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ME=MORANDUM

City Commission
2023-02-08
Theresa Smalling

Part I: Presentation of the 2022 City Orgar” ition Structure Review and
Salary Study

Theresa E Smalling, PHD, SPHR, Director of HR & Risk Management

Staff recommends Commission discussion of the Consultant's reports and
findings.

#6 The City of Dunedin, as a premier employer, shall foster a divers and
highly engaged workforce through employee recruitment and attraction,
workforce retention, and employee development and inclusion.

The preliminary report was presented to the Board of Finance on January 18,
2023

TBD

The City Commission Commission gave Staff approval to authori. Bolton to
conduct an organizational review and salary study for the City.

N/A

In 2021 the City Commission gave consensus direction for Staff to coordinate



a comprehensive organizatior  study, the first of its kind at the City. ..ie

study had two main g¢ 1) an org: riew of four o} ional
departn its- = mmunity T relopn 5~ Rec ition, Public Worl
and Utilities (retitled to Utilit . & En withthe ok™ tive to proj 1ty

align the organization in terms of the operations and responsibilities of those
City departments and divisions. Other objectives of the review were to ensure
proper alignment of positions as well as equitable compensation for
supervisory span of control, and also reduce duplication of effort across
departments. The second goal of this exercise was to conduct a
comprehensive salary study of the City's general employee and Variable/On
Demand positions. with the objective of properly aligning the City's Pay Plan
to address any internal/external salary inequities and compression issues.
Bolton was selected during the Reque  for Proposal (RFP) process and Staff
was given Commission approval to proceed with the review and study.

Bolton conducted the salary study, while their sub-contractor, Matrix, was
responsible for the organizational review.

Exhibit A is the final report regarding the salary study. Exhibit B. is the
organizational review final report completed by Matrix. Dan Ripberger,
Managing Director from Bolton and the City's main point of contact, will be in
attendance to give a presentation to the Commission on both the
organizational review and salary study.






. Introduction

» Our project: review the classification and compensation program and, if needed, recommend
changes to improve its effectiveness.

O Covered approximately 300 emg >yees in 190 distinct job titles.

U Excluded all Fire Department bargaining unit employees.

U Elected officials and variable on-demand employee pay levels covered separately.
» Major Tasks:

O Interviewed leadership and human resources;
Reviewed and analyzed the existing base pay program;
Analyzed existing written job content data and PIFs;

Conducted custom market survey and developed market rates from published surveys;

U 0O 0 O

Identi =d gaps between current compensation 2vels ant practices and those that best align;
and

(I

Recommended changes and enhancements to close gaps in compensation levels anc ar
compensatio practices.









V. Recommendations

» Base Pay Structure
L New structure calibrated to its approved markets and market targets.
» The City should target the Government (Peers and other government agencies) market.

« Market target should be the 65" percentile base pay to reflect the uniqueness of the area
and the added accountability it requires.

0 Ranges ¢ = divided into three equal parts — or terciles — > provide adc ional guidance as to
where in the range a specific employee should be paid.

» Tercile 1. base pay is at the low end of competitive and only newer or lesser experienced
staff (relative to their job) should be in this tercile.

* Tercile 2: base pay is fully competitive within this range.

* Tercile 3: base pay is at the high end of competitive and only highly experienced staff
(relative to their job) with good performance over time shot 1 be in this tercile.






V. Recommendations

» Overview

9

U 00 o0 D

Maintain current job description process, but enhance format.
Adopt a job evaluation system to help support internal equity.
Improve job title consistency to enhance fairness perceptions.
Implement new pay structure better aligned with market.
Adopt a classification system and grade jobs.

Revise pay policies as needed to align with new structure and job design.









V. Recommendations

» Job Classification and Grading
U Under our recommende« approach, jobs would be graded through the classification process.

« A Classification is a specified career level witt 1 a particular job family that has been
analyzed, evaluated, benchmarked and assigned to the pay structure and grade/level.

* A specific jc ) is assigned to a classification based on the job description and other
available job content data.

U Itis important to note that a job is not a POSITION.

« Ajob is simply a unit of work that has been classified to determine the range of pay the
City would be willing to pay should an employee be hired for or promoted into it.

* A position is assigned to a job; a job may have multiple positions. A position is emplc  ee-
specific, re . ing financial approval for the incumbent or canc date.



IV. Next Steps/Implementation

» Next Steps

O Finalize pay program design and administrative policies

[ Create or revise final supporting documents and tools:
 Job description template,
« Job titling framework and definitions;
« Job classification manual; and
» Pay policies.

O Implement the new program.
* Create an implementation process and plan;
* Finalize job grading and review actual employee pay for market equity consideratic s;
« Establish financial boundaries and develop a plan for any needed base pay adjustments;
* Transition program design documents, data and tools from Bolton to the City;
* Further orient management; and

« Communicate to employees.



TO:

DATE:

INTER-OFFICE MEMORANDUM

City Commission

February 9, 2023

THROUGH: Jennifer K. Bramley, ICMA-CM, City Manager

FROM

¢
: Theresa E Smalli?rg PhD, SPHR, Director of Human Resources & Risk
Management

SUBJECT: Staff Recommendations for 2022 Classification & Compensation

Study/Organizational Review

Staff agrees with the recommendations put forth by Bolton as to the next steps in finalizing
the 2022 Classification and Compensation Study including the new pay program design.

Specifi

hrobd =

o

9.

cally,

Implement the new pay structure to be better aligned with market.

Adopt the classification system and grade jobs.

F sise pay policies as ne¢ led to align with new structure and job design.
Maintain current job description process, but enhance forn = according to

Consultant’s guidelines.

Adopt the recommended job evaluation system to help support internal equity.
Finalize job grading and review actual employee pay for market equity
considerations.

Adopt a new hourly minimum wage of $15 and adjust the base pay of any
employees below the new minimum.

Establish financial boundaries and develop a plan for any needed base pay
adjustments.

Communicate the plan to employees.

However, Staff needs additional time to orient department and division directors to the
new pay structure, as well as ensure that any needed base pay adjustments to employee

salarie

s are accurate and representative of current job duties. The Matrix report, which

was submitted to the City last week, contains a number of recommended additional

positio
any ne

ns; Staff also requests additional time to disseminate this information and prioritize
w positions according to immediacy of need and budget constraints. We will bring

all proposed salary adjustments along with any position requests and other recommended















FIKE LII:LIJT_EN—ANT -
GR/Step EVa4 _
LT1 Zz.0027 65,702.59
LT2 23.2073 67,579.80
LT3 23.8520 69,457.02
LT4 24.4966 71,334.23
LTS5 25.1413 73,211.46
LT6 25.7860 75,088.68
LT7 26.4306 76,965.89
LT8 27.0753 78,843.11
LT9 27.7199 80,720.33
LT10 28.3646 82,597.54
LT11 29.0092 84,474.77
LT12 29.6538 86,351.98
LT13 30.2985 88,229.18
LT14 30.9431 90,106.41
LT15 21.5878 91,983.63
FIREFIGHTER/PAKAMIELIL
GR/Step FY24
PM1 19.03/5  55,727.82]
PM2 19.8208 57,718.11
PM3 20.5043 59,708.37
PM4 21.1878 61,698.65
PM5 21.8712 63,688.92
PM6 22.5546 65,679.21
PM7 23.2381 67,669.47
PM8 23.9216 69,659.75
PM9 24.6051 71,650.03
PM10 25.2886 73,640.31
PM11 25.9721 75,630.56
PM12 26.6555 77,620.84
PM13 27.3390 79,611.12
PM14 28.0225 81,601.39
PM15 20 Tncn 02 £O1 £
FIREFIGHTER/EM T
GR/Step EvaA
EMT1 16.5497 47,610.31
EMT2 16.9336 49,310.68
EMT3 17.5175 51,011.04
EMT4 18.1014 52,711.41
EMTS 18.6854 54,411.78
EMT6 19.2693 56,112.16
EMT7 19.8532 57,812.51
EMT8 20.4371 59,512.88
EMT9 21.0211 61,213.25
EMT10 21.6049 62,913.61
EMT11 22.1888 64,613.99
EMT12 22.7728 66,314.35
EMT13 23.3567 68,014.71
EMT14 23.9406 69,715.08
EMT15 24.5246 71,415.46

** Due to rounding the hourly and/or salary may be off +/-






Job Class ™ :scriptions

—JAse

Job Class Description Pay Group/BU Location
Cot¢
1110 COMMISSION 100 2ELE 1400
2000 CITY MANAGER 100 1SAL 1100
2100 CITY CLERK 100 1SAL 1200
3000 EXECUTIVE 100 1SAL Multi
4000 MANAGER 100 1SAL Multi
4500 SUPERVISOR EJ.—.... T 100 1SAL Multi
4510 SUPERVISOR NON EXEMPT 110 4HRL Muiti
5000 GENERAL FULL TIME EXEMPT 100 1SAL Multi
5100 GEMTRAL FULL TIME NON EXEMPT 110 4HRL Multi
5200 GENERAL PAE.. ..ME 110 6PTI Multi
5300 PART TIME PLUS >30 < 35 110 6PTI Multi
6000 LEAD WATER PLANT OF "RATOR 110 4HRL 5165
6100 WATER PLANT OPERATOR 110 4HRL 5165
6200 WATER PLANT OF _.RATOR TRAIN 110 4HRL 5165
6300 WATER MAINTENANCE N._CHANIC 110 4HRL 5165
6400 FLEET . DREMAN 110 4HRL 6200
6500 LEAD MECHANIC 110 4HRL 6200
6600 MECHANIC 110 4HRL 6200
6700 FLEET INVENTORY . .2CHNICIAN 110 4t.. .- 6200
7000 VARIABLE ON DEMAND/ TEMPORARY 110 9VAR Multi
9000 FIRE CHIEF 100 3FEX 2201
9100 FIRE LIEUTENANT 110 5FHR  2220|: 0
9200 FIRE DEPT ADMIN EXEMPT NON UNION 100 3FEX 2201
9250 FIRE DEPT ADMIN NON EJ._.1PT NON UNION 100 1C. 0 2201
9300 . .RE DISTRICT CHIEF 100 3FEX M
9505 FIREFIGHTER/ EMT 110 5FHR 2220

9507 FIREFIGH™ ™R/ PARAMEDIC 110 5FHR 2220|2250
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