


MASTER PATROLMAN 3 12.9 1 6.3 0 ‐ 0 ‐ 2 16.2


POLICE CORPORAL 6 6.9 1 2.8 3 6.2 0 ‐ 2 10.0


POLICE SERGEANT 6 16.8 3 14.4 0 ‐ 1 19.1 2 19.2


Overall 38 6.2 14 4.2 11 3.3 4 7.9 9 12.0


4th Quartile
Average TenureGRADE


Total 


Employees


1st Quartile 2nd Quartile 3rd Quartile
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EXHIBIT 2E 
QUARTILE PLACEMENT BY PAY GRADE 
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The Police Department has a clearly defined pay structure: if a sworn officer has the tenure 
requirement and meets any respective qualifications, they can advance in the step within their 
rank. This leads to salary growth over time; however, employees can reach the ceiling (20.5 
percent in the 4th quartile) and progression is halted unless they take the steps to advance in 
rank. 


2.4 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: 


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


 In some organizations, certain departments or divisions may be relatively liberal with 
salary increases, market adjustments, and promotionswhile others are not. 


 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.” 


 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 2F indicates the ratio of subordinate to supervisor salaries by grade graphically, 
and Exhibit 2G 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 $79,000.00 and a supervisor with a 
salary of $100,000.00 would yield a ratio of 0.79 and be placed into the Less than 80 
percent category. An analysis of the data would suggest that the compression measured 
with one’s supervisor is likely a prevalent issue in the organization. 
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EXHIBIT 2F 
ACTUAL VS. EXPECTED SALARY 


  


 


Tenure < ‐10% ‐10% to ‐5% ‐5% to 5% 5% to 10% >10%


1 0 0 3 0 1


2 0 0 0 1 4


3 0 0 5 0 1


4 0 0 0 0 3


5 0 0 2 0 2


6 0 0 2 0 1


7 0 0 0 0 1


8 0 0 0 0 0


9 0 0 3 0 0


10 0 0 0 0 0


11 0 0 1 0 0


12 0 0 0 0 0


13 0 0 0 0 0


14 0 0 2 0 0


15 0 0 0 0 0


16 0 0 1 0 0


17 0 0 1 0 0


18 0 0 1 0 0


19 0 0 2 0 0


20 0 0 1 0 0


21 0 0 0 0 0


22 0 0 0 0 0


23 0 0 1 0 0


24 0 0 0 0 0


25 0 0 0 0 0


26 0 0 0 0 0


27 0 0 0 0 0


28 0 0 0 0 0


29 0 0 0 0 0


30 0 0 0 0 0
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EXHIBIT 2G 
ACTUAL VS. EXPECTED SALARY 
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2.5 SUMMARY 


The CNPR utilizes one pay plan to classify their sworn officers.  This provides a defined 
approach to allow the city to define salary progression within the ranks until a sworn officer 
reaches the highest level.  There were many observations made with respect to the city’s 
compensation system in place for the Police Department at the beginning of the study. 


 Range spread, generally recommended to be between 50-70 percent, is narrower than 
what is usually seen in the market. The CNPR’s plan has range spreads varying from 0 
to 41 percent. 


 Some employees are paid where the current expectation is based on a thirty-year 
progression plan as a result of the ceiling at most pay grades and the stagnant salary 
at the highest ranks. 


 One-fifth of sworn officers are in Quartile 4 which is the maximum of the pay ranges 
for each rank. This is the top of the pay range, while the longest employee tenure is 
22.7 years. 


 The advancement between ranks holds a narrow progression. This would suggest that 
the compression measured with one’s supervisor likely exists in the organization. 


This analysis acts as a starting point for 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 of New Port Richey’s Police Department 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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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 
that 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 weighted 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 3A provides a list of the 6 target peers from which full or partial benefits data were 
obtained for this analysis.  
 


EXHIBIT 3A 
BENEFITS SURVEY RESPONDENTS  


 
 


Clermont, FL 
Leesburg, FL 
Marco Island, FL 
Tavares, FL 
Clearwater, FL 
Auburndale, FL 
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3.1 EMPLOYEE INSURANCE COVERAGES AND MISCELLANEOUS BENEFITS 


Exhibit 3B displays a basic overview of peer benefits as a percent of total compensation and 
the average number of health plans offered.  


EXHIBIT 3B 
OVERALL BENEFITS INFORMATION 


 


 
 


 
 
 


Exhibit 3B displays that the average number of health plans offered by peers (any combination 
of HMO, PPO, High Deductible, or other type of plan) is 1.7, while CNPR offers two types of 
health plans. 


3.2 HEALTH PLANS 


Exhibit 3C displays data on the types of health plans offered by peers. As can be seen, 33.3 
percent of peers offer an HMO plan and 66.7 percent offer a PPO plan. 33.3 percent offer a 
supplemental health plan in addition to their main option. The data shows that the percentage 
of an individual employee’s premium paid by the employer is 0 percent for all health plans in 
the market at all levels including. Employers in the market contribute equally for Employee 
Plus Child premiums and Employee plus Spouse. In and out of network deductibles are also 
shown in Exhibit 3C. 


  


Total Compensation Peer Average


Benefits as a percentage of total 


compensation
32.5%


Number of Plans Peer Average
City of New Port 


Richey Police 


Number of health plans offered 1.7 2
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EXHIBIT 3C 
OVERVIEW OF HEALTH PLANS OFFERED BY PEERS 


 


 
 


 


 


 


Health Plan Premiums & Deductibles Peer HMO Average Peer PPO Average Other Plans Average


Percentage of peers offering each plan 33.3% 66.7% 33.3%


DOLLAR AMOUNT (monthly) of employee premium paid by 


employer
$671.92 $1,271.12 $863.90


PERCENTAGE (monthly) of employee premium paid by 


employer
‐ ‐ ‐


DOLLAR AMOUNT (monthly) of employee premium paid by 


employee
$15.00 $57.19 $27.16


PERCENTAGE (monthly) of employee premium paid by 


employee
‐ ‐ ‐


Individual Maximum Deductible In Network $1,500.00 $2,312.50 $2,500.00


Individual Maximum Deductible Out of Network $1,000.00 $2,666.67 $4,000.00


DOLLAR AMOUNT (monthly) of employee plus child premium 


paid by employer
$97.60 $1,530.84 $1,071.69


PERCENTAGE (monthly) of employee plus child premium paid 


by employer
‐ ‐ ‐


DOLLAR AMOUNT (monthly) of employee plus child premium 


paid by employee
$348.30 $241.25 $273.81


PERCENTAGE (monthly) of employee plus child premium paid 


by employee
‐ ‐ ‐


Employee Plus Child  Maximum Deductible In Network $1,000.00 $2,500.00 $5,000.00


Employee Plus Child  Maximum Deductible Out of Network $2,000.00 $5,000.00 $8,000.00


DOLLAR AMOUNT (monthly) of employee plus spouse 


premium paid by employer
$136.84 $1,568.39 $1,085.82


PERCENTAGE (monthly) of employee plus spouse premium 


paid by employer
‐ ‐ ‐


DOLLAR AMOUNT (monthly) of employee plus spouse 


premium paid by employee
$470.94 $200.16 $280.76


PERCENTAGE (monthly) of employee plus spouse premium 


paid by employee
‐ ‐ ‐


Employee Plus Spouse  Maximum Deductible In Network $1,000.00 $2,500.00 $5,000.00


Employee Plus Spouse  Maximum Deductible Out of Network $2,000.00 $5,000.00 $8,000.00


DOLLAR AMOUNT (monthly) of employee plus family premium 


paid by employer
$234.43 $1,739.29 $1,392.55


PERCENTAGE (monthly) of employee plus family premium paid 


by employer
‐ ‐ ‐


DOLLAR AMOUNT (monthly) of employee plus family premium 


paid by employee
$785.40 $359.85 $500.95


PERCENTAGE (monthly) of employee plus family premium paid 


by employee
‐ ‐ ‐


Employee Plus Family Maximum Deductible In Network $4,000.00 $4,125.00 $5,000.00


Employee Plus Family Maximum Deductible Out of Network $2,000.00 $5,666.67 $8,000.00
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For comparison purposes, a summary of the plans offered by CNPR are displayed in Exhibit 
3D. As can be seen, CNPR offers a Low and High plan with Non-Smoker and Smoker 
distinctions in each, all including the employee-only paid options.  


 
EXHIBIT 3D 


HEALTH PLANS OFFERED BY CITY OF NEW PORT RICHEY 
 


 


 


Health Plan Premiums & Deductibles
City of New Port Richey 


Police Department


City of New Port Richey 


Police Department


City of New Port Richey 


Police Department


City of New Port Richey 


Police Department


Percentage of peers offering each plan Low Plan Non‐Smoker Low Plan Smoker High Plan Non‐Smoker High Plan Smoker


DOLLAR AMOUNT (monthly) of 


employee premium paid by employer


PERCENTAGE (monthly) of employee 


premium paid by employer


DOLLAR AMOUNT (monthly) of 


employee premium paid by employee
$48.16 $153.62 $153.62 $153.62


PERCENTAGE (monthly) of employee 


premium paid by employee


Individual Maximum Deductible In  $2,500.00 $2,500.00 $1,250.00 $1,250.00


Individual Maximum Deductible Out of  N/a N/a N/a N/a


DOLLAR AMOUNT (monthly) of 


employee plus child premium paid by 


PERCENTAGE (monthly) of employee 


plus child premium paid by employer


DOLLAR AMOUNT (monthly) of 


employee plus child premium paid by 
$349.64 $349.64 $349.64 $349.64


PERCENTAGE (monthly) of employee 


plus child premium paid by employee


Employee Plus Child  Maximum  $5,000.00 $5,000.00 $2,500.00 $2,500.00


Employee Plus Child  Maximum  N/a N/a N/a N/a


DOLLAR AMOUNT (monthly) of 


employee plus spouse premium paid by 


PERCENTAGE (monthly) of employee 


plus spouse premium paid by employer


DOLLAR AMOUNT (monthly) of 


employee plus spouse premium paid by 
$397.99 $397.99 $397.99 $397.99


PERCENTAGE (monthly) of employee 


plus spouse premium paid by employee


Employee Plus Spouse  Maximum  $5,000.00 $5,000.00 $2,500.00 $2,500.00


Employee Plus Spouse  Maximum  N/a N/a N/a N/a


DOLLAR AMOUNT (monthly) of 


employee plus family premium paid by 


PERCENTAGE (monthly) of employee 


plus family premium paid by employer


DOLLAR AMOUNT (monthly) of 


employee plus family premium paid by 
$687.66 $687.66 $687.66 $687.66


PERCENTAGE (monthly) of employee 


plus family premium paid by employee


Employee Plus Family Maximum 


Deductible In Network
$5,000.00 $5,000.00 $2,500.00 $2,500.00


Employee Plus Family Maximum 


Deductible Out of Network
N/a N/a N/a N/a
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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 3E shows that 16.7 percent of peers offer an employer paid dental insurance for 
employees, while 66.7 percent offer an employee paid dental plan option. Employers pay, on 
average, $28.88 monthly for employee only dental insurance, and $0 for employee plus 
dependent dental coverage. For the employee paid dental plans, employees pay on average 
$17.79 for employee only coverage and $78.73 for employee plus dependent coverage. 


CNPR offers an employee paid dental plan. CNPR employees pay $25.18 per month for 
employee only coverage, and $79.98 per month for employee plus dependent coverage.  


EXHIBIT 3E 
DENTAL COVERAGE QUESTIONS 


 


 
 
 
Exhibit 3F shows that 16.7 percent of peers offer an employer paid vision insurance for 
employees, while 66.7 percent offer one or more employee paid vision plan options. The 
average cost to peers for employee and employee plus dependent vision coverage is $5.12 
and 17.18 respectively. The employee’s premiums for optional employee paid plans averaged 
$7.05 for employee only coverage while the average cost for employee plus dependent 
coverage is $17.80. CNPR offers an employee paid vision plan. The employees’ premiums for 
employee only coverage is $5.32 monthly and $16.54 for employee plus dependent coverage.  
 
  


Peer 


Percentage 


Offered


Average 


Number 


of Plans 


Offered


Average 


maximum 


monthly 


amount that 


the employee 


pays for 


employee only 


coverage


Average 


maximum 


monthly amount 


that the 


employee pays 


for employee 


plus dependent 


coverage


Average 


maximum 


monthly 


amount the 


employer 


pays for 


employee 


only coverage


Average 


maximum 


monthly 


amount the 


employer 


pays for 


employee 


plus 


dependent 


coverage


Employer  16.7% 1.0 ‐ ‐ $28.88 $0.00


CNPR ‐ ‐ ‐ ‐ ‐ ‐


Employee  66.7% 0.0 $17.79 $78.73 ‐ ‐


CNPR ‐ 2.0 $25.18 $79.98 ‐ ‐


Dental


Dental Insurance
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EXHIBIT 3F 
VISION COVERAGE QUESTIONS 


 


 
 
 
For short-term disability coverage, none of responding peers offer an employer paid plan and 
50 percent offer an employee paid plan as displayed in Exhibit 3G.  On average, peers pay an 
average of 60 percent of salary at the time of a disability. CNPR offers employee paid short-
term disability coverage but does not offer employer paid short-term disability coverage. The 
monthly cost to employees for employee paid employee only coverage depends on income. 
CNPR pays 60 percent of salary at the time of disability. 
 


EXHIBIT 3G 
SHORT-TERM DISABILITY COVERAGE QUESTIONS 


 


 
 


Peer 


Percentage 


Offered


Average 


Number 


of Plans 


Offered


Average 


maximum 


monthly 


amount that 


the employee 


pays for 


employee only 


coverage


Average 


maximum 


monthly amount 


that the 


employee pays 


for employee 


plus dependent 


coverage


Average 


maximum 


monthly 


amount the 


employer 


pays for 


employee 


only coverage


Average 


maximum 


monthly 


amount the 


employer 


pays for 


employee 


plus 


dependent 


coverage


Employer 


Paid 16.7% 1 ‐ ‐ $5.12 $17.18


CNPR ‐ ‐ ‐ ‐ ‐ ‐


Employee 


Paid 66.7% 1.0 $7.05 $17.80 ‐ ‐


CNPR ‐ 1.0 $5.32 $16.54 ‐ ‐


Vision Plan


Vision


Peer 


Percentage 


Offered


Average 


Number 


of Plans 


Offered


Average 


maximum 


monthly 


amount that 


the employee 


pays for 


employee only 


coverage


Average 


maximum 


monthly amount 


that the 


employee pays 


for employee 


plus dependent 


coverage


Average 


maximum 


monthly 


amount the 


employer 


pays for 


employee 


only coverage


Average 


maximum 


monthly 


amount the 


employer 


pays for 


employee 


plus 


dependent 


coverage


Percentage of 


salary the 


employee 


receives


Employer Paid 0.0% ‐ ‐ ‐ ‐ ‐ ‐


City of New 


Port Richey 


Police 


Department ‐ ‐ ‐ ‐ ‐ ‐ ‐


Employee 


Paid 50.0% 1.0 60.60$               ‐ ‐ ‐ 60.0%


City of New 


Port Richey 


Police 


Department ‐ 1.0 60%


Short‐Term Disability


Disability Insurance
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For long-term disability, 16.7 percent of responding peers offer an employer paid long-term 
disability plan and 33 percent offer an employee paid plan as displayed in Exhibit 3H. On 
average, employer paid plans pay 60.9 percent of salary at the time of a disability and 
employee paid plans paid an average of 60 percent of salary. CNPR does offer a Long-term 
disability plan that will pay 60% of salary at the time of a disability. 


EXHIBIT 3H 
LONG-TERM DISABILITY COVERAGE QUESTIONS 


 


 
 


Exhibit 3I summarizes the life insurance offerings of responding peers and CNPR. Overall, 
66.7 percent of the responding peers offer life insurance and 50 percent indicated that they 
offer optional dependent coverage. CNPR offers employer-paid life insurance and additional 
voluntary life insurance policies. 


Of the responding peers, 50 percent indicated providing accidental death insurance and 50 
percent indicated providing additional life insurance if desired. CNPR offers accidental death 
insurance as well. 


  


Peer 


Percentage 


Offered


Average 


Number 


of Plans 


Offered


Average 


maximum 


monthly 


amount that 


the employee 


pays for 


employee only 


coverage


Average 


maximum 


monthly amount 


that the 


employee pays 


for employee 


plus dependent 


coverage


Average 


maximum 


monthly 


amount the 


employer 


pays for 


employee 


only coverage


Average 


maximum 


monthly 


amount the 


employer 


pays for 


employee 


plus 


dependent 


coverage


Percentage of 


salary the 


employee 


receives


Employer 


Paid 16.7% 1.00 ‐ ‐ ‐ ‐ 60.9%


City of New 


Port Richey 


Police 


Department


Employee 


Paid 33% 1.00 153.84$              ‐ ‐ ‐ 60%


City of New 


Port Richey 


Police 


Department ‐ 1 60%


Long‐Term Disability


Disability Insurance
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EXHIBIT 3I 
LIFE INSURANCE 


 


 
 
 


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


Exhibit 3J displays questions regarding Employee Assistance Programs. As shown, 66.7 
percent of participating peers offer EAP. For all respondents, benefits are available to family 
members in addition to the employee. On average, peers provide 4.5 EAP visits per year. CNPR 
offers EAP with 4 annual visits and allows the benefits to be available to family members in 
addition to the employee. 


EXHIBIT 3J 
EMPLOYEE ASSISTANCE PROGRAMS 


 


 


Life Insurance
Peer 


Percentage Yes
Peer Average


City of New 


Port Richey 


Police 


Department


Is employer‐paid life insurance offered? 66.7% ‐ Yes


Cost (monthly) to employer for 


individual coverage
‐ $0.08


Dollar amount of death benefit ‐ $10,000.00 $10,000.00


Is Optional dependent coverage 


offered?
50.0% ‐ Yes


Can the employee purchase (additional) 


life insurance if desired?
50.0% ‐ Yes


Is accidental death insurance provided? 50.0% ‐ Yes


EAP
Peer 


Percentage Yes
Peer Average


City of New 


Port Richey 


Police 


Department


Is an EAP offered? 66.7% ‐ Yes


Are benefits available to family 


members as well as the employee?
50.0% Yes


Number of Annual EAP Visits Provided ‐ 4.5 4
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Exhibit 3K displays questions regarding Tuition Reimbursement. As shown, 83.3 percent of 
the responding peers indicated that they have provisions to provide some type of tuition 
reimbursement for employees. On average, peers’ tuition reimbursement limit was 
$1,317.99. One peer indicated offering a book reimbursement of $350 per fiscal year, which 
is not factored into the exhibit but is important to note.  


 
EXHIBIT 3K 


TUITION REIMBURSEMENT 
 


 


 


3.4 RETIREMENT 


Exhibit 3L displays that the average number of plans offered by peers is 1.6 while CNPR has 
one plan.  


EXHIBIT 3L 
NUMBER OF RETIREMENT PLANS 


 


 
 


Exhibit 3M provides questions regarding retirement details. On average, participating peers 
offer 8 years to fully vest. As shown, 0 percent of participating peers’ retirement plan offers a 
disability provision. For participating peers, employee contribution to this retirement option is 
10 percent and employer contribution is 10 percent. CNPR requires 10 years to fully vest.  


  


Tuition Reimbursement
Peer 


Percentage Yes
Peer Average


City of New 


Port Richey 


Police 


Department


Is Tuition Reimbursement offered?
83.3% ‐ Yes


Tuition Reimbursement Limit ‐ $1,317.99 $1,500.00


Number of Plans Peer Average
City of 


New Port 


Number of retirement plans offered
1.6 1
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EXHIBIT 3M 
RETIREMENT DETAILS 


 


 
 


Exhibit 3N displays questions regarding Retirement Participation. As shown, 100 percent of 
the responding peers indicated that participate in a State Retirement System. 66.7 percent 
of responding peers also indicated that they offer another retirement option, other than a 
state plan. CNPR does participate in a state retirement plan and offers a D.R.O.P. Plan. 


EXHIBIT 3N 
RETIREMENT PARTICIPATION 


 


 
 
 


Retirement Details Peer Average


City of New Port 


Richey Police 


Department


Years to Fully Vest 8.0 10


COLA Offered to Retiree Pensions 0.0% 0.0%


Does the organization's retirement plan 


offer a disability provision?
0.0% 60%


What percent of salary does the 


organization contribute to this 


retirement option?


10.0% 12.5


What percent of salary does the 


employee contribute to this retirement 


option? 


10.0% 6.5


Retirement Participation
Peer 


Percentage Yes


City of New Port 


Richey Police 


Department


Does the organization participate in a 


State Retirement System?
100.0% No


Is a retirement option other than a state 


plan offered?
66.7% Private


Is D.R.O.P. offered? 28.6% Yes


Is a 401k, 401a, 403(b), or 457 offered? 20.0% ‐


Is a type of plan other than a 401k, 401a, 


403(b) or 457 offered?
‐ ‐


Does the employer contribute to any of 


these non‐state retirement options?
14.3% ‐
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Exhibit 3O shows that 83.3 percent of participating peers offer health insurance to retired 
employees. Additionally, 66.7 percent of respondents offer dental insurance to retired 
employees while 33.3 percent offer life insurance to retired employees. CNPR offers health, 
and dental insurance to retired employees. 
 


EXHIBIT 30 
INSURANCE FOR RETIREES 


 


 
 


3.5 EMPLOYEE LEAVE, HOLIDAYS, AND COMPENSATORY TIME 


Exhibit 3P provides the average minimum and maximum accrual ratesthe average years of 
service required to achieve the maximum accrual rate for Personal Leave, Sick Leave, 
Annual/Vacation Leave, and Paid Time off (PTO) leave for respondents.   


EXHIBIT 3P 
LEAVE TIME ACCRUAL 


 


Insurance for Retirees Peer Average


City of New 


Port Richey 


Police 


Department


Does your organization offer health 


insurance to retired employees?
83.3% Yes


Does your organization offer dental 


insurance to retired employees?
66.7% Yes


Does your organization offer life 


insurance to retired employees?
33.3% No


Leave Accrual Organization Offered?


Minimum 


Accrual Rate 


(Monthly)


How many 


years of 


service does it 


require to 


begin to 


accrue the 


minimum 


rate?


Maximum 


Accrual Rate 


(Monthly)


Years to 


Achieve 


Maximum 


Accrual Rate


Maximum 


Allowed to 


Roll Over to 


Following 


Year


Peer Percentage 


Yes/Average
50.0% 6.59 0.0 7.93 0.5 96.0


City of New Port 


Richey Police 


Department


Yes 4.00 0 4.00 0.0 Unlimited


Peer Percentage 


Yes/Average
60.0% 6.61 0.0 13.42 17.3 168


City of New Port 


Richey Police 


Department


Yes 8.00 0.0 12.00 10.0 ‐


Peer Percentage 


Yes/Average
33.3% ‐ 0.0 ‐ ‐ ‐


City of New Port 


Richey Police 


Department


Yes 0.66 1.0 1.25 5.0 ‐


Peer Percentage 


Yes/Average
20.0% 13.00 0.0 18.70 10.0 264


City of New Port 


Richey Police 


Department


No ‐ ‐ ‐ ‐ ‐


Paid‐Time Off


Sick Leave


Personal Leave


Annual/Vacation Leave
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As shown, 50 percent of peers offer sick leave, 60 percent of peers offer annual/vacation 
leave, 33.3 percent of peers offer personal leave and 20 percent of peers offer PTO.  
 
CNPR offers sick leave with unlimited accrual, annual/vacation leave, and personal leave, but 
does not offer paid time off. 
 
Exhibit 3Q summarizes respondent policies regarding sick and vacation leave payout. Sick 
leave is paid out upon voluntary separation only for 50 percent of peers. Unused sick leave 
counts towards retirement in 50 percent of participating peers. Vacation leave is paid out 
upon voluntary separation in 100 percent of responding peer organizations, and vacation 
leave is paid out upon involuntary separation in 100 percent of responding peer organizations. 


CNPR does not pay out sick leave upon voluntary and involuntary separation. CNPR does allow 
unused annual/vacation leave to be paid out upon voluntary and involuntary separation.  
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EXHIBIT 3Q 
SICK AND VACATION LEAVE PAYOUT 


 


 


The percentage of peers that offer various holidays are shown in Exhibit 3R.  On average, 
peers offer 12.2 holidays to employees, compared to 15 offered by CNPR. 


 
  


Sick Leave Policies


Peer 


Percentage 


Yes


Peer 


Average


City of New 


Port Richey 


Police 


Department


Is unused sick leave paid out upon 


voluntary separation?
50.0% ‐ No


Max hours of sick leave paid out upon 


voluntary separation
‐ ‐ ‐


Is unused sick leave paid out upon 


involuntary separation?
0.0% ‐ No


Max hours of sick leave paid out upon 


involuntary separation
‐ ‐ ‐


Can unused sick leave count towards 


retirement?
50.0% ‐ No


Max hours of sick leave that can count 


towards retirement


‐ ‐ ‐


Vacation Leave Policies


Peer 


Percentage 


Yes


Peer 


Average


City of New 


Port Richey 


Police 


Department


Is unused annual/vacation leave paid out 


upon voluntary separation?
100.0% ‐ Yes


Max hours of annual/vacation leave paid 


out upon voluntary separation
‐ 320.0


No 


maximum 


Is unused annual/vacation leave paid out 


upon involuntary separation?
100.0% ‐ Yes


Max hours of annual/vacation leave paid 


out upon involuntary separation
‐ ‐


No 


maximum 
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EXHIBIT 3R 
HOLIDAYS 


 


 
 
 
 
 
 
 
 
 
 
 
 
 


Paid Holiday observed by peer 
organizations


Peer 


Percentage Yes


City of New Port 


Richey Police 


Department


New Year's Day 100.0% Yes


New Year's Eve 33.3% Yes, 1/2 day


Martin Luther King, Jr. Day 100.0% Yes


Lincoln's Birthday 0.0% No


Washington's Birthday 40.0% No


Presidents Day 33.3% No


Good Friday 33.3% Yes


Memorial Day 100.0% Yes


Juneteenth 16.6% Yes


Independence Day 100.0% Yes


Labor Day 100.0% Yes


Veteran's Day 100.0% Yes


Thanksgiving Day 100.0% Yes


Day after Thanksgiving 100.0% Yes


Christmas Eve 100.0% Yes, 1/2 day


Christmas Day 100.0% Yes


Personal Holiday 80.0% No


Employee Birthday 0.0% No


Columbus Day 100.0% No


Inauguration Day (Once Every 4 Years) 50.0% No


Other - Provide name of holiday in this space 100.0%
4 floating holidays
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Exhibit 3S shows that none of the participating peers offer longevity pay and 50 percent offer 
merit raises. CNPR does not offer longevity pay. 
 


EXHIBIT 3S 
INCENTIVE PAY PROGRAMS 


 


 
  
 
 


3.6 SUMMARY 


When looking at the overall benefits service offerings, the City of New Port Richey’s Police 
Department was found to be comparable to the market with respect to the benefits portion of 
total compensation. There are a few benefit offerings the CNPR should consider adding or 
modifying to eliminate any opportunity for market peers to gain a perceived or real advantage.  
CNPR could improve plan flexibility for employees by expanding health care plans available so 
allow employees to select the plan that best meets their health care needs. Overall, the results 
were not surprising in that when single benefits were analyzed in isolation, some of CNPR’s 
offerings appeared more or less generous than those offered by peers. However, when taken 
as a whole, the total package appeared to be in alignment with the market. 


Types of longevity pay, bonuses, 


allowances, or incentive pay programs.


Peer 


Percentage Yes


City of New Port 


Richey Police 


Department


Does your organization offer: Longevity 


Pay?
0.0% No


Does your organization offer: Merit 


Raises?
50.0% No


Does your organization offer: Merit 


Bonuses?
0.0% No


Does your organization offer: other 


programs?
0.0%


$30 incentive for AA, 


$40 for Bachelor's, 


$50 for Master's, $60 


forDoctorate. 


Maximum incentives 


$150/mo. $50/month 


addition for 


certifications 


needed for job 


performance. 


$30/mo for career 


development 


training at 80 or 


more hours per year.
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`  


  


 


 


The purpose of the market summary chapter is to benchmark the City of New Port Richey 
Police Department compensation practices against that of its market peers in order to 
establish how competitive the CNPR is for Police Officers within its market.  To complete this 
market study, Evergreen compared pay ranges of all ranks the CNPR Police Department 
possesses against the compensation of positions performing similar duties within peer 
organizations.  By aggregating the differences in pay ranges across all the positions, a 
reasonable determination is made as to the CNPR’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 CNPR’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 5.  


Evergreen conducted a comprehensive market salary survey for CNPR, which included 13 
peers including Police Departments and Sheriff’s Offices from cities and counties throughout 
Central Florida’s coastal communities.  Of those 13 peers approved by CNPR, Evergreen was 
able to gather data from 9.    Target peers were selected based on several factors including 
geographic proximity, population size, FDLE’s Police Department Staffing Ratios. Target 
organizations were also identified for their competition with the CNPR for Officer recruitment 
and retention efforts. The list of targets that were solicited for the purpose of this study is 
included in Exhibit 4A. 


  


E V E R G R E E N  S O L U T I O N S ,  L L C  


Chapter 4 – Market Summary 
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EXHIBIT 4A 
TARGET MARKET PEERS 


 


 
 


Since the data collected for the market salary summary was from various communities of 
Florida, it was necessary to adjust peer responses relative to New Port Richey based on the 
cost of living. For all organizations that fell outside New Port Richey’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 Officer would have in New Port Richey. 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 New Port Richey and each of the respondent market peers 
relative to CNPR are located in Exhibit 4B. 


 
  


Target Respondents
Clermont, FL
Zephyrhills, FL
Haines City, FL
Leesburg, FL
Marco Island, FL
Tavares, FL
Gulfport, FL
Clearwater, FL
Tarpon Springs, FL
Auburndale, FL
Maitland, FL
Pasco County, FL
Pinellas County, FL
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EXHIBIT 4B 
RESPONDENTS WITH COST OF LIVING ADJUSTMENTS 


 


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 percent 
differentials of the CNPR’s pay ranges at each respective point, relative to the market average.  
A positive percent differential is indicative of the CNPR’s pay range exceeding that of the 
average of its market peers; alternatively, a negative percent differential indicates the CNPR 
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. 


Exhibit 4D measures the market comparison at the 50th percentile. This comparison displays 
the market ranges in a more competitive nature. Measuring the comparison at the 50th 
percentile would demonstrate where competitive ranges would fall for each classification in 
the top 50 percent of market peers.  


While all benchmarks are surveyed by each peer, not every peer organization possesses an 
appropriate match to supply salary information for and consequently, the benchmarks receive 
varying levels of response.  For the purpose of this study, all classifications that received less 
than five matches from market peers were not considered in establishing the CNPR’s 
competitive position.  The rationale behind these classifications being excluded is to comply 
with Federal guidelines and that insufficient response can lead to unreliable averages that 
may skew the aggregated data, blurring the reality of the CNPR’s actual position in the market.  
Five of the 6 classifications surveyed had a sufficient response for inclusion. The Police 
Corporal classification did not hold sufficient responses. 


Market Peers COL Factor


City of New Port Richey 1.000
Clermont, FL 1.001
Zephyrhills, FL 1.045
Haines City, FL 1.045
Leesburg, FL 1.001
Marco Island, FL 0.838
Tavares, FL 1.001
Gulfport, FL 0.878
Clearwater, FL 0.878
Tarpon Springs, FL 0.878
Auburndale, FL 1.045
Maitland, FL 0.941
Pasco County, FL 1.000
Pinellas County, FL 0.878
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EXHIBIT 4C 
MARKET SURVEY RESULTS  


 
 


 
 
  
 


EXHIBIT 4D 
MARKET SURVEY RESULTS AT THE 50TH PERCENTILE 


 


 
 


Average % Diff Average % Diff Average % Diff


COMM/TECHNOLOGY SUPVR $49,308.82 -0.8% $60,705.31 -21.5% $72,101.79 -38.3% 47.0% 8.0
COMMUNICATIONS DISPATCHER (Probationary, I, II, I $37,341.60 2.2% $47,647.48 -11.8% $57,953.36 -22.0% 55.8% 8.0
MASTER PATROLMAN (I, II) $46,264.83 31.3% $56,748.43 12.4% $67,232.04 -3.4% 46.2% 9.0
PATROL OFFICER (Probationary, I, II, III, IV, V, VI) $46,264.83 -5.1% $56,748.43 -4.1% $67,232.04 -3.4% 46.2% 9.0
POLICE CORPORAL (Probationary, I, II, III) $47,797.48 30.3% $59,569.13 12.3% $71,340.78 -2.1% 49.4% 4.0
POLICE SERGEANT (Probationary, I, II, III) $64,405.98 11.1% $75,450.27 -4.0% $86,494.56 -16.9% 34.0% 8.0


Overall Average 11.5% -2.8% -14.4% 46.4% 7.7


Outliers Removed* 7.7% -5.8% -16.8%


# Resp.
Survey Max imum Survey Avg 


Range
Classification


Survey Minimum Survey Midpoint


Average % Diff Average % Diff Average % Diff
COMM/TECHNOLOGY SUPVR $47,184.26 3.6% $61,764.88 -23.2% $70,496.92 -36.2% 47.0% 8.0
COMMUNICATIONS DISPATCHER (Probationary, I, II, III) $37,118.86 2.8% $48,035.38 -12.7% $59,124.68 -24.0% 55.8% 8.0
MASTER PATROLMAN (I, II) $45,726.48 32.5% $57,927.90 10.3% $70,459.53 -8.1% 46.2% 9.0
PATROL OFFICER (Probationary, I, II, III, IV, V, VI) $45,726.48 -3.9% $57,927.90 -6.1% $70,459.53 -8.1% 46.2% 9.0
POLICE CORPORAL (Probationary, I, II, III) $47,468.01 31.0% $59,625.10 12.2% $72,067.89 -3.1% 49.4% 4.0
POLICE SERGEANT (Probationary, I, II, III) $64,607.03 10.8% $75,255.96 -3.7% $85,507.65 -15.7% 34.0% 8.0


Overall Average 12.8% -3.9% -15.9% 46.4% 7.7
Outliers Removed 9.1% -7.1% -18.4%


# Resp.C lassification
50th Percentile  Minimum 50th Percentile Midpoint 50th Percentile  Max imum 50th Percentile  


Avg Range
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4.2 SALARY SURVEY RESULTS 


Market Minimums 


It is important to assess where a Police Department is relative to its market minimum salaries, 
as they are the beginning salaries of Officers with minimal qualifications for a given position.  
Organizations that are significantly below market may experience recruitment challenges with 
entry-level Officers.  As seen in Exhibit 4C, CNPR PD is currently 7.7 percent above the market 
average minimum and 9.1 percent above the 50th percentile minimum, when considering 
positions with sufficient responses.  The City’s benchmark positions ranged from 5.1 percent 
below to 31.3 percent above the market minimum.   


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


 Of the 5 positions receiving sufficient response, 2 were below market, averaging 3.0 
percent below the market minimum.  These classifications represent roughly 40 
percent of all surveyed positions receiving sufficient response. These positions are 
displayed in Exhibit 4E. 


 Of the 2 positions below market, none were more than 10.0 percent below the average 
market minimum.   


EXHIBIT 4E 
CLASSIFICATIONS BELOW THE MINIMUM 


 


 


 Of the 5 positions receiving sufficient response, 4 were above market, averaging 14.7 
percent above.  These classifications represent approximately 80 percent of all 
surveyed positions receiving sufficient response. These positions are displayed in 
Exhibit 4F. 


 Of those 4 positions, 3 were more than 10.0 percent above market minimum average.   


 


 


 


 


C lassif ication % Diff


COMM/TECHNOLOGY SUPVR -0.8%


PATROL OFFICER (Probationary, I, II, III, IV, V, VI) -5.1%







Chapter 4 – Market Summary Compensation Study for City of New Port Richey Police Department 


 
  
Evergreen Solutions, LLC   Page 4-6 


EXHIBIT 4F 
CLASSIFICATIONS ABOVE THE MINIMUM 


 


 


 


Market Midpoints 
 
The market midpoint is exceptionally important to analyze, as it is often considered the closest 
estimation of market average compensation.  As seen in Exhibit 4C, the CNPR is currently 5.8 
percent behind the market midpoint on average when considering positions receiving 
sufficient response. 


Analysis of the market midpoint comparisons yielded the following information: 


 With respect to the midpoint average, 4 of the surveyed positions receiving sufficient 
response were below the market midpoint, averaging 9.5 percent below.  These 4 
positions represent 80 of all surveyed positions receiving sufficient response. These 
positions are displayed in Exhibit 4G. 


 Of the 4 positions below the market mid-point, 2 were more than 10.0 percent below 
the midpoint.   


 
EXHIBIT 4G 


CLASSIFICATIONS BELOW THE MIDPOINT 
 


 
 
 
 
 
 


 


C lassif ication % Diff
COMMUNICATIONS DISPATCHER (Probationary, I, II, III) 2.2%
MASTER PATROLMAN (I, II) 31.3%
POLICE LIEUTENANT 14.3%
POLICE SERGEANT (Probationary, I, II, III) 11.1%


Classif ication % Diff
COMM/TECHNOLOGY SUPVR -21.5%
COMMUNICATIONS DISPATCHER (Probationary, I, II, III) -11.8%
PATROL OFFICER (Probationary, I, II, III, IV, V, VI) -4.1%
POLICE SERGEANT (Probationary, I, II, III) -4.0%
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 Of the 5 positions receiving sufficient response, 1 was above the market midpoint.  
This comprises 20 percent of all surveyed positions receiving sufficient response. 


 This 1 position was more than 10.0 percent above the market midpoint.  This position 
is displayed in Exhibit 4H. 


 
EXHIBIT 4H 


CLASSIFICATIONS MORE THAN 10% ABOVE THE MIDPOINT 


   


 


Market Maximums 


The pay range maximum averages and how they compare to the CNPR are also detailed in 
Exhibit 4C.  The CNPR is 16.8 percent below the market, on average, at the maximum of its 
salary bands for these 6 classifications. 


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


 At the market maximum, all 5 positions receiving sufficient response fell below the 
average, averaging 16.8 percent below.  This is 100 percent of all surveyed positions 
receiving sufficient response. These 5 positions are displayed in Exhibit 4I. 


 Of the 5 positions, 3 fell more than 15 percent below the market maximum.  


 
EXHIBIT 4I 


CLASSIFICATIONS BELOW THE MAXIMUM 
 


 
 
 
 


C lassif ication % Diff
MASTER PATROLMAN (I, II) 12.4%


Classif ication % Diff
COMM/TECHNOLOGY SUPVR -38.3%
COMMUNICATIONS DISPATCHER (Probationary, I, II, III) -22.0%
MASTER PATROLMAN (I, II) -3.4%
PATROL OFFICER (Probationary, I, II, III, IV, V, VI) -3.4%
POLICE SERGEANT (Probationary, I, II, III) -16.9%
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4.3 SALARY SURVEY CONCLUSION 


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


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


 The CNPR is competitive at the market minimum, approximately 7.7 percent ahead. 


 The CNPR is approximately 5.8 percent below the market midpoint. 


 The CNPR is approximately 16.8 percent below the market maximum. 


 The Communications Dispatchers and Comm/Technology Supervisor start 
competitively with the market, but quickly fall behind regarding the progression of the 
pay ranges. 


 The Sworn officers are fairly competitive at the minimums for each rank but the 
competitive nature is lost approaching the midpoint and maximum of the ranges. 


The results of the market summary chapter are pivotal in the formulation of recommendations 
by Evergreen Solutions.  By establishing the CNPR’s market position relative to its peers, 
Evergreen is better able to propose recommendations that enable the CNPR to occupy its 
desired competitive position. The salary survey identified specific classifications that fall 
below market peers and warrant immediate action to correct external equity deficiencies.  
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After reviewing the information provided in the preceding sections of this report, Evergreen 
developed recommendations to improve the City of New Port Richey Police Department’s 
current compensation system. The recommendations, as well as the findings that led to each 
recommendation, are discussed in detail in this section. The recommendations are organized 
into two sections: compensation and administration of the system. 


5.1 COMPENSATION RECOMMENDATIONS  


The compensation analysis consisted of two parts: an external market assessment and an 
internal equity assessment. During the external market assessment, the CNPR compensation 
for all benchmark classifications was compared to average compensation offered in the 
market as identified by the selected target peer organizations. The external assessment 
consisted of comparing the CNPR against its peer institutions and organizations within its 
market and revealed the CNPR is currently not meeting the market average.  The market 
position overall average at the survey midpoint shows CNPR 5.9% below market. While the 
CNPR performed better to market at the survey minimum, the Patrol Officer classifications 
were below market at the survey minimum by more than 5%. CNPR is at a competitive 
disadvantage when trying to recruit quality employees in these introductory Patrol Officer 
classifications and retain employees as they progress through their career due to current 
market positioning. What follows are the key findings and recommendations that serve as the 
foundation for the proposed new pay plan. Evergreen is recommending a new pay plan with 
noticeable changes to the current system including a decrease in the number of pay grades, 
an increase to the number of steps within each grade and an increase to the minimum starting 
salary. The new structure was created utilizing existing classifications. It should be noted that 
changes in classification placement within the pay plan are recommended to provide the 
CNPR the best opportunity to strengthen its market position going forward. 


FINDING 


The current CNPR pay plan has 5 pay grades with an inconsistent step plan progression and 
one ungraded slot.   


RECOMMENDATION 1: Adjust the current pay plan to increase the number of steps within 
each grade to 15, one step for every two years of service. The current pay plan can is shown 
in Exhibit 5-1.  


E V E R G R E E N  S O L U T I O N S ,  L L C  


Chapter 5 - Recommendations 
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EXHIBIT 5-1 
CURRENT PAY PLAN 


 


 


The proposed pay plan would reduce the number of occupied pay grades to five and 
standardize progression for each pay grade. The resulting pay plan would establish a simpler 
yet more defined compensation structure. By reducing the number of pay grades and 
increasing the number of steps within each pay grade, the proposed pay plan will provide 
additional flexibility, competitiveness, and improved career pathing opportunities for all 
employees regardless of classification or pay grade. This new step plan will also help address 
one of the key concerns raised by CNPR leadership relative to recruiting talent. The ability of 
CNPR to expand their pool of qualified applicants to include experienced law enforcement 
professionals and properly recognize a potential applicants’ years of law enforcement 
experience will be greatly enhanced with the proposed expansion of the current step plan.  
The step plan progression would be as follows: The Communications Dispatchers 
classifications would occupy pay grade PD1. Introductory Patrol Officer classifications 
advancing through Master Patrolman 2 would occupy pay grade PD2.  Pay grade PD3 would 
be assigned to the Police Corporal classifications. The Police Sergeants would occupy pay 
grade PD5. PD4 would be unoccupied providing flexibility to accommodate growth and the 
addition of new classifications if deemed necessary by the CNPR. The proposed pay plan with 
step progression is provided in detail in Exhibit 5-2.  


Grade Min Mid Max
Range 


Spread


COMM/TECHNOLOGY SUPVR 48,900.80$  48,900.80$  48,900.80$     0.0%


COMMUNICATIONS DISPATCHER (Probationary, I, II, III) 38,168.00$  42,317.60$  46,467.20$     21.7%


POLICE CORPORAL (Probationary, I, II, III) 64,896.00$  67,371.20$  69,846.40$     7.6%


PATROL OFFICER (Probationary, I, II, III, IV, V, VI, MASTER PATROLMAN I, MASTER PATROLMAN II) 43,971.20$  54,475.20$  64,979.20$     47.8%


PATROL OFFICER PART TIME 49,566.40$  49,566.40$  49,566.40$     0.0%


POLICE SERGEANT (Probationary, I, II, III) 71,988.80$  72,519.20$  73,049.60$     1.5%
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EXHIBIT 5-2 
PROPOSED PAY PLAN 


 


 


 


Step Grade Min Mid Max Step 1 Step 2 Step 3 Step 4


3.00% PD1 37,200.00$     46,734.17$     56,268.34$     37,200.00$     38,316.00$     39,465.48$     40,649.44$    


Spread PD2 45,500.00$     57,161.42$     68,822.83$     45,500.00$     46,865.00$     48,270.95$     49,719.08$    


55.0% PD3 47,500.00$     59,674.01$     71,848.01$     47,500.00$     48,925.00$     50,392.75$     51,904.53$    


PD4 54,000.00$     67,839.92$     81,679.85$     54,000.00$     55,620.00$     57,288.60$     59,007.26$    


PD5 64,500.00$     81,031.02$     97,562.04$     64,500.00$     66,435.00$     68,428.05$     70,480.89$    


UNGPD 51,287.60$     51,287.60$     51,287.60$     51,287.60$    


Hourly 


Rates
Grade Min Mid Max Step 1 Step 2 Step 3 Step 4


PD1 17.88$              22.47$              27.05$              17.88$              18.42$              18.97$              19.54$             


PD2 21.88$              27.48$              33.09$              21.88$              22.53$              23.21$              23.90$             


PD3 22.84$              28.69$              34.54$              22.84$              23.52$              24.23$              24.95$             


PD4 25.96$              32.62$              39.27$              25.96$              26.74$              27.54$              28.37$             


PD5 31.01$              38.96$              46.90$              31.01$              31.94$              32.90$              33.89$             


UNGPD 24.66$              24.66$              24.66$              24.66$             


2200 


Annual 


Rates


Grade Min Mid Max Step 1 Step 2 Step 3 Step 4


PD201 39,346.15$     49,430.37$     59,514.59$     39,346.15$     40,526.54$     41,742.33$     42,994.60$    


PD202 48,125.00$     60,459.19$     72,793.38$     48,125.00$     49,568.75$     51,055.81$     52,587.49$    


PD203 50,240.38$     63,116.74$     75,993.09$     50,240.38$     51,747.60$     53,300.02$     54,899.02$    


PD204 57,115.38$     71,753.76$     86,392.14$     57,115.38$     58,828.85$     60,593.71$     62,411.52$    


PD205 68,221.15$     85,705.89$     103,190.62$   68,221.15$     70,267.79$     72,375.82$     74,547.10$    


UNGPD2200 54,246.50$     54,246.50$     54,246.50$     54,246.50$    
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EXHIBIT 5-2 (CONTINUED) 
PROPOSED PAY PLAN 


 


Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Step 11 Step 12 Step 13 Step 14 Step 15


41,868.93$     43,125.00$     44,418.75$     45,751.31$     47,123.85$     48,537.56$     49,993.69$     51,493.50$     53,038.30$     54,629.45$     56,268.34$    


51,210.65$     52,746.97$     54,329.38$     55,959.26$     57,638.04$     59,367.18$     61,148.20$     62,982.64$     64,872.12$     66,818.28$     68,822.83$    


53,461.67$     55,065.52$     56,717.48$     58,419.01$     60,171.58$     61,976.73$     63,836.03$     65,751.11$     67,723.64$     69,755.35$     71,848.01$    


60,777.48$     62,600.80$     64,478.82$     66,413.19$     68,405.58$     70,457.75$     72,571.48$     74,748.63$     76,991.09$     79,300.82$     81,679.85$    


72,595.32$     74,773.18$     77,016.37$     79,326.86$     81,706.67$     84,157.87$     86,682.61$     89,283.08$     91,961.58$     94,720.42$     97,562.04$    


Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Step 11 Step 12 Step 13 Step 14 Step 15


20.13$              20.73$              21.36$              22.00$              22.66$              23.34$              24.04$              24.76$              25.50$              26.26$              27.05$             


24.62$              25.36$              26.12$              26.90$              27.71$              28.54$              29.40$              30.28$              31.19$              32.12$              33.09$             


25.70$              26.47$              27.27$              28.09$              28.93$              29.80$              30.69$              31.61$              32.56$              33.54$              34.54$             


29.22$              30.10$              31.00$              31.93$              32.89$              33.87$              34.89$              35.94$              37.01$              38.13$              39.27$             


34.90$              35.95$              37.03$              38.14$              39.28$              40.46$              41.67$              42.92$              44.21$              45.54$              46.90$             


Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Step 11 Step 12 Step 13 Step 14 Step 15


44,284.44$     45,612.98$     46,981.37$     48,390.81$     49,842.53$     51,337.81$     52,877.94$     54,464.28$     56,098.21$     57,781.15$     59,514.59$    


54,165.11$     55,790.06$     57,463.77$     59,187.68$     60,963.31$     62,792.21$     64,675.98$     66,616.26$     68,614.74$     70,673.18$     72,793.38$    


56,546.00$     58,242.38$     59,989.65$     61,789.34$     63,643.02$     65,552.31$     67,518.88$     69,544.44$     71,630.78$     73,779.70$     75,993.09$    


64,283.87$     66,212.38$     68,198.76$     70,244.72$     72,352.06$     74,522.62$     76,758.30$     79,061.05$     81,432.88$     83,875.87$     86,392.14$    


76,783.51$     79,087.01$     81,459.63$     83,903.41$     86,420.52$     89,013.13$     91,683.53$     94,434.03$     97,267.05$     100,185.06$   103,190.62$  
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FINDING 


The introductory Patrol Officer classification is 5.1% below market average and 3.9 percent 
below the 50th percentile at the survey minimum with a starting annual salary of $43,971.  


RECOMMENDATION 2: Adjust the current pay plan to increase the annual starting wage for 
Patrol Officers to $21.88 per hour.  


One of the key study goals is to create a pay plan that is competitive with the market for which 
CNPR competes for quality employees. To help achieve this goal, Evergreen is proposing to 
increase the minimum starting wage to $21.88 per hour. If approved, the recommendation 
will place CNPR in the 50th percentile and immediately bring CNPR to a more competitive 
position in the market.  


Implementation Options and Associated Costs: 
 
Implementation of the new compensation structure requires two steps. First, all positions 
were assigned to an appropriate pay grade within the overall plan, with the classifications 
assigned to a step within the pay grade based primarily on market position. However, overall 
years of service and time spent in the current classification were also contributing factors 
used to place employees into their respective step for the proposed plan.  Assigning pay 
grades to classifications requires a balance of internal equity and desired market position, 
and recruitment and retention concerns also played a role in the process. Thus, the market 
results discussed in Chapter 3 were not the sole criteria for the proposed pay ranges. 
 
RECOMMENDATION 3: Evergreen recommends the CNPR Police Department adopt a 
methodology to transition employee salaries into the proposed pay plan that aligns with its 
established compensation philosophy and meets the available financial resources of the 
CNPR.  


The second step of implementing the proposed structure is then to transition employee 
salaries into their new recommended pay ranges. This step can be done via a variety of 
methods, each with their own strengths and drawbacks.  Evergreen has provided two different 
recommendations for implementing salaries that the CNPR can pursue, each with their own 
advantages. These implementation options, associated costs and the number of impacted 
employees is highlighted in Exhibit 5-3.  
 


EXHIBIT 5-3 
IMPLEMENTATION OPTIONS 


 


 
 


Implimentation Option
 Total Salary‐


Only Cost 


Number of 


Employees 


Adjusted


 Average 


Adjustment 


for Impacted 


Employees 


% of Payroll


Bring to Closest Step 78,238.51$        57 1,372.61$        2.6%


Compa Ratio 321,593.01$      57 5,641.98$        10.7%
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Bring to Closest Step 


This option ensures that all CNPR employees are realigned into the new salary ranges and 
placed into the appropriate step without consideration to years of service. If an employee is 
between 2 steps, it will round them to the next step in the new plan. Any employees whose 
salaries are already higher than their new proposed grade minimum would not receive an 
adjustment. While it is the least expensive option, it will likely cause additional wage 
compression at grade minimum. The Bring to the Closest Step option is a baseline adjustment 
done to salaries after any change to the pay plan.  This implementation would cost the City of 
New Port Richey $78,238.51 affecting the salaries of 57 employees at an average cost of 
$1,372.61.  


Compa-Ratio 


This option consists of analyzing employees’ current compa-ratio and realigns employees in 
their recommended salary ranges by maintaining the relationship to the midpoint that they 
have currently.  A compa-ratio is number that uses the relationship between an employee’s 
salary and their pay grade midpoint to show where an employee’s salary falls in their grade. 
For example, an employee currently at midpoint would move to midpoint in their 
recommended pay range, an employee currently 5% above midpoint would move to 5% above 
midpoint in their new range, and an employee currently 15% below midpoint would move to 
15% below midpoint in their newly recommended range. This option maintains the 
relationships between employee salaries that currently exist and can reward previous 
experience to the extent that it is rewarded now. While this implementation option does not 
correct any compression issues, it does maintain performance gains and allows for a 
transition to the new step plan that is consistent with the city’s preferred compensation 
philosophy. The total cost for the compa-ratio implementation would be $321,593.01 and 
would affect 57 employees at an average cost of $5,641.98. When considering the impacts 
to internal equity and the overall fiscal sustainability of this plan, it is recommended to 
implement in in phases over 2 years, where the first year would bring all employees to the 
closest step and hold 50 percent of the remaining cost of this option. The second year would 
implement the remaining cost. 


5.2 COMPENSATION AND CLASSIFICATION SYSTEM ADMINISTRATION 


Any organization’s compensation and classification system will need periodic maintenance. 
The recommendations provided in this chapter were developed based on conditions at the 
time the study was conducted. Without proper upkeep of the system, the potential for 
recruitment and retention issues may increase as the compensation and classification system 
becomes dated and less competitive.  


RECOMMENDATION 4: Conduct small-scale salary surveys as needed to assess the market 
competitiveness of hard-to-fill classifications and/or classifications with retention issues and 
adjust pay grade assignments if necessary. 


While it is unlikely that the pay plan as a whole will need to be adjusted for several years, a 
small number of classifications’ pay grades may need to be reassigned more frequently. If one 
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or more classifications are exhibiting high turnover or are having difficulty with recruitment, 
the CNPR should collect salary range data from peer organizations to determine whether an 
adjustment is needed for the pay grade of the classification(s). 


RECOMMENDATION 5: Conduct a comprehensive classification and compensation study 
every three to five years. 


While small-scale salary surveys can improve the market position of specific classifications, it 
is recommended that a full classification and compensation study be conducted every three 
to five years to preserve both internal and external equity for the CNPR. 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 CNPR in a poor position for recruiting and retaining quality employees. 


While the previous two recommendations intend to maintain the competitiveness over time 
of the compensation structure as a whole, it is also necessary to establish procedures for 
determining equitable pay practices for individual employees. 


RECOMMENDATION 6: Revise policies and practices for moving employees’ salaries through 
the pay plan, including procedures for determining salaries of newly hired employees and 
employees who have been promoted, demoted, or transferred to a different classification. 


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


Salary Progression 


As outlined above, Evergreen recommends CNPR enact the second phase of implementing 
the new pay plan which would involve a one-time salary adjustment for employees to ensure 
they are placed into the proper step of their salary range. While this adjustment should be 
performed when the CNPR has the financial resources to do so, the CNPR should continue to 
adjust salaries annually when financially feasible. Based on the step plan created and 
feedback from the City Manager, Evergreen recommends that the basis of salary adjustment 
in the future be done at two distinct levels. 


 Structural: Adjustment to the ranges should be done annually and with the aim of 
adjusting for the changes in cost of living. Evergreen recommends the CNPR tie the 
annual compensation structure movement to the local change in the Consumer-Price-
Index (CPI). This annual adjustment will ensure the CNPR’s pay ranges do not rapidly 
fall out of line with that of its peers; however, when conducting the small-scale surveys 
referenced above, the CNPR should also collect pay plan movement and anticipated 
movement from its peers to gauge if market movement is keeping pace with CPI 
movement.  
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 Individual: To tie into the adjustment of the structure, Evergreen recommends the 
CNPR advance employees one step for every two years of service to align with a 30-
year parity model. This adjustment could be done for all employees within the 
framework of the existing collective bargaining agreement and coincide with a 
satisfactory performance evaluation  


New Hires  


A new employee’s starting salary largely depends on the amount of education and experience 
the employee possesses beyond the minimum requirements for the job. Typically, an 
employee holding only the minimum education and experience requirements for a 
classification is hired at or near the classification’s pay grade minimum. An upper limit to the 
percentage above minimum that can be offered to a new employee with only the minimum 
requirements should be established, where approval is needed to offer a starting salary that 
is a higher percentage above minimum. Another threshold should be established as the 
maximum starting salary possible without approval for new employees with considerable 
experience and/or education above the requirements for the position. It is common for the 
midpoint to be used as the maximum starting salary for most classifications. Once the CNPR 
has performed the initial implementation adjustment for current employee salaries, new 
employee starting salaries should take into consideration internal equity, meaning that new 
hires should be offered comparable salaries to existing employees in the classification with 
similar levels of education and experience.   


5.3 SUMMARY 


The City of New Port Richey should be commended for its desire and commitment to provide 
competitive and fair compensation for its employees. The recommendations in this report 
establish a new competitive pay plan, externally equitable pay grade and step assignments, 
and system administration practices that will provide the CNPR with a responsive 
compensation system to meet the demands of a rapidly changing labor market. While the 
upkeep of this recommended system will require concrete effort, the CNPR will find that 
having a competitive compensation system that encourages strong recruitment and employee 
retention is worth this commitment.  
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Were you satisfied with the process and final result?    Yes
How long did the process take? 3 months
Can you provide a sample of the completed project? We don’t need job
descriptions if that is all they performed. Final Report is attached
How much of the process was face to face/remote? 95/98% was remote
Did they offer a compression plan? If so was it multi-year? Yes
Did they offer a maintenance program or review after a year? Yes

Was it included in the contract or offered as an hourly rate post contract?
No

 
 
Thank you,
Bernie Wharran SHRM-CP
Human Resources/Risk Manager

5919 Main Street
New Port Richey, FL. 34652
Office: 727-853-1026
Fax:     727-853-1043
 
Under Florida law, e-mail addresses are public records. If you do not want your e-
mail address released in response to a public-records request, do not send
electronic mail to this entity. Instead, contact this office by phone or in writing.
 
Please consider the environment before printing any e-mails.
 
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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From: Powers, Megan
To: Lara Hooley
Subject: FW: HR Comp & Classification Consultant Reference Check
Date: Friday, March 15, 2024 11:45:28 AM
Attachments: image001.png

image002.png

 
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

 
From: Powers, Megan <MPowers@madeirabeachfl.gov> 
Sent: Tuesday, February 27, 2024 8:56 AM
To: 'Tracy Fair' <TFair@NewberryFL.gov>
Subject: RE: HR Comp & Classification Consultant Reference Check
 
Hi Tracy,
 
Thank you so much, I really appreciate it!
 
Regards,
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov
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From: Tracy Fair <TFair@NewberryFL.gov> 
Sent: Monday, February 26, 2024 4:34 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 would be more than happy to assist you with your request.
 
The City of Newberry used Paypoint HR to conduct a Comp and Classification study back in 2023. We
had our initial kickoff meeting in April and had our final report in July of same year. We were
satisfied with the results as the entire team was thorough and presented the facts based on
comparable City’s of our size.
 
I have attached the final report for you to review. Most of the project was remote. Having
employees fill out their job duties and providing the job descriptions was, for me, the most time
consuming. We then were able to schedule meetings for focus groups. Letting our employees know
that gaining insights directly from them, who make our city run daily was a critical part of this
process.  We hosted a series of sessions allowing multiple opportunities for employees to share their
thoughts and experiences that would significantly contribute to the recommendations of the study.
It was stressed that at no point was personally identifiable information was going to be mentioned in
the final report and that all participation was entirely voluntary. This was an open, safe space with
the meeting moderated by Paypoint in person. Each session was packed with employees ready to
voice their concerns. At the end of each session, the feedback was positive, and all felt heard.
 
Paypoint HR aided us in preparing content to submit for our Commission and in speaking with our
leadership team to disseminate the results to our teams. They have been a constant resource for us
and per our contract will be until March of 2024.
 
We would most definitely not only recommend but will use again in the future.
 
Please let me know if you should have any further questions.
 
Have a wonderful day,
 
 
 
Tracy Fair, PHR, SHRM-CP
HR Generalist | City of Newberry
352-722-3916
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The City of Newberry is committed to maintaining high integrity. If you are aware of any incidents,
issues, or concerns regarding the organization, please consider reporting them to management.
Anonymous and confidential reports can be submitted online at: www.FRAUDHL.com or by calling or
faxing 1-855-FRAUD-HL . Company ID: NEWBERRYFL

 

From: Powers, Megan <MPowers@madeirabeachfl.gov> 
Sent: Friday, February 23, 2024 1:35 PM
To: Tracy Fair <TFair@NewberryFL.gov>
Subject: HR Comp & Classification Consultant Reference Check

 
WARNING -External Email. Do not click links or open attachments unless verified.
 

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

Paypoint HR LLC
 
Questions:

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

Was it included in the contract or offered as an hourly rate post contract?
 
Any insight you can provide would very helpful. Have a great weekend and thank you
for your time!
 
Regards,
 
Megan Powers
Assistant to the City Manager
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City of Madeira Beach
300 Municipal Dr. I (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.
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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From: Powers, Megan
To: Lara Hooley
Subject: FW: Clearwater - RE: HR Comp & Classification Consultant Reference Check
Date: Friday, March 15, 2024 11:45:11 AM
Attachments: image003.png

image005.png
Final Report - Class & Comp Study for City of Clearwater.pdf
Evergreen Reccomendations.pdf

 
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

 
From: Green, Robert <Robert.Green@MyClearwater.com> 
Sent: Wednesday, February 28, 2024 4:20 PM
To: Powers, Megan <mpowers@madeirabeachfl.gov>
Cc: Ryals, Chrystal <Chrystal.Ryals@MyClearwater.com>
Subject: RE: Clearwater - 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.

Good afternoon, the City of Clearwater uses the Gehring Group as a benefits broker and has not
utilized them for any Compensation or Classification.
On the other hand, Evergreen Solutions has recently finished a Compensation & Classification study
for us so the answers below are based on our work with Evergreen Solutions.
 

What kind of study did they preform for you? When? Evergreen provided a comprehensive
Compensation & Classification study. Our pay ranges and current employee salaries were
updated based on the market. Evergreen also made recommendations for job title changes
and additional job titles. The project started near the beginning of March 2023 and ended
near the beginning of December 2023 when Evergreen made its final presentation to our City
Council for their approval.
Were you satisfied with the process and final result? Yes, we were satisfied with the work
Evergreen has done and the results.
How long did the process take? The process from start, where we provided Evergreen data
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February 13, 2024 


 
 


Compensation and Classification Study 
for the City of Clearwater, FL  


 
 


FINAL REPORT 
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The leadership of the City of Clearwater, FL (the “city”), in keeping with its commitment to 


attracting and retaining the staff necessary to provide high quality services to its citizens, 


determined that its current compensation and classification system and structures needed to 


be updated. Evergreen Solutions, LLC (“Evergreen”) was selected by the city as its partner to 


accomplish this goal. This study and the analysis contained within provides the city with 


valuable information related to 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.  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 and to develop recommendations that allow 


the city to recruit and retain quality employees.  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 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 five years.  Some examples of 


project activities Evergreen conducted include: 


• Conducting a project kick-off meeting.


• Presenting orientation sessions to employees.


• Facilitating focus group sessions with employees.


• Conducting an external market salary survey.


• Developing recommendations for compensation management.


• Revising classification descriptions based on employee JAT feedback.


• Developing recommendations for compensation and classification changes.


• Creating drafts and a final report.
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• 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 finalize the work plan and begin the data 


collection process. Data collection included the gathering of relevant background material 


including existing pay plans, organization charts, policies, procedures, training materials, 


classification specifications, and other pertinent material.  


Employee Outreach 


Through the orientation sessions, Evergreen’s consultant briefed employees on the purpose 


and major processes of the study. This served to address employee questions, resolve 


misconceptions about the study and related tasks, and explain the importance of employee 


participation in the upcoming focus groups and JAT.  


Later, employees participated in focus group sessions designed to gather input from their 


varied perspectives as to their perceived strengths and weaknesses of the current system. 


Feedback received from employees in this context was helpful in highlighting aspects of the 


organization which could benefit from specific 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 their work 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 market data, this 


information formed the foundation of the combined recommendations. The nature of each 


compensable factor is described below: 


• 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.


• Working Conditions – deals with 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.


• 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.
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• Decision Making – deals with the individual decision-making responsibility of the


employees. Determines if the employee is making autonomous decisions that impact


themselves, other employees, or the entire organization and the citizens that rely on


the city’s services.


• Relationships –deals with 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, those who oversee teams, and even those who


report to elected officials or the public.


Salary Survey 


The external market for this study was defined as identified local government organizations 


with similar positions as well as similar characteristics, demographics, and service offerings. 


Representative benchmark classifications were selected by Evergreen in consultation with 


the city. The benchmark classifications were included in the market survey and sent to each 


peer for a market comparison, although not all city positions had matching positions in the 


peer organizations. The data were then analyzed comparing city classifications to the jobs 


performing the same duties at peer organizations to gain a fuller understanding of their 


market position. 


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 recommendations for the future at various costs.  


These plans were designed to fix the issues identified in this report, while continuing to build 


on the strengths the city currently exhibits. 


1.2 REPORT ORGANIZATION 


This report includes the following additional chapters: 


• Chapter 2 – Summary of Employee Outreach


• Chapter 3 – Assessment of Current Conditions


• Chapter 4 – Market Summary


• Chapter 5 – Benefits Summary


• Chapter 6 – Recommendations


Chapter 2 – Summary of Outreach 


Outreach was conducted by an Evergreen consultant. The consultant met with city employees 
and explained the process of the study and fielded 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 also provided Evergreen with 
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 
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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 some data 
collection, but everything that was used during this study was independently verified by 
Evergreen.  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’s pay plans, 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 current compensation system. 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 by Evergreen and approved by the city.  After the results were 


received, the data were analyzed to compare the city to the overall results from public-sector 


peers. The market survey 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. 


Chapter 5 – Benefits Summary 


A benefits survey was designed by Evergreen and approved by the city’s human resources 
department. A benefits analysis represents a snapshot in time of what is available in peer 
organizations and can provide the city with an understanding of the full compensation 
package offered by its peers. A full summary of the 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. Solutions were provided that emphasized 
various implementation and progression methodologies. The recommendations made by 
Evergreen expand on the City’s initiatives and its ability to recruit and retain talent in the most 
competitive classifications by providing equitable salary ranges and maintaining an inclusive 
pay plan. A full explanation of the recommendations can be found in Chapter 6 of this report. 
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Between May 1-3, 2023, Evergreen consultants conducted orientation sessions and focus 


groups for the city.  Orientation sessions were conducted to inform employees about the 


purpose of the study, 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 topics related to compensation and classification.  


Overall, the goal of these groups was to gauge the general employee sentiment toward the 


current compensation and classification structures of the city, while also gathering specific 


concerns employees had. 


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 or provided direct 


feedback to Evergreen.  Information that may identify the commenter has been removed.  It 


is important to note that 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 reflect the reasons 


employees have decided to continue working for the city.  These elements are important to 


highlight, as compensation, while an important factor, is often not the sole determination for 


where employees wish to work.  The responses varied from the individual health coverage 


benefits, the job stability, and the culture.  Additional comments expressed by employees 


include:  
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• Benefits – Employees said that the benefits package, specifically the health clinic, was


one of the many reasons that they have stayed with the city.  Additionally, several


employees expressed gratitude for the time off and holidays offered.


• Stability – Several employees stated that they came to work for the city for job stability


and felt secure in their work environment.


• Culture – Many employees stated that they have stayed with the city because of the


family atmosphere.  It was also noted that there is a great work-life balance for many


people.


• Reputation – Employees said that at the time of their hire the city was at the leading


edge in salary and performance and was a sought-after place to work.  They pridefully


mentioned the number of trophies they won in multiple inter-city competitions.  Others


mentioned the hundreds of applicants for just a few open positions.  Over the years


many perceive a decline in these areas which they believe is emblematic of the city’s


compensation not keeping pace with its peers.


Overall, personnel revealed that the city is a wonderful and unique place to work with 


several distinct advantages in place for employees. 


2.2 COMPENSATION AND CLASSIFICATION 


As the 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: 


• External Equity – The feedback provided by employees indicated that the city is no


longer competitive with the market.  Many employees believed that the city used to be


one of the highest paying municipalities in the area and has since become one of the


lowest.  Many employees indicated that the starting pay for their positions was lower


than the market, making it difficult to recruit and retain quality candidates.


• Internal Equity – Some departments were concerned that subordinates were more


highly paid and had a higher earning potential compared to their supervisor.  It was


mentioned in nearly every group that employees felt applying for a supervisor position


would reduce their overall earnings and limit future potential earning resulting from


moving into a new classification.  This was acknowledged as a significant issue by


employees who feel there are too many vacancies in those same supervisory positions,


negatively impacting team performance and succession planning.  A desire to have


credit for time in related job families was expressed as a possible solution.  There was
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also a belief among employees that new hires were being hired at rates above those 


of tenured employees, and that drove morale down among more tenured employees.  


• Recruiting and Turnover – Several positions were mentioned that employees felt had


a high turnover ratio or they had a difficult time recruiting for.  Those positions


included:


‒ All entry level positions. 


‒ Dispatchers 


‒ Library positions 


‒ Recreation Leaders 


‒ SCADA 


‒ Skilled Trades Workers 


‒ Technicians 


‒ Firefighters 


‒ Sanitation 


• Cost of Living Adjustment – Employees mentioned they do not receive a yearly cost of


living adjustment.  Many were upset about this as the cost of living in the City of


Clearwater has increased significantly, yet their salaries are unable to keep up with the


economy’s inflation.


• Certifications – Employees mentioned several times that only certain departments are


compensated for the additional certifications they receive.  Many employees felt that


there needs to be standardization among all departments for receiving additional


compensation for applicable certificates.


• Benefits (perceived strengths) – Most employees spoke glowingly about their benefits


packages.  Specifically, employees love the clinic and employer-paid premiums.


Additionally, several employees were appreciative of the vacation and sick time.


• Benefits (perceived weaknesses) – Employees noted that the family premiums for the


medical insurance were very costly.  Additionally, several employees stated that the


pension plan had changed and is no longer attractive.  Some benefits that employees


would like to see at the city include:


‒ Vacation and sick leave combined to PTO 


‒ Parental leave 


‒ Increased tuition reimbursement limit 


‒ Hybrid/remote work options 


2.3 MARKET PEERS 


Focus group participants were asked to name organizations they considered to be both local 


and regional market peers, who they believe have similar characteristics to the city, or that 


they are competing against for candidates.  Responses are listed below and were considered 


when developing the list of peers for the compensation and classification survey: Participants 
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named the following organizations with some frequency as the city’s biggest competitors in 


terms of employee compensation and classification: 


• City of Dunedin


• City of Gainesville


• City of Largo


• City of Oldsmar


• City of Orlando


• City of Pinellas Park


• City of St. Petersburg


• City of Tallahassee


• City of Tampa


• Hillsborough County


• Pasco County


• Pinellas County


• Sarasota County


• Private sector gas districts, sanitation companies, and engineering firms


2.4 SUMMARY 


The feedback received by Evergreen provided a solid foundation for the development of 


recommendations for the city.  The willingness of employees to contribute to this dialogue was 


evident in the number of employees that took time out of their busy schedules to provide 


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 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 several 


well-defined advantages of working for the city. Though employees emphasized several 


potential problems, many of these issues are commonly found in other public-sector 


municipalities.  


The employees of the city take pride in their work, love serving their community, 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 to 


arrive at appropriate recommendations for the city. 
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The purpose of this chapter is to provide a statistical analysis of the classification and 


compensation system in place in the city at the start of this study. The assessment is divided 


into the following sections: 


 3.1 Analysis of Pay Plan 


 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 off employee information collected in April of 2023.  Every organization changes 


continuously, so this chapter is not meant to be a definitive statement on continuing 


compensation practices in the city.  Rather, this Assessment of Current Conditions (AOCC) 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 PLAN 


The purpose of analyzing the pay plan 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, and the grades are 


separated by General, Police, and Fire 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 forty-eight occupied pay grades that hold 1,641 employees.  


Several pay grades have less than 10 employees, while pay grade PD56 contains the most 


employees with 198. 


E V E R G R E E N  S O L U T I O N S ,  L L C  


Chapter 3 – Assessment of Current 


Conditions 
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EXHIBIT 3A 


PAY PLAN SUMMARY  


 


  


Pay Plan Grade Minimum Midpoint Maximum
Range     


Spread


Midpoint 


Progression
Employees


General 2 32,301$        34,692$        37,083$        15% - 13


General 3 32,786$        35,861$        38,937$        19% 3% 14


General 4 33,278$        37,081$        40,884$        23% 3% 11


General 5 33,777$        38,352$        42,928$        27% 3% 62


General 6 34,284$        39,679$        45,074$        31% 3% 32


General 7 34,798$        41,063$        47,328$        36% 3% 29


General 8 35,320$        42,507$        49,695$        41% 4% 45


General 9 35,849$        44,014$        52,179$        46% 4% 47


General 10 36,387$        45,588$        54,789$        51% 4% 62


General 11 36,933$        47,230$        57,528$        56% 4% 50


General 12 37,753$        49,078$        60,404$        60% 4% 67


General 13 39,640$        51,532$        63,424$        60% 5% 118


General 14 41,622$        54,109$        66,596$        60% 5% 119


General 15 43,703$        56,814$        69,925$        60% 5% 60


General 16 45,888$        59,655$        73,422$        60% 5% 46


General 17 48,183$        62,638$        77,093$        60% 5% 68


General 18 50,592$        65,770$        80,947$        60% 5% 78


General 19 53,122$        69,058$        84,995$        60% 5% 42


General 20 55,778$        72,511$        89,244$        60% 5% 29


General 21 58,567$        76,137$        93,707$        60% 5% 52


General 22 61,495$        79,943$        98,392$        60% 5% 20


General 23 64,570$        83,941$        103,312$      60% 5% 20


General 24 67,798$        88,138$        108,477$      60% 5% 14


General 25 71,188$        92,544$        113,901$      60% 5% 33


General 26 74,747$        97,172$        119,596$      60% 5% 12


General 27 78,485$        102,030$      125,576$      60% 5% 13


General 28 82,409$        107,132$      131,855$      60% 5% 15


General 29 86,530$        112,488$      138,447$      60% 5% 15


General 30 90,856$        118,113$      145,370$      60% 5% 8


General 31 95,399$        124,018$      152,638$      60% 5% 5


General 32 100,169$      130,219$      160,270$      60% 5% 7


General 33 105,177$      136,730$      168,284$      60% 5% 6


General 34 110,436$      143,567$      176,698$      60% 5% 3


General 35 115,958$      150,745$      185,533$      60% 5% 4


General 36 121,756$      158,282$      194,809$      60% 5% 1


General 37 127,844$      166,197$      204,550$      60% 5% 2


General 38 134,236$      174,506$      214,777$      60% 5% 1


Fire 5540 36,387$        45,588$        54,789$        51% - 4


Fire 5530 55,200$        68,700$        82,200$        49% 51% 41


Fire 5515 60,200$        73,700$        87,200$        45% 7% 74


Fire 5520 67,773$        81,162$        94,551$        40% 10% 36


Fire 5500 68,200$        81,700$        95,200$        40% 1% 5


Fire 5510 76,200$        89,700$        103,200$      35% 10% 3


Police PD44 40,909$        50,729$        60,549$        48% - 15


Police PD50 46,907$        58,166$        69,426$        48% 15% 1


Police PD56 58,317$        70,995$        83,672$        43% 22% 198


Police PA10 78,940$        91,409$        103,879$      32% 29% 32


Police PA20 100,224$      113,544$      126,864$      27% 24% 9
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Comparing the summary data in Exhibit 3A to best practices, several observations can be 
made regarding the city’s pay plan.  Based on the analysis of the pay plan, the following facts 
can be observed:  


• Range spreads vary across each pay grade, extending from 15-60 percent. The range 
spreads generally increase in a consistent manner, which is a common practice as you 
move up through the pay scale. 


• The number of employees on each pay grade is widely varied.  Multiple pay grades 
have only a single incumbent occupying the grade, while others have over 50 
employees. 


• The minimum annual pay offered to any City employee is $32,301 while the maximum 
salary of any pay grade is $214,777. 


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.  Regarding 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, 8.2 percent (134 total) of 


all employees are compensated at their pay grade’s minimum.  A slightly larger percentage of 


employees, at 9.0 percent (148 total), are compensated at their pay grade’s maximum.  
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EXHIBIT 3B 


EMPLOYEES AT MINIMUM AND MAXIMUM BY GRADE 


 


  


Grade Employees # at Min % at Min # at Max % at Max


2 13 3 23.1% 1 7.7%


3 14 0 0.0% 4 28.6%


4 11 10 90.9% 0 0.0%


5 62 3 4.8% 2 3.2%


6 32 5 15.6% 1 3.1%


7 29 8 27.6% 0 0.0%


8 45 7 15.6% 1 2.2%


9 47 5 10.6% 0 0.0%


10 62 6 9.7% 0 0.0%


11 50 4 8.0% 1 2.0%


12 67 11 16.4% 0 0.0%


13 118 5 4.2% 0 0.0%


14 119 21 17.6% 0 0.0%


15 60 9 15.0% 1 1.7%


16 46 3 6.5% 1 2.2%


17 68 5 7.4% 0 0.0%


18 78 6 7.7% 0 0.0%


19 42 2 4.8% 0 0.0%


20 29 9 31.0% 0 0.0%


21 52 6 11.5% 0 0.0%


22 20 0 0.0% 0 0.0%


23 20 0 0.0% 0 0.0%


24 14 2 14.3% 0 0.0%


25 33 2 6.1% 0 0.0%


26 12 0 0.0% 0 0.0%


27 13 0 0.0% 0 0.0%


28 15 0 0.0% 0 0.0%


29 15 0 0.0% 0 0.0%


30 8 0 0.0% 0 0.0%


31 5 0 0.0% 0 0.0%


32 7 0 0.0% 0 0.0%


33 6 0 0.0% 0 0.0%


34 3 0 0.0% 0 0.0%


35 4 0 0.0% 0 0.0%


36 1 0 0.0% 0 0.0%


37 2 0 0.0% 0 0.0%


38 1 0 0.0% 0 0.0%


5540 4 0 0.0% 4 100.0%


5530 41 0 0.0% 18 43.9%


5515 74 0 0.0% 7 9.5%


5520 36 0 0.0% 22 61.1%


5500 5 0 0.0% 1 20.0%


5510 3 0 0.0% 2 66.7%


PD44 15 0 0.0% 9 60.0%


PD50 1 0 0.0% 0 0.0%


PD56 198 2 1.0% 54 27.3%


PA10 32 0 0.0% 16 50.0%


PA20 9 0 0.0% 3 33.3%


Total 1641 134 8.2% 148 9.0%
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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 1,104 employees 


are compensated below their pay grade midpoint⎯which is 67.3 percent of all employees for 


the city.  There are 537 employees compensated above midpoint of their pay grade, which is 


32.7 percent of all employees. 


EXHIBIT 3C 


EMPLOYEES ABOVE AND BELOW MIDPOINT BY PAY GRADE 
 


 


Grade Employees # < Mid % < Mid # > Mid % > Mid


2 13 8 61.5% 5 38.5%


3 14 7 50.0% 7 50.0%


4 11 11 100.0% 0 0.0%


5 62 54 87.1% 8 12.9%


6 32 24 75.0% 8 25.0%


7 29 27 93.1% 2 6.9%


8 45 40 88.9% 5 11.1%


9 47 41 87.2% 6 12.8%


10 62 53 85.5% 9 14.5%


11 50 36 72.0% 14 28.0%


12 67 45 67.2% 22 32.8%


13 118 77 65.3% 41 34.7%


14 119 96 80.7% 23 19.3%


15 60 47 78.3% 13 21.7%


16 46 29 63.0% 17 37.0%


17 68 54 79.4% 14 20.6%


18 78 68 87.2% 10 12.8%


19 42 29 69.0% 13 31.0%


20 29 24 82.8% 5 17.2%


21 52 46 88.5% 6 11.5%


22 20 15 75.0% 5 25.0%


23 20 14 70.0% 6 30.0%


24 14 13 92.9% 1 7.1%


25 33 25 75.8% 8 24.2%


26 12 8 66.7% 4 33.3%


27 13 12 92.3% 1 7.7%


28 15 10 66.7% 5 33.3%


29 15 10 66.7% 5 33.3%


30 8 4 50.0% 4 50.0%


31 5 2 40.0% 3 60.0%


32 7 4 57.1% 3 42.9%


33 6 2 33.3% 4 66.7%


34 3 2 66.7% 1 33.3%


35 4 2 50.0% 2 50.0%


36 1 0 0.0% 1 100.0%


37 2 0 0.0% 2 100.0%


38 1 1 100.0% 0 0.0%


5540 4 0 0.0% 4 100.0%


5530 41 14 34.1% 27 65.9%


5515 74 64 86.5% 10 13.5%


5520 36 1 2.8% 35 97.2%


5500 5 4 80.0% 1 20.0%


5510 3 0 0.0% 3 100.0%


PD44 15 4 26.7% 11 73.3%


PD50 1 1 100.0% 0 0.0%


PD56 198 68 34.3% 130 65.7%


PA10 32 8 25.0% 24 75.0%


PA20 9 0 0.0% 9 100.0%


Total 1641 1104 67.3% 537 32.7%
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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, 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 provides that 44.1 percent of employees fall into Quartile 1 of their respective 


grade; 23.2 percent fall into Quartile 2; 14.1 percent fall into Quartile 3; and 18.7 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 3.6 years; in Quartile 2 is 10.2 years; in Quartile 3 is 14.8 years; and in Quartile 


4 is 19.7 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 37 has zero employees in 


Quartile 1, 2, or 4.  That pay grade is represented by a 100 percent yellow bar, showing that 


100 percent grade 37 employees are in Quartile 3.  Pay grades 2 and 3 have employees in all 


four quartiles and are consequently represented with bars displaying all four colors, 


corresponding to the percentage of employees for each pay grade in each quartile. 
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EXHIBIT 3D 


QUARTILE ANALYSIS AND TIME WITH THE ORGANIZATION 


 


# Employees Avg Tenure # Employees Avg Tenure # Employees Avg Tenure # Employees Avg Tenure


2 13 7.9 6 0.6 2 3.6 2 8.0 3 25.1


3 14 9.5 5 0.9 2 3.1 1 8.0 6 19.0


4 11 0.4 11 0.4 0 - 0 - 0 -


5 62 5.0 39 1.6 15 5.8 3 18.0 5 20.7


6 32 4.9 21 1.0 3 5.0 3 6.3 5 20.5


7 29 3.2 24 1.8 3 7.7 2 13.3 0 -


8 45 3.6 32 1.3 8 6.2 3 6.0 2 25.6


9 47 6.9 25 2.7 16 8.8 2 15.3 4 21.4


10 62 6.5 38 2.6 15 9.4 4 15.3 5 20.8


11 50 9.9 28 2.2 8 14.4 10 22.1 4 24.9


12 67 10.0 35 3.2 10 10.7 12 18.3 10 23.2


13 118 11.7 49 4.4 28 10.8 17 18.4 24 22.9


14 119 7.5 71 3.2 25 10.0 11 15.6 12 20.5


15 60 8.7 37 3.9 10 13.2 10 17.3 3 23.4


16 46 11.1 18 5.1 11 10.4 9 17.5 8 18.0


17 68 9.6 38 5.9 16 11.0 6 18.2 8 18.3


18 78 12.5 34 6.0 34 16.0 5 19.4 5 26.7


19 42 14.2 13 5.1 16 13.3 8 23.8 5 25.8


20 29 10.0 21 6.7 3 12.1 4 22.6 1 22.0


21 52 10.5 28 4.7 18 16.1 2 10.6 4 25.2


22 20 12.0 7 8.3 8 10.5 4 17.4 1 29.1


23 20 12.9 6 7.5 8 15.0 5 13.3 1 27.4


24 14 10.9 8 8.8 5 9.9 1 32.7 0 -


25 33 9.3 14 3.9 11 9.9 7 16.9 1 26.4


26 12 15.0 5 3.1 3 20.0 3 24.3 1 32.0


27 13 10.5 9 8.3 3 9.8 0 - 1 32.5


28 15 13.3 3 1.4 7 14.2 5 19.2 0 -


29 15 16.1 7 9.2 3 13.7 4 22.8 1 44.1


30 8 11.0 3 7.6 1 14.6 4 12.6 0 -


31 5 10.9 1 5.5 1 15.6 3 11.2 0 -


32 7 10.6 2 1.6 2 2.6 3 21.9 0 -


33 6 20.9 0 - 2 17.2 4 22.8 0 -


34 3 16.3 1 21.3 1 0.6 0 - 1 27.1


35 4 12.1 1 7.1 1 9.1 1 26.3 1 5.9


36 1 28.4 0 - 0 - 1 28.4 0 -


37 2 24.3 0 - 0 - 2 24.3 0 -


38 1 5.1 1 5.1 0 - 0 - 0 -


4th QuartileAverage 


Tenure
GRADE


Total 


Employees


1st Quartile 2nd Quartile 3rd Quartile
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EXHIBIT 3D  (CONTINUED) 


QUARTILE ANALYSIS – CITY TENURE 


 


 
 


 


# Employees Avg Tenure # Employees Avg Tenure # Employees Avg Tenure # Employees Avg Tenure


5540 4 21.7 0 - 0 - 0 - 4 21.7


5530 41 13.8 1 5.0 13 7.2 4 10.0 23 18.6


5515 74 6.1 38 2.8 26 6.5 1 10.0 9 18.6


5520 36 17.6 0 - 1 9.0 1 10.0 34 18.1


5500 5 9.8 0 - 4 7.2 0 - 1 20.1


5510 3 14.8 0 - 0 - 0 - 3 14.8


PD44 15 19.7 1 2.4 3 4.6 2 11.9 9 28.4


PD50 1 5.8 0 - 1 5.8 0 - 0 -


PD56 198 8.1 40 1.7 28 3.3 57 6.7 73 14.6


PA10 32 17.9 2 9.7 6 10.5 2 11.7 22 21.2


PA20 9 21.6 0 - 0 - 3 17.1 6 23.8


Overall 1641 9.7 723 3.6 381 10.2 231 14.8 306 19.7


4th QuartileAverage 


Tenure
GRADE


Total 


Employees


1st Quartile 2nd Quartile 3rd Quartile
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EXHIBIT 3E 


QUARTILE PLACEMENT BY PAY GRADE 
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Studying the data from the following exhibits can reveal certain patterns.  One thing that can 


be observed is the percentage of employees in Quartile 1 steadily decreasing as you progress 


through the grades of a given pay plan.  For example, you can observe the red Quartile 1 bars 


decreasing from pay grade 4 through 35.  This indicates that as employees on the General 


pay plan move up into the highest pay grades, they are generally progressing through the 


individual pay range, as well.  There are many reasons why this might be the case.  One 


possible explanation is that employees who are promoted in the city could be expected to 


have progressed through their current pay grade to near the maximum.  Then when they are 


promoted, they do not start back over at their new pay grade minimum, as that would result 


in a pay decrease.  Instead, when an employee is promoted, they might start several steps 


into their new pay grade from day one.  Another possible explanation is as you move to higher 


pay grades, positions are more competitive on the open market.  There are typically more 


certifications required, more experience is desirable, and there are fewer employees available 


to fill the position.  That requires the city to bid up the price of a new hire to attract high quality 


employees.  It is impossible to determine why this pattern is occurring without more data.  


However, it is something that bears watching in the future, as the city could gather valuable 


information about itself. 


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: 


• Reorganizations change peer relationships and can create compression if jobs are not 


reevaluated. 


• In some organizations, certain departments or divisions may be relatively liberal with 


salary increases, market adjustments, and promotions⎯while others are not. 


• 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.” 


• Many organizations have found it easy to hire people who have 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. 


  







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


 


  


Evergreen Solutions, LLC Page 3-11 


Exhibit 3F indicates the ratio of subordinate to supervisor salaries by grade graphically. 


Employees were grouped into categories reflecting whether their actual salary was less than 


80 percent, greater than 80 percent but less than 95 percent, greater than 95 percent but 


less than 100 percent, or greater than 100 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 $79,000.00 and a 


supervisor with a salary of $100,000.00 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 small 


percentage of employees with salaries more than 95 percent of their supervisor’s salary.  


Anywhere red or blue appears 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 showcases the actual vs. expected progression 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 his 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. 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 3G, it is easy to discern that most city employees have progressed more than 5 


percent beyond where they would expect to be, based on their class years.  It could mean that 


the city is hiring employees with higher starting wages or advancing employees more quickly 


through pay grades, all to keep salaries competitive with the market but not maintaining a 


responsive pay plan.  However, it could just as easily be another indicator of employee 


promotion and advancement through the ranks.  As mentioned in the description of the 


quartile analysis, when an employee has advanced to near the top of their pay grade and they 


receive a promotion, they will often not start at their new pay grade minimum.  An employee 


will not accept a pay decrease, so that employee is therefore started above the minimum on 


their new pay grade.  They are then beyond their expected parity.  The employee has zero class 


years, is compensated above the minimum for the grade.  Then, if they advance exactly at the 


speed expected for the rest of their career, they will always remain above their “expected” 


parity.  This is a common cause, but it is not a definitive reason, and one cannot be determined 


without more data. 
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EXHIBIT 3G 


ACTUAL VS. EXPECTED PROGRESSION 
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3.5 SUMMARY 


There were many observations made with respect to the city’s compensation system in place 


at the beginning of the study. 


• Range spread, generally recommended to be between 50-70 percent, varies across 


several grades.  The city’s plan has range spreads varying from 15 percent up to 60 


percent. 


• More than half of employees (67 percent) are paid below their pay grade midpoint. 


• A little less than half of employees (44.1 percent) are in Quartile 1 of their pay grade.  


This can indicate a workforce with a high turnover or that has recently expanded with 


many new hires.  Further analysis is required to determine the cause of this imbalance. 


• Most city employees are paid less than 80.0 percent of their supervisors’ salaries. 


• 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 can 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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The purpose of the market summary chapter is to benchmark the city’s compensation 


practices in relation to its market peers, and to establish the city’s competitiveness with the 


market. To complete this market study, Evergreen compared pay ranges of select benchmark 


classifications that the city possesses with the compensation of classifications performing 


those same duties within peer organizations. By aggregating the differences in pay ranges 


across all the classifications, 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 variations in organizations’ compensation 


methodologies. 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 state of the market at the time of this study, understanding 


that market conditions can change rapidly. Consequently, it is necessary to perform market 


surveys of peer organizations at regular intervals 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 


soliciting 21 target peer organizations for 150 benchmark positions. Of the 21 total 


organizations contacted, 18 responded and provided data for the benchmark positions.  


Target peers were selected based on several factors, including geographic proximity, resource 


level, job overlap, and 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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EXHIBIT 4A 


RESPONDENT MARKET PEERS 
 


 
 


 


Because the data collected for the market summary was from various regions, it was 


necessary to adjust peer responses relative to the city based on cost-of-living. For all 


organizations that fell 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’s local area. Evergreen utilizes cost-of-


living index information from the Council for Community and Economic Research. The cost-of-


living index figures for the city and each of the respondent market peers are in Exhibit 4B. 


  


Respondent Organizations


Cities


City of Coral Springs


City of Dunedin


City of Gainesville


City of Hollywood


City of Lakeland


City of Largo


City of Orlando


City of Pinellas Park


City of Safety Harbor


City of Sarasota


City of St. Petersburg


City of Tampa


City of West Palm Beach


City of Sunrise 


Counties


Hillsborough County


Orange County


Pasco County


Pinellas County


Sarasota County


Indian River County


Other


Southwest Florida Water Management District
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EXHIBIT 4B 


RESPONDENTS WITH COST-OF-LIVING ADJUSTMENTS 


 


 


4.1 MARKET DATA 


In this assessment, it is imperative to recognize the city’s desired market position is in the 


75th percentile of market respondent averages. This percentile is determined by adjusting the 


minimum, midpoint, and maximums of pay grades to be greater than 75% of the market 


responses for each benchmarked classification. The differentials annotated in the following 


paragraphs are in relation to the 75th percentile market position. 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 


Respondent Organizations COLI


City of Clearwater 112.9


Cities


City of Coral Springs 109.2


City of Dunedin 112.9


City of Gainesville 101.3


City of Hollywood 109.2


City of Lakeland 95.0


City of Largo 112.9


City of Orlando 105.9


City of Pinellas Park 112.9


City of Safety Harbor 112.9


City of Sarasota 109.8


City of St. Petersburg 112.9


City of Tampa 105.0


City of West Palm Beach 115.4


City of Sunrise 109.2


Counties


Hillsborough County 105.0


Orange County 105.9


Pasco County 98.5


Pinellas County 112.9


Sarasota County 109.8


Indian River County 110.7


Other


Southwest Florida Water Management District -
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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. For those classifications where no differential 


is shown, this is due to the city not possessing a pay range for comparison to the market. 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 benchmarks are included in the survey, not every peer organization possesses an 


appropriate match. Consequently, the benchmarks received varying levels of response. For 


this study, all positions that received fewer than five matches from market peers were not 


considered in establishing the city’s competitive position. The rationale behind these positions 


being excluded is that insufficient response can lead to unreliable averages that may skew 


the aggregated data, blurring the reality of the city’s actual position in the market. Of the 150 


benchmark positions surveyed, 119 had a sufficient response for inclusion.  
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EXHIBIT 4C 


MARKET SURVEY RESULTS AT 75TH PERCENTILE 
 


 


Survey Minimum Survey Midpoint Survey Max imum


Average % Diff Average % Diff Average % Diff


1 ACCOUNTANT $58,061.24 -19% $75,479.81 -19% $92,898.39 -19% 17


2 ACCOUNTING TECHNICIAN $39,622.47 -10% $49,924.03 -13% $60,569.60 -15% 13


3 ADMINISTRATIVE ASSISTANT $48,283.75 -5% $57,878.07 3% $70,385.20 4% 17


4 AIR CONDITIONING TECH $51,896.15 -22% $65,792.57 -19% $77,601.80 -15% 10


5 ARBORIST $60,704.13 -37% $75,333.43 -33% $91,127.68 -31% 10


6 ASSISTANT CITY MANAGER $140,744.34 -10% $180,203.84 -8% $218,586.33 -7% 7


7 AUDITOR $82,606.43 -43% $102,106.78 -39% $120,588.79 -35% 7


8 BEACH LIFEGUARD $35,901.93 0% $43,795.21 0% $52,759.59 -1% 14


9 BILLING SPECIALIST $47,465.97 -26% $58,678.80 -25% $70,418.86 -25% 12


10 BUDGET DIRECTOR $119,304.59 -22% $154,061.65 -22% $188,818.72 -21% 11


11 BUILDING & MAINT DIVISION HEAD $83,928.00 -12% $99,891.15 -3% $117,454.14 2% 5


12 BUILDING CONSTRUCTN INSPECTOR $61,103.94 -19% $74,517.86 -12% $88,778.73 -9% 15


13 BUILDING OFFICIAL $98,425.79 -23% $125,650.65 -21% $152,875.52 -20% 12


14 BUSINESS SYSTEMS ANALYST $68,023.12 -25% $84,561.25 -20% $101,099.37 -17% 9


15 CAD & GIS TECHNICIAN $58,802.68 -34% $68,898.34 -24% $82,388.49 -21% 15


16 CHIEF INNOVATION OFFICER $111,314.13 4% $144,082.23 5% $176,850.33 5% 1


17 CITY ATTORNEY $192,042.38 -21% $240,113.50 -17% $278,762.52 -11% 4


18 CITY AUDITOR $92,839.23 -2% $116,060.22 2% $139,281.21 4% 1


19 CITY CLERK $111,662.27 -16% $139,644.86 -12% $171,019.84 -11% 11


20 CITY ENGINEER $111,083.94 -10% $140,198.54 -7% $171,443.91 -7% 12


21 CODE ENFORCEMENT INSPECTOR $50,828.96 -15% $63,262.95 -11% $76,208.80 -9% 16


22 COMM REDEVELOPMENT AGCY DIR $121,027.62 -28% $151,284.53 -25% $181,541.44 -22% 9


23 COMM REDEVELOPMENT SPECIALIST $61,056.40 -24% $76,121.23 -19% $91,186.06 -17% 7


24 CRIME ANALYST $59,193.10 -21% $72,527.89 -15% $85,943.88 -11% 10


25 CUSTODIAL WORKER $34,757.27 -6% $43,859.17 -20% $53,171.94 -31% 13


26 CUSTOMER SERVICE REP $40,235.51 -14% $49,719.08 -19% $60,376.78 -24% 16


27 DEVELOPMENT REVIEW TECHNICIAN $55,088.38 -37% $70,245.44 -35% $85,402.50 -34% 5


28 DIVISION CONTROLLER $115,450.70 -47% $151,515.20 -48% $187,579.69 -49% 1


29 DOCUMENTS & RECORDS SPECIALIST $47,928.23 1% $59,759.11 5% $71,589.99 7% 8


30 ECONOMIC DEV & HOUSING DIR $118,994.30 -12% $148,558.63 -8% $179,786.37 -7% 11


31 ECONOMIC DEVELOPMENT COORD $60,547.59 -8% $78,805.54 -8% $97,571.11 -9% 10


32 ENGINEERING DIV MGR $106,598.32 -21% $134,864.98 -18% $164,561.19 -17% 6


33 ENGINEERING TECHNICIAN $52,503.01 -23% $63,947.46 -17% $75,391.92 -12% 8


34 EXECUTIVE ASSISTANT $56,518.82 -16% $72,012.72 -14% $86,096.65 -11% 13


35 EXECUTIVE DIRECTOR OF GAS SYS $134,083.50 -10% $174,300.45 -10% $214,517.40 -10% 3


36 FINANCE DIRECTOR $143,707.94 -17% $189,694.49 -18% $224,470.87 -14% 9


37 FIRE ADMINISTRATIVE CHIEF $115,555.21 -33% $133,091.63 -22% $162,216.80 -21% 6


38 FIRE CHIEF $145,077.11 -22% $184,393.89 -20% $222,271.22 -18% 16


39 FIRE DEPUTY CHIEF $115,861.13 -15% $150,275.76 -14% $179,364.77 -11% 14


40 FIRE DISTRICT COMMANDER $107,045.30 -26% $133,471.99 -22% $151,666.21 -14% 4


41 FIRE DIVISION CHIEF $130,415.00 -40% $133,331.84 -17% $158,282.84 -13% 9


42 FIRE EMS OFFICER $99,490.41 -33% $110,753.28 -18% $122,016.15 -7% 3


43 FIRE INSPECTOR I 80HR $67,956.89 -21% $82,682.50 -18% $101,207.63 -21% 12


44 FIRE LIEUTENANT 106HR $78,215.16 -14% $87,592.55 -7% $101,945.67 -7% 11


45 FIRE MARSHAL $113,634.14 -32% $145,832.72 -31% $170,848.86 -26% 9


46 FIRE MEDIC 106HR $62,543.84 -4% $79,404.66 -7% $95,366.70 -9% 8


47 FIRE MEDIC LT 106HR $83,253.08 -9% $104,424.28 -15% $125,595.48 -20% 3


48 FIRE TRAINING OFFICER $101,289.76 -35% $121,563.20 -27% $141,836.64 -22% 3


49 FIREFIGHTER 106HR $52,534.12 -9% $68,032.97 -10% $84,628.17 -12% 10


50 FIREFIGHTER/DRIVER-OPER 106HR $56,808.46 -3% $73,306.69 -6% $91,406.08 -11% 7


51 FLEET MECHANIC $44,050.33 -6% $55,181.94 -2% $66,713.83 0% 12


52 GAS MARKETING SPECIALIST $57,440.34 -18% $73,556.70 -16% $89,673.05 -15% 5


53 GAS OPERATIONS DIVISION HEAD $97,358.55 -21% $119,426.91 -16% $141,495.26 -12% 3


54 GAS OPERATIONS SUPERVISOR $74,441.32 -24% $93,402.35 -20% $112,363.38 -18% 8


55 GAS SAFETY & REG COMP COORD $85,110.75 -18% $107,984.27 -15% $130,857.78 -14% 1


56 GAS SALES REPRESENTATIVE $45,745.65 -5% $58,576.75 -3% $71,407.85 -2% 1


57 GAS SYSTEM SPECIALIST $65,246.25 -20% $78,048.00 -12% $90,849.75 -7% 2


58 GAS TECHNICIAN $41,948.46 -13% $55,232.95 -16% $68,061.73 -17% 7


59 GENERAL SERVICES ASSISTANT DIRECTOR $93,868.86 - $119,485.28 - $145,278.99 - 3


60 GEOGRAPHIC TECHNOLOGY DIV MGR $89,586.11 -18% $111,948.95 -14% $134,311.79 -12% 7


61 GRAPHIC DESIGNER $54,741.37 -22% $69,813.69 -21% $84,612.91 -19% 11


62 HOUSING COORDINATOR $66,162.41 -17% $82,644.25 -13% $99,355.06 -11% 6


63 HUMAN RESOURCES ANALYST $60,462.89 -18% $76,517.13 -15% $93,353.40 -14% 15


64 HUMAN RESOURCES DIRECTOR $144,902.58 -27% $186,790.96 -26% $222,568.01 -23% 15


65 HUMAN RESOURCES DIV MGR $90,668.30 -14% $103,383.83 -1% $122,732.24 2% 5


66 HUMAN RESOURCES TECH $44,191.56 -1% $56,180.44 1% $67,304.93 4% 10


67 INFO TECHNOLOGY DIRECTOR $122,031.01 -10% $158,252.82 -10% $190,940.92 -8% 11


68 INFO TECHNOLOGY DIV MGR $89,179.74 -3% $113,221.78 -1% $141,002.52 -2% 6


69 LANDSCAPE ARCHITECT $74,190.89 -28% $92,738.61 -24% $111,286.33 -22% 5


70 LEGAL OFFICE ADMINISTRATOR $59,009.00 9% $76,720.50 9% $94,432.00 9% 5


71 LIBRARIAN $50,939.20 -15% $66,151.75 -15% $81,364.30 -15% 10


72 LIBRARY ASSISTANT $35,739.89 -6% $44,674.86 -15% $53,609.83 -22% 9


73 LIBRARY DIRECTOR $93,813.29 -3% $120,706.41 -2% $147,599.53 -2% 8


74 LIBRARY DIVISION MGR $90,313.09 -24% $112,891.07 -20% $135,469.06 -17% 1


75 LICENSED ELECTRICIAN $51,827.64 -12% $63,193.09 -6% $75,817.98 -3% 14


ID Classif ication
Salary Range 


Responses
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EXHIBIT 4C (CONTINUED) 


MARKET SURVEY RESULTS AT 75TH PERCENTILE 


 
Survey Minimum Survey Midpoint Survey Max imum


Average % Diff Average % Diff Average % Diff


76 MACHINIST / FABRICATOR $41,702.91 0% $50,555.66 7% $60,438.02 10% 6


77 MANAGEMENT ANALYST $63,152.24 -22% $81,338.78 -21% $98,389.62 -19% 11


78 MARINE & AVIATION DIRECTOR $118,176.36 -21% $146,443.41 -17% $174,710.46 -13% 1


79 MARINE FACILITIES SUPV $67,646.73 -38% $82,963.66 -33% $98,280.59 -29% 2


80 MARINE FACILITY OPERATOR $41,384.97 -14% $48,662.79 -10% $58,539.67 -11% 3


81 METER READER $37,526.88 -9% $46,340.70 -15% $55,832.58 -21% 13


82 MULTI-MEDIA SPECIALIST $57,082.92 -17% $73,529.71 -16% $88,833.89 -14% 8


83 NEIGHBORHOODS COORDINATOR $63,377.68 -22% $79,005.81 -18% $94,633.95 -16% 4


84 NETWORK ANALYST $68,484.93 -20% $89,325.96 -21% $110,598.24 -21% 11


85 NETWORK ENGINEER $77,463.38 -18% $100,938.23 -18% $122,057.99 -17% 10


86 PARALEGAL $63,713.74 -28% $80,041.70 -24% $96,558.03 -22% 10


87 PARKING DIV MANAGER $103,926.76 -28% $135,669.75 -28% $167,412.73 -29% 4


88 PARKING ENFORCEMENT SPEC $38,578.38 -7% $48,528.22 -10% $58,478.06 -11% 8


89 PARKING, FAC & SEC AIDE $34,512.70 -2% $40,689.79 -6% $47,356.01 -10% 2


90 PARKS & RECREATION DIRECTOR $124,629.01 -17% $162,017.92 -17% $199,406.83 -17% 13


91 PARKS HEAVY EQUIPMENT OPERATOR $44,006.29 -15% $55,565.74 -12% $67,125.19 -11% 7


92 PARKS SERVICE TECHNICIAN $35,304.86 -6% $44,473.49 -18% $54,479.13 -29% 7


93 PERSONNEL/PAYROLL TECH $50,699.27 -29% $62,270.20 -24% $75,717.32 -22% 10


94 PLANNER $60,549.26 -18% $73,051.01 -10% $88,084.05 -8% 14


95 PLANNING DIVISION MANAGER $94,586.47 -19% $119,087.98 -15% $146,569.98 -15% 9


96 PLANNING&DEVELOPMENT DIRECTOR $119,800.99 -13% $155,088.92 -13% $190,792.85 -13% 9


97 PLUMBER $56,894.69 -21% $68,753.27 -14% $80,577.11 -9% 8


98 POLICE CHIEF $162,333.02 -24% $204,298.82 -21% $228,318.55 -11% 10


99 POLICE LIEUTENANT $122,577.64 -17% $128,573.09 -9% $141,719.58 -8% 10


100 POLICE MAJOR $135,580.38 -25% $161,531.29 -17% $187,482.20 -11% 4


101 POLICE OFFICER $67,599.33 -13% $84,662.39 -14% $103,412.13 -16% 10


102 POLICE RECORDS SPECIALIST $44,014.76 -17% $54,094.47 -14% $64,637.97 -12% 11


103 POLICE SERGEANT $103,839.04 -25% $110,536.52 -16% $119,988.35 -12% 10


104 POLICE SERVICE TECH $42,516.75 -4% $52,165.65 -3% $61,814.54 -2% 2


105 POLICE TELECOMMUNICATOR $47,295.34 -13% $58,652.81 -8% $70,387.92 -6% 7


106 POOL LIFEGUARD $35,370.03 -5% $43,597.17 -13% $52,346.81 -20% 11


107 PROCUREMENT ANALYST $57,442.76 -18% $72,174.18 -14% $88,104.66 -13% 10


108 PROCUREMENT DIV MANAGER $94,091.91 -18% $121,951.51 -18% $149,811.11 -18% 6


109 PROFESSIONAL ENGINEER $82,914.52 -15% $107,695.33 -15% $132,476.14 -15% 10


110 PUBLIC COMMUNICATIONS DIR $119,610.21 -18% $155,437.60 -18% $191,264.98 -18% 7


111 PUBLIC SAFETY INFO OFFICER $83,600.49 -16% $101,526.14 -9% $123,049.40 -8% 5


112 PUBLIC UTILITIES DIRECTOR $125,015.45 -8% $160,579.22 -6% $190,792.85 -3% 9


113 PUBLIC WORKS DIRECTOR $125,015.45 -12% $162,017.92 -12% $199,406.83 -12% 13


114 REC FACILITIES SUPP CUSTODIAN $34,561.68 4% $39,051.17 12% $46,488.00 12% 5


115 RECREATION LEADER $39,604.39 -16% $48,325.61 -23% $57,651.84 -29% 12


116 RISK DIV MANAGER $95,634.66 -15% $121,358.88 -12% $147,083.09 -11% 12


117 RISK MANAGEMENT SPECIALIST $56,690.58 -11% $73,163.31 -11% $90,017.01 -11% 10


118 SAFETY & TRAINING COORDINATOR $71,279.90 0% $87,392.94 6% $105,841.14 7% 6


119 SCADA SPECIALIST $71,127.88 -24% $85,706.50 -17% $105,539.00 -17% 5


120 SCHOOL CROSSING GUARD COORD $45,583.32 -22% $57,615.79 -23% $69,648.26 -24% 2


121 SKILLED TRADESWORKER $38,334.90 -4% $48,405.97 -2% $58,480.77 -2% 6


122 SOLID WASTE EQUIPMENT OPER $42,063.93 -6% $51,594.00 0% $63,502.00 0% 13


123 SOLID WASTE MANAGER $92,049.73 -30% $117,424.55 -28% $142,799.37 -27% 9


124 SOLID WASTE WORKER $36,150.67 -5% $44,942.56 -12% $54,154.22 -18% 8


125 SOLIDWASTE/GENSVCS DIRECTOR $129,195.72 -25% $159,098.64 -20% $193,467.92 -19% 7


126 SR STAFF ASSISTANT $45,714.90 -14% $53,170.65 -3% $60,626.40 5% 2


127 STAFF ASSISTANT $39,302.18 -12% $49,473.89 -19% $59,645.60 -23% 8


128 STORESKEEPER $36,586.28 -1% $44,986.11 1% $53,385.94 3% 4


129 STORMWATER TECHNICIAN $39,051.33 -10% $50,267.31 -17% $60,653.00 -20% 9


130 STREET SWEEPER OPER $39,792.79 -5% $49,523.08 -1% $59,747.78 1% 6


131 STREETS & SIDEWALKS TECH $46,046.76 -26% $58,616.15 -32% $71,185.53 -36% 4


132 SURVEY ASSISTANT $37,292.55 -7% $47,316.33 -14% $55,864.33 -17% 6


133 SURVEY CREW LEADER $52,804.54 -19% $66,511.57 -16% $80,859.81 -15% 9


134 SYSTEMS PROGRAMMER $74,417.47 -19% $97,221.73 -20% $120,025.98 -20% 4


135 TRAFFIC ENGINEERING DIV MGR $110,033.34 -24% $138,812.55 -21% $167,591.76 -19% 3


136 TRAFFIC SIGN & MARKING TECH $44,565.42 -17% $52,068.21 -6% $59,571.01 1% 7


137 TRAFFIC SIGNAL TECH $47,625.08 -13% $59,381.66 -9% $72,164.88 -8% 7


138 TRANSFER STATION/SCALES OPER $48,283.75 -27% $54,478.50 -14% $60,673.24 -5% 1


139 UTILITIES ELECTRONICS TECH $59,549.10 -26% $72,047.17 -19% $84,545.23 -14% 3


140 UTILITIES MECHANIC $52,629.99 -23% $62,542.00 -14% $71,761.08 -7% 12


141 WASTEWATER COLLECTIONS TECH $43,389.00 -21% $52,645.00 -21% $61,901.00 -22% 5


142 WATER DISTRIBUTION OPER $56,872.14 -36% $68,614.87 -28% $82,565.33 -26% 5


143 WATER PLANT OPER A $58,018.88 -14% $73,413.50 -11% $90,355.00 -11% 9


144 WATER PLANT OPER B $50,215.32 -9% $66,005.38 -10% $79,206.23 -8% 9


145 WATER PLANT OPER C $51,448.04 -21% $64,889.40 -18% $78,124.09 -16% 10


146 WELDER/MANUFACTURER $44,080.10 -11% $53,853.38 -4% $63,689.25 0% 6


147 WSTWTR TRTMNT PLANT OPER A $57,632.16 -13% $72,429.83 -10% $86,461.55 -7% 10


148 WSTWTR TRTMNT PLANT OPER B $51,509.93 -12% $64,844.27 -8% $77,479.62 -5% 11


149 WSTWTR TRTMNT PLANT OPER C $51,138.89 -21% $65,945.59 -20% $80,793.04 -19% 11


150 WTR/WSTWTR TRMT PLANT CHIEF OP $64,459.00 -5% $83,792.50 -5% $103,126.00 -5% 5


Average -17% -14% -13% 8


ID Classif ication
Salary Range 


Responses
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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 15.4 percent below the 


market average minimum, when considering positions with sufficient responses. The city’s 


benchmark positions ranged from 47.4 percent below to 9.0 percent above at the market 


minimum. As the city’s overall market position was below average at the 75th percentile, 


positions highlighted below were highlighted when they were more than 20.0 percent below 


market or 5.0 percent above market to limit the list to the positions furthest above and below 


market only. 


The following points are regarding the city’s position relative to the market average minimum: 


• Of these 119 positions, 116 were below market, averaging 16.4 percent below. These 


116 classifications represent roughly 97 percent of the surveyed positions receiving 


sufficient response.  


• Of the 116 positions below market, 38 were more than 20.0 percent below the average 


market minimum. These positions are displayed in Exhibit 4D. 
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EXHIBIT 4D 


CLASSIFICATIONS MORE THAN 20 PERCENT BELOW THE MINIMUM 


 


 


Classif ication % Diff


AUDITOR -43.4%


FIRE DIVISION CHIEF -40.5%


DEVELOPMENT REVIEW TECHNICIAN -37.3%


ARBORIST -37.3%


WATER DISTRIBUTION OPER -35.7%


CAD & GIS TECHNICIAN -34.2%


FIRE ADMINISTRATIVE CHIEF -33.5%


FIRE MARSHAL -31.9%


SOLID WASTE MANAGER -30.3%


PERSONNEL/PAYROLL TECH -29.3%


COMM REDEVELOPMENT AGCY DIR -28.5%


LANDSCAPE ARCHITECT -28.3%


PARALEGAL -27.8%


HUMAN RESOURCES DIRECTOR -27.0%


BILLING SPECIALIST -26.4%


SOLIDWASTE/GENSVCS DIRECTOR -25.3%


BUSINESS SYSTEMS ANALYST -24.6%


POLICE SERGEANT -24.5%


SCADA SPECIALIST -24.2%


GAS OPERATIONS SUPERVISOR -23.9%


POLICE CHIEF -23.8%


COMM REDEVELOPMENT SPECIALIST -23.6%


UTILITIES MECHANIC -23.4%


ENGINEERING TECHNICIAN -23.1%


BUILDING OFFICIAL -22.5%


GRAPHIC DESIGNER -22.4%


FIRE CHIEF -22.3%


BUDGET DIRECTOR -22.3%


MANAGEMENT ANALYST -22.1%


AIR CONDITIONING TECH -22.0%


PLUMBER -21.4%


WATER PLANT OPER C -21.1%


ENGINEERING DIV MGR -20.8%


FIRE INSPECTOR I 80HR -20.7%


WSTWTR TRTMNT PLANT OPER C -20.5%


CRIME ANALYST -20.5%


WASTEWATER COLLECTIONS TECH -20.5%


NETWORK ANALYST -20.5%
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• Of these 119 positions, three were above market, averaging 4.4 percent above. These 


three classifications represent roughly two percent of the surveyed positions receiving 


sufficient response. 


• Of the positions above market, one was more than 5.0 percent above the average 


market minimum. That position is displayed in Exhibit 4E. 


EXHIBIT 4E 


CLASSIFICATIONS MORE THAN 5  PERCENT ABOVE THE MINIMUM 


 


 


Market Midpoints 


 


The market midpoint is exceptionally important to analyze, as it is often considered the closest 


estimation of market average compensation. As seen in Exhibit 4C, the City is currently 13.4 


percent below the market average midpoint, when considering positions with sufficient 


responses. The city’s benchmark positions ranged from 38.6 percent below to 12.0 percent 


above at the market midpoint.  As the city’s overall market position was below average at the 


75th percentile, positions highlighted below were highlighted when they were more than 20.0 


percent below market or 5.0 percent above market to limit the list to the positions furthest 


above and below market only. 


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


• Of these 119 positions, 111 were below market, averaging 15.0 percent below. These 


111 classifications represent roughly 93.2 percent of the surveyed positions receiving 


sufficient response. 


• Of the 111 positions below market, 27 were more than 20.0 percent below the average 


market minimum. These positions are displayed in Exhibit 4F. 


  


Classification % Diff


LEGAL OFFICE ADMINISTRATOR 9.0%
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EXHIBIT 4F 


CLASSIFICATIONS MORE THAN 20 PERCENT BELOW THE MIDPOINT 


 


• Of these 119 positions, eight were above market, averaging 5.4 percent above. These  


classifications represent roughly 6.7 percent of the surveyed positions receiving 


sufficient response. 


• Of the eight positions above market, four were more than 5.0 percent above the 


average market midpoint. These positions are displayed in Exhibit 4G. 


 


 


Classif ication % Diff


AUDITOR -38.6%


DEVELOPMENT REVIEW TECHNICIAN -35.5%


ARBORIST -32.8%


FIRE MARSHAL -30.6%


SOLID WASTE MANAGER -28.5%


WATER DISTRIBUTION OPER -28.4%


HUMAN RESOURCES DIRECTOR -26.2%


BILLING SPECIALIST -25.1%


COMM REDEVELOPMENT AGCY DIR -24.6%


LANDSCAPE ARCHITECT -24.5%


PARALEGAL -24.4%


CAD & GIS TECHNICIAN -24.0%


PERSONNEL/PAYROLL TECH -23.7%


RECREATION LEADER -23.0%


FIRE ADMINISTRATIVE CHIEF -21.6%


BUDGET DIRECTOR -21.6%


WASTEWATER COLLECTIONS TECH -21.3%


MANAGEMENT ANALYST -21.2%


NETWORK ANALYST -20.8%


BUILDING OFFICIAL -20.7%


POLICE CHIEF -20.6%


GRAPHIC DESIGNER -20.5%


GAS OPERATIONS SUPERVISOR -20.4%


BUSINESS SYSTEMS ANALYST -20.2%


FIRE CHIEF -20.1%


CUSTODIAL WORKER -20.1%


SOLIDWASTE/GENSVCS DIRECTOR -20.0%
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EXHIBIT 4G 


CLASSIFICATIONS MORE THAN 5 PERCENT ABOVE THE MIDPOINT 


 


Market Maximums 


The pay range maximum averages, and how they compare to the city’s maximum averages, 


are also detailed in Exhibit 4C. As seen in Exhibit 4C, the City is currently 12.6 percent below 


the market average maximum, when considering positions with sufficient responses. The 


city’s benchmark positions ranged from 34.6 percent below to 11.5 percent above the market 


maximum. As the city’s overall market position was below average at the 75th percentile, 


positions highlighted below were highlighted when they were more than 20.0 percent below 


market or 5.0 percent above market to limit the list to the positions furthest above and below 


market only. 


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


• Of these 119 positions, 108 were below market, averaging 14.7 percent below. These 


nine classifications represent roughly 90.7 percent of the surveyed positions receiving 


sufficient response. 


• Of the 108 positions below market, 25 were more than 20.0 percent below the average 


market maximum. These positions are displayed in Exhibit 4H. 


 


 


 


 


 


 


 


 


 


 


Classification % Diff


SAFETY & TRAINING COORDINATOR 5.7%


MACHINIST / FABRICATOR 6.8%


LEGAL OFFICE ADMINISTRATOR 9.0%


REC FACILITIES SUPP CUSTODIAN 12.0%
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EXHIBIT 4H 


CLASSIFICATIONS MORE THAN 20 PERCENT BELOW THE MAXIMUM 


 


 
 


• Of these 119 positions, 11 were above market, averaging 5.4 percent above. These 


11 classifications represent roughly 9.2 percent of the surveyed positions receiving 


sufficient response. 


• Of the 11 positions above market, five were more than 5.0 percent above the average 


market maximum. These positions are displayed in Exhibit 4I. 


  


Classif ication % Diff


AUDITOR -34.6%


DEVELOPMENT REVIEW TECHNICIAN -34.3%


ARBORIST -31.1%


CUSTODIAL WORKER -30.9%


RECREATION LEADER -29.3%


PARKS SERVICE TECHNICIAN -28.5%


SOLID WASTE MANAGER -27.3%


WATER DISTRIBUTION OPER -26.2%


FIRE MARSHAL -25.8%


BILLING SPECIALIST -25.0%


CUSTOMER SERVICE REP -24.2%


STAFF ASSISTANT -23.0%


HUMAN RESOURCES DIRECTOR -23.0%


PERSONNEL/PAYROLL TECH -22.5%


PARALEGAL -22.4%


LIBRARY ASSISTANT -22.1%


COMM REDEVELOPMENT AGCY DIR -22.1%


LANDSCAPE ARCHITECT -22.0%


WASTEWATER COLLECTIONS TECH -21.9%


NETWORK ANALYST -21.4%


METER READER -21.3%


CAD & GIS TECHNICIAN -21.2%


BUDGET DIRECTOR -21.2%


FIRE INSPECTOR I 80HR -20.7%


FIRE ADMINISTRATIVE CHIEF -20.6%
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EXHIBIT 4I 


CLASSIFICATIONS MORE THAN 5 PERCENT ABOVE THE MAXIMUM 


 


4.3 SALARY SURVEY SUMMARY 


The standing of individual classification’s 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: 


• The City’s pay ranges are approximately 15.4 percent below the market minimum at 


the 75th percentile. 


• The City’s pay ranges are approximately 13.4 percent below the market midpoint at 


the 75th percentile. 


• The City’s pay ranges are approximately 12.6 percent below the market maximum at 


the 75th percentile. 


• The City’s pay range spread is approximately 55.4 percent, while its peers’ pay range 


spread is 48.7 percent. 


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. 


Classification % Diff


SAFETY & TRAINING COORDINATOR 7.3%


DOCUMENTS & RECORDS SPECIALIST 7.4%


LEGAL OFFICE ADMINISTRATOR 9.0%


MACHINIST / FABRICATOR 9.7%


REC FACILITIES SUPP CUSTODIAN 11.5%
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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 that 


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 15 target peers from which full or partial benefits data were 


obtained for this analysis.  


 


EXHIBIT 5A 


BENEFITS SURVEY RESPONDENTS 


 


 


Target Peers


City of Coral Springs


City of Dunedin


City of Gainesville


City of Hollywood


City of Lakeland


City of Orlando


City of Pinellas Park


City of Sarasota


City of St. Petersburg


City of West Palm Beach


Hillsborough County


Orange County


Pasco County


Pinellas County


Sarasota County


E V E R G R E E N  S O L U T I O N S ,  L L C  


Chapter 5 – Benefits Summary 







Chapter 5 – Benefits Summary Compensation and Classification Study for the City of Clearwater, FL  


 


 
 Evergreen Solutions, LLC  Page 5-2 


5.1 EMPLOYEE INSURANCE COVERAGES AND MISCELLANEOUS BENEFITS 


 
Exhibit 5B displays a basic overview of peer organization size, benefits as a percent of total 


compensation, and the average number of health plans offered. Market peers have an 


average of 1,609 full-time employees and 276 part-time employees. Comparatively, 


Clearwater has 1,609 full-time employees and 61 part time employees.  


EXHIBIT 5B 


OVERALL BENEFITS INFORMATION 


 


 
 


 
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 2.5. Clearwater offers one 


Open Access Plus plan. 


 


5.2 HEALTH PLANS 


Exhibit 5C displays data on the types of health plans offered by peers. As can be seen, 16.7 


percent of peers offer an HMO plan, 50 percent offer a PPO plan, 66.7 percent offer a Health 


Savings Account plan, and 50 percent offer some other type of plan. The data show that the 


percentage of an individual employee’s premium paid by the employer is, on average, 90.3 


percent for HMO plans, 82.1 percent for PPO plans, 90.5 percent for HSA plans, and 89.7 


percent for other plans. For employee plus child plans, employers contribute 77.6 percent for 


HMO plans, 74.3 percent for PPO plans, 81.9 percent for HSA plans, and 79.5 percent for 


other plans. For employee plus spouse plans, employers contribute 73.2 percent for HMO 


plans, 74.8 percent for PPO plans, 81.6 percent for HSA plans, and 78.6 percent for other 


plans. For employee plus family plans, employers contribute 74.6 percent for HMO plans, 74.7 


percent for PPO plans, 79.1 percent for HSA plans and 72.9 percent for other plans.  


  


Organization Demographics


Full-Time Employees 1609 85.4% 1609 96.3%


Part-Time Employees 276 14.6% 61 3.7%


Number of health plans offered


Peer Average City of Clearwater, FL


12.5
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EXHIBIT 5C 


OVERVIEW OF HEALTH PLANS OFFERED BY PEERS 


 


For comparison purposes, a summary of the 2024 plan offered by Clearwater is displayed in 


Exhibit 5D. As can be seen, Clearwater offers an OAP plan. Employer contribution to this plan 


is 100 percent for employee only coverage, 75.5 percent for employee plus dependent 


coverage, and 69 percent for employee plus family coverage. While the city only has one 


medical insurance plan, the rates are competitive with respect to employee and employee 


plus dependent employer contributions. Additionally, deductibles for the employee only 


Health Plan Premiums & Deductibles Peer HMO Average Peer PPO Average Peer HSA Average Other Plans Average


Percentage of peers offering each plan 16.7% 50.0% 66.7% 50.0%


DOLLAR AMOUNT (monthly) of employee premium paid by 


employer
$740.64 $590.04 $681.08 $829.72


PERCENTAGE (monthly) of employee premium paid by 


employer
90.3% 82.1% 90.5% 89.7%


DOLLAR AMOUNT (monthly) of employee premium paid by 


employee
$79.49 $128.36 $71.08 $95.56


PERCENTAGE (monthly) of employee premium paid by 


employee
9.7% 17.9% 9.5% 10.3%


Individual Maximum Deductible In Network $1,500.00 $1,170.00 $2,107.14 $1,212.50


Individual Maximum Deductible Out of Network N/A $2,960.00 $5,583.33 $3,600.00


DOLLAR AMOUNT (monthly) of employee plus child premium 


paid by employer
$1,018.72 $1,030.05 $1,223.35 $1,450.72


PERCENTAGE (monthly) of employee plus child premium paid 


by employer
77.6% 74.3% 81.9% 79.5%


DOLLAR AMOUNT (monthly) of employee plus child premium 


paid by employee
$293.40 $356.98 $269.56 $374.90


PERCENTAGE (monthly) of employee plus child premium paid 


by employee
22.4% 25.7% 18.1% 20.5%


Employee Plus Child  Maximum Deductible In Network N/A $1,725.00 $4,107.14 $2,425.00


Employee Plus Child  Maximum Deductible Out of Network N/A $5,950.00 $11,166.67 $7,200.00


DOLLAR AMOUNT (monthly) of employee plus spouse 


premium paid by employer
$1,129.41 $1,131.03 $1,281.69 $1,479.75


PERCENTAGE (monthly) of employee plus spouse premium 


paid by employer
73.2% 74.8% 81.6% 78.6%


DOLLAR AMOUNT (monthly) of employee plus spouse 


premium paid by employee
$413.87 $380.77 $288.77 $401.70


PERCENTAGE (monthly) of employee plus spouse premium 


paid by employee
26.8% 25.2% 18.4% 21.4%


Employee Plus Spouse  Maximum Deductible In Network N/A $1,725.00 $4,107.14 $2,425.00


Employee Plus Spouse  Maximum Deductible Out of Network N/A $5,950.00 $11,166.67 $7,200.00


DOLLAR AMOUNT (monthly) of employee plus family premium 


paid by employer
$1,935.00 $1,622.65 $1,703.06 $1,984.78


PERCENTAGE (monthly) of employee plus family premium paid 


by employer
74.6% 74.7% 79.1% 72.9%


DOLLAR AMOUNT (monthly) of employee plus family premium 


paid by employee
$657.85 $549.24 $449.41 $739.03


PERCENTAGE (monthly) of employee plus family premium paid 


by employee
25.4% 25.3% 20.9% 27.1%


Employee Plus Family Maximum Deductible In Network N/A $1,725.00 $4,321.43 $2,425.00


Employee Plus Family Maximum Deductible Out of Network N/A $5,950.00 $11,416.67 $7,200.00
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coverage option are comparable to the market. Out of network deductibles for employee plus 


dependent coverage are significantly less costly than what other market peers offer.  


EXHIBIT 5D 


HEALTH PLANS OFFERED BY THE 


CITY OF CLEARWATER, FL 


 


 


Health Plan Premiums & Deductibles City of Clearwater, FL


Percentage of peers offering each plan OAP


DOLLAR AMOUNT (monthly) of employee premium paid by 


employer
$917.90


PERCENTAGE (monthly) of employee premium paid by 


employer
100.0%


DOLLAR AMOUNT (monthly) of employee premium paid by 


employee
$0.00


PERCENTAGE (monthly) of employee premium paid by 


employee
0.0%


Individual Maximum Deductible In Network $2,000.00


Individual Maximum Deductible Out of Network $2,000.00


DOLLAR AMOUNT (monthly) of employee plus child premium 


paid by employer
$1,187.45


PERCENTAGE (monthly) of employee plus child premium paid 


by employer
75.5%


DOLLAR AMOUNT (monthly) of employee plus child premium 


paid by employee
$385.33


PERCENTAGE (monthly) of employee plus child premium paid 


by employee
24.5%


Employee Plus Child  Maximum Deductible In Network $4,000.00


Employee Plus Child  Maximum Deductible Out of Network $4,000.00


DOLLAR AMOUNT (monthly) of employee plus spouse 


premium paid by employer
$1,187.45


PERCENTAGE (monthly) of employee plus spouse premium 


paid by employer
75.5%


DOLLAR AMOUNT (monthly) of employee plus spouse 


premium paid by employee
$385.33


PERCENTAGE (monthly) of employee plus spouse premium 


paid by employee
24.5%


Employee Plus Spouse  Maximum Deductible In Network $4,000.00


Employee Plus Spouse  Maximum Deductible Out of Network $4,000.00


DOLLAR AMOUNT (monthly) of employee plus family premium 


paid by employer
$1,780.68


PERCENTAGE (monthly) of employee plus family premium paid 


by employer
69.0%


DOLLAR AMOUNT (monthly) of employee plus family premium 


paid by employee
$800.02


PERCENTAGE (monthly) of employee plus family premium paid 


by employee
31.0%


Employee Plus Family Maximum Deductible In Network $4,000.00


Employee Plus Family Maximum Deductible Out of Network $4,000.00
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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 only 16.7 percent of peers offer an employer paid dental insurance for 


employees, while 91.7 percent offer one or more employee paid dental plan options. Some 


peers offer both employer and employee paid dental options. The employee’s premiums for 


optional employee paid plans averaged $21.49 for employee only coverage, while the average 


employee cost for employee plus dependent coverage is $78.50. Clearwater offers four 


employee paid dental plans. The lowest monthly cost for employees on these plans is $6.50 


for employee only coverage, and $17.34 for employee plus family coverage monthly. 


EXHIBIT 5E 


DENTAL COVERAGE QUESTIONS 


 


 
 


 


Exhibit 5F shows that 27.3 percent of peers offer an employer paid vision insurance for 


employees, while 72.7 percent offer employee paid vision plan options. The average cost to 


peers for employee only vision coverage is $4.33 while the average employer cost for 


employee plus dependent coverage is $12.37. The employee’s premiums for optional 


employee paid plans for employee only coverage is $5.63 and for employee plus dependent 


coverage is $17.48 monthly. Clearwater offers employee paid vision coverage. The 


employee’s premiums for employee only coverage is $5.12 monthly, and $13.69 for employee 


plus family coverage. 


 


 


 


 


 


 


 


 


 


Question


Peer 


Percentage 


Offering 


Employer 


Paid Option


Clearwater 


Offering 


Employer 


Paid


Peer 


Percentage 


Offering 


Employee 


Paid Option


Clearwater 


Offering 


Employee 


Paid Option


Does your organization offer 


employees Dental Insurance? 


(% yes)


16.7% No 91.7% Yes


Monthly cost for individual 


coverage?
- - $21.49 $6.50


Monthly cost for Employee 


plus dependent coverage?
- - $78.50 $17.34







Chapter 5 – Benefits Summary Compensation and Classification Study for the City of Clearwater, FL 


 Evergreen Solutions, LLC Page 5-6 


EXHIBIT 5F 


VISION COVERAGE QUESTIONS 


For short-term disability coverage, 50 percent of responding peers offer an employer paid plan 


and 55.6 percent of responding peers offered an employee paid plan as displayed in Exhibit 


5G. On average, peers pay 65.6 percent of salary for employer paid, and 61.7 percent for 


employee paid. Clearwater offers an employee paid short term disability plan. 


EXHIBIT 5G 


SHORT-TERM DISABILITY COVERAGE QUESTIONS 


80 percent of responding peers offer an employer paid long-term disability plan and 27 


percent offer employee paid as displayed in Exhibit 5H. On average, employer paid plans pay 


65.6 percent of salary at the time of a disability, while employee paid pays 62.2 percent. 


Clearwater offers SAMP employees an employer paid long-term disability plan for those 


enrolled in the 401a plan.  


Question


Peer 


Percentage 


Offering 


Employer 


Paid Option


Clearwater 


Offering 


Employer 


Paid


Peer 


Percentage 


Offering 


Employee 


Paid Option


Clearwater 


Offering 


Employee 


Paid Option


Does your organization offer 


employees Vision Insurance? 


(% yes)


27.3% No 72.7% Yes


Monthly cost for individual 


coverage?
$4.33 - $5.63 $5.12


Monthly cost for employee 


plus dependent coverage?
$12.37 - $17.48 $13.69


Does your 


organization offer 


the following?


What percent of  


salary does the 


employee receive?


Employer Paid 50.0% 65.6%


Clearwater No -


Employee Paid 55.6% 61.7%


Clearwater Yes -


Short-Term Disability


Coverage Plans
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EXHIBIT 5H 
LONG-TERM DISABILITY COVERAGE QUESTIONS 


Exhibit 5I summarizes the life insurance offerings of responding peers and Clearwater. 


Overall, 13 of the responding peers offer life insurance and 11 indicated that they offer 


optional dependent coverage. While some peers indicated the dollar amount of death benefit 


ranges from 1-3x annual salary, others noted a specific dollar amount which averaged 


$153,571.43. Clearwater offers employer-paid life insurance with varying amounts of 


coverage for different employee groups. SAMP employees have the ability to purchase 


additional life insurance up to $500,000. 


EXHIBIT 5I 


LIFE INSURANCE 


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


Exhibit 5J displays questions regarding Employee Assistance Programs. As shown, 12 


participating peers offer an EAP. For 11 respondents, benefits are available to family members 


in addition to the employee. On average, peers provide 6.6 EAP visits per year. Clearwater 


offers an EAP with 5 annual visits per employee, per issue. 


Does your 


organization offer 


the following?


What percent of  


salary does the 


employee receive?


Employer Paid 80.0% 65.6%


Clearwater Yes -


Employee Paid 27.0% 62.2%


Clearwater No -


Long-Term Disability


Coverage Plans


Life Insurance
Number of Peers 


Responded Yes
Peer Average Clearwater


Is employer-paid life insurance offered? 13 - Yes


Cost (monthly) to employer for individual coverage - Depends on Age -


Dollar amount of death benefit -
1-3x annual salary or 


$153,571.43 


SAMP - 1x annual salary up to $50,000


FOP & IAFF - $2,500


Is Optional dependent coverage offered? 11 - No


Can the employee purchase (additional) life insurance if 


desired?
10 -


SAMP - Yes


Is accidental death insurance provided? 4 - No
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EXHIBIT 5J 


EMPLOYEE ASSISTANCE PROGRAMS 


Exhibit 5K displays questions regarding Tuition Reimbursement. As shown, 5 responding 


peers indicated that they have provisions to provide some type of tuition reimbursement for 


employees. On average, peers’ tuition reimbursement limit was $2,433.33. Clearwater also 


offers tuition reimbursement with a $2,500 limit for CWA and SAMP employees, and a $2,000 


limit for IAFF and FOP employees. 


EXHIBIT 5K 
TUITION REIMBURSEMENT 


5.4 RETIREMENT 


Exhibit 5L displays that the average number of retirement plans offered by peers is 1.9 while 
Clearwater has three plans. 


EXHIBIT 5L 
NUMBER OF RETIREMENT PLANS 


Exhibit 5M provides questions regarding retirement details. On average, participating peers 
offer 4.2 years to fully vest. For participating peers, employer contribution was on average, 
10.8 percent, while employee contribution was 4.3 percent of their salary. Clearwater offers 
5 years to fully vest for non-hazardous employees, and 10 years for hazardous employees. 
However, there is no vesting period for the 401a plan. The city contributes 8% to 
non-hazardous pension plan and 10% to the hazardous pension plan, and 8 percent to the 
401a. SAMP employees who are eligible for the 401a plan do not contribute a percentage of 
their 


EAP
Number of Peers 


Responded Yes
Peer Average Clearwater


Is an EAP offered? 12 - Yes


Are benefits available to family members 


as well as the employee?
11 - Yes


Number of Annual EAP Visits Provided - 6.6 5


Tuition Reimbursement
Number of Peers 


Responded Yes
Peer Average Clearwater


Is Tuition Reimbursement offered? 5 Yes


Tuition Reimbursement Limit


- $2,433.33


$2,000 - $2,500 


depending on 


employee group


Number of Plans Peer Average City of Clearwater, FL


Number of retirement plans offered 1.9 3
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salary. The city also offers a 457 and 457 Roth, in which all permanent part-time and full-time 
employees are eligible for. Additionally, the city has a Clearwater-only pension plan, but does 
not participate in a State retirement plan. 


One peer indicated offering health and dental insurance to retired employees. Clearwater 
offers medical, dental, and vision insurance to retired employees. However, if the retiree does 
not elect, or cancels the insurance after retirement, they are unable to re-elect coverage. 


EXHIBIT 5M 
RETIREMENT DETAILS 


 


 
 


5.5 EMPLOYEE LEAVE, HOLIDAYS, AND COMPENSATORY TIME 


Exhibit 5N provides the average minimum and maximum accrual rates for Personal Leave, 


Sick Leave, Annual/Vacation Leave, and Paid Time Off (PTO) for respondents. These are listed 


in hours per month.  


As shown, 7 peers respondents reported offering sick leave, 6 offer annual/vacation leave, 2 


offer personal leave, and 3 peers offer paid time off.  


  


Retirement Details
Number of Peers 


Responded Yes
Peer Average City of Clearwater, FL


Years to Fully Vest - 4.2
5 or 10, depending on 


group


What percent of salary does the organization contribute to this 


retirement option?
- 10.8% 8%


What percent of salary does the employee contribute to this 


retirement option? 
- 4.3% 8% - 10%


Does the organization participate in a State Retirement 


System?
6 - No


Is a retirement option other than a state plan offered? 11 - Yes


Is D.R.O.P. offered? - - No


Is a 401k, 401a, 403(b), or 457 offered? - 100.0% Yes


Is a type of plan other than a 401k, 401a, 403(b) or 457 offered? 1 -
Clearwater-only 


pension plan
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EXHIBIT 5N 


LEAVE TIME ACCRUAL 


Exhibit 5O displays the leave accrual rates offered by the city of Clearwater. The city provides 


different rates for the various employee groups. As seen, Clearwater offers sick leave and 


vacation leave. Additionally, CWA and SAMP employees receive 3 floating holidays per year, 


while IAFF and FOP receive 4 floating holidays per year. 


EXHIBIT 5O 


CLEARWATER LEAVE TIME ACCRUAL 


Leave Accrual


Number of 


Peers 


Responded 


Yes


Minimum 


Accrual 


Rate 


(Monthly)


How many 


years of service 


does it require 


to begin to 


accrue the 


minimum rate?


Maximum 


Accrual 


Rate 


(Monthly)


Years to 


Achieve 


Maximum 


Accrual 


Rate


Maximum 


Allowed to 


Roll Over 


to 


Following 


Year


3 23220.019.30.012.9


6


-25.0-0.0-2


Sick Leave


Annual/Vacation Leave


Personal Leave


Paid-Time Off


7 8.1 0.0 -25.08.5


20019.016.30.08.6


Leave Accrual
Employee 


Type


Minimum 


Accrual 


Rate 


(Monthly)


How many 


years of service 


does it require 


to begin to 


accrue the 


minimum rate?


Maximum 


Accrual Rate 


(Monthly)


Years to 


Achieve 


Maximum 


Accrual 


Rate


Maximum 


Allowed to 


Roll Over 


to 


Following 


Year


CWA 8.0 0.0 8.0 0.0 1040


SAMP 8.0 0.0 8.0 0.0 1,040-1,664


IAFF (40 hour) 8.0 - 8.0 - 1560


IAFF (53 hour) 11.2 - 11.2 - 2184


FOP 8.0 - 8.0 - -


CWA 10.0 0.0 13.3 7.0 320


SAMP 10.0 0.0 13.3 7.0 342


IAFF (40 hour) 6.7 2.0 13.3 16.0 -


IAFF (53 hour)


*6 duty days


per year
2.0


*12 duty days


per year
25.0 -


FOP 6.7 0.0 14.0 20.0 320


Sick Leave


Vacation Leave
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The percentage of peers that offer various holidays are shown in Exhibit 5P.  On average, 11 


holidays are offered both by peers and the city of Clearwater. 


EXHIBIT 5P 


HOLIDAYS 


 


 


5.6 SUMMARY 


Overall, Clearwater 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 Clearwater’s offerings appeared individually, either more 


or less generous than those offered by peers. However, when taken as a whole, the total 


package appeared to be in alignment with the market. 


Paid Holiday observed 


by peer organizations


Number of Peers 


Responded Yes
City of Clearwater, FL


New Year's Day 11 Yes


New Year's Eve 2 No


Martin Luther King, Jr. Day 11 Yes


Lincoln's Birthday 0 No


Presidents Day 4 Yes


Good Friday 1 No


Memorial Day 11 Yes


Juneteenth 7 Yes


Independence Day 10 Yes


Labor Day 11 Yes


Veteran's Day 10 Yes


Thanksgiving Day 11 Yes


Day after Thanksgiving 11 Yes


Christmas Eve 7 No


Christmas Day 10 Yes


Personal Holiday 2 Yes
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After reviewing the information provided in the preceding sections of this report, Evergreen 


developed recommendations to improve the city’s current classification and compensation 


system. The recommendations, as well as the findings that led to each recommendation, are 


discussed in detail in this section. The recommendations are organized into three sections: 


classification, compensation, and administration of the system. 


6.1 CLASSIFICATION RECOMMENDATIONS 


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, outdated job 


descriptions, and inconsistent titles across departments. Recommendations are then made 


to remedy the identified concerns based on human resources best practices.  


In the analysis of the city’s classification system, Evergreen Solutions collected classification 


data through the Job Assessment Tool (JAT) process. 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. Evergreen reviewed the data 


provided in the JATs and used the information as the basis for classification 


recommendations.  


FINDING 


The classification system being utilized by the city was generally accurate, and titles described 


the work being performed by employees. However, many of the classifications have levels of 


respective to their complexity. These titles were differentiated by either a “Sr.”, “Lead”, or 


“Lead Sr.”. These indicators complicate identifying the established job family hierarchy. 


Evergreen recommended identifying the hierarchy of job families with a Roman Numeral suffix 


for easier identification. 


RECOMMENDATION 1: Update existing class description to reflect and review all updated 


descriptions for FLSA status.  


In conjunction with the city making the proposed title changes, classification descriptions 


should be updated to ensure that they accurately reflect the work being carried out by 


employees.  


E V E R G R E E N  S O L U T I O N S ,  L L C  
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RECOMMENDATION 2: Initiate a policy of annual review of all job descriptions to maintain 


accuracy and review for potential changes to FLSA status. 


Best practice dictates a regularly scheduled review of all job descriptions. Typically, the ideal 


time to review job descriptions is during an annual performance review period. Not only will 


employees be able to reflect on their past performance, but notate changes, and create new 


goals based on the updated job description.  


6.2 COMPENSATION RECOMMENDATIONS  


The compensation analysis consisted of two parts: an external market assessment and an 


internal equity assessment. During the external market assessment, the city’s compensation 


for selected benchmark classifications was compared to the average compensation of 


identified targets based on either the market the city competes for employees in and / or 


comparative organizations of similar size, offering similar services to their residents. The 


external assessment consisted of comparing the city against its peer institutions and 


organizations within its market and revealed that the city is currently lagging the market at 


the desired market position. 


During the internal equity assessment, consideration of the relationships between and the 


type of work being performed by the city’s employees in their classifications was reviewed and 


analyzed. Specifically, a composite score was assigned to each of the city’s classifications 


that quantified the classification’s level of five separate compensatory factors. The level for 


each factor was determined based on responses to the JAT. 


FINDING 


While the city currently maintains an organized and defined overall pay plan, Evergreen found 


that given the current structure of the pay plan and employees current position in the plan, 


amending the pay grades and ranges was needed to account for classifications and move 


them into a market responsive position.   


RECOMMENDATION 3: Adopt a new, market responsive compensation structure and assign 


all positions to it equitably. 


Evergreen created a new pay plan for general employees that contains 36 pay grades with 


range spreads of 60%. There are separate plans for 1950-hour, part-time permanent, and 


part-time temporary employees that account for variations from general employees. A 25-year 


parity was established to effectively place employees into their new open ranges. This new 


plan achieves the city’s desired market position by assigning classifications to new grades. 


(Exhibit 6-1).  
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EXHIBIT 6-1 


PROPOSED 80 HOUR PAY PLAN 


                      HOURLY      ANNUAL 


 


          
 


 


 


 


 


 


 


 


 


 


 


 


Grade Minimum Midpoint Maximum
Range


Spread


Midpoint


Progression


8001 17.45$        22.69$       27.92$         60.0% -


8002 18.32$        23.82$       29.32$         60.0% 5.0%


8003 19.24$        25.01$       30.79$         60.0% 5.0%


8004 20.20$        26.26$       32.32$         60.0% 5.0%


8005 21.21$        27.58$       33.94$         60.0% 5.0%


8006 22.27$        28.96$       35.64$         60.0% 5.0%


8007 23.39$        30.40$       37.42$         60.0% 5.0%


8008 24.56$        31.92$       39.29$         60.0% 5.0%


8009 25.78$        33.52$       41.26$         60.0% 5.0%


8010 27.07$        35.20$       43.32$         60.0% 5.0%


8011 28.43$        36.96$       45.48$         60.0% 5.0%


8012 29.85$        38.80$       47.76$         60.0% 5.0%


8013 31.34$        40.74$       50.15$         60.0% 5.0%


8014 32.91$        42.78$       52.65$         60.0% 5.0%


8015 34.55$        44.92$       55.29$         60.0% 5.0%


8016 36.28$        47.17$       58.05$         60.0% 5.0%


8017 38.10$        49.52$       60.95$         60.0% 5.0%


8018 40.00$        52.00$       64.00$         60.0% 5.0%


8019 42.00$        54.60$       67.20$         60.0% 5.0%


8020 44.10$        57.33$       70.56$         60.0% 5.0%


8021 46.31$        60.20$       74.09$         60.0% 5.0%


8022 48.62$        63.21$       77.79$         60.0% 5.0%


8023 51.05$        66.37$       81.68$         60.0% 5.0%


8024 53.60$        69.69$       85.77$         60.0% 5.0%


8025 56.28$        73.17$       90.05$         60.0% 5.0%


8026 59.10$        76.83$       94.56$         60.0% 5.0%


8027 62.05$        80.67$       99.29$         60.0% 5.0%


8028 65.16$        84.70$       104.25$       60.0% 5.0%


8029 68.41$        88.94$       109.46$       60.0% 5.0%


8030 71.83$        93.38$       114.94$       60.0% 5.0%


8031 75.43$        98.05$       120.68$       60.0% 5.0%


8032 79.20$        102.96$     126.72$       60.0% 5.0%


8033 83.16$        108.10$     133.05$       60.0% 5.0%


8034 87.32$        113.51$     139.70$       60.0% 5.0%


8035 91.68$        119.19$     146.69$       60.0% 5.0%


8036 96.53$        125.49$     154.45$       60.0% 5.0%


UNG - - - - -


Grade Minimum Midpoint Maximum
Range


Spread


Midpoint


Progression


8001 36,300.00$      47,190.00$      58,080.00$      60.0% -


8002 38,115.00$      49,549.50$      60,984.00$      60.0% 5.0%


8003 40,020.75$      52,026.98$      64,033.20$      60.0% 5.0%


8004 42,021.79$      54,628.32$      67,234.86$      60.0% 5.0%


8005 44,122.88$      57,359.74$      70,596.60$      60.0% 5.0%


8006 46,329.02$      60,227.73$      74,126.43$      60.0% 5.0%


8007 48,645.47$      63,239.11$      77,832.75$      60.0% 5.0%


8008 51,077.75$      66,401.07$      81,724.39$      60.0% 5.0%


8009 53,631.63$      69,721.12$      85,810.61$      60.0% 5.0%


8010 56,313.21$      73,207.18$      90,101.14$      60.0% 5.0%


8011 59,128.87$      76,867.54$      94,606.20$      60.0% 5.0%


8012 62,085.32$      80,710.91$      99,336.51$      60.0% 5.0%


8013 65,189.58$      84,746.46$      104,303.34$   60.0% 5.0%


8014 68,449.06$      88,983.78$      109,518.50$   60.0% 5.0%


8015 71,871.52$      93,432.97$      114,994.43$   60.0% 5.0%


8016 75,465.09$      98,104.62$      120,744.15$   60.0% 5.0%


8017 79,238.35$      103,009.85$   126,781.36$   60.0% 5.0%


8018 83,200.26$      108,160.34$   133,120.42$   60.0% 5.0%


8019 87,360.28$      113,568.36$   139,776.45$   60.0% 5.0%


8020 91,728.29$      119,246.78$   146,765.27$   60.0% 5.0%


8021 96,314.71$      125,209.12$   154,103.53$   60.0% 5.0%


8022 101,130.44$   131,469.57$   161,808.71$   60.0% 5.0%


8023 106,186.96$   138,043.05$   169,899.14$   60.0% 5.0%


8024 111,496.31$   144,945.21$   178,394.10$   60.0% 5.0%


8025 117,071.13$   152,192.47$   187,313.80$   60.0% 5.0%


8026 122,924.68$   159,802.09$   196,679.49$   60.0% 5.0%


8027 129,070.92$   167,792.19$   206,513.47$   60.0% 5.0%


8028 135,524.46$   176,181.80$   216,839.14$   60.0% 5.0%


8029 142,300.69$   184,990.89$   227,681.10$   60.0% 5.0%


8030 149,415.72$   194,240.44$   239,065.16$   60.0% 5.0%


8031 156,886.51$   203,952.46$   251,018.41$   60.0% 5.0%


8032 164,730.83$   214,150.08$   263,569.33$   60.0% 5.0%


8033 172,967.38$   224,857.59$   276,747.80$   60.0% 5.0%


8034 181,615.74$   236,100.47$   290,585.19$   60.0% 5.0%


8035 190,696.53$   247,905.49$   305,114.45$   60.0% 5.0%


8036 200,782.96$   261,017.85$   321,252.74$   60.0% 5.0%


UNG - - - - -
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EXHIBIT 6-1 (CONTINUED) 


PROPOSED 75 HOUR PAY PLAN 


       HOURLY        ANNUAL 


  


           
 


 


 


 


 


 


 


 


 


 


 


 


Grade Minimum Midpoint Maximum
Range


Spread


Midpoint


Progression


7501 17.45$        22.69$       27.92$         60.0% -


7502 18.32$        23.82$       29.32$         60.0% 5.0%


7503 19.24$        25.01$       30.79$         60.0% 5.0%


7504 20.20$        26.26$       32.32$         60.0% 5.0%


7505 21.21$        27.58$       33.94$         60.0% 5.0%


7506 22.27$        28.96$       35.64$         60.0% 5.0%


7507 23.39$        30.40$       37.42$         60.0% 5.0%


7508 24.56$        31.92$       39.29$         60.0% 5.0%


7509 25.78$        33.52$       41.26$         60.0% 5.0%


7510 27.07$        35.20$       43.32$         60.0% 5.0%


7511 28.43$        36.96$       45.48$         60.0% 5.0%


7512 29.85$        38.80$       47.76$         60.0% 5.0%


7513 31.34$        40.74$       50.15$         60.0% 5.0%


7514 32.91$        42.78$       52.65$         60.0% 5.0%


7515 34.55$        44.92$       55.29$         60.0% 5.0%


7516 36.28$        47.17$       58.05$         60.0% 5.0%


7517 38.10$        49.52$       60.95$         60.0% 5.0%


7518 40.00$        52.00$       64.00$         60.0% 5.0%


7519 42.00$        54.60$       67.20$         60.0% 5.0%


7520 44.10$        57.33$       70.56$         60.0% 5.0%


7521 46.31$        60.20$       74.09$         60.0% 5.0%


7522 48.62$        63.21$       77.79$         60.0% 5.0%


7523 51.05$        66.37$       81.68$         60.0% 5.0%


7524 53.60$        69.69$       85.77$         60.0% 5.0%


7525 56.28$        73.17$       90.05$         60.0% 5.0%


7526 59.10$        76.83$       94.56$         60.0% 5.0%


7527 62.05$        80.67$       99.29$         60.0% 5.0%


7528 65.16$        84.70$       104.25$       60.0% 5.0%


7529 68.41$        88.94$       109.46$       60.0% 5.0%


7530 71.83$        93.38$       114.94$       60.0% 5.0%


7531 75.43$        98.05$       120.68$       60.0% 5.0%


7532 79.20$        102.96$     126.72$       60.0% 5.0%


7533 83.16$        108.10$     133.05$       60.0% 5.0%


7534 87.32$        113.51$     139.70$       60.0% 5.0%


7535 91.68$        119.19$     146.69$       60.0% 5.0%


UNG - - - - -


Grade Minimum Midpoint Maximum
Range


Spread


Midpoint


Progression


7501 33,280.00$      44,240.63$      54,450.00$      63.6% -


7502 35,732.81$      46,452.66$      57,172.50$      60.0% 5.0%


7503 37,519.45$      48,775.29$      60,031.13$      60.0% 5.0%


7504 39,395.43$      51,214.05$      63,032.68$      60.0% 5.0%


7505 41,365.20$      53,774.76$      66,184.32$      60.0% 5.0%


7506 43,433.46$      56,463.49$      69,493.53$      60.0% 5.0%


7507 45,605.13$      59,286.67$      72,968.21$      60.0% 5.0%


7508 47,885.39$      62,251.00$      76,616.62$      60.0% 5.0%


7509 50,279.66$      65,363.55$      80,447.45$      60.0% 5.0%


7510 52,793.64$      68,631.73$      84,469.82$      60.0% 5.0%


7511 55,433.32$      72,063.32$      88,693.31$      60.0% 5.0%


7512 58,204.99$      75,666.48$      93,127.98$      60.0% 5.0%


7513 61,115.24$      79,449.81$      97,784.38$      60.0% 5.0%


7514 64,171.00$      83,422.30$      102,673.60$   60.0% 5.0%


7515 67,379.55$      87,593.41$      107,807.28$   60.0% 5.0%


7516 70,748.52$      91,973.08$      113,197.64$   60.0% 5.0%


7517 74,285.95$      96,571.74$      118,857.52$   60.0% 5.0%


7518 78,000.25$      101,400.32$   124,800.40$   60.0% 5.0%


7519 81,900.26$      106,470.34$   131,040.42$   60.0% 5.0%


7520 85,995.27$      111,793.86$   137,592.44$   60.0% 5.0%


7521 90,295.04$      117,383.55$   144,472.06$   60.0% 5.0%


7522 94,809.79$      123,252.73$   151,695.66$   60.0% 5.0%


7523 99,550.28$      129,415.36$   159,280.45$   60.0% 5.0%


7524 104,527.79$   135,886.13$   167,244.47$   60.0% 5.0%


7525 109,754.18$   142,680.44$   175,606.69$   60.0% 5.0%


7526 115,241.89$   149,814.46$   184,387.03$   60.0% 5.0%


7527 121,003.99$   157,305.18$   193,606.38$   60.0% 5.0%


7528 127,054.19$   165,170.44$   203,286.70$   60.0% 5.0%


7529 133,406.89$   173,428.96$   213,451.03$   60.0% 5.0%


7530 140,077.24$   182,100.41$   224,123.58$   60.0% 5.0%


7531 147,081.10$   191,205.43$   235,329.76$   60.0% 5.0%


7532 154,435.16$   200,765.70$   247,096.25$   60.0% 5.0%


7533 162,156.91$   210,803.99$   259,451.06$   60.0% 5.0%


7534 170,264.76$   221,344.19$   272,423.62$   60.0% 5.0%


7535 178,778.00$   232,411.40$   286,044.80$   60.0% 5.0%


UNG - - - - -
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EXHIBIT 6-1 (CONTINUED) 


PROPOSED PART-TIME TEMPORARY PAY PLAN 


       HOURLY        ANNUAL 


  


           
 


           


           
 


 


Implementation of the new compensation structure requires two steps. First, all positions 


were assigned to an appropriate pay grade in the plan. Evergreen used the following factors 


in determining appropriate pay grades: the results of the JAT analysis, the results of the 


market study, and consideration for both existing and newly created internal relationships 


between classifications. Noted recruitment or retention concerns also played a role in the 


process.  


 


Grade Minimum Midpoint Maximum
Range


Spread


Midpoint


Progression


PT00 12.00$        12.00$       12.00$         0.0% -


PT01 17.45$        17.45$       17.45$         0.0% 31.2%


PT02 18.32$        18.32$       18.32$         0.0% 5.0%


PT03 19.24$        19.24$       19.24$         0.0% 5.0%


PT04 20.20$        20.20$       20.20$         0.0% 5.0%


PT05 21.21$        21.21$       21.21$         0.0% 5.0%


PT06 22.27$        22.27$       22.27$         0.0% 5.0%


PT07 23.39$        23.39$       23.39$         0.0% 5.0%


PT08 24.56$        24.56$       24.56$         0.0% 5.0%


PT09 25.78$        25.78$       25.78$         0.0% 5.0%


PT10 27.07$        27.07$       27.07$         0.0% 5.0%


PT11 28.43$        28.43$       28.43$         0.0% 5.0%


PT12 29.85$        29.85$       29.85$         0.0% 5.0%


PT13 31.34$        31.34$       31.34$         0.0% 5.0%


PT14 32.91$        32.91$       32.91$         0.0% 5.0%


PT15 34.55$        34.55$       34.55$         0.0% 5.0%


PT16 36.28$        36.28$       36.28$         0.0% 5.0%


PT17 38.10$        38.10$       38.10$         0.0% 5.0%


PT18 40.00$        40.00$       40.00$         0.0% 5.0%


PT19 42.00$        42.00$       42.00$         0.0% 5.0%


PT20 44.10$        44.10$       44.10$         0.0% 5.0%


PT21 46.31$        46.31$       46.31$         0.0% 5.0%


PT22 48.62$        48.62$       48.62$         0.0% 5.0%


PT23 51.05$        51.05$       51.05$         0.0% 5.0%


PT24 53.60$        53.60$       53.60$         0.0% 5.0%


PT25 56.28$        56.28$       56.28$         0.0% 5.0%


PT26 59.10$        59.10$       59.10$         0.0% 5.0%


PT27 62.05$        62.05$       62.05$         0.0% 5.0%


PT28 65.16$        65.16$       65.16$         0.0% 5.0%


PT29 68.41$        68.41$       68.41$         0.0% 5.0%


PT30 71.83$        71.83$       71.83$         0.0% 5.0%


PT31 75.43$        75.43$       75.43$         0.0% 5.0%


PT32 79.20$        79.20$       79.20$         0.0% 5.0%


PT33 83.16$        83.16$       83.16$         0.0% 5.0%


PT34 87.32$        87.32$       87.32$         0.0% 5.0%


PT35 91.68$        91.68$       91.68$         0.0% 5.0%


UNG - - - - -


Grade Minimum Midpoint Maximum
Range


Spread


Midpoint


Progression


PT00 24,960.00$      24,960.00$      24,960.00$      0.0% -


PT01 36,300.00$      36,300.00$      36,300.00$      0.0% 31.2%


PT02 38,115.00$      38,115.00$      38,115.00$      0.0% 5.0%


PT03 40,020.75$      40,020.75$      40,020.75$      0.0% 5.0%


PT04 42,021.79$      42,021.79$      42,021.79$      0.0% 5.0%


PT05 44,122.88$      44,122.88$      44,122.88$      0.0% 5.0%


PT06 46,329.02$      46,329.02$      46,329.02$      0.0% 5.0%


PT07 48,645.47$      48,645.47$      48,645.47$      0.0% 5.0%


PT08 51,077.75$      51,077.75$      51,077.75$      0.0% 5.0%


PT09 53,631.63$      53,631.63$      53,631.63$      0.0% 5.0%


PT10 56,313.21$      56,313.21$      56,313.21$      0.0% 5.0%


PT11 59,128.87$      59,128.87$      59,128.87$      0.0% 5.0%


PT12 62,085.32$      62,085.32$      62,085.32$      0.0% 5.0%


PT13 65,189.58$      65,189.58$      65,189.58$      0.0% 5.0%


PT14 68,449.06$      68,449.06$      68,449.06$      0.0% 5.0%


PT15 71,871.52$      71,871.52$      71,871.52$      0.0% 5.0%


PT16 75,465.09$      75,465.09$      75,465.09$      0.0% 5.0%


PT17 79,238.35$      79,238.35$      79,238.35$      0.0% 5.0%


PT18 83,200.26$      83,200.26$      83,200.26$      0.0% 5.0%


PT19 87,360.28$      87,360.28$      87,360.28$      0.0% 5.0%


PT20 91,728.29$      91,728.29$      91,728.29$      0.0% 5.0%


PT21 96,314.71$      96,314.71$      96,314.71$      0.0% 5.0%


PT22 101,130.44$   101,130.44$   101,130.44$   0.0% 5.0%


PT23 106,186.96$   106,186.96$   106,186.96$   0.0% 5.0%


PT24 111,496.31$   111,496.31$   111,496.31$   0.0% 5.0%


PT25 117,071.13$   117,071.13$   117,071.13$   0.0% 5.0%


PT26 122,924.68$   122,924.68$   122,924.68$   0.0% 5.0%


PT27 129,070.92$   129,070.92$   129,070.92$   0.0% 5.0%


PT28 135,524.46$   135,524.46$   135,524.46$   0.0% 5.0%


PT29 142,300.69$   142,300.69$   142,300.69$   0.0% 5.0%


PT30 149,415.72$   149,415.72$   149,415.72$   0.0% 5.0%


PT31 156,886.51$   156,886.51$   156,886.51$   0.0% 5.0%


PT32 164,730.83$   164,730.83$   164,730.83$   0.0% 5.0%


PT33 172,967.38$   172,967.38$   172,967.38$   0.0% 5.0%


PT34 181,615.74$   181,615.74$   181,615.74$   0.0% 5.0%


PT35 190,696.53$   190,696.53$   190,696.53$   0.0% 5.0%


UNG - - - - -


CADET 24.04$        24.04$       24.04$         0.0% - CADET 50,003.20$      50,003.20$      50,003.20$      0.0% -


INTERN 12.00$        13.50$       15.00$         25.0% -


ESS 15.30$        15.30$       15.30$         0.0% -


INTERN 2,880.00$        3,240.00$        3,600.00$        25.0% -


ESS 31,824.00$      31,824.00$      31,824.00$      0.0% -
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RECOMMENDATION 4: Evergreen recommends providing all permanent general employees 


with a 1.5% General Wage Increase (GWI) not to exceed an employee’s grade maximum. 


 


Ensuring that all employees receive an increase as part of this study, Evergreen recommends 


providing all employees with a 1.5% general wage increase to their current base pay to move 


them further along in their salary ranges, and to keep pace with the market. The total cost of 


this is $248,619.69. 


 


RECOMMENDATION 5: Evergreen recommends the city adopt a methodology to transition 


employee salaries into the proposed pay plan that aligns with its established compensation 


philosophy and meets the available financial resources of the institution.  


The second step in implementing the proposed structure is transitioning employee salaries 


into their newly recommended pay ranges. This step can be done via a variety of methods, 


each with their own strengths and drawbacks, however, after discussion with city leadership, 


Evergreen recommends that the institution pursue implementing the following transition 


methodology: 


 


Hybrid Year Parity 


This option consists of placing employees in their proposed pay ranges based on valuing years 


of service in the employee’s current job classification at 100% and other years of service with 


the city at 30%. Other years of service are all years of service with the city except those in the 


employee’s current job classification. All years of service are based on an employee’s seniority 


date. The proposed pay ranges are based on a 25-year parity, meaning that an employee is 


expected to take 25 years to move from the minimum to the maximum of their pay range.  


  


All permanent general employees will receive a 1.5% general wage increase to their base pay, 


In the event an employee’s pay adjustments is greater than the general wage increase, the 


employee will only receive the pay adjustment. No salaries are decreased as part of this 


adjustment. 


   


This methodology seeks to re-align employee salaries based on a hybrid of years in 


classification and additional years with the city. This can space out compressed employee 


salaries along the range based on this factor. However, this methodology does not account 


for experience employees may have gained outside of the city. The estimated cost for this 


adjustment is $6,123,789.43 (6.2% of payroll) affecting a total of 1525 employees. This 


includes the cost of the 1.5% GWI.  


6.3 COMPENSATION AND CLASSIFICATION SYSTEM ADMINISTRATION 


Any organization’s compensation and classification system will need periodic maintenance. 


The recommendations provided in this chapter were developed based on conditions at the 


time the study was conducted. Without proper upkeep of the system, the potential for 


recruitment and retention issues may increase as the compensation and classification system 


becomes dated and less competitive.  
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RECOMMENDATION 6: Conduct small-scale salary surveys as needed to assess the market 


competitiveness of hard-to-fill classifications and/or classifications with retention issues and 


adjust pay grade assignments if necessary. 


While it is unlikely that the pay plan will need to be adjusted for several years, a small number 


of classifications’ pay grades may need to be reassigned more frequently. If one or more 


classifications are exhibiting high turnover or are having difficulty with recruitment, 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 7: Conduct a comprehensive classification and compensation study 


every three to five years. 


While small-scale salary surveys can improve the market position of specific classifications, it 


is recommended that a full classification and compensation study be conducted every three 


to five years to preserve both internal and external equity for the city. 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 poor position for recruiting and retaining quality employees. 


While the previous two recommendations intend to maintain the competitiveness over time 


of the classification and compensation structure, it is also necessary to establish procedures 


for determining equitable pay practices for individual employees. 


RECOMMENDATION 8: Update policies and practices for progressing employee’s salaries 


through the pay plan, including procedures for determining salaries of newly hired employees 


and employees who have been promoted, demoted, or transferred to a different classification.  


The method of moving salaries through the pay plan and setting new salaries for new hires, 


promotions, demotions, and transfers depends largely on an organization’s compensation 


philosophy. It is important if the city modified its philosophy to ensure established guidelines 


for each of these situations are published and consistently followed. Common practices for 


progressing and establishing employee salaries are outlined below. 


Salary Progression 


As outlined above, Evergreen recommends the city enact the second phase of implementing 


the new pay plan which would involve a one-time salary adjustment for employees to ensure 


they are placed in the proper percentile of their salary range. While this major adjustment 


should be performed when the city has the financial resources to do so, the city should 


continue to adjust salaries annually when financially feasible. Based on the feedback from 


employees and city leadership, Evergreen recommends that the basis of salary adjustment in 


the future be done at three distinct levels. 


• Structural: Adjustment to the ranges should be made annually and with the aim of 


adjusting for the changes in the cost of living. Evergreen recommends the city tie the 


annual compensation structure movement to the local change in the Consumer-Price-


Index (CPI). This annual adjustment will ensure the city’s pay ranges do not rapidly fall 
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out of line with that of its peers; however, when conducting the small-scale surveys 


referenced above, the city should also collect pay plan movement and anticipated 


movement from its peers to gauge if market movement is keeping pace with CPI 


movement.  


• Classification: As a result of the market surveys, the city may identify classifications or 


job families that are experiencing considerable market movement and as a result, 


reassignment of the pay grades should be considered when this occurs. Alternatively, 


if the city identifies classifications that have become hard to recruit and retain, pay 


grade reassignment should also be considered to ensure the city is competitive for 


both recruiting new talent and retaining existing employees.  


• Individual: To tie into the adjustment of the structure, Evergreen recommends the city 


adjust employee salaries annually for Cost-of-living adjustment (COLA). This 


adjustment would be done for all employees who receive a satisfactory performance 


evaluation, and the percentage adjustment would need to be roughly 1-2 percent more 


than the movement of the compensation structure in any given years, to allow for 


employee progression into the range.  


New Hires  


A new employee’s starting salary largely depends on the amount of education and experience 


the employee possesses beyond the minimum requirements for the job. Typically, an 


employee holding only the minimum education and experience requirements for a 


classification is hired at or near the classification’s pay grade minimum. An upper limit to the 


percentage above the minimum that can be offered to a new employee with only the minimum 


requirements should be established, where approval is needed to offer a starting salary that 


is a higher percentage above minimum. Another threshold should be established as the 


maximum starting salary possible without approval for new employees with considerable 


experience and/or education above the requirements for the position. It is common for the 


midpoint to be used as the maximum starting salary for most classifications. Once the city has 


performed the initial implementation adjustment for current employee salaries, new employee 


starting salaries should take into consideration internal equity, meaning that new hires should 


be offered comparable salaries to existing employees in the classification with similar levels 


of education and experience.    


RECOMMENDATION 9: Evergreen recommends the city implement a critical classification 


program and compensate those classifications that qualify ten percent above their current 


base rate of compensation.  


Critical Classifications 


The city’s human resources staff should assess all classifications each year to identify those 


that should be categorized as “critical” based on market data collected for that year and/or 


classification turnover. In the full first year following the study, we recommend that the critical 


class supplement be ten percent for those found classifications with more than 30 percent 


turnover and/or a market rate percent difference of 20 percent or more (after accounting for 


the new salary range assignments). Furthermore, if adopted by the city, a critical class 
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supplement could be increased to a larger percentage of base pay. For example, if the city in 


the future experiences considerable competitive pressure in hiring candidates for a specific 


classification. Some of the pressure may relate to the pay ranges, but other factors such as 


the available supply of labor, compared to demand of experienced candidates may also be 


present. As a result, the base pay of the associated classification would be increased so long 


as the external market pressures remain prevalent.   


6.4 SUMMARY 


The city should be commended for its desire and commitment to provide competitive and 


equitable compensation for its employees. The recommendations in this report establish a 


new competitive pay plan, externally and internally equitable classification titles and pay grade 


assignments, and system administration practices that will provide the city with a responsive 


compensation and classification system for years to come. While the upkeep of this 


recommended system will require concrete effort, the city will find that having a competitive 


compensation and classification system that encourages strong recruitment and employee 


retention is worth this commitment. 
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Classification Recommended Title Current 
Pay Grade


Current Minimum Current Maximum Proposed
Pay Grade


Proposed Minimum Proposed Maximum


ACCOUNT COLLECTOR ACCOUNT COLLECTOR I 8007 $34,797.62 $47,328.06 8003 $40,020.75 $64,033.20
SENIOR ACCOUNT COLLECTOR ACCOUNT COLLECTOR II 8012 $37,752.52 $60,403.98 8005 $44,122.88 $70,596.60
SR ACCOUNT COLLECTOR GF 75HR ACCOUNT COLLECTOR II 75HR 7512 $35,392.99 $56,628.73 7505 $41,365.20 $66,184.32
ACCOUNTANT ACCOUNTANT I 8017 $48,182.68 $77,092.60 8011 $59,128.87 $94,606.20
SR ACCOUNTANT ACCOUNTANT II 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
ACCOUNTING DIV MANAGER ACCOUNTING DIV MANAGER 8027 $78,484.90 $125,575.84 8019 $87,360.28 $139,776.45
ACCOUNTING TECHNICIAN ACCOUNTING TECH I 8009 $35,849.32 $52,179.40 8004 $42,021.79 $67,234.86
ACCOUNTING TECH GF 75HR ACCOUNTING TECH I 75HR 7509 $33,608.74 $48,918.19 7504 $39,395.43 $63,032.68
SR ACCOUNTING TECHNICIAN ACCOUNTING TECH II 8013 $39,640.38 $63,424.40 8006 $46,329.02 $74,126.43
SR ACCOUNTING TECH GF 75HR ACCOUNTING TECH II 75HR 7513 $37,162.86 $59,460.38 7506 $43,433.46 $69,493.53
ADMINISTRATIVE ASSISTANT ADMINISTRATIVE ASSISTANT 8016 $45,888.44 $73,421.66 8008 $51,077.75 $81,724.39
ADMINISTRATIVE SUPPORT DIV MGR ADMINISTRATIVE SUPPORT DIV MGR 8023 $64,569.96 $103,311.52 8016 $75,465.09 $120,744.15
AIR CONDITIONING TECH AIR CONDITIONING TECH 8014 $41,622.36 $66,595.62 8009 $53,631.63 $85,810.61
AQUATICS COORDINATOR AQUATICS COORDINATOR 8012 $37,752.52 $60,403.98 8005 $44,122.88 $70,596.60
ARBORIST ARBORIST 8014 $41,622.36 $66,595.62 8009 $53,631.63 $85,810.61
ASSISTANT BUILDING OFFICIAL ASSISTANT BUILDING OFFICIAL 8025 $71,188.00 $113,900.80 8019 $87,360.28 $139,776.45
ASSISTANT CITY ATTORNEY ASSISTANT CITY ATTORNEY 8027 $78,484.90 $125,575.84 8020 $91,728.29 $146,765.27
ASSISTANT CITY MANAGER ASSISTANT CITY MANAGER 8037 $127,843.56 $204,549.80 8030 $149,415.72 $239,065.16
ASSISTANT FIRE MARSHAL ASSISTANT FIRE MARSHAL 8025 $71,188.00 $113,900.80 8018 $83,200.26 $133,120.42
ATHLETIC FIELD MANAGER ATHLETIC FIELD MANAGER 8022 $61,494.68 $98,391.80 8014 $68,449.06 $109,518.50
ATHLETIC OFFICIAL PTT ATHLETIC OFFICIAL PTT HOURLY N/A  N/A PT00 $24,960.00 $24,960.00
AUDITOR AUDITOR 8019 $53,121.64 $84,994.52 8012 $62,085.32 $99,336.51
BEACH LIFEGUARD BEACH LIFEGUARD I 8009 $35,849.32 $52,179.40 8002 $38,115.00 $60,984.00
SR BEACH LIFEGUARD BEACH LIFEGUARD II 8013 $39,640.38 $63,424.40 8004 $42,021.79 $67,234.86
BEACH LIFEGUARD MANAGER BEACH LIFEGUARD MANAGER 8021 $58,566.82 $93,706.60 8015 $71,871.52 $114,994.43
NEW CLASSIFICATION BEACH LIFEGUARD SUPERVISOR N/A N/A  N/A 8012 $62,085.32 $99,336.51
BILLING SPECIALIST BILLING SPECIALIST 8010 $36,387.00 $54,788.50 8005 $44,122.88 $70,596.60
BILLING SPECIALIST GF 75HR BILLING SPECIALIST GF 75HR 7510 $34,112.81 $51,364.22 7505 $41,365.20 $66,184.32
BUDGET DIRECTOR BUDGET DIRECTOR 8031 $95,398.68 $152,638.20 8026 $122,924.68 $196,679.49
BUILDING & MAINT DIVISION HEAD BUILDING & MAINT DIV MANAGER 8026 $74,747.40 $119,595.84 8019 $87,360.28 $139,776.45
BUILDING & MAINT SUPV BUILDING & MAINT SUPV 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
BUILDING CONSTRUCTN INSPECTOR BUILDING INSPECTOR I 8018 $50,592.10 $80,947.10 8011 $59,128.87 $94,606.20
BUILDING CONST INSPCTR GF 75HR BUILDING INSPECTOR I GF 75HR 7518 $47,430.09 $75,887.91 7511 $55,433.32 $88,693.31
NEW CLASSIFICATION BUILDING INSPECTOR II N/A N/A N/A 8012 $62,085.32 $99,336.51
NEW CLASSIFICATION BUILDING INSPECTOR III N/A N/A N/A 8013 $65,189.58 $104,303.34
NEW CLASSIFICATION BUILDING INSPECTOR IV N/A N/A N/A 8014 $68,449.06 $109,518.50
NEW CLASSIFICATION BUILDING INSPECTOR II GF 75HR N/A N/A N/A 7512 $58,204.99 $93,127.98
NEW CLASSIFICATION BUILDING INSPECTOR III GF 75HR N/A N/A N/A 7513 $61,115.24 $97,784.38
BUILDING INSPECTOR TECHNICIAN BUILDING INSPECTOR TECHNICIAN 8014 $41,622.36 $66,595.62 8007 $48,645.47 $77,832.75
BUILDING OFFICIAL BUILDING OFFICIAL 8027 $78,484.90 $125,575.84 8021 $96,314.71 $154,103.53
BUSINESS SYSTEMS ANALYST BUSINESS SYSTEMS ANALYST I 8019 $53,121.64 $84,994.52 8013 $65,189.58 $104,303.34
SR BUSINESS SYS ANALYST BUSINESS SYSTEMS ANALYST II 8021 $58,566.82 $93,706.60 8016 $75,465.09 $120,744.15
NEW CLASSIFICATION BUSINESS SYSTEMS ANALYST III N/A N/A N/A 8018 $83,200.26 $133,120.42
CAD & GIS TECHNICIAN CAD & GIS TECHNICIAN I 8014 $41,622.36 $66,595.62 8010 $56,313.21 $90,101.14
SR CAD & GIS TECHNICIAN CAD & GIS TECHNICIAN II 8016 $45,888.44 $73,421.66 8012 $62,085.32 $99,336.51
SR CAD & GIS TECHNICAN GF 75HR CAD & GIS TECHNICIAN II 75HR 7516 $43,020.41 $68,832.81 7512 $58,204.99 $93,127.98
CHIEF INNOVATION OFFICER CHIEF OFFICER OF STRATEGIC SVCS & INNOV 8035 $115,957.92 $185,532.62 8028 $135,524.46 $216,839.14
CITY ATTORNEY CITY ATTORNEY 8041 $155,394.72 $248,631.24 8035 $190,696.53 $305,114.45
CITY AUDITOR CITY AUDITOR 8030 $90,855.96 $145,369.64 8022 $101,130.44 $161,808.71
CITY CLERK CITY CLERK 8031 $95,398.68 $152,638.20 8024 $111,496.31 $178,394.10
CITY CLERK SPECIALIST CITY CLERK SPECIALIST 8013 $39,640.38 $63,424.40 8006 $46,329.02 $74,126.43
CITY ENGINEER CITY ENGINEER 8032 $100,168.90 $160,269.72 8025 $117,071.13 $187,313.80
CITY MANAGER CITY MANAGER 8042 $163,164.30 $261,062.62 8036 $200,782.96 $321,252.74
GEOGRAPHIC TECHNOLOGY DIV MGR CITY SURVEYOR / GIS DIV MGR 8026 $74,747.40 $119,595.84 8021 $96,314.71 $154,103.53
CODE ENFORCEMENT DIV MANAGER CODE COMPLIANCE DIV MANAGER 8026 $74,747.40 $119,595.84 8019 $87,360.28 $139,776.45
CODE ENFORCEMENT INSP GF 75HR CODE COMPLIANCE INSP I GF 75HR 7515 $40,971.94 $65,555.10 7509 $50,279.66 $80,447.45
CODE ENFORCEMENT SUPERVISOR CODE COMPLIANCE SUPERVISOR 8020 $55,777.80 $89,244.22 8014 $68,449.06 $109,518.50
CODE ENFORCEMENT INSPECTOR CODE INSPECTOR I 8015 $43,703.40 $69,925.44 8009 $53,631.63 $85,810.61
HOUSING INSPECTOR CODE INSPECTOR I 8015 $43,703.40 $69,925.44 8009 $53,631.63 $85,810.61
SIGN INSPECTOR CODE INSPECTOR I 8015 $43,703.40 $69,925.44 8009 $53,631.63 $85,810.61
HOUSING INSPECTOR GF 75HR CODE INSPECTOR I GF 75HR 7515 $40,971.94 $65,555.10 7509 $50,279.66 $80,447.45
SR CODE ENFORCEMENT INSPECTOR CODE INSPECTOR II 8017 $48,182.68 $77,092.60 8011 $59,128.87 $94,606.20
COMMUNITY DEVELOPMENT COORD COMMUNITY DEV COORD I 8020 $55,777.80 $89,244.22 8013 $65,189.58 $104,303.34
NEW CLASSIFICATION COMMUNITY DEV COORD II N/A N/A N/A 8015 $71,871.52 $114,994.43
NEW CLASSIFICATION COMMUNITY DEV COORD III N/A N/A N/A 8017 $79,238.35 $126,781.36
COMPLIANCE & CONTRACT MANAGER COMPLIANCE & CONTRACT MANAGER 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
COMPLIANCE COORDINATOR COMPLIANCE COORDINATOR 8025 $71,188.00 $113,900.80 8014 $68,449.06 $109,518.50
ENGINEERING CONSTRUCTN DIV MGR CONSTRUCTION DIV MANAGER 8029 $86,529.56 $138,447.14 8022 $101,130.44 $161,808.71
CONSTRUCTION INSPECTOR CONSTRUCTION INSPECTOR I 8015 $43,703.40 $69,925.44 8008 $51,077.75 $81,724.39
SENIOR CONSTRUCTION INSPECTOR CONSTRUCTION INSPECTOR II 8018 $50,592.10 $80,947.10 8010 $56,313.21 $90,101.14
SR CONSTRUCTION INSPECTOR CONSTRUCTION INSPECTOR II 8018 $50,592.10 $80,947.10 8010 $56,313.21 $90,101.14
SR CONSTRUCTN INSPCTR GF 75HR CONSTRUCTION INSPECTOR II 75HR 7518 $47,430.09 $75,887.91 7510 $52,793.64 $84,469.82
CONTAINER MAINT WORKER CONTAINER MAINT WORKER 8010 $36,387.00 $54,788.50 8002 $38,115.00 $60,984.00
CONTRACTS & PROCUREMENT SPEC CONTRACTS & PROCUREMENT SPECIALIST 8013 $39,640.38 $63,424.40 8006 $46,329.02 $74,126.43
CONTRACTS & PROCUR SPC GF 75HR CONTRACTS & PROCUREMENT SPECIALIST 75HR 7513 $37,162.86 $59,460.38 7506 $43,433.46 $69,493.53
COMM REDEVELOPMENT AGCY DIR CRA DIRECTOR 8030 $90,855.96 $145,369.64 8024 $111,496.31 $178,394.10
CRA DIVISION MANAGER CRA DIV MANAGER 8025 $71,188.00 $113,900.80 8017 $79,238.35 $126,781.36
COMM REDEVELOPMENT SPECIALIST CRA SPECIALIST 8017 $48,182.68 $77,092.60 8011 $59,128.87 $94,606.20
CRA SR DIV MANAGER CRA SR DIV MANAGER 8026 $74,747.40 $119,595.84 8019 $87,360.28 $139,776.45
CRIME ANALYST CRIME ANALYST I 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
SR CRIME ANALYST CRIME ANALYST II 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
CULTURAL AFFAIRS COORD CULTURAL AFFAIRS MANAGER 8017 $48,182.68 $77,092.60 8014 $68,449.06 $109,518.50
CUSTODIAL WORKER CUSTODIAL WORKER 8003 $32,785.88 $38,937.08 8001 $36,300.00 $58,080.00
CUSTODIAL WORKER PTP CUSTODIAL WORKER PTP PT03 $32,785.88 $38,937.08 PP01 $36,300.00 $58,080.00
CUSTOMER SERVICE ADMINISTRATOR CUSTOMER SERVICE ADMINISTRATOR 8030 $90,855.96 $145,369.64 8022 $101,130.44 $161,808.71
CUSTOMER SERVICE ASST MANAGER CUSTOMER SERVICE ASST MANAGER 8023 $64,569.96 $103,311.52 8015 $71,871.52 $114,994.43
CUSTOMER SERVICE DIV MANAGER CUSTOMER SERVICE DIV MANAGER 8026 $74,747.40 $119,595.84 8018 $83,200.26 $133,120.42
CUSTOMER SERVICE REP CUSTOMER SERVICE REP I 8007 $34,797.62 $47,328.06 8002 $38,115.00 $60,984.00
CUSTOMER SVC REP GF 75HR CUSTOMER SERVICE REP I 75HR 7507 $32,622.77 $44,370.06 7502 $35,732.81 $57,172.50
CUSTOMER SERVICE REP PTP 75HR CUSTOMER SERVICE REP I PTP 75HR PT07 $34,797.62 $47,328.06 PP02 $38,115.00 $60,984.00
SR CUSTOMER SERVICE REP CUSTOMER SERVICE REP II 8012 $37,752.52 $60,403.98 8005 $44,122.88 $70,596.60
SR CUSTOMER SVC REP GF 75HRS CUSTOMER SERVICE REP II 75HR 7512 $35,392.99 $56,628.73 7505 $41,365.20 $66,184.32
CUSTOMER SERVICE SPECIALIST CUSTOMER SERVICE SPECIALIST 8011 $36,933.00 $57,527.60 8004 $42,021.79 $67,234.86
CUSTOMER SVC SPEC GF 75HR CUSTOMER SERVICE SPECIALIST 75HR 7511 $34,624.69 $53,932.13 7504 $39,395.43 $63,032.68
CUSTOMER SERVICE SUPERVISOR CUSTOMER SERVICE SUPERVISOR 8020 $55,777.80 $89,244.22 8012 $62,085.32 $99,336.51
CUSTOMER SERVICE TRAINER CUSTOMER SERVICE TRAINER 8015 $43,703.40 $69,925.44 8007 $48,645.47 $77,832.75
DEPUTY CITY CLERK DEPUTY CITY CLERK 8023 $64,569.96 $103,311.52 8017 $79,238.35 $126,781.36







DEPUTY CITY ENGINEER DEPUTY CITY ENGINEER 8030 $90,855.96 $145,369.64 8024 $111,496.31 $178,394.10
DEVELOPMENT REVIEW TECHNICIAN DEVELOPMENT REVIEW TECH I 8012 $37,752.52 $60,403.98 8008 $51,077.75 $81,724.39
SR DEVELOPMENT REVIEW TECH DEVELOPMENT REVIEW TECH II 8014 $41,622.36 $66,595.62 8009 $53,631.63 $85,810.61
SR DEVELOPMENT RV TECH GF 75HR DEVELOPMENT REVIEW TECH II 75HR 7514 $39,020.96 $62,433.39 7509 $50,279.66 $80,447.45
NEW CLASSIFICATION DEVELOPMENT REVIEW TECH III N/A N/A N/A 8011 $59,128.87 $94,606.20
PERMIT DIVISION MANAGER DEVELOPMENT SVCS DIV MANAGER 8025 $71,188.00 $113,900.80 8019 $87,360.28 $139,776.45
DIVISION CONTROLLER DIVISION CONTROLLER 8025 $71,188.00 $113,900.80 8018 $83,200.26 $133,120.42
DOCUMENTS & RECORDS SPECIALIST DOCUMENTS & RECORDS SPECIALIST 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
DWTN CORE/VENUE GENERAL DIV MG DWTN CORE/VENUE DIV MANAGER 8027 $78,484.90 $125,575.84 8019 $87,360.28 $139,776.45
ECO DEV & HOUSING ASST DIR ECO DEV & HOUSING ASST DIRECTOR 8029 $86,529.56 $138,447.14 8023 $106,186.96 $169,899.14
ECONOMIC DEV & HOUSING DIR ECO DEV & HOUSING DIRECTOR 8033 $105,177.02 $168,283.70 8025 $117,071.13 $187,313.80
HOUSING DIV MANAGER ECO DEV & HOUSING DIV MANAGER 8026 $74,747.40 $119,595.84 8019 $87,360.28 $139,776.45
ECONOMIC DEVELOPMENT COORD ECO DEV COORDINATOR I 8020 $55,777.80 $89,244.22 8012 $62,085.32 $99,336.51
SR ECONOMIC DEV COORD ECO DEV COORDINATOR II 8024 $67,798.12 $108,476.94 8015 $71,871.52 $114,994.43
NEW CLASSIFICATION ECO DEV COORDINATOR III N/A N/A N/A 8017 $79,238.35 $126,781.36
ECONOMIC DEV MKTG COORDINATOR ECO DEV MARKETING PROG MANAGER 8021 $58,566.82 $93,706.60 8016 $75,465.09 $120,744.15
ELECTRICAL SUPERVISOR ELECTRICAL SUPERVISOR 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
NEW CLASSIFICATION ELECTRICIAN APPRENTICE N/A N/A  N/A 8003 $40,020.75 $64,033.20
EMERGENCY MGMT SPECIALIST EMERGENCY MGMT SPECIALIST 8020 $55,777.80 $89,244.22 8012 $62,085.32 $99,336.51
PROFESSIONAL ENGINEER ENGINEER I 8025 $71,188.00 $113,900.80 8018 $83,200.26 $133,120.42
SR PROFESSIONAL ENGINEER ENGINEER II 8028 $82,409.08 $131,854.58 8021 $96,314.71 $154,103.53
ENGINEERING DIV MGR ENGINEERING DIV MANAGER 8029 $86,529.56 $138,447.14 8022 $101,130.44 $161,808.71
ENGINEER SPECIALIST ENGINEERING SPECIALIST I 8019 $53,121.64 $84,994.52 8012 $62,085.32 $99,336.51
SR ENGINEERING SPECIALIST ENGINEERING SPECIALIST II 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
LEAD ENGINEERING SPECIALIST ENGINEERING SPECIALIST III 8024 $67,798.12 $108,476.94 8016 $75,465.09 $120,744.15
ENGINEERING TECHNICIAN ENGINEERING TECHNICIAN 8014 $41,622.36 $66,595.62 8008 $51,077.75 $81,724.39
ENVIRONMENTAL SPECIALIST ENVIRONMENTAL SPECIALIST I 8018 $50,592.10 $80,947.10 8011 $59,128.87 $94,606.20
SR ENVIRONMENTAL SPECIALIST ENVIRONMENTAL SPECIALIST II 8020 $55,777.80 $89,244.22 8013 $65,189.58 $104,303.34
LEAD ENVIRONMENTAL SPECIALIST ENVIRONMENTAL SPECIALIST III 8022 $61,494.68 $98,391.80 8015 $71,871.52 $114,994.43
ENVIRONMNTL CODE ENF INSPECTOR ENVIRONMNTL CODE ENF INSPECTOR 8015 $43,703.40 $69,925.44 8010 $56,313.21 $90,101.14
EVENT SUPPORT STAFF PTT EVENT SUPPORT STAFF PTT HOURLY N/A  N/A ESS $31,824.00 $31,824.00
EXECUTIVE ASSISTANT EXECUTIVE ASSISTANT 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
EXECUTIVE DIRECTOR GAS SYSTEM EXECUTIVE DIRECTOR GAS SYSTEM 8036 $121,755.92 $194,808.90 8028 $135,524.46 $216,839.14
FINANCE ASST DIRECTOR FINANCE ASST DIRECTOR 8031 $95,398.68 $152,638.20 8024 $111,496.31 $178,394.10
FINANCE DIRECTOR FINANCE DIRECTOR 8036 $121,755.92 $194,808.90 8028 $135,524.46 $216,839.14
FIRE ADMINISTRATIVE CHIEF FIRE ADMINISTRATIVE CHIEF 8028 $82,409.08 $131,854.58 8023 $106,186.96 $169,899.14
FIRE APPARATUS MECHANIC FIRE APPARATUS MECHANIC 8016 $45,888.44 $73,421.66 8008 $51,077.75 $81,724.39
FIRE CHIEF FIRE CHIEF 8035 $115,957.92 $185,532.62 8028 $135,524.46 $216,839.14
FIRE DEPUTY CHIEF FIRE DEPUTY CHIEF 8032 $100,168.90 $160,269.72 8025 $117,071.13 $187,313.80
FIRE DISTRICT COMMANDER FIRE DISTRICT COMMANDER 5328 $82,409.08 $131,854.58 8023 $106,186.96 $169,899.14
FIRE DIVISION CHIEF FIRE DIVISION CHIEF 8029 $86,529.56 $138,447.14 8024 $111,496.31 $178,394.10
FIRE EMS OFFICER FIRE EMS OFFICER 8025 $71,188.00 $113,900.80 8023 $106,186.96 $169,899.14
FIRE INSPECTOR I 80HR FIRE INSPECTOR I 80HR 5505 $55,200.08 $82,200.04 F2 $57,500.00 $92,000.00
FIRE INSPECTOR II 80HR FIRE INSPECTOR II 80HR 5500 $68,200.00 $95,200.00 F4 $78,000.00 $101,000.00
FIRE LIEUTENANT 106HR FIRE LIEUTENANT 106HR 5520 $67,773.06 $94,551.36 F4 $78,000.00 $101,000.00
FIRE MEDIC LT 106HR FIRE LIEUTENANT MEDIC 106HR 5510 $76,200.00 $103,200.00 F5 $83,500.00 $125,250.00
FIRE MARSHAL FIRE MARSHAL 8028 $82,409.08 $131,854.58 8024 $111,496.31 $178,394.10
FIRE TRAINING OFFICER FIRE TRAINING OFFICER 8025 $71,188.00 $113,900.80 8023 $106,186.96 $169,899.14
FIREFIGHTER 106HR FIREFIGHTER 106HR 5540 $48,200.00 $75,200.00 F1 $52,500.00 $84,000.00
FIREFIGHTER/DRIVER-OPER 106HR FIREFIGHTER ENGINEER 106HR 5530 $55,200.00 $82,200.00 F2 $57,500.00 $92,000.00
FIRE MEDIC 106HR FIREFIGHTER PARAMEDIC 106HR 5515 $60,200.00 $87,200.00 F3 $62,500.00 $96,875.00
FLEET BUYING COORDINATOR FLEET BUYING COORDINATOR 8018 $50,592.10 $80,947.10 8009 $53,631.63 $85,810.61
FLEET DIV MANAGER FLEET DIVISION MANAGER 8026 $74,747.40 $119,595.84 8018 $83,200.26 $133,120.42
FLEET MECHANIC FLEET MECHANIC 8014 $41,622.36 $66,595.62 8006 $46,329.02 $74,126.43
FLEET MECHANIC SUPV FLEET MECHANIC SUPV 8019 $53,121.64 $84,994.52 8012 $62,085.32 $99,336.51
FLEET OPERATIONS TRAINER FLEET OPERATIONS TRAINER 8015 $43,703.40 $69,925.44 8007 $48,645.47 $77,832.75
FLEET PARTS SPECIALIST FLEET PARTS SPECIALIST 8008 $35,319.96 $49,694.84 8003 $40,020.75 $64,033.20
FLEET PURCHASING COORDINATOR FLEET PURCHASING COORDINATOR 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
NEW CLASSIFICATION FLOODPLAIN ADMINISTRATOR N/A N/A N/A 8017 $79,238.35 $126,781.36
GAS MKT & BUSINESS DEV DIV MGR GAS BUSINESS DEVELOPMENT DIV MGR 8027 $78,484.90 $125,575.84 8019 $87,360.28 $139,776.45
GAS MARKETING SPECIALIST GAS MARKETING SPECIALIST 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
GAS OPERATIONS DIVISION HEAD GAS OPERATIONS DIV MANAGER 8027 $78,484.90 $125,575.84 8020 $91,728.29 $146,765.27
GAS OPERATIONS SUPERVISOR GAS OPERATIONS SUPERVISOR 8021 $58,566.82 $93,706.60 8015 $71,871.52 $114,994.43
GAS SAFETY & REG COMP COORD GAS SAFETY & COMPL MANAGER 8025 $71,188.00 $113,900.80 8018 $83,200.26 $133,120.42
GAS SALES DIV MANAGER GAS SALES DIV MANAGER 8023 $64,569.96 $103,311.52 8015 $71,871.52 $114,994.43
GAS SALES REPRESENTATIVE GAS SALES REPRESENTATIVE 8015 $43,703.40 $69,925.44 8007 $48,645.47 $77,832.75
GAS SECTION MANAGER GAS SECTION MANAGER 8024 $67,798.12 $108,476.94 8017 $79,238.35 $126,781.36
GAS SYSTEM ASST DIRECTOR GAS SYSTEM ASST DIRECTOR 8033 $105,177.02 $168,283.70 8025 $117,071.13 $187,313.80
GAS SYSTEM ENGINEERING DIV MGR GAS SYSTEM ENGINEERING DIV MGR 8030 $90,855.96 $145,369.64 8022 $101,130.44 $161,808.71
GAS SYSTEM SPECIALIST GAS SYSTEM SPECIALIST 8019 $53,121.64 $84,994.52 8013 $65,189.58 $104,303.34
GAS TECH APPRENTICE GAS TECH APPRENTICE 8008 $35,319.96 $49,694.84 8002 $38,115.00 $60,984.00
GAS TECHNICIAN GAS TECHNICIAN I 8011 $36,933.00 $57,527.60 8004 $42,021.79 $67,234.86
SR GAS TECHNICIAN GAS TECHNICIAN II 8014 $41,622.36 $66,595.62 8006 $46,329.02 $74,126.43
LEAD GAS TECHNICIAN GAS TECHNICIAN III 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
SOLIDWASTE/GENSVCS ASST DIR GENERAL SERVICES ASST DIRECTOR 8028 $82,409.08 $131,854.58 8022 $101,130.44 $161,808.71
SOLIDWASTE/GENSVCS ASST DIR SOLID WASTE ASST DIRECTOR 8028 $36,387.00 $54,788.50 8022 $101,130.44 $161,808.71
SOLID WASTE/GENERAL SERVICES DIRECTOR GENERAL SERVICES DIRECTOR 8032 $100,168.90 $160,269.72 8026 $122,924.68 $196,679.49
GEOGRAPHIC TECHNOLOGY ASST MGR GIS ASST MANAGER 8022 $61,494.68 $98,391.80 8016 $75,465.09 $120,744.15
GRANTS COORDINATOR GRANTS COORDINATOR 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
GRAPHIC DESIGNER GRAPHIC DESIGNER I 8015 $43,703.40 $69,925.44 8008 $51,077.75 $81,724.39
GRAPHIC DESIGNER GF 75HR GRAPHIC DESIGNER I 75HR 7515 $40,971.94 $65,555.10 7508 $47,885.39 $76,616.62
SENIOR GRAPHIC DESIGNER GRAPHIC DESIGNER II 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
SR GRAPHIC DESIGNER GF 75HR GRAPHIC DESIGNER II 75HR 7517 $45,171.26 $72,274.31 7510 $52,793.64 $84,469.82
HOUSING COORDINATOR HOUSING COORDINATOR I 8020 $55,777.80 $89,244.22 8013 $65,189.58 $104,303.34
SR HOUSING COORDINATOR HOUSING COORDINATOR II 8022 $61,494.68 $98,391.80 8015 $71,871.52 $114,994.43
NEW CLASSIFICATION HOUSING COORDINATOR III N/A N/A N/A 8017 $79,238.35 $126,781.36
HOUSING SPECIALIST HOUSING SPECIALIST 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
HUMAN RESOURCES ANALYST HUMAN RESOURCES ANALYST I 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
SR HUMAN RESOURCES ANALYST HUMAN RESOURCES ANALYST II 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
HUMAN RESOURCES ASST DIR HUMAN RESOURCES ASST DIRECTOR 8030 $90,855.96 $145,369.64 8023 $106,186.96 $169,899.14
HUMAN RESOURCES DIRECTOR HUMAN RESOURCES DIRECTOR 8034 $110,436.04 $176,697.56 8027 $129,070.92 $206,513.47
HUMAN RESOURCES DIV MGR HUMAN RESOURCES DIV MGR 8027 $78,484.90 $125,575.84 8019 $87,360.28 $139,776.45
HR STAFF ASSISTANT PTP HUMAN RESOURCES STAFF ASSISTANT PTP PT11 $36,933.00 $57,527.60 PP04 $42,021.79 $67,234.86
HUMAN RESOURCES TECHNICIAN HUMAN RESOURCES TECHNICIAN 8015 $43,703.40 $69,925.44 8009 $53,631.63 $85,810.61
INDUSTRIAL ELECTRICIAN INDUSTRIAL ELECTRICIAN 8017 $48,182.68 $77,092.60 8011 $59,128.87 $94,606.20
INDUSTRIAL PRETRMNT INSPECTOR INDUSTRIAL PRETRMNT INSPECTOR I 8016 $45,888.44 $73,421.66 8009 $53,631.63 $85,810.61
INDUSTRIAL PRETRMNT PROG COORD INDUSTRIAL PRETRMNT PROG COORD 8023 $64,569.96 $103,311.52 8016 $75,465.09 $120,744.15
LD INDUSTRIAL PRTRMNT INSPCTR INDUSTRIAL PRTRMNT INSPECTOR II 8019 $53,121.64 $84,994.52 8011 $59,128.87 $94,606.20
INFO TECHNOLOGY DIRECTOR INFO TECHNOLOGY DIRECTOR 8034 $110,436.04 $176,697.56 8027 $129,070.92 $206,513.47







INFO TECHNOLOGY DIV MGR INFO TECHNOLOGY DIV MGR 8029 $86,529.56 $138,447.14 8021 $96,314.71 $154,103.53
INSIDE GAS SALES REPRESENTATVE INSIDE GAS SALES REPRESENTATVE 8008 $35,319.96 $49,694.84 8003 $40,020.75 $64,033.20
LAND DEVELOPMENT ARBORIST LAND DEVELOPMENT ARBORIST 8018 $50,592.10 $80,947.10 8013 $65,189.58 $104,303.34
LANDSCAPE ARCHITECT LANDSCAPE ARCHITECT I 8020 $55,777.80 $89,244.22 8014 $68,449.06 $109,518.50
SR LANDSCAPE ARCHITECT LANDSCAPE ARCHITECT II 8023 $64,569.96 $103,311.52 8016 $75,465.09 $120,744.15
LANDSCAPE MANAGER LANDSCAPE MANAGER 8023 $64,569.96 $103,311.52 8015 $71,871.52 $114,994.43
LEAD ASSISTANT CITY ATTORNEY LEAD ASSISTANT CITY ATTORNEY 8038 $134,235.66 $214,777.16 8030 $149,415.72 $239,065.16
LEAD WATER PLANT OPERATOR LEAD WATER PLANT OPERATOR 8020 $55,777.80 $89,244.22 8013 $65,189.58 $104,303.34
LEAD WSTWTR TRTMNT PLANT OPER LEAD WSTWTR TRTMNT PLANT OPER 8020 $55,777.80 $89,244.22 8013 $65,189.58 $104,303.34
LEGAL OFFICE ADMINISTRATOR LEGAL OFFICE ADMINISTRATOR 8023 $64,569.96 $103,311.52 8015 $71,871.52 $114,994.43
LEGAL STAFF ASSISTANT GF 75HR LEGAL STAFF ASSISTANT GF 75HR 7514 $39,020.96 $62,433.39 7506 $43,433.46 $69,493.53
LEGAL STAFF ASSISTANT LEGAL STAFF ASSISTANT 8014 8006 $46,329.02 $74,126.43
LIBRARIAN LIBRARIAN I 8015 $43,703.40 $69,925.44 8008 $51,077.75 $81,724.39
LIBRARIAN PTP LIBRARIAN I PTP 8015 $43,703.40 $69,925.44 PP08 $51,077.75 $81,724.39
LIBRARIAN PTT LIBRARIAN I PTT PT15 $43,703.40 $69,925.44 PT08 $51,077.75 $51,077.75
SR LIBRARIAN LIBRARIAN II 8019 $53,121.64 $84,994.52 8012 $62,085.32 $99,336.51
LEAD LIBRARIAN LIBRARIAN III 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
LIBRARY ASSISTANT LIBRARY ASSISTANT I 8005 $33,776.86 $42,928.08 8002 $38,115.00 $60,984.00
LIBRARY ASSISTANT GF 75HR LIBRARY ASSISTANT I GF 75HR 7505 $31,665.81 $40,245.08 7502 $35,732.81 $57,172.50
LIBRARY ASST PTP LIBRARY ASSISTANT I PTP PT05 $33,776.86 $42,928.08 PP02 $38,115.00 $60,984.00
LIBRARY ASST PTP 75HR BASE LIBRARY ASSISTANT I PTP 75HR PT05 $33,776.86 $42,928.08 PP02 $38,115.00 $60,984.00
SR LIBRARY ASSISTANT LIBRARY ASSISTANT II 8011 $36,933.00 $57,527.60 8004 $42,021.79 $67,234.86
SR LIBRARY ASSISTANT GF 75HR LIBRARY ASSISTANT II 75HR 7511 $34,624.69 $53,932.13 7504 $39,395.43 $63,032.68
LIBRARY ASST DIRECTOR LIBRARY ASST DIRECTOR 8028 $82,409.08 $131,854.58 8020 $91,728.29 $146,765.27
LIBRARY BUSINESS SYS ANALYST LIBRARY BUSINESS SYS ANALYST 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
LIBRARY DIRECTOR LIBRARY DIRECTOR 8030 $90,855.96 $145,369.64 8024 $111,496.31 $178,394.10
LIBRARY DIVISION MGR LIBRARY DIVISION MGR 8025 $71,188.00 $113,900.80 8017 $79,238.35 $126,781.36
LIBRARY PAGE GF 75HR-BASE PTP LIBRARY PAGE GF 75HR-BASE PTP PT02 $32,301.36 $37,082.76 PP01 $36,300.00 $58,080.00
LIBRARY PAGE PTP LIBRARY PAGE PTP PT02 $32,301.36 $37,082.76 PP01 $36,300.00 $58,080.00
LIBRARY PROGRAMG SPECIALIST LIBRARY PROG SPECIALIST 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
LICENSED ELECTRICIAN LICENSED ELECTRICIAN 8016 $45,888.44 $73,421.66 8009 $53,631.63 $85,810.61
MAINTENANCE WORKER MAINTENANCE WORKER 8005 $33,776.86 $42,928.08 8001 $36,300.00 $58,080.00
MANAGEMENT ANALYST MANAGEMENT ANALYST 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
MARINE & AVIATION ASST MANAGER MARINE & AVIATION ASST MANAGER 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
MARINE & AVIATION DIRECTOR MARINE & AVIATION DIRECTOR 8031 $95,398.68 $152,638.20 8025 $117,071.13 $187,313.80
MARINE & AVIATION OPNS DIV MGR MARINE & AVIATION DIV MANAGER 8027 $78,484.90 $125,575.84 8019 $87,360.28 $139,776.45
MARINE FACILITY OPERATOR MARINE FACILITY OPERATOR 8009 $35,849.32 $52,179.40 8002 $38,115.00 $60,984.00
MARINE FACILITY OPERATOR PTP MARINE FACILITY OPERATOR PTP 8009 $35,849.32 $52,179.40 PP02 $38,115.00 $60,984.00
NEW CLASSIFICATION MARINE FACILITY SUPERVISOR N/A N/A N/A 8011 $59,128.87 $94,606.20
MECHANIC FABRICATOR MECHANIC FABRICATOR 8014 $41,622.36 $66,595.62 8007 $48,645.47 $77,832.75
METER READER METER READER I 8006 $34,283.60 $45,074.38 8001 $36,300.00 $58,080.00
SR METER READER METER READER II 8010 $36,387.00 $54,788.50 8004 $42,021.79 $67,234.86
MULTI-MEDIA DIVISION MANAGER MULTI-MEDIA DIVISION MANAGER 8024 $67,798.12 $108,476.94 8017 $79,238.35 $126,781.36
MULTI-MEDIA SPECIALIST MULTI-MEDIA SPECIALIST 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
NEIGHBORHOODS COORDINATOR NEIGHBORHOODS COORDINATOR 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
NEIGHBORHOODS DIV MANAGER NEIGHBORHOODS DIV MANAGER 8025 $71,188.00 $113,900.80 8018 $83,200.26 $133,120.42
NETWORK ANALYST NETWORK ANALYST I 8020 $55,777.80 $89,244.22 8013 $65,189.58 $104,303.34
SR NETWORK ANALYST NETWORK ANALYST II 8022 $61,494.68 $98,391.80 8015 $71,871.52 $114,994.43
NEW CLASSIFICATION NETWORK ANALYST III N/A N/A N/A 8017 $79,238.35 $126,781.36
NETWORK ENGINEER NETWORK ENGINEER I 8023 $64,569.96 $103,311.52 8018 $83,200.26 $133,120.42
SR NETWORK ENGINEER NETWORK ENGINEER II 8026 $74,747.40 $119,595.84 8020 $91,728.29 $146,765.27
PARALEGAL PARALEGAL I 8017 $48,182.68 $77,092.60 8012 $62,085.32 $99,336.51
NEW CLASSIFICATION PARALEGAL II N/A N/A  N/A 8014 $68,449.06 $109,518.50
PARKING ATTENDANT PARKING ATTENDANT 8002 $32,301.36 $37,082.76 8001 $36,300.00 $58,080.00
PARKING CITATION ASSISTANT PARKING CITATION ASSISTANT 8007 $34,797.62 $47,328.06 8002 $38,115.00 $60,984.00
PARKING DIV MANAGER PARKING DIV MANAGER 8027 $78,484.90 $125,575.84 8020 $91,728.29 $146,765.27
PARKING ENFORCEMENT SPEC PARKING ENFORCEMENT SPEC 8009 $35,849.32 $52,179.40 8003 $40,020.75 $64,033.20
PARKING METER TECHNICIAN PARKING METER TECHNICIAN 8012 $37,752.52 $60,403.98 8004 $42,021.79 $67,234.86
PARKING MARINA SUPV PARKING SUPERVISOR 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
PARKING ENFORCEMENT SUPV PARKING ENFORCEMENT SUPERVISOR 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
PARKING OPERATIONS SUPV PARKING SUPERVISOR 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
PARKING SYSTEM ASST MANAGER PARKING SYSTEM ASST MANAGER 8022 $61,494.68 $98,391.80 8014 $68,449.06 $109,518.50
PARKING, FAC & SEC AIDE PARKING, FAC & SEC AIDE 8005 $33,776.86 $42,928.08 8001 $36,300.00 $58,080.00
PARKING, FAC & SEC AIDE PTP PARKING, FAC & SEC AIDE PTP PT05 $33,776.86 $42,928.08 PP01 $36,300.00 $58,080.00
PARKS & RECREATN ASST DIRECTOR PARKS & REC ASST DIRECTOR 8029 $86,529.56 $138,447.14 8023 $106,186.96 $169,899.14
PARKS & RECREATION DIRECTOR PARKS & RECREATION DIRECTOR 8033 $105,177.02 $168,283.70 8026 $122,924.68 $196,679.49
PARKS HEAVY EQUIPMENT OPERATOR PARKS HEAVY EQUIPMENT OPERATOR 8012 $37,752.52 $60,403.98 8006 $46,329.02 $74,126.43
PARKS MANAGER PARKS MANAGER 8020 $55,777.80 $89,244.22 8013 $65,189.58 $104,303.34
PARKS SERVICE FOREMAN PARKS SERVICE SUPERVISOR I 8015 $43,703.40 $69,925.44 8008 $51,077.75 $81,724.39
PARKS SERVICE SUPERVISOR PARKS SERVICE SUPERVISOR II 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
PARKS SERVICE TECHNICIAN PARKS SERVICE TECHNICIAN I 8004 $33,277.83 $40,883.70 8001 $36,300.00 $58,080.00
SR PARKS SERVICE TECH PARKS SERVICE TECHNICIAN II 8010 $36,387.00 $54,788.50 8003 $40,020.75 $64,033.20
LEAD PARKS SERVICE TECH PARKS SERVICE TECHNICIAN III 8013 $39,640.38 $63,424.40 8005 $44,122.88 $70,596.60
PARKS SR DIV MANAGER PARKS SR DIV MANAGER 8026 $74,747.40 $119,595.84 8018 $83,200.26 $133,120.42
PAYROLL SVCS DIV MANAGER PAYROLL SVCS DIV MANAGER 8025 $71,188.00 $113,900.80 8017 $79,238.35 $126,781.36
PERSONNEL/PAYROLL TECH PAYROLL TECH I 8012 $37,752.52 $60,403.98 8006 $46,329.02 $74,126.43
PERSONNEL/PAYROLL TECH GF 75HR PAYROLL TECH I 75HR 7512 $35,392.99 $56,628.73 7506 $43,433.46 $69,493.53
SR PAYROLL TECH PAYROLL TECH II 8015 $43,703.40 $69,925.44 8009 $53,631.63 $85,810.61
SR PAYROLL TECH GF 75HR PAYROLL TECH II 75HR 7515 $40,971.94 $65,555.10 7509 $50,279.66 $80,447.45
SR PAYROLL TECH PTP PAYROLL TECH II PTP PT15 $43,703.40 $69,925.44 PP09 $53,631.63 $85,810.61
PLANNING &DEVELOPMENT ASST DIR PLAN & DEV ASST DIRECTOR 8030 $90,855.96 $145,369.64 8024 $111,496.31 $178,394.10
PLANNING&DEVELOPMENT DIRECTOR PLAN & DEV DIRECTOR 8033 $105,177.02 $168,283.70 8027 $129,070.92 $206,513.47
PLANNER PLANNER I 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
SR PLANNER PLANNER II 8023 $64,569.96 $103,311.52 8014 $68,449.06 $109,518.50
NEW CLASSIFICATION PLANNER III N/A N/A N/A 8016 $75,465.09 $120,744.15
PLANNING DIVISION MANAGER PLANNING DIVISION MANAGER 8027 $78,484.90 $125,575.84 8020 $91,728.29 $146,765.27
PLANS EXAMINER PLANS EXAMINER I 8019 $53,121.64 $84,994.52 8013 $65,189.58 $104,303.34
SR PLANS EXAMINER PLANS EXAMINER II 8022 $61,494.68 $98,391.80 8014 $68,449.06 $109,518.50
NEW CLASSIFICATION PLANS EXAMINER III N/A N/A N/A 8015 $71,871.52 $114,994.43
NEW CLASSIFICATION PLANS EXAMINER IV N/A N/A N/A 8016 $75,465.09 $120,744.15
PLUMBER PLUMBER 8016 $45,888.44 $73,421.66 8009 $53,631.63 $85,810.61
POLICE CADET POLICE CADET Contract $40,102.40 $40,102.40 CADET $50,003.20 $50,003.20
POLICE CHIEF POLICE CHIEF 8037 $127,843.56 $204,549.80 8031 $156,886.51 $251,018.41
POLICE COMMUNICATIONS ASST MGR POLICE COMMUNICATIONS ASST MGR 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
POLICE COMMUNICATIONS DIV MGR POLICE COMMUNICATIONS DIV MGR 8026 $74,747.40 $119,595.84 8018 $83,200.26 $133,120.42
POLICE DEPUTY CHIEF POLICE DEPUTY CHIEF 8035 $115,957.92 $185,532.62 8029 $142,300.69 $227,681.10
POLICE LIEUTENANT POLICE LIEUTENANT PA20 $103,230.66 $130,670.02 P5 $122,000.00 $146,400.00
POLICE MAJOR POLICE MAJOR 8033 $105,177.02 $168,283.70 8027 $129,070.92 $206,513.47
POLICE OFFICE SPEC GF 75HR POLICE OFFICE SPEC GF 75HR 7509 $33,608.74 $48,918.19 7503 $37,519.45 $60,031.13







POLICE OFFICE SPECIALIST POLICE OFFICE SPECIALIST 8009 $35,849.32 $52,179.40 8003 $40,020.75 $64,033.20
POLICE OFFICER POLICE OFFICER PD56 $59,441.46 $88,031.06 P3 $68,000.00 $102,000.00
POLICE PROGRAMMING SPEC POLICE PROG SPECIALIST 8016 $45,888.44 $73,421.66 8008 $51,077.75 $81,724.39
POLICE PROPERTY CLERK POLICE PROPERTY CLERK 8008 $35,319.96 $49,694.84 8003 $40,020.75 $64,033.20
POLICE PROPERTY SUPV POLICE PROPERTY SUPV 8016 $45,888.44 $73,421.66 8009 $53,631.63 $85,810.61
POLICE RECORDS DIVISION MGR POLICE RECORDS DIV MANAGER 8025 $71,188.00 $113,900.80 8017 $79,238.35 $126,781.36
POLICE RECORDS SPEC GF 75HR POLICE RECORDS SPEC GF 75HR 7511 $34,624.69 $53,932.13 7507 $45,605.13 $72,968.21
POLICE RECORDS SPECIALIST POLICE RECORDS SPECIALIST 8011 $36,933.00 $57,527.60 8007 $48,645.47 $77,832.75
POLICE REPORT REVIEWER PTP POLICE REPORT REVIEWER PTP PT17 $48,182.68 $77,092.60 PP10 $56,313.21 $90,101.14
POLICE SAFETY OFFICER PTP POLICE SAFETY OFFICER PTP PT56 $59,441.46 $88,031.06 P3 $68,000.00 $102,000.00
POLICE SERGEANT POLICE SERGEANT PA10 $81,155.88 $106,795.00 P4 $104,000.00 $124,800.00
POLICE SERVICE TECH POLICE SERVICE TECH PD44 $40,908.92 $60,548.80 P1 $45,000.00 $67,500.00
POLICE SERVICE TECH PTP POLICE SERVICE TECH PTP PT44 $40,908.92 $60,548.80 P1 $45,000.00 $67,500.00
POLICE SERVICE TECH SUPV POLICE SERVICE TECH SUPV PD50 $46,906.60 $69,425.98 P2 $50,000.00 $75,000.00
POLICE SOCIAL SERVICES SPEC POLICE SOCIAL SERVICES SPEC 8018 $50,592.10 $80,947.10 8010 $56,313.21 $90,101.14
POLICE TELECOMMUNICATOR POLICE TELECOMMUNICATOR I 8014 $41,622.36 $66,595.62 8008 $51,077.75 $81,724.39
SR POLICE TELECOMMUNICATOR POLICE TELECOMMUNICATOR II 8016 $45,888.44 $73,421.66 8010 $56,313.21 $90,101.14
POLICE TELECOMMUNICATOR SUPV POLICE TELECOMMUNICATOR SUPV 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
POOL LIFEGUARD POOL LIFEGUARD 8005 $33,776.86 $42,928.08 8001 $36,300.00 $58,080.00
POOL LIFEGUARD PTP POOL LIFEGUARD PTP PT05 $33,776.86 $42,928.08 PP01 $36,300.00 $58,080.00
PROCUREMENT ANALYST PROCUREMENT ANALYST I 8017 $48,182.68 $77,092.60 8011 $59,128.87 $94,606.20
SR PROCUREMENT ANALYST PROCUREMENT ANALYST II 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
PROCUREMENT DIV MANAGER PROCUREMENT DIV MANAGER 8027 $78,484.90 $125,575.84 8020 $91,728.29 $146,765.27
NEW CLASSIFICATION PROFESSIONAL SURVEYOR & MAPPER N/A N/A N/A 8021 $96,314.71 $154,103.53
PROGRAM SR DIVISION MANAGER PROGRAM SR DIVISION MANAGER 8025 $71,188.00 $113,900.80 8017 $79,238.35 $126,781.36
PROJECT MANAGER PROJECT MANAGER 8023 $64,569.96 $103,311.52 8016 $75,465.09 $120,744.15
PUBLIC COMMUNICATIONS DIR PUBLIC COMM DIRECTOR 8032 $100,168.90 $160,269.72 8026 $122,924.68 $196,679.49
PUBLIC INFORMATION COORDINATOR PUBLIC INFO COORDINATOR I 8018 $50,592.10 $80,947.10 8010 $56,313.21 $90,101.14
SR PUBLIC INFO COORDINATOR PUBLIC INFO COORDINATOR II 8021 $58,566.82 $93,706.60 8013 $65,189.58 $104,303.34
PUBLIC SAFETY INFO OFFICER PUBLIC SAFETY INFO OFFICER 8025 $71,188.00 $113,900.80 8020 $91,728.29 $146,765.27
PUBLIC UTILITIES ASST DIR PUBLIC UTILITIES ASST DIRECTOR 8031 $95,398.68 $152,638.20 8024 $111,496.31 $178,394.10
PUBLIC UTILITIES ASST MANAGER PUBLIC UTILITIES ASST MANAGER 8025 $71,188.00 $113,900.80 8017 $79,238.35 $126,781.36
PUBLIC UTILITIES DIRECTOR PUBLIC UTILITIES DIRECTOR 8035 $115,957.92 $185,532.62 8027 $129,070.92 $206,513.47
PU INFRASTRUCTUR MAINT DIV MGR PUBLIC UTILITIES DIV MANAGER 8028 $82,409.08 $131,854.58 8021 $96,314.71 $154,103.53
WASTEWATER ENVIRON TECH DIV MG PUBLIC UTILITIES DIV MANAGER 8028 $82,409.08 $131,854.58 8021 $96,314.71 $154,103.53
WATER & SEWER INFRA DIV MGR PUBLIC UTILITIES DIV MANAGER 8028 $82,409.08 $131,854.58 8021 $96,314.71 $154,103.53
WATER PRODUCTION DIV MGR PUBLIC UTILITIES DIV MANAGER 8028 $82,409.08 $131,854.58 8021 $96,314.71 $154,103.53
PUBLIC WORKS ASST DIRECTOR PUBLIC WORKS ASST DIRECTOR 8030 $90,855.96 $145,369.64 8024 $111,496.31 $178,394.10
PUBLIC WORKS DIRECTOR PUBLIC WORKS DIRECTOR 8034 $110,436.04 $176,697.56 8027 $129,070.92 $206,513.47
RADIO COMMUNICATIONS SPEC RADIO COMMUNICATIONS SPEC 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
RADIO DIV MANAGER RADIO DIV MANAGER 8026 $74,747.40 $119,595.84 8016 $75,465.09 $120,744.15
REAL ESTATE SERVICES COORD REAL ESTATE COORDINATOR I 8020 $55,777.80 $89,244.22 8012 $62,085.32 $99,336.51
SR REAL ESTATE COORDINATOR REAL ESTATE COORDINATOR II 8022 $61,494.68 $98,391.80 8015 $71,871.52 $114,994.43
NEW CLASSIFICATION REAL ESTATE COORDINATOR III N/A N/A N/A 8017 $79,238.35 $126,781.36
REC FACILITIES SUPP CUSTODIAN REC FACILITIES SUPP CUSTODIAN 8009 $35,849.32 $52,179.40 8002 $38,115.00 $60,984.00
RECREATION CENTER MANAGER RECREATION CENTER MANAGER 8021 $58,566.82 $93,706.60 8013 $65,189.58 $104,303.34
RECREATION COORDINATOR RECREATION COORDINATOR I 8012 $37,752.52 $60,403.98 8005 $44,122.88 $70,596.60
SR RECREATION COORDINATOR RECREATION COORDINATOR II 8013 $39,640.38 $63,424.40 8007 $48,645.47 $77,832.75
RECREATION DIV MANAGER RECREATION DIV MANAGER 8026 $74,747.40 $119,595.84 8018 $83,200.26 $133,120.42
RECREATION LEADER RECREATION LEADER I 8005 $33,776.86 $42,928.08 8001 $36,300.00 $58,080.00
RECREATION LEADER PTP RECREATION LEADER I PTP PT05 $33,776.86 $42,928.08 PP01 $36,300.00 $58,080.00
SR RECREATION LEADER RECREATION LEADER II 8010 $36,387.00 $54,788.50 8003 $40,020.75 $64,033.20
SR RECREATION LEADER PTP RECREATION LEADER II PTP PT10 $36,387.00 $54,788.50 PP03 $40,020.75 $64,033.20
SR RECREATION LEADER PTP RECREATION LEADER II PTP PT10 $36,387.00 $54,788.50 PP03 $40,020.75 $64,033.20
RECREATION MANAGER RECREATION MANAGER 8024 $67,798.12 $108,476.94 8016 $75,465.09 $120,744.15
RECREATION SPECIALIST RECREATION SPECIALIST 8017 $48,182.68 $77,092.60 8009 $53,631.63 $85,810.61
RECREATION SUPERVISOR RECREATION SUPERVISOR 8018 $50,592.10 $80,947.10 8011 $59,128.87 $94,606.20
RIGHT OF WAY DIV MANAGER RIGHT OF WAY DIVISION MANAGER 8026 $74,747.40 $119,595.84 8018 $83,200.26 $133,120.42
RISK DIV MANAGER RISK DIV MANAGER 8028 $82,409.08 $131,854.58 8020 $91,728.29 $146,765.27
RISK MANAGEMENT SPECIALIST RISK MANAGEMENT SPECIALIST I 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
SR RISK MANAGEMENT SPECIALIST RISK MANAGEMENT SPECIALIST II 8021 $58,566.82 $93,706.60 8014 $68,449.06 $109,518.50
SAFETY & TRAINING COORDINATOR SAFETY & TRAINING COORDINATOR 8025 $71,188.00 $113,900.80 8014 $68,449.06 $109,518.50
SAMPLING TECHNICIAN SAMPLING TECHNICIAN 8015 $43,703.40 $69,925.44 8007 $48,645.47 $77,832.75
SCADA SPECIALIST SCADA SPECIALIST 8020 $55,777.80 $89,244.22 8015 $71,871.52 $114,994.43
SCHOOL CROSSING GUARD COORD SCHOOL CROSSING GUARD COORD 8010 $36,387.00 $54,788.50 8005 $44,122.88 $70,596.60
SCHOOL CROSSING GUARD VAR PTT SCHOOL CROSSING GUARD VAR PTT HOURLY N/A  N/A PT01 $36,300.00 $36,300.00
SENIOR ASSISTANT CITY ATTORNEY SENIOR ASSISTANT CITY ATTORNEY 8032 $100,168.90 $160,269.72 8024 $111,496.31 $178,394.10
SR AUDITOR SENIOR AUDITOR 8023 $64,569.96 $103,311.52 8016 $75,465.09 $120,744.15
SR BUDGET ANALYST SENIOR BUDGET ANALYST 8022 $61,494.68 $98,391.80 8016 $75,465.09 $120,744.15
SR PENSION PAYROLL ANALYST SENIOR PENSION ANALYST 8021 $58,566.82 $93,706.60 8013 $65,189.58 $104,303.34
SKILLED TRADESWORKER SKILLED TRADESWORKER I 8011 $36,933.00 $57,527.60 8004 $42,021.79 $67,234.86
NEW CLASSIFICATION SKILLED TRADESWORKER II N/A N/A  N/A 8007 $48,645.47 $77,832.75
NEW CLASSIFICATION SKILLED TRADESWORKER III N/A N/A  N/A 8009 $53,631.63 $85,810.61
SOLID WASTE ACCOUNTS COORD SOLID WASTE ACCOUNTS COORD 8012 $37,752.52 $60,403.98 8004 $42,021.79 $67,234.86
SOLID WASTE ASSISTANT MANAGER SOLID WASTE ASSISTANT MANAGER 8021 $58,566.82 $93,706.60 8013 $65,189.58 $104,303.34
SOLID WASTE BOOM CRANE OPER SOLID WASTE BOOM CRANE OPER 8012 $37,752.52 $60,403.98 8004 $42,021.79 $67,234.86
SOLID WASTE DIRECTOR SOLID WASTE DIRECTOR 8032 $100,168.90 $160,269.72 8026 $122,924.68 $196,679.49
SOLID WASTE EQUIPMENT OPER SOLID WASTE EQUIPMENT OPER 8013 $39,640.38 $63,424.40 8004 $42,021.79 $67,234.86
SOLID WASTE MANAGER SOLID WASTE MANAGER 8024 $67,798.12 $108,476.94 8017 $79,238.35 $126,781.36
SOLID WASTE OPERATIONS SUPV SOLID WASTE OPS SUPERVISOR 8019 $53,121.64 $84,994.52 8011 $59,128.87 $94,606.20
SOLID WASTE SPECIALIST SOLID WASTE SPECIALIST 8017 $48,182.68 $77,092.60 8010 $56,313.21 $90,101.14
SOLID WASTE SERVICE FOREMAN SOLID WASTE SVC SUPERVISOR I 8015 $43,703.40 $69,925.44 8008 $51,077.75 $81,724.39
SOLID WASTE SUPERVISOR SOLID WASTE SVC SUPERVISOR II 8019 $53,121.64 $84,994.52 8011 $59,128.87 $94,606.20
SOLID WASTE TECHNICAL OPER SOLID WASTE TECHNICAL OPER 8011 $36,933.00 $57,527.60 8004 $42,021.79 $67,234.86
SOLID WASTE WORKER SOLID WASTE WORKER I 8006 $34,283.60 $45,074.38 8001 $36,300.00 $58,080.00
SR SOLID WASTE WORKER SOLID WASTE WORKER II 8010 $36,387.00 $54,788.50 8003 $40,020.75 $64,033.20
STAFF ASSISTANT STAFF ASSISTANT I 8007 $34,797.62 $47,328.06 8003 $40,020.75 $64,033.20
STAFF ASSISTANT GF 75HR STAFF ASSISTANT I GF 75HR 7507 $32,622.77 $44,370.06 7503 $37,519.45 $60,031.13
STAFF ASSISTANT PTP STAFF ASSISTANT I PTP PT07 $34,797.62 $47,328.06 PP03 $40,020.75 $64,033.20
STAFF ASSISTANT PTT STAFF ASSISTANT I PTT HOURLY N/A  N/A PT03 $40,020.75 $40,020.75
SR STAFF ASSISTANT STAFF ASSISTANT II 8013 $39,640.38 $63,424.40 8006 $46,329.02 $74,126.43
SR STAFF ASSISTANT GF 75HR STAFF ASSISTANT II 75HR 7513 $37,162.86 $59,460.38 7506 $43,433.46 $69,493.53
SR STAFF ASST PTP 75HR-ATTY STAFF ASSISTANT II PTP PT11 $36,933.00 $57,527.60 PP06 $46,329.02 $74,126.43
STORESKEEPER STORESKEEPER 8010 $36,387.00 $54,788.50 8003 $40,020.75 $64,033.20
STORMWATER ASSISTANT MANAGER STORMWATER ASSISTANT MANAGER 8023 $64,569.96 $103,311.52 8015 $71,871.52 $114,994.43
STORMWATER HEAVY EQUIP OPER STORMWATER HEAVY EQUIP OPER 8012 $37,752.52 $60,403.98 8006 $46,329.02 $74,126.43
STORMWATER MAINT DIV MGR STORMWATER MAINT DIV MGR 8027 $78,484.90 $125,575.84 8020 $91,728.29 $146,765.27
STORMWATER FOREMAN STORMWATER SUPERVISOR I 8016 $45,888.44 $73,421.66 8009 $53,631.63 $85,810.61
STORMWATER SUPERVISOR STORMWATER SUPERVISOR II 8020 $55,777.80 $89,244.22 8013 $65,189.58 $104,303.34







STORMWATER TECHNICIAN STORMWATER TECHNICIAN I 8008 $35,319.96 $49,694.84 8004 $42,021.79 $67,234.86
SR STORMWATER TECHNICIAN STORMWATER TECHNICIAN II 8012 $37,752.52 $60,403.98 8006 $46,329.02 $74,126.43
LEAD STORMWATER TECHNICIAN STORMWATER TECHNICIAN III 8014 $41,622.36 $66,595.62 8008 $51,077.75 $81,724.39
STREET SWEEPER OPER STREET SWEEPER OPER 8012 $37,752.52 $60,403.98 8005 $44,122.88 $70,596.60
STREETS & SIDEWALKS SUPERVISOR STREETS & SIDEWALKS SUPERVISOR 8018 $50,592.10 $80,947.10 8011 $59,128.87 $94,606.20
STREETS & SIDEWALKS TECH STREETS & SIDEWALKS TECHNICIAN I 8008 $35,319.96 $49,694.84 8004 $42,021.79 $67,234.86
SR STREETS & SIDEWALKS TECH STREETS & SIDEWALKS TECHNICIAN II 8012 $37,752.52 $60,403.98 8006 $46,329.02 $74,126.43
LEAD STREETS & SIDEWALKS TECH STREETS & SIDEWALKS TECHNICIAN III 8015 $43,703.40 $69,925.44 8008 $51,077.75 $81,724.39
STUDENT INTERN HRLY PTT STUDENT INTERN HRLY PTT INTERN N/A  N/A INTERN $2,880.00 $3,600.00
SURVEY ASSISTANT SURVEY ASSISTANT I 8007 $34,797.62 $47,328.06 8003 $40,020.75 $64,033.20
SR SURVEY ASSISTANT SURVEY ASSISTANT II 8012 $37,752.52 $60,403.98 8005 $44,122.88 $70,596.60
SURVEY CREW LEADER SURVEY CREW LEADER 8015 $43,703.40 $69,925.44 8008 $51,077.75 $81,724.39
SUSTAINABILITY DIV MANAGER SUSTAINABILITY DIVISION MANAGER 8024 $67,798.12 $108,476.94 8017 $79,238.35 $126,781.36
SUSTAINABILITY SPECIALIST SUSTAINABILITY SPECIALIST 8017 $48,182.68 $77,092.60 8012 $62,085.32 $99,336.51
SYSTEMS PROGRAMMER SYSTEMS PROGRAMMER I 8022 $61,494.68 $98,391.80 8016 $75,465.09 $120,744.15
SR SYSTEMS PROGRAMMER SYSTEMS PROGRAMMER II 8025 $71,188.00 $113,900.80 8018 $83,200.26 $133,120.42
NEW CLASSIFICATION SYSTEMS PROGRAMMER III N/A N/A N/A 8019 $87,360.28 $139,776.45
TRAFFIC ENGINEERING ANALYST - VACANT TRAFFIC ENGINEERING ANALYST 8019 $53,121.64 $84,994.52 8011 $59,128.87 $94,606.20
TRAFFIC ENGINEERING ASST - VACANT TRAFFIC ENGINEERING ASSISTANT 8012 $37,752.52 $60,403.98 8004 $42,021.79 $67,234.86
TRAFFIC ENGINEERING DIV MGR TRAFFIC ENGINEERING DIV MGR 8029 $86,529.56 $138,447.14 8022 $101,130.44 $161,808.71
TRAFFIC OPERATIONS SUPERVISOR TRAFFIC OPERATIONS SUPERVISOR 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
TRAFFIC SIGN & MARKING TECH TRAFFIC SIGN & MARKING TECH I 8012 $37,752.52 $60,403.98 8005 $44,122.88 $70,596.60
NEW CLASSIFICATION TRAFFIC SIGN & MARKING TECH II N/A N/A N/A 8008 $51,077.75 $81,724.39
TRAFFIC SIGNAL SYS SUPERVISOR TRAFFIC SIGNAL SYS SUPERVISOR 8024 $67,798.12 $108,476.94 8016 $75,465.09 $120,744.15
TRAFFIC SIGNAL TECH TRAFFIC SIGNAL TECH I 8014 $41,622.36 $66,595.62 8008 $51,077.75 $81,724.39
NEW CLASSIFICATION TRAFFIC SIGNAL TECH II N/A N/A N/A 8010 $56,313.21 $90,101.14
NEW CLASSIFICATION TRAFFIC SIGNAL TECH III N/A N/A N/A 8011 $59,128.87 $94,606.20
TRANSFER STATION/SCALES OPER TRANSFER STATION/SCALES OPER 8011 $36,933.00 $57,527.60 8004 $42,021.79 $67,234.86
SENIOR PLANNER - TRANSPORTATION TRANSPORTATION PLANNER 8024 $67,798.12 $108,476.94 8019 $87,360.28 $139,776.45
TREE TRIMMER TREE TRIMMER 8008 $35,319.96 $49,694.84 8003 $40,020.75 $64,033.20
UTILITIES ELECTRONICS TECH UTILITIES ELECTRONICS TECH 8016 $45,888.44 $73,421.66 8009 $53,631.63 $85,810.61
UTILITIES LEAD MECHANIC UTILITIES LEAD MECHANIC 8016 $45,888.44 $73,421.66 8010 $56,313.21 $90,101.14
UTILITIES MAINTENANCE FOREMAN UTILITIES MAINTENANCE SUPERVISOR I 8018 $50,592.10 $80,947.10 8013 $65,189.58 $104,303.34
UTILITIES MAINTENANCE SUPERVSR UTILITIES MAINTENANCE SUPERVISOR II 8021 $58,566.82 $93,706.60 8015 $71,871.52 $114,994.43
UTILITIES MECHANIC UTILITIES MECHANIC 8014 $41,622.36 $66,595.62 8007 $48,645.47 $77,832.75
UTILITY DISPATCHER UTILITY DISPATCHER I 8007 $34,797.62 $47,328.06 8002 $38,115.00 $60,984.00
SR UTILITY DISPATCHER UTILITY DISPATCHER II 8009 $35,849.32 $52,179.40 8003 $40,020.75 $64,033.20
VAIRABLE WASTEWATER TREATMENT PLANT OPERATOR B PTT VAIRABLE WASTEWATER TREATMENT PLANT OPERATOR B PTT HOURLY N/A  N/A PT10 $56,313.21 $56,313.21
VAIRABLE WASTEWATER TREATMENT PLANT OPERATOR C PTT VAIRABLE WASTEWATER TREATMENT PLANT OPERATOR C PTT HOURLY N/A  N/A PT08 $51,077.75 $51,077.75
VAR BEACH LIFEGUARD PTT VAR BEACH LIFEGUARD I PTT HOURLY N/A  N/A PT02 $38,115.00 $38,115.00
VAR SR BEACH LIFEGUARD PTT VAR BEACH LIFEGUARD II PTT HOURLY N/A  N/A PT04 $42,021.79 $42,021.79
VAR CITY CLERK SPECIALIST PTT VAR CITY CLERK SPECIALIST PTT HOURLY N/A  N/A PT06 $46,329.02 $46,329.02
CUSTOMER SVC SPEC PTT VAR CUSTOMER SVC SPEC PTT PT11 $36,933.00 $57,527.60 PT04 $42,021.79 $42,021.79
VAR GENERAL SUPPORT WORKER PTT VAR GENERAL SUPPORT WORKER PTT N/A N/A  N/A 8001 $36,300.00 $58,080.00
VAR LIBRARY ASSISTANT PTT VAR LIBRARY ASSISTANT I PTT HOURLY N/A  N/A PT02 $38,115.00 $38,115.00
VAR MARINE FAC OPER PTT VAR MARINE FAC OPER PTT HOURLY N/A  N/A PT02 $38,115.00 $38,115.00
VAR POLICE AIDE PTT VAR POLICE AIDE PTT HOURLY N/A  N/A PT02 $38,115.00 $38,115.00
VAR POOL LIFEGUARD PTT VAR POOL LIFEGUARD PTT HOURLY N/A  N/A PT01 $36,300.00 $36,300.00
VAR REC LEADER PTT VAR REC LEADER I PTT HOURLY N/A  N/A PT01 $36,300.00 $36,300.00
VAR WSTWTR TRTMNT PL OP A PTT VAR WSTWTR TRTMNT PL OP A PTT HOURLY N/A  N/A PT12 $62,085.32 $62,085.32
VAR WSTWTR TRTMT PL OP TRN PTT VAR WSTWTR TRTMT PL OP TRN PTT HOURLY N/A  N/A PT03 $40,020.75 $40,020.75
VARIABLE INSTRUCTOR PTT VARIABLE INSTRUCTOR PTT HOURLY N/A  N/A PT00 $24,960.00 $24,960.00
WAREHOUSE SUPV WAREHOUSE SUPERVISOR 8016 $45,888.44 $73,421.66 8008 $51,077.75 $81,724.39
PUB UTIL WSTWTR COLLEC FOREMAN WASTEWATER COLL SUPERVISOR I 8018 $50,592.10 $80,947.10 8013 $65,189.58 $104,303.34
PUB UTIL WSTWTR COLLEC SUPV WASTEWATER COLL SUPERVISOR II 8021 $58,566.82 $93,706.60 8015 $71,871.52 $114,994.43
WASTEWATER COLLECTIONS TECH WASTEWATER COLL TECH I 8008 $35,319.96 $49,694.84 8003 $40,020.75 $64,033.20
SR WASTEWATER COLLECTIONS TECH WASTEWATER COLL TECH II 8014 $41,622.36 $66,595.62 8008 $51,077.75 $81,724.39
LD WASTEWATER COLLECTIONS TECH WASTEWATER COLL TECH III 8016 $45,888.44 $73,421.66 8010 $56,313.21 $90,101.14
WASTEWATER TREATMENT PLANT CHIEF OPERATOR WASTEWATER TREATMENT PLANT CHIEF OPERATOR 8022 $61,494.68 $98,391.80 8015 $71,871.52 $114,994.43
WATER DISTR OPER TRAINEE WATER DISTR OPER TRAINEE 8008 $35,319.96 $49,694.84 8003 $40,020.75 $64,033.20
WATER DISTRIBUTION OPER WATER DISTRIBUTION OPER 8013 $39,640.38 $63,424.40 8008 $51,077.75 $81,724.39
WATER DISTRIBUTION OPER LD LEAD WATER DISTRIBUTION OPER 8016 $45,888.44 $73,421.66 8011 $59,128.87 $94,606.20
WATER DISTRIBUTION FOREMAN WATER DISTRIBUTION SUPERVISOR I 8018 $50,592.10 $80,947.10 8013 $65,189.58 $104,303.34
WATER DISTRIBUTION SUPERVISOR WATER DISTRIBUTION SUPERVISOR II 8021 $58,566.82 $93,706.60 8015 $71,871.52 $114,994.43
WATER PLANT OPER A WATER PLANT OPER A 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
WATER PLANT OPER B WATER PLANT OPER B 8016 $45,888.44 $73,421.66 8010 $56,313.21 $90,101.14
WATER PLANT OPER C WATER PLANT OPER C 8014 $41,622.36 $66,595.62 8008 $51,077.75 $81,724.39
WATER PLANT OPERATOR TRAINEE WATER PLANT OPERATOR TRAINEE 8008 $35,319.96 $49,694.84 8003 $40,020.75 $64,033.20
WATER QUALITY TECHNICIAN WATER QUALITY TECHNICIAN 8014 $41,622.36 $66,595.62 8008 $51,077.75 $81,724.39
WELDER/MANUFACTURER WELDER/MANUFACTURER 8013 $39,640.38 $63,424.40 8005 $44,122.88 $70,596.60
WSTWTR TRTMNT PLANT OPER A WSTWTR TRTMNT PLANT OPER A 8018 $50,592.10 $80,947.10 8012 $62,085.32 $99,336.51
WSTWTR TRTMNT PLANT OPER B WSTWTR TRTMNT PLANT OPER B 8016 $45,888.44 $73,421.66 8010 $56,313.21 $90,101.14
WSTWTR TRTMNT PLANT OPER C WSTWTR TRTMNT PLANT OPER C 8014 $41,622.36 $66,595.62 8008 $51,077.75 $81,724.39
WSTWTR TRTMNT PLANT OPER TRN WSTWTR TRTMNT PLANT OPER TRN 8008 $35,319.96 $49,694.84 8003 $40,020.75 $64,033.20
WATER TRTMNT PLANT CHIEF OP WTR/WSTWTR TRMT PLANT CHIEF OP 8022 $61,494.68 $98,391.80 8015 $71,871.52 $114,994.43
WSTWTR TRTMNT PLANT CHIEF OP WTR/WSTWTR TRMT PLANT CHIEF OP 8022 $61,494.68 $98,391.80 8015 $71,871.52 $114,994.43
WTR/WSTWTR TRMT PLANT CHIEF OP WTR/WSTWTR TRMT PLANT CHIEF OP 8022 $61,494.68 $98,391.80 8015 $71,871.52 $114,994.43







and policies from the City, to end, where they presented to our City Council their
recommendations, was around 9 months.
Can you provide a sample of the completed project? We don’t need job descriptions if that is
all they performed. I have attached the final report as well as the recommendations made for
our job classifications.
How much of the process was face to face/remote? At the beginning of the process,
Evergreen came in person to have an orientation and focus groups with our employees. The
orientation was to introduce themselves to employees and provide an overview of the project
and focus groups were used to get feedback from employees regarding why they chose and
continue to work for the City of Clearwater, what they like about the City, and what are things
the City can improve on. Everything else was remote and our consultant from Evergreen was
available to answer any questions or concerns via email or over teams.   
Did they offer a compression plan? If so was it multi-year? They provided a compression
analysis, which is in their final report.  
Did they offer a maintenance program or review after a year? They did not offer a
maintenance program, but they gave us a tool to help us reevaluate our job classifications
next time we want to do a study internally.

Was it included in the contract or offered as an hourly rate post contract? The tools
were included in the contract.

 
Let me know if you have any other questions.
 
Have a Great Day,
 
Robert Green
Human Resources Analyst II, SHRM-CP
Compensation & Classification and Labor Relations 
City of Clearwater
Phone: 727-444-8105

From: Powers, Megan <MPowers@madeirabeachfl.gov>
Sent: Friday, February 23, 2024 1:41 PM
To: Ryals, Chrystal <Chrystal.Ryals@MyClearwater.com>
Subject: HR Comp & Classification Consultant Reference Check
 
CAUTION: This email originated from outside of the City of Clearwater. Do not click links or open attachments
unless you recognize the sender and know the content is safe.
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Good Afternoon,
 
I am hoping you can help me out or point me in the right direction. We just opened
some bids for our upcoming Comp and Classification study. A couple of the
consultants listed Clearwater as a reference and we hoping you could answer a few
questions for us.
 
Consultant:

Gehring Group
Evergreen Solutions

 
Questions:

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

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

 
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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'Please be advised that coverage may not be bound or altered by email correspondence. This message
originates from Gehring Group. This email message and all attachments may contain legally privileged
and confidential information intended solely for the use of the addressee. If you are not the intended
recipient, you should immediately stop reading this message and delete it from your system. Any
unauthorized reading, distribution, copying, or other use of this message or its attachments is strictly
prohibited. All personal messages express solely the sender's views and not those of Gehring Group.
This message may not be copied or distributed without this disclaimer. Although this email and any
attachments are believed to be free of any virus or other defect that might affect any computer system
into which it is received and opened, it is the responsibility of the recipient to ensure that it is virus free
and no responsibility is accepted by Gehring Group or any loss or damage arising in any way from its
use. If you received this message in error, please notify us immediately at (561) 626-6797.'

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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From: Powers, Megan
To: Lara Hooley; VanBlargan, Clara
Subject: FW: HR Comp & Classification Consultant Reference Check
Date: Thursday, March 14, 2024 3:19:32 PM
Attachments: image002.png

image003.png
R-Classification Compensation and Benefits Study pdf (2).pdf

Here is another one 
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

 
From: Stephanie Lucas <slucas@gulfbreezefl.gov> 
Sent: Wednesday, March 13, 2024 3:38 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.

Good afternoon, Megan.  Please see my responses below in red.  I am happy to answer any
additional questions.
 
Sincerely,
 

 
 

163

Item 6F.

mailto:mpowers@madeirabeachfl.gov
mailto:LHooley@madeirabeachfl.gov
mailto:cvanblargan@madeirabeachfl.gov
file:////c/www.Madeirabeachfl.gov





 
 
 


  
 
 
 
    Classification, Compensation, and Benefits Study 
 
  
 
 City of Gulf Breeze 
  
 


2019 
 


 
 


 
 
 


 
  
 
 220 Jamaica Drive Cocoa Beach, Florida  32931 
 (321) 783-9552; Fax (321) 613-3962 
 E-mail: Lbunting@codyassociates.org 







 
 


      Cody & Associates, Inc. 
 MANAGEMENT CONSULTANTS 
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July 1, 2019 
 
 
Ms. Samantha Abell 
City of Gulf Breeze 
P.O. Box 640 
Gulf Breeze, FL 32562-0640 
 
 
Dear Ms. Abell,  
 
 
We have completed our assignment and are submitting our report for the Classification, Compensation, 
and Benefits Study for all positions in the service of the City of Gulf Breeze.  
 
This report has been prepared as an accounting of our assignment and to record our approach.  The 
recommendations and comments in the report reflect our objective appraisal based on analysis and 
discussion to the extent possible within the scope of the assignment. 
 
Our objective was to develop a Comprehensive Pay Plan that is equitable to both the employees and to 
the City. 
 
We appreciate this opportunity to be of service to you and express our thanks for the cooperation and 
courtesy which was extended to us by your staff during the Study. 
 
 
 
Respectfully submitted, 
 
 


 
 
Linda Bunting 
President 
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 INTRODUCTION 


 


 
This report, on the Study of the Salaries and Benefits for the City of Gulf Breeze, contains details of all 


elements of the Study.  In preparing this report, Cody & Associates, Inc. has used its best efforts and has 


taken reasonable care.  To an extent, the report relies on information and data received from third parties 


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


 


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


basis of this report.  The information and opinions expressed in this report have significance only within the 


context of the entire report.  No parts of this report should be used or relied upon outside of that context. 


 


This Study is not an end in and of itself, but rather a vital component in the City of Gulf Breeze’s overall 


management program.  The most effectual management system will require regular fine-tuning and 


refinement post implementation. 


 


These ongoing adjustments should reflect any recent changes in the labor market place in order to maintain 


a current and equitable classification system and pay plan.  
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STUDY ASSIGNMENT AND OBJECTIVES 


 


 
The City of Gulf Breeze, Florida, retained the services of Cody & Associates, Inc. to conduct a Classification 


and Compensation Study for all positions under their jurisdiction. 


 


In  establishing said Position Classification and Pay Plan, we concentrated on the following key objectives: 


 


 Formulating a Pay Plan that will assist in reducing turnover costs and promote careers within 


the City. 


 Designing a Pay Plan that will attract qualified personnel to render the services that the City 


provides. 


 Establishing equitable classifications.  


 Establishing competitive salary ranges with the goal being salaries based on the median of the 


target data set.  


 Establishing equitable relationships of one job to another within the workforce (equal pay for 


equal work) and relieve compression between pay grades and classifications. 


 To ensure fair and equal compensation opportunities for equal contributions to the effective 


operations in the City. 


 Designing current Salary Ranges which are competitive with reasonably similar positions  


reflecting the labor market where the City sources employee recruits  and which are consistent 


with the economic conditions in Santa Rosa County. 


• Our target goal in setting salaries was based on the median of the data collected.  


 


 


To achieve these objectives, we divided the assignment into four (4) major segments: 


 


• Obtain salary and benefit information from the survey market 


• Analyze wage and benefit survey data collected for the City 


• Methods of Implementing Survey Results and Recommendations 


• Report Preparation  
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POSITION EVALUATION PHASE 


 


 


 


The Position Evaluation Phase of the Study included the following: 


 


 REVIEW OF POSITIONS 


 


The objective of this phase was to review all job descriptions and Position Description 


Questionnaires and to leverage this information to better ensure all positions are 


properly classified. In the classification phase of the study we looked at the following 


information: 


 


• Essential Functions 


• Education 


• Experience 


• Knowledge and Skill-sets Required 


 


 The above are all functions of the position, not the individual in the position.  


 


 TITLE CHANGES 


We recommended title changes on the following ten positions 


• Staff Assistant to Administrative Assistant 


• CAD Technician to CAAD Operator 


• Collection System Foreman to Collection System Supervisor 


• Construction Foreman to Construction Supervisor 


• Customer Service Specialist to Customer Service Representative 


• Natural Gas Foreman to Natural Gas Lead 


• Natural Gas Compliance Marketing Officer to Compliance and Special Projects 


Manager 
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• Park Foreman to Park Supervisor 


• Senior Service Worker to Service Worker III 


• Utility Billing Specialist to Account Specialist II 
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SALARY AND BENEFITS PHASE 


 


 
The Salary Phase of the Study included the following: 


 


 OBTAINMENT OF SALARY AND BENEFIT INFORMATION 
 


The Consultant’s objective during this salary phase was to analyze compensation of positions with 


the City in comparison to the local market. The labor market included is as follows:  City of Fort 


Walton Beach, City of Milton, City of Panama City Beach, City of Pensacola, Escambia County, 


Okaloosa County, Santa Rosa County, Santa Rosa Sheriff, ECUA, FPUA, GRU, Okaloosa Gas, 


City of Lauderdale by the Sea, City of St. Augustine Beach, Town of Surfside, and Village of 


Islamorada.  


We had all but one agency provide salary information and participation in the salary portion of the 


survey and 82% of the above named market for the benefits portion.  


 


 DEVELOPMENT OF THE SALARY SCHEDULES 
 


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


design an appropriate salary schedule and pay plan for all the positions involved. The salary survey 


was used as a guide in setting salaries, and internal relationships were a key component in setting 


said salaries.  


 
 GENERAL SALARY FINDINGS AND COMMENTS 


 
We found the employees of Gulf Breeze generally earned about 6% less than the average public 


employee for a similar sized organization. Once the plan is implemented, employees will earn the 


median rate for similar sized organizations. 


  


Current market data was leveraged at the time of the survey. All agencies were surveyed for this 


study and only the most current data was relied upon.   
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 BENEFITS SURVEY 
 


The results of the benefits survey are included in Enclosure 5. We found the benefits offered by 


Gulf Breeze to be comparable in a majority of the identified market. Gulf Breeze offered four 


different health insurance plan options. Our comparison looked at the most affordable of the four 


plans.  


 


If the City decides to pass along some of the health insurance costs to the employees, they should 


consider giving the employees an additional lump sum increase added to their base pay to offset 


this ongoing incurred expense.  
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COMPENSATION PLAN RECOMMENDATIONS 


 


 
 PURPOSE 


 


The Compensation Plan is intended to provide all employees with equitable and competitive pay 


relative to the pay received by other employees performing a similar role in the City and relative to 


rate provided to other employees within the survey market. 


 


 APPOINTMENT AND STARTING RATE GUIDELINES 
 


  The minimum rate for a position is the appointment (in-hiring) rate for a new employee.  This rate 


reflects the "market place" value of the position based upon the minimum qualifications needed to 


perform the work.  We are recommending the City adopt the minimums proposed as a result of our 


Study and that these minimums be established as the appointment rates.  That said, increased 


latitude and flexibility should be exercised when determining actual in-hiring rates for applicants in 


hard-to-fill, mission-critical and managerial positions as work experience and availability are key 


factors. We have found many agencies are finding it necessary to hire above the minimum for more 


positions as a result of the current market.  


 


Generally, appointments above the minimum salary would be authorized under circumstances 


including: 


 


• The applicants training, work experience or other qualifications exceed those required. Such 


position appointments may be approved by the City Manager or formal designee on an 


individual  basis at a rate of up to the mid-point of the range established for the position. 
 


 SALARY RANGES AND PROGRESSION 
 


• The Pay Plan consists of a Salary Schedule containing salary ranges, the compensation 


attached to the ranges, and a listing of the assignments of each class in the Classification 


Plan to a range in the Salary Schedule. 
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• An employee may receive a salary increase by one or more of the following:  performance 


salary advancement; across-the-board increase; cost of living; adjustments; promotion; 


reclassification;  pay range adjustment. 


 
 PAY GRADE ADJUSTMENTS  


 
It is important to consider pay compression, which occurs frequently   when  adjustments to pay 


ranges are made with every pay increase. That said, we are recommending that pay grades not be 


adjusted with every pay increase as you may unduly compress pay between new and longer 


service employees. 


 


 TRAINEE CATEGORY / SUCCESSION PLANNING 
 


If an applicant for a position does not meet the minimum qualifications but is otherwise qualified for 


the position, the department head may request the appointment as a "TRAINEE".  In such cases, 


the employee could be hired at a rate of five to ten percent (5%-10%) below the minimum salary 


until the minimum qualifications have been satisfied.   


 


The individual's probationary period should not begin until he/she has completed the trainee period.   


 


When an employee has the potential to fill a leadership role, but lacks all the skill this employee 


can be put into a success plan, and paid out of class and follow the same policy as the trainee 


category and be paid five to ten percent (5% - 10%) below the minimum salary of the new position. 


If the employee is currently already paid above this, then the employee shall stay where they are 


currently and receive an increase of five to ten percent (5% - 10%) upon completing the succession 


plan.   


 


This category is used to train people on-the-job who have the potential to do the work but lack some 


of the skills or experience needed.  The average time a person remains in a trainee category would 


be a minimum of six (6) months and a maximum of twenty-four (24) months.  This time period would 


depend upon the skills or experience required, based on individual cases, and when certification 


requirements are completed. 


 
 PROMOTIONS 


 
A promotion occurs when an employee is moved from a position in one class to another position in 
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an elevated class and has a higher maximum salary.  


 


The promoted employee should receive a salary increase to at least the minimum rate of the new 


pay range or 5% percent whichever is higher. An amount higher than minimum can be considered 


if the individual’s experience, skills, or qualifications merit a higher than minimum rate adjustment.  


 


In some situations, an employee who is promoted from a position which receives paid overtime to 


an exempt position which receives no paid overtime could experience an actual pay loss in his/her 


annual salary earnings.  In cases such as this, a higher promotional pay adjustment to compensate 


for the situation should be considered based on the average of the prior three years of overtime 


compensation. This should be added to the salary used to calculate the promotional increase.   


 


The first six (6) months of the promotion can be used by the supervisor to evaluate the performance 


of the employee and to ensure that the employee can satisfactorily perform the duties of the new 


position. At the end of this period, the employee’s supervisor will certify that the employee is 


satisfactorily performing his/her duties and the promotional increase discussed above remains 


instituted.    
 
 DEMOTIONS 


 
 If an employee is demoted for cause, the demotion will be a lesser job classification that may 


include a reduction in pay.  


 


 An employee receiving a demotion at their own request or due to inability to perform the work may 


be adjusted to a lower job classification. When a demotion of this nature occurs, there should be a 


reduction made in the employee’s pay.  Some circumstances may dictate, however, that the 


employee remains at the same pay level attained prior to the demotion.  This will be at the discretion 


of the City but in no case should this exceed the maximum rate of the lower pay range.  


 


 TRANSFERS 
 


An employee transferred to a position in the same classification or to a different position with the 


same pay grade should not be eligible for an increase.  


 


 An employee transferred to another position in a lower classification or grade shall be handled in 


accordance with the rule established for Demotions. 
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 SPECIAL ASSIGNMENT CATEGORY (SAC) 


 
This category can be used when an individual in a position is given an assignment(s) which 


encompasses duties and responsibilities of a different, advanced, and/or supervisory nature.  


These assignments are usually for a specified and limited period of time.  This type of assignment 


is of a temporary nature, can be rescinded unilaterally by the City and does not constitute a 


promotion. All assignments which extend beyond 30 work days must be approved by the City 


Manager.  A pay supplement may be given for the approved period of time.   


 


 POST-MAXIMUM INCENTIVE 
 


The maximums of the recommended pay ranges are the point where an employee's pay 


progression usually stops.  This marks the place where the "worth" of the position according to the 


market place and comparable jobs, has reached its limits.  However, we feel that some type of pay 


incentive past this maximum point is necessary to continue the productivity of the individual at an 


acceptable level.   


 


When the individual has reached the maximum of the pay range, he/she will be eligible for a 


performance type adjustment. This adjustment would not be added to the individual's base pay.  


The amount of the adjustment will be determined by the City Manager or his/her designee.  This 


type of arrangement has the effect of not compounding salary or fringe benefit costs and limits the 


overall short and long-term impact on the City.  Additionally, this will also help in the retention of 


productive long-term employees. 
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IMPLEMENTATION 
 


 


To implement the proposed Compensation Plan we recommend using one of the following 


implementation plans described below or a variation of B. Alternative B addresses salary compression 


issues.  


 


ALTERNATIVE A 


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


• Adjust the salaries of employees who fall below the minimum recommended to the minimum rate. 


• Freeze the pay rates of any employee presently being paid above the maximum for their pay range. 


 


Cost to implement this alternative is approximately $84,716 for full time employees which is approximately 


1.6% of the total salary budget. 


 


This is the most inexpensive plan to implement however addresses external (market) equity and does not 


address internal equity issues.  This alternative can create compression thus it is not the ideal alternative. 


 


ALTERNATIVE B 


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


• For each year of service in the position adjust employee’s salary 2% increase from the minimum of 


the pay range. Other percentages can be considered based on budget (1 ½% - 3 ½ is most 


common). Consider  giving employees  who are not eligible  for an increase give them  a  2% 


increase.


• Any employee that approaches the maximum or is presently being paid above the maximum for 


their pay range should be frozen at their present rate.   


 
• This approach would establish both external equity and internal equity within the organization.   


 
Addressing time in a position is crucial in alleviating salary compressions in pay grades and maintaining 


employee morale. Enhancing employee retention being vital in the present market. 


 
ALTERNATIVE C 


 


• Other alternatives can be discussed. 







Recommended Pay Plan - Alphabetical


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Account Specialist Account Specialist I 6 22,376 35,801 5 25,928 41,485


Account Specialist  II Account Specialist II 8 25,618 40,989 8 29,454 47,127


Accountant Accountant 13 35,931 57,489 15 41,445 66,312


Assistant City Manager Assistant City Manager 21 61,735 98,777 26 71,560 115,212


Assistant Director Parks and Rec Assistant Director Parks and Rec New 56,243 20 52,895 84,633


Assistant Director Public Services Assistant Director Public Services 20 57,697 92,315 23 61,233 97,973


Boat Ramp Attendant Boat Ramp Attendant 3 18,265 29,224 4 24,232 38,771


Budget & Compliance Officer Budget & Compliance Officer 13 35,931 57,489 14 39,471 63,154


CAD Technician GIS Mapping Coordinator 10 29,330 46,928 15 41,445 66,312


City Clerk City Clerk 20 57,697 92,315 22 58,317 93,308


City Manager City Manager 26 86,587 138,539 30 90,343 145,452


Code Enforcement Officer Code Enforcement Officer New 33,746 10 32,473 51,957


Collection System Foreman Collection System Supervisor 13 35,931 57,489 15 41,445 66,312


Community Services Assistant Community Services Assistant New 33,746 9 30,927 49,403


Community Services Director Community Services Director 19 53,922 86,275 24 64,295 102,872


Compliance and Special Projects ApProject Coordinator Apprentice 13 35,931 57,489 13 37,592 60,147


Construction Coordinator Construction Coordinator 14 38,446 61,513 16 43,517 69,628


Current Recommended


ENCLOSURE 112







Recommended Pay Plan - Alphabetical


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Construction Foreman Construction Lead 12 33,580 53,728 14 39,471 63,154


Customer Service Representative Customer Service Representative 7 23,942 38,307 6 26,716 42,745


Customer Service Specialist Customer Service Representative 7 23,942 38,307 6 26,716 42,745


Deputy Police Chief Deputy Police Chief 20 57,697 92,315 23 61,233 97,973


Director of Finance Director of Finance 21 61,735 98,777 26 71,560 115,212


Director Parks and Recreation Director of Parks and Recreation 19 53,922 86,275 24 64,295 102,872


Dispatcher Dispatcher 8 25,618 40,989 9 30,927 49,403


Distribution Foreman Water Distribution Supervisor 13 35,931 57,489 15 41,445 66,312


Executive Administrative Assistant Administrative Assistant, Senior 11 31,383 50,213 10 32,473 51,957


Executive Director Executive Director 16 86,587 138,539 UNG


Facility Coordinator Facility Coordinator New 31,200 10 32,473 51,957


Financial Senior Analyst Senior Analyst and Compliance Offic New 50,000 14 39,471 63,154


Financial Senior Assistant Financial Senior Assistant 13 35,931 57,489 14 39,471 63,154


Fire Inspector/Code Enforcement Fire Inspector/Code Enforcement New 35,693 10 32,473 51,957


GIS/IT Coordinator
Director of Technology and 
Innovation 15 41,137 65,819 24 64,295 102,872


IT Manager PD IT Manager PD 12 33,580 53,728 14 39,471 63,154


Lead Dispatcher Lead Dispatcher New 35,450 11 34,097 54,555
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Recommended Pay Plan - Alphabetical


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Lift Station Technician/Electrician Lift Station Technician/Electrician 13 35,931 57,489 15 41,445 66,312


Manager of Development Services Manager of Development Service New 22 58,317 93,308
Natural Gas Compliance/Marketing 
Officer Project Coordinator 19 53,922 86,275 20 52,895 84,633


Natural Gas Foreman Natural Gas Supervisor 13 35,931 57,489 15 41,445 66,312


Natural Gas Lead Natural Gas Lead 13 35,931 57,489 13 37,592 60,147


Natural Gas Marketing RepresentativNatural Gas Marketing Represen 14 38,446 61,513 15 41,445 66,312
Natural Gas Streets & Stormwater 
Supervisor Public Services Manager 15 41,137 65,819 22 58,317 93,308


Natural Gas Superintendent Natural Gas Superintendent New 17 45,693 73,109


Neighborhood Service Coordinator Neighborhood Service Coordinato New 47,000 12 35,802 57,283


New Administrative Services Director New 22 58,317 93,308


Ops and Regulatory Lead Regulatory & Compliance Coordi 13 35,931 57,489 15 41,445 66,312


Park Foreman Park Supervisor New 40,000 13 37,592 60,147


Parks Superintendent Parks Superintendent New 63,252 16 43,517 69,628


Police Chief Police Chief 22 66,057 105,691 26 71,560 115,212


Police Officer Police Officer 12 33,580 53,728 13 37,592 60,147


Police Sergeant Police Sergeant 15 41,137 65,819 18 47,979 76,764


Program Manager (After School and  Program Manager (After School a   10 29,330 46,928 10 32,473 51,957


ENCLOSURE 114







Recommended Pay Plan - Alphabetical


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Public Service Director Public Service Director 22 66,057 105,691 26 71,560 115,212


Public Services Coordinator Public Services Coordinator 13 35,931 57,489 14 39,471 63,154


Records Clerk Records Clerk 8 25,618 40,989 7 28,052 44,883


Recreation Assistant Recreation Assistant 1 10.00 16.00


Recreation Leader Recreation Leader 3 18,265 29,224 4 24,232 38,771


School Resource Officer School Resource Officer 12 33,580 53,728 13 37,592 60,147


Seasonal Worker Seasonal Worker New 1 10.00 16.00


Senior Accountant Senior Accountant New 50,400 19 50,377 80,603


Senior Customer Service Represent Senior Customer Service Repres 8 25,618 40,989 8 29,454 47,127


Senior Service Worker Service Worker III 9 27,411 43,858 9 30,927 49,403


Service Worker I Service Worker I 5 20,912 33,459 5 25,928 41,485


Service Worker II Service Worker II 7 23,942 38,307 7 28,052 44,883


Special Events Coordinator Special Events Coordinator New 34,944 11 34,097 54,555


Staff Assistant Administrative Assistant 9 27,411 43,858 9 30,927 49,403


Streets and Drainage Technician Streets and Drainage Technician 6 22,376 35,801 5 25,928 41,485


Utility Account Specialist Utility Account Specialist 7 23,942 38,307 8 29,454 47,127


Utility Billing Clerk Utility Billing Clerk 6 26,716 42,745
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Recommended Pay Plan - Alphabetical


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Utility Billing Specialist Utility Billing Specialist New 29286, 31034 7 28,052 44,883


Utility Billing Specialist Utility Billing Specialist 8 25,618 40,989 8 29,454 47,127


Utility Billing Supervisor Utility Billing Supervisor 13 35,931 57,489 14 39,471 63,154


Utility Manager Utility Manager New 54,080 22 58,317 93,308


Utility Billing Specialist Utility Billing Specialist 8 25,618 40,989 7 28,052 44,883


Water/Waste Water Operator I Waste Water Operator I 11 31,383 50,213 10 32,473 51,957


Water/Waste Water Operator II Waste Water Operator II New 36400, 41372.45 12 35,802 59,334


Water/Waste Water Operator III Waste Water Operator III New 47,860 14 39,471 63,154


Water/Waste Water Operator TraineWaste Water Operator Trainee 6 22,376 35,801 5 25,928 41,485


Water and Sewer Supervisor
Water and Wastewater Treatment 
Plant Superintendent 17 45,693 73,109


Water Distribution/WW Collections 
Supervisor


Water Distribution/WW Collections 
Superintendent 15 41,137 65,819 17 45,693 73,109


Water Plants Foreman Water Plant Supervisor 13 35,931 57,489 15 41,445 66,312


WWTP Maintenance Mechanic WWTP Maintenance Mechanic 9 27,411 43,858 11 34,097 54,555


Youth Sports Coordinator Youth Sports Coordinator 8 25,618 40,989 10 32,473 51,957
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Recommended Pay Plan - Internal Relationship


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Recreation Assistant Recreation Assistant 1 10.00 16.00


Seasonal Worker Seasonal Worker New 1 10.00 16.00


Boat Ramp Attendant Boat Ramp Attendant 3 18,265 29,224 4 24,232 38,771


Recreation Leader Recreation Leader 3 18,265 29,224 4 24,232 38,771


Account Specialist Account Specialist I 6 22,376 35,801 5 25,928 41,485


Service Worker I Service Worker I 5 20,912 33,459 5 25,928 41,485


Streets and Drainage Technician Streets and Drainage Technician 6 22,376 35,801 5 25,928 41,485


Water/Waste Water Operator TraineWaste Water Operator Trainee 6 22,376 35,801 5 25,928 41,485


Customer Service Representative Customer Service Representative 7 23,942 38,307 6 26,716 42,745


Customer Service Specialist Customer Service Representative 7 23,942 38,307 6 26,716 42,745


Utility Billing Clerk Utility Billing Clerk 6 26,716 42,745


Records Clerk Records Clerk 8 25,618 40,989 7 28,052 44,883


Service Worker II Service Worker II 7 23,942 38,307 7 28,052 44,883


Utility Billing Specialist Utility Billing Specialist New 29286, 31034 7 28,052 44,883


Utility Billing Specialist Utility Billing Specialist 8 25,618 40,989 7 28,052 44,883


Account Specialist  II Account Specialist II 8 25,618 40,989 8 29,454 47,127


Senior Customer Service Represent Senior Customer Service Repres 8 25,618 40,989 8 29,454 47,127


Current Recommended
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Recommended Pay Plan - Internal Relationship


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Utility Account Specialist Utility Account Specialist 7 23,942 38,307 8 29,454 47,127


Utility Billing Specialist Utility Billing Specialist 8 25,618 40,989 8 29,454 47,127


Staff Assistant Administrative Assistant 9 27,411 43,858 9 30,927 49,403


Community Services Assistant Community Services Assistant New 33,746 9 30,927 49,403


Compliance and Special Projects ApProject Coordinator Apprentice 13 35,931 57,489 13 37,592 60,147


Dispatcher Dispatcher 8 25,618 40,989 9 30,927 49,403


Senior Service Worker Service Worker III 9 27,411 43,858 9 30,927 49,403


Executive Administrative Assistant Administrative Assistant, Senior 11 31,383 50,213 10 32,473 51,957


CAD Technician GIS Mapping Coordinator 10 29,330 46,928 15 41,445 66,312


Code Enforcement Officer Code Enforcement Officer New 33,746 10 32,473 51,957


Facility Coordinator Facility Coordinator New 31,200 10 32,473 51,957


Fire Inspector/Code Enforcement Fire Inspector/Code Enforcement New 35,693 10 32,473 51,957


Program Manager (After School and  Program Manager (After School a   10 29,330 46,928 10 32,473 51,957


Water/Waste Water Operator I Waste Water Operator I 11 31,383 50,213 10 32,473 51,957


Youth Sports Coordinator Youth Sports Coordinator 8 25,618 40,989 10 32,473 51,957


Lead Dispatcher Lead Dispatcher New 35,450 11 34,097 54,555


Special Events Coordinator Special Events Coordinator New 34,944 11 34,097 54,555
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Recommended Pay Plan - Internal Relationship


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


WWTP Maintenance Mechanic WWTP Maintenance Mechanic 9 27,411 43,858 11 34,097 54,555


Neighborhood Service Coordinator Neighborhood Service Coordinato New 47,000 12 35,802 57,283


Water/Waste Water Operator II Waste Water Operator II New 36400, 41372.45 12 35,802 59,334


Park Foreman Park Supervisor New 40,000 13 37,592 60,147


Police Officer Police Officer 12 33,580 53,728 13 37,592 60,147


School Resource Officer School Resource Officer 12 33,580 53,728 13 37,592 60,147


Budget & Compliance Officer Budget & Compliance Officer 13 35,931 57,489 14 39,471 63,154


Construction Foreman Construction Lead 12 33,580 53,728 14 39,471 63,154


Financial Senior Assistant Financial Senior Assistant 13 35,931 57,489 14 39,471 63,154


IT Manager PD IT Manager PD 12 33,580 53,728 14 39,471 63,154


Public Services Coordinator Public Services Coordinator 13 35,931 57,489 14 39,471 63,154


Financial Senior Analyst Senior Analyst and Compliance Offic New 50,000 14 39,471 63,154


Utility Billing Supervisor Utility Billing Supervisor 13 35,931 57,489 14 39,471 63,154


Water/Waste Water Operator III Waste Water Operator III New 47,860 14 39,471 63,154


Accountant Accountant 13 35,931 57,489 15 41,445 66,312


Collection System Foreman Collection System Supervisor 13 35,931 57,489 15 41,445 66,312


Distribution Foreman Water Distribution Supervisor 13 35,931 57,489 15 41,445 66,312
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Recommended Pay Plan - Internal Relationship


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Lift Station Technician/Electrician Lift Station Technician/Electrician 13 35,931 57,489 15 41,445 66,312


Natural Gas Foreman Natural Gas Supervisor 13 35,931 57,489 15 41,445 66,312


Natural Gas Lead Natural Gas Lead 13 35,931 57,489 13 37,592 60,147


Natural Gas Marketing RepresentativNatural Gas Marketing Represen 14 38,446 61,513 15 41,445 66,312


Ops and Regulatory Lead Regulatory & Compliance Coordi 13 35,931 57,489 15 41,445 66,312


Water Plants Foreman Water Plant Supervisor 13 35,931 57,489 15 41,445 66,312


Construction Coordinator Construction Coordinator 14 38,446 61,513 16 43,517 69,628


Parks Superintendent Parks Superintendent New 63,252 16 43,517 69,628


Natural Gas Superintendent Natural Gas Superintendent New 17 45,693 73,109


Water and Sewer Supervisor
Water and Wastewater Treatment 
Plant Superintendent 17 45,693 73,109


Water Distribution/WW Collections 
Supervisor


Water Distribution/WW Collections 
Superintendent 15 41,137 65,819 17 45,693 73,109


Police Sergeant Police Sergeant 15 41,137 65,819 18 47,979 76,764


Senior Accountant Senior Accountant New 50,400 19 50,377 80,603


Assistant Director Parks and Rec Assistant Director Parks and Rec New 56,243 20 52,895 84,633
Natural Gas Compliance/Marketing 
Officer Project Coordinator 19 53,922 86,275 20 52,895 84,633


Utility Manager Utility Manager New 54,080 22 58,317 93,308


New Administrative Services Director New 22 58,317 93,308
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Recommended Pay Plan - Internal Relationship


Current Position Recommended Position
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


City Clerk City Clerk 20 57,697 92,315 22 58,317 93,308
Natural Gas Streets & Stormwater 
Supervisor Public Services Manager 15 41,137 65,819 22 58,317 93,308


Manager of Development Services Manager of Development Service New 22 58,317 93,308


Assistant Director Public Services Assistant Director Public Services 20 57,697 92,315 23 61,233 97,973


Deputy Police Chief Deputy Police Chief 20 57,697 92,315 23 61,233 97,973


Community Services Director Community Services Director 19 53,922 86,275 24 64,295 102,872


Director Parks and Recreation Director of Parks and Recreation 19 53,922 86,275 24 64,295 102,872


GIS/IT Coordinator
Director of Technology and 
Innovation 15 41,137 65,819 24 64,295 102,872


Assistant City Manager Assistant City Manager 21 61,735 98,777 26 71,560 115,212


Director of Finance Director of Finance 21 61,735 98,777 26 71,560 115,212


Police Chief Police Chief 22 66,057 105,691 26 71,560 115,212


Public Service Director Public Service Director 22 66,057 105,691 26 71,560 115,212


City Manager City Manager 26 86,587 138,539 30 90,343 145,452


Executive Director Executive Director 16 86,587 138,539 UNG
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Recommended Pay Plan by Department


Position 
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Administration


City Manager 26 86,587 138,539 30 90,343 145,452


Assistant City Manager 21 61,735 98,777 26 71,560 115,212


Administrative Services Director New 22 58,317 93,308


City Clerk 20 57,697 92,315 22 58,317 93,308


Administrative Assistant, Sr. New 10 32,473 51,957


Administrative Assistant 9 27,411 43,858 9 30,927 49,403


Community Service


Community Service Director 19 53,922 86,275 24 64,295 102,872


Neighborhood Service Coordinator New 12 35,802 57,283


Code Enforcement Officer New 10 32,473 51,957


Community Services Assistant New 9 30,927 49,403


Finance


Director of Finance 21 61,735 98,777 26 71,560 115,212


Senior Accountant New 19 50,377 80,603


Accountant 13 35,931 57,489 15 41,445 66,312


Utility Billing Supervisor 14 38,446 61,513 15 41,445 66,312


Current Recommended
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Recommended Pay Plan by Department


Position 
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Accounts Specialist II 8 25,618 40,989 8 29,454 47,127


Senior Customer Service Representative 8 25,618 40,989 8 29,454 47,127


Utility Account Specialist 7 23,942 38,307 8 29,454 47,127


Utility Billing Specialist 8 25,618 40,989 8 29,454 47,127


Customer Service Representative 7 23,942 38,307 6 26,716 42,745


Utility Billing Clerk 6 26,716 42,745


Account Specialist I 6 22,376 35,801 5 25,928 41,485


Gulf Breeze Financial Services


Executive Director 26 86,587 138,539 UNG


Budget & Compliance Officer 13 35,931 57,489 14 39,471 63,154


Financial Senior Assistant 13 35,931 57,489 14 39,471 63,154


Senior Analyst & Compliance Officer New 14 39,471 63,154


Information Technology


Director of Technology and Innovations 15 41,137 65,819 24 64,295 102,872


Parks & Recreation


Director of Parks and Recreation 19 53,922 86,275 24 64,295 102,872


Assistant Director of Parks and Recreation New 20 55,540 88,864
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Recommended Pay Plan by Department


Position 
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Park Superintendent New 16 43,517 69,628


Park Supervisor 11 31,383 50,213 13 37,592 60,147


Special Events Coordinator New 11 34,097 54,555


Facility Coordinator New 10 32,473 51,957


Program Manager (After School and Day Cam 10 29,330 46,928 10 32,473 51,957


Youth Sports Coordinator 8 25,618 40,989 10 32,473 51,957


Service Worker II 8 25,618 40,989 7 28,052 44,883


Boat Ramp Attendant 3 18,265 29,224 4 24,232 38,771


Recreation Leader 3 18,265 29,224 4 24,232 38,771


Service Worker I 5 20,912 33,459 4 24,232 38,771


Recreation Assistant New 1 10.00 16.00
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Recommended Pay Plan by Department


Position 
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Seasonal Worker 1 10.00 16.00


Police


Police Chief 22 66,057 105,691 26 71,560 115,212


Deputy Police Chief 20 57,697 92,315 23 61,233 97,973


Police Sergeant 15 41,137 65,819 18 47,979 76,764


IT Manager 12 33,580 53,728 14 39,471 63,154


Police Officer 12 33,580 53,728 13 37,592 60,147


School Resource Officer 12 33,580 53,728 13 37,592 60,147


Lead Dispatcher New 11 34,097 54,555


Administrative Assistant, Sr. 11 31,383 50,213 10 32,473 51,957


Administrative Assistant 9 30,927 49,403


Dispatcher 8 25,618 40,989 9 30,927 49,403


Records Clerk 8 25,618 40,989 7 28,052 44,883


Public Service


Public Service Director 22 66,057 105,691 26 71,560 115,212


Assistant Director of Public Services 20 57,697 92,315 23 61,233 97,973


Management of Development Services New 22 58,317 93,308
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Recommended Pay Plan by Department


Position 
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Public Services Manager New 22 58,317 93,308


Utility Manager New 22 58,317 93,308


Project Coordinator 19 53,922 86,275 20 52,895 84,633


Natural Gas Superintendent New 17 45,693 73,109


Water and Wastewater Treatment Plant Superintendent 17 45,693 73,109


Water Distribution/WW Collections Supervisor 15 41,137 65,819 17 45,693 73,109


Construction Coordinator 14 38,446 61,513 16 43,517 69,628


Collection System Supervisor 13 35,931 57,489 15 41,445 66,312


GIS Mapping Coordinator 10 29,330 46,928 15 41,445 66,312


Lift Station Technician/Electrician 13 35,931 57,489 15 41,445 66,312


Natural Gas Marketing Representative 14 38,446 61,513 15 41,445 66,312


Natural Gas Supervisor 13 35,931 57,489 15 41,445 66,312


Regulatory and Compliance Coordinator 13 35,931 57,489 15 41,445 66,312


Water Distribution Supervisor 13 35,931 57,489 15 41,445 66,312


Water Plant Supervisor 13 35,931 57,489 15 41,445 66,312


Construction Lead 12 33,580 53,728 14 39,471 63,154


Public Services Coordinator 13 35,931 57,489 14 39,471 63,154
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Recommended Pay Plan by Department


Position 
Pay 


Grade Minimum Maximum
Pay 


Grade Minimum Maximum


Current Recommended


Water/Waste Water Operator III New 14 39,471 63,154


Natural Gas Lead 13 35,931 57,489 13 37,592 60,147


Project Coordinator Apprentice 13 35,931 57,489 13 37,592 60,147


Water/Waste Water Operator II New 12 35,802 59,334


WWTP Maintenance Mechanic 9 27,411 43,858 11 34,097 54,555


Fire Inspector/Code Enforcement Inspector New 10 32,473 51,957


Water/Waste Water Operator I 11 31,383 50,213 10 32,473 51,957


Service Worker III 9 27,411 43,858 9 30,927 49,403


Service Worker II 8 25,618 40,989 7 28,052 44,883


Service Worker I 5 20,912 33,459 5 25,928 41,485


Streets and Drainage Technician 6 22,376 35,801 5 25,928 41,485


Water/Waste Water Operator Trainee 6 22,376 35,801 5 25,928 41,485
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SALARY SCHEDULE


Pay Grade Minimum Midpoint Maximum
10.00 13.00 16.00


20,800 27,040 33,280


10.51 13.67 16.82


21,869 28,430 34,991


11.07 14.39 17.71


23,020 29,927 36,833


11.65 15.15 18.64


24,232 31,502 38,771


12.23 15.90 19.57


25,444 33,077 40,710


12.84 16.70 20.55


26,716 34,731 42,745


13.49 17.53 21.58


28,052 36,467 44,883


14.16 18.41 22.66


29,454 38,290 47,127


14.87 19.33 23.79


30,927 40,205 49,483


15.61 20.30 24.98


32,473 42,215 51,957


16.39 21.31 26.23


34,097 44,326 54,555


17.21 22.38 27.54


35,802 46,542 57,283


18.07 23.49 28.92


37,592 48,869 60,147


12


1


2


3


4


5


6


7


8


9


10


11


13
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SALARY SCHEDULE


Pay Grade Minimum Midpoint Maximum
18.98 24.67 30.36


39,471 51,313 63,154


19.93 25.90 31.88


41,445 53,878 66,312


20.92 27.20 33.47


43,517 56,572 69,628


21.97 28.56 35.15


45,693 59,401 73,109


23.07 29.99 36.91


47,978 62,371 76,764


24.22 31.49 38.75


50,377 65,490 80,603


25.43 33.06 40.69


52,895 68,764 84,633


26.70 34.71 42.72


55,540 72,202 88,864


28.04 36.45 44.86


58,317 75,812 93,308


29.44 38.27 47.10


61,233 79,603 97,973


30.91 40.18 49.46


64,295 83,583 102,872


32.46 42.19 51.93


67,509 87,762 108,015


34.40 44.90 55.39


71,560 93,386 115,212


24


14


15


16


17


18


19


20


21


22


23


25


26
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SALARY SCHEDULE


Pay Grade Minimum Midpoint Maximum
36.47 47.59 58.71


75,854 98,989 122124.32


38.66 50.45 62.24


80,405 104,928 129,452


40.98 53.47 65.97


85,229 111,224 137,219


43.43 56.68 69.93


90,343 117,897 145,452


46.04 60.08 74.12


95,763 124,971 154,179


48.80 63.69 78.57


101,509 132,470 163,430


51.73 67.51 83.29


107,600 140,418 173,236


54.83 71.56 88.28


114,056 148,843 183,630


58.12 75.85 93.58


120,899 157,773 194,648


61.61 80.40 99.20


128,153 167,240 206,326


65.31 85.23 105.15


135,842 177,274 218,706


69.23 90.34 111.46


143,993 187,911 231,828


73.38 95.76 118.14


152,632 199,185 245,738


31


32


33


34


27


28


29


30


35


36


37


38


39


ENCLOSURE 430







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade Minimum 2 3 4 5 6 7 8 9 10 11 12 13


10.00 10.20 10.40 10.61 10.82 11.04 11.26 11.49 11.72 11.95 12.19 12.43 12.68


20,800 21,216 21,640 22,073 22,515 22,965 23,424 23,893 24,371 24,858 25,355 25,862 26,379


10.51 10.72 10.94 11.16 11.38 11.61 11.84 12.08 12.32 12.57 12.82 13.07 13.33


21,869 22,307 22,753 23,208 23,672 24,146 24,628 25,121 25,623 26,136 26,659 27,192 27,736


11.07 11.29 11.51 11.74 11.98 12.22 12.46 12.71 12.97 13.23 13.49 13.76 14.04


23,020 23,481 23,950 24,429 24,918 25,416 25,925 26,443 26,972 27,512 28,062 28,623 29,195


11.65 11.88 12.12 12.36 12.61 12.86 13.12 13.38 13.65 13.92 14.20 14.49 14.78


24,232 24,717 25,211 25,715 26,229 26,754 27,289 27,835 28,392 28,959 29,539 30,129 30,732


12.23 12.48 12.73 12.98 13.24 13.51 13.78 14.05 14.33 14.62 14.91 15.21 15.51


25,444 25,952 26,472 27,001 27,541 28,092 28,654 29,227 29,811 30,407 31,016 31,636 32,269


12.84 13.10 13.36 13.63 13.90 14.18 14.46 14.75 15.05 15.35 15.66 15.97 16.29


26,716 27,250 27,795 28,351 28,918 29,496 30,086 30,688 31,302 31,928 32,566 33,218 33,882


13.49 13.76 14.03 14.31 14.60 14.89 15.19 15.49 15.80 16.12 16.44 16.77 17.10


28,052 28,613 29,185 29,769 30,364 30,971 31,591 32,222 32,867 33,524 34,195 34,879 35,576


14.16 14.44 14.73 15.03 15.33 15.63 15.95 16.27 16.59 16.92 17.26 17.61 17.96


29,454 30,043 30,644 31,257 31,882 32,520 33,170 33,834 34,510 35,200 35,904 36,623 37,355


14.87 15.17 15.47 15.78 16.09 16.42 16.74 17.08 17.42 17.77 18.12 18.49 18.86


30,927 31,545 32,176 32,820 33,476 34,146 34,829 35,525 36,236 36,960 37,700 38,454 39,223


7


8


9


6


1


2


3


4


5


ENCLOSURE 531







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade Minimum 2 3 4 5 6 7 8 9 10 11 12 13


15.61 15.92 16.24 16.57 16.90 17.24 17.58 17.93 18.29 18.66 19.03 19.41 19.80


32,473 33,123 33,785 34,461 35,150 35,853 36,570 37,301 38,048 38,808 39,585 40,376 41,184


16.39 16.72 17.05 17.40 17.74 18.10 18.46 18.83 19.21 19.59 19.98 20.38 20.79


34,097 34,779 35,474 36,184 36,908 37,646 38,399 39,167 39,950 40,749 41,564 42,395 43,243


17.21 17.56 17.91 18.27 18.63 19.00 19.38 19.77 20.17 20.57 20.98 21.40 21.83


35,802 36,518 37,248 37,993 38,753 39,528 40,319 41,125 41,947 42,786 43,642 44,515 45,405


18.07 18.43 18.80 19.18 19.56 19.95 20.35 20.76 21.18 21.60 22.03 22.47 22.92


37,592 38,344 39,110 39,893 40,691 41,504 42,334 43,181 44,045 44,926 45,824 46,741 47,675


18.98 19.36 19.74 20.14 20.54 20.95 21.37 21.80 22.23 22.68 23.13 23.60 24.07


39,471 40,261 41,066 41,887 42,725 43,580 44,451 45,340 46,247 47,172 48,115 49,078 50,059


19.93 20.32 20.73 21.15 21.57 22.00 22.44 22.89 23.35 23.81 24.29 24.77 25.27


41,445 42,274 43,119 43,982 44,861 45,759 46,674 47,607 48,559 49,531 50,521 51,532 52,562


20.92 21.34 21.77 22.20 22.65 23.10 23.56 24.03 24.51 25.00 25.50 26.01 26.53


43,517 44,388 45,275 46,181 47,104 48,046 49,007 49,988 50,987 52,007 53,047 54,108 55,190


21.97 22.41 22.86 23.31 23.78 24.25 24.74 25.23 25.74 26.25 26.78 27.31 27.86


45,693 46,607 47,539 48,490 49,460 50,449 51,458 52,487 53,537 54,607 55,700 56,814 57,950


23.07 23.53 24.00 24.48 24.97 25.47 25.98 26.50 27.03 27.57 28.12 28.68 29.25


47,978 48,937 49,916 50,914 51,933 52,971 54,031 55,111 56,214 57,338 58,485 59,654 60,847
18


10


11


12


13


14


15


16


17


ENCLOSURE 532







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade Minimum 2 3 4 5 6 7 8 9 10 11 12 13


24.22 24.70 25.20 25.70 26.22 26.74 27.28 27.82 28.38 28.94 29.52 30.11 30.72


50,377 51,384 52,412 53,460 54,529 55,620 56,732 57,867 59,024 60,205 61,409 62,637 63,890


25.43 25.94 26.46 26.99 27.53 28.08 28.64 29.21 29.80 30.39 31.00 31.62 32.25


52,895 53,953 55,032 56,133 57,256 58,401 59,569 60,760 61,975 63,215 64,479 65,769 67,084


26.70 27.24 27.78 28.34 28.90 29.48 30.07 30.67 31.29 31.91 32.55 33.20 33.86


55,540 56,651 57,784 58,940 60,118 61,321 62,547 63,798 65,074 66,376 67,703 69,057 70,438


28.04 28.60 29.17 29.75 30.35 30.96 31.57 32.21 32.85 33.51 34.18 34.86 35.56


58,317 59,484 60,673 61,887 63,124 64,387 65,675 66,988 68,328 69,694 71,088 72,510 73,960


29.44 30.03 30.63 31.24 31.87 32.50 33.15 33.82 34.49 35.18 35.89 36.60 37.34


61,233 62,458 63,707 64,981 66,281 67,606 68,958 70,338 71,744 73,179 74,643 76,136 77,658


30.91 31.53 32.16 32.80 33.46 34.13 34.81 35.51 36.22 36.94 37.68 38.43 39.20


64,295 65,581 66,892 68,230 69,595 70,987 72,406 73,854 75,332 76,838 78,375 79,942 81,541


32.46 33.11 33.77 34.44 35.13 35.83 36.55 37.28 38.03 38.79 39.56 40.36 41.16


67,509 68,860 70,237 71,642 73,074 74,536 76,027 77,547 79,098 80,680 82,294 83,940 85,618


34.40 35.09 35.79 36.51 37.24 37.98 38.74 39.52 40.31 41.12 41.94 42.78 43.63


71,560 72,991 74,451 75,940 77,459 79,008 80,588 82,200 83,844 85,521 87,231 88,976 90,755


36.47 37.20 37.94 38.70 39.47 40.26 41.07 41.89 42.73 43.58 44.45 45.34 46.25


75,854 77,371 78,918 80,496 82,106 83,749 85,423 87,132 88,875 90,652 92,465 94,314 96,201


19


20


21


22


23


24


25


26


27


ENCLOSURE 533







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade Minimum 2 3 4 5 6 7 8 9 10 11 12 13


38.66 39.43 40.22 41.02 41.84 42.68 43.53 44.40 45.29 46.20 47.12 48.06 49.03


80,405 82,013 83,653 85,326 87,033 88,773 90,549 92,360 94,207 96,091 98,013 99,973 101,973


40.98 41.80 42.63 43.48 44.35 45.24 46.15 47.07 48.01 48.97 49.95 50.95 51.97


85,229 86,934 88,672 90,446 92,255 94,100 95,982 97,901 99,859 101,857 103,894 105,972 108,091


43.43 44.30 45.19 46.09 47.01 47.95 48.91 49.89 50.89 51.91 52.95 54.00 55.08


90,343 92,150 93,993 95,873 97,790 99,746 101,741 103,776 105,851 107,968 110,127 112,330 114,577


46.04 46.96 47.90 48.86 49.84 50.83 51.85 52.89 53.94 55.02 56.12 57.25 58.39


95,763 97,679 99,632 101,625 103,657 105,731 107,845 110,002 112,202 114,446 116,735 119,070 121,451


48.80 49.78 50.77 51.79 52.83 53.88 54.96 56.06 57.18 58.32 59.49 60.68 61.89


101,509 103,539 105,610 107,722 109,877 112,074 114,316 116,602 118,934 121,313 123,739 126,214 128,738


51.73 52.77 53.82 54.90 55.99 57.11 58.26 59.42 60.61 61.82 63.06 64.32 65.61


107,600 109,752 111,947 114,186 116,469 118,799 121,175 123,598 126,070 128,592 131,164 133,787 136,463


54.83 55.93 57.05 58.19 59.35 60.54 61.75 62.99 64.25 65.53 66.84 68.18 69.54


114,056 116,337 118,664 121,037 123,458 125,927 128,445 131,014 133,635 136,307 139,033 141,814 144,650


58.12 59.29 60.47 61.68 62.92 64.17 65.46 66.77 68.10 69.46 70.85 72.27 73.72


120,899 123,317 125,783 128,299 130,865 133,482 136,152 138,875 141,653 144,486 147,375 150,323 153,329


61.61 62.84 64.10 65.38 66.69 68.02 69.39 70.77 72.19 73.63 75.10 76.61 78.14


128,153 130,716 133,330 135,997 138,717 141,491 144,321 147,208 150,152 153,155 156,218 159,342 162,529


31


32


33


34


35


36


30


28


29


ENCLOSURE 534







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade Minimum 2 3 4 5 6 7 8 9 10 11 12 13


65.31 66.61 67.95 69.31 70.69 72.11 73.55 75.02 76.52 78.05 79.61 81.20 82.83


135,842 138,559 141,330 144,157 147,040 149,981 152,980 156,040 159,161 162,344 165,591 168,903 172,281


69.23 70.61 72.02 73.46 74.93 76.43 77.96 79.52 81.11 82.73 84.39 86.08 87.80


143,993 146,873 149,810 152,806 155,862 158,980 162,159 165,402 168,711 172,085 175,526 179,037 182,618


73.38 74.85 76.35 77.87 79.43 81.02 82.64 84.29 85.98 87.70 89.45 91.24 93.06


152,632 155,685 158,799 161,975 165,214 168,518 171,889 175,327 178,833 182,410 186,058 189,779 193,575


37


38


39


ENCLOSURE 535







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade


7


8


9


6


1


2


3


4


5


14 15 16 17 18 19 20 21 22 23 24 25 Maximum


12.94 13.19 13.46 13.73 14.00 14.28 14.57 14.86 15.16 15.46 15.77 16.00


26,907 27,445 27,994 28,554 29,125 29,708 30,302 30,908 31,526 32,156 32,800 33,280


13.60 13.87 14.15 14.43 14.72 15.02 15.32 15.62 15.94 16.25 16.58 16.82


28,290 28,856 29,433 30,022 30,622 31,235 31,860 32,497 33,147 33,810 34,486 34,991


14.32 14.60 14.90 15.19 15.50 15.81 16.12 16.45 16.77 17.11 17.45 17.71


29,779 30,375 30,982 31,602 32,234 32,879 33,536 34,207 34,891 35,589 36,301 36,833


15.07 15.37 15.68 15.99 16.31 16.64 16.97 17.31 17.66 18.01 18.37 18.64


31,347 31,974 32,613 33,265 33,931 34,609 35,301 36,007 36,728 37,462 38,211 38,771


15.82 16.14 16.46 16.79 17.13 17.47 17.82 18.18 18.54 18.91 19.29 19.57


32,914 33,572 34,244 34,929 35,627 36,340 37,067 37,808 38,564 39,335 40,122 40,710


16.62 16.95 17.29 17.63 17.98 18.34 18.71 19.09 19.47 19.86 20.25 20.55


34,560 35,251 35,956 36,675 37,409 38,157 38,920 39,698 40,492 41,302 42,128 42,745


17.45 17.79 18.15 18.51 18.88 19.26 19.65 20.04 20.44 20.85 21.27 21.58


36,288 37,013 37,754 38,509 39,279 40,065 40,866 41,683 42,517 43,367 44,234 44,883


18.32 18.68 19.06 19.44 19.83 20.22 20.63 21.04 21.46 21.89 22.33 22.66


38,102 38,864 39,641 40,434 41,243 42,068 42,909 43,767 44,643 45,536 46,446 47,127


19.23 19.62 20.01 20.41 20.82 21.24 21.66 22.09 22.54 22.99 23.45 23.79


40,007 40,807 41,623 42,456 43,305 44,171 45,055 45,956 46,875 47,812 48,769 49,483


ENCLOSURE 536







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade


18


10


11


12


13


14


15


16


17


14 15 16 17 18 19 20 21 22 23 24 25 Maximum


20.20 20.60 21.01 21.43 21.86 22.30 22.74 23.20 23.66 24.14 24.62 24.98


42,008 42,848 43,705 44,579 45,470 46,380 47,307 48,253 49,219 50,203 51,207 51,957


21.21 21.63 22.06 22.50 22.95 23.41 23.88 24.36 24.85 25.34 25.85 26.23


44,108 44,990 45,890 46,808 47,744 48,699 49,673 50,666 51,679 52,713 53,767 54,555


22.27 22.71 23.17 23.63 24.10 24.58 25.08 25.58 26.09 26.61 27.14 27.54


46,313 47,240 48,184 49,148 50,131 51,134 52,156 53,199 54,263 55,349 56,456 57,283


23.38 23.85 24.32 24.81 25.31 25.81 26.33 26.86 27.39 27.94 28.50 28.92


48,629 49,602 50,594 51,605 52,638 53,690 54,764 55,859 56,977 58,116 59,278 60,147


24.55 25.04 25.54 26.05 26.57 27.10 27.65 28.20 28.76 29.34 29.92 30.36


51,060 52,082 53,123 54,186 55,269 56,375 57,502 58,652 59,825 61,022 62,242 63,154


25.78 26.29 26.82 27.35 27.90 28.46 29.03 29.61 30.20 30.80 31.42 31.88


53,613 54,686 55,779 56,895 58,033 59,194 60,377 61,585 62,817 64,073 65,355 66,312


27.06 27.61 28.16 28.72 29.30 29.88 30.48 31.09 31.71 32.34 32.99 33.47


56,294 57,420 58,568 59,740 60,935 62,153 63,396 64,664 65,958 67,277 68,622 69,628


28.42 28.99 29.57 30.16 30.76 31.38 32.00 32.64 33.30 33.96 34.64 35.15


59,109 60,291 61,497 62,727 63,981 65,261 66,566 67,897 69,255 70,641 72,053 73,109


29.84 30.44 31.04 31.66 32.30 32.94 33.60 34.28 34.96 35.66 36.37 36.91


62,064 63,306 64,572 65,863 67,180 68,524 69,894 71,292 72,718 74,173 75,656 76,764


ENCLOSURE 537







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade


19


20


21
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23
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25


26


27


14 15 16 17 18 19 20 21 22 23 24 25 Maximum


31.33 31.96 32.60 33.25 33.91 34.59 35.28 35.99 36.71 37.44 38.19 38.75


65,167 66,471 67,800 69,156 70,539 71,950 73,389 74,857 76,354 77,881 79,439 80,603


32.90 33.55 34.23 34.91 35.61 36.32 37.05 37.79 38.54 39.32 40.10 40.69


68,426 69,794 71,190 72,614 74,066 75,548 77,059 78,600 80,172 81,775 83,411 84,633


34.54 35.23 35.94 36.66 37.39 38.14 38.90 39.68 40.47 41.28 42.11 42.72


71,847 73,284 74,750 76,245 77,770 79,325 80,912 82,530 84,180 85,864 87,581 88,864


36.27 36.99 37.73 38.49 39.26 40.04 40.84 41.66 42.49 43.34 44.21 44.86


75,440 76,948 78,487 80,057 81,658 83,291 84,957 86,656 88,389 90,157 91,960 93,308


38.08 38.84 39.62 40.41 41.22 42.05 42.89 43.74 44.62 45.51 46.42 47.10


79,211 80,796 82,412 84,060 85,741 87,456 89,205 90,989 92,809 94,665 96,558 97,973


39.99 40.79 41.60 42.43 43.28 44.15 45.03 45.93 46.85 47.79 48.74 49.46


83,172 84,836 86,532 88,263 90,028 91,829 93,665 95,539 97,449 99,398 101,386 102,872


41.99 42.83 43.68 44.56 45.45 46.36 47.28 48.23 49.19 50.18 51.18 51.93


87,331 89,077 90,859 92,676 94,530 96,420 98,349 100,315 102,322 104,368 106,456 108,015


44.51 45.40 46.30 47.23 48.17 49.14 50.12 51.12 52.14 53.19 54.25 55.34 55.39


92,571 94,422 96,310 98,237 100,201 102,205 104,249 106,334 108,461 110,630 112,843 115,100 115,212


47.18 48.12 49.08 50.06 51.06 52.09 53.13 54.19 55.27 56.38 57.51 58.66 58.71


98,125 100,087 102,089 104,131 106,213 108,338 110,504 112,714 114,969 117,268 119,614 122,006 122124.32


ENCLOSURE 538







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade


31


32


33


34


35


36


30


28


29


14 15 16 17 18 19 20 21 22 23 24 25 Maximum


50.01 51.01 52.03 53.07 54.13 55.21 56.31 57.44 58.59 59.76 60.96 62.18 62.24


104,012 106,092 108,214 110,379 112,586 114,838 117,135 119,477 121,867 124,304 126,790 129,326 129,452


53.01 54.07 55.15 56.25 57.38 58.52 59.69 60.89 62.11 63.35 64.61 65.91 65.97


110,253 112,458 114,707 117,001 119,341 121,728 124,163 126,646 129,179 131,762 134,398 137,086 137,219


56.19 57.31 58.46 59.63 60.82 62.03 63.28 64.54 65.83 67.15 68.49 69.86 69.93


116,868 119,205 121,590 124,021 126,502 129,032 131,612 134,245 136,930 139,668 142,462 145,311 145,452


59.56 60.75 61.96 63.20 64.47 65.76 67.07 68.41 69.78 71.18 72.60 74.05 74.12


123,880 126,358 128,885 131,463 134,092 136,774 139,509 142,299 145,145 148,048 151,009 154,029 154,179


63.13 64.39 65.68 67.00 68.34 69.70 71.10 72.52 73.97 75.45 76.96 78.50 78.57


131,313 133,939 136,618 139,350 142,137 144,980 147,880 150,837 153,854 156,931 160,070 163,271 163,430


66.92 68.26 69.62 71.02 72.44 73.88 75.36 76.87 78.41 79.97 81.57 83.21 83.29


139,192 141,976 144,815 147,711 150,666 153,679 156,753 159,888 163,085 166,347 169,674 173,068 173,236


70.93 72.35 73.80 75.28 76.78 78.32 79.88 81.48 83.11 84.77 86.47 88.20 88.28


147,543 150,494 153,504 156,574 159,706 162,900 166,158 169,481 172,871 176,328 179,854 183,452 183,630


75.19 76.69 78.23 79.79 81.39 83.02 84.68 86.37 88.10 89.86 91.66 93.49 93.58


156,396 159,524 162,714 165,969 169,288 172,674 176,127 179,650 183,243 186,908 190,646 194,459 194,648


79.70 81.30 82.92 84.58 86.27 88.00 89.76 91.55 93.38 95.25 97.16 99.10 99.20


165,780 169,095 172,477 175,927 179,445 183,034 186,695 190,429 194,237 198,122 202,085 206,126 206,326


ENCLOSURE 539







SALARY SCHEDULE WITH 2% STEPS


Pay 
Grade


37


38


39


14 15 16 17 18 19 20 21 22 23 24 25 Maximum


84.48 86.17 87.90 89.65 91.45 93.28 95.14 97.05 98.99 100.97 102.99 105.05 105.15


175,726 179,241 182,826 186,482 190,212 194,016 197,897 201,854 205,892 210,009 214,210 218,494 218,706


89.55 91.34 93.17 95.03 96.93 98.87 100.85 102.87 104.93 107.02 109.16 111.35 111.46


186,270 189,995 193,795 197,671 201,625 205,657 209,770 213,966 218,245 222,610 227,062 231,603 231,828


94.93 96.82 98.76 100.74 102.75 104.81 106.90 109.04 111.22 113.45 115.71 118.03 118.14


197,446 201,395 205,423 209,532 213,722 217,997 222,357 226,804 231,340 235,967 240,686 245,500 245,738
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BENEFIT SURVEY RESULTS


Employee 
only


Employee 
+ spouse


Employee
+ Children


Employee 
+ Family


Employee 
only


Employee + 
spouse


Employee+ 
Children


Employee 
+ Family


Pensacola 565.07 1156 58.02 553.8
Fort Walton Beach 504.41 857.95 796.71 1222.66 168.14 521.67 460.44 886.39
Milton 780 1091.4 939.11 1522.89 0 587.68 505.68 820.02
Panama City Beach 705.85 817 801 917.55 0 630 540 1200
Santa Rosa BOCC 840.93 1,562.84 0.00 350.00
Escambia BOCC 578.67 1243.9 1120.86 1630.43 31.50 209.06 186.98 258.58
Okaloosa BOCC
Emerald Coast Utilities
Ft Pierce Utilities 796.57 1403.96 1286.76 1814.61 29.49 248.15 200.14 415.74
Gainesville Utilities
Okaloosa Gas


Median 705.85 1,091.40 939.11 1,522.89 29.49 521.67 460.44 553.80
Gulf Breeze 520.48 1,041.78 790.90 1,344.10 -31.78 197.24 166.98 499.50


BENEFITS SURVEY
Health Insurance


Employer Cost per Month Employee Cost per Month


Enclosure 642







BENEFIT SURVEY RESULTS


Employee 
only


Employee 
+ spouse


Employee
+ Children


Employee 
+ Family


Employee 
only


Employee + 
spouse


Employee+ 
Children


Employee 
+ Family


Pensacola 8.30 10.94 13.41 45.54
Fort Walton Beach 19.97 41.95 69.91 6.66 13.98 23.3
Milton 33.38 65.94 62.77 103.75
Panama City Beach 27.35 27.35 27.35 27.35 0 34.69 49.08 87.07
Santa Rosa BOCC 37.67 108.31
Escambia BOCC 17.90 17.84 17.86 30.91 5 21.78 21.80 30.98
Okaloosa BOCC
Emerald Coast Utilities
Ft Pierce Utilities 32.73 53.56 76.47 0 11.90 24.98
Gainesville Utilities
Okaloosa Gas


Median 19.97 34.65 27.35 29.13 6.66 21.78 36.19 66.305
Gulf Breeze 27.19 44.22 50.33 70.09 0 13.12 22.04 32.44


Dental Insurance
Employer Cost per Month Employee Cost per Month


Enclosure 643







BENEFIT SURVEY RESULTS


Employee 
only


Employee 
+ spouse


Employee
+ Children


Employee 
+ Family


Employee 
only


Employee + 
spouse


Employee+ 
Children


Employee 
+ Family


Pensacola 6.5 14.91
Fort Walton Beach 5.24 9.83 8.18 16.19
Milton 10.1 20.1 19.56 29.82
Panama City Beach 7.06 11.3 11.54 17.52
Santa Rosa BOCC 6.76 13.52 15.98 22.57
Escambia BOCC 4.94 9.88 9.38 14.78
Okaloosa BOCC
Emerald Coast Utilities
Ft Pierce Utilities
Gainesville Utilities
Okaloosa Gas


Median 0 0 0 0 6.63 11.30 11.54 16.86
Gulf Breeze 4.18 7.31 6.64 9.26 0 1.96 1.88 4.36


Vision Insurance
Employer Cost per Month Employee Cost per Month
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BENEFIT SURVEY RESULTS


By Employer By Employee Retirement age
Time period 


for calculation Multiplier
Type of 
Plan (DB/DC)


Pensacola 24.5 3 6 or 8 6 or 8 62 5 or 8 3 FRS
Fort Walton Beach Var. Annua 5 10 2.75%
Milton 6.2 8 6 20 55 10 5 3.1/3.75
Panama City Beach varies 11 10 50/55 20/10 5 3.35
Santa Rosa Sheriff FRS


Median 
Gulf Breeze 25.54 4 6 52 25 DB


By Employer By Employee Retirement age
Time period 


for calculation Multiplier
Type of 
Plan (DB/DC)


Pensacola 8.26 3 6 or 8 6 or 8 62 5 or 8 1.63 FRS
Fort Walton Beach up to 7.5 0.05 5 DC
Milton 22.9 10 10 25 65 10 10 2.5
Panama City Beach 9 10 50/55 20/10 5 3
Santa Rosa BOCC FRS 3%
Escambia BOCC FRS 3%
Okaloosa BOCC FRS 3%
Emerald Coast Utilities
Ft Pierce Utilities 16.99 5.16 5 25 60 5 highest 5 ou   3
Gainesville Utilities
Okaloosa Gas


Median
Gulf Breeze 8 0 10 DC


Contribution (% of Salary)


Years to be 
fully vested


# of years to 
retire under 
retirement 


age 


# of years of 
Service at 


Retirement Age


Retirement - Police
Type of Plan (Defined Benefits, Defined Contribution, or other) Name plan


Retirement - General Employees
Type of Plan (Defined Benefits, Defined Contribution, or other) Name plan


# of years of 
Service at 


Retirement Age


Contribution (% of Salary)


Years to be 
fully vested


# of years to 
retire under 
retirement 


age 
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BENEFIT SURVEY RESULTS


Pensacola 12
Fort Walton Beach 11
Milton 11
Panama City Beach 12
Santa Rosa BOCC 11
Escambia BOCC 13
Okaloosa BOCC 11
Emerald Coast Utilities
Ft Pierce Utilities 11
Gainesville Utilities 11
Okaloosa Gas


Median 11
Gulf Breeze 11


Agency
Hours Hours


Pensacola
Fort Walton Beach
Milton Max accrual 200 hours 
Panama City Beach No Max accrual
Santa Rosa BOCC No Max accrual
Escambia BOCC Max accrual 500 hours
Okaloosa BOCC
Emeral Coast Utilities
Ft Pierce Utilities
Gainesville Utilities
Okaloosa Gas


Median
Gulf Breeze


96 116


Accrual Rate for Vacation Time


80
96
96


Vacation Time Accrued


0-4 years 96


96
120


Number of Annual Holidays


120
120
96


6-10 Years
5-10 Years
6-10 Years
9-May


0-5 Years
0-5 Years
1-5 years
0-4 years
0-5 years 


112


Years of service


96
96 6-10 years


5-1080 1200-5 


Vacation Time Accrued Years of service


5-10 years
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BENEFIT SURVEY RESULTS


Agency
Hours Hours


Pensacola
Fort Walton Beach
Milton Max accrual 200 hours 
Panama City Beach No Max accrual
Santa Rosa BOCC No Max accrual
Escambia BOCC Max accrual 500 hours
Okaloosa BOCC
Emeral Coast Utilities
Ft Pierce Utilities
Gainesville Utilities
Okaloosa Gas


Median
Gulf Breeze


144 160
over 10 160


136 15+ 160


144 15-19 Years


144 15-20 Years 168
10-15
10-15 Years
11-15 Years
10-14 Years
11+


11-15 years


Over 10


Accrual Rate for Vacation Time Continued
Years of service Vacation Time Accrued Years of service Vacation Time Accrued


120 16+ 160


144 16-20 Years 168


144 11+ 144


160
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BENEFIT SURVEY RESULTS


Agency
Hours Hours


Pensacola
Fort Walton Beach
Milton Max accrual 200 hours 
Panama City Beach No Max accrual
Santa Rosa BOCC No Max accrual
Escambia BOCC Max accrual 500 hours
Okaloosa BOCC
Emeral Coast Utilities
Ft Pierce Utilities
Gainesville Utilities
Okaloosa Gas


Median
Gulf Breeze


Agency


Pensacola
Fort Walton Beach
Milton Max accrual 480 hours
Panama City Beach No max accrual
Santa Rosa BOCC No max accrual
Escambia BOCC No max accrual
Okaloosa BOCC
Emeral Coast Utilities
Ft Pierce Utilities
Gainesville Utilities
Okaloosa Gas
Okaloosa Water and Sewer


Median
Gulf Breeze Max accrual 720 hours,resets on 10/1 once max is reached


186 192


26+ 192


108


160 160


80
120
144
96


Years of service Vacation Time Accrued


180


192
192
144


Vacation Time Accrued


20+
21+
11+
21-25 years


Sick Time Accrued


96


96


144


Accrual Rate for Sick Time


Annual Hours


Accrual Rate for Vacation Time Continued
Years of service


Enclosure 648







BENEFIT SURVEY RESULTS


Agency PTO Time Accrued PTO Time Accrued
Annual Hours Annual Hours


Pensacola-Dispatchers 304.8
Pensacola-Police Officers 240
Pensacola-General Employees
Fort Walton Beach
Milton
Panama City Beach
Santa Rosa BOCC
Escambia BOCC
Okaloosa BOCC
Emeral Coast Utilities
Ft Pierce Utilities
Gainesville Utilities
Okaloosa Gas
Okaloosa Water and Sewer


Median
Gulf Breeze


Accrual Rate for PTO Time 


168144


192


first year


Years of service Years of service


2-5 years
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BENEFIT SURVEY RESULTS


Agency PTO Time Accrued PTO Time Accrued
Annual Hours Annual Hours


Pensacola-Dispatchers
Pensacola-Plice Officers
Pensacola-General Employees
Fort Walton Beach
Milton
Panama City Beach
Santa Rosa BOCC
Escambia BOCC
Okaloosa BOCC
Emeral Coast Utilities
Ft Pierce Utilities
Gainesville Utilities
Okaloosa Gas
Okaloosa Water and Sewer


Median
Gulf Breeze


192 11-15 years 216


Years of service


6-10 years


Accrual Rate for PTO Time Continued
Years of service
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BENEFIT SURVEY RESULTS


Agency PTO Time Accrued PTO Time Accrued
Annual Hours Annual Hours


Pensacola-Dispatchers
Pensacola-Plice Officers
Pensacola-General Employees
Fort Walton Beach
Milton
Panama City Beach
Santa Rosa BOCC
Escambia BOCC
Okaloosa BOCC
Emeral Coast Utilities
Ft Pierce Utilities
Gainesville Utilities
Okaloosa Gas
Okaloosa Water and Sewer


Median
Gulf Breeze


240 21-25 years 264


Years of service
Accrual Rate for PTO Time Continued


Years of service


16-20 years 
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MARKET DATA SUMMARY


Position Title Min Mid Max Min Mid Max Min Mid Max
Recreation Leader 18,265 23,745 29,224 25,094 30,248 35,402 -27% -22% -17%
Service Worker I 20,912 27,186 33,459 25,979 32,144 38,309 -20% -16% -13%
Customer Service Representative 23,942 31,125 38,307 26,436 34,698 42,959 -9% -10% -11%
Service Worker II 23,942 31,125 38,307 28,933 35,288 41,642 -17% -13% -8%
Account Specialist I 25,618 33,304 40,989 26,603 34,147 41,690 -4% -3% -2%
Dispatcher 25,618 33,304 40,989 30,359 39,532 48,704 -16% -16% -16%
Records Clerk 25,618 33,304 40,989 23,858 31,876 39,894 7% 5% 3%
Youth Sports Coordinator 25,618 33,304 40,989 30,243 44,306 58,369 -15% -23% -30%
Code Enforcement Technician 0 31,979 41,127 50,274
Utility Billing Supervisor 35,931 46,710 57,489 41,122 50,711 60,299 -13% -9% -5%
Accounting Specialist-Payroll Processing 0 34,608 42,951 51,293
Administrative Assistant 27,411 35,635 43,858 30,000 39,643 49,286 -9% -10% -11%
Plant Operator I 0 31,278 41,010 50,741
Police Officer 33,580 43,654 53,728 37,502 50,927 64,352 -10% -13% -17%
Executive Assistant 0 35,921 46,469 57,016
Accountant I 0 40,631 49,347 58,063
Plant Operator II 0 36,616 47,975 59,334
Police Corporal 0 40,196 54,575 68,953
Police Sergeant 41,137 53,478 65,819 46,694 61,870 77,046 -12% -13% -15%
City Clerk 57,697 75,006 92,315 74,961 0%
Police Lieutenant 0 53,699 70,560 87,420
Finance Director 0 73,541 99,281 125,020
Information Technology Director 0 81,418 103,031 124,644
Development Services Director 0 73,139 85,959 98,779
Chief of Police 0 70,440 98,515 126,589
Public Works Director 0 80,621 104,905 129,189
City Administrator 0 109,086 124,636 140,186


Current Market Median Difference
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From: Powers, Megan <MPowers@madeirabeachfl.gov> 
Sent: Tuesday, March 12, 2024 4:18 PM
To: Stephanie Lucas <slucas@gulfbreezefl.gov>
Subject: HR Comp & Classification Consultant Reference Check

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

Cody & Associates
 
Questions:

What kind of study did they preform for you? When?  It was a Classification,
Compensation and Benefits Summary.  We have utilized Cody & Associates
three times, 2012 and 2019 and we are in the process of conducting another
study with Cody. 
Were you satisfied with the process and final result? I cannot speak to the 2012
study but assume since we used them again in 2019, the City was satisfied.  As
far as 2019, I was only involved in the last stages (review of the draft to final
report) and was very happy.  What I liked the most was being able to discuss
the rationale behind certain position ranges/pay of positions, etc.  In the 2019
study, Cody recommended title changes to be more “politically correct” and up
to date (e.g., foreman to lead).  I worked with Linda Bunting then and now and
she is very responsive.
How long did the process take?  About three months, give or take.  I think if you
have lots of questions or changes, it obviously will make the process a little
longer.
Can you provide a sample of the completed project? We don’t need job
descriptions if that is all they performed. The 2019 study is attached.
How much of the process was face to face/remote?  Not much at all and it could
be because this is the City’s third time using them.  I do recall the former
Assistant City Manager having a few conference calls with Linda in the
beginning. City employees were also supposed to have interviews with Cody
staff but that never took place.  I will add that the City was transitioning with the
position that was assigned the compensation study. 
Did they offer a compression plan? If so was it multi-year?  Yes, they did.  It was
addressed within the Implementation provision.  Please look to page 11 of the
study attached study.  
Did they offer a maintenance program or review after a year?  The 2019
contract states that Cody will provide additional assistance for 12 months after
completion of the study at no additional costs.  There was an oversight with the
2024 study and a contract was not executed.  I would assume that Cody would
offer the City the same terms as the 2019 contract.

Was it included in the contract or offered as an hourly rate post contract? 
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See the above response. 
 
Any insight you can provide would very helpful. Have a great weekend and thank you
for your time!
 
Regards,
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
https://link.edgepilot.com/s/b9218f66/dKFKuzdK6UCrCmsz_ot32g?
u=http://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.
All e-mail sent to and received from the City of Gulf Breeze, Florida, including e-mail
addresses and content, are subject to the provisions of the Florida Public Records Law,
Florida Statute Chapter 119, and may be subject to disclosure.
Disclaimer: Under Florida law (Florida Statute 668.6076), email addresses are public records.
If you do not want your email address released in response to a public records request, please
do not send electronic mail to the City of Madeira Beach. Instead, contact the appropriate
department/division.
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From: Powers, Megan
To: Lara Hooley
Subject: FW: [External] HR Comp & Classification Consultant Reference Check
Date: Friday, March 15, 2024 11:46:54 AM
Attachments: image001.png

 
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

 
From: Shaner, Andrea <Andrea.Shaner@lakelandgov.net> 
Sent: Friday, February 23, 2024 1:53 PM
To: Powers, Megan <MPowers@madeirabeachfl.gov>
Subject: RE: [External] HR Comp & Classification Consultant Reference Check
 

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

Good Afternoon,
 
Please see the answers highlighted below in yellow.

 
What kind of study did they preform for you? When? A full wage study of all
general positions & helped us create a new step-based pay plan and new pay
ranges.
Were you satisfied with the process and final result? Satisfied.
How long did the process take? 6-8ish months
Can you provide a sample of the completed project? We don’t need job
descriptions if that is all they performed. If you put in a records request, they can
send you the final compensation study.
How much of the process was face to face/remote? We had meetings remotely
pretty frequently. They came face to face a few times.
Did they offer a compression plan? If so was it multi-year? No
Did they offer a maintenance program or review after a year? Not that I’m
personally aware of.
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Was it included in the contract or offered as an hourly rate post contract?
 
 

Andrea Shaner, SHRM-SCP
HR Analyst – Comp & Class
Human Resources
City of Lakeland
 

From: Powers, Megan <MPowers@madeirabeachfl.gov> 
Sent: Friday, February 23, 2024 1:47 PM
To: Shaner, Andrea <Andrea.Shaner@lakelandgov.net>
Subject: [External] HR Comp & Classification Consultant Reference Check

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

Bolton Partners or Bolton USA
 
Questions:

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

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

*****WARNING: This is an email from an external sender.
DO NOT click on links or attachments unless you know the
content is safe. If you are unsure about an email, contact
https://itservices.lakelandgov.net. *****

 

PUBLIC RECORDS NOTICE:

All e-mail sent to and received from the City of Lakeland, Florida, including e-mail addresses and content, are subject to the provisions of
the Florida Public Records Law, Florida Statute Chapter 119, and may be subject to disclosure.
Disclaimer: Under Florida law (Florida Statute 668.6076), email addresses are public records.
If you do not want your email address released in response to a public records request, please
do not send electronic mail to the City of Madeira Beach. Instead, contact the appropriate
department/division.
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From: Powers, Megan
To: Lara Hooley
Subject: FW: HR Comp Study Consultant- Reference Check
Date: Friday, March 15, 2024 11:48:10 AM
Attachments: image001.png

image003.png
image004.png
Outlook-buel2rr5.png

 
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

 
From: Donna Jentink <djentink@largo.com> 
Sent: Friday, February 23, 2024 2:46 PM
To: Powers, Megan <mpowers@madeirabeachfl.gov>
Cc: Kimberly Nicholls <knicholls@Largo.com>
Subject: Re: HR Comp Study 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,
 
The City of Largo conducted a complete compensation study in 2019/2020 using
PaypointHR and implemented it in FY2021. Due to the post-COVID compensation
environment, the City of Largo contracted with PaypointHR again for the recalibration of
the compensation plan. The recalibrated plan was implemented in FY23 and completed in
FY24. Currently, PaypointHR is conducting another study to ensure that our non-
represented/professional-paraprofessional positions are appropriately graded considering
the current economic environment.
 
Thanks.
 
Donna Jentink, SHRM-SCP
HR Compensation Supervisor
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You don't often get email from mpowers@madeirabeachfl.gov. Learn why this is important

City of Largo
djentink@largo.com | 727-586-7349 | Largo.com

From: Kimberly Nicholls <knicholls@Largo.com>
Sent: Friday, February 23, 2024 1:30 PM
To: Powers, Megan <mpowers@madeirabeachfl.gov>
Cc: Donna Jentink <djentink@largo.com>
Subject: FW: HR Comp Study Consultant- Reference Check

 
Hi, Megan. 
 
I’ve copied our Compensation Manager on this.  She can best answer for you.
 
Take care,
 
Kim
 
Kimberly A. Nicholls – MPA, PHR
Human Resources Assistant Director
City of Largo
727-587-6776 | knicholls@largo.com |largo.com
 

 
Disclaimer: According to Florida Public Records Law, email correspondence to and from the
City of Largo, including email addresses and other personal information, is public record and
must be made available to public and media upon request, unless otherwise exempt by the
Public Records Law.
 
From: Powers, Megan <MPowers@madeirabeachfl.gov> 
Sent: Friday, February 23, 2024 1:28 PM
To: Kimberly Nicholls <knicholls@Largo.com>
Subject: HR Comp Study Consultant- Reference Check

 

ATTENTION:This email came from an external source. Do not click on links or open
attachments that you were not expecting even if you know this sender.

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

Paypoint HR LLC
AutoSolve

 
Questions:

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

Was it included in the contract or offered as an hourly rate post contract?
 
Any insight you can provide would very helpful! This is something I will be bringing up
at the consortium next week if anyone would like to piggy back.
 
Have a great weekend and thank you for your time!
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (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.

 
Disclaimer: According to Florida Public Records Law, email correspondence to and from the City of
Largo, including email addresses and other personal information, is public record and must be made
available to public and media upon request, unless otherwise exempt by the Public Records Law.
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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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From: Powers, Megan
To: Lara Hooley; Lara Hooley
Subject: FW: HR Comp & Classification Consultant Reference Check
Date: Friday, March 15, 2024 11:46:14 AM
Attachments: image001.png

COMP AND CLASS STUDY Final.pdf

 
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov

 
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
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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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 Realigning positions based on the market results and JAT scoring; 
 Developing recommendations for classification and compensation changes;  
 Creating draft and final reports; and  
 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: 


 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. 


 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. 
 


 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. 
 


 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? 
 


 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. 







 
 


Evergreen Solutions, LLC  Page 2-1 


 


 


 


 


 
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.  It is 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:  


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


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


 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.” 


 Why did you come to work here?    


– “It was a job that turned into a career and I love the people I work with.” 
– “Stability, I 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: 


 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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 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.  


 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 


 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. 


 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.  


 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 name 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: 


 Safety Harbor 
 Dunedin 
 Bradenton 
 Tampa 
 Clearwater 
 Tarpon Springs 
 Kissimmee 
 Largo 
 Lakeland 
 Seminole 
 St. Augustine 
 St. Petersburg 
 Temple Terrace 
 Pinellas County  
 Pasco County 
 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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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.   
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EXHIBIT 3A 
OCCUPIED PAY PLAN SUMMARY  


 


 
 
  


Grade Minimum Midpoint Maximum
Range     


Spread
Employees


32 31,200$       37,440$       43,680$       40% 27


34 32,781$       39,333$       45,885$       40% 8


36 34,424$       41,309$       48,194$       40% 1


37 35,277$       42,328$       49,379$       40% 2


39 37,045$       44,450$       51,854$       40% 7


40 37,981$       45,573$       53,165$       40% 5


41 38,938$       46,727$       54,517$       40% 10


42 39,915$       47,902$       55,890$       40% 8


43 40,914$       49,098$       57,283$       40% 1


44 41,933$       50,315$       58,698$       40% 1


46 44,054$       52,863$       61,672$       40% 3


47 45,157$       54,194$       63,232$       40% 4


48 46,280$       55,536$       64,792$       40% 3


49 47,445$       56,940$       66,435$       40% 6


50 48,630$       58,365$       68,099$       40% 3


51 49,837$       59,810$       69,784$       40% 1


52 51,085$       61,308$       71,531$       40% 1


53 52,354$       62,826$       73,299$       40% 2


54 53,664$       64,397$       75,130$       40% 1


55 55,016$       66,019$       77,022$       40% 1


56 56,389$       67,673$       78,957$       40% 1


57 57,803$       69,368$       80,933$       40% 7


58 59,238$       71,094$       82,950$       40% 4


59 60,715$       72,862$       85,010$       40% 2


60 62,234$       74,682$       87,131$       40% 2


61 63,794$       76,554$       89,315$       40% 1


62 65,395$       78,478$       91,562$       40% 2


63 67,038$       80,454$       93,870$       40% 1


69 77,771$       93,330$       108,888$     40% 1


70 79,706$       95,649$       111,592$     40% 2


72 83,741$       100,495$     117,250$     40% 2


74 87,984$       105,581$     123,178$     40% 3


75 90,189$       108,233$     126,277$     40% 2


78 97,115$       116,542$     135,970$     40% 1


79 99,549$       119,465$     139,381$     40% 1


82 107,224$     128,669$     150,114$     40% 1


84 112,653$     135,190$     157,726$     40% 1


86 118,352$     142,022$     165,693$     40% 1
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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:  


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


 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.  


  







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


 


Evergreen Solutions, LLC Page 3-4 


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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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 midpointwhich 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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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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EXHIBIT 3D 
QUARTILE ANALYSIS AND TIME WITH THE ORGANIZATION 


 


# Employees Avg Tenure # Employees Avg Tenure # Employees Avg Tenure # Employees Avg Tenure


32 27 5.3 17 2.7 5 5.8 3 5.5 2 25.8


34 8 7.4 3 3.0 2 5.2 1 1.2 2 19.3


36 1 0.4 1 0.4 0 ‐ 0 ‐ 0 ‐


37 2 14.0 1 6.4 0 ‐ 0 ‐ 1 21.6


39 7 6.6 4 2.3 1 6.2 2 15.3 0 ‐


40 5 10.4 3 4.0 0 ‐ 0 ‐ 2 20.0


41 10 7.6 7 4.0 0 ‐ 2 11.5 1 24.7


42 8 5.5 5 4.5 0 ‐ 3 7.1 0 ‐


43 1 15.3 0 ‐ 1 15.3 0 ‐ 0 ‐


44 1 0.7 1 0.7 0 ‐ 0 ‐ 0 ‐


46 3 5.9 2 5.7 1 6.3 0 ‐ 0 ‐


47 4 7.6 1 3.6 2 10.9 0 ‐ 1 5.1


48 3 9.3 2 1.6 0 ‐ 1 24.8 0 ‐


49 6 16.2 0 ‐ 2 7.3 2 18.5 2 22.8


50 3 3.2 3 3.2 0 ‐ 0 ‐ 0 ‐


51 1 5.9 1 5.9 0 ‐ 0 ‐ 0 ‐


52 1 4.2 1 4.2 0 ‐ 0 ‐ 0 ‐


53 2 12.7 1 8.8 0 ‐ 0 ‐ 1 16.7


54 1 9.4 0 ‐ 0 ‐ 1 9.4 0 ‐


55 1 10.4 0 ‐ 1 10.4 0 ‐ 0 ‐


56 1 9.4 1 9.4 0 ‐ 0 ‐ 0 ‐


57 7 8.1 6 5.9 1 20.8 0 ‐ 0 ‐


58 4 17.2 2 5.1 1 24.7 1 34.1 0 ‐


59 2 12.4 1 8.0 1 16.9 0 ‐ 0 ‐


60 2 13.5 1 5.2 0 ‐ 0 ‐ 1 21.9


61 1 43.3 0 ‐ 0 ‐ 0 ‐ 1 43.3


62 2 26.5 0 ‐ 0 ‐ 1 24.7 1 28.2


63 1 22.2 0 ‐ 0 ‐ 0 ‐ 1 22.2


69 1 18.5 0 ‐ 1 18.5 0 ‐ 0 ‐


70 2 8.7 0 ‐ 2 8.7 0 ‐ 0 ‐


72 2 15.0 0 ‐ 1 10.0 0 ‐ 1 19.9


74 3 8.7 2 13.0 1 0.0 0 ‐ 0 ‐


75 2 7.5 0 ‐ 2 7.5 0 ‐ 0 ‐


78 1 4.5 0 ‐ 1 4.5 0 ‐ 0 ‐


79 1 21.3 1 21.3 0 ‐ 0 ‐ 0 ‐


82 1 4.9 1 4.9 0 ‐ 0 ‐ 0 ‐


84 1 23.3 0 ‐ 1 23.3 0 ‐ 0 ‐


86 1 0.1 1 0.1 0 ‐ 0 ‐ 0 ‐


NONE 2 10.6 2 10.6 0 ‐ 0 ‐ 0 ‐


Overall 132 9.0 71 4.5 27 9.8 17 13.1 17 22.3


4th Quartile
Average TenureGRADE Total Employees


1st Quartile 2nd Quartile 3rd Quartile
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EXHIBIT 3E 
QUARTILE PLACEMENT BY PAY GRADE 
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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: 


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


 In some organizations, certain departments or divisions may be relatively liberal with 
salary increases, market adjustments, and promotionswhile others are not. 


 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.” 


 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 Less than 80% 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 3I 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 3I, 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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EXHIBIT 3H 
ACTUAL VS. EXPECTED SALARY 


 


  


Grade Less than ‐10% ‐10 < X < ‐5% ‐5% < X < 5% 5% < X < 10% Greater than 10%


32 1 0 19 2 5


34 0 0 3 1 4


36 0 0 1 0 0


37 0 0 1 0 1


39 0 0 4 2 1


40 0 0 3 2 0


41 0 0 7 2 1


42 0 0 5 2 1


43 0 0 1 0 0


44 0 0 1 0 0


46 0 0 3 0 0


47 0 0 2 1 1


48 0 0 2 0 1


49 0 0 2 3 1


50 0 0 3 0 0


51 0 0 1 0 0


52 0 0 1 0 0


53 0 0 0 1 1


54 0 0 0 0 1


55 0 0 1 0 0


56 0 0 1 0 0


57 0 0 6 1 0


58 0 0 2 1 1


59 0 0 1 1 0


60 0 0 1 0 1


61 0 0 0 0 1


62 0 0 0 1 1


63 0 0 0 0 1


69 0 0 0 1 0


70 0 0 0 1 1


72 0 0 0 1 1


74 0 0 2 0 1


75 0 0 1 0 1


78 0 0 0 1 0


79 0 0 1 0 0


82 0 0 1 0 0


84 0 0 0 1 0


86 0 0 0 1 0


Totals 1 0 76 26 27
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EXHIBIT 3I 
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. 


 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. 


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


 A little 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. 


 The average tenure is 9 years. 


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


 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. 


 







 
 


Evergreen Solutions, LLC Page 4-1 


`  


  


 


 


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. 


  


E V E R G R E E N  S O L U T I O N S ,  L L C  


Chapter 4 – Market Summary 
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EXHIBIT 4A 
TARGET MARKET PEERS 


 


  
 
 


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. 


  


 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
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EXHIBIT 4B 
RESPONDENTS WITH COST OF LIVING ADJUSTMENTS 


 


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.  


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 112.9


St. Petersburg, FL 112.9


Seminole, FL 112.9


Tampa, FL 105.0


Hillsborough County 105.0


Pinellas County 112.9
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EXHIBIT 4C 
MARKET SURVEY RESULTS  


 


 
 
 
 


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 -55.7% $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% 5
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


# Resp.
Survey Maximum Survey 


Avg 
Range


Classification
Survey Minimum Survey Midpoint
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EXHIBIT 4C (CONTINUED) 


MARKET SURVEY RESULTS  
 


 
 


 
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: 


 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. 


 Of the 51 positions below market, 20 were more than 10 percent below the average 
market minimum.  These positions are displayed in Exhibit 4D. 


  


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% 3
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 $48,981.43 -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 I $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
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EXHIBIT 4D 
CLASSIFICATIONS MORE THAN 10% BELOW THE MINIMUM 


 


 


 


 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. 


 Of those 21 positions, 13 were more than 10.0 percent above market minimum 
average.  These positions are displayed in Exhibit 4E. 


 


 


  


% 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 I -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%


Classification
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EXHIBIT 4E 
CLASSIFICATIONS MORE THAN 10% ABOVE THE MINIMUM 


 


 
 


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: 


 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. 


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


% 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 I -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%


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


 


% 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 I -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%
I.T. NETWORK INFRASTRUCTURE & SECURITY ANALYST -10.6%
DIRECTOR OF LEISURE SERVICES -10.5%
WASTEWATER PLANT CHIEF OPERATOR -10.1%


Classification
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 Of the 72 positions receiving sufficient response, 13 were above the market midpoint.  
These comprise 18.1 percent of the classifications surveyed. 


 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 


 


 


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: 


 At the 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. 


 Of these 66, 50 fell more than 10.0 percent below the market maximum.  These 50 
positions are displayed in Exhibit 4H. 


 


 


 


 


 


 


 


  


C lassification % Diff


PUBLIC WORKS TECHNICIAN 24.5%


UTILITIES MAINTENANCE TECHNICIAN 13.8%
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EXHIBIT 4H 
CLASSIFICATIONS MORE THAN 10% BELOW THE MAXIMUM 


 


 
 


% 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 I -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%


Classification
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 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. 


 Of the 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 4I. 


 
EXHIBIT 4I 


CLASSIFICATIONS MORE THAN 10% ABOVE THE MAXIMUM 


 


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: 


 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. 


 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.  


 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. 


C lassification % Diff


PUBLIC WORKS TECHNICIAN 21.7%


UTILITIES MAINTENANCE TECHNICIAN 11.4%
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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


E V E R G R E E N  S O L U T I O N S ,  L L C  


Chapter 5 – Benefits Survey Results 
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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 


 
 


 
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. 


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 
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EXHIBIT 5C 
OVERVIEW OF HEALTH PLANS OFFERED BY PEERS 


 


Health Plan Premiums & Deductibles Peer HMO 
Average 


Peer PPO 
Average 


Peer HSA 
Average 


Other Plans 
Average 


Plan offered? (% Yes) 50%  100.0%  90.0%  50.0% 
DOLLAR AMOUNT (monthly) of 
employee premium paid by employer $728.13  $775.48  $697.02  $734.94 


PERCENTAGE (monthly) of employee 
premium paid by employer 88.7%  91.3%  94.1%  86.5% 


DOLLAR AMOUNT (monthly) of 
employee premium paid by employee $96.16  $82.96  $39.68  $117.35 


PERCENTAGE (monthly) of employee 
premium paid by employee 11.3%  8.7%  5.9%  13.5% 


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 
employer 


$1,132.08  $1,228.99  $1,161.35  $1,252.33 


PERCENTAGE (monthly) of employee 
plus child premium paid by employer 79.3%  79.5%  86.0%  80.1% 


DOLLAR AMOUNT (monthly) of 
employee plus child premium paid by 
employee 


$298.30  $323.94  $186.44  $354.57 


PERCENTAGE (monthly) of employee 
plus child premium paid by employee 20.7%  20.5%  14.0%  19.9% 


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 
by employer 


$1,132.01  $1,267.86  $1,202.68  $1,252.33 


PERCENTAGE (monthly) of employee 
plus spouse premium paid by 
employer 


78.0%  79.4%  85.1%  80.1% 


DOLLAR AMOUNT (monthly) of 
employee plus spouse premium paid 
by employee 


$317.80  $334.14  $204.51  $354.57 


PERCENTAGE (monthly) of employee 
plus spouse premium paid by 
employee 


22.0%  20.6%  14.9%  19.9% 


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 & 
Deductibles 


Peer HMO 
Average 


Peer PPO 
Average 


Peer HSA 
Average 


Other Plans 
Average 


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


DOLLAR AMOUNT (monthly) of 
employee plus family premium 
paid by employer 


$1,434.77  $1,650.46  $1,469.96  $1,674.13 


PERCENTAGE (monthly) of 
employee plus family premium 
paid by employer 


72.5%  76.6%  80.7%  74.5% 


DOLLAR AMOUNT (monthly) of 
employee plus family premium 
paid by employee 


$544.12  $507.32  $333.05  $638.17 


PERCENTAGE (monthly) of 
employee plus family premium 
paid by employee 


27.5%  23.4%  19.3%  25.5% 


Employee Plus Family Maximum 
Deductible In Network 


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


Employee Plus Family Maximum 
Deductible Out of Network 


$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 
employer 


$1,075.68 


PERCENTAGE (monthly) of Employee Plus Spouse premium paid by employer  70.2% 


DOLLAR AMOUNT (monthly) of Employee Plus Spouse premium paid by 
employer 


$1,141.64 


PERCENT (monthly) of Employee Plus Family premium paid by employer  63.8% 


DOLLAR AMOUNT (monthly) of Employee Plus Family premium paid by 
employer 


$1,240.27 


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. 
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EXHIBIT 5E 
DENTAL COVERAGE QUESTIONS 


 


Question 


Peer  
Percentage 
Offering a 
Separate 


Employer Paid 
Plan 


City of 
Oldsmar, FL 


Offering 
Employer Paid 


Peer  
Percentage 


Offering 
Employee 


Paid Option 


City of 
Oldsmar, FL  
Offering a 
Separate 
Employee 


Paid Option 


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


30.0%  Yes  100%  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 


 


Question 


Peer  
Percentage 
Offering a 
Separate 
Employer 
Paid Plan 


City of 
Oldsmar, FL 


Offering 
Employer Paid 


Peer  
Percentage 


Offering 
Employee 


Paid Option 


City of 
Oldsmar, FL 
Offering a 
Separate 
Employee 


Paid Option 


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


10.0%  Yes  100%  Yes 


Monthly Cost to Employer for 
Individual coverage? 


Embedded in 
Medical Plan 


$5.64  $4.21  ‐ 


Monthly Cost to Employer for 
Employee Plus Family coverage? 


Embedded in 
Medical Plan 


$13.36  ‐  ‐ 
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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 
 


Short-Term Disability 


Does your 
organization 


offer the 
following? 


Monthly Cost to 
Employer for Individual 


coverage? 


What Percent of 
Salary Does 
Employee 
Receive? 


Coverage 
Plans 


Employer Paid  44.4%  Depends on Salary  65.3% 


City of Oldsmar, FL  No  ‐  ‐ 


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 


 


Long-Term Disability 


Does your 
organization 


offer the 
following? 


Monthly Cost to Employer for 
Individual coverage? 


What Percent of 
Salary Does 


Employee Receive? 


Coverage 
Plans 


Employer Paid  88.9%  Depends on Salary  65.3% 


City of Oldsmar, FL  No     


Employee Paid  33%  Depends on Salary  35% 


City of Oldsmar, FL  Yes  Age Banded  60% 
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Exhibit 5I 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 5I 
LIFE INSURANCE 


 


Life Insurance 
Peer  


Percentage 
Yes 


Peer 
Average City of Oldsmar, FL 


Is employer‐paid life insurance offered?  100%  ‐  Yes 


Cost (monthly) to employer for individual coverage  ‐ 
Depends on 


Salary 
Depends on Salary 


Dollar amount of death benefit  ‐  Varies 
1 x Annual Salary of 


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 5J 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 


 


EAP Peer  
Percentage Yes Peer Average City of 


Oldsmar, FL 


Is an EAP offered? 100% - Yes 
Are benefits available to family members as well as 
the employee? 


100% - Yes 


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 


 


Tuition Reimbursement Peer  
Percentage Yes Peer Average City of 


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 


 


Retirement Plans Peer 
Average 


City of 
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 percent of salary does the organization contribute to 
this retirement option? 


10.4%  8% 


What percent of salary does the employee contribute to 
this retirement option?   6.8% 


0 


 







Chapter 5– Benefits Survey Results Compensation and Classification Study for the City of Oldsmar, FL 
 


 
 


 Evergreen Solutions, LLC  Page 5-10 


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 


 


Retirement Provisions 
Peer  


Percentage 
Yes 


Does employer 
contribute to 


these options? 


If so, how 
much 


percentage 
is 


contributed? 


City of 
Oldsmar, FL 


Do you provide additional retirement 
options? 


60%  0.0%  ‐  Yes 


Is D.R.O.P. offered?  33.3%  ‐  ‐  No 


Is a 401k, 401a, 403(b), or 457 
offered? 


70%  Yes  Varies  Yes 


 


Exhibit 3O 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 5O 


INSURANCE FOR RETIREES 
 


Insurance for Retirees Peer 
Average City of Oldsmar, FL 


Does your organization offer health insurance to retired employees? 
90% Yes 


Does your organization offer dental insurance to retired employees? 80% Yes 


Does your organization offer life insurance to retired employees? 
70% No 


 
 
5.5 EMPLOYEE LEAVE, HOLIDAYS, AND COMPENSATORY TIME 


Exhibit 5P provides the average minimum and maximum accrual ratesthe 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 


Leave 
Accrual Organization 


Peer  
Percen


tage 
Yes 


Years of service 
required to begin 


accruing the 
minimum rate? 


Minimum 
Accrual Rate 


in Hours 
(Monthly) 


Years of service 
required to begin 


accruing the 
maximum rate? 


Maximum 
Accrual Rate  


in Hours 
(Monthly) 


Maximum 
Accrual in 


Hours 
(Cap) 


Sick 
Leave 


Peer Average  88.9%  0  7.6  4  8.5  86.1 


City of Oldsmar, FL  Yes  0  8  0  8  552 


Annual/ 
Vacation 
Leave 


Peer Average  100%  0  10  17.4  18  189.5 


City of Oldsmar, FL  Yes  0  8  15  18  432 


Paid‐
Time Off 


Peer Average  33.3%  0  16  0  16  16 


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 


Sick and Vacation Leave Policies Peer  
Percentage Yes 


Peer 
Average 


City of 
Oldsmar, 


FL 
Is unused sick leave paid out upon voluntary 
separation? 


57.1%  ‐  No 


Max dollars of sick leave paid out upon voluntary 
separation 


‐  $8,000  ‐ 


Is unused sick leave paid out upon involuntary 
separation? 


14.3%  ‐  No 


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 


‐  50%  Up to 276 


Is unused annual/vacation leave paid out upon 
voluntary separation? 


70.0%  ‐  Yes 


Max hours of annual/vacation leave paid out upon 
voluntary separation 


‐  296  ‐ 


Is unused annual/vacation leave paid out upon 
involuntary separation? 


60.0%  ‐  Yes 


Max hours of annual/vacation leave paid out upon 
involuntary separation 


‐  296  ‐ 


 


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 Observed by Peer 
Organizations 


Peer  
Percentage 


Yes 


City of 
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 


Pay Programs Peer Percentage Yes Oldsmar 


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 


Does your organization offer: other programs? 


50% 


COLA, CDL, 
Licensure, Years of 
Service Monetary 


Awards 


 


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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*0   
 
 


 
 
 


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 
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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 assigned 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 50th 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.  







Chapter 6– Recommendations  Compensation and Classification Study for the City of Oldsmar, FL 


 
 


Evergreen, LLC  Page 6-3 


 
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 31,200.00$      39,780.00$      48,360.00$      55.0%


102 32,136.00$      40,973.40$      49,810.80$      55.0%


103 33,100.08$      42,202.60$      51,305.12$      55.0%


104 34,093.08$      43,468.68$      52,844.28$      55.0%


105 35,115.87$      44,772.74$      54,429.61$      55.0%


106 36,169.35$      46,115.92$      56,062.49$      55.0%


107 37,254.43$      47,499.40$      57,744.37$      55.0%


108 38,372.06$      48,924.38$      59,476.70$      55.0%


109 39,523.23$      50,392.11$      61,261.00$      55.0%


110 40,708.92$      51,903.88$      63,098.83$      55.0%


111 41,930.19$      53,460.99$      64,991.80$      55.0%


112 43,188.10$      55,064.82$      66,941.55$      55.0%


113 44,483.74$      56,716.77$      68,949.80$      55.0%


114 45,818.25$      58,418.27$      71,018.29$      55.0%


115 47,192.80$      60,170.82$      73,148.84$      55.0%


116 48,608.58$      61,975.94$      75,343.30$      55.0%


117 50,066.84$      63,835.22$      77,603.60$      55.0%


118 51,568.85$      65,750.28$      79,931.71$      55.0%


119 53,115.91$      67,722.79$      82,329.66$      55.0%


120 54,709.39$      69,754.47$      84,799.55$      55.0%


121 56,350.67$      71,847.10$      87,343.54$      55.0%


122 58,041.19$      74,002.52$      89,963.85$      55.0%


123 59,782.43$      76,222.59$      92,662.76$      55.0%


124 61,575.90$      78,509.27$      95,442.64$      55.0%


125 63,423.18$      80,864.55$      98,305.92$      55.0%


126 65,325.87$      83,290.49$      101,255.10$    55.0%


127 67,285.65$      85,789.20$      104,292.75$    55.0%


128 69,304.22$      88,362.88$      107,421.54$    55.0%


129 71,383.34$      91,013.76$      110,644.18$    55.0%


130 73,524.84$      93,744.18$      113,963.51$    55.0%


131 75,730.59$      96,556.50$      117,382.41$    55.0%


132 78,002.51$      99,453.20$      120,903.89$    55.0%


133 80,342.58$      102,436.79$    124,531.00$    55.0%


134 82,752.86$      105,509.90$    128,266.93$    55.0%


135 85,235.45$      108,675.19$    132,114.94$    55.0%


136 87,792.51$      111,935.45$    136,078.39$    55.0%


137 90,426.28$      115,293.51$    140,160.74$    55.0%


138 93,139.07$      118,752.32$    144,365.56$    55.0%


139 95,933.24$      122,314.89$    148,696.53$    55.0%


140 99,770.57$      127,207.48$    154,644.39$    55.0%


141 103,761.40$    132,295.78$    160,830.17$    55.0%


142 107,911.85$    137,587.61$    167,263.37$    55.0%


143 112,228.33$    143,091.12$    173,953.91$    55.0%


144 116,717.46$    148,814.76$    180,912.06$    55.0%


145 121,386.16$    154,767.35$    188,148.55$    55.0%


146 126,241.61$    160,958.05$    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 Maximum
Range


Spread


101 15.00$         19.13$        23.25$          55.0%


102 15.45$         19.70$        23.95$          55.0%


103 15.91$         20.29$        24.67$          55.0%


104 16.39$         20.90$        25.41$          55.0%


105 16.88$         21.53$        26.17$          55.0%


106 17.39$         22.17$        26.95$          55.0%


107 17.91$         22.84$        27.76$          55.0%


108 18.45$         23.52$        28.59$          55.0%


109 19.00$         24.23$        29.45$          55.0%


110 19.57$         24.95$        30.34$          55.0%


111 20.16$         25.70$        31.25$          55.0%


112 20.76$         26.47$        32.18$          55.0%


113 21.39$         27.27$        33.15$          55.0%


114 22.03$         28.09$        34.14$          55.0%


115 22.69$         28.93$        35.17$          55.0%


116 23.37$         29.80$        36.22$          55.0%


117 24.07$         30.69$        37.31$          55.0%


118 24.79$         31.61$        38.43$          55.0%


119 25.54$         32.56$        39.58$          55.0%


120 26.30$         33.54$        40.77$          55.0%


121 27.09$         34.54$        41.99$          55.0%


122 27.90$         35.58$        43.25$          55.0%


123 28.74$         36.65$        44.55$          55.0%


124 29.60$         37.74$        45.89$          55.0%


125 30.49$         38.88$        47.26$          55.0%


126 31.41$         40.04$        48.68$          55.0%


127 32.35$         41.24$        50.14$          55.0%


128 33.32$         42.48$        51.64$          55.0%


129 34.32$         43.76$        53.19$          55.0%


130 35.35$         45.07$        54.79$          55.0%


131 36.41$         46.42$        56.43$          55.0%


132 37.50$         47.81$        58.13$          55.0%


133 38.63$         49.25$        59.87$          55.0%


134 39.79$         50.73$        61.67$          55.0%


135 40.98$         52.25$        63.52$          55.0%


136 42.21$         53.82$        65.42$          55.0%


137 43.47$         55.43$        67.38$          55.0%


138 44.78$         57.09$        69.41$          55.0%


139 46.12$         58.81$        71.49$          55.0%


140 47.97$         61.16$        74.35$          55.0%


141 49.89$         63.60$        77.32$          55.0%


142 51.88$         66.15$        80.42$          55.0%


143 53.96$         68.79$        83.63$          55.0%


144 56.11$         71.55$        86.98$          55.0%


145 58.36$         74.41$        90.46$          55.0%


146 60.69$         77.38$        94.07$          55.0%


UNG ‐ ‐ ‐ ‐
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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 


 


 
 
 


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, 


Implementation Option
 Total Salary‐


Only Cost 


Number of 


Employees 


Adjusted


 Average 


Adjustment 


for Impacted 


Employees 


% of Payroll


Bring to Min 219,567.97$       69 3,182.14$        2.9%


Class Parity 443,586.55$       109 4,069.60$        5.9%
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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 







Chapter 6– Recommendations  Compensation and Classification Study for the City of Oldsmar, FL 


 
 


Evergreen, LLC  Page 6-7 


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

Gehring Group
Evergreen Solutions

 
Questions:

What kind of study did they preform for you? When?
Gehring Group is the City’s benefits consultant.   I 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.

Were you satisfied with the process and final result?
Gehring Group – Yes, I 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.

How long did the process take?
Gehring Group – ongoing
Evergreen – approximately 9 months.

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.

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.

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.

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

Was it included in the contract or offered as an hourly rate post contract? 
 
Any insight you can provide would very helpful. Have a great weekend and thank you
for your time!
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Regards,
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (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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From: Powers, Megan
To: Lara Hooley; VanBlargan, Clara
Subject: FW: [EXTERNAL] FW: HR Comp & Classification Consultant Reference Check
Date: Thursday, March 14, 2024 3:15:31 PM
Attachments: image004.png

image005.png
Final Report - Class JD Comp - Cody and Associates September 2023.pdf
Proposal Reference Notes.docx

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

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

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

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

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


Linda Bunting 
 
Linda Bunting, PHR, SHRM-CP 
President 







  


 


CLASSIFICATION, JOB DESCRIPTIONS AND COMPENSATION STUDY 
 
 Town of Southwest Ranches 
 
  
 
 Table of Contents 
 
 
Section    Page 
 
 
 LETTER OF TRANSMITTAL 
 
 
 INTRODUCTION  ...............................................................................................................    1 
 
 
STUDY ASSIGNMENT AND OBJECTIVES ......................................................................................    2 
 
 
POSITION EVALUATION PHASE ....................................................................................................    3 
 
  REVIEW OF POSITIONS ..............................................................................................    3 
 
SALARY PHASE   ...............................................................................................................      4 
 
  SALARY SURVEY .........................................................................................................    4 
 
    Selection of Survey Classes ........................................................................    4 
    Identification of Labor Market .....................................................................    4 
    Survey Method .............................................................................................    4 
 
  DEVELOPMENT OF THE SALARY SCHEDULES .........................................................     5 
  GENERAL SALARY FINDINGS AND COMMENTS ......................................................     5 
  RECOMMENDATIONS ...............................................................................................     5 
 
FRINGE BENEFIT ANALYSIS ........................................................................................................     7 
 
  APPROACH    ..............................................................................................................     7 
  FINDINGS   ..............................................................................................................     8 
  
  
IMPLEMENTATION………………………………………………………………………………………………….. .......   10 
 
EXECUTIVE SUMMARY  ..............................................................................................................   13 
 
 







 


 
 


 
 
 
ENCLOSURE 1 – RECOMMENDED CLASSIFICATION AND PAY PLAN (INTERNAL RELATIONSHIP) 
 
ENCLOSURE 2 – SALARY SCHEDULE 
 
ENCLOSURE 3 – IMPLEMENTATION COST BREAKDOWN 
 
ENCLOSURE 4 – SUMMARY OF RAW DATA 
 
 
 
 
 







INTRODUCTION


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


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


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


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


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


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


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


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


used or relied upon outside of that context. 


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


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


plan is implemented. 


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


order to maintain a current and equitable classification system and pay plan. 
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STUDY ASSIGNMENT AND OBJECTIVES 
 


 


 


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


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


their jurisdiction. 


 


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


with the following basic objectives: 


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


turnover costs and promote careers with the Town. 


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


render the services that the Town provides. 


• Establishing salary ranges, and determining individual salary levels. 


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


(equal pay for equal work). 


 


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


• Review of all Job Descriptions 


• Position Classification and Evaluation 


• Wage Survey 


• Fringe Benefit Survey 


• Methods of Implementing Survey Results and Recommendations 


• Report Preparation and Presentation 


 


2







 


 


 


POSITION CLASSIFICATION PHASE 
 


 


 


The Position Classification Phase of the Study included the following: 


 


 REVIEW OF POSITIONS 


 


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


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


the proper pay level. 


 


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


and they align with the current essential functions performed.  


 


 POINT EVALUATION SYSTEM 


 


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


factors: 


• Knowledge and skills; 


• Supervision; 


• Analytical/other skills; 


• Responsibility for policy and methods; 


• Effects of individual actions; 


• Personal contacts (level and purpose); 


• Initiative and achievement; 


• Mental demands; 


• Physical demands; and, 


• Environmental demands. 
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SALARY PHASE 
 


 


The Salary Phase of the Study included the following: 


 


 SALARY SURVEY 


 


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


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


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


 


  SELECTION OF SURVEY CLASSES (Bench Marks) 


 


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


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


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


which could be compared with other employers. 


 


  IDENTIFICATION OF LABOR MARKET 


 


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


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


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


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


also utilized to gather salary information in Southeast Florida. 


 


  SURVEY METHOD 


 


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


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


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


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


responsibilities and skill sets needed to do the job.   


   


 DEVELOPMENT OF THE SALARY SCHEDULES 


 


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


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


 


 


 GENERAL SALARY FINDINGS AND COMMENTS 


 


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


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


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


recommended pay plan.  


 


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


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


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


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


increases is causing compression between the Charters and general employees with 


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


Charter positions are staying the same. 


 


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


 


 RECOMMENDATIONS 


 


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


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


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


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


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


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


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


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


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


to a Director level.  


 


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


requested. 
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 FRINGE BENEFIT ANALYSIS 


 


 


 


 APPROACH 


 


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


follows: 


 


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


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


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


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


 


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


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


The following is a summary of the findings:  
 


 OF THE MAJOR BENEFITS SURVEYED 


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


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


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


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


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


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


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


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


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


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


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


Holidays 
13 Holidays per year 


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


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


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


 
 


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


recommended. 


ALTERNATIVE A 


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


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


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


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


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


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


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


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


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


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


cost breakdown is included in Enclosure 3. 


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


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


 


ALTERNATIVE C 


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


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


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


compensation cost breakdown is included in Enclosure 3. 


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


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


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


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


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


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


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


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


 


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


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


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


order to attract and/or retain qualified employees.  


 


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


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


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


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


and the Town needs to reduce their turnover rate.  


 


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


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


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


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


These implementation costs are broken down in Enclosure 3. 


 


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


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


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


Job Title
No. of


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


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


RECOMMENDEDCURRENT
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PAY GRADE SCHEDULE


P/G Min Mid Max Min Mid Max


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


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


AnnualHourly 
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IMPLEMENTATION COSTS


Title Current 
Salary 4% increase


bring to 
minim


Whichever 
is greater


cost of 
increase


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


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


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


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


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


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


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


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


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


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


4% or bring to minimum
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IMPLEMENTATION COSTS


Title Current 
Salary


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


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


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


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


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


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


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


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


Controller $102,010


$1,505,222
* Excludes Part time employees


4.5% increase
bring to 
minim


Whichever 
is greater


cost of 
increase


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


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


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


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


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


Total Cost $67,172.35


4.5% or bring to minimum
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IMPLEMENTATION COSTS


Title Current 
Salary


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


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


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


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


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


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


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


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


Controller $102,010


$1,505,222
* Excludes Part time employees


5% increase
bring to 
minim


Whichever 
is greater


cost of 
increase


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


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


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


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


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


Total Cost $74,377.10


5% or bring to minimum
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RAW DATA SUMMARY


Job Title Minimum Maximum Min Max


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


Current Median
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RFP 24-01 – HR Comp & Classification Study

Proposal Reference Notes



· Largo: knicholls@Largo.com 

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

· PayPoint

· AutoSolve

· St. Pete Beach: jsassone@stpetebeach.org 

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

· PayPoint

· Newberry: tfair@newberryfl.gov

· PayPoint

· Satisfied, see full response attached

· Dunedin: tsmalling@dunedinfl.net- 

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

· Gehring Group

· Evergreen Solutions

· Bolton Partners/Bolton USA

· AutoSolve

· Oldsmar: mkutch@myoldsmar.com 

· Gehring Group

· Satisfied, see full response attached

· Evergreen Solutions

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

· TI: jzamora@mytreasureisland.org

· Gehring Group

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

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

· Gehring Group

· Will follow up on Gehring Group Project

· Evergreen Solutions

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

· Belleair: nfreeman@townofbelleair.net 

· Haven’t heard anything yet from Belleair

· Evergreen Solutions

· New Port Richey: Wetzela@cityofnewportrichey.org 

· Haven’t heard anything back yet from NPR

· Evergreen Solutions

· Pinellas County: kfnelson@pinellas.gov

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

· Evergreen Solutions

· Lakeland: Andrea.Shaner@lakelandgov.net 

· Bolton Partners/Bolton USA

· Satisfied, see full response attached

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

· Haven’t heard anything from Melbourne yet

· Bolton Partners/Bolton USA

· Indian Rocks Beach: eatkinson@irbcity.com 

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

· AutoSolve





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

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

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

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

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

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

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

No. 
 
Any insight you can provide would very helpful.
            C&A performed a similar study for us in 2015 so this was almost a follow-up to
a previously completed plan, but we asked them to review additional markets this
time around.  We are a very small municipality with only 23 employees.  We found
C&A to be very responsive to our needs and we are satisfied with the final report.       
 
Regards,
 
Russell Muñiz, MBA, MPA
Town Administrator
 
Town of Southwest Ranches
13400 Griffin Road
Southwest Ranches, FL 33330
Phone:  (954) 434-0008
Fax:  (954) 434-1490
E-mail:  rmuniz@southwestranches.org
Website:  www.southwestranches.org
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You don't often get email from mpowers@madeirabeachfl.gov. Learn why this is important

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

 

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

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

Cody & Associates
 
Questions:

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

Was it included in the contract or offered as an hourly rate post contract?
 
Any insight you can provide would very helpful. Have a great weekend and thank you
for your time!
 
Regards,
 
Megan Powers
Assistant to the City Manager
City of Madeira Beach
300 Municipal Dr. I (727) 391-9951 x228
www.Madeirabeachfl.gov
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Disclaimer: Under Florida law (Florida Statute 668.6076), email addresses are public
records. If you do not want your email address released in response to a public records
request, please do not send electronic mail to the City of Madeira Beach. Instead,
contact the appropriate department/division.

Please note that Florida has a broad public records law. All correspondence via email
may be subject to disclosure.
Disclaimer: Under Florida law (Florida Statute 668.6076), email addresses are public records.
If you do not want your email address released in response to a public records request, please
do not send electronic mail to the City of Madeira Beach. Instead, contact the appropriate
department/division.
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From: Ola Terrell-Jordan
To: Jerry Cantrell
Cc: VanBlargan, Clara; Lara Hooley
Subject: RE: Questions Regarding AutoSolve"s Classification and Compensation Study
Date: Monday, March 18, 2024 6:21:07 PM
Attachments: image002.png

image003.png

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

Good Afternoon,
 
I wanted to take a moment to express our satisfaction with the services provided by AutoSolve
for the City of Americus, particularly the exceptional work of Jeff Turner.
 
Jeff has been instrumental in our ongoing Comp and Class study, demonstrating a high level of
professionalism, thoroughness, and expertise throughout the process. His dedication to
keeping our committee informed at every step of the way has been greatly appreciated and
has contributed significantly to the smooth progression of the project.
 
I must emphasize that while our study is not yet complete, Jeff's contributions have been
invaluable thus far. At this time, I regret to inform you that I do not have any documents to
share regarding the study's progress. However, I am confident that with Jeff's continued
efforts, we are on track for a successful outcome.
 
We are thoroughly pleased with the quality of work Jeff has delivered and his proactive
approach to addressing any issues that arise. Based on our experience, I would
wholeheartedly recommend AutoSolve as a vendor of choice for any similar projects or
initiatives.
 
Best regards,
 

Ola O. Terrell-Jordan, MPA
Human Resources Director
 

Email: oterrell-jordan@americusga.gov
 

Phone:  229-924-4411 ext. 248
 
101 W. Lamar Street
Americus, GA  31709
 

www.americusga.gov
 

 

 
 
From: Jerry Cantrell <jcantrell@madeirabeachfl.gov> 
Sent: Thursday, March 14, 2024 3:01 PM
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To: Ola Terrell-Jordan <oterrell-jordan@americusga.gov>
Cc: VanBlargan, Clara <cvanblargan@madeirabeachfl.gov>; Lara Hooley
<LHooley@madeirabeachfl.gov>
Subject: RE: Questions Regarding AutoSolve's Classification and Compensation Study

 
Ms. Terrell-Jordan:
 
The City of Madeira Beach is evaluating RFP responses for classification and compensation. 
Based on our RFP, we believe the City of Americus is currently in the process of conducting a
comprehensive classification and compensation study with AutoSolve.  If the study is
complete or if there are drafts, would you be able to share a copy of the classification and
compensation study conducted by AutoSolve?  Also, would you mind answering these
questions regarding AutoSolve:

1. After completing the compensation and job description analysis, is there anything that
you realize you’ve overlooked?

2. Do you have a copy of job descriptions and the job classification that could be shared?
3. What would you do differently if you needed to complete an analysis again?
4. Are there experiences you’d like to share?
5. Would you use this company again?
6. Are you satisfied with the results?

 
Any assistance you could provide would be appreciated.  My cell is 770.833.7771 should you
like to discuss these questions or requests.
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Chair - Civil Service Commission
727-391-9951
 

 
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,
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contact the appropriate department/division.
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From: Joseph Patton
To: Jerry Cantrell
Cc: VanBlargan, Clara; Lara Hooley
Subject: RE: Questions Regarding Gehring Group, Inc. Classification and Compensation Study
Date: Friday, March 15, 2024 9:11:37 AM
Attachments: image001.png

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

Hi Jerry,
 
We have not completed our study as of yet.  We expect to finish next week.  I have answered what I
could below.
 

1. After completing the compensation and job description analysis, is there anything that
you realize you’ve overlooked?  Not at the moment.

2. Do you have a copy of job descriptions and the job classification that could be shared? 
We have not finalized them at this time.

3. What would you do differently if you needed to complete an analysis again?  Staff
complained about the survey tool being to long.  I believe Gehring Group is reviewing
their survey tool.  My view, if you want to do a thorough review, a longer survey is
necessary to capture as much information as possible.  I personally met with all
supervisors and department heads to explain the survey so they could help staff
complete if necessary, however, I did not do that with staff.  

4. Are there experiences you’d like to share?  Great experience so far.  They are very
knowledgeable and always there to help.

5. Would you use this company again?  Definitely.
6. Are you satisfied with the results?  I am satisfied with the results so far.  I wanted a

complete independent study, so we remained out of it unless asked.  I have not seen the
completed report, but we are very happy with the process and the actions of John
Muller’s team at Gehring Group.

 
 

Joe Patton, Ph.D.
Human Resources Director
City of Apopka
120 E. Main Street
Apopka, Florida 32703
(P) 407-703-1803
mailto:jpatton@apopka.net
 

From: Jerry Cantrell <jcantrell@madeirabeachfl.gov> 
Sent: Thursday, March 14, 2024 6:03 PM

183

Item 6G.

mailto:JPatton@Apopka.net
mailto:jcantrell@madeirabeachfl.gov
mailto:cvanblargan@madeirabeachfl.gov
mailto:LHooley@madeirabeachfl.gov
mailto:jpatton@apopka.net



To: Joseph Patton <JPatton@Apopka.net>
Cc: VanBlargan, Clara <cvanblargan@madeirabeachfl.gov>; Lara Hooley
<LHooley@madeirabeachfl.gov>
Subject: Questions Regarding Gehring Group, Inc. Classification and Compensation Study

 

CAUTION: This Email originated from a source outside the City of Apopka.
Do not click on links or open attachments unless you recognize the sender
and you know the content is safe.
 
 

Dr. Patton:
 
The City of Madeira Beach is evaluating RFP responses for classification and compensation. 
Can you share a copy of the classification and compensation study that was provided by
Gehring Group, Inc.?  Also, would you mind answering these questions regarding Gehring
Group, Inc.:

1. After completing the compensation and job description analysis, is there anything that
you realize you’ve overlooked?

2. Do you have a copy of job descriptions and the job classification that could be shared?
3. What would you do differently if you needed to complete an analysis again?
4. Are there experiences you’d like to share?
5. Would you use this company again?
6. Are you satisfied with the results?

 
Any assistance you could provide would be appreciated.  My cell is 770.833.7771 should you
like to discuss these questions or requests.
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Chair - Civil Service Commission
727-391-9951
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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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From: Jerry Cantrell
To: Sherrian Hardman
Cc: Lara Hooley; VanBlargan, Clara
Subject: FW: Questions Regarding Gehring Group, Inc. Classification and Compensation Study
Date: Friday, March 15, 2024 2:25:54 PM
Attachments: image003.png

image004.png
image005.png
image006.png
image007.png
Gehring Group Comp Study Report.pdf
Employee Compensaton Consultant Services - signed.pdf
loi 23-D-149 docs for posting.pdf

Ms. Hardman:
 
Thank you for this response.  We appreciate the support that Ms. Reul and you have provided.
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Civil Service Commission
727-391-9951
 

 
From: Sherrian Hardman <shardman@coralsprings.gov> 
Sent: Friday, March 15, 2024 2:20 PM
To: Jerry Cantrell <jcantrell@madeirabeachfl.gov>
Subject: RE: Questions Regarding Gehring Group, Inc. Classification and Compensation Study

 

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

Good Afternoon Jerry,
I’ve attached our compensation study RFP documents and final product from Gehring Group.
I’ve also included answers to your questions below. Please feel free to contact me if you have
any questions.
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City of Coral Springs
Compensation & Classification 


Study


Presented by:


John Muller


September 21, 2023







Methodology & Approach


• Met with HR staff to understand scope and develop strategy


• Defined and obtained data set


• Reviewed information


• Benchmarked more than 300 positions against data set


• Met with City HR team and Departments to review initial finds


• Developed new pay ranges and classified all positions 


• Reviewed all employees in their positions for compression


2







Actions


• Finalized pay ranges
− Matched each position into a range


− Stayed consistent


• Reviewed compression workbook with HR
− By employee and roles


o Reclass/position dates


o Workforce plan


• Shared information with City Management


3







Observations & Findings


• Titles and Classification
− Accounting & Marketing


− Managers


− Coordinators


− Administrators


• Positions with little to no comps


• Discussed pay compression with Police and Fire Chiefs
− Aware of the challenges with Division Chiefs and Police Captains


o Pay and how it impacts retirement/pension and succession planning


− Brainstormed possible solutions


4







Observations & Findings


• At the 75th percentile, impact is $545,000
− 133 employees affected


• Adjusting for compression, impact is $922,000
− 204 employees affected


• Departments with largest impact
− Maintenance


− Some IT positions


− Permitting/Code


− Crime Scene


− Analyst roles


5
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AGREEMENT BETWEEN THE CITY OF CORAL SPRINGS AND RSC INSURANCE 


BROKERAGE INC. TO PROVIDE EMPLOYEE COMPENSATION CONSULTANT 


SERVICES 


 


 THIS AGREEMENT, made and entered into the ____ day of ___________ 2023 


(hereinafter “Effective Date”), by and between: 


 


    CITY OF CORAL SPRINGS, FLORIDA 


    a municipal corporation 


    9500 West Sample Road 


    Coral Springs, Florida 33065 


    (hereinafter referred to as "CITY") 


 


      and 


 


RSC INSURANCE BROKERAGE INC. 


a Delaware corporation 


    3500 Kyoto Gardens Drive 


    Palm Beach Gardens, Florida 33410 


    (hereinafter referred to as "CONSULTANT") 


 


WHEREAS, on May 20, 2023, CITY issued Letter of Interest 23-D-249 for Employee 


Compensation Consultant Services (hereinafter “LOI”); and 


 


WHEREAS, CITY staff has reviewed the proposal submitted by CONSULTANT and 


recommends that CONSULTANT be selected for the services pursuant to Exhibit “A” of this 


Agreement; and 


 


 WHEREAS, the Purchasing Manager concurs with the recommendation of CITY staff; 


now, therefore 


 


 IN CONSIDERATION of the mutual covenants and undertakings and other good and 


valuable consideration, the receipt and sufficiency of which is hereby acknowledged, the parties 


do mutually covenant and agree as follows: 


 


SECTION 1.  RECITALS 


 


The foregoing recitals are true and correct and are hereby incorporated into this Agreement. 


 


SECTION 2.   PURPOSE 


 


CITY hereby retains CONSULTANT to provide Employee Compensation Consultant Services. 


 


 


 


 


12 July
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SECTION 3.  DUTIES AND SCOPE OF WORK 


 


3.01 Subject to the terms and conditions of this Agreement, CITY hereby retains 


CONSULTANT to provide the services detailed in the scope of work, attached hereto and 


incorporated herein as Exhibit "A."  


 


3.02 Based upon satisfactory performance by CONSULTANT and funding in future fiscal 


years, CITY may retain CONSULTANT for additional services. If CITY wishes to retain 


CONSULTANT for additional services the parties shall enter in a written amendment to this 


Agreement. 


 


SECTION 4.  RESPONSIBILITIES OF CITY 


 


CITY shall use its best efforts in cooperating with CONSULTANT in providing the information 


and documentation necessary to CONSULTANT in the performance of services under this 


Agreement. 


 


SECTION 5.  COMPENSATION 


 


5.01 FEES FOR ALL SERVICES: For the performance of duties and services identified in 


Exhibit “A,” CONSULTANT shall be paid an amount not to exceed Thirty-Nine Thousand Nine 


Hundred Eight Dollars ($39,908.00). 


 


5.02 PAYMENT DUE: CONSULTANT’s fee shall be due and payable thirty (30) days after 


receipt and approval by CITY of the invoice. 


 


SECTION 6.  TERM 


  


The term of this Agreement shall become effective upon execution of the Agreement and shall 


terminate on July 31, 2026 unless otherwise terminated pursuant to Section 7 of this Agreement. 


CITY reserves the right to renew this contract for one (1) additional three (3) year period based 


on CONSULTANT'S acceptable level of performance and approved and available funding. 


 


SECTION 7.  TERMINATION 


 


7.01 Upon seven (7) calendar days written notice delivered by certified mail, return receipt 


requested, to CONSULTANT, CITY may, without cause and without prejudice to any other right 


or remedy, terminate the Agreement for CITY's convenience whenever CITY determines that 


such termination is in the best interest of CITY. Where the Agreement is terminated for the 


convenience of CITY the notice of termination to CONSULTANT must state that the Agreement 


is being terminated for the convenience of CITY under the termination clause and the extent of 


termination. Upon receipt of the Notice of Termination for convenience, CONSULTANT shall 


promptly discontinue all work at the time and to the extent indicated on the Notice of 


Termination, terminate all outstanding subcontractors and purchase orders to the extent that they 


relate to the terminated portion of the Agreement and refrain from placing further orders and 


subcontracts except as they may be necessary, to complete any continued portions of the work. 


 







Page 3 of 14 
Doc. 137890 


7.02 In the event CONSULTANT shall default in or violate any of the terms, obligations, 


restrictions or conditions of this Agreement, CITY shall give CONSULTANT written notice by 


certified mail of the default and that such default shall be corrected, or actions taken to correct 


such default shall be commenced within ten (10) calendar days thereof. In the event 


CONSULTANT has failed to correct the condition(s) of the default or the default is not remedied 


to the satisfaction and approval of CITY, CITY shall have all legal remedies available to it, 


including, but not limited to, termination of this Agreement in which case CONSULTANT shall 


be liable for all re-procurement costs and any and all damages permitted by law arising from the 


default and breach of this Agreement. 


 


SECTION 8.  INDEMNIFICATION 


 


8.01 The parties agree that one percent (1%) of the total compensation paid to 


CONSULTANT for services rendered during the term of this Agreement shall be construed as 


specific consideration for the indemnification agreement stated as follows: CONSULTANT 


agrees to indemnify, defend, save and hold CITY, its officers, agents and employees, harmless 


from any and all claims, damages, liability, losses, causes of action of any nature whatsoever, 


which may arise out of, in connection with, or because of the services of CONSULTANT 


specifically including improper or inadequate supervision instruction and/or the use, 


maintenance or operations of CONSULTANT under this Agreement or the breach of this 


Agreement by CONSULTANT.  


 


8.02 CONSULTANT shall pay all claims, losses, liens, settlements or judgments of any nature 


whatsoever in connection therewith, including but not limited to, attorney’s fees and costs to 


defend all claims or suits, in the name of CITY when applicable and shall pay all costs and 


judgments which may issue thereon. 


 


8.03 CITY reserves the right to select its own legal counsel to conduct any defense in any such 


proceeding and all costs and fees associated therewith shall be the responsibility of 


CONSULTANT under this indemnification agreement. 


 


8.04 Such indemnification shall not be limited to the amount of comprehensive general 


liability insurance which CONSULTANT is required to obtain under this Agreement. Nothing 


contained herein is intended nor shall be construed to waive CITY’s rights and immunities under 


the common law or Section 768.28, Florida Statutes, as amended from time to time and the limits 


provided for therein. 


 


8.05 PATENT AND COPYRIGHT INDEMNIFICATION: CONSULTANT shall indemnify, 


save and hold harmless, CITY, its officers, agents and employees from all claims, damages, 


losses, liabilities and expenses arising out of an alleged infringement of copyrights, patent rights, 


the unauthorized or unlicensed use of any material, property or other work in connection with the 


performance of the services provided pursuant to this Agreement.  


 


SECTION 9.  SCRUTINIZED COMPANIES 


 


CONSULTANT understands that pursuant to Section 287.135, a company is ineligible to, and 


may not, bid on, submit a proposal for, or enter into or renew a contract with CITY if 


CONSULTANT is on the Scrutinized Companies that Boycott Israel List, created pursuant to 
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Section 215.4725, Florida Statutes, as amended, or is engaged in a boycott of Israel. 


Additionally, CONSULTANT understands that if the consideration for this Agreement exceeds 


one million dollars at the time of bidding on, submitting a proposal for, or entering into or 


renewing such contract, and CONSULTANT is on the Scrutinized Companies with Activities in 


Sudan List or the Scrutinized Companies with Activities in the Iran Petroleum Energy Sector 


List, created pursuant to Section 215.473, Florida Statutes, as amended, or is engaged in business 


operations in Syria, that CONSULTANT is ineligible to, and may not bid on, submit a proposal 


for, or enter into or renew a contract with CITY. 


 


By entering into this Agreement, CONSULTANT certifies that CONSULTANT and its 


principals and/or owners are not listed on the Scrutinized Companies that Boycott Israel List, 


Scrutinized Companies with Activities in Sudan List, Scrutinized Companies with Activities in 


the Iran Petroleum Energy Sector List or is engaged in business operations with Syria. 


 


In the event that CONSULTANT is placed on the Scrutinized Companies that Boycott Israel 


List, engaged in a boycott of Israel, Scrutinized Companies with Activities in the Sudan List, 


Scrutinized Companies with Activities in the Iran Petroleum Energy Sector List, or is engaged in 


business operations with Syria, CITY may immediately terminate this Agreement without any 


liability to CONSULTANT notwithstanding any other provision in this Agreement to the 


contrary.  


 


SECTION 10. INSURANCE 


 


10.01 CONSULTANT shall secure and maintain, at its own expense, and keep in effect during 


the full term of this Agreement, a policy or policies of insurance, which must include the 


following coverages and minimum limits of liability: 


 


(1) Worker's Compensation Insurance for statutory obligations imposed by Worker's 


Compensation or Occupational Disease Laws, including, where applicable, the United States 


Longshoremen's and Harbor Worker's Act, the Federal Employers' Liability Act and the Jones 


Act. Employer's Liability Insurance shall be provided with a minimum of two hundred thousand 


and xx/100 dollars ($200,000.00) per accident. CONSULTANT agrees to be responsible for the 


employment, conduct and control of its employees and for any injury sustained by such 


employees in the course of their employment. 


 


(2) Commercial Automobile Liability Insurance for all owned, non-owned and hired automobiles 


and other vehicles used by CONSULTANT in the performance of the obligations of this 


Agreement with the following minimum limits of liability with no restrictive endorsements: 


 


$1,000,000.00 Combined Single Limit, per occurrence, Bodily Injury & Property Damage 


 


(3) Comprehensive General Liability (occurrence form) with the following minimum limits of 


liability with no restrictive endorsements: 


 


$1,000,000.00 Combined Single Limit, per occurrence, Bodily Injury & Property Damage. 


Coverage shall specifically include the following with minimum limits not less than those 


required for Bodily Injury Liability and Property Damage Liability: 
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(a) Premises and Operations. 


(b) Independent Contractors. 


(c) Product and Completed Operations Liability. 


(d) Broad Form Property Damage. 


(e) Broad Form Contractual Coverage applicable to the Agreement and specifically 


insuring the indemnification and hold harmless agreement contained in the 


Agreement. 


(f) Owner's or CONSULTANT's Protective Liability.  


 


10.02 UPON CONTRACT EXECUTION, CONSULTANT SHALL SUBMIT TO CITY 


COPIES OF ITS CERTIFICATE(S) OF INSURANCE EVIDENCING THE REQUIRED 


COVERAGES AND SPECIFICALLY PROVIDING THAT CITY OF CORAL SPRINGS 


IS AN ADDITIONAL NAMED INSURED OR ADDITIONAL INSURED WITH 


RESPECT TO THE REQUIRED COVERAGES AND THE OPERATIONS OF 


CONSULTANTS UNDER THE AGREEMENT. Insurance companies selected must be 


acceptable to CITY. All of the policies of insurance so required to be purchased and maintained 


shall contain a provision or endorsement that the coverage afforded shall not be canceled, 


materially changed or renewal refused until at least thirty (30) calendar days written notice has 


been given to CITY by certified mail. 


 


10.03 These insurance requirements shall not relieve or limit the liability of CONSULTANT. 


CITY does not in any way represent that the types and amounts of insurance required hereunder 


are sufficient or adequate to protect CONSULTANT’s interests or liabilities but are merely 


minimum requirements established by CITY’s Risk Manager. CITY reserves the right to require 


any other insurance coverages that CITY deems necessary depending upon the risk of loss and 


exposure to liability. 


 


10.04 The required insurance coverage shall be issued by an insurance company authorized and 


licensed to do business in the State of Florida, with the minimum rating of B+ to A+, in 


accordance with the latest edition of A.M. Best's Insurance Guide. 


 


10.05 CONSULTANT shall require each of its sub-contractors of any tier to maintain the 


insurance required herein (except as respects limits of coverage for employers and public 


liability insurance which may not be less than One Million ($1,000,000) Dollars for each 


category), and CONSULTANT shall provide verification thereof to CITY upon request of CITY. 


 


10.06 All required insurance policies shall preclude any underwriter's rights of recovery or 


subrogation against CITY with the express intention of the parties being that the required 


insurance coverage protects both parties as the primary coverage for any and all losses covered 


by the above-described insurance. 


 


10.07 CONSULTANT shall ensure that any company issuing insurance to cover the 


requirements contained in this Agreement agrees that they shall have no recourse against CITY 


for payment or assessments in any form on any policy of insurance. 


 


10.08 The clauses "Other Insurance Provisions" and "Insured Duties in the Event of an 


Occurrence, Claim or Suit" as it appears in any policy of insurance in which CITY is named as 
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an additional named insured shall not apply to CITY. CITY shall provide written notice of 


occurrence within fifteen (15) working days of CITY’s actual notice of such an event. 


 


10.09 CONSULTANT shall not commence performance of its obligations under this 


Agreement until after it has obtained all of the minimum insurance herein described and the 


same has been approved. 


 


10.10 Violation of the terms of this Section and its subparts shall constitute a breach of the 


Agreement and CITY, at its sole discretion, may cancel the Agreement and all rights, title and 


interest of CONSULTANT shall thereupon cease and terminate. 


 


SECTION 11. INDEPENDENT CONSULTANT STATUS 


 


CONSULTANT and its employees, volunteers and agents shall be and remain as independent 


contractors and not agents or employees of CITY, with respect to all of the acts and services 


performed by and under the terms of this Agreement. This Agreement shall not in any way be 


construed to create a partnership, association or any other kind of joint undertaking or venture 


between the parties hereto. 


 


SECTION 12. NON-EXCLUSIVITY 


 


This Agreement is considered a non-exclusive Agreement between the parties. CITY shall have 


the right to purchase the same kind of goods and/or services to be provided by CONSULTANT 


hereunder from other sources during the term of this Agreement. 


 


SECTION 13. COMPLIANCE WITH LAWS 


 


CONSULTANT shall comply with all statutes, laws, ordinances, rules, regulations and lawful 


orders of the United States of America, State of Florida, City of Coral Springs and of any other 


public authority, which may be applicable to this Agreement. 


 


SECTION 14. PERMITS, FEES AND LICENSES 


 


CONSULTANT shall secure and pay for all permits and governmental fees, licenses and charges 


necessary for the proper execution and completion of the work. 


 


SECTION 15.  TAXES 


 


CONSULTANT agrees to pay all applicable sales, consumer use and other similar taxes required 


by law. 


 


SECTION 16.  CONFLICT OF INTEREST 


 


16.01 CONSULTANT covenants that no person under its employ who presently exercises any 


functions or responsibilities in connection with this Agreement has any personal financial 


interests, direct or indirect, with CITY. CONSULTANT further covenants that, in the 


performance of this Agreement, no person having such conflicting interest shall be employed. 
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Any such interests, on the part of CONSULTANT or its employees, must be disclosed in writing 


to CITY. 


 


16.02  CONSULTANT is aware of the conflict-of-interest laws of the Municipal Code of CITY 


of Coral Springs, Broward County and the State of Florida, Chapter 112, Florida Statutes, as 


amended from time to time, and agrees that it will fully comply in all respects with the terms of 


said laws. 


 


16.03  CONSULTANT warrants that it has not employed or retained any person employed by 


CITY to solicit or secure this Agreement and that it has not offered to pay, paid, or agreed to pay, 


any public official or person employed by CITY any fee, commission, percentage, brokerage fee 


or gift of any kind, contingent upon or resulting from the award of this privilege. 


 


SECTION 17.  WARRANTIES 


 


17.01 CONSULTANT warrants to CITY that the services performed hereunder shall be 


performed in a workmanlike manner, and that such services, including all materials and 


equipment provided shall conform to professional standards of care and practice in effect at the 


time the work is performed, be of the highest quality and free from fault and defects, whether 


patent or latent, and be merchantable and fit for the ordinary purposes for which they are 


intended. 


 


17.02 CONSULTANT warrants to CITY that it shall comply with all applicable federal, state 


and local laws, regulations and orders in carrying out its obligations under this Agreement. 


 


17.03 CONSULTANT warrants to CITY that the consummation of the services set out in this 


Agreement shall not result in the breach of any term or provision of or constitute a default under 


any indenture, mortgage, contract or agreement to which CONSULTANT is a party. 


 


17.04 CONSULTANT warrants that it does not have any financial interest in marketing CITY’s 


debt, or financial interest with investment banks, banks or underwriters associated with CITY’s 


proposed debt issues. 


 


17.05 CONSULTANT warrants to CITY that it is not insolvent, it is not in bankruptcy 


proceedings or receivership, nor is it engaged in or threatened with any litigation or other legal or 


administrative proceedings or investigations of any kind which would have an adverse effect on 


its ability to perform its obligations under this Agreement. 


 


17.06 No warranty, express or implied, may be modified, excluded or disclaimed in any way by 


CONSULTANT. All warranties shall remain in full force and effect subsequent to the provision 


of all specified services and/or the duration of this Agreement. 


 


SECTION 18.  ASSIGNMENT 


 


18.01 CONSULTANT shall not assign, or transfer its rights, title or interests in the Agreement 


nor shall CONSULTANT delegate any of the duties and obligations undertaken by 


CONSULTANT without CITY's prior written approval. 
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18.02 Changes in Staff. CONSULTANT will advise CITY not less than thirty (30) days in 


advance of any proposed changes in CONSULTANT’s staff assignment to enable CITY an 


opportunity to discuss such proposed changes with CONSULTANT. 


 


SECTION 19.   INSOLVENCY 


 


In the event that either party shall become insolvent, make a general assignment for the benefit 


of creditors, suffer or permit the appointment of a receiver for its business or its assets or shall 


avail itself of, or become subject to, any proceeding under the Federal Bankruptcy Act or any 


other statute of any state relating to insolvency or the protection of rights of creditors, or become 


subject to rehabilitation, then, at the option of the other party and immediately upon written 


notice, this Agreement shall terminate and be of no further force and effect. 


 


SECTION 20. NON-DISCRIMINATION AND EQUAL OPPORTUNITY EMPLOYMENT 


 


During the performance of the Agreement, CONSULTANT shall not discriminate against any 


employee or applicant for employment because of race, religion, color, sex or national origin. 


CONSULTANT will take affirmative action to ensure that employees are treated during 


employment, without regard to their race, creed, color, or national original. Such action must 


include, but not be limited to, the following: employment, upgrading; demotion or transfer; 


recruitment or recruitment advertising, layoff or termination; rates of pay or other forms of 


compensation; and selection for training, including apprenticeship. CONSULTANT shall agree 


to post in conspicuous places, available to employees and applicants for employment, notices to 


be provided by the contracting officer setting forth the provisions of this non-discrimination 


clause. 


 


SECTION 21.  RECORDS AND AUDIT 


  


21.01 CITY reserves the right to audit the records of CONSULTANT relating to this 


Agreement any time during the performance and term of the Agreement and for a period of three 


(3) years after completion and acceptance by CITY. If required by CITY, CONSULTANT shall 


agree to submit to an audit by an independent certified public accountant selected by CITY. 


CONSULTANT shall allow CITY to inspect, examine and review the records of 


CONSULTANT at any and all times during normal business hours during the term of this 


Agreement. 


 


21.02 IF CONSULTANT HAS QUESTIONS REGARDING THE APPLICATION OF 


CHAPTER 119, FLORIDA STATUTES, TO CONSULTANT’S DUTY TO PROVIDE 


PUBLIC RECORDS RELATING TO THIS CONTRACT, CONTACT THE CUSTODIAN 


OF PUBLIC RECORDS AT CITY OF CORAL SPRINGS, GEORGIA ELLIOTT, CMC, 


CITY CLERK, 9500 WEST SAMPLE ROAD, CORAL SPRINGS, FLORIDA 33065, 


GELLIOTT@CORALSPRINGS.GOV, TELEPHONE NUMBER  


(954) 344-1074. 


 


21.03 CONSULTANT understands, acknowledges and agrees that CONSULTANT shall, 


pursuant to Section 119.0701, Florida Statutes, as amended from time to time, do the following: 


 


(1) Keep and maintain public records required by CITY to perform the service. 



mailto:GELLIOTT@CORALSPRINGS.GOV

mailto:GELLIOTT@CORALSPRINGS.GOV
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(2) Upon request from CITY’S custodian of public records, provide CITY with a 


copy of the requested records or allow the records to be inspected or copied within a reasonable 


time at a cost that does not exceed the cost provided in Chapter 119, Florida Statutes, or as 


otherwise provided by law or CITY policy.  


 


(3) Ensure that public records that are exempt or confidential and exempt from public 


records disclosure requirements are not disclosed except as authorized by law for the duration of 


the contract term and following completion of the contract if CONSULTANT does not transfer 


the records to CITY. 


 


(4) Upon completion of the contract, transfer, at no cost, to CITY all public records in 


possession of CONSULTANT or keep and maintain public records required by CITY to perform 


the service. If CONSULTANT transfers all public records to CITY upon completion of the 


contract, CONSULTANT shall destroy any duplicate public records that are exempt or 


confidential and exempt from public records disclosure requirements. If CONSULTANT keeps 


and maintains public records upon completion of the contract, CONSULTANT shall meet all 


applicable requirements for retaining public records. All records stored electronically must be 


provided to CITY, upon request from CITY’S custodian of public records, in a format that is 


compatible with the information technology systems of CITY. 


  


21.04   NONCOMPLIANCE OF CONSULTANT  


 


(1) A request to inspect or copy public records relating to a CITY’S contract for 


services must be made directly to CITY. If CITY does not possess the requested records, CITY 


shall immediately notify CONSULTANT of the request, and CONSULTANT must provide the 


records to CITY or allow the records to be inspected or copied within a reasonable amount of 


time. 


 


(2) If CONSULTANT does not comply with CITY’S request for records, CITY shall 


enforce the contract provisions in accordance with the contract. 


 


(3)  If CONSULTANT fails to provide the public records to CITY within a reasonable 


time, CONSULTANT may be subject to penalties under Section 119.10, Florida Statutes. 


 


(4) If a civil action is filed against CONSULTANT to compel production of public 


records relating to a CITY’S contract for services, the court shall assess an award against 


CONSULTANT the reasonable costs of enforcement. 


 


SECTION 22. CUMULATIVE REMEDIES 


 


The remedies expressly provided in this Agreement to CITY shall not be deemed to be exclusive 


but shall be cumulative and in addition to all other remedies in favor of CITY now or hereafter 


existing at law or in equity. 


 


SECTION 23. ENTIRE AGREEMENT 


 


This Agreement contains the entire understanding of the parties relating to the subject matter 


hereof superseding all prior communications between the parties whether oral or written. This 
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Agreement may not be altered, amended, modified or otherwise changed nor may any of the 


terms hereof be waived, except by a written instrument executed by both parties. The failure of a 


party to seek redress for violation of or to insist on strict performance of any of the covenants of 


this Agreement shall not be construed as a waiver or relinquishment for the future of any 


covenant, term, condition or election but the same shall continue and remain in full force and 


effect. 


 


SECTION 24. ATTORNEY'S FEES AND COSTS 


 


In any legal action between CONSULTANT and CITY, CITY shall be entitled to attorney’s fees 


and costs, and interest at the maximum rate allowable by law. 


 


SECTION 25.  GOVERNING LAW; VENUE 


 


25.01 The validity, construction and effect of this Agreement shall be governed by the laws of 


the State of Florida. 


 


25.02 Any claim, objection or dispute arising out of the terms of this Agreement shall be 


litigated in the Seventeenth Judicial Circuit in and for Broward County, Florida. 


 


SECTION 26. CONSTRUCTION OF AGREEMENT 


 


26.01 The terms and conditions herein are to be construed with their common meaning to 


effectuate the intent of this Agreement. All words used in the singular form shall extend to and 


include the plural. All words used in the plural form shall extend to and include the singular. All 


words in any gender shall extend to and include all genders.  


 


26.02 The parties agree that this Agreement was jointly drafted, and each party was represented 


by counsel or had sufficient time to consult counsel before the execution of this Agreement. Any 


applicable law that would require interpretation of claimed ambiguities against the drafting party 


has no application and is expressly waived by both parties. If either party raises a claim as to any 


conflict, omission, or ambiguity in the provisions of this Agreement, there shall be no 


presumption or burden of persuasion that will be implied. 


 


SECTION 27. SEVERABILITY 


 


Should any part, term or provision of this Agreement be by the courts decided to be invalid, 


illegal or in conflict with any law of this State, the validity of the remaining portions or 


provisions shall not be affected thereby. 


 


SECTION 28. CONFLICT 


 


In the event of conflict between this Agreement and the terms and conditions set forth in any 


Exhibit attached hereto, the terms of this Agreement shall control, except as expressly and 


explicitly provided for in this Agreement, any term, condition, or webpage link to any terms or 


condition contained in any Exhibit attached hereto shall have no force or effect. 
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SECTION 29. FORCE MAJEURE AND APPROPRIATION 


 


29.01 In no event shall CITY be responsible or liable for any failure or delay in the 


performance of its obligations hereunder arising out of or caused by, directly or indirectly, forces 


beyond its control, including, without limitation: epidemic/pandemic/viral or communicable 


disease outbreak; quarantines; accidents; acts of war or terrorism; civil or military disturbances; 


nuclear or natural catastrophes (including floods, fires, earthquakes, tornadoes, tropical storms, 


and hurricanes) or other acts of God; any National, State, County or Local State of Emergency or 


any act, order, or requirement of any governmental authority; interruptions, loss or malfunctions 


of utilities, communications or computer (software and hardware) services; or any other similar 


causes beyond the control of CITY; it being understood that CITY shall use reasonable efforts to 


resume performance as soon as practicable under the circumstances.  


 


29.02 CITY’S performance and obligation to pay under this Agreement is contingent upon 


appropriation by the Coral Springs City Commission.  


 


SECTION 30. E-VERIFY 


 


In accordance with Section 448.095, Florida Statutes, CONSULTANT agrees as follows: 


 


(a) CONSULTANT agrees to utilize the E-Verify system to verify work 


authorization status of all newly hired employees. CONSULTANT shall provide sufficient 


evidence that it is registered with the E-Verify system before commencement of performance 


under this Agreement. CITY may immediately terminate this Agreement for a breach of this 


subparagraph. 


 


(b) CONSULTANT shall require an affidavit from each subcontractor providing that 


the subcontractor does not employ, contract with, or subcontract with an unauthorized alien. 


CONSULTANT shall retain a copy of the affidavit for the term of this Agreement and all 


renewals thereafter, and in accordance with all other Sections of this Agreement. CITY may 


immediately terminate an Agreement for a breach of this subparagraph. 


 


(c) CITY shall terminate this Agreement if CITY has a good faith belief that 


CONSULTANT is in violation of Section 448.09(1), Florida Statutes.  


 


(d) CONSULTANT shall terminate any agreement with any subcontractor if 


CONSULTANT has a good faith belief that the subcontractor is in violation of Section 


448.09(1), Florida Statutes. CITY may immediately terminate this Agreement for a breach of 


this subparagraph. 


 


(e) CITY shall notify and order CONSULTANT to immediately terminate a contract 


with a subcontractor if CITY has a good faith belief that CONSULTANT’s subcontractor 


knowingly violated this Section, but CONSULTANT have otherwise complied with this Section. 


CITY may immediately terminate this Agreement for a breach of this subparagraph. 


 


(f) A contract terminated pursuant to this Section is not a breach of contract and shall 


not be considered as such.  
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(g) CONSULTANT shall be liable for any and all additional costs incurred by CITY 


as a result of a termination for this Section.  


 


SECTION 31. NOTICES 


 


All notices or other communications required by this Agreement shall be in writing and deemed 


delivered upon mailing by registered or certified mail, return receipt requested, hand-delivery, 


overnight courier, facsimile or email to the following persons and addresses: 


 


  CITY:  Gail Dixon, Purchasing Manager 


    City of Coral Springs 


    9500 West Sample Road 


    Coral Springs, Florida 33065 


    Tel.: (954) 344-1104 


Email: gdixon@coralsprings.gov 


 


  Copy to: Kathy Reul, Director of Human Resources 


    City of Coral Springs 


    9500 West Sample Road 


    Coral Springs, Florida 33065 


    Tel.: (954) 344-1148 


Email: kreul@coralsprings.gov 


 


 CONSULTANT: Cindy Thompson, VP-Operations 


RSC Insurance Brokerage Inc. 


    3500 Kyoto Gardens Drive 


    Palm Beach Gardens, Florida 33410 


 


SECTION 32. This Agreement shall become effective upon execution by both parties. 


 


 


 


[THE REMAINDER OF THIS PAGE INTENTIONALLY LEFT BLANK] 
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IN WITNESS WHEREOF, the CITY OF CORAL SPRINGS and RSC INSURANCE 


BROKERAGE INC. have caused these present to be executed in their respective names by the 


proper officials the day and year first above written. 


  


ATTEST:      CITY OF CORAL SPRINGS, FLORIDA 


 


__________________________________  __________________________________ 


ANDREW B. DUNKIEL    GAIL DIXON 


Deputy City Attorney     Purchasing Manager 


Andrew Dunkiel (Jul 12, 2023 13:33 EDT)
Andrew Dunkiel


Miguel Machuca (Jul 12, 2023 13:59 EDT)
Miguel Machuca



https://coralsprings.na2.echosign.com/verifier?tx=CBJCHBCAABAAruPXIUdEy-oET_rVVhLFLhCsnLp_T6Or

https://coralsprings.na2.echosign.com/verifier?tx=CBJCHBCAABAAruPXIUdEy-oET_rVVhLFLhCsnLp_T6Or





Page 14 of 14 
Doc. 137890 


   RSC INSURANCE BROKERAGE INC. 


  


      By: _______________________________ 


 


       Title: _____________________________ 


 


       Print Name: ________________________ 


 


  


 


Kurt Gehring (Jul 12, 2023 12:11 EDT)
Kurt Gehring


National Practice Leader, Public Entities


Kurt Gehring



https://coralsprings.na2.echosign.com/verifier?tx=CBJCHBCAABAAruPXIUdEy-oET_rVVhLFLhCsnLp_T6Or
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June 13, 2023 
  
ATTN: Purchasing 
City of Coral Springs 
9500 W. Sample Road 
Coral Springs, FL 33065 
  
Re:  Employee Compensation Consultant Letter of Interest – LOI No. 23-D-249 
  
Dear Evaluation Committee Member:  
   
As the City’s current employee benefits consultant, Gehring Group, a Risk Strategies Company (Tax ID: 16-
1689464), is pleased to provide this proposal in response to the City of Coral Springs’ Request for Letter of 
Interest for an Employee Compensation Consultant – LOI No. 23-D-249.   Through our extensive experience 
over the past 30 years serving as Public Sector Consultant/Broker for over 130 Florida public sector entities, 
we are confident that our firm will offer hands-on public sector experience, and an unparalleled service 
standard with our ongoing goal of not merely meeting the City’s needs but exceeding its expectations.   
 
Gehring Group has grown to become one of the most respected employee benefits, risk management, and 
consulting agencies in Florida, recently expanding our expertise into the area of human resources consulting.  
As in typical Gehring Group fashion, every service we offer has been inspired by client feedback. Our team 
averages over 15 years of industry experience, and our HR consulting team has more than 40 years of 
experience in human resources leadership and consulting experience with an emphasis in the Public Sector. 
Upon becoming a division of RSC Insurance Brokerage, Inc. (d/b/a Risk Strategies Company) on January 1, 2022, 
Gehring Group now has even more to offer. RSC has over 2,800 valued team members, in-house legal, Human 
Capital Management, data analytics, and other consulting resources available. We are industry leaders, ranking 
in the top three in the country in various specialties and have a robust offering in human resources consulting, 
employee benefits and property and casualty broker services. 
   
As part of the Risk Strategies family, Gehring Group continues our public sector focus, currently serving 
numerous clients throughout the State of Florida in specific public sector industries including an aviation 
authority, public utilities, county and city government, and school boards. Gehring Group is unique in our 
qualifications to be your consultant for the compensation study for several notable reasons:  
  


1. Public sector is our only industry specialty which will allow the city to leverage our extensive 
knowledge and understanding of your unique needs. Gehring Group’s proposed team has extensive 
prior human resources experience working directly for the public sector at the local city government, 
sheriffs’ office, and county constitutional levels; therefore, our team understands your environment 
and culture. In addition, our team has an existing relationship with the City as its current employee 
benefits broker.  


 
2. Extensive hands-on knowledge of public sector employment practices.  The team dedicated to this 


project has conducted comprehensive compensation and benefits studies as human resources 
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professionals working directly for public sector entities.  This includes FLSA wage and hour position 
compliance, developing job descriptions and career pathing, gender equity audit and policy 
development relating to hiring, promotions, demotions, transfers etc. 


3. Consulting Software Tools for both compensation data gathering and a proprietary system for benefit
comparisons which allows the Gehring Group to provide creative solutions within our final
recommendations.


Gehring Group, a Risk Strategies Company, will ensure that the final proposal aligns with the City’s philosophy 
regarding equitable pay and benefits, is in compliance, continues to attract applicants to join the organization, 
and motivate and reward employees to continue their employment by being competitive in the market. Due 
to our public sector expertise, we realize that a “one size fits all” strategy regarding compensation and benefits 
does not work. Our human resources consulting team understands the uniqueness of public sector as they 
have worked directly for public sector employers prior to joining the Gehring Group.  The team has hands-on 
experience and knowledge of operations and staffing, and we have a comprehensive understanding of 
compensation and benefits best practices used to recruit and retain talent.  This gives us the ability to provide 
multiple solutions and cost options. 


For those on the proposal evaluation committee, we want to again emphasize our focus on the public sector. 
Gehring Group, a Risk Strategies Company, is unique in that we are public sector specialists, and we have been 
for over 30 years. Public sector is our sole focus. We have a deep bench of experienced professionals who are 
experts in all areas of Human Resources consulting and specialize in compensation, classification, and benefits 
analysis.   


The names of key people, representatives, project manager and lead consultant who will be the main contacts 
for the City regarding this service are as follows and can be reached via our toll-free number (800) 244-3696 
or via email.  


Name Title  Email 
Proposal Contact: Cindy Thompson, VP - Operations cindy.thompson@gehringgroup.com 
Project Manager: John Muller, Director of Growth john.muller@gehringgroup.com 
Lead Consultant: Nancy Duggan, Senior HR Consultant                 nancy.duggan@gehringgroup.com 


In summary, Gehring Group’s approach to the business, coupled with our extensive public sector experience, 
familiarity with applicable regulations, relevant market relationships, and enthusiasm make us the consultant 
of choice.   We thank the members of the selection committee in advance for the review of our comprehensive 
response and stand ready to provide any additional clarification upon review of this proposal’s contents.     


Sincerely, 


Kurt N. Gehring, Managing Director & National Practice Leader – Public Entities 
Gehring Group, a Risk Strategies Company  
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Tab 1:  Firm & Staff Qualifications 
 
 
1. Attached to this LOI is a Qualifications Statement that all responding firms should complete in full. 


Failure to complete this form may constitute grounds for disqualification of the responding firm from 
further consideration regarding this project. Responding firms are not required to submit this form 
together with their qualification statement submittals, however, City shall require the successful firm 
to complete and submit said form prior to award. In the interest of administrative convenience, the 
City strongly encourages responsive firms to submit this form prior to the date established for short-
listing. 


 
Please refer to the completed Qualifications Statement in Tab 2: Required Forms along with all other 
required forms. 


 
2. Proposers shall provide a description of the firm, including the size, range of activities, financial history, 


strength, stability, experience, honors, awards, recognitions, etc. Particular emphasis should be given 
as to how the firm-wide experience and expertise in Employee Compensation Consultant Services will 
be directly beneficial to the City. 


 
About Gehring Group 
 
For over 30 years, Gehring Group has provided employee benefits, risk management and human resources 
consulting services with its sole focus as an industry specialist serving only public sector and nonprofit 
clients. Gehring Group’s current client base, consisting of over 130 public sector clients in Florida, includes 
multiple entities in the South Florida area which provides us with the advantage of knowing the local 
economy and uniqueness of the South Florida environment. As one of the most respected employee 
benefits, risk management, and consulting agencies in Florida, we have recently expanded our expertise 
into the area of human resources consulting. Our HR consulting team consists of HR professionals who are 
also past public sector employees, having more than 40 years of experience in human resources leadership 
and consulting experience with an emphasis in the Public Sector. 
 
Gehring Human Resources Consulting Services 
 
Gehring’s Consulting practice is made up of public sector human resources experts that have worked for 
over 40 years with and for Florida public sector organizations. The team has vast knowledge and 
experience in many areas including but not limited to: 
 


• Total reward strategy 
• Benefit Analysis 
• Organization performance and design 
• Classification and compensation programs 
• Performance management and incentive compensation 
• Benchmarking surveys and research 


 
In addition, members of the proposed service team have experience working on compensation, 
classification and benefits analysis projects at an aviation authority, a public utility and in city government, 
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county government for constitutionals, and a sheriff’s office.  We have the knowledge concerning how to 
recruit and retain employees in the public sector by creating pay plans and benefit programs that attract 
the right talent, and we are able to address the specific challenges you face. The team also includes Human 
Resources and Benefits Analysts with relevant experience. 
 
While each group’s needs differ, we know public sector and have a strong understanding of city 
governments throughout the state of Florida, specifically working with the City of Coral Springs, City of 
Parkland, City of Margate, City of Coconut Creek, City of Deerfield Beach, and the City of Boca Raton. We 
work with our clients to fully understand the need and align our services to the scope of each project.  
 
Detailed below we have included the specific relevant experience of the team in direct relation to 
understanding and analyzing compensation, classification, and benefits programs for public sector 
positions as well as bargaining units and management positions. The following includes examples of 
specific positions that members of the Gehring Group team have extensive knowledge of that are relevant 
to the City: 


 
• 911 Dispatchers 
• Crime Analyst 
• Crime Scene Technician 
• Intelligence Analyst 
• Purchasing/Buyers 
• Social Media/Public Relations 
• Storekeepers/Inventory Techs 
• Fleet Maintenance 
• Code Enforcement/Field Reps 
• Electronics Technician’s 
• Supervisor/Manager/Department Director at all levels 
• Administrative positions at all levels 
• Professional Office positions such as IT and Accounting 
 


We are confident that our team members’ experience working directly for public sector agencies over the 
past 30+ years will certainly prove advantageous. 


 
Recent Services Examples & Knowledge 
 
Gehring Group provides its 130 public sector clients with an annual benefits review and analysis prior to 
renewal.  In addition to the annual benefits review the Gehring Group has also been hired to conduct 
compensation studies and human resources consulting.  Due to the fact that each client, although all public 
sector, is unique we collaborate with them and coordinate our services to ensure their success.   
 
Listed below are a few samples of recent projects. Contact information is included in Tab 5: Experience 
with Government Agencies: 
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1. Hillsborough County Aviation Authority 
Primary Contact: Michael Stephens, Executive Vice President and General Counsel 


 
In addition to our full scope of benefits services, the Aviation Authority has also contracted with the 
Gehring Group to implement a compensation study. Our team is reviewing market data compiled by 
Aviation Authority staff for internal and external equity within pay bands. Based on the market survey 
data, we are conducting a compression analysis and providing cost options for implementation. A 
review of the job descriptions is also being conducted. Gehring Group staff is currently meeting with 
each Department to go over the results of the study. Once this is completed and adjustments are 
made, our team will create a communication plan and conduct onsite meetings with employees. The 
Aviation Authority has also contracted with us to provide policy development and best practices for 
pay to include new hires, promotions, demotions, transfers, specialty pay etc. (See Exhibit B) 
 


2. Pinellas County Sheriff’s Office 
Primary Contact: Sheriff Bob Gualtieri, Sheriff 
 
Compensation annual market data analysis to include pay range adjustments, compression, review of 
job classifications and descriptions as well as best practice policy development for pay. Analysis 
included several costing options based on the market demands.  All aspects of compensation and total 
rewards strategies were conducted in-house by Nancy Duggan as the Human Resources Director at 
this agency for ten years, prior to working for Gehring Group.  She understands firsthand the 
challenges public sector faces with hiring, retention, and public budgeting.  In her role, she was able 
to propose and create solutions for attracting and hiring the right people.  (See Exhibit A)  
 


3. City of Coconut Creek 
Primary contact: Pamela Kershaw, Director of Human Resources and Risk Management 
 
The goal of the project was to gather and compile health insurance benefit and cost share information 
as well as other benefit related information from entities considered in proximity to the City of 
Coconut Creek, as well as entities of like size and composition throughout the State of Florida.  Once 
the information was gathered and analyzed a summary of findings was completed as well as a schedule 
of benefits by entity for each participating group.  Our team-built cost-sharing schedules by entity.  
Several proposed considerations for benefit enhancements were also analyzed and discussed.   
 


Assisting entities with looking at a Total Rewards Strategy for recruitment and retention in the public sector 
is a specialty of the Gehring Group. This includes the many years of experience the team has in conducting 
hands-on compensation analysis for their prior public entity employers before coming to the Gehring 
Group. See Exhibit A attached for the Pinellas County Sheriff’s Office.   


 
Additional Tools 
 
The team assigned to this project has access to our proprietary public sector database called CAVU® as 
well as tools such as Citytwig.  Both systems assist us in gathering extensive data outside of the normal 
custom survey tools available.  This additional information gives us the advantage of making sure we can 
be efficient and creative in the final proposal which will include several alternative approaches and costing 
for implementing an effective classification and benefits program.  As an employer, having access to a 
competitive compensation and benefits model is essential to your recruiting and retention efforts.   
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– CAVU Benefits Benchmarking  
Gehring Group has developed its own public sector benefits benchmarking tool named 
CAVU. CAVU® is an online employee benefits benchmarking software system specifically built to house 
public sector information. CAVU provides valuable information on costs and benefit trends to aid our 
team with the information necessary to conduct a detailed benefits benchmarking analysis.        
  
Examples of reports are included in Exhibit C and screenshots are included below for your reference.  
Our team has the ability to run customizable advanced reports in multiple formats.  
 


 
 
 


– Citytwig  
Citytwig is a partner in providing the Gehring Group with a unique database utilizing state-of-the -art 
Artificial Intelligence.  The software provides specific benchmarking compensation data which directly 
targets a specified geographic location and/or industry.  This data is then used as one of the sources 
to ensure market pay data is accurate. The Gehring Group analytics team is then able to create metrics 
and a pay analysis that is used to determine creative compensation alternatives for City staff.  
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3. Proposers shall identify the contact person chief/primary professional(s) who will work on the project. 
Resumes of each person shall be provided with emphasis on their experience in providing these 
services. If resumes are not available at the time the proposal is submitted, Proposer's should provide 
a listing of the qualifications, including education, experience, honors, and awards received, 
professional associations of which the firm and/or its personnel are members. 
 
The team proposed to provide the services within this RFP include: 
 


PROJECT TEAM 
 


 
 


Resumes for the members of the project team are included on the following pages. 
 
 
PROJECT MANAGER  
 
Director of Growth: John Muller, SPHR, SHRM-SCP  
Education:  University of Miami, Florida Atlantic University   
Degree:  B.B.A. Business Management/Organizational Development, M.B.A. International Business  
Additional Certifications: SPHR, SHRM-CP 
Industry Tenure: 20+  
 
Expertise & Qualifications 
 
John Muller is a Human Resources leader with over 20 years of experience. As Director of Growth for Gehring 
Group, a division of Risk Strategies, John leads Gehring’s human resources services practice.  
 
Having worked in Public Sector HR at the Federal and local levels, John has a strong background both in Talent 
Acquisition and Retention as well as in performing the developmental work needed to improve HR programs 
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and personnel policies, including staffing analysis, job classification, and compensations studies with Federal 
and local government entities. While with U.S. Department of State, he was charged with assessing staffing 
plans and hiring professionals in diplomatic services, IT, Education, finance, and other key civilian advisory roles 
to work in Afghanistan and Iraq. He was highly successful in accomplishing the goals set for this difficult task 
and then identified as a strong HR leader to support the US Embassy Baghdad's mission in Iraq. John 
volunteered to serve in Iraq for the period of one year introducing important and valued improvements to the 
office of Human Resources at US Embassy in Baghdad. John has also worked on job classification and 
compensation studies with local government entities.  
  
John earned a Bachelor's Degree in Business Administration majoring in Business Management and 
Organizational Development from the University of Miami and an MBA from Florida Atlantic University. He 
holds his SPHR and SHRM-SCP designations as well as becoming a certified Predictive Index Analyst. John is 
also an active member of SHRM, and its local Chapter (PBC SHRM) as a member of the Board of Directors, as 
well as serving as Chair of the Council of Insurance Agents and Brokers (CIAB) HR working group.   
 
Public Sector Experience 
 
John’s extensive experience includes HR leadership, talent acquisition, total rewards, training & development, 
and HR consulting services for such large public sector employers as the U.S. Department of State, Palm Beach 
County Clerk & Comptroller, City of Palm Bay, City of Cocoa Beach, Sarasota County Sheriff’s Office, Martin 
County School District, Martin County Board of County Commissioners, Keys Energy, Hillsborough County 
Aviation Authority, and St. Lucie Fire Rescue District. 
 


 
LEAD CONSULTANT  
 
Senior HR & Risk Services Consultant: Nancy Duggan, CPM 
Education:  University of South Florida   
Degree:  B.S. Public Administration/Human Resources 
Certification: Florida State University – Certified Public Manager (CPM) 
Industry Tenure: 30+ Public Sector  
 
Expertise & Qualifications 
 
Nancy Duggan graduated from the University of South Florida with a double major in Public Administration 
and Human Resources. She is also a graduate of the Certified Public Manager program from Florida State 
University.  Prior to joining the Gehring Group as a Senior Human Resources & Risk Services Consultant, Nancy 
served as a Human Resources Director for over 25 years at a city government and a Sheriff’s Office in Florida.  
 
Nancy has experience in all aspects of Human Resources to include recruitment, retention, performance, 
compensation, benefits, pension plans and policy development.  She has a strong background in compensation 
and classification and was responsible for conducting and implementing pay studies in-house for both public 
sector entities. Nancy specializes in job analysis evaluations, job grading, creating pay ranges, writing job 
descriptions, recruitment incentives, career pathing and benefits analysis.  She also has experience in 
administering a large benefits self- insurance trust.   
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Nancy understands a union environment and working with a bargaining unit.  She is a Certified Labor Relations 
Professional through the Florida Public Labor Relations Association.  She is also certified through the 
International Foundation of Employee Benefits in employee pension governance. Based on her prior 
experiences, Nancy brings a creative approach to compensation, classification and benefits analysis and 
understands the true day-to-day issues that public entities face with recruitment and retention. Nancy’s 
detailed knowledge of working in public sector environment and her ability to be creative have proven to be a 
valuable asset to our team and the clients she serves. 
 
Public Sector Experience 
 
Nancy’s public sector experience includes human resources consulting for such large public sector employers 
as the Pinellas County Sheriff’s Office and Hillsborough County Aviation Authority as well as smaller public 
sector employers such as the City of Dunedin and the City of Cape Coral. 
 
 
SUPPORT TEAM 
 
The team also includes a tenured group of senior consultants and analysts with specific experience in 
developing and analyzing public sector compensation, classification, and all aspects of employee benefits 
programs. With strong analytical backgrounds and expertise in human resources and benefits, they can 
provide insight into various total compensation and benefit funding costing options.   
 
Senior Benefits Consultant: Dustin Kuehn, REBC 
Professional Licenses:  Life, Health & Variable Annuity 
Additional Certifications: NAHU Registered Employee Benefits Consultant 
Education:  Florida State University  
Degree:  B.S. Finance 
Industry Tenure: 14 years 
 
Expertise & Qualifications 
 
Dustin Kuehn holds a Bachelor of Science Degree in Finance, graduating Magna Cum Laude from Florida State 
University. After working for a national insurance company for several years, Dustin joined the Gehring Group 
as a member of the Analytical Services Department in early 2011, where he immediately contributed to the 
team and earned our clients’ confidence, developing strong client and vendor relationships.  
 
In Gehring Group’s Analytical Services Department, Dustin focused on public sector benefit programs, working 
on projects ranging from developing RFPs, compliance during the RFP process, evaluating various funding 
arrangements and program options, and providing detailed analysis of proposal responses.  He was the key 
liaison between the Lead Consultant, the client, and the insurance carrier throughout the negotiation process. 
His industry expertise also includes conducting benefit survey analysis and claims analysis as well as a 
comprehensive knowledge of the various health plan funding arrangements including fully insured, self-
insured and minimum premium programs as well as experience evaluating numerous carrier proposals for all 
lines of core and ancillary employee benefits coverage.  
 
In his current role as a Senior Benefits Consultant, Dustin brings a creative approach as well as a comprehensive 
level of experience working with public sector employee benefits programs. Guiding his clients through the 
strategic planning process with a hands-on approach to benefit analysis, he has advised numerous large 
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groups, successfully implemented various cost savings strategies such as onsite employee health clinics, 
various types of wellness initiatives and participates in several client employee benefits committees. Dustin’s 
knowledge and detail-oriented analytical skills have proven to be a valuable asset to our team and the clients 
he serves. 
 
Public Sector Experience 
 
Dustin’s extensive experience includes employee benefits consulting for such large public sector employers as 
the Orange County Tax Collector, Martin County School District, City of Port St. Lucie, City of Cape Coral, Martin 
County Sheriff’s Office, St. Lucie County Sheriff’s Office, City of Stuart, and St. Lucie Fire Rescue District. 
 
 
Senior Employee Benefits Analyst:  Lisa Nix, PHR 
Professional Licenses:  Life, Health & Variable Annuity 
Education:  Bentley College 
Degree:  Professional, Human Resources 
Years in Industry:  18 
 
Expertise and Qualifications 
 
A tenured professional with more than 18 years of experience in both the private and public sector, Lisa brings 
a vast array of analytical experience to the Gehring Group.  Prior to joining the Gehring Group, Lisa served as 
an Associate Consultant for a compensation consulting firm specializing in providing compensation and pay 
equity studies/projects for public and private sector employers in the development and implementation of 
compensation programs. 
 
Lisa also served in the role of Compensation & Benefits Analyst for a pharmaceutical company where she 
analyzed, evaluated, and administered the corporate compensation & benefits program and third-party 
benefits administrator for over 6,000 union/non-union employees and retirees in multiple locations.  Her day-
to-day benefits background is vast, and includes coordinating and conducting open enrollments, assisting 
employees with their benefits needs, ensuring benefits compliance and monitoring the HR budget forecast for 
all compensation and benefit programs.  Her experience includes systems implementation for compensation, 
benefits, HRIS systems, and interfaces to various benefit vendors.   
 
In her role as Senior Analyst at Gehring Group, Lisa focuses on carrier relations and negotiations; bid 
development, submission, analytical review, and recommendation formulation; on-going plan review and 
client reporting; and special projects such as clinic analytical studies, claims analysis and reporting, and due 
diligence.  Lisa also provides expertise on compensation-related consulting projects, utilizing her vast 
experience in public sector and corporate compensation and benefits programs administration and analysis. 
 
Lisa attended Bentley College where she studied human resources management and has achieved her 
Professional in Human Resources (PHR) Designation. 
 
Public Sector Experience 


 
As a Senior Employee Benefits Analyst here at Gehring Group, Lisa works with numerous public sector fully 
insured and self-insured programs including the Charlotte County Board of County Commissioners, City of 
Stuart, and Pinellas Suncoast Transit Authority.   
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EXECUTIVE TEAM 
 
Kurt Gehring, National Practice Leader – Public Entities  
Professional Licenses: Life, Health & Variable Annuity, General Lines Property & Casualty, Surplus Lines 
Education: Florida State University 
Degree:  BA – Marketing 
Industry Tenure: 30+ years 
 
Expertise & Qualifications 
 
Kurt Gehring is an alumnus of Florida State University and currently serves on FSU’s College of Business Board 
of Governors. His commitment to the local community also shines through his corporate support of various 
community and charitable organizations such as the Florida Sheriff’s Youth Ranches, the Crockett Foundation, 
as well as his service as a member of the Board of Directors of the Arc of Palm Beach County.   
 
An insurance industry veteran with over 30 years’ experience, Kurt is an insurance expert licensed in Health, 
Life, and Variable Annuities, Property and Casualty Insurance, and Surplus Lines License.  Kurt has successfully 
recommended, implemented, and serviced various types of employee benefit, workers’ compensation and 
property and casualty insurance programs, while specializing in the large group market.  Recognized for his 
extensive knowledge, expertise as well as his excellent communication skills, Kurt has been a featured speaker 
at various conferences on a variety of insurance topics. 
 
Kurt founded the Gehring Group with the mission of providing its clients with the highest level of service 
exceeding, not only industry standards, but also client expectations. Recognizing the inherent challenges in 
servicing organizations with a large number of employees, various contracting parties, and insurance 
obligations, Kurt developed Gehring Group’s unique, team-based approach customized to meet the specific 
needs of each client.  Kurt inspires each Gehring Group employee to make an unprecedented effort to address 
each situation both promptly and effectively.  The success of the Gehring Group is a direct result of this 
promised and delivered, unparalleled service standard.  
 
Under the guidance and visionary leadership of Kurt Gehring, Gehring Group clients have successfully 
implemented leading edge concepts such as Consumer Directed Health Plans, Onsite Clinics, and Innovative 
Wellness Programs.  In addition, the Gehring Group developed Bentek®, an internet-based employee benefits 
administration system in order to meet the growing benefit administration needs of its clients.  This system 
allows clients to conduct internet enrollments, transmit electronic eligibility to insurance carriers, and provides 
employees with access to an “Employee Benefits Center” help site.  The Gehring Group’s growth and success 
in maintaining long lasting client relationships is a result of its strong commitment to personalized service to 
its clients as an independent resource, facilitator, advocate, and advisor. 
 
 
Kate Grangard, CPA, Managing Director - National Public Entities Practice 
Professional Licenses: Certified Public Accountant, Certified Health Care Reform Specialist 
Honors:  Board Member – The Lord’s Place; 2016 Class of “Leadership Florida” 
Education:  Fordham University 
Degree:  BS – Business Administration, Public Accounting 
Industry Tenure: 25+ years 
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Expertise & Qualifications 
 
Kate Grangard graduated with honors from Fordham University in 1987 with a B.S. degree in Business 
Administration with a concentration in Public Accounting.  She is a licensed Certified Public Accountant in 
Florida and has also held licensure in New York.  Kate is a member of the American Institute of Certified Public 
Accountants, the Florida Institute of Certified Public Accountants, and an associate member of the Association 
of Certified Fraud Examiners, a member of the Florida Government Finance Officers Association, and the 
Government Finance Officers Association.  Kate began her career in public accounting with the Metropolitan 
Services Group of Price Waterhouse in Manhattan.   As an auditor, she worked on a variety of industry clients 
including financial institutions, insurance companies, and pension funds.  After moving to Florida, she 
continued her Price Waterhouse career in the West Palm Beach office.  
 
Mrs. Grangard also spent 11 years as Vice President of Finance for a Florida based national restaurant chain.  In 
her position, she developed and managed the accounting, risk management, employee benefits, and 
information technology departments.  In this executive position, she designed and implemented highly 
successful internal control and risk management programs and formulated and implemented company policies 
and procedures.  In addition, in the finance arena, she successfully obtained senior debt facility commitments 
and maintained the commercial bank and financing partner relationships.  Notably, Kate’s achievements in the 
risk management area while in this position resulted in substantial savings to the company.  In managing this 
department, she gained experience in the property and casualty, general liability, workers compensation, 
employee benefits, and umbrella insurance sectors. Her ability to first recognize contributing factors to trends 
and negative experience, and subsequently effectively negotiate and redesign program parameters resulted 
in substantial savings to her employer.     
 
Kate brings her extensive management, finance, audit and analytical experience, and customer service 
commitment to her leadership role with the Gehring Group: and is a cultural zealot. Kate is a legislative 
compliance lead on the Health Care Reform Acts for our clients and is respected as a highly regarded speaker 
and educator on health care reform updates for various state and national conferences and groups. 
Additionally, as COO/CFO of Gehring Group for over 16 years, Kate is responsible for overseeing the growth 
and development of the Company’s finances, infrastructure, and team members so that Gehring Group is able 
to meet its commitment to provide the highest level of customer service to its clients. 
 
Kate is a highly respected and requested speaker, including as Keynote, on healthcare legislation at various 
public sector conferences including GFOA, SALGBA, FPHRA, FGFOA, and FPELRA.  She also authors and presents 
webinars and seminars throughout the year, believing her role to be an educator committed to informing 
clients regarding compliance and planning.  She is a provider for Continuing Education credits for CPAs and 
human resources professionals; and her sessions are regularly also accepted for credit for payroll professionals 
and attorneys.   
 
Kate has always had a strong commitment to her community and to the public sector clientele Gehring Group 
serves.  Kate currently serves on the Health Care Reform committee as part of the legal working group of the 
Council of Insurance Agents & Brokers; as a member of GFOA’s CORBA (The Committee on Retirement and 
Benefits); and on the Employer Working Group of NAHU (National Association of Health Underwriters).  Kate 
loves her South Florida Community and currently serves on the Executive Board of The Lord’s Place, an 
organization in Palm Beach County dedicated to breaking the cycle of homelessness; is a mentor for Women 
of Tomorrow; and a 20+ year member of the Jupiter-Tequesta Kiwanis Club. She is also a graduate and active 
lifetime member of Leadership Florida (Class XXXV). 
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Tab 2:  Required Forms  
 
 
The tab includes the following required forms: 
 


• Offeror’s Certification 
• Non-Collusive Affidavit 
• Qualifications Statement 
• Proof of Florida Business License 
• Proof of E-Verify Registration 
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Florida


   Palm Beach


Kurt N. Gehring


xxx             Managing Director
RSC Insurance Brokerage, Inc.
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Kurt N. Gehring, Managing Director


RSC Insurance Brokerage, Inc.


3500 Kyoto Gardens Drive (Local Address)


Palm Beach Gardens, Florida 33410


(561) 626-6797 | (800) 244-3696


(561) 626-6970


cindy.thompson@gehringgroup.com


RSC Insurance Brokerage, Inc.


160 Federal Street, 4th Floor, Boston, MA 02110


9/16/2003
Delaware
John Mina
N/A
Natalie Logan
Sharon Edwards


Corporation Service Company 
251 Little Falls Drive 
Wilmington, DE 19808
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Not applicable.


Not applicable.


Not applicable.


Not applicable.


The organization has been in business under its present name since 9/16/2003.


Risk Strategies Company


Offeror is operating under the fictitious name, 
Risk Strategies Company (please see FL Fictitious Name Filing immediately following these
required forms).


Please see a copy of Offeror's FL State corporate registration for RSC Insurance Brokerage, Inc. 
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No.


Kurt N. Gehring | 3500 Kyoto Gardens Drive, Palm Beach Gardens, FL 33410 | (561) 626-6797


Kate Grangard | 3500 Kyoto Gardens Drive, Palm Beach Gardens, FL 33410 | (561) 626-6797


Cindy Thompson | 3500 Kyoto Gardens Drive, Palm Beach Gardens, FL 33410 | (561) 626-6797


Please see the resumes and pertinent experience of the key individuals in Tab 
1 (Firm & Staff Qualifications).


John Muller, Director of Growth (Project Manager)


RSC Insurance Brokerage, Inc. d/b/a Risk Strategies Company is subject to
litigation in the ordinary course of business commensurate with the size
and scope of its insurance brokerage business activity.


RSC Insurance Brokerage, Inc. d/b/a Risk Strategies Company is subject to
litigation in the ordinary course of business commensurate with the size
and scope of its insurance brokerage business activity.
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Previous on List   Next on List   Return to List


Filing History


Fictitious Name Search


Submit


Previous on List   Next on List   Return to List


Filing History


Fictitious Name Search


Submit


Fictitious Name Detail
Fictitious Name
RISK STRATEGIES COMPANY


Filing Information
Registration Number G16000016580
Status ACTIVE
Filed Date 02/15/2016
Expiration Date 12/31/2026
Current Owners 1
County MULTIPLE
Total Pages 2
Events Filed 1
FEI/EIN Number 16-1689464


Mailing Address
160 FEDERAL STREET
4TH FLOOR
BOSTON, MA 02110


Owner Information
RSC INSURANCE BROKERAGE, INC.
160 FEDERAL STREET, 4TH FLOOR
BOSTON, MA 02110
FEI/EIN Number: 16-1689464
Document Number: F08000001322


Document Images


02/15/2016 -- Fictitious Name Filing View image in PDF format


12/08/2021 -- Fictitious Name Renewal Filing View image in PDF format


Florida Department of State, Division of Corporations


D������� �� C�����������Florida Department of State


PROOF OF FL FICTITIOUS NAME FILING
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Document Number
FEI/EIN Number
Date Filed
State
Status


Department of State /  Division of Corporations /  Search Records /  Search by Entity Name /


Detail by Entity Name
Foreign Profit Corporation
RSC INSURANCE BROKERAGE, INC


Filing Information


F08000001322
16-1689464
03/24/2008


DE
ACTIVE


Principal Address


160 Federal St 4th Floor
Boston, MA 02110


Changed: 04/20/2020


Mailing Address


160 Federal St 4th Floor
Boston, MA 02110


Changed: 04/20/2020


Registered Agent Name & Address


CORPORATION SERVICE COMPANY
1201 HAYS STREET
TALLAHASSEE, FL 32301


Name Changed: 05/03/2021


Address Changed: 05/03/2021


Officer/Director Detail


Name & Address


Title CFO, VP


Edwards, Sharon
160 Federal St 4th Floor
Boston, MA 02110


Title Secretary


D������� �� C�����������Florida Department of State
PROOF OF FL DIVISION OF CORPORATIONS REGISTRATION
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Logan, Natalie M.
160 Federal St 4th Floor
Boston, MA 02110


Title Director


Collins, Christopher L
160 Federal St 4th Floor
Boston, MA 02110


Title Director


Dutton, Stephen C
160 Federal St 4th Floor
Boston, MA 02110


Title President, CEO, Director


Mina, John
160 Federal St 4th Floor
Boston, MA 02110


Title Attorney in Fact


Washburn, Paula
160 Federal St 4th Floor
Boston, MA 02110


Annual Reports


Report Year Filed Date
2021 04/05/2021
2022 04/22/2022
2023 04/21/2023


Document Images


04/21/2023 -- ANNUAL REPORT View image in PDF format


04/22/2022 -- ANNUAL REPORT View image in PDF format


05/03/2021 -- Reg. Agent Change View image in PDF format


04/05/2021 -- ANNUAL REPORT View image in PDF format


11/25/2020 -- Reg. Agent Change View image in PDF format


04/20/2020 -- ANNUAL REPORT View image in PDF format


04/12/2019 -- ANNUAL REPORT View image in PDF format


04/20/2018 -- ANNUAL REPORT View image in PDF format


08/11/2017 -- Reg. Agent Change View image in PDF format


04/12/2017 -- ANNUAL REPORT View image in PDF format


04/20/2016 -- ANNUAL REPORT View image in PDF format


03/19/2015 -- ANNUAL REPORT View image in PDF format


01/29/2015 -- Reg. Agent Change View image in PDF format


01/07/2014 -- ANNUAL REPORT View image in PDF format (25)
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05/14/2009 -- ANNUAL REPORT View image in PDF format


03/24/2008 -- Foreign Profit View image in PDF format


Florida Department of State, Division of Corporations
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Company ID Number:


Approved by: 


Employer 


Name (Please Type or Print) Title 


Signature Date 


Department of Homeland Security – Verification Division 


Name (Please Type or Print) Title 


Signature Date 


RSC Insurance Brokerage, Inc.


Electronically Signed


1561523


07/01/2020


Janis Simat


Electronically Signed


USCIS Verification Division


07/01/2020
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Company ID Number:


 


 


 


 
 
 
 
 


 


 


 


 


 


 


Information Required for the E-Verify Program 


Information relating to your Company: 


Company Name 


Company Facility Address 


Company Alternate Address 


County or Parish 


Employer Identification Number 


North American Industry 
Classification Systems Code 


Parent Company 


Number of Employees 


Number of Sites Verified for 


  


   


78 site(s)


1561523


RSC Insurance Brokerage, Inc.


161689464


1,000 to 2,499


NEW YORK


420 Lexington Avenue
2700
New York, NY 10170


524
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Company ID Number: 


Are you verifying for more than 1 site? If yes, please provide the number of sites verified for in 
each State: 


2
1
7
6MA


LA


MD


IN


MN


IL


MO


GA


NC


FL


NE


CT


NH


CO


NJ


CA


NY


AR


OH
PA
TN
TX
VA


1
9
1
4
9
2
2
1
1


1561523


1
9
2
3
6
5
2
2
1
1
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Tab 3:  Cost Proposal  
 
 
Proposers should provide a firm, fixed cost proposal for the study as described in the Scope of Services. It 
is the intention of the City to contract for these services to be performed in FY 2023/2024. The resulting 
two-party agreement will allow staff to work with the same consultant to update and maintain the City's 
job classification and salary structure, based on satisfactory performance and funding in future fiscal years. 
 
COST PROPOSAL 
 
Gehring Group proposes a year-one project fee of $39,908 to complete all objectives outlined in this proposal 
and corresponding LOI for the initial report. This fee includes all work, materials and expenses related to 
completing the project, including any travel expenses to the City of Coral Springs. Gehring Group will bill in 
equal monthly installments through completion of the project.  
 
The initial project fee will apply to any work done in the following year. There will be an increase in fee should 
any additional work be performed after the first two (2) years of commencing the project. 
 


Task Project 
Manager 


Hours 


Lead 
Consultant/ 
Consultant 


Hours 


Analyst 
Hours 


Total 
Hours 


Discovery phase 15 20 8 53 


Benchmarking/Data analysis 10 90 20 110 


Create Proposal 10 40 8 58 


Final Report 8 30 2 40 


Total hours 43 180 38 261 


Hourly rate $216 $144 $100  


Travel expenses    $900 


Initial Report Total fees $9,288 $25,920 $3,800 $39,908 
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Tab 4:  Submission Elements  
 
Proposers should include with their proposals the following: 
 
• Provide project timeline for each element of the study included in the scope of services, Attachment 


"A", providing check points and project milestones for key deliverables. 
 


Project Timeline  
 
Your proposed Gehring Group team is prepared to begin this project immediately upon award.  The LOI 
time frames requested can be met if not exceeded and target dates are outlined in the chart above. 
Depending upon how quickly City staff can schedule meetings and provide background materials, we 
proposed the following timeline targets: 


 
Project Approach 
 
The team will take a systematic approach to the project for all job classifications. This approach includes 
gathering background information from City staff, determining sources for the market data, analyzing the 
data, developing alternative proposals with cost calculations and recommendations on how to implement 
the proposals. Gehring Group will ensure that recommendations align with the City’s philosophy, culture, 
and strategic objectives.  
 
In order to create a well-designed compensation program, the Gehring Group team will meet with City 
staff to ensure our understanding of the current philosophy and strategic plan initiatives as they relate to 
compensation, benefits and total rewards.  The team uses a multiple step approach starting with in-person 
meetings, data gathering, market research, analysis and finally drafting multiple recommendations for 
consideration.  Details for each of these steps are listed below:  
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Step 1 – Project Planning – Begin immediately upon bid award 
 


• Gehring Group team to schedule a discovery meeting with City staff to discuss goals, scope of 
project, milestones and deliverables 


• Discuss City employee recruitment and retention goals, objectives and organizational needs 
• Complete an overall assessment of current pay program 
• Request a list of data to include current employee pay and time in class vs. employment   
• Discuss communication strategies for project commencement, regular updates and final 


completion 
 
Step 2 – Review Current Program with Human Resources – Week 1 
 


• Discuss data on the current pay program   
o Pay Grades/Ranges 
o Job Classifications  
o Pay Increase History 
o Compression 


• Review pay policy documents  
o Promotions, Demotions, Transfers etc. 
o Career Paths  
o Recruitment and Retention Incentives 
o Specialty Pays 
o Philosophy used for creating new positions 


 
Step 3 – Leadership/Management Discovery – Weeks 1 through 2 
 
It is important to gather compensation and benefits philosophy input from the leadership/management 
team through a collaborative process. This will assist with obtaining buy-in from key decision makers and 
ensure specific recruitment and retention needs will be met. 
 


• Meet with leadership and management to discuss current pay and benefits programs 
effectiveness 


o Pay challenges, strengths and weaknesses 
o Talent pool considerations/obstacles 
o Competitors in job market 
o Retirement  
o Incentives 


 
Step 4 – Employee Meetings – Ongoing throughout project based on input/clarification 
 


• Job evaluation audits (if necessary) 
• Employee input meetings (if necessary)  


 
  


1 


2 


3 


4 
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Step 5 – Conduct Market Study - Weeks 3 through 6 
 
Finding one data source that meets all your organizations’ needs is rare.  Therefore, at the Gehring Group, 
we use multiple sources to ensure the market data is accurate. 
 


• Determine which jobs will be used for compensation benchmarking 
• Benchmark jobs based on essential functions to ensure a match 


o Determine appropriate competitive labor market and data sources 
o Gather data based on local, regional, national markets 
o Utilize relevant trade and professional association data  


• Review positions based on internal and external equity 
 
Step 6 – Analyze Data – Weeks 5 through 8 
 
Based on initial meetings, the Gehring Group will match the City’s philosophy to the market data.    
 


• Create market comparison spreadsheets 
• Compare market data to current pay plan  
• Evaluate current employee pay to market data based on compression 


o Consideration may be given for years of service/experience in job  
• Properly age data based on implementation timelines 
• Identify career ladders 
• Analyze current pay program philosophy against data  


 
Step 7 – Review Initial Findings with Staff – Weeks 8 through 10 
 
Once all the data is gathered it will be analyzed and adjusted appropriately.  
 


• Review market/target data draft proposals with HR and Executive Management 
• Define the market position in relation to the base pay and propose adjustment options 
• Clarify any anomalies or outliers 
• Discuss pay compression issues and suggest solutions for moving forward 
• Make adjustments to pay data as needed 


 
Step 8 – Propose Pay Plan Design Changes – Weeks 10 through 12 
 


• Based on market data and internal equity, provide proposals for new/adjusted pay grades and 
ranges 


• Propose recommendations specific to out of pay range incumbents 
• Recommend potential changes to job titling and job descriptions  
• Discuss the potential impact to employee pay for each of the proposals   
• Create best practice options and costing proposals   
• Final draft report to include agencies surveyed, benchmarked positions, pay at target 75th 


percentile 
• Best practices from a Total Rewards viewpoint will be included 


 
The Gehring Group team will meet with staff on an ongoing basis to review progress and ask any questions 
relevant at that point.   


5 


6 


7 


8 
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• Work product will include recommendations for internal equity will be provided in the form of a draft 
report. The report will be reviewed as necessary by staff and appropriate changes made. Provide a 
model draft report similar to those used by your firm in similar engagements. 
 
A sample draft report that includes recommendations for internal equity is included in Exhibit B. 
 


• Work product will include a recommendation for changes to the City's current compensation policy 
that addresses new hire, promotions, reclassifications and market adjustments. Provide a model of 
the format used by your firm in similar engagements. 
 
A sample draft report that includes recommendations for changes to the City's current compensation 
policy that addresses new hire, promotions, reclassifications and market adjustments is included in Exhibit 
A. 
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Tab 5:  Experience With Government Agencies  
 
 
The following includes four client references for whom Gehring Group has provided services related to 
Compensation and/or Total Rewards: 
 
 
Pinellas County Sheriff’s Office 


Address:  10750 Ulmerton Rd., Largo, FL 33778 
Contact Person:  Sheriff Bob Gualtieri, Sheriff 
Phone/Email: 727-582-6200 | rgualtieri@pcsonet.com  
Proposer’s Role & Lead: Compensation/ Classification Project – Nancy Duggan (in-house Staff Lead) 
Dates of Service: Compensation/ Classification Project: Completed 2022 
Project Description  
Compensation annual market data analysis to include pay range adjustments, compression, review of job 
classifications and descriptions as well as best practice policy development for pay.  Analysis included several 
costing options based on the market demands.  All aspects of compensation and total rewards strategies were 
conducted in-house by Nancy Duggan as the Human Resources Director for ten years, prior to working for 
Gehring Group.  She understands firsthand the challenges public sector faces with hiring, retention, and public 
budgeting.  In her role she was able to propose and create solutions for attracting and hiring the right people.  
(See Exhibit A)  
 
 
Hillsborough County Aviation Authority  


Address:  P.O. Box 22287, Tampa, FL 33622 
Contact Person:  Michael Stephens, Executive Vice President and General Counsel 
Phone/Email: (813) 676-4623 | mstephens@tampaairport.com  
Proposer’s Role & Lead: Compensation Study Project Lead – Nancy Duggan 
Dates of Service: Compensation/Classification: estimated completion May 2023 
Project Description: 
In addition to our full scope of benefits services, the Aviation Authority has also contracted with the Gehring 
Group to implement a compensation study.  Our team is reviewing market data compiled by Aviation Authority 
staff for internal and external equity within pay bands. Based on the market survey data our team is conducting 
a compression analysis and providing cost options for implementation.  A review of the job descriptions is also 
being conducted.  Gehring Group staff is currently meeting with each Department to go over the results of the 
study. Once this is completed and adjustments are made, our team will create a communication plan and 
conduct onsite meetings with employees.  The Aviation Authority has also contracted with us to provide policy 
development and best practices for pay to include new hires, promotions, demotions, transfers, specialty pay 
etc. (See Exhibit B) 
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City of Coconut Creek 


Address:  4800 West Copans Rd., Coconut Creek, FL 33063 
Contact Person:  Pamela Kershaw, Director of HR And Risk Management 
Phone/Email: (954) 956-1451 | pkershaw@coconutcreek.net  
Proposer’s Role & Lead: Benefits Survey Project – Christian Bergstrom, Sr. Benefits Consultant 
Dates of Service: Benefit Survey Project: Completed February 2022 
Project Description: 
The goal of the project was to gather and compile health insurance benefit and cost share information as well 
as other benefit related information from entities considered in proximity to the City of Coconut Creek, as well 
as entities of like size and composition throughout the State of Florida.  Once the information was gathered 
and analyzed a summary of findings was completed as well as a schedule of benefits by entity for each 
participating group.  Our team-built cost sharing schedules by entity.  Several proposed considerations for 
benefit enhancements were also analyzed and discussed. 
 
 
Public Sector Clients 
 
Gehring Group’s successful experience in providing public sector entities with employee benefits, risk 
management and human resources consulting is further evidenced by the number of current public sector 
clients served as provided below:  
 


GEHRING GROUP PUBLIC SECTOR CLIENTS 
Atlantis, City of Margate, City of 
Boca Raton, City of Martin County BOCC 
Boca Raton Housing Authority Martin County School District 
Boynton Beach, City of  Martin County Sheriff’s Office 
Brooksville, City of Monroe County BOCC 
Broward College Naples, City of 
Cape Coral, City of Nathan Benderson Park Conservancy 
Cape Coral Professional Firefighters HIT North Palm Beach, Village of 
Career Source Palm Beach County North Port, City of 
Charlotte County BOCC North River Fire District 
Children's Services Council of Palm Beach County Oakland Park, City of 
Citrus County BOCC Okaloosa County BOCC 
Clearwater, City of Oldsmar, City of 
Clerk & Comptroller, Palm Beach County Orange County Tax Collector 
Cocoa, City of Osceola County Sheriff’s Office 
Cocoa Beach, City of Oviedo, City of 
Coconut Creek, City of Pahokee, City of 
Cooper City, City of Pahokee Housing Authority 
Coral Gables, City of Palm Bay, City of 
Coral Springs, City of Palm Beach County Sheriff’s Office 
Dania Beach, City of Palm Beach, Town of 
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GEHRING GROUP PUBLIC SECTOR CLIENTS 
Davie, Town of Palm Beach Shores, Town of 
Deerfield Beach, City of Palm Harbor Fire Rescue District 
Delray Beach, City of Palm Springs, Village of 
Delray Beach Housing Authority Parkland, City of 
Dunedin, City of Pasco County Clerk of Circuit Court & Controller 
Estero Fire & Rescue District Pasco County Sheriff’s Office 
Estero, Village of Pinellas County Housing Authority 
Fellsmere, City of Pinellas County Sheriff’s Office 
Flagler County Sheriff’s Office Pinellas Suncoast Fire and Rescue 
Florida Keys Aqueduct Authority Pinellas Suncoast Transit Authority 
Florida PACE Funding Agency Pompano Beach, City of 
Florida Sheriff’s Association Port of Palm Beach 
Fort Lauderdale, City of  Port St. Lucie, City of 
Fort Myers, City of  Riviera Beach, City of 
Fort Myers Beach Fire Control District Rockledge, City of 
Greenacres, City of Royal Palm Beach, Village of 
Gulfstream, Town of Sanibel, City of 
Hernando County BOCC Sarasota County Sheriff’s Office 
Hernando County School District Satellite Beach, City of 
Highlands County BOCC Seacoast Utility Authority 
Hillsborough County Aviation Authority (Tampa Airport) Sebastian, City of 
Hollywood, City of Sebring, City of  
Indian Trail Improvement District Solid Waste Authority of Palm Beach County 
Iona McGregor Fire District South Florida Water Management District 
Islamorada, Village of Islands Southern Manatee Fire Rescue District 
Juno Beach, Town of Southwest Ranches, Town of 
Jupiter Island, Town of Spring Creek Charter School 
Key West Housing Authority St. Lucie County Sheriff’s Office 
Key West, City of St. Lucie County Fire District Employees HIT 
Keys Energy Services Stuart, City of 
Lake County BOCC Tampa Bay Water Authority 
Lake Park, Town of Tarpon Springs, City of 
Lake Park Community Redevelopment Agency Tax Collector, Palm Beach County 
Lake Worth Beach, City of Tax Collector, St. Lucie County 
Lake Worth Drainage District Tequesta, Village of 
LWB Community Redevelopment Authority Government of the US Virgin Islands 
Lee County Sheriff’s Office Venice, City of 
Loxahatchee Groves, Town of Virgin Islands Water and Power Authority 
Loxahatchee River District Walton County BOCC 
Manalapan, Town of Walton County Sheriff’s Office 
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GEHRING GROUP PUBLIC SECTOR CLIENTS 
Mangonia Park, Town of Wellington, Village of 
Marianna, City of West Manatee Fire Rescue District 
Marco Island, City of West Palm Beach, City of 


 
We also invite you to review our client video testimonials which can be accessed by clicking on 
or scanning the QR code to the right. 
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Tab 6: Exhibits 


This section includes the following exhibits: 


• Exhibit A – Sample Pay Plan (Pinellas County Sheriff’s Office)


• Exhibit B – Sample Pay Study Report (Hillsborough County Aviation Authority)


• Exhibit C – Benefits Survey Results (City of Coconut Creek)
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Exhibit A 
Sample Compensation Study 


(Pinellas County Sheriff's Office) 
  
 
 
 
 
 
 
 
 
 


 







PAY PLAN 2022 
 
Highlights for annual pay plan review meeting. 
Discussion points for meeting with the Sheriff: 
 


• ECI/CPI 
• Pay range adjustment based on market conditions 
• Market analysis based on benchmarked positions – External Equity  
• Internal equity review/adjustments 
• Position pay grade adjustments based on external/internal equity analysis 
• Compression chart options and costing (internal vs. external experience) 
• Member pay raise scenarios/costing 
• Review turnover statistics and hard to fill positions 
• Review current hiring incentives and discuss incentives for hard to fill positions  
• Recommend pay and hiring incentive scenarios 


 
Sample documents from the presentation to the Sheriff is attached.  Cost proposal 
spreadsheets have been excluded; however, multiple scenarios were presented and revised 
based on discussions. 
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PAY PLAN AGENCY EMAIL 
 
Human Resources will be conducting an agency-wide non-sworn job analysis.  The primary 
focus of this Study is to prepare a position classification system with a recommended salary 
schedule.  In order to determine the scope of each job within the Agency, a position 
questionnaire may need to be completed by employees individually or as a group.  This will be 
determined by Human Resources/Archer Company.  Based on the content of the 
questionnaires, a formal job evaluation will be conducted to determine the relative worth of 
each position to the agency (internal equity consideration).  After the analysis and evaluations 
are completed, wage and salary survey data for the Tampa Bay region will be analyzed to 
determine the Agency’s position in the surrounding labor market (external equity 
consideration).  Based on this complete analysis and survey data Human Resources and the 
Archer Company will present a proposal to the Sheriff. 
 
The primary reasons for the Study are: 
 


• Insuring market competitiveness 
 


o Not paying enough for some positions. 
o Paying too much for some positions. 


 
• Provide a pay plan which insures internal and external equity. 


 
• Moving individuals through the pay range at a proper pace. 


 
• Hiring and retaining qualified individuals. 


 
• Attracting qualified applicant pools. 


 
Beginning on or around early May, Human Resources staff will be conducting meetings with the 
supervisors and employee groups to explain the position questionnaire.  Phase one will focus 
on the administrative and clerical positions.  These areas will have approximately two weeks to 
fill out the questionnaire and return to HR.  HR will be contacting your Bureau in the next few 
days to schedule the meetings.  
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PII{ELLAS COUNTY SHERIFF'S OFFICE
INTER.OFFICE MEMO


HUMAN RESOURCES BUREAU


DATE:


TO:


FRO}I:


SUB.IECT:


September 21, 2018


SheriffBob Gualtieri via Chain of Command


Director Nancy W. Duggan


Pay Practices


tx
I


The October 3,2016 Pay Practices document approved by you on January' 16,2Ol7 (copy
anached) has been modified as follows:
o The definition of promotion is expanded to include a non-sworn member moving into a new.


job classification with a higher pay grade within the same career path, and the impact to
member pay when this occurs;


o October 2018 pay rates entered for Career Path Change of dual certified sworn members with
no prior experience in the other sworn discipline;


o Minor language changes that do not change intent


PROMOTION, SUPERVISOR [Scenario l]
[Member moves into supervisor job classification within their career path, or superrisor
moves into a new superrvisor job in a higher pay grade within their career pathl


o Non-sw'omSupervisor:
Step l: Multiply base pay of member being promoted by 5%o,or increase to minimum of


new pay _srade, whichever is greater.
Step 2: Determine the base pay ofthe highest paid subordinate and indicate whether the


amount is above or below the maximum ofthe subordinate's pay grade - if below
the maximum, apply Step 3 or Step 4, whichever is applicable. tf equal to or above
the maximum,apply Step 5.


Step 3: If the result of Step lis2%greaterthan the:rmount in Step2, this isthe super"-isor's
new base pay.


Step 4: If the result of Step I is not 2%o greater than the amount in Step 2, multiply the
amount in Step 2by 2o/o. This is the supervisor's new base pay.


Step 5: If the highest paid subordinate's rate of pay is equal ro or grearer than the ma.rimum
of hiVher pay range, multiply the maximum of that pa,"- range by 2o/o;this is the
supervisoy's new base pay.


Sworn Supervisor:
Base pay increases to entry step of the neu, rank


a
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PAY
GRADE
INCREASE


PAY CHANGE


I lo/o increase to current base pay or minimum of new grade, whichever is
_ge4!er


2 2oZ increase to current base pay or minimum of new'grade, whichever is


3 3o/o increase to current base pay or minimum of new grade, whichever is
greater


4 4olo increase to curent base pay or minimum of new'grade. whichever is


5 or more 5% increase to current base pay or minimum of nelr.grade, whichever is
greater


PROMOTION, NON.SUPERWSORY
[Non-sworn member moves into new job classification rvithin their career path which has a
higher pay grade than current job classificationt


ACTING PAY
[Member appointed to higher paid position on a temporarl/triar basisl


o Non-swom
Base pay increases 5%o, or to minimum of "acting" job classification, whichever is greater.
Iflwhen member is officially promoted into supen'isor job classification, apply 2o/o
supervisor promotion rule from above.


Sworn
Enrry- step of "acting" rank


o


o


O


a


D EMOTI ON (!io n-d isciplin a ry-)


[Member moves into different job in low'er pay grade within their career path, or
supen'isor moves into a non-supera'isor job classification within their career pathl


To former job classification [Scenario 2J:
Pay will reduce to rate member would earn had they never left the former job classification


To different job classification during initial new hire probationary period [Scenario 3]:
Palr w'ill reduce to minimum of neu' job classification/pay grade


To different job classification after completion of neu,hire probationary period IScenario 4;
Scenario 5l:
Pay w'ill reduce to same relative position of current pay grade on the most current
compression chart; current pay is factor used to determine same relative position
Note: If current pa1, falls between h4o rates on the compression chart, the rate nearest to
current pay w'ill be used
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O


TRANSFER
[Personnel Action that is not a promotion, demotion or career path changel


o If current base pay is within range of new'job class, no change [Scenario 5]o If current base pay is lower than minimum of new' job class, increase base to minimum of
new job class [Scenario 6]


o If current base pay is greater than marimum of new job class, reduce base to maximum of
newjob class


CAREER PATH CHANGE
[Transfer from LE Deputy to DET Deputy; from DET Deputy to LE Deputy; from non-
sworn job class to sworn job class; from sworn job class to non-sworn job classl


o Academy recruits sponsored by PCSO, while in the academ;- earn the recruit standard rate of
pay. Pay increases to Deputy PG upon completion of academy.


Swom members w'ho are dual certified with no experience in the other s\r,om discipline and
'*'ho transfer into the new sw'orn discipline (i.e. detention deputy to lar,r, enforcement depuqv
or law enforcement depugv to detention deputy) will receive up ro t\4'o years of service iredit.
This service credit will be applied as follou.s:


Less than I year = $47,338
I year but less than 2 years : $49,251
2 years or more = $50,236


Exception: a dual certified detention deputy who hansfers to a law enforcement deputy
assignment in Court Security will retain their base pay. Should this dual certified deputy
retun to a detention sworn assignment in the Department of Detention and Corrections, they
u'ill retain their base pay. Should this dual certified deputy move from Court Securiry* to
another law enforcement assignment, they '*'ill receive up to two years of service credit, as
stated above.


Swom members who are dual cenified, who have prior experience in the other discipline and
w'ho transfer into a full-time position within the other sworn discipline will receive
experience pay for up to 5 full years of prior experience. I year experience rate is Step 2; 2
year experience rate is Step 3, and so on. Refer to current labor agreement for rates.


Non-sworn members making a career path change into a swom job classification in which
he/she is already certified, but u.ithout prior experience:
Base pay will adjust to the minimum pay step for that Deputy pG.


o


o


o Sw'orn members making a career path change into a non-s\trorn job classification:
Base pay will adjust to the minimum rate of pay for the new non-sworn job classification,
unless authorized otheru'ise by Sheriff.
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o Members returniqg to their fomrer classification in their fomrer ca$eer path duing or
coinciding with the completion of the field naining program:
Pay may adjust to the base rate they earned in their forrrer job classification.


RECRUTING INCENTIVES


Erperience Pey
o ApPlicants for full+ime swomjob classifications will be gven credit for full years of prior


experience, up to 5 years (Step 6), in ttre discipline for which they are hired.


o Applicanb for ngfsu/orn professional level job classifications rnay be hircd at a rare up j9
the Pay grade midpoint for directly rclated and relevant priorexperience, untess auttrorized
otherwise by Sheriff.


a Applicants for non-swom hard to fill job classifications may be hircd at rates above the
minimum, at the discretion of the Sheriff.


Signing Bonus
o Applicants for Licensed hactice Nnrse are eligible for a signing bonus.


o Applicants for Detention and Law Enforcement sworn job classifications (except LE job
classifications in Court Secuity), who have 3 or more years ofcetified experience in tUe
discipline for ufrich they are hir€d, are eligible for a signing bonus.


Relocation Stipend
. Applicants for Detention and Law Enforcement srrorn job classifications (except LE job


classifications in Court Secnrity), who have 3 or morc yea$ of certified experience in ttre
discipline for which they are hired, are eligible for reimburscment of relocation expenses.


NWD:bg
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lncentive Signing Bonus and Experience Pav


Certifted Deputv LEO & CorreCions:


Exp pay: 1-5 yrs


Signing Bonus: 3+yrs 55,000 (2 yr payback from DOH)


Less than 3 yrs 53,000 (2 yr payback from DOH)
NOTE: Less than 3 yrs Paid out in three (31 SfOOO Payments during first 54 months


Relocation Stipend: Out of state:
Out of County:
Neighbor County:


S3,ooo
s1,500
Ssoo


3+yrs 55,000
Lessthan 3yr 53,000


(2 yr payback from DOH)
(2 yr payback from DOH)


(2 yr payback from DOH)


(2 yr payback from DOHI
(2 yr payback from DOH)


Deoutv Recruit:


Signing Bonus: 53,000 (2 yr payback from Date of Grad)


EIE: Paid out in three (3) S1OOO Payments during first 54 months


Chlld Protectlon lnvestisator:


Exp pay: 1- 5 yrs


Signing Bonus: 55,000 (also offered to CPIT) (2 yr payback from DOH)


RN & LPN:


Exp Pay RN: Based on actual years of exp as Registered Nurse up to max pay


Exp Pay LPN: Based on actual years ofexp as LPN 1 -4 yrs


Signing Bonus RN & LPN:


Tuition Loan Forgiveness RN & LPN: up to 510,000
NOTE: 52,500 per year for 4 yrs


(2 yr payback from last payment date)


law Enforcement Analvst:


Pay Negotiable based on Exp


Signing Bonus: 52,500 (2 yr payback from DOH)


NOTE: Always review signed contract for amounts and possible proration clause


0812612022
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SAMPLE EMPLOYEE WAGE SUMMARY


% Increase 2021 2022 Comment
4.0 - 4.8 0 2
3.5 - 3.9 349 391
3.0 - 3.49 299 234
2.5 - 2.99 294 355
2.0 - 2.39 4 2
1.5 - 1.98 9 2
1.0 - 1.43 7 19
.5 - .99 15 1


0 38 21 Top Step / Maxed Out
0 0 6 Exec Staff
0 145 158 School Crossing Guard + Coordinator


Total Members 1160 1191


Average Increase 3.24% 3.15%
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in conjunction with
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Benefits Survey Results







The City of Coconut Creek and Gehring Group would like to express our gratitude and appreciation to each 
entity that participated in providing the requested survey information allowing us to produce the enclosed 
results.  The goal of this survey was to gather and compile health insurance benefit and cost share information 
as well as other benefit related information from entities considered in proximity to the City as well as entities 
of like size and composition throughout the State of Florida.  


IMPORTANT INFORMATION ABOUT THIS SURVEY


♦Information reported as of January, 2022.  All data is reported as provided by the participating entity.  
Gehring Group provides no guarantee to the accuracy of the information reported by the participants or 
information retrieved from participants’ websites.
♦All benefits listed on the schedule of benefits pages of these survey results represent the amount that the 
member is responsible to pay for the applicable service, not the amount of coverage provided by the plan.
♦All health insurance benefits outlined may be subject to limitations and exclusions not specified herein.
♦Out-of-area plans or plans available only to retirees of the entities surveyed are not represented herein.


Please consider the following regarding the data outlined herein:


DEFINITIONS, ACRONYMS & ABBREVIATIONS


Coins...............................................................................Coinsurance
DED...................................................................................Deductible
Dep(s)………………………………………………….......................Dependent(s)
ECH…………………………………………......................Employee + Child(ren)
EE........................................................................................Employee
ES……………………………………………….......................Employee + Spouse
HDHP.....................................................High Deductible Health Plan
Hosp………………………………………………………............................Hospital
HRA ................................................Health Reimbursement Account
HSA ..............................................................Health Savings Account
INN ..................................................................................In Network
N/A ............................................................................Not Applicable
OON .........................................................................Out of Network
OOPM ........................................................Out-of-Pocket Maximum
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Entity Group Size Carrier
Funding 


Arrangement
Tier 


Structure


Boca Raton 1,000 Florida Blue Self Insured 4


Broward County 5,600 United Healthcare Self Insured 4


Broward Sheriff's 
Office


5,000 Aetna Fully Insured 3


Coconut Creek 400 Cigna Fully Insured 4


Coral Springs 900 Cigna Self Insured 3


Davie 1,000 United Healthcare Self Insured 4


Deerfield Beach 400 Cigna Self Insured 4


Fort Lauderdale 3,000 Cigna Self Insured 4


Hallandale Beach 300 Aetna Fully Insured 3


Hillsboro Beach 400 United Healthcare Fully Insured 4


Hollywood 2,300 Cigna Self Insured 3


Lauderhill 250 Humana Fully Insured 4


Margate 500 Cigna Fully Insured 2


Miramar 1,200 Aetna Fully Insured 4


Parkland 90 Cigna Fully Insured 3


Pembroke Pines 800 United Healthcare Self Insured 4


Plantation 350 United Healthcare Fully Insured 4


Pompano Beach 800 Florida Blue Fully Insured 2


Sunrise 900 AvMed Self Insured 2


Wilton Manors 100 United Healthcare Fully Insured 4


3


Survey Data by Entity


Number of Plans 
Offered


3


2


2


2


3


3


3


2


3


1


1


2


2


1


2


2


3


2


2


3







*Coconut Creek


Summary of Findings


15%


85%


Contribution Schedule


Police Different Police Same


Aetna
15%


Florida 
Blue
10%


Cigna*
35%


UHC
30%


AvMed
5%


Humana
5%


Carrier


Aetna Florida Blue Cigna*
UHC AvMed Humana


45%
55%


Funding Arrangement


Self Insured Fully Insured*


45%
55%


Group Size


Up to 500* Over 500


2-Tier
15%


3-Tier
25%4-Tier*


60%


Enrollment Tier Structure


2-Tier 3-Tier 4-Tier*


15%


50%


35%


Number of Plan Offerings


One Two* Three


15%


85%


Contribution Schedule


Fire Different Fire Same


30%


70%


Opt Out Benefit


Yes* No
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Summary of Findings - Base vs. Buy-Up Plans


55%


45%


Base Plan Design


HDHP* Traditional


5%


95%


Buy-Up Plan Design


HDHP Traditional*


96%


4%


Base Plan Cost Share - Single Coverage


Employer  Employee


81%


20%


Base Plan Cost Share - Dep Coverage


Employer  Employee


86%


14%


Buy-Up Plan Cost Share - Single Coverage


Employer  Employee


75%


26%


Buy-Up Plan Cost Share - Dep Coverage


Employer  Employee
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Summary of Findings - Base vs. Buy-Up Plans


$2,160


$4,560


$0 $0
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Annual Employee Only Premium (EE Paid)


Average


$8,711


$21,290


$1,464 $1,556
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$7,954


$0


$2,500


$5,000


$7,500


$10,000


$12,500


$15,000


$17,500


$20,000


$22,500


Base Buy-Up


Annual Family Premium (EE Paid)


Average


Coconut Creek


Coconut Creek


45%


55%


Base Plan Type


In & Out-of-Network In-Network Only


63%


38%


Buy-Up Plan Type


In & Out-of-Network In-Network Only
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*Coconut Creek's HDHP plan deductibles and out-of-pocket maximums are "embedded" which allows individuals in a family to have expenses paid by


insurance after the individual limits have been met, rather than having to reach the family limit. There are 2 other entities in this survey with this design.


Summary of Findings - Base & HDHP Plan Design
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Summary of Findings - Buy-Up Plan Design


Coconut Creek


$0


$200


$400


$600


$800


$1,000


$1,200


$1,400


$1,600


Buy-Up Plan
In-Network Individual Deductible


$0


$800


$1,600


$2,400


$3,200


$4,000


$4,800


$5,600


$6,400


$7,200


Buy-Up Plan
In-Network Individual OOPM


$0


$1,600


$3,200


$4,800


$6,400


$8,000


$9,600


$11,200


$12,800


$14,400


Buy-Up Plan
In-Network Family OOPM


$0


$500


$1,000


$1,500


$2,000


$2,500


$3,000


$3,500


Buy-Up Plan
In-Network Family Deductible


8







Summary of Findings - Professional Services


0 1 2 3 4 5 6 7 8 9 10


$0 - $10


$11 - $20


$21 - $30


$31 - $40


DED


DED + Coins


Number of Entities


PCP by Plan


Buy-Up Base


0 2 4 6 8 10 12


$0 - $20


$21 - $40


$41 - $60


DED


DED + Coins/Copay


Number of Entities


Specialist by Plan


Buy-Up Base HDHP


0 2 4 6 8 10 12


$0 - $50


$51 - $100


$101 - $200


Coins Only


DED


DED + Coins/Copay


Number of Entities


Advanced Imaging by Plan


Buy-Up Base


HDHPOAPIN


OAPIN


OAPIN HDHP
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Summary of Findings - Acute Care


0 2 4 6 8 10 12


$0 - $20


$21 - $40


$41 - $60


$61 - $90


DED


DED + Coins/Copay


Number of Entities


Urgent Care by Plan


Buy-Up Base


0 2 4 6 8 10 12 14


$0 - $100


$101 - $200


$201 - $500


DED


DED + Coins


Number of Entities


Emergency Room by Plan


Buy-Up Base OAPIN


OAPIN


HDHP


HDHP
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Summary of Findings - Hospital Services


0 2 4 6 8 10 12 14


$0 - $250


$251 - $500


DED


DED + Coins/Copay


DED + Coins + Copay


Coins + Copay


Number of Entities


Inpatient Hospital by Plan


Buy-Up Base


0 2 4 6 8 10 12 14 16


$0 - $100


$101 - $200


$201 - $500


Coins Only


DED


DED + Coins


Number of Entities


Outpatient Hospital by Plan


Buy-Up Base OAPIN


OAPIN HDHP


HDHP
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Summary of Findings - Prescription Drugs


0 2 4 6 8 10 12


2x Retail


2.5x Retail


DED + Coins


DED + 2x


DED + 2.5x


Other


Rx - Mail Order


Buy-Up Base


0 2 4 6 8 10


$0 - $10


$11 - $20


DED


DED + Coins/Copay


Rx - Generic/Tier 1


Buy-Up Base


0 2 4 6 8 10 12


$0 - $20


$21 - $40


$41 - $60


Coins Only


DED


DED + Coins/Copay


Rx - Preferred Brand/Tier 2


Buy-Up Base


0 2 4 6 8


$0 - $40


$41 - $70


$71 - $125


Coins Only


DED


DED + Coins/Copay


Rx - Non-Preferred Brand/Tier 3


Buy-Up Base


0 2 4 6 8 10 12


$0 - $125


Coins Only


DED


DED + Coins/Copay


Rx - Specialty/Tier 4


Buy-Up Base


25%


75%


4 Tier Rx Program


Yes* No


OAPIN HDHP
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General Information Broward County*
Carrier/TPA United Healthcare
Funding Type Self Insured
Opt Out Program Yes =  $2,600 Annually


Cost Sharing Strategy - Employer 
Share


EE = 96%
ES = 95%


ECH = 96%
Fam = 91%


Cost Sharing Strategy - HRA/HSA
H.S.A.: EE = $1,200


Fam = $2,400


Renewal Date 1-Jan
Summary of Benefits In Network Out of Network In Network Out of Network In Network ONLY
Deductible Calendar Year


Individual $1,500 $3,000 $500 $1,000 $1,200


Employee + 1 $2,250 $4,500 $1,000 $2,000 $2,400


Family $3,000 $6,000 $1,000 $2,000 $2,400


Coinsurance 20% 50% 10% 40% 20%


Out-of-Pocket Maximum


Individual $3,000 $6,000 $3,000 $6,000 $3,425 


Employee + 1 $4,500 $9,000 $4,500 $9,000 $6,850 


Family $6,000 $9,000 $6,000 $9,000 $6,850 
Professional Services


Primary Care Office Visit Ded & Coins Ded & Coins $25 Ded & Coins Ded & Coins


Specialist Office Visit Ded & Coins Ded & Coins $35 Ded & Coins Ded & Coins


Lab/X-Ray
No Charge/Ded 


& Coins
Ded & Coins


No Charge/ Ded 
& Coins


Ded & Coins Ded & Coins


Advanced Imaging (MRI, PET, CT) Ded & Coins Ded & Coins Ded & Coins Ded & Coins Ded & Coins


Urgent Care Ded & Coins
Hospital Services


Inpatient Ded & Coins Ded & Coins
Ded & Coins + 


$300/admit
Ded & Coins + 


$400/admit
Ded & Coins


Outpatient Ded & Coins Ded & Coins Ded & Coins
Ded & Coins + 


$150
Ded & Coins


Emergency Room Ded & Coins


Prescription Drugs


Tier 1/Generics $10 After Ded $10 Ded & Coins


Tier 2/Preferred Brand $50 After Ded $50 Ded & Coins


Tier 3/Non-Preferred Brand $125 After Ded $125 Ded & Coins


Tier 4/High Cost (Specialty) Tier 1-3 Tier 1-3 Ded & Coins


Mail Order (90-Day Supply)
2x Retail After 


Ded
2x Retail Ded & Coins


*Not currently a 
Gehring Group client


City of Boca Raton City of Boca Raton


Not Covered Not Covered


Calendar Year


In-Network Ded & Coins


Florida Blue
Self Insured


No


EE = 75%
ES = 66%


ECH = 65%
Family = 73%


HRA: EE = $540; 1Dep = $1,620; 
Fam = $3,240


1-Jan


In-Network Ded & Coins


Florida Blue


Not Applicable


1-Jan


 Calendar Year


$55


In-Network Ded & Coins


No


EE = 100%
ES = 68%


ECH = 66%
Fam = 72%


Self-Insured
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


Broward County* Broward Sheriff's Office*
United Healthcare Aetna


Self Insured Fully Insured
Yes =  $2,600 Annually No


EE = 82%
ES = 82%


ECH = 82%
Fam = 81%


Single = 92%
1 Dep = 94%                


2+ Deps = 91%


HRA: EE = $1,200
Fam = $2,400


Not Applicable


1-Jan 1-Jan
In Network Out of Network In Network ONLY In Network ONLY


Calendar Year Calendar Year
$1,500 $3,000 $1,300 $300


$3,000 $6,000 $2,600 $600


$3,000 $6,000 $2,600 $600


20% 40% 0% 0%


$3,000 $6,000 $2,800 $2,000


$6,000 $12,000 $5,600 $4,000


$6,000 $12,000 $5,600 $4,000


Ded & Coins Ded & Coins $25 $15


Ded & Coins Ded & Coins $50 $30


Ded & Coins Ded & Coins No Cost No Charge


Ded & Coins Ded & Coins $100 
Hosp: $80 After Ded; 


Facility: $30
Ded & Coins Ded & Coins $50 $30


Ded & Coins Ded & Coins Ded & Coins
$100/day (1st 5 days), then 


Ded


Ded & Coins Ded & Coins Ded & Coins $150 After Ded


Ded & Coins Ded & Coins $250 $200


Ded & Coins $7 $10


Ded & Coins $25 $25


Ded & Coins $45 $50


Ded & Coins $75 20% Coins ($150 Max)


Ded & Coins 2x Retail 2x Retail


1-Jan


 Calendar Year


Not Covered


Broward County*
United Healthcare


Self Insured
Yes = $2,600 Annually


EE = 93%
ES = 93%


ECH = 93%
Fam = 91%


H.S.A.: EE = $1,200
Fam = $2,400
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


Broward Sheriff's Office*
Aetna


Fully Insured
No


EE = 90%
1 Dep = 91%            


2+ Deps = 89%


Not Applicable


1-Jan
In Network ONLY In Network Out of Network In Network Out of Network


Calendar Year
$200 $250 $300 $2,800 $5,000


$400 $500 $600 $5,600 $10,000


$400 $500 $600 $5,600 $10,000


0% 0% 30% 10% 30%


$2,000 $2,500 $30,000 $5,000 $10,000 


$4,000 $5,000 $90,000 $10,000 $20,000 


$4,000 $5,000 $90,000 $10,000 $20,000 


$15 $20 Ded & Coins Ded & Coins Ded & Coins


$25 $40 Ded & Coins Ded & Coins Ded & Coins


No Charge No Charge Ded & Coins Ded & Coins Ded & Coins


Hosp: $75 After Ded; 
Facility: $25


$50 After Ded Ded & Coins Ded & Coins Ded & Coins


$25 $40 Ded & Coins


Ded + 
$300/admit


Ded + 
$300/admit


Ded & Coins + 
$500/admit


Ded & Coins Ded & Coins


$150 After Ded $150 After Ded Ded & Coins Ded & Coins Ded & Coins


$200


$10 $10 $15 After Ded Ded & Coins


$25 $25 $35 After Ded Ded & Coins


$50 $50 $60 After Ded Ded & Coins


20% Coins to max of $150
20% Coins to max 


of $150
$80 After Ded Ded & Coins


2x Retail 2x Retail
2x Retail After 


Ded
Ded & Coins


HSA - No Contribution


1-Oct


Embedded DED & OOPM


City of Coconut Creek


Fully Insured
CIGNA


$200


1-Jan


Calendar Year


In-Network Ded & Coins


In-Network Ded & Coins


Not Covered


Calendar Year


EE = 100%
Dependent Tiers = 77%


Yes = $4,000 Anually


Broward Sheriff's Office*
Aetna


Fully Insured
No


EE = 90%
1 Dep = 90%


2+ Deps = 88%


Not Applicable
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


City of Coconut Creek City of Coral Springs
CIGNA CIGNA


Fully Insured Self Insured
Yes = $4,000 Annually No


EE = 82%
Dependent Tiers = 59%


All Tiers = 83%


Not Applicable Not Applicable


1-Oct 1-Jan
In Network ONLY In Network Out of Network In Network ONLY


 Calendar Year  Calendar Year
$1,000 $1,500 $1,500 $0


$2,000 $3,000 $3,000 $0


$2,000 $4,500 $4,500 $0


20% 20% 40% 10%


Med/Rx


$4,000/$2,350 $2,250 $2,250 $1,725


 $8,000/$4,700 $4,500 $4,500 $3,450


$8,000/$4,700 $6,750 $6,750 $5,175


$30 Ded & Coins Ded & Coins $20


$50 Ded & Coins Ded & Coins $30 CCN / $40 non CCN


No Charge Ded & Coins Ded & Coins No Charge


Coinsurance Only Ded & Coins Ded & Coins Coinsurance Only


$75 $85


Ded & Coins Ded & Coins Ded & Coins
Coinsurance + 
$200/Admit


Ded & Coins Ded & Coins Ded & Coins Coinsurance Only


$200 $170


Separate OOPM
$15 Ded & Coins $15


$35 Ded & Coins 60% ($30 to $50)      


$60 Ded & Coins 50% ($60 to $100)     


$80 Ded & Coins Tier 1-3


2x Retail Ded & Coins 2x Retail


All Tiers = 83% 


1-Jan


City of Coral Springs


Self Insured
CIGNA


 Calendar Year


In-Network Ded & Coins


In-Network Ded & Coins


Not Covered


 HRA: EE = $750; 
1 Dep = $1,500; 
Fam = $2,250


No
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


Benefit $ up to:
EE = 100%
ES = 96%


Benefit $ up to:
ECH = 100%
Fam = 93%


In Network Out of Network In Network Out of Network In Network Out of Network


$1,400 $3,300 $250 $500 $0 $7,500


$2,800 $6,600 $500 $1,000 $0 $15,000


$2,800 $6,600 $500 $1,000 $0 $15,000


20% 40% 20% 40% 0% 50%


$2,700 $5,000 $2,700 $3,000 $2,600 $10,000


$5,400 $10,000 $5,400 $6,000 $5,200 $20,000


$5,400 $10,000 $5,400 $6,000 $5,200 $20,000


Ded & Coins Ded & Coins $20 Ded & Coins $20 Ded & Coins


Ded & Coins Ded & Coins
D: $30 / ND: 


$40
Ded & Coins


D: $30 / ND: 
$40


Ded & Coins


Ded & Coins Ded & Coins Ded & Coins Ded & Coins No Charge Ded & Coins


Ded & Coins Ded & Coins Ded & Coins Ded & Coins $150 Ded & Coins


Ded & Coins Ded & Coins $30 Ded & Coins $30 Ded & Coins


Ded & Coins Ded & Coins Ded & Coins Ded & Coins $300 Ded & Coins


Ded & Coins Ded & Coins Ded & Coins Ded & Coins $200 Ded & Coins


2x Retail After 
Ded


Not Covered 2x Retail Not Covered 2x Retail Not Covered


$30 After Ded


Calendar Year


H.S.A.: All Tiers = $1,000


1-Jan 1-Jan 1-Jan


Calendar Year


Not Applicable Not Applicable


Yes = $1,200 per year Yes = $1,200 per year Yes = $1,200 per year


Town of DavieTown of Davie


Self Insured
UnitedHealthcare


Self Insured
UnitedHealthcare UnitedHealthcare 


Town of Davie


Self Insured


Calendar Year


In-Network Deductible


Tier 1-3 After In-Network Ded


$10 $10


$30 $30


$50 $50


Tier 1-3 Tier 1-3


$50 After Ded


$10 After Ded


$200 $200


Benefit $ up to:
EE = 100%
ES = 86%


ECH = 90%
Fam = 84%


Benefit $ up to:
EE = 100%
ES = 82%


ECH = 84%
Fam = 79%
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


In Network Out of Network In Network Out of Network In Network Out of Network


$2,500 $5,000 $250 $500 $0 $500


$5,000 $10,000 $500 $1,000 $0 $1,500


$5,000 $10,000 $500 $1,000 $0 $1,500


0% 40% 20% 40% 0% 40%


$2,500 $5,000 $2,000 $4,000 $1,500 $3,000


$5,000 $10,000 $4,000 $8,000 $3,000 $6,000


$5,000 $10,000 $4,000 $8,000 $3,000 $6,000


Ded Ded & Coins $20 Ded & Coins $10 Ded & Coins


Ded Ded & Coins $40 Ded & Coins $20 Ded & Coins


Ded Ded & Coins No Charge Ded & Coins No Charge Ded & Coins


Ded Ded & Coins $50 Ded & Coins $50 Ded & Coins


$20
Ded + $20 


copay


Ded Ded & Coins Ded & Coins Ded & Coins $250
Ded & Coins + 


$750/admit


Ded Ded & Coins Ded & Coins Ded & Coins $100
Ded & Coins + 


$300/visit


Ded $10 50% Coins $10 50% Coins


Ded $25 50% Coins $25 50% Coins


Ded $40 50% Coins $40 50% Coins
Tier 1-3 After 


Ded
Tier 1-3 Tier 1-3 Tier 1-3 Tier 1-3


Tier 1-3 After 
Ded


50% After Ded; 
Splty Not 
Covered


2x Retail
50% Coins; 
Splty Not 
Covered


2x Retail
50% Coins; 
Splty Not 
Covered


Yes = $1,657 per year


$40


EE = 85% 
Dependent Tiers = 75%


EE = 95%    
Dependent Tiers = 80%


Not Applicable


1-Jan


Calendar YearCalendar Year


EE = 90% 
Dependent Tiers = 80%


50% After Ded


HRA: EE = $1,000; 
ES/ECH = $1,500; 


Fam = $2,000
1-Jan


Not Applicable


Self Insured
CIGNA


Yes = $1,657 per year Yes = $1,657 per year


City of Deerfield Beach


Self Insured
CIGNA


City of Deerfield Beach City of Deerfield Beach


Self Insured
CIGNA


1-Jan


Calendar Year


 In-Network Deductible


 In-Network Deductible $50$150
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


City of Fort Lauderdale City of Fort Lauderdale
CIGNA CIGNA


Self Insured Self Insured
No No


Fire: All Tiers 
87%


General: All Tiers 
90%


General: All Tiers 82%
Fire: All Tiers 80%


General: All Tiers 82%
Fire: All Tiers 75%


Not Applicable Not Applicable


1-Jan 1-Jan
In Network Out of Network In Network ONLY In Network ONLY


Calendar Year Calendar Year
$2,000 $2,000 $1,000 $0


$3,000 $3,000 $2,000 $0


$4,000 $4,000 $3,000 $0


10% 30% 20% N/A


$5,000 $5,000 $6,350 $5,000


$7,000 $7,000 $10,000 $7,000


$10,000 $10,000 $12,700 $10,000


Ded & Coins Ded & Coins $40 $40


Ded & Coins Ded & Coins $60 $60


Ded & Coins Ded & Coins 10% Coins 10% Coins


Ded & Coins Ded & Coins $200 $200


$60 $60


Ded & Coins Ded & Coins Ded & Coins
$500/day 


($2,500 Max)


Ded & Coins Ded & Coins Ded & Coins $500


$200 $200


30% After Ded $20 $20


40% After Ded $40 $40


60% After Ded $60 $60
Tier 1-3 After 


Ded
Tier 1-3 Tier 1-3


Tier 1-3 After 
Ded


2x Retail 2x Retail


CIGNA


1-Jan


City of Fort Lauderdale


No
Self Insured


Calendar Year


 HRA: EE = $1,000; 1Dep = $1,500; 
2Dep/Fam = $2,000


Not Covered


In-Network Ded & Coins


In-Network Ded & Coins


19







General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


Town of Hallandale Beach* City of Hollywood
Aetna CIGNA


Fully Insured Self Insured
No No


EE = 100%
EE + 1 = 86%
Fam = 80%


EE = 100%
1 Dep = 95%


2+ Deps = 93%


HRA: EE = $2,000; 
ES/ECH = $4,000; 


Fam = $3,000


HRA: EE = $400; 
1 Dep = $600; 


2+ Deps = $1,000
1-Oct 1-Jan


In Network ONLY In Network Out of Network In Network ONLY
Plan Year Calendar Year


$3,000 $2,000 $6,000 $500


$6,000 $4,000 $12,000 $1,500


$6,000 $4,000 $12,000 $1,500


0% 20% 50% 20%


Embedded DED & OOPM Med/Rx
$6,000 $6,000 $12,000 $3,000/$1,500


$12,000 $12,000 $24,000 $9,000/$4,500


$12,000 $12,000 $24,000 $9,000/$4,500


Ded $25 Ded & Coins $30


Ded $50 Ded & Coins $40


Ded $40 Ded & Coins No Charge/$50


Ded Unknown Unknown $50


Ded $40 Ded & Coins $75


Ded Ded & Coins Ded & Coins $500


Ded Ded & Coins Ded & Coins $250


Ded $500 $500 $200 
Separate OOPM


20% After Ded $10 


30% After Ded $35 


50% After Ded $70 


Tier 1-3 After Ded Tier 1-3 Tier 1-3 After $50 Ded*


Tier 1-3 After Ded Unknown
$25/$75/$150 After $50 


Ded*


All Employees: EE = 100%; ES=80%; 
ECH=81%; Fam = 74%


City of Hillsboro Beach*
United Healthcare


Fully Insured
No


Not Applicable


Not Covered


1-Jan


Calendar Year


20% After $50 Ded*
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


Police and Fire: 
EE = 100%
ES = 79%


ECH = 78%
Fam = 69%


General: EE = 
100%


Dependent 
Tiers = 80%


Fire: Same as 
HMO


Police: 
EE = 69%
ES = 54%


ECH = 54%
Fam = 48%


General: 
EE = 69%
ES = 63%


ECH = 62%
Fam = 60%


In Network Out of Network In Network Out of Network


$250 $750 $150 $300


$750 $2,250 $300 $600


$750 $2,250 $300 $600


10% 40% 20% 40%


$2,000 $4,000 $1,000 $2,000


$4,000 $8,000 $2,000 $4,000


$4,000 $8,000 $2,000 $4,000


$25 Ded & Coins $10 Ded & Coins


$45 Ded & Coins $10 Ded & Coins


No Charge/$45 Ded & Coins No Charge Ded & Coins


$100 Ded & Coins Ded & Coins Ded & Coins


$60 Ded & Coins $10 Ded & Coins


$250 $750/admit Ded & Coins Ded & Coins


$100 $300/visit Ded & Coins Ded & Coins


$10 $10 30%
20% After $50 


Ded*
$25 30%


20% After $50 
Ded*


$40 30%


Tier 1-3
50% After $50 


Ded*
25% Coins (Tier 


4)
40%


$20/$50/$80 
After $50 Ded*


Not Covered 2x Retail 30%


HRA: EE = $400; 
1 Dep = $600; 


2+ Deps = $1000


25% Coins (Tier 4)
35% Coins (Specialty)


2x Retail


General:
EE = 80%


1 Dep = 80%
2+ Dep = 80%


1-Oct


Fully Insured


1-Jan


City of Hollywood


No


Humana
Fully InsuredSelf Insured


City of Lauderhill*
CIGNA


City of Lauderhill*
Humana


NoNo


Not Applicable Not Applicable


$0


$100$200 


Calendar Year


No Charge


$10


No Charge


No Charge


$10


No Charge


$5,000


$5,000


$10


50% After $50 
Ded*


$10 


$25 


$40 


1-Oct
In Network ONLY


$0


$0


Med/Rx


Unknown


0%


$2,500


$100
Separate OOPM


Unknown
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


City of Margate City of Margate
CIGNA CIGNA


Fully Insured Fully Insured
No No


All Tiers = 80% All Tiers = 80%


Not Applicable Not Applicable


1-Jan 1-Jan
In Network ONLY In Network ONLY In Network Out of Network


Calendar Year Calendar Year
$1,000 $0 $300 $500


$2,000 $0 $600 $1,000


$2,000 $0 $600 $1,000


20% 0% 10% 30%


$5,000 $2,000 $1,500 $2,000


$10,000 $4,000 $3,000 $4,000


$10,000 $4,000 $3,000 $4,000


$15 $15 Ded & Coins Ded & Coins


$25 $25 Ded & Coins Ded & Coins


No Charge No Charge Ded & Coins Ded & Coins


Ded & Coins + $50 $50 Ded & Coins Ded & Coins


$50 $25


Ded & Coins $250 Ded & Coins Ded & Coins


Ded & Coins $50 Ded & Coins Ded & Coins


$150 $150 


$5 $5 $5


$30 $30 $30


$90 $90 $90


Tier 1-3 Tier 1-3 Tier 1-3 Tier 1-3


2.5x Retail 2.5x Retail
2.5x Retail After 


Ded
Coins


Fully Insured
No


City of Margate
CIGNA


In-Network Ded & Coins


In-Network Ded & Coins


All Tiers = 80%


Not Applicable


1-Jan


Calendar Year


Coins
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


City of Miramar*
Aetna


Fully Insured
Yes = $5,610.80 per year


General: EE = 100%
EE+SP = 81%


EE + CH = 76%
EE + Fam = 76%


Police = 100%, 81%, 76%, 
76%


Police: 
EE = 96%
ES = 81%


ECH = 76%
Fam = 76%


General: 
EE = 96%
ES = 81%; 


ECH = 76% ; 
Fam = 76%


Police: 
EE = 98%
ES = 82%


ECH = 72%
Fam = 72%


General: 
EE = 98%
ES = 85%; 


ECH = 79% ; 
Fam = 79%


H.S.A.: EE=$1,400
Family = $2,800


1-Jan
In Network ONLY In Network Out of Network


Calendar Year
$1,400 $500 $750


$2,800 $1,000 $1,500


$2,800 $1,000 $1,500


10% 0% 20%


Embedded DED & OOPM
$2,800 $3,850/$2,500 $2,000/$2,500


$5,600 $7,700/$5,000 $4,000/$5,000


$5,600 $7,700/$5,000 $4,000/$5,000


Ded & Coins $25 Ded & Coins


Ded & Coins $50 Ded & Coins


Ded & Coins Ded Ded & Coins


Ded & Coins Ded Ded & Coins


Ded & Coins $75 Ded & Coins


Ded & Coins $250 Ded & Coins


Ded & Coins $100 Ded & Coins


Ded & Coins


$10 After Ded $10


$30 After Ded $30


$60 After Ded $60


25% After Ded 25% Coins


2x Retail After Ded 2x Retail


Yes = $5,610.80 per year Yes = $5,610.80 per year


1-Jan


$300


0%


$0


City of Miramar* City of Miramar*


In Network ONLY
Calendar Year


Med/Rx


$0


$0


Fully InsuredFully Insured
Aetna Aetna


Calendar Year


Not Applicable Not Applicable


Med/Rx


$3,850/$2,500


$7,700/$5,000


$7,700/$5,000


$20


$40


1-Jan


$100


$75


$250


$150


No Charge


Separate OOPM Separate OOPM


$250


$10


30% Coins$30


$60


25% Coins
Not Covered


2x Retail
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


City of Parkland
Cigna


Fully Insured
No  


Single = 100%
Family = 85%


Police and Fire:
EE= 89%
ES = 93%
EE + CH = 89%
Fam = 89%


General
EE = 80%
EE+SP = 86%
EE+CH = 83%
EE+Fam = 84%


Not Applicable


1-Oct
In Network ONLY In Network Out of Network In Network Out of Network


Calendar Year
$500 $1,000 $3,000 $300 $600


$1,500 $2,000 $6,000 $600 $1,000


$1,500 $2,000 $6,000 $600 $1,000


20% 10% 30% 10% 30%


$3,000 $5,500 $16,500 $6,350 $6,350


$6,000 $11,000 $33,000 $12,700 $12,700


$6,000 $11,000 $33,000 $12,700 $12,700


$25 $25 Ded & Coins Ded & Coins Ded & Coins


$50 $50 Ded & Coins Ded & Coins Ded & Coins


No Charge/ Ded & Coins
No Charge/ Ded 


& Coins
Ded & Coins Ded & Coins Ded & Coins


Ded & Coins $200 Ded & Coins Ded & Coins Ded & Coins


$40 $75 Ded & Coins $50 Ded & Coins


Ded & Coins Ded & Coins Ded & Coins Ded & Coins Ded & Coins


Ded & Coins Ded & Coins Ded & Coins Ded & Coins Ded & Coins


$100 


$20 $15 $10


$40 $60 $25


$60 $125 $35


$75 $160 Tier 1-3


2x Retail 2x Retail 2x Retail


Fully Insured


City of Parkland City of Pembroke Pines*
United Healthcare


Self Insured


1-Oct


Unknown


No


Not Applicable


Cigna


Calendar Year


No  


1-Oct


Not Applicable


All Tiers: 50%


50% Coins


$100 


Not Covered


$350 
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


City of Plantation* City of Plantation*
United Healthcare United Healthcare


Fully Insured Fully Insured
No No


Police and Fire:
EE= 90%
ES = 92%
EE + CH = 90%
Fam = 90%


EE = 74%
ES = 84%
ECH = 80%
Fam = 82%


All Tiers = 96% All Tiers = 95%


Not Applicable Not Applicable


1-Apr 1-Apr
In Network Out of Network In Network ONLY In Network ONLY


Unknown Unknown
$0 $0 $0


$0 $0 $0


$0 $0 $0


0% 50% 0% 0%


$6,350 $4,000 $4,000


$12,700 $6,000 $6,000


$12,700 $6,000 $6,000


$15 Ded & Coins $20 $10


$20 Ded & Coins $50 $35


$15 Ded & Coins $20 No Charge


$25 Ded & Coins $100 No Charge


$50 Ded & Coins $35 $25


$150 Ded & Coins $200 $100


$25 Ded & Coins $100 No Charge


$250 $200


$10 $20 $10


$25 $40 $25


$35 $60 $60


Tier 1-3 Tier 1-3 Tier 1-3


2x Retail 3x Retail 3x Retail


City of Pembroke Pines*
United Healthcare


Self Insured


1-Oct


Unknown


No


Not Applicable


Reimbursemen
t calculated as 


lowest 
contracted rate 
at participating 


pharmacy 
minus 


applicable 


Rx Copys Exlcuded


N/A


$100 


$10,000 per 
person
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


City of Pompano Beach* City of Sunrise*
Florida Blue AvMed
Fully Insured Sel Insured


No No


EE = 100%
EE + Fam = 50%


EE = 100%
Fam = 91%


Not Applicable Not Applicable


1-Oct 1-Jan
In Network ONLY In Network Out of Network In Network ONLY


Plan Year Calendar Year
$250 $0


$500 $0


$500 $0


10% 20% 30% 0%


$2,000 $2,000


$4,000 $4,000


$4,000 $4,000


$20 $25 Ded & Coins $20


$20 $25 Ded & Coins $35


$0 20% Coins No Charge


$50 $75 Ded & Coins $50


$20 $25 $25 + Ded $30


$100/day up to $300 max
Ded & Coins + 


$100/admit
Ded & Coins + 


$250/admit
$100/day for first 3 days


Ded & Coins Ded & Coins Ded & Coins $200


$25 $200


$10 $10 50% Coins $10


$20 $20 50% Coins $50


$40 $40 50% Coins $75


Tier 1-3 Tier 1 -3 50% Coins 25% Coins


2x Retail 2.5x Retail 50% Coins 2x Retail


Fully Insured


Single = 100%
Family = 50%


City of Pompano Beach*


No


Plan Year


Florida Blue


Ded & Coins


Not Applicable


1-Oct


$750


$750


$1,500


$3,000


$3,000


$500
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General Information
Carrier/TPA
Funding Type
Opt Out Program


Cost Sharing Strategy - Employer 
Share


Cost Sharing Strategy - HRA/HSA


Renewal Date
Summary of Benefits
Deductible


Individual


Employee + 1


Family


Coinsurance


Out-of-Pocket Maximum


Individual


Employee + 1


Family
Professional Services


Primary Care Office Visit


Specialist Office Visit


Lab/X-Ray


Advanced Imaging (MRI, PET, CT)


Urgent Care
Hospital Services


Inpatient


Outpatient


Emergency Room
Prescription Drugs


Tier 1/Generics


Tier 2/Preferred Brand


Tier 3/Non-Preferred Brand


Tier 4/High Cost (Specialty)


Mail Order (90-Day Supply)


*Not currently a 
Gehring Group client


EE = 100%
ES = 84%


ECH = 87%
Fam = 84%


In Network Out of Network In Network Out of Network


$500 $1,000 $2,000 $5,000


$1,000 $2,000 $4,000 $10,000


$1,000 $2,000 $4,000 $10,000


20% 40% 10% 50%


$2,000 $4,000 $4,000 $10,000


$4,000 $4,000 $6,850 $20,000


$4,000 $8,000 $6,850 $20,000


$30 Ded & Coins Ded & Coins Ded & Coins


$60 Ded & Coins Ded & Coins Ded & Coins


No Charge Ded & Coins Ded & Coins Ded & Coins


$50 Ded & Coins Ded & Coins Ded & Coins


$30 Ded & Coins Ded & Coins Ded & Coins


Ded & Coins Ded & Coins Ded & Coins Ded & Coins


Ded & Coins Ded & Coins Ded & Coins Ded & Coins


$10


$50


$75


25% Coins 50% Coins


2x Retail Not Covered
2.5x Retail After 


Ded
Not Covered


Not Applicable


Town of Wilton Manors*
United Healthcare


Fully Insured


 H.S.A.: EE = $1,250
Dependent Tiers = $1,700


1-Jan


Calendar Year


In-Network Ded & Coins


$10 After In-Network Ded


$35 After In-Network Ded


Yes = $1,200 per year


City of Sunrise*
AvMed


Self Insured


EE = 90%
Fam = 83%


1-Jan


Calendar Year


No


Tier 1-3 After In-Network Ded


In-Network Ded & Coins


Not Covered


$60 After In-Network Ded
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Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $7,138 $7,138 $0 $8,056 $6,076 $1,980 $7,056 $6,786 $270
EE + 1/Spouse $14,939 $10,619 $4,320 $16,917 $11,217 $5,700 $15,177 $14,485 $691
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $13,140 $9,179 $3,960 $14,903 $9,623 $5,280 $12,978 $12,460 $518
EE + 2/Family $20,829 $15,969 $4,860 $23,756 $17,336 $6,420 $22,185 $20,184 $2,000
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $8,047 $7,488 $560 $11,465 $9,420 $2,045 $10,529 $9,665 $864
EE + 1/Spouse $17,308 $16,049 $1,259 $24,658 $20,196 $4,462 $27,504 $25,614 $1,890
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $14,800 $13,761 $1,039 $21,084 $17,312 $3,773 N/A N/A N/A
EE + 2/Family $25,300 $22,965 $2,335 $36,043 $28,941 $7,101 $27,504 $25,014 $2,490
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $11,523 $10,383 $1,141 $13,717 $12,350 $1,368 $11,008 $11,008 $0
EE + 1/Spouse $30,099 $27,425 $2,675 $34,288 $30,850 $3,438 $19,819 $15,261 $4,558
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) N/A N/A N/A N/A N/A N/A $18,811 $14,484 $4,326
EE + 2/Family $30,099 $26,825 $3,275 $34,288 $30,250 $4,038 $26,800 $20,636 $6,164
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $13,456 $11,008 $2,448 $8,395 $6,928 $1,467 $9,092 $7,503 $1,589
EE + 1/Spouse $24,227 $15,261 $8,966 $16,599 $13,698 $2,901 $18,003 $14,857 $3,146
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $22,993 $14,484 $8,509 N/A N/A N/A N/A N/A N/A
EE + 2/Family $32,759 $20,636 $12,123 $24,718 $20,399 $4,319 $26,822 $22,135 $4,687
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $8,752 $11,280 $0 $9,864 $11,280 $0 $10,080 $11,280 $0
EE + 1/Spouse $19,456 $18,720 $736 $21,792 $18,720 $3,072 $22,968 $18,720 $4,248
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $17,752 $17,880 $0 $19,920 $17,880 $2,040 $21,360 $17,880 $3,480
EE + 2/Family $26,392 $24,600 $1,792 $29,400 $24,600 $4,800 $31,152 $24,600 $6,552
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $7,342 $6,975 $367 $9,291 $8,362 $929 $13,969 $11,873 $2,095
EE + 1/Spouse $15,523 $12,418 $3,105 $19,512 $15,610 $3,902 $29,334 $22,001 $7,334
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $14,035 $11,228 $2,807 $17,654 $14,123 $3,531 $26,541 $19,905 $6,635
EE + 2/Family $23,704 $18,963 $4,741 $29,733 $23,786 $5,947 $44,700 $33,525 $11,175


Boca Raton - HRA Boca Raton - PPO Broward County - HDHP Base
General EE's General EE's All EE's


BSO - HNOnly 2
All EE's


BSO - HNOption
All EE's


Coconut Creek - HDHP
All EE's


Coconut Creek - OAPIN Coral Springs - HRA Coral Springs - OAPIN
All EE's General & Police EE's General & Police EE's


Davie - HDHP Davie - POS Davie - EPO
General & Police EE's General & Police EE's General & Police EE's


Deerfield Beach - Silver Deerfield Beach - Gold Deerfield Beach - Platinum
All EE's All EE's All EE's


Broward County - HDHP OON Broward County - CDH Plan BSO - HNOnly 1
All EE's All EE's All EE's
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Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $10,624 $9,514 $1,110 $11,013 $8,951 $2,062 $12,100 $9,384 $2,716
EE + 1/Spouse $21,799 $19,515 $2,284 $22,997 $18,809 $4,188 $24,823 $19,262 $5,561
EE + Child $14,177 $12,654 $1,523 $15,491 $12,731 $2,760 $16,346 $12,660 $3,686
EE + Child(ren) $19,626 $17,564 $2,062 $21,055 $17,280 $3,775 $22,403 $17,391 $5,012
EE + 2/Family $30,523 $27,350 $3,172 $31,778 $25,973 $5,805 $34,517 $26,789 $7,728
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $10,624 $9,256 $1,369 $11,013 $8,693 $2,320 $12,100 $9,125 $2,975
EE + 1/Spouse $21,799 $18,983 $2,816 $22,997 $18,278 $4,719 $24,823 $18,730 $6,093
EE + Child $14,177 $12,300 $1,877 $15,491 $12,376 $3,114 $16,346 $12,305 $4,040
EE + Child(ren) $19,626 $17,084 $2,542 $21,055 $16,800 $4,255 $22,403 $16,911 $5,492
EE + 2/Family $30,523 $26,612 $3,911 $31,778 $25,234 $6,544 $34,517 $26,051 $8,466
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $8,837 $8,837 $0 $9,512 $9,512 $0 $9,512 $9,512 $0
EE + 1/Spouse $16,791 $14,405 $2,386 $19,143 $15,291 $3,853 $19,143 $15,291 $3,853
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) N/A N/A N/A $17,707 $14,429 $3,278 $17,707 $14,429 $3,278
EE + 2/Family $25,186 $20,281 $4,905 $27,279 $20,172 $7,107 $27,279 $20,172 $7,107
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $9,253 $9,253 $0 $10,335 $8,268 $2,067 $8,800 $8,800 $0
EE + 1/Spouse $18,506 $17,581 $925 $20,670 $16,536 $4,134 $16,719 $15,135 $1,584
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) N/A N/A N/A N/A N/A N/A $17,599 $15,839 $1,760
EE + 2/Family $29,610 $27,574 $2,036 $33,071 $26,457 $6,614 $28,156 $24,285 $3,871
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $8,800 $8,800 $0 $8,800 $8,800 $0 $12,730 $8,800 $3,930
EE + 1/Spouse $16,719 $13,155 $3,564 $16,719 $13,155 $3,564 $24,187 $15,135 $9,052
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $17,599 $13,639 $3,960 $17,599 $13,639 $3,960 $25,460 $15,839 $9,621
EE + 2/Family $28,156 $19,446 $8,711 $28,156 $19,446 $8,711 $40,735 $24,285 $16,450
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $12,730 $8,800 $3,930 $12,730 $12,730 $0 $9,666 $7,733 $1,933
EE + 1/Spouse $24,187 $13,155 $11,032 $24,187 $19,031 $5,156 N/A N/A N/A
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $25,460 $13,639 $11,820 $25,460 $19,731 $5,728 N/A N/A N/A
EE + 2/Family $40,735 $19,446 $21,290 $40,735 $28,133 $12,603 $26,309 $21,047 $5,262


Ft. Lauderdale - CDHP Ft. Lauderdale - OAPIN 2 Ft. Lauderdale - OAPIN 1
Fire Fire Fire


General EE's
Ft. Lauderdale - OAPIN 1Ft. Lauderdale - OAPIN 2Ft. Lauderdale - CDHP


General EE'sGeneral EE's


General and Police EE'sGeneral and Police EE's General EE's


Hillsboro Beach - ChoiceHallandale Beach - HRA
Non-Police EE'sGeneral EE's


Hillsboro Beach - Choice
Police EE's


Lauderhill - HMOHollywood - OAPHollywood - OAPIN


Lauderhill - HMO Lauderhill - POS
Police EE's General EE's


Lauderhill - POS
Police EE's


Lauderhill - HMO
Fire EE's


Lauderhill - POS
Fire EE's


Margate - HMO Lo
All EE's
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Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $11,531 $9,225 $2,306 $11,819 $9,455 $2,364 $9,493 $9,493 $0
EE + 1/Spouse N/A N/A N/A N N/A N/A $22,688 $18,907 $3,781
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) N/A N/A N/A N N/A N/A $18,891 $14,748 $4,143
EE + 2/Family $31,364 $25,092 $6,273 $32,196 $25,757 $6,439 $29,998 $23,419 $6,579
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $9,493 $9,103 $390 $16,504 $16,504 $0 $16,504 $16,114 $390
EE + 1/Spouse $22,688 $18,310 $4,378 $39,445 $33,909 $5,536 $39,445 $32,179 $7,266
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $18,891 $14,417 $4,474 $32,844 $26,217 $6,626 $32,844 $23,624 $9,219
EE + 2/Family $29,998 $22,893 $7,105 $52,154 $41,632 $10,522 $52,154 $37,514 $14,640
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $7,974 $7,974 $0 $7,974 $7,974 $0 $8,517 $8,517 $0
EE + 1/Spouse $19,058 $15,882 $3,176 $19,058 $15,380 $3,678 $18,668 $15,868 $2,800
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $15,868 $12,388 $3,480 $15,868 $12,110 $3,758 N/A N/A N/A
EE + 2/Family $25,198 $19,672 $5,526 $25,198 $19,230 $5,968 $24,624 $20,930 $3,694
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $9,120 $4,560 $4,560 $8,393 $6,233 $2,160 $8,393 $7,433 $960
EE + 1/Spouse $19,990 $9,995 $9,995 $14,604 $12,301 $2,303 $14,604 $13,501 $1,103
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) N/A N/A N/A $13,125 $10,477 $2,647 $13,125 $11,677 $1,447
EE + 2/Family $26,367 $13,183 $13,184 $16,093 $13,174 $2,919 $16,093 $14,374 $1,719
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $11,875 $9,475 $2,400 $11,875 $10,675 $1,200 $9,308 $8,835 $473
EE + 1/Spouse $19,925 $17,159 $2,766 $19,925 $18,359 $1,566 $19,546 $18,554 $992
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $18,595 $15,520 $3,076 $18,595 $16,720 $1,876 $18,615 $17,670 $945
EE + 2/Family $20,726 $17,463 $3,262 $20,726 $18,663 $2,062 $28,838 $27,374 $1,464
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $10,020 $9,511 $509 $8,225 $8,225 $0 $11,952 $11,952 $0
EE + 1/Spouse $21,042 $19,974 $1,068 N/A N/A N/A N/A N/A N/A
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) $20,040 $19,023 $1,017 N/A N/A N/A N/A N/A N/A
EE + 2/Family $30,641 $29,086 $1,556 $22,233 $14,645 $7,588 $27,760 $19,197 $8,563
Entity & Plan  Name
Annual Premium
Tier of Coverage Total Employer Employee Total Employer Employee Total Employer Employee
Employee Only $8,673 $8,673 $0 $11,082 $8,673 $2,409 $7,797 $7,797 $0
EE + 1/Spouse N/A N/A N/A N/A N/A N/A $16,764 $14,166 $2,598
EE + Child N/A N/A N/A N/A N/A N/A N/A N/A N/A
EE + Child(ren) N/A N/A N/A N/A N/A N/A $14,425 $12,525 $1,900
EE + 2/Family $22,325 $17,775 $4,550 $28,526 $17,775 $10,751 $23,393 $19,767 $3,626


All EE's


General EE's


Sunrise - HMO
All EE's


Miramar - MC POS
Police EE's


Parkland - HMO


All EE's


Pembroke Pines EPO
All EE's


Pembroke Pines EPO
Police and Fire


Pembroke Pines PPO
All EE's


Pembroke Pines PPO
Police and Fire


Sunrise - NPOS Wilton Manors - HDHP
All EE's All EE's


Miramar - HDHP
Police EE's


All EE's


Pompano Beach - BlueCare Pompano Beach - BlueOptions
All EE's


Parkland - POS


All EE's


All EE's


Plantation - Choice HMO 1


Plantation - Choice HMO 2


Miramar - HNOnly
Police EE's


Margate - HMO Hi
All EE's


Margate - POS
All EE's


Miramar - HNOnly
General EE's


Miramar - MC POS
General EE's


Miramar - HDHP
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Document Number
FEI/EIN Number
Date Filed
State
Status


Department of State /  Division of Corporations /  Search Records /  Search by Entity Name /


Detail by Entity Name
Foreign Profit Corporation
RSC INSURANCE BROKERAGE, INC


Filing Information


F08000001322
16-1689464
03/24/2008


DE
ACTIVE


Principal Address


160 Federal St 4th Floor
Boston, MA 02110


Changed: 04/20/2020


Mailing Address


D������� �� C�����������Florida Department of State



http://dos.myflorida.com/

http://dos.myflorida.com/sunbiz/

http://dos.myflorida.com/sunbiz/search/

http://search.sunbiz.org/Inquiry/CorporationSearch/ByName
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160 Federal St 4th Floor
Boston, MA 02110


Changed: 04/20/2020


Registered Agent Name & Address


CORPORATION SERVICE COMPANY
1201 HAYS STREET
TALLAHASSEE, FL 32301


Name Changed: 05/03/2021


Address Changed: 05/03/2021


Officer/Director Detail


Name & Address


Title CFO, VP


Edwards, Sharon
160 Federal St 4th Floor
Boston, MA 02110


Title Secretary


Logan, Natalie M.
160 Federal St 4th Floor
Boston, MA 02110


Title Director







Collins, Christopher L
160 Federal St 4th Floor
Boston, MA 02110


Title Director


Dutton, Stephen C
160 Federal St 4th Floor
Boston, MA 02110


Title President, CEO, Director


Mina, John
160 Federal St 4th Floor
Boston, MA 02110


Title Attorney in Fact


Washburn, Paula
160 Federal St 4th Floor
Boston, MA 02110


Annual Reports


Report Year Filed Date
2021 04/05/2021
2022 04/22/2022
2023 04/21/2023







Document Images


04/21/2023 -- ANNUAL REPORT View image in PDF format


04/22/2022 -- ANNUAL REPORT View image in PDF format


05/03/2021 -- Reg. Agent Change View image in PDF format


04/05/2021 -- ANNUAL REPORT View image in PDF format


11/25/2020 -- Reg. Agent Change View image in PDF format


04/20/2020 -- ANNUAL REPORT View image in PDF format


04/12/2019 -- ANNUAL REPORT View image in PDF format


04/20/2018 -- ANNUAL REPORT View image in PDF format


08/11/2017 -- Reg. Agent Change View image in PDF format


04/12/2017 -- ANNUAL REPORT View image in PDF format


04/20/2016 -- ANNUAL REPORT View image in PDF format


03/19/2015 -- ANNUAL REPORT View image in PDF format


01/29/2015 -- Reg. Agent Change View image in PDF format


01/07/2014 -- ANNUAL REPORT View image in PDF format


02/11/2013 -- ANNUAL REPORT View image in PDF format


06/11/2012 -- ANNUAL REPORT View image in PDF format


04/20/2011 -- ANNUAL REPORT View image in PDF format


03/29/2010 -- ANNUAL REPORT View image in PDF format


05/14/2009 -- ANNUAL REPORT View image in PDF format


03/24/2008 -- Foreign Profit View image in PDF format



http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-04b9ce52-7294-4472-8c65-85f448e7a6aa&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-04b9ce52-7294-4472-8c65-85f448e7a6aa&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-dd5641fd-8555-4d05-aae7-48c166cfcbc4&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-dd5641fd-8555-4d05-aae7-48c166cfcbc4&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2021%5C0611%5C64770892.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2021%5C0611%5C64770892.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-b11099e8-3461-42c0-8044-e4f0fe2d037e&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-b11099e8-3461-42c0-8044-e4f0fe2d037e&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2021%5C0115%5C45480785.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2021%5C0115%5C45480785.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-bcdffd13-cfbd-4c0a-8314-9783ef15d1c2&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-bcdffd13-cfbd-4c0a-8314-9783ef15d1c2&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-24affeb0-0076-42bd-a47f-7af5cad01fe8&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-24affeb0-0076-42bd-a47f-7af5cad01fe8&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-16e4d702-3e3f-4ca0-bfea-db0979e45d2f&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-16e4d702-3e3f-4ca0-bfea-db0979e45d2f&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2017%5C0821%5C02284436.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2017%5C0821%5C02284436.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-ba30f9fa-e8fc-42e7-9416-9c818159b71e&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-ba30f9fa-e8fc-42e7-9416-9c818159b71e&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-e7ef2d40-fa03-4233-968b-0d8c52a6fb2f&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-e7ef2d40-fa03-4233-968b-0d8c52a6fb2f&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-df562663-8458-4652-9a89-b24bf2af12b5&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-df562663-8458-4652-9a89-b24bf2af12b5&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2015%5C0211%5C00023429.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2015%5C0211%5C00023429.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-1a285afc-34a6-4441-b88c-bdedb686a72a&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-1a285afc-34a6-4441-b88c-bdedb686a72a&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-ea9f60aa-3e9a-4137-b8fc-745b4c3515b3&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-ea9f60aa-3e9a-4137-b8fc-745b4c3515b3&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2012%5C0615%5C36175786.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2012%5C0615%5C36175786.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2011%5C0426%5C03086515.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2011%5C0426%5C03086515.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2010%5C0405%5C73488211.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2010%5C0405%5C73488211.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2009%5C0514%5C55956541.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2009%5C0514%5C55956541.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2008%5C0326%5C20776945.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2008%5C0326%5C20776945.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-04b9ce52-7294-4472-8c65-85f448e7a6aa&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-04b9ce52-7294-4472-8c65-85f448e7a6aa&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-dd5641fd-8555-4d05-aae7-48c166cfcbc4&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-dd5641fd-8555-4d05-aae7-48c166cfcbc4&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2021%5C0611%5C64770892.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2021%5C0611%5C64770892.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-b11099e8-3461-42c0-8044-e4f0fe2d037e&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-b11099e8-3461-42c0-8044-e4f0fe2d037e&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2021%5C0115%5C45480785.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2021%5C0115%5C45480785.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-bcdffd13-cfbd-4c0a-8314-9783ef15d1c2&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-bcdffd13-cfbd-4c0a-8314-9783ef15d1c2&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-24affeb0-0076-42bd-a47f-7af5cad01fe8&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-24affeb0-0076-42bd-a47f-7af5cad01fe8&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-16e4d702-3e3f-4ca0-bfea-db0979e45d2f&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-16e4d702-3e3f-4ca0-bfea-db0979e45d2f&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2017%5C0821%5C02284436.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2017%5C0821%5C02284436.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-ba30f9fa-e8fc-42e7-9416-9c818159b71e&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-ba30f9fa-e8fc-42e7-9416-9c818159b71e&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-e7ef2d40-fa03-4233-968b-0d8c52a6fb2f&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-e7ef2d40-fa03-4233-968b-0d8c52a6fb2f&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-df562663-8458-4652-9a89-b24bf2af12b5&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-df562663-8458-4652-9a89-b24bf2af12b5&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2015%5C0211%5C00023429.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2015%5C0211%5C00023429.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-1a285afc-34a6-4441-b88c-bdedb686a72a&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-1a285afc-34a6-4441-b88c-bdedb686a72a&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-ea9f60aa-3e9a-4137-b8fc-745b4c3515b3&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/GetDocument?aggregateId=forp-f08000001322-5dcc0f7a-b0ec-436d-8ba6-a74dada1ed07&transactionId=f08000001322-ea9f60aa-3e9a-4137-b8fc-745b4c3515b3&formatType=PDF

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2012%5C0615%5C36175786.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2012%5C0615%5C36175786.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2011%5C0426%5C03086515.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2011%5C0426%5C03086515.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2010%5C0405%5C73488211.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2010%5C0405%5C73488211.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2009%5C0514%5C55956541.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2009%5C0514%5C55956541.tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2008%5C0326%5C20776945.Tif&documentNumber=F08000001322

http://search.sunbiz.org/Inquiry/CorporationSearch/ConvertTiffToPDF?storagePath=COR%5C2008%5C0326%5C20776945.Tif&documentNumber=F08000001322





Florida Department of State, Division of Corporations







Employee Compensaton Consultant Services
Final Audit Report 2023-07-12


Created: 2023-07-07


By: Mary Marinace (mmarinace@coralsprings.gov)


Status: Signed


Transaction ID: CBJCHBCAABAAruPXIUdEy-oET_rVVhLFLhCsnLp_T6Or


"Employee Compensaton Consultant Services" History
Document created by Mary Marinace (mmarinace@coralsprings.gov)
2023-07-07 - 2:20:07 PM GMT


Document emailed to cindy.thompson@gehringgroup.com for signature
2023-07-07 - 2:23:41 PM GMT


Email viewed by cindy.thompson@gehringgroup.com
2023-07-07 - 2:24:19 PM GMT


Signer cindy.thompson@gehringgroup.com entered name at signing as Kurt Gehring
2023-07-12 - 4:11:18 PM GMT


Document e-signed by Kurt Gehring (cindy.thompson@gehringgroup.com)
Signature Date: 2023-07-12 - 4:11:20 PM GMT - Time Source: server


Document emailed to Andrew Dunkiel (adunkiel@coralsprings.gov) for signature
2023-07-12 - 4:11:23 PM GMT


Email viewed by Andrew Dunkiel (adunkiel@coralsprings.gov)
2023-07-12 - 5:32:10 PM GMT


Document e-signed by Andrew Dunkiel (adunkiel@coralsprings.gov)
Signature Date: 2023-07-12 - 5:33:00 PM GMT - Time Source: server


Document emailed to Miguel Machuca (mmachuca@coralsprings.gov) for signature
2023-07-12 - 5:33:02 PM GMT


Email viewed by Miguel Machuca (mmachuca@coralsprings.gov)
2023-07-12 - 5:57:57 PM GMT


Document e-signed by Miguel Machuca (mmachuca@coralsprings.gov)
Signature Date: 2023-07-12 - 5:59:10 PM GMT - Time Source: server







Agreement completed.
2023-07-12 - 5:59:10 PM GMT





				2023-07-12T10:59:14-0700

		Agreement certified by Adobe Acrobat Sign




























































































































Kind regards,

SHERRIAN A. HARDMAN, MBA, PHR
Compensation Manager • Human Resources
shardman@coralsprings.gov • Phone 954-344-5925 • Fax 954-344-1151
City of Coral Springs, Florida • 9500 W. Sample Rd. • Coral Springs, Florida 33065

 
From: Jerry Cantrell <jcantrell@madeirabeachfl.gov>
Sent: Thursday, March 14, 2024 5:59:09 PM
To: Kathy Reul <kreul@coralsprings.gov>
Cc: VanBlargan, Clara <cvanblargan@madeirabeachfl.gov>; Lara Hooley
<LHooley@madeirabeachfl.gov>
Subject: Questions Regarding Gehring Group, Inc. Classification and Compensation Study

 

Caution: This email originated from outside of the organization. Do not click links or
open attachments unless you recognize the sender and know the content is safe.

 

Ms. Reul:
 
The City of Madeira Beach is evaluating RFP responses for classification and compensation. 
Can you share a copy of the classification and compensation study that was provided by
Gehring Group, Inc.?  Also, would you mind answering these questions regarding Gehring
Group, Inc.:

1. After completing the compensation and job description analysis, is there anything that
you realize you’ve overlooked? We were very thorough in our pre-compensation
discussions and planning and feel we looked at all job classes, departments/divisions,
pain points during the study.

2. Do you have a copy of job descriptions and the job classification that could be shared?
Yes, please visit https://www.governmentjobs.com/careers/coralspringsfl/classspecs
to see a full listing of our job classifications and current pay ranges.

3. What would you do differently if you needed to complete an analysis again? Ensure that
we are on the same page with the consultants as far as ownership of the data, and files
that’s produced during the study.

4. Are there experiences you’d like to share? Gehring was able to satisfactorily complete
our compensation study in a very compressed timeframe. They were professional,
attentive, knowledgeable and always available to review questions, new scenarios as
they presented themselves.

5. Would you use this company again? Yes
6. Are you satisfied with the results? We are.

 
Any assistance you could provide would be appreciated.  My cell is 770.833.7771 should you
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like to discuss these questions or requests.
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Chair - Civil Service Commission
727-391-9951
 

 
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.
The City of Coral Springs is a public entity subject to Chapter 119 of the Florida Statutes
concerning public records. Email messages are covered under Chapter 119 and are thus
subject to public records disclosure. All email messages sent and received are captured
by our server and retained as public records. This footnote also confirms that this email
message has been swept for the presence of computer viruses, and illegal or
questionable content. This system is a private system and is monitored for electronic
tampering. Violators will be prosecuted to the fullest extent of the law. This email may
contain confidential or privileged material. Use or disclosure of it by anyone other than
the recipient is unauthorized. If you are not the intended recipient, please delete this
email.
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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From: Jerry Cantrell
To: Amber Lathem
Cc: VanBlargan, Clara; Lara Hooley
Subject: FW: Questions Regarding Cody & Associates Classification and Compensation Study
Date: Friday, March 15, 2024 2:17:05 PM
Attachments: Outlook-byjyutns.png

Outlook-1hjpkolw.png
Classification and Compensation Study Finalized Copy.pdf

Ms. Lathem:
 
Thank you for your response.  The information is appreciated.
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Chair - Civil Service Commission
727-391-9951
 

 
From:    Amber Lathem ALathem@jaxbchfl.net  
Sent: Friday, March 15, 2024 2:01 PM
To: Jerry Cantrell <jcantrell@madeirabeachfl.gov>
Subject: Re: Questions Regarding Cody & Associates Classification and Compensation Study

 

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

Good afternoon,
 
Please see our responses below. 
 
 

1. After completing the compensation and job description analysis, is there anything that
you realize you’ve overlooked? No. 

2. Do you have a copy of job descriptions and the job classification that could be shared?  I
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      Cody & Associates, Inc. 
 MANAGEMENT CONSULTANTS 
 220 Jamaica Drive, Cocoa Beach, Florida  32931 


 (321) 783-9552; FAX (321) 613-3962 
  
 
May 27, 2022 
 
 
Ms. Kimberlee Bennett, Director of Human Resources 
City of Jacksonville Beach 
11 North Third Street 
Jacksonville Beach, Florida 32250 
 
 
 
We have completed our assignment and are submitting the report of our Classification 
and Compensation Study for positions in the service of the City of Jacksonville Beach.  
 
This report has been prepared as an accounting of our assignment and to record our 
approach.  The recommendations and comments in the report reflect our objective 
appraisal based on analysis and discussion to the extent possible within the scope of 
the assignment. 
 
Our objective was to review all positions within the City and to create a pay plan that is 
competitive with the market.  
 
We appreciate this opportunity to be of service to you and express our thanks for the 
cooperation and courtesy which was extended to us. 
 
 
  
Respectfully submitted, 
 
 


 
 
Linda Bunting 
Principal  
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INTRODUCTION 


This report, on the Study of the Salaries for the City of Jacksonville Beach, contains details of all elements 


of the Study.  In preparing this report, Cody & Associates, Inc. has used its best efforts and has taken 


reasonable care.  To an extent, the report relies on information and data received from third parties in whom 


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


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


basis of this report.  The information and opinions expressed in this report have significance only within the 


context of the entire report.  No parts of this report should be used or relied upon outside of that context. 


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


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


plan is implemented. 


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


maintain a current and equitable classification system and pay plan. 
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STUDY ASSIGNMENT AND OBJECTIVES 


The City of Jacksonville Beach, Florida, retained the services of Cody & Associates, Inc. to conduct a 


Classification and Compensation Study for all positions under their jurisdiction. 


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


basic objectives: 


 Formulating a Pay Plan that will assist in reducing turnover costs and promote careers with the


City.


 Designing a Pay Plan that will attract qualified personnel to render the services that the City


provides.


 Establishing equitable classifications.


 Establishing competitive salary ranges.


 Establishing equitable relationships of one job to another within the workforce (equal pay for


equal work) and relieve compression between pay grades and classifications.


 To ensure fair and equal compensation opportunities for equal contributions to the effective


operations in the City.


 Designing current Salary Ranges which are competitive with reasonably similar positions in


the labor market where the City recruits for employees and which are consistent with the


economic conditions in Brevard County.


To achieve these objectives, we divided the assignment into four (4) major segments: 


• Obtain salary information from the survey market


• Analyze wage survey data collected


• Methods of Implementing Survey Results and Recommendations


• Report Preparation
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POSITION EVALUATION PHASE 


 
 


The Position Evaluation Phase of the Study included the following: 


 
 REVIEW OF POSITIONS 


 
The objective of this phase was to review all job descriptions and use the information to assure all 


positions are properly classified. In the classification phase of the study, we looked at the following 


information: 


 


• Essential Functions 


• Education 


• Experience 


• Skillsets Required 


 


 The above are all functions of the position, not the person in the position.  


 


The consultant met individually with all directors along HR and the Deputy City Manager to discuss their 


departmental compensation concerns.  


 


The following were the results of the outcome of these meetings: 


• Add a Plant Operator III – Dual license 


• Advise for Lineman and Relay Techs after the 5 and 10 year mark employees should 


receive a milestone increase in pay (based on market conditions) in order to retain the 


employees in these highly technical positions.  


• Add Tennis Facility and Recreation Manager 


• Delete Recreation Supervisor 


• Delete Tennis Facility Manager  


• Increased ranges of positions based on market and internal relationships  
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SALARY PHASE 


 
The Salary Phase of the Study included the following: 


 


 OBTAIN SALARY INFORMATION 
 


The Consultant’s objective during this salary phase was to analyze compensation of positions with 


the City in comparison with the local market. The agreed upon labor market included the following: 


Atlantic Beach, St. Johns Sheriff, St. Johns County, Town of Orange Park, Fernandina Beach, 


Jacksonville, Jacksonville Sheriff, Green Cove Springs, St. Augustine, St. Augustine Beach, Clay 


County Utilities, JEA, Neptune Beach, Daytona Beach, Key West, Keys Energy, Sebastian, New 


Smyrna Beach, Ormond Beach, Ft. Walton Beach, Naples, Fort Pierce Utilities Authority, 


Kissimmee Utility Authority, Toho Water Authority, and data from published surveys. We had a 


good survey participant response.  


 


 DEVELOPMENT OF THE SALARY SCHEDULES 
 


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


design an appropriate salary schedule and pay plan for all the positions covered. The salary survey 


was used as a guide in setting salaries, and internal relationship is a key component in setting 


salaries.  


 
 GENERAL SALARY FINDINGS AND COMMENTS 


 
We found the majority of the positions under market and needing to be reclassified to keep up with 


the market.  


 


The market data was used as a guide in setting salaries. Responding agencies, internal 


relationship, salary trends played a role in setting the salaries. Positions outside of Duval County 


were adjusted for cost of living. We reviewed Police contracts and found the majority of the 


agencies paid additionally for incentives, except for Neptune Beach which had the incentives 


included in their base pay.  


 


The Consultant is recommending the City start all of their ranges at a minimum of $15 an hour, 


even though not all of the local public sector market reflects this at this time. With the unemployment 


rate as low as it is, the difficulty of hiring and retaining employees, we are recommending this 


increase now. Many agencies in private sector are already above this rate and with the current 
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economic conditions this is not an unreasonable starting wage.  
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COMPENSATION PLAN 


 
 PURPOSE 


 


The Compensation Plan is intended to provide all employees with equitable and competitive pay, 


relative to pay received by other employees performing similar work in the City and relative to rates 


received by other employees in the survey market. 


 


 APPOINTMENT AND STARTING RATE GUIDELINES 
 


  The minimum rate for a position is the appointment (in-hiring) rate for a new employee.  This rate 


reflects the "market place" value of the position based upon the minimum qualifications needed to 


perform the work.  We are recommending the City adopt the minimums proposed as a result of our 


Study and that these minimums be used as the appointment rates.  However, more latitude and 


flexibility must be exercised when determining actual in-hiring rates for applicants in hard to fill 


critical or managerial positions since experience and availability are key factors. We have found in 


the current market many agencies are having to hire above the minimum for more positions due to 


the current market.  


 


Generally, appointments above the minimum salary may be authorized in the following situation: 


 


• If the applicants training, experience or other qualifications are above those required for the 


position appointments may be approved by the City Manager or his designee on a case by 


case basis, at a rate of up to the mid-point of the range established for the position. 
 


 SALARY RANGES AND PROGRESSION 
 


• The Pay Plan consists of a Salary Schedule containing salary ranges, the compensation 


attached to the ranges, and a listing the assignments of each class in the Classification 


Plan to a range in the Salary Schedule. 


 


• An employee can receive a salary increase by one or more of the following ways:  


performance salary advancement; across-the-board increase; cost of living; adjustments; 


promotion; reclassification; or pay range adjustment. 
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 TRAINEE CATEGORY  
 


If an applicant for a position does not meet the minimum qualifications, but is otherwise qualified 


for the position, the department head may request the appointment as a "TRAINEE".  In such cases, 


the employee could be hired at a rate of five to ten percent (5%-10%) below the minimum salary, 


until the minimum qualifications have been satisfied.   


 


The individual's probationary period should not begin until he/she has completed the trainee period.   


 


This category is used to train people on-the-job who have the potential to do the work, but lack 


some of the skills or experience needed.  The normal time a person remains in a trainee category 


would be a minimum of six (6) months and a maximum of twenty-four (24) months.  This time period 


would depend upon the skills or experience needed in individual cases and when certification 


requirements are completed. 


 
 PROMOTIONS 


 
A promotion occurs when an employee is moved from a position in one class to another position in 


a different class that has a higher maximum salary.  


 


The promoted employee should receive a salary increase to at least the minimum rate of the new 


pay range or 7% percent whichever is higher. An amount higher than minimum can be considered 


if the individual’s experience, skills, or qualifications merit a higher than minimum rate adjustments.  


 


In some situations, an employee who is promoted from a position which receives paid overtime to 


an exempt position which receives no paid overtime could experience an actual pay loss in his/her 


annual salary earnings.  In cases such as this, a higher promotional pay adjustment to compensate 


for this situation should be considered based on the average of the past three years of overtime 


worked. This should be added to the salary used to calculate the promotional increase.   


 


The first six (6) months of the promotion can be used by the supervisor to evaluate the performance 


of the employee and to assure that the employee can satisfactorily perform the duties of the new 


position. At the end of this period, the employee’s supervisor will certify that the employee is 


satisfactorily performing his/her duties and the promotional increase discussed above may be 


instituted.    
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 DEMOTIONS 


 
 If an employee is demoted for cause, the demotion will be a lesser job classification that may 


include a reduction in pay.  


 


 An employee receiving a demotion at their own request or due to inability to perform the work may 


be adjusted to a lower job classification. When a demotion of this nature occurs, there should be a 


reduction made in the employee’s pay.  Some circumstances may dictate, however, that the 


employee remains at the same pay level attained prior to the demotion.  This will be at the discretion 


of the City, but in no case should this exceed the maximum rate of the lower pay range. 


 


 TRANSFERS 
 


An employee transferred to a position in the same classification or to a different position with the 


same pay grade should not be eligible for an increase.  


 


 An employee transferred to another position in a lower classification or grade shall be handled in 


accordance with the rule established for Demotions. 


 
 SPECIAL ASSIGNMENT CATEGORY (SAC) 


 
This category can be used when an individual in a position is given an assignment(s) which 


encompasses duties and responsibilities of a different, advanced, and/or supervisory nature.  


These assignments are usually for a specified limited period of time.  This type assignment is of a 


temporary nature, can be rescinded unilaterally by the City, and does not constitute a promotion.  


All assignments which extend beyond 30 work days must be approved by the City Manager.  A pay 


supplement may be given for that period of time.   
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 POST-MAXIMUM INCENTIVE 
 


The maximums of the recommended pay ranges are the point where an employee's pay 


progression usually stops.  This marks the place where the "worth" of the position, according to the 


market place and comparable jobs, has reached its limit.  However, we feel that some type of pay 


incentive past this maximum point is necessary to continue the productivity of the individual at an 


acceptable level.   


 


When the individual has reached the maximum of the pay range, he/she will be eligible for a 


performance type adjustment. This adjustment would not be added to the individual's base pay.  


The amount of the adjustment will be determined by the City Manager or his/her designee.  This 


helps in the retention of productive long-term employees. 
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BENEFIT ANALYSIS 


 


 
 
 APPROACH 


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


 


• Five major benefits were analyzed from the same market as the salary survey. This data 


was used to determine the trends being set in the benefits area and a guidepost in our 


overall analysis of the compensation offered. 


o Health Insurance 


o Dental Insurance 


o Life Insurance 


o Retirement 


o PTO/Vacation 


 


• The total benefits package was evaluated taking into consideration that some agencies 


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


The overall benefit package offered by Jacksonville Beach is fair and competitive.  We found the 


benefits overall in line with the market trends.  


 


Jacksonville Beach SURVEY RESULTS 


 HEALTH INSURANCE 
2 plans offered 
Employee’s monthly premium cost for 
Employee only HMO is $0. Employee only PPO 
monthly premium cost is $138.  
 
 
Employee monthly premium cost for employee 
+ spouse’s HMO is $316.37. Employee + 
spouse’s PPO monthly premium cost is 
$584.39.  
Employee monthly premium cost for employee 
+ children’s HMO is $260.95. Employee + 
children’s PPO monthly premium cost is 
$516.01.  
 
Employee monthly premium cost for employee 
+ family’s HMO is $571.86. Employee + 
family’s PPO monthly premium cost is $995.28.  
 


HEALTH INSURANCE 
  Average of 2.73 plans offered       
Employee’s monthly premium for lowest cost plan for employee only 
ranged from $0 -  $50 monthly with the majority paying $0. Employee 
only highest plan monthly premium ranged from $36.74 - $140.00 This 
amount varied greatly.  
 
Employee monthly premium for lowest cost plan for Employee + Spouse 
ranged from $219.40 - $442.04 monthly. Employee + Spouse monthly 
premium for highest cost plan ranged greatly up to $1148.49.  
 
Employee monthly premium for lowest cost plan for Employee + Children 
ranged from $164.55 - $692.48 monthly. Employee + Children monthly 
premium for highest cost plan ranged greatly up to $874.94.  
 
 
Employee monthly premium for lowest cost plan for Employee + Family 
ranged from $293.04 - $725.80 monthly. Employee + Family premium for 
highest cost plan ranged greatly  up to $1290.64. 
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Jacksonville Beach SURVEY RESULTS 


 DENTAL INSURANCE 
       
Dental costs to employees for Employee only 
are $0 for both the DHMO plan and Low Option 
PPO. The premium cost for the High Option 
PPO is $10.76. 
 
Dental costs to employees for Employee + 
Spouse are $2.05 for the DHMO plan and 
$3.28 for the Low Option PPO and $35.52 for 
the High Option PPO.  
 
Dental costs to employees for Employee + 
Children are $3.68 for the DHMO plan and 
$6.82 for the Low Option PPO and $37.75 for 
the High Option PPO.  
 
Dental costs to employees for Employee + 
Family are $5.45 for the DHMO plan and 
$11.68 for the Low Option PPO and $62.48 for 
the High Option PPO.  
 
 


 DENTAL INSURANCE 
       
 The majority of the agencies covered the cost for the low option dental 
plan, with the average premium cost to employees for Employee only 
dental low option was $6.35 that did not cover the cost. The High Option 
plan average premium cost to employees ranged from $5.84 - $11.94.  
 
$30.38 was the average employee premium paid by the employee for the 
most affordable plan for employee + spouse. The average employee 
premium paid for the high option was $47.26.  
  
 
$32.91 was the average employee premium paid by the employee for the 
most affordable plan for employee + 2+ or employee +family. $61.41 was 
the premium paid for the high option.  


 LIFE  AND AD&D INSURANCE 
 
 City provides all full-time eligible employees 
with Basic Life insurance benefit with coverage 
of 1X annual base salary.  
    
 


 LIFE INSURANCE 
 
Most common was 1X annual pay.  
  
Many agencies offered employees to purchase supplemental life 
insurance in increments of $10,000.  


 RETIREMENT 
  
Defined Benefit pension plan with each 
employee contributing 7.95% of salary.  


RETIREMENT 
 
 All Counties and Sheriff participate in FRS along with a few cities, with 
employer contributing 10.82% for general employees and 25.89% for 
special risk employees; and all employees contribute 3%. The agencies 
that were not offer FRS that have a defined benefit required employee 
contributions ranging from 3%- 10% for general employees and 7% - 10% 
for police. Employer contributions varied.  
Approximately 55% of agencies offer defined contribution plan only with 
employees contributing from 5% - 12%. This is for General Employees 
only.  
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Jacksonville Beach SURVEY RESULTS 


457 Plan 
 
Employees have option to participate in a 
deferred compensation (457) retirement plan.  
 


457B/401K Plan 
 
The majority of agencies offered this or a similar plan but do not 
contribute to it if offering a defined benefit plan.  


 VACATION DAYS 
      
  1 – 6 years                 96 vacation hours 
  
   


 VACATION DAYS 
         
Ranged from 80 – 112 hours for up to 5 years.  
We are seeing more agencies starting employees out with 80 hours of 
vacation hours at DOH.  


SICK LEAVE AND BUY BACK 
  
12 days annually 
No Buy Back 


SICK LEAVE AND BUY BACK 
  For the agencies that differentiated sick time from PTO the average was 
12 sick days annually. Most agencies did not have a buyback plan. 


 


HOLIDAYS 
 
  11 


HOLIDAYS 
 
 Holidays ranged from 9 – 12 days averaging 10.8 days. 


 


During the current times with employers having difficulty attracting and retaining employees, agencies are 


now considering allowing some employees to work from home if their positions are feasible for this. 


Agencies that have allowed employees to work from home in the positions where it is feasible have found 


employee productivity has increased, with employees able to respond after hours as well as during their 


work days. The concern with this is employees may feel isolated or not have a proper work/life balance. 


Some agencies are looking at a hybrid type schedule where employees rotate through the office and 


home. 
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IMPLEMENTATION 
 


 


To implement the proposed Compensation Plan we recommend using one of the following 


implementation plans described below, or a variation of Alternative B.  


 


ALTERNATIVE A 


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


• Adjust the salaries of employees who fall below the minimum recommended to the minimum rate. 


• Any employee presently being paid above the maximum for their pay range, should be "frozen" at 


their present pay rate and given a lump sum payment in the amount above the maximum.  


 


This is the most inexpensive plan to implement, but addresses external (market) equity and does not 


address internal equity issues.  This alternative can create compression, so it is not the best alternative. 


 


ALTERNATIVE B 


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


• Increase the employees’ salaries by 7.7% which is the average of the midpoint increase for all the 


100, 200, and 300 positions within the City.  


• Any employee who is still below the minimum after the increase should be brought up to the 


minimum of their range.  


• Any employee presently being paid above the maximum for their pay range, should be “frozen” at 


their present rate and given a lump sum payment.  This approach would establish both external 


equity and internal equity within the organization.   


 
 


ALTERNATIVE C 


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


• Increase the employees’ salaries in the 100 series by 4%, in the 200 series 11%, and in the 300 


series 7.6% which is the average of the midpoint for their respective pay bands (100, 200, or 300).  


• Any employee who is still below the minimum after the increase should be brought up to the 


minimum of their range.  


• Any employee presently being paid above the maximum for their pay range, should be “frozen” at 


their present rate and given a lump sum payment.  This approach would establish both external 


equity and internal equity within the organization.   


 
Any of these alternatives can be modified to meet the needs of the City.  
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary


Police Officer 180 44,782.40 58,448.00 72,113.60 180 46,571.20 60,788.00 75,004.80


Police Corporal 181 66,518.40 72,976.80 79,435.20 181 69,180.80 75,899.20 82,617.60


Police Sergeant 182 73,424.00 80,548.00 87,672.00 182 76,356.80 83,772.00 91,187.20


Apprentice Lineworker 200 43,388.80 50,575.20 57,761.60 200 48,110.40 56,108.00 64,105.60


Apprentice Relay Technician 201 45,552.00 53,092.00 60,632.00 201 50,564.80 58,936.80 67,308.80


System Operator 202 60,632.00 202 67,308.80 33,654.40


Journey Lineworker 203 63,544.00 75,140.00 86,736.00 203 70,532.80 83,408.00 96,283.20


Line Crew Leader 204 66,684.80 78,873.60 91,062.40 204 74,027.20 87,557.60 101,088.00


Relay/Substation Technician 204 66,684.80 78,873.60 91,062.40 204 74,027.20 87,557.60 101,088.00


System Operator NERC Certified 204 66,684.80 78,873.60 91,062.40 204 74,027.20 87,557.60 101,088.00


Relay/Substation Crew Leader 205 70,054.40 82,846.40 95,638.40 205 77,750.40 91,956.80 106,163.20


System Operator/Programmer NERC Certified 205 70,054.40 82,846.40 95,638.40 205 77,750.40 91,956.80 106,163.20


Golf Cart/Range Attendant 306 25,376.00 33,238.40 41,100.80 308 31,200.00 38,688.00 46,176.00


Golf Starter 306 25,376.00 33,238.40 41,100.80 308 31,200.00 38,688.00 46,176.00


Golf Shop Attendant 308 27,976.00 36,639.20 45,302.40 308 31,200.00 38,688.00 46,176.00


Grounds Maintenance Worker I 308 27,976.00 36,639.20 45,302.40 308 31,200.00 38,688.00 46,176.00


Police Volunteer Coordinator 308 27,976.00 36,639.20 45,302.40 308 31,200.00 38,688.00 46,176.00


Tennis Court Attendant 308 27,976.00 36,639.20 45,302.40 308 31,200.00 38,688.00 46,176.00


Grounds Maintenance Worker II 309 29,369.60 38,480.00 47,590.40 309 32,760.00 40,622.40 48,484.80


ProposedCurrent
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


Mechanic Trainee 309 29,369.60 38,480.00 47,590.40 310 34,398.00 42,653.52 50,909.04


Utility Plant Operator Trainee 309 29,369.60 38,480.00 47,590.40 310 34,398.00 42,653.52 50,909.04


Animal Control Officer 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Community Service Officer 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Customer Accounts Specialist I 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Grounds Maintenance Worker III 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Meter Reader 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Office Assistant 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Police Records Specialist 310 30,825.60 40,393.60 49,961.60 311 36,117.90 44,786.20 53,454.49


Pro Shop Lead 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Property & Evidence Officer 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Recreation Leader 310 30,825.60 40,393.60 49,961.60 310 34,398.00 42,653.52 50,909.04


Storekeeper 310 30,825.60 40,393.60 49,961.60 311 36,117.90 44,786.20 53,454.49


Cut In-Cut Out Technician 311 32,364.80 42,411.20 52,457.60 311 36,117.90 44,786.20 53,454.49


Administrative Assistant 312 34,008.00 44,543.20 55,078.40 312 37,923.80 47,025.51 56,127.22


Customer Accounts Specialist II 312 34,008.00 44,543.20 55,078.40 312 37,923.80 47,025.51 56,127.22


Permit Specialist 310 30,825.60 40,393.60 49,961.60 312 37,923.80 47,025.51 56,127.22


Utility Service Worker I 312 34,008.00 44,543.20 55,078.40 312 37,923.80 47,025.51 56,127.22


Building Maintenance Mechanic 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


Buyer 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Chief Storekeeper 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Community Service Officer II 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Electrical Engineering Technician I 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Equipment Operator I 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


GIS Engineering Coordinator 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Grounds Maintenance Mechanic I 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Mechanic I 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Meter Technician I 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Parking Enforcement Coordinator 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Public Safety Communication Officer I 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Senior Accounts Specialist 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Utility Service Worker II 313 35,692.80 46,758.40 57,824.00 313 39,819.98 49,376.78 58,933.58


Accounting Technician 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Collections Specialist 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Equipment Operator II 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Events Coordinator 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Golf Accounting Technician 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Grounds Crew Leader 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


Grounds Maintenance Mechanic II 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Mechanic II 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Meter Technician II 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Payroll and Benefits Specialist 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Sanitation Contract Coordinator 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Senior Permit Specialist 312 34,008.00 44,543.20 55,078.40 314 41,810.98 51,845.62 61,880.26


Utility Service Worker III 314 37,502.40 49,108.80 60,715.20 314 41,810.98 51,845.62 61,880.26


Building Maintenance Supervisor 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Code Enforcement Officer I 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Conservation Specialist 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Electrical Engineering Technician II 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Engineering Design/GIS Tech 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Mechanic III 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Office Administrator 314 37,502.40 49,108.80 60,715.20 315 43,901.53 54,876.92 65,852.30


Police Accreditation Manager 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Police Records Supervisor 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Public Safety Communication Officer II 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Recruiter 315 39,353.60 51,552.80 63,752.00 315 43,901.53 54,876.92 65,852.30


Assistant to the City Manager 316 41,329.60 54,142.40 66,955.20 317 48,401.44 60,501.80 72,602.16
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


Assistant to the Police Chief 316 41,329.60 54,142.40 66,955.20 317 48,401.44 60,501.80 72,602.16


Business Relations/Conservation Coordinator 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Crew Supervisor 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Deputy City Clerk 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Electrical Engineering Technician III 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Golf Course Assistant General Manager 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Procurement Associate 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Recreation Supervisor 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Traffic Mark/Signage Supervisor 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Utility Plant Operator I 316 41,329.60 54,142.40 66,955.20 316 46,096.61 57,620.76 69,144.91


Code Enforcement Officer III 317 43,388.80 56,836.00 70,283.20 317 48,401.44 60,501.80 72,602.16


Utility Plant Instrumentation Technician 317 43,388.80 56,836.00 70,283.20 317 48,401.44 60,501.80 72,602.16


Assistant Customer Service Supervisor 318 45,572.80 59,685.60 73,798.40 318 50,821.51 63,526.89 76,232.27


Assistant Golf Course Superintendent 318 45,572.80 59,685.60 73,798.40 318 50,821.51 63,526.89 76,232.27


Building Inspector I 318 45,572.80 59,685.60 73,798.40 318 50,821.51 63,526.89 76,232.27


Human Resources Generalist 318 45,572.80 59,685.60 73,798.40 318 50,821.51 63,526.89 76,232.27


Payroll and Benefits Lead 318 45,572.80 59,685.60 73,798.40 318 50,821.51 63,526.89 76,232.27


Sanitation Supervisor 318 45,572.80 59,685.60 73,798.40 318 50,821.51 63,526.89 76,232.27


Utility Plant Operator II 318 45,572.80 59,685.60 73,798.40 318 50,821.51 63,526.89 76,232.27
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


Accountant 319 47,840.00 62,680.80 77,521.60 319 53,362.59 66,703.24 80,043.88


Building Inspector II 319 47,840.00 62,680.80 77,521.60 319 53,362.59 66,703.24 80,043.88


FOG Program Coordinator 319 47,840.00 62,680.80 77,521.60 319 53,362.59 66,703.24 80,043.88


Plant Operations/Training Specialist 319 47,840.00 62,680.80 77,521.60 319 53,362.59 66,703.24 80,043.88


Public Safety Communications Supervisor 319 47,840.00 62,680.80 77,521.60 319 53,362.59 66,703.24 80,043.88


Utilities Accountant 318 45,572.80 59,685.60 73,798.40 319 53,362.59 66,703.24 80,043.88


Utility Plant Operator III (Dual License) New 319 53,362.59 66,703.24 80,043.88


Accountant II New 320 56,030.72 70,038.40 84,046.08


Building Inspector III 320 50,232.00 65,800.80 81,369.60 320 56,030.72 70,038.40 84,046.08


Facilities Maintenance Manager 320 50,232.00 65,800.80 81,369.60 320 56,030.72 70,038.40 84,046.08


General Supervisor 320 50,232.00 65,800.80 81,369.60 320 56,030.72 70,038.40 84,046.08


Grounds Maintenance Supervisor 320 50,232.00 65,800.80 81,369.60 320 56,030.72 70,038.40 84,046.08


Meter Services Supervisor 320 50,232.00 65,800.80 81,369.60 320 56,030.72 70,038.40 84,046.08


Senior Human Resources Generalist 320 50,232.00 65,800.80 81,369.60 320 56,030.72 70,038.40 84,046.08


Tennis Facility and Recreation Manager New 320 56,030.72 70,038.40 84,046.08


Utility Plant Maintenance Supervisor 320 50,232.00 65,800.80 81,369.60 320 56,030.72 70,038.40 84,046.08


Accountant III New 321 58,832.25 73,540.32 88,248.38


Deputy Fire Marshal 321 52,748.80 69,097.60 85,446.40 321 58,832.25 73,540.32 88,248.38


GIS Systems Analyst 321 52,748.80 69,097.60 85,446.40 321 58,832.25 73,540.32 88,248.38
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


Procurement Administrator 321 52,748.80 69,097.60 85,446.40 321 58,832.25 73,540.32 88,248.38


AS400 Systems Analyst 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


City Clerk 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Communications Manager 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Construction Project Manager 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


CRA Coordinator 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Customer Service Supervisor 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Database Administrator 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Electric Safety & Training Supervisor 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Golf Course General Manager 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Golf Course Superintendent 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Internal Auditor 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Legal Assistant 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Plant Operations Manager 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Senior Planner 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Systems Analyst I 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Technical Support Specialist I 322 55,390.40 72,560.80 89,731.20 322 61,773.87 77,217.34 92,660.80


Accounting Supervisor 323 58,136.00 67,163.20 76,190.40 323 64,862.56 81,078.20 97,293.84


Business Analyst 323 58,136.00 67,163.20 76,190.40 323 64,862.56 81,078.20 97,293.84
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


GIS Administrator 323 58,136.00 67,163.20 76,190.40 323 64,862.56 81,078.20 97,293.84


Payroll and Benefits Administrator 323 58,136.00 67,163.20 76,190.40 323 64,862.56 81,078.20 97,293.84


Technical Support Specialist II New 323 64,862.56 81,078.20 97,293.84


Fire Marshal 324 61,068.80 79,996.80 98,924.80 324 68,105.69 85,132.11 102,158.53


Network Engineer 323 58,136.00 67,163.20 76,190.40 324 68,105.69 85,132.11 102,158.53


Streets/Dist. & Collection Deputy Superintendent 324 61,068.80 79,996.80 98,924.80 324 68,105.69 85,132.11 102,158.53


Systems Analyst II New 324 68,105.69 85,132.11 102,158.53


Systems Engineer 323 58,136.00 67,163.20 76,190.40 324 68,105.69 85,132.11 102,158.53


Utility Plant Operations Deputy Superintendent 324 61,068.80 79,996.80 98,924.80 324 68,105.69 85,132.11 102,158.53


SCADA Systems Analyst 325 64,126.40 83,990.40 103,854.40 325 71,510.97 89,388.72 107,266.46


Building Official 326 67,308.80 88,181.60 109,054.40 326 75,086.52 93,858.15 112,629.78


Chief of Parks Development & Maintenance 326 67,308.80 88,181.60 109,054.40 326 75,086.52 93,858.15 112,629.78


Planning Official 326 67,308.80 88,181.60 109,054.40 326 75,086.52 93,858.15 112,629.78


Streets/Distribution & Collection Superintendent 326 67,308.80 88,181.60 109,054.40 326 75,086.52 93,858.15 112,629.78


Utility Plant Operations Superintendent 326 67,308.80 88,181.60 109,054.40 326 75,086.52 93,858.15 112,629.78


Application Services Manager 327 70,678.40 92,591.20 114,504.00 327 78,840.85 98,551.06 118,261.27


Assistant CFO/Budget Officer 327 70,678.40 92,591.20 114,504.00 327 78,840.85 98,551.06 118,261.27


Construction and Maintenance Supervisor 327 70,678.40 92,591.20 114,504.00 327 78,840.85 98,551.06 118,261.27


Electrical Engineer 327 70,678.40 92,591.20 114,504.00 327 78,840.85 98,551.06 118,261.27
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


Police Commander 327 70,678.40 92,591.20 114,504.00 327 78,840.85 98,551.06 118,261.27


Property and Procurement Officer 327 70,678.40 92,591.20 114,504.00 327 78,840.85 98,551.06 118,261.27


Technical/Security Services Manager 327 70,678.40 92,591.20 114,504.00 327 78,840.85 98,551.06 118,261.27


Relay/Substation Supervisor 328 74,214.40 97,219.20 120,224.00 328 82,782.89 103,478.61 124,174.33


System Operations Supervisor 328 74,214.40 97,219.20 120,224.00 328 82,782.89 103,478.61 124,174.33


Electrical Engineer (PE) 328 74,214.40 97,219.20 120,224.00 329 86,922.03 108,652.54 130,383.05


Project Engineer 329 77,916.80 102,086.40 126,256.00 329 86,922.03 108,652.54 130,383.05


City Engineer 330 81,827.20 107,192.80 132,558.40 330 91,268.13 116,366.87 141,465.61


Director of Human Resources 329 77,916.80 102,086.40 126,256.00 330 91,268.13 116,366.87 141,465.61


Director of Parks & Recreation 329 77,916.80 102,086.40 126,256.00 330 91,268.13 116,366.87 141,465.61


Director of Planning & Development 329 77,916.80 102,086.40 126,256.00 330 91,268.13 116,366.87 141,465.61


Electrical Engineering Project Supervisor 330 81,827.20 107,192.80 132,558.40 330 91,268.13 116,366.87 141,465.61


Electrical Engineering Supervisor 330 81,827.20 107,192.80 132,558.40 330 91,268.13 116,366.87 141,465.61


Regulatory Compliance Officer 330 81,827.20 107,192.80 132,558.40 330 91,268.13 116,366.87 141,465.61


Utilities Superintendent 330 81,827.20 107,192.80 132,558.40 330 91,268.13 116,366.87 141,465.61


Chief Financial Officer 332 90,209.60 118,175.20 146,140.80 332 100,623.12 128,294.48 155,965.83


Director of Public Works 332 90,209.60 118,175.20 146,140.80 332 100,623.12 128,294.48 155,965.83


Police Chief 332 90,209.60 118,175.20 146,140.80 332 100,623.12 128,294.48 155,965.83


Chief Information Officer 334 99,444.80 130,291.20 161,137.60 334 110,936.99 137,561.86 171,952.33
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Recommended Pay Plan


Position Title Pay Grade Min. Salary Midpoint Max. Salary Pay Grade Min. Salary Midpoint Max. Salary
ProposedCurrent


Deputy City Manager 335 104,436.80 136,812.00 169,187.20 335 116,483.84 148,516.90 180,549.95


Director of Beaches Energy 335 104,436.80 136,812.00 169,187.20 335 116,483.84 148,516.90 180,549.95


Ocean Rescue Lifeguard 600 14.40 15.30 16.20 600 16.00 17.00 18.00


Ocean Rescue Swimmer/EMT 601 17.00 18.07 19.14 601 18.40 19.56 20.72


Ocean Rescue Lieutenant 602 19.56 23.85 28.14 602 21.16 25.79 30.43


Assistant Ocean Rescue Supervisor 603 20.48 24.97 29.46 603 22.22 27.08 31.95


Ocean Rescue Supervisor 604 21.51 26.23 30.94 604 23.33 28.44 33.55


School Crossing Guard 901 12.36 13.35 14.33 901 15.00 16.20 17.39
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Salary Schedule
Pay Grade Minimum Midpoint Maximum


22.39 29.23 36.06


46,571.20 60,788.00 75,004.80


33.26 36.49 39.72


69,180.80 75,899.20 82,617.60


36.71 40.28 43.84


76,356.80 83,772.00 91,187.20


23.13 26.98 30.82


48,110.40 56,108.00 64,105.60


24.31 28.34 32.36


50,564.80 58,936.80 67,308.80


32.36


67,308.80


33.91 40.10 46.29


70,532.80 83,408.00 96,283.20


35.59 42.10 48.60


74,027.20 87,557.60 101,088.00


37.38 44.21 51.04


77,750.40 91,956.80 106,163.20


15.00 18.60 22.20


31,200.00 38,688.00 46,176.00


15.75 19.53 23.31


32,760.00 40,622.40 48,484.80


16.54 20.51 24.48


34,398.00 42,653.52 50,909.04


17.36 21.53 25.70


36,117.90 44,786.20 53,454.49


18.23 22.61 26.98


180


181


182


200


201


202


203


204


205


308


309


310


311


312
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Salary Schedule
Pay Grade Minimum Midpoint Maximum


37,923.80 47,025.51 56,127.22


19.14 23.74 28.33


39,819.98 49,376.78 58,933.58


20.10 24.93 29.75


41,810.98 51,845.62 61,880.26


21.11 26.38 31.66


43,901.53 54,876.92 65,852.30


22.16 27.70 33.24


46,096.61 57,620.76 69,144.91


23.27 29.09 34.90


48,401.44 60,501.80 72,602.16


24.43 30.54 36.65


50,821.51 63,526.89 76,232.27


25.66 32.07 38.48


53,362.59 66,703.23 80,043.88


26.94 33.67 40.41


56,030.72 70,038.40 84,046.08


28.28 35.36 42.43


58,832.25 73,540.32 88,248.38


29.70 37.12 44.55


61,773.87 77,217.33 92,660.80


31.18 38.98 46.78


64,862.56 81,078.20 97,293.84


32.74 40.93 49.11


68,105.69 85,132.11 102,158.53


34.38 42.98 51.57


71,510.97 89,388.71 107,266.46


312


313


314


315


316


317


318


319


320


321


322


323


324


325
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Salary Schedule
Pay Grade Minimum Midpoint Maximum


36.10 45.12 54.15


75,086.52 93,858.15 112,629.78


37.90 47.38 56.86


78,840.85 98,551.06 118,261.27


39.80 49.75 59.70


82,782.89 103,478.61 124,174.33


41.79 52.24 62.68


86,922.03 108,652.54 130,383.05


43.88 55.95 68.01


91,268.13 116,366.87 141,465.61


46.07 58.74 71.41


95,831.54 122,185.22 148,538.89


48.38 61.68 74.98


100,623.12 128,294.48 155,965.83


50.80 64.76 78.73


105,654.27 134,709.20 163,764.12


53.34 68.00 82.67


110,936.99 141,444.66 171,952.33


56.00 71.40 86.80


116,483.84 148,516.89 180,549.95


58.80 74.97 91.14


122,308.03 155,942.74 189,577.45


Pay Grade Minimum Midpoint Maximum


16.00 17.00 18.00


33,280.00 35,360.00 37,440.00


18.40 19.56 20.72


326


327


328


329


330


331


332


333


334


335


336


600


601
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Salary Schedule
Pay Grade Minimum Midpoint Maximum


38,272.00 40,681.22 43,090.44


21.16 25.79 30.43


44,012.80 53,651.60 63,290.41


22.22 27.08 31.95


46,213.44 56,334.18 66,454.93


23.33 28.44 33.55


48,524.11 59,150.89 69,777.67


15.00 16.19 17.39


31,200.00 33,680.40 36,160.80


602


603


604


901


601
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Market Data Summary 


Position Title Min. Salary Max. Salary Min. Salary Max. Salary


Police Officer 180 44,782.40 72,113.60 45,644 72,700


Police Corporal 181 66,518.40 79,435.20 51,331 77,213


Police Sergeant 182 73,424.00 87,672.00 65,795 90,515


Apprentice Lineworker 200 43,388.80 57,761.60 50,690 71,131


Apprentice Relay Technician 201 45,552.00 60,632.00 51,887 72,114


Journey Lineworker 203 63,544.00 86,736.00 73,677 92,724


Line Crew Leader 204 66,684.80 91,062.40 60,020 96,032


Relay/Substation Technician 204 66,684.80 91,062.40 72,397 92,892


System Operator NERC Certified 204 66,684.80 91,062.40 83,762 106,682


Golf Cart/Range Attendant 306 25,376.00 41,100.80 29,097 46,555


Golf Shop Attendant 308 27,976.00 45,302.40 28,623 45,783


Grounds Maintenance Worker I 308 27,976.00 45,302.40 30,770 48,429


Utility Plant Operator Trainee 309 29,369.60 47,590.40 36,100 56,781


Animal Control Officer 310 30,825.60 49,961.60 32,698 61,236


Customer Accounts Specialist I 310 30,825.60 49,961.60 34,534 53,076


Meter Reader 310 30,825.60 49,961.60 34,243 52,785


Office Assistant 310 30,825.60 49,961.60 33,253 50,279


Permit Specialist 310 30,825.60 49,961.60 37,135 59,417


Police Records Specialist 310 30,825.60 49,961.60 34,335 56,131


Property & Evidence Officer 310 30,825.60 49,961.60 36,313 59,417


Recreation Leader 310 30,825.60 49,961.60 31,559 51,741


Tennis Facility Manager 311 32,364.80 52,457.60 33,253 44,742


Administrative Assistant 312 34,008.00 55,078.40 36,578 58,501


Utility Service Worker I 312 34,008.00 55,078.40 34,019 53,245


Building Maintenance Mechanic 313 35,692.80 57,824.00 36,760 59,704


Buyer 313 35,692.80 57,824.00 41,767 63,719


Jax Beach Median
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Market Data Summary 


Position Title Min. Salary Max. Salary Min. Salary Max. Salary
Jax Beach Median


Electrical Engineering Technician I 313 35,692.80 57,824.00 34,763 65,461


Equipment Operator I 313 35,692.80 57,824.00 34,446 53,805


GIS Engineering Coordinator 313 35,692.80 57,824.00 38,708 64,277


Grounds Maintenance Mechanic I 313 35,692.80 57,824.00 37,470 56,681


Mechanic I 313 35,692.80 57,824.00 38,539 58,908


Meter Technician I 313 35,692.80 57,824.00 39,407 63,080


Parking Enforcement Coordinator 313 35,692.80 57,824.00 33,265 59,606


Public Safety Communication Officer I 313 35,692.80 57,824.00 36,330 57,314


Senior Accounts Specialist 313 35,692.80 57,824.00 38,539 59,704


Accounting Technician 314 37,502.40 60,715.20 38,072 57,567


Grounds Crew Leader 314 37,502.40 60,715.20 39,122 65,740


Payroll and Benefits Specialist 314 37,502.40 60,715.20 36,808 62,273


Sanitation Contract Coordinator 314 37,502.40 60,715.20 29,540 56,854


Utility Service Worker III 314 37,502.40 60,715.20 38,197 61,120


Code Enforcement Officer I 315 39,353.60 63,752.00 41,302 65,866


Police Accreditation Manager 315 39,353.60 63,752.00 36,402 60,870


Police Records Supervisor 315 39,353.60 63,752.00 43,899 77,734


Public Safety Communication Officer II 315 39,353.60 63,752.00 42,121 65,636


Crew Supervisor 316 41,329.60 66,955.20 42,252 71,000


Deputy City Clerk 316 41,329.60 66,955.20 48,105 79,625


Electrical Engineering Technician III 316 41,329.60 66,955.20 42,057 70,741


Recreation Supervisor 316 41,329.60 66,955.20 44,161 73,807


Traffic Mark/Signage Supervisor 316 41,329.60 66,955.20 40,491 72,274


Utility Plant Operator I 316 41,329.60 66,955.20 42,019 66,522


Code Enforcement Officer III 317 43,388.80 70,283.20 45,081 72,783


Utility Plant Instrumentation Technician 317 43,388.80 70,283.20 46,426 74,658
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Market Data Summary 


Position Title Min. Salary Max. Salary Min. Salary Max. Salary
Jax Beach Median


Building Inspector I 318 45,572.80 59,696.00 45,604 72,967


Mechanic Trainee 309 28,516.80 46,196.80 0 0


Human Resources Generalist 318 45,572.80 59,696.00 49,765 79,625


Sanitation Supervisor 318 45,572.80 59,696.00 52,070 84,142


Utilities Accountant 318 45,572.80 59,696.00 48,555 74,504


Utility Plant Operator II 318 45,572.80 59,696.00 48,373 76,782


Accountant 319 47,840.00 77,521.60 48,104 73,948


Building Inspector II 319 47,840.00 77,521.60 55,018 82,687


Public Safety Communications Supervisor 319 47,840.00 77,521.60 48,359 79,640


Office Administrator 314 36,400.00 58,947.20 0 0


Building Inspector III 320 50,232.00 81,369.60 54,824 90,771


Facilities Maintenance Manager 320 50,232.00 81,369.60 53,889 84,426


Meter Services Supervisor 320 50,232.00 81,369.60 48,161 75,699


Utility Plant Maintenance Supervisor 320 50,232.00 81,369.60 59,208 91,810


GIS Systems Analyst 321 52,748.80 85,446.40 48,084 417,995


Procurement Administrator 321 52,748.80 85,446.40 52,335 94,838


City Clerk 322 55,390.40 89,731.20 73,266 117,230


Construction Project Manager 322 55,390.40 89,731.20 61,820 99,005


Customer Service Supervisor 322 55,390.40 89,731.20 42,252 71,000


Database Administrator 322 55,390.40 89,731.20 66,320 98,931


Golf Course General Manager 322 55,390.40 89,731.20 57,609 92,175


Legal Assistant 322 55,390.40 89,731.20 50,911 82,621


Plant Operations Manager 322 55,390.40 89,731.20 73,064 94,077


Senior Planner 322 55,390.40 89,731.20 54,866 87,786


System Administrator 322 55,390.40 89,731.20 60,935 94,146


Accounting Supervisor 323 58,136.00 76,190.40 59,786 93,739
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Market Data Summary 


Position Title Min. Salary Max. Salary Min. Salary Max. Salary
Jax Beach Median


Business Analyst 323 58,136.00 76,190.40 49,372 83,127


GIS Administrator 323 58,136.00 76,190.40 61,376 115,086


Network Engineer 323 58,136.00 76,190.40 61,497 114,818


Fire Marshal 324 61,068.80 98,924.80 58,977 94,372


Building Official 326 67,308.80 109,054.40 75,043 120,068


Streets/Distribution & Collection Superintendent 326 67,308.80 109,054.40 63,948 99,703


Utility Plant Operations Superintendent 326 67,308.80 109,054.40 70,482 111,624


Electrical Engineer 327 70,678.40 114,504.00 70,970 122,942


Police Commander 327 70,678.40 114,504.00 75,111 122,596


Electrical Engineer (PE) 328 74,214.40 120,224.00 72,259 113,797


Director of Human Resources 329 77,916.80 126,256.00 87,590 144,519


Director of Parks & Recreation 329 77,916.80 126,256.00 83,888 136,408


Director of Planning & Development 329 77,916.80 126,256.00 93,509 149,614


City Engineer 330 81,827.20 132,558.40 84,024 135,995


Electrical Engineering Supervisor 330 81,827.20 132,558.40 90,858


Utilities Superintendent 330 81,827.20 132,558.40 68,066 108,905


Chief Financial Officer 332 90,209.60 146,140.80 95,038 156,704


Director of Public Works 332 90,209.60 146,140.80 95,775 153,241


Police Chief 332 90,209.60 146,140.80 93,509 151,724


Chief Information Officer 334 99,444.80 161,137.60 109,805 178,387


Deputy City Manager 335 104,436.80 169,187.20 106,449 168,107


Director of Beaches Energy 335 104,436.80 169,187.20 127,773 176,308


Ocean Rescue Lifeguard 600 14.40 16.20 15.99 22.97


Ocean Rescue Lieutenant 602 19.56 28.14 22.89 34.34


Ocean Rescue Supervisor 604 44,740.80 64,355.20 36,755 73,807


School Crossing Guard 901 12.36 14.33 15.35 27.12
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You don't often get email from jcantrell@madeirabeachfl.gov. Learn why this is important

Caution: This email originated from outside the City. Do not click links or open
attachments unless you recognize the sender and know the content is safe.

attached our finalized pay study, our job descriptions were already finalized prior to
the study. 

3. What would you do differently if you needed to complete an analysis again? Nothing,
Linda completed all task at the scheduled times and completed the study as we
requested. 

4. Are there experiences you’d like to share? Linda continued to be in contact for any
support or questions we may need after the pay study was completed. 

5. Would you use this company again? Yes.  
6. Are you satisfied with the results? Yes. 

 
 

   

AMBER LATHEM

Human Resources Generalist

City of Jacksonville Beach

PHONE: 904-270-1687 

11 N. 3rd St., Jacksonville Beach, FL 32250

 
 

From: Jerry Cantrell <jcantrell@madeirabeachfl.gov>
Sent: Thursday, March 14, 2024 5:27 PM
To: Kimberlee Bennett <kbennett@jaxbchfl.net>
Cc: VanBlargan, Clara <cvanblargan@madeirabeachfl.gov>; Lara Hooley
<LHooley@madeirabeachfl.gov>
Subject: RE: Questions Regarding Cody & Associates Classification and Compensation Study

 

 

Ms. Bennett:

 

The City of Madeira Beach is evaluating RFP responses for classification and compensation.  Can
you share a copy of the classification and compensation study that was provided by Cody &
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Associates?  Also, would you mind answering these questions regarding Cody & Associates:

7. After completing the compensation and job description analysis, is there anything that
you realize you’ve overlooked?

8. Do you have a copy of job descriptions and the job classification that could be shared?
9. What would you do differently if you needed to complete an analysis again?

10. Are there experiences you’d like to share?
11. Would you use this company again?
12. Are you satisfied with the results?

 

Any assistance you could provide would be appreciated.  My cell is 770.833.7771 should you like to
discuss these questions or requests.

 

Cheers,

Jerry Cantrell, MS ESPG

City of Madeira Beach

Chair - Civil Service Commission

727-391-9951

 

 

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.

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
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do not send electronic mail to the City of Madeira Beach. Instead, contact the appropriate
department/division.
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From: Jerry Cantrell
To: Lisa Silvertooth
Cc: Powers, Megan; Lara Hooley; VanBlargan, Clara
Subject: RE: Questions Regarding AutoSolve"s Classification and Compensation Study
Date: Friday, March 15, 2024 1:14:52 PM
Attachments: image001.png

Ms. Silvertooth:
 
Thank you for the response.  It is appreciated.  Enjoy your time off!
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Chair - Civil Service Commission
727-391-9951
 

 
From: Lisa Silvertooth <lsilvertooth@longboatkey.org> 
Sent: Friday, March 15, 2024 8:16 AM
To: Jerry Cantrell <jcantrell@madeirabeachfl.gov>
Subject: RE: Questions Regarding AutoSolve's Classification and Compensation Study
 

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

Hi Jerry,
 
I am out on vacation this week but I wanted to respond to your email.
 
The Town of Longboat Key has never used AutoSolve for these services.
 
I believe Andrew who is affiliated with AutoSolve did prior work for us through another company.
 
Have a great weekend.
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Lisa Silvertooth
HR Manager
 
 
 
 
 
From: Jerry Cantrell <jcantrell@madeirabeachfl.gov> 
Sent: Thursday, March 14, 2024 2:50 PM
To: Lisa Silvertooth <lsilvertooth@longboatkey.org>
Cc: VanBlargan, Clara <cvanblargan@madeirabeachfl.gov>; Lara Hooley
<LHooley@madeirabeachfl.gov>
Subject: Questions Regarding AutoSolve's Classification and Compensation Study
 
Ms. Silvertooth: The City of Madeira Beach is evaluating RFP responses for classification and compensation. Can you share a copy of the classification and compensation study that was provided by AutoSolve? Also, would you mind answering these

Ms. Silvertooth:
 
The City of Madeira Beach is evaluating RFP responses for classification and compensation. 
Can you share a copy of the classification and compensation study that was provided by
AutoSolve?  Also, would you mind answering these questions regarding AutoSolve:

1. After completing the compensation and job description analysis, is there anything that
you realize you’ve overlooked?

2. Do you have a copy of job descriptions and the job classification that could be shared?
3. What would you do differently if you needed to complete an analysis again?
4. Are there experiences you’d like to share?
5. Would you use this company again?
6. Are you satisfied with the results?

 
Any assistance you could provide would be appreciated.  My cell is 770.833.7771 should you
like to discuss these questions or requests.
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Chair - Civil Service Commission
727-391-9951
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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.
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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From: Wharran, Bernie
To: Jerry Cantrell
Cc: VanBlargan, Clara; Lara Hooley
Subject: RE: Questions Regarding Evergreen Solutions, LLC. Classification and Compensation Study
Date: Friday, March 15, 2024 10:55:55 AM
Attachments: image002.png

image003.png
Pay Plan 10.1.23.pdf

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

Good morning Jerry,
 
Please see my responses below in red and attached.
 
Thank you,
Bernie Wharran SHRM-CP
Human Resources/Risk Manager

5919 Main Street
New Port Richey, FL. 34652
Office: 727-853-1026
Fax:     727-853-1043
 
Under Florida law, e-mail addresses are public records. If you do not want your e-
mail address released in response to a public-records request, do not send
electronic mail to this entity. Instead, contact this office by phone or in writing.
 
Please consider the environment before printing any e-mails.
 

From: Jerry Cantrell <jcantrell@madeirabeachfl.gov> 
Sent: Thursday, March 14, 2024 6:51 PM
To: Wharran, Bernie <WharranB@cityofnewportrichey.org>
Cc: VanBlargan, Clara <cvanblargan@madeirabeachfl.gov>; Lara Hooley
<LHooley@madeirabeachfl.gov>
Subject: Questions Regarding Evergreen Solutions, LLC. Classification and Compensation Study

 
Ms. Warren:
 
The City of Madeira Beach is evaluating RFP responses for classification and compensation. 
Can you share a copy of the classification and compensation study that was provided by
Evergreen Solutions, LLC?  Also, would you mind answering these questions regarding
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PAY PLAN
 10/1/2023


Grade Title
 Annual 


Minimum


  Annual 


Midpoint 


 Annual 


Maximum


Hourly 


Minimum


Houly 


Midpoint 


Hourly 


Maximum 


101 ADMINSTRATIVE ASSISTANT $31,200.00  $      39,000.00 $46,800.00 $15.00 $18.75 $22.50


CHILD WATCH ATTENDANT


HYDRANT MAINTENANCE TECHNICIAN


INFORMATION ASSISTANT I


INVENTORY COORDINATOR


LANDSCAPE MAINTENANCE WORKER I


LIFEGUARD II PART TIME


LIFEGUARD PART TIME


LIFEGUARD-TEMPORARY


MAINTENANCE WORKER I


METER READER TECHNICIAN


RECEPTIONIST


RECREATION LEADER I 


SCHOOL CROSSING GUARD


SHUTTLE DRIVER


SUMMER CAMP COUNSELOR


SUMMER LIBRARY AIDE


TRAFFIC INFRACTION ENFORCEMENT TECHNICIAN


102 BILLING CLERK 32,760.00$      40,950.00$       $49,140.00 $15.75 $19.69 $23.63


CUSTOMER SERVICE REPRESENTATIVE I


DEVELOPMENT CLERK


HEAD LIFEGUARD PART TIME


INFORMATION ASSISTANT II


INFORMATION SPECIALIST I


LANDSCAPE MAINTENANCE WORKER II


LOCATOR/MAPPING TECHNICIAN


MAINTENANCE WORKER II


RECORDS CLERK


RECREATION LEADER II


103 ACCOUNTS PAYABLE CLERK 34,398.00$      42,997.50$       $51,597.00 $16.54 $20.67 $24.81


ACCOUNTS RECEIVABLE CLERK


CODE ENFORCEMENT CLERK


DEVELOPMENT TECHNICIAN


EQUIPMENT OPERATOR I


UTILITIES MECHANIC I


104 ACCOUNTS PAYABLE SPECIALIST 36,117.90$      45,147.38$       $54,176.85 $17.36 $21.71 $26.05


CUSTOMER SERVICE REPRESENTATIVE II


EQUIPMENT OPERATOR II


HELP DESK SUPPORT TECHNICIAN


INFORMATION SPECIALIST II


MARKETING & COMMUNICATIONS COORDINATOR PT


TRAFFIC SIGNS & MARKING TECHNICIAN


105 CODE ENFORCEMENT INSPECTOR 37,923.80$      47,404.74$       $56,885.69 $18.23 $22.79 $27.35


CRIME SCENE TECHNICIAN


FLEET TECHNICIAN


GIS MAPPING TECHNICIAN


RECREATION AND EVENTS COORDINATOR


SENIOR ADMINISTRATIVE ASSISTANT


UTILITIES MECHANIC II


WATER PRODUCTION PLANT OPERATOR TRAINEE


WWT PLANT OPERATOR TRAINEE
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PAY PLAN
 10/1/2023


Grade Title
 Annual 


Minimum


  Annual 


Midpoint 


 Annual 


Maximum


Hourly 


Minimum


Houly 


Midpoint 


Hourly 


Maximum 


106 EXECUTIVE ADMINISTRATIVE ASSISTANT 39,819.98$      49,774.98$       $59,729.98 $19.14 $23.93 $28.72


SENIOR DEVELOPMENT TECHNICIAN


UTILITIES MECHANIC III


WWTP MECHANIC II


107 FITNESS CENTER SUPERVISOR 41,810.98$      52,263.73$       $62,716.48 $20.10 $25.13 $30.15


WATER PRODUCTION PLANT OPERATOR C


WWT PLANT OPERATOR C


108 ADMINISTRATIVE OFFICE MANAGER 43,901.53$      54,876.92$       $65,852.30 $21.11 $26.38 $31.66


AQUATICS MANAGER


FIELD SUPERVISOR - GROUNDS MAINTENANCE


INFORMATION ASSISTANT II/MARKETING


LIBRARIAN I


RECREATION SUPERVISOR I


109 FIELD SUPERVISOR - FACILITIES MAINTENANCE 46,096.61$      57,620.76$       $69,144.91 $22.16 $27.70 $33.24


FIELD SUPERVISOR - WATER DISTRIBUTION


FIELD SUPERVISOR- SEWER COLLECTION


LIBRARIAN II


MARKETING SPECIALIST


RECREATION SUPERVISOR II


TECHNOLOGY SUPPORT SPECIALIST


VICTIM ADVOCATE COORDINATOR


WATER PRODUCTION LEAD OPERATOR B


WWT PLANT OPERATOR A


110 ACCOUNTANT 48,401.44$      60,501.80$       $72,602.16 $23.27 $29.09 $34.90


CODE ENFORCEMENT SECTION SUPERVISOR


FIELD SUPERVISOR - STREET/STORMWATER


LIBRARIAN III


PLANNER


SENIOR ADMINISTRATIVE OFFICE MANAGER


111 BILLING/COLLECTION SUPERVISOR 50,821.51$      63,526.89$       $76,232.27 $24.43 $30.54 $36.65


RECREATION SUPERVISOR III


SENIOR ACCOUNTANT


WWTP MAINTENANCE SUPERVISOR


112 CONSTRUCTION PROJECT MANAGER 53,362.59$      66,703.23$       $80,043.88 $25.66 $32.07 $38.48


FLEET SUPERVISOR


UTILITIES OPERATIONS MANAGER


WWTP LEAD PLANT OPERATOR


113 SENIOR PLANNER 56,030.72$      70,038.40$       $84,046.08 $26.94 $33.67 $40.41


TECHNOLOGY SOLUTIONS MANAGER


SCADA SYSTEM COORDINATOR


GRANT SPECIALIST


115 CHIEF PLANT OPERATOR 61,773.87$      77,217.33$       $92,660.80 $29.70 $37.12 $44.55


DISTRICT CHIEF


NETWORK ADMINSTRATOR


116 ASSISTANT PARKS &REC DIRECTOR 64,862.56$      81,078.20$       $97,293.84 $31.18 $38.98 $46.78


HUMAN RESOURCE MANAGER


WATER PRODUCTION SUPERVISOR
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PAY PLAN
 10/1/2023


Grade Title
 Annual 


Minimum


  Annual 


Midpoint 


 Annual 


Maximum


Hourly 


Minimum


Houly 


Midpoint 


Hourly 


Maximum 


117 CITY CLERK/EXECUTIVE ASSISTANT TO CITY MANAGER 68,105.69$      85,132.11$       $102,158.53 $32.74 $40.93 $49.11


CONSTRUCTION SERVICES MANAGER


118 ASSISTANT FINANCE DIRECTOR 71,510.97$      89,388.71$       $107,266.46 $34.38 $42.98 $51.57


BUILDING OFFICIAL


119 ASSISTANT FIRE CHIEF 74,315.32$      94,752.04$       $115,188.75 $35.73 $45.55 $55.38


ASSISTANT PUBLIC WORK DIRECTOR


POLICE DEPUTY CHIEF


WPC/RECL WATER OPERATIONS MANAGER


120 HR & ORGANIZATIONAL DEVELOPMENT DIRECTOR 78,774.24$      100,437.16$    $122,100.08 $37.87 $48.29 $58.70


LIBRARY DIRECTOR


PARKS & RECREATION DIRECTOR


POLICE LIEUTENANT


121 DEVELOPMENT DIRECTOR 83,500.70$      106,463.39$    $129,426.08 $40.14 $51.18 $62.22


ECONOMIC DEVELOPMENT DIRECTOR


TECHNOLOGY & INNOVATION DIRECTOR


122 FINANCE DIRECTOR 88,510.74$      112,851.19$    $137,191.65 $42.55 $54.26 $65.96


FIRE CHIEF


PUBLIC WORKS DIRECTOR


123 POLICE CHIEF 93,821.38$      119,622.26$    $145,423.14 $45.11 $57.51 $69.91


UNG CITY MANAGER - - - - - -


Revised 02/20/2024
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Evergreen Solutions, LLC:
1. After completing the compensation and job description analysis, is there anything that

you realize you’ve overlooked? The job description analysis isn’t complete.
2. Do you have a copy of job descriptions and the job classification that could be shared?

See attached job classification.
3. What would you do differently if you needed to complete an analysis again? Nothing.
4. Are there experiences you’d like to share? Evergreen is a responsive, professional firm.
5. Would you use this company again? Yes.
6. Are you satisfied with the results? Yes.

 
Any assistance you could provide would be appreciated.  My cell is 770.833.7771 should you
like to discuss these questions or requests.
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Chair - Civil Service Commission
727-391-9951
 

 
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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From: Kutch, Michelle
To: Jerry Cantrell
Cc: VanBlargan, Clara; Lara Hooley
Subject: RE: Questions Regarding Evergreen Solutions, LLC. Classification and Compensation Study
Date: Friday, March 15, 2024 11:27:34 AM
Attachments: image001.png

Position Grade Assignments.pdf

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

Good morning, Mr. Cantrell,
Please see below.  
 

From: Jerry Cantrell <jcantrell@madeirabeachfl.gov> 
Sent: Thursday, March 14, 2024 6:44 PM
To: Kutch, Michelle <MKutch@myoldsmar.com>
Cc: VanBlargan, Clara <cvanblargan@madeirabeachfl.gov>; Lara Hooley
<LHooley@madeirabeachfl.gov>
Subject: Questions Regarding Evergreen Solutions, LLC. Classification and Compensation Study

 
CAUTION: This email originated from outside of the City Of Oldsmar's MyOldsmar.com Domain. Do not click
links or open attachments unless you recognize the sender and know the content is safe.

Ms. Kutch:
 
The City of Madeira Beach is evaluating RFP responses for classification and
compensation.  Can you share a copy of the classification and compensation study that
was provided by Evergreen Solutions, LLC?  Also, would you mind answering these
questions regarding Evergreen Solutions, LLC:

1. After completing the compensation and job description analysis, is there anything
that you realize you’ve overlooked?  I feel we did a thorough job outlining the scope
of work desired in the RFP (Compensation, Classification and Benefits), however as
we went through it, I wished we included a review and comparison the job
descriptions.

2. Do you have a copy of job descriptions and the job classification that could be
shared?  Evergreen did not review the job descriptions.  They made
recommendations for job title changes, comp and class changes, and benefit
offerings based on the market.  The position grade assignment Evergreen provided
is attached.

3. What would you do differently if you needed to complete an analysis again? 
Evergreen had the employees complete a Job Assessment Tool (JAT), to assist them
with where the positions should be slotted in the pay plan for internal equity.  If I
could do it again, I would also incorporate a review of the actual job descriptions,
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City of Oldsmar Position Grade Assignments


Fiscal Year 2022-23


Effective 7/1/23


Classification Grade


ASSISTANT CITY MANAGER 144


DIRECTOR OF ADMINISTRATIVE SERVICES 143


DIRECTOR OF PUBLIC WORKS 142


DIRECTOR OF HUMAN RESOURCES 140


DIRECTOR OF LEISURE SERVICES 140


DIRECTOR OF PLANNING & REDEVELOPMENT 140


FIRE & EMS CHIEF 140


CITY ENGINEER 138


UTILITIES ADMINISTRATOR/ASST PUBLIC WORKS DIRECTOR 138


FINANCE ADMINISTRATOR 136


ACCOUNTING ADMINISTRATOR 135


ASSISTANT FIRE CHIEF 135


DIRECTOR OF LIBRARY SERVICES 135


INFORMATION TECHNOLOGY ADMINISTRATOR 135


ASSISTANT LEISURE SERVICES DIRECTOR 134


CONSTRUCTION MANAGER 131


I.T. NETWORK INFRASTRUCTURE & SECURITY ANALYST 129


CHIEF PLANT OPERATOR 128


PRINCIPAL PLANNER 126


DEPUTY CITY CLERK 125


ENVIRONMENTAL MANAGEMENT SUPERVISOR 125


SENIOR ACCOUNTANT 125


SENIOR MANAGEMENT ANALYST 125


SENIOR PROCUREMENT ANALYST 125


GIS ANALYST/DATABASE SPECIALIST 124


DISTRIBUTION & COLLECTION SUPERVISOR 123


FACILITIES SUPERVISOR 123


PUBLIC COMMUNICATIONS SUPERVISOR 123


RECREATION SUPERVISOR 123


UTILITIES MAINTENANCE MECHANIC SUPERVISOR 123


CUSTOMER SERVICE SUPERVISOR 122


ENGINEERING SPECIALIST 122


FLEET SUPERVISOR 122


MAINTENANCE SUPERVISOR 122


PARKS OPERATIONS SUPERVISOR 122


SENIOR ENGINEERING TECHNICIAN 122


FLOODPLAIN & BUILDING COORDINATOR 121


ENVIRONMENTAL SPECIALIST 120


MANAGEMENT ANALYST 120


WASTEWATER PLANT OPERATOR A 120


WATER PLANT OPERATOR A 120


INFORMATION TECHNOLOGY SUPPORT SPECIALIST 119
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City of Oldsmar Position Grade Assignments


Fiscal Year 2022-23


Effective 7/1/23


Classification Grade


LEAD FLEET MECHANIC 118


MULTIMEDIA COORDINATOR 118


WASTEWATER PLANT OPERATOR B 118


WATER PLANT OPERATOR B 118


BMX COORDINATOR 117


CODE ENFORCEMENT OFFICER 117


EXECUTIVE ASSISTANT 117


SUSTAINABILITY COORDINATOR 117


ZONING & PLANNING TECHNICIAN 117


ADULT SERVICES LIBRARIAN 116


CHILDREN SERVICES LIBRARIAN 116


LEAD DISTRIBUTION OPERATOR 116


SENIOR ACCOUNTING TECHNICIAN 116


SUPPORT SERVICES LIBRARIAN 116


HUMAN RESOURCES TECHNICIAN 115


PUBLIC COMMUNICATIONS SPECIALIST 115


PUBLIC WORKS TECHNICIAN 115


UTILITIES OPERATION TECHNICIAN 115


RECREATION CENTER SPECIALIST 114


UTILITIES MAINTENANCE TECHNICIAN 114


DISTRIBUTION OPERATOR I 113


FACILITIES MAINTENANCE WORKER II 113


SENIOR ADMINISTRATIVE ASSISTANT 113


WASTEWATER PLANT OPERATOR C 113


WATER PLANT OPERATOR C 113


LEAD MAINTENANCE WORKER 112


PROCUREMENT TECHNICIAN 112


UTILITIES MAINTENANCE MECHANIC 112


ACCOUNTING TECHNICIAN 111


CUSTOMER SERVICE TECHNICIAN 111


DISTRIBUTION OPERATOR II 111


FLEET MECHANIC 111


HEAVY EQUIPMENT OPERATOR 111


LEAD GROUNDSKEEPER 111


PLANS & PERMIT SPECIALIST 111


RECREATION PROGRAMMER 111


CULTURAL AFFAIRS PROGRAMMER 110


SENIOR TRAFFIC SIGN TECHNICIAN 109


DISTRIBUTION OPERATOR III 108


RECREATION LEADER 108


ADMINISTRATIVE ASSISTANT 107


CUSTOMER SERVICE CLERK 107
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City of Oldsmar Position Grade Assignments


Fiscal Year 2022-23


Effective 7/1/23


Classification Grade


METER READER 106


TRAFFIC SIGN TECHNICIAN 106


WASTEWATER PLANT OPERATOR TRAINEE 106


WATER PLANT OPERATOR TRAINEE 106


DISTRIBUTION OPERATOR TRAINEE 105


FACILITIES MAINTENANCE WORKER I 105


MAINTENANCE OPERATOR 105


LIBRARY ASSISTANT 102


RECEPTIONIST - P/T 101


SEASONAL RECREATION LEADER 101
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to ensure the JAT criteria matches the job description, then have that information
compared to similar positions in the market.  I feel this would be a more apples to
apples comparison.  As a smaller City I may have 1 position that has the job duties
of 3 positions in a larger organization. 

4. Are there experiences you’d like to share?  
5. Would you use this company again? 
6. Are you satisfied with the results?  Overall, yes.  Our goal was ensure that

employees were being paid appropriately for the current position they were in.  We
did not provide credit for years of service, just years in the position.  Not everyone
received an adjustment, but for what we were trying to accomplish, yes, we were
satisfied with the results.

 
Any assistance you could provide would be appreciated.  My cell is 770.833.7771 should
you like to discuss these questions or requests.
 
Cheers,
Jerry Cantrell, MS ESPG
City of Madeira Beach
Chair - Civil Service Commission
727-391-9951
 

 
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.
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