SUMTER COUNTY BOARD OF COMMISSIONERS
EXECUTIVE SUMMARY

SUBJECT: Compensation Market Salary Study Recommendations

REQUESTED ACTION: Approve the Compensation Market Salary Study and the
Recommendations affecting classification/position range upgrades

[] Work Session (Report Only) DATE OF MEETING: 9/28/2010

Regular Meeting [ ] Special Meeting
CONTRACT: []N/A Vendor/Entity:
Effective Date: Termination Date;

Managing Division / Dept:

BUDGET IMPACT: ~$232,200 (300,000 reserved for adjustments in FY 2010-11 budget)
<} Annual FUNDING SOURCE: General Fund

[] Capital EXPENDITURE ACCOUNT:  (budget amendments pending approval)
HRZ

HISTORY/FACTS/ISSUES:

A Compensation Market Salary Study was performed by Evergreen Solutions, LLC, for the Board of
County Commissioners (BOCC) and Elected Officials (Clerk of Circuit Court, Property Appraiser,
Sheriff, Supervisor of Elections and Tax Collector). The study focuses its attention on external equity
using comparisons of ranges assigned to job classifications and does not review individual pay of
employees. A draft report was provided and reviewed by staff. The final draft report was provided to
the other elected officials on 9/23/10 for review and comment,

Sixty-five job classifications were selected as benchmark positions. The job classifications selected
provided the consultant with a representative sample of jobs that were proportionately distributed
among job families, pay ranges, departments and elected official’s offices. A list of 30 survey targets
was developed taking into account geographic location and relative population size (see page 3-1 and
3-2).

The report's major conclusions find:

- The County is approximately 0.33 percent above the market average minimum across all
benchmark titles; 0.94 percent above the market midpoint average; and 1.19 percent above market
average at the maximum of the range.

- County pay ranges are effectively keeping pace with the market, both in structural terms (the
dimensions of the plan) and in competitive terms (the value of the ranges/grades). Some positions may
warrant market-based upgrades while other more dramatic outliers warrant additional classification
analysis.

The County currently finds itself in an unusually level position with regard to the market. The fact that
market average ranges are so close to those same range points indicates that the County is utilizing a
pay plan that mirrors the average structure present in the labor market.

The consultant is recommending no changes to the compensation structure (BOCC). The pockets of
market inequity are identified by classification/position and recommended for upgrade to match their
market position (page 4-2). '




There are a total of 24 job classifications of the BOCC identified for range upgrade. Of the 24 job
classifications, 13 classifications are non-supervisory (54%) and 11 classifications are supervisory
(46%).

There are a total of 64 job positions within the 24 job classifications of the BOCC identified for range
upgrade. Fifty-one (53) positions are non-supervisory (83%) and 11 positions are supervisory (17%).

To fully fund the recommended upgrades, the cost will be approximately $182,535 for salaries and
$49,664 in fringe benefits for a total of $232,199. Sixty-seven percent (67%) of the salary upgrade
dollar amount is for non-supervisory employees ($122,046) and 33% ($60,489) is for supervisory
employees. The Board currently has $300,000 reserved in the fiscal year 2010-11 budget for market
adjustments.

The salary survey market averages and differentials could not be established for elected officials that
are currently not using pay ranges or grades (page 3-6 footnote),

Staff recommends upgrading the BOCC positions as recommended above at 100% funding. Additional
funding options are as follows:

1) Funding at 100% for one range adjustment and 90% for adjustments recommended for two or
more ranges ($169,717.68 total salary and benefits; $113,634 salaries; $56,083.68 benefits)

2) Funding at 100% for one range adjustment and 80% for adjustments recommended for two or
more ranges ($156,871.84 total salary and benefits; $105,172.96 salaries; $51,698.88 benefits)

3) Funding at 100% for one range adjustment and 75% for adjustments recommended for two or
more ranges ($150,514.438 total salary and benefits; $101,028.88 salaries; $49,485.60 benefits)




EVERGREEN SOLUTIONS, LLC

INTRODUCTION

in June 2010, Evergreen Solutions was retained by the Sumter County Board of County
Commissioners (County) to conduct a Compensation Market Salary Study of all positions in
the organization. A study of this type by design focuses its attention on external equity when
considering how the organization compares o the market. Internal equity, however, is
equally important and relates to the fairness of an organization’s compensation practices
among its current employees. In the context of a more comprehensive study which would
assess the relative accuracy and fairness of the classification plan such internal equity
would be evaluated by reviewing the skills, capabilities, and duties of each position, and
then determining whether similar positions are being compensated in a similar manner
within the organization. Even in a more limited market-based review, the changes proposed
in accordance with the findings can have a ripple effect on internal equity. As part of the
study, Evergreen Solutions, LLC was tasked with:

o Collecting and reviewing current environmental data present at the County.

s Conducting a market salary survey and providing feedback to the County regarding
current market competitiveness.

o Developing strategic positioning recommendations using market data and best
practices,

e Developing and submitting draft and final reports summarizing findings and
recommendations.

1.4  STUDY METHODOLOGY

Evergreen Solutions combines qualitative as well as quantitative data analysis to produce an
equitable solution in order to maximize the fairness and competitiveness of an
organization's compensation structure and practices. Project activities included:

¢ conducting a project kick-off meeting;

¢ conducting orientation sessions with employees;

¢ facilitating employee focus group sessions;

« conducting a salary and benefits survey;
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s developing recommendations for compensation adjustments;
s creating draft and final reports.
Kickoff Meeting

The kickoff meeting provides an opportunity to discuss the history of the organization,
finalize the work plan, and begin the data collection process. Data collection of relevant
hackground material (inciuding existing pay plans, organization charts, policies, procedures,
training materials, job descriptions, and other pertinent material} is part of this process.

QOrientation Sessions

The orientation sessions are designed to brief employees and supervisors on the purpose
and major processes of the study, This process is intended to address any questions and
resolve any misconceptions about the study and relevant tasks. In addition, employees are
asked about their experience with the organization and to identify any concerns they have
about compensation. This information provides some basic perceptional background as
well as a starting point for the research process.

Salary and Benefits Survey

The external market is defined as identified peers that have similar characteristics,
demographics, and service offerings as the target organization and benchmark positions are
indentified from each area and level of the organization and typically include a large cross-
section of positions at the County. Once the target and benchmark information is finalized, a
survey tool is created to solicit salary and benefits information from each of the peer
organizations. When the results are received, the data are analyzed, cleaned, and entered to
provide aggregate findings.

Solution Creation - Pay Schedule and Transition Costing

Solution creation follows agreement on the structure of the compensation system. During
this phase, if reconstruction of the compensation plan is necessary, desired range spreads
(distance from minimum to maximum) and midpoint progressions (distance from the
midpoint of one pay grade to the next) are established. Once the structure is created, jobs
can be slotted into the proposed pay grade structure using market data and Client Project
Manager (CPM) feedback.

As part of the study, the organization identifies its desired market position. Subsequently,
the pay plan and job slotting within the system can be adjusted to account for this desired
position in the market.

The final step, in the creation of the solution, is to identify those classifications which
necessitate adjustments based on observed market conditions and make recommendations
for revising their pay grade.

!
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1.2 REPORT ORGANIZATION

This report includes the following chapters:
s Chapter 2 - Employee Outreach
¢ Chapter 3 - Market Survey Summary

o Chapter 4 - Recommendations

% Evergreen Solutions, LLC Page 1-3



EVERGREEN SOLUTIONS, LLC

A vital part of all compensation studies is the participation of employees and supervisors in the
outreach process via orientation and focus groups. This pracess cannot be overlooked for its ability
to engage the employees and the individuals actually performing the work and achieve buy-in from
the people most qualified to offer anecdotal information and insight Into how work is organized
within Sumter County {County).

While on-site with the employees, supervisors, and department heads of the County, Evergreen
Solutions consultants conducted orientation sessions and facilitated many focus groups. A large
cross-section of employees attended these sessions and were asked to share their perceptions,
opinions, and attitudes about the current compensation system. The Evergreen Solutions
consultants were able to meet with the majority of County employees.

It should be noted that the information provided below represents only those perceptions and
opinions offered during the outreach period of the study and does not necessarily reflect statistical
or quantifiable facts. Evergreen Solutions utilizes the employee outreach component as a helpful tool
in focusing subsequent analysis, but does not rely solely on employee perceptions when making
specific recommendations regarding classification and pay structures.

EMPLOYEE QUTREACH

The Evergreen Solutions team conducted a series of employee focus groups and interviews during
July 2010. Questions were designed to solicit input on a number of topics related to the
compensation study. Findings from employee outreach are separated by category helow.

General Feedback

Employees commonly regard the County as a good or great place to work and feel that it provides a
pleasant and rewarding work environment. Other generally positive observations offered by
employees include:

s Many of the employees said they appreciate the fiscal prudency with which the County
leaders prioritize and spend hudget dollars.

s The County Administrator is known for having an open-door policy which has made him
very approachable to employees at all levels.

» Internal service departments such as Human Resources, and administration are seen as
very solid and effective while maintaining high levels of customer service.

e« Employees generally appreciated the overall good quality of their Blue Cross & Blue
Shield health insurance ptan. Some comments were made regarding the cost of the
program but overall the feedback was positive.
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+ Al of the employees who were familiar with this process were generally encouraged that
the County was seeking objective third-party analysis of its compensation and system.

« The Florida Retirement System is seen as a particutarly favorable benefit.

s Most employees of the County live nearby and cited the relatively short commute as a
significant benefit.

¢ The County was recognized for not laying off additional staff and most employees feel
happy to have jobs.

Benefits Observations

A strong majority of employees were pleased with the henefits package offered by the County to its
employees. In fact, many employees stated that it was one of the main reasons for coming to work
and staying employed with the County.

*  When asked how the staff felt about their benefits compared to outside organizations,
most employees stated that the County's offerings were more generous than most of the
County's competitors that they were aware of.

+» Employees with longer tenure remember a time when the health insurance plan was less
expensive and appeared to be a more rolbust policy and they wish to have more options
to select a different policy.

s Employees expressed an interest in a cafeteria style plan that allows employees to select
and omit various options allowing them to have a more tailored benefits package.

+ Employees like and appreciate the Flexible Spending Account (FSA) and use it often for
co-pays, prescriptions, ete.

Compensation Issues
County staff offered several comments related to compensation, these included:

e« Many employees noted that they observed low turnover and estimated it to be less than
10% per year,

e Many employees have the perception that salaries within the County are lower than the
surrounding area.

e Employees feel that with recent reductions in force that worklead has increased steadily
over the last 5 years without compensation increasing to match.

« Employees observe a tendency within the County to outsource which has a stated
negative impact on morale.

« All employees noted that no Cost of Living Adjustment (COLA) or other pay raise has
cccurred for 3 years. Further review reveals that FYC2-10 was the only year with no
increases in recent history.
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s Some employees expressed concerns with the move to a merit hased compensation plan
which is designed to pay for performance and the inexperience of supervisors in
conducting such reviews.

+ In years past when the only increase was given was a COLA, this was not seeh as a true
pay increase, rather the hare minimum to offset the rising costs living.

s Morale was typically observed to be low. This is commonly the case in meetings such as
these where employees are being asked to share their criticisms, but there were a few
specific instances such as the new facility being built in The Villages and the money
spent on that endeavor that the employees feel would be more wisely spent on retaining
and recruiting employees.

¢ Employees from all departments of the County recognize that they are being asked to do
more with less and while many appreciate the fact that the budget is suffering, they also
feel worn down over time. Much of this feedback revolved around staffing levels.

¢ Nearly every group expressed concern that there were compression issues because of
overlap among people within the same classification and overlap between
supervisors/managers and the peaple they supervise.

Classification Issties

Many of the directors, supervisors, and employees provided the Evergreen Solutions team with
issues specific to individual classifications which were analyzed during the JAT process. More general
issues included:

+ Some employees felt that there were internal inequities regarding individuals in the same
classification as them across the County. Their concern was that the tasks that each of
the jobs performed were vastly different.

« A few individuals said that some jobs have out-grown their initial design and are
performing duties far outside the original intent of the position.

s There is a strong concern with the degree to which new duties and responsibilities are
being merged as people have been laid off or otherwise left in recent years.

s There is some concern with under staffing by employees which they hope will be helped
in the future when budgets allow, but some employees feel that when the economy
softens that people who've been “tolerating” the County will seek outside employment,
thus leaving the County lacking experienced staff.

Market Peers

Focus group and interview participants were asked to name those organizations that they considered
to be market peers. These are organizations that the focus group and interview patrticipants felt are
the biggest competitors to the County in terms of compensation, benefits, and other intrinsic
gualities such as working conditions. Their responses are listed below:

s City of Ocala
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s  SECO (Power)

« Fed/State Prison

s . Sumter Co. Schools

+  WalMart

+ The Villages

« Lake County

¢  Citrus County

o City of Clermont

+ City of Inverness

¢ City of Apopka

s City of Tampa

e SW Florida Water Management District

¢ City of Bushnell

¢ Florida Power/Progress Energy

+« (SX Railroad

» City of Leasburg

= Marion County
Benchmark Positions
We solicited input from employees as to which positions at the County present the greatest
challenges with regard to recruitment and retention. Not all of these classifications are necessarily
difficult to fill, but difficult to retaln individuals for. For example, the County receives hundreds of
applications each time an opening for Office Assistant comes up, however the comment from focus
group participants was that this position seems to struggle with retention. These positions provide a
basic framework for populating the market salary survey. The positions mentioned by focus group
and interview participants were as follows:

s Transit Driver

e Animal Control Officer

+ Transit Manager/Asst. Manager

s« Budget Director
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= Library Services (Cutreach Spec., Library Manager)
+  Public Works Director

»  Mosquito Control Tech |

s Staff Engineer (With PE)

s Maintenance Worker

¢ Crew Leader

+« Animal Control positions

s Fire Service positions

SUMMARY

In addition to the expected negative comments that come froin the outreach process, employees
sald the County can be a very positive place to work, and the vast majority of employees cited the
friendly atmosphere, and quality of co-workers as reasons they remain with the County.

The information received from employees aided Evergreen Solutions in the development of
recommendations and provided an excellent foundation for the remainder of this study.
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External market comparisons provide the best and most direct method of determining the relative
position of an organization in the market place. Specifically, market comparisons focus on the
average of the market and range characteristics. As a result, market data can be used to evaluate
overall structure, such as ranges; summarize overall market competitiveness, and capture the
current highs and lows of the pay plan at a fixed point in time. Market data as it is gathered under
this methodology is not an ideal tool for comparing individual salaries. Rather its intent is to provide
analysis of overall market competiveness of an organization’s salary structure. Given the sampling
approach and market characteristics, a market comparison typically is not the sole determiner of
recommended pay levels by classification nor does it allow for specific, quantifiable salary
recommendations for individuals. Market analysis does not translate well at the individual level
because individual pay is determined through a multitude of factors including geographical job
market, performance, prior experience, education, and, in some cases, an individual’'s negotiation
skills during the hiring process and the demand for the type of job. High demand fields often demand
higher starting wages to compete with the private sector, thus temporarily driving up labor costs for
these fields. This was observed with Information Technology in the 1990's and during the building
hoom in Florida in the early 2000’s, with planning and engineering positions. With the downturn in
the economy In recent years the demand for these jobs in particular has seen a reduction.

Prior to presenting the analysis, it should be noted that market analysis is best thought of as a
snapshot of current market conditions. In other words, market conditions change, and in some cases
change quickly. So while market surveys are useful for making updates to a salary structure, they
must be done at regular intervals if the organization wishes to stay current with the marketplace. In
the case of Sumter County, FL (County), it has been at least eight years since a comprehensive
compensation study was completed without any interim adjustments to the plan or widespread re-
slotting of positions as a whole. For that reason, it may be predicted that the market position of the
County will be observed as somewhat lower than desirable. Market data are most useful in making
adjustments to overall pay plans and making job classification placements within the overall pay
structure.

Evergreen Solutions consultants conducted a comprehensive market salary and benefits comparison
survey. A representative cross-sectional group of 50 job classifications was setected with input from
the County’s project team.

Survey results for the salary minimums, midpoints, and maximums are presented in Exhibit 3A.
When seeking to compare the County to its peers, a number of factors were taken into account, such
as geographic location and relative population size. A list of 30 survey targets was developed and
approved by the County prior to commencing the survey. The targets included: (continued next page)

. City of Ocala . Hernando County
. City of Leesburg . Pasco County
. City of Bushnell . Polk County
City of Clermont . Levy County
. City of Inverness . Hillsborough County
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. City of Apopka . FCI LOW Coleman — Fed. Prison, Coleman FL
. City of Tampa . Lake Corr. Inst. - State Prison, Clermont FL

. Dade City ) Sumter Cotr. Inst. - State Prison, Bushnell FL

. City of Brooksville e Southwest Florida Water Management District
. City of Zephyrhills . Sumter County Schools

. City of Dunnellon . Village Community Development District

o Floral City . SECO Energy/ Sumter Electric

o Lake County . Walmart

° Citrus County o Progress Energy/Florida Power and Light

. Marion County . CSX Railroad

Market data was submitted by 20 of the 30 desired target organizations. This fs a significant level of
response and strengthens the conclusions drawn by this survey. Data collected outside of the County
was adjusted for Cost of Living using Enterprise Florida and University of Florida annual cost of living
index factors which are divided state-wide by county. This calculation allows salary doflars from
entities across the state to be compared in refevant Sumter County spending power.

Predictably, those organizations that elected not to participate in the salary survey were primarily
those in the private sector. In fact, not a single private sector peer identified provided data for this
analysis, In lieu of direct data gathered from these companies, secondary data from the Economic
Research Institute (ER|) was collected for the benchmark classifications to provide the private sector
perspective. ERI is chosen because we want the lowest level of aggregation that is allowed. Most
third parties will not provide the actual respeonse data, but will allow some aggregation and
disaggregation of the data. ERI offers a considerable amount flexibility on defining the market and
customizing jobs, so they are one of our partners of choice.

Sixty five job classifications were selected as benchmark positions for the County. The selection
process was based on the goal of having a representative sample of jobs that were proportionately
distributed among the job families, pay grades, departments and elected officials’ offices.

Market Minimums

As Exhibit 3A illustrates, at the minimum of the respective salary ranges, the County is on average,
approximately 0.33 percent above market, across all surveyed job titles after cost of living is taken
into account. While the cumulative average differential is effectively at market, some position ranges
did fall above and below market,

Based on the data gathered at the surveyed market minimum for these benchmark positions, the
following can be determined:

+ The surveyed position differences ranged from a low of 71.7 percent below market in the
case of the Deputy Appralser | classification to a high of 58.1 percent above market for the
Tax Supervisor classification. It should be noted that these are pay range differentials and
not salary differentials and are not indications that the incumbents in these positions are
over or under paid.

o County compensation data was not available for 11 classifications. This means that the
data collected from market peers for these classifications are presented in Exhibit A but
are not compared to present County ranges. These positions are not currently assighed
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formal pay grades with establshed ranges so white market data were collected for them,
as displayed in the exhibit, those market ranges cannot be used to assess the
competitiveness of the County’s ranges, since they do not exist.

« Elections Specialist |
s Election Service Center Manager
« Chief Depuly
« Crime Scene Evidence Specialist
s Truancy Deputy
s Patrol Sergeant
s Detective
s Fleet Clerk
= Lead Dispatcher
s Emergency Management Director
¢ Of the B4 County positions for which market minimum data was collected, 20 reported to be
below market which represents 37 percent of these benchmarks.

+ A total of 9 positions indicated market differentials at the pay range minimum that were
greater than ten percent below market. These are listed below with their market differentials:
o Deputy Appraiser | - 71.72 percent below market
o Firefighter - 51.06 percent helow market
« Drivers License Manager - 32.14 percent below market
+ Fire Chief - 25.64 percent below market
e Staff Engineer - 22,11 percent below mari&et
s Transit Manager - 18.17 percent below market
s Sign Shop Technician - 15.60 percent below market
+ Veteran's Service Counselor - 12.07 percent below market
s Appraisal Services Manager - 11.97 percent below market

« Market differentials as dramatic as those observed in the case of the Deputy Appraiser |,
Firefighter, and Drivers License Manager are indicative of less accurate market title matches
by salary survey participants. For example, many of the County's peers require EMT
certification for their Firefighter position. The County does not, and their pay drade reflects
this. Drivers License Managers in other jurisdictions manage entire programs or divisions
where that is not the case with the County where this is primarily a clerical and customer
service oiiented position. For this reason, dramatic upgrades for these positions will not likely
be recommended.

s Of the 20 below market classifications, they are an average of 15.8 percent befow market.

% Evergreen Solutions, LLC Page 3-3



Chapter 3 - Market Summaiy Compensation Market Salary Study for Sumter County, FL

Market Midpoints

Markel Midpoint is important to consider because it is commonly referred t0 as the closest
estimation of full competence and market average compensation for any given classification. The
process hy which employees move from entry level (minimum salary) to midpoint in a pay grade
typically takes between 6 and 10 years. A midpoint compensated incumbent should be fully
functional in their classification. At certain times in history when step-based pay plans were more
popular and widely utilized, employees attained midpoint at a prescribed point in time based on
annual steps. In an open-range or broad band pay plan this process is more fluid and commonly
hased on COLA increases or a merit-based pay system.

Exhibit 3A depicts salary comparison data at the range midpoints for both the County and its survey
peers. The exhibit demonstrates that the County on average is 0.94 percent above market at the
midpeint. At the market midpoint, the benchmark positions ranged from a low of 77.4 percent below
market for the Deputy Appraiser | to a high of 46.5 percent above market for the Tax Supervisor
classification.

As these differentials are compared to those established at the range minimum, an uncommon
consistency is observed and should be kept in mind as the County’s market position is further
analyzed. The observed difference between the County and the market stays within 0.5 percent from
minimum to midpoint. if this trend continues at the range maximum, then clear determinations can
be made about the structure of the pay plan.

Based on the data gathered at the market midpoint of the salary range, the following can be
determined:

¢ Nineteen of the 54 classifications for which data was received were found to be below
market at the midpoint which represents 35.2 percent of all benchmarks.

s Of the positions below market at this central point in the range, it was found that they were
an average of 16.4 percent lower than their peers.

» Nine classifications (16.7 percent) were greater than ten percent helow market.

The fact that distance from midpoint is so close to the market differential observed at minimum
indicates that the pay plan represented by market average to this point and the pay plan present in
the County are constructed extremely similarly. The continuation of this trend at the pay range
maximum will further support this hypothesis.

Market Maximums

County pay range maximuim values as they compare to the survey respondents are also illustrated in
Exhibit 3A. Range maximum is important for conslderation because it represents the top earming
potential for an incumbent in any classification. It also represents the highest doliar amount that an
employer is willing to pay for high levels of knowledge, skills and ability in conjunction with certain
intangible elements such as institutional knowledge or extensive professional experience.

A market competitive range maximum can often be an finportant recruiting tool when seeking high
level recruits who have the potential of bringing an uncoramon level of expertise to an organization.
For example, if the County were recruiting a Director level position and were attempting to attract an
incumbent with 20 years of experience who is relocating to Florida from another part of the country
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with higher regional compensation such as the Northeast United States, the range maximum may be
appropriately offered to that prospective employee to increase the chances of recruiting them,

This point of analysis shows the continuation of the trends noted in the minimum and midpoint
compariscns. The overall pay plan changes competitive position by a statistically insignificant
amount by reflecting an average maximum value that is 1.19 percent above market which is within
two tenths of a percent of the differential observed at midpoint.

The comparison of market maximumes yielded the following considerations:

e Of the 54 positions with valld comparisons, 19 reported maximum salaries lower than the
market maximum.

» Of these betow market positions, 8 (14.8 percent of the total) reported range maximums
greater than ten percent below market.

+ At the survey maximum, differentials range from a low of 88.29 percent below market for the
Drivers License Manager to a high of 34.9 percent above market for Tax Supervisor,

While there are specific classifications that do appear to be placed in pay grades that fall short of
market levels, the most dramatic outliers on either side, such as the Tax Supervisor, the Deputy
Appraiser |, and the Drivers License Manager classifications is likely a resuit of poor market matches
reported by salary survey peers. A small amount of this is expected in every salary survey, and in a
study which includes 85 benchmarks, it may be expected that some bad matches will be reported.
That being said, on average each of the 54 benchmarks had 11 points of comparative data; some
had as few as two while others had as many as 19 peer reported data points that were factored into
the analysis. The average of 11 is very strong, however, and supports a relatively high level of
confidence in the data as reported. Dramatic observed market differentials may warrant
classification analysis of these jobs to ensure that the duties represented in the descriptions for
these jobs accurately reflect those being performed by incumbents.

It shouid be noted that the standing of a classifications pay range compared o the market is not a
definitive assessment of the individual employee's salaries being equally above or below market. It
does, however, speak to the County's ability to recruit and retain talent over time. If starting pay is
significantly lower than the market would offer, the County will find itself losing out to their market
peers when they seek to fill a position. 1t is equally true that market differentials at the maximum will
serve as a disincentive for tenured employees to remain employees of the County. The County
currently finds itself in an unusually level position with regard to the market. The fact that the market
average ranges are so close to those same range points indicates that the County is utilizing a pay
plan that mirrors the average structure present in the labor market. They are virtually identical, on
average, when minimum, midpoint, and maximum are analyzed. Depending on the County's
compensation philosophy and goals, changes to the structure may or may not be warranted. The
County has a stated compensation goal of being fairly placed with the market and they appear to
have achieved that.
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EXHIBIT 3A SUMTER COUNTY
SALARY SURVEY MARKET AVERAGES AND DIFFERENTIALS
Do e M e M :
“Avg % DIff e Avg % Diff -
65,320588

Max

‘Classification

Fire Chief

82,565.76 99,810.94
33 1Staff Engineer il 45,104.74 | -22.11% 50,474.05 | -18.06% 68,027.97 | -15.82%
45 {Transit Manager 5 48,113.85 | -18.17% 62,81047 §-19.11% 77507.05 | -19.70%
15 {5ign Shep Technlcian g 23,799.21 | -1540% 29,898.02 §-12,13% 3599583 ] 9.95%
31 {Veteran's Service Counselor B 25,688.00 | 1207% 34,038.73 1 -10.34% 4137848 -9.25%
51 |Appraisal Servites Manages 4 45,113.27 [ -11.97% 59,829.60 | -14.87% 74545903 | 16.37%
38 [Animal Control Qfficer 4 2481107 | -932% 31954911 8.73% 3909875 [8.36%
23 | Systems Coordinator 13 40,134.87 [ -B466% 5067742 | -5.73% §1,160.98 | 4.13%
48 |Budget/Purchasing Director 12 50,627.94 [ -7.17% 6432388 | 5.36% - 7858522 -4.889%
& |Driverl 7 2088837 | -1.10% 26,339.34 | -3,74%" 31,84854 | -2.17%
34 |Office Supervisor 10 29,089.82 | 546% 36,95639 | -3.47% " 4499257 | 2.61%
35 |Parks Coordinater (Crew Leader} 14 31,85274 | -510% 40,326.91 | .2.43% 4870108 | 0.75%
11 [Parks Groundskeeper 15 2055435 | -4.84% 2591568 | -2.07% 3136259 | 0.61%
43 [HR-Administrative Services Manages 13 4932100} -461% 6327683 | -3.64% 77,728.76 | 1 8.70%
28 |Risk Managament Spacialist 11 2873166 -4.17% 3642650 | -1.99% 4442836 | -131%
52 [Mapping Coordinator 7 2930351 -239% 37450401 1.07% 45,615.28 | -0.24%
16 |[Budget & Purchasing Coordinator 12 30470585 0.23% 38,794.82 1.46% 47,118.67 252%
12 [Maintenance Worker i6 19,692.31 ] ~ 0.07% " 24,546,147 332% 295587151 5.14%
25 f{library Supervisor 10 34,192,033 | L230% 39,977.78 3.30% 4897457 352%
29 {Senior Programmer Analysi Coord i0 43,652.29 { -2.76% 5%566.19 4.43% 67.677.49 520%
42 |Housing Services Manager 7 43581311 "292% 54,999.18 5.40% 66,417.05 £.96%

26 {Planning Techniclan

2 {Ubrary Assistant

7 |Office Assistant

32 |Working Foreman EO

24 |Human Resources Speciatist
21 |Fire Plans Examinerdinspector
13 [Mechanic

30 [Technical Services Coardinator
10 [Malntenance Technician |
44 [Public Works Director

18 [Buliding Support Technician
20 [Employea Benefits Spectallst
9 jEaquipment Oparator it

4 |Technical Services Assistant
3 {Staff Assistant|

S {Staff Assistant|l

14 {ShopForemanR & B

1 JHousing Assistant |

£ |Staff Assistant lll

25,452.23 { "3.10%
19,700.62 4.31%
18,766.16 4.34%
30,072.29 5.80%
27,274.16 5.82%
40,258.30 | 5.86%
25,838.19 6.32%
34,552.17 6.46%
23,316.24 6.79%
64,844.03 | 6.94%
2444175 6.95%
28,15841 |  7.38%
2423490 | 7.74%
22,929.60 | - 8.33%
20,778.62 | 845%
22,859.74 [ 8.61%
32,117.97 | - 8.71%
23,914.87 |- 8956%
24,910.14 | - 9.69%

32,14221 ) 5.50%
2507384 | "5.86%
2334111 | - 807%
37,8161 | 8.13%
34,628.93 | - T7.66%
50,864.12 | ~8.16%
3249592 | -9.01%
4447270 | 1.66%
29,324.17 | 9.48%
8336864 | 7.61%
30,74600} 9.81%
35,849.68 8.94%
30,693.87 9.76%
29,094.86 | 10.19%
26,38256 | 10.23%
28904466 | 10.78%
4132741 | 9.29%
3043245 | 1053%
3155330 | 11.65%

3683218 | 7.01%
3064275 | B.71%
27,902.01 | 10.50%
46,083.67 | 9.21%
42,196.73 | 835%
61,616.16 | 9.37%.
39,278.02 | 10.42%
54,040.29 | "7.99%
3538650 | 11.04% -
101,893.25 | ~8.03%
37,050.25 | 11.28%
43,733.20 | "9.52%
37,228.88 |-10.85%
35,452.13 | 10.87%
3198434 [ 11.35%
3493987 | 12.16%
B0,76230 | 9.25%
37,182.27 | 10.96%
38,192.93 | 12.90%

wiwinloalelo|lelolanlen|leiolelaloiajeialie]o| oo oo oloieiniel Wi O] e e e O O 8 ] 0T A O LU O DO A 0| A | 8 (] B
wlinluieleialelrwlelajelule|aloloelelelele]ele]e el olelauinonlun e e vle e OO e el e e A TE A THE TS BB TG OB TN B TR 0 N
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40 [Community Services Director 7 $9431.29 127% 76,92706 | 132%- 9442280 F 1.35%
19 |Parks Crew Leader 18 27044011 1104% 34,154.10 [ 118.25% - 4140361 | 14.34%
B3 [Records Administrator 8 3243380} 11.25% 40.,658.78 | 14.09% 48883.76 § 15.87%
38 |Assistant Housing Manager 4 31,963.02 | 1347% 40,761.99 | 14.79% 49,560.96 | 15.62%
47 |Library Services Menager 7 4702237 13.88% 59,868.67 | 16.33% 1339122 1547%
54 |Customer Service Rep ! 16 20,167.60 | 14.34% 2558143 ' 8.65% 31,083.09 [-32.02%
22 |GIS Coordinater il 41,943.75 ] 15.28% 43,32946 § 16.82% 684,716.17 | 17.79%
39 [Assistant Public Works Director 9 50,512.85] 16.09% 64,585.83 | 17.15% 78.658.81 | 17.82%
27 |Prebation Cificer 2 26,437.13 | 17.19% 33.912,09 | 17.97% 41,387.04 | 18.46%
17 {Building Inspector 11 37,091.86 { 21.33% 16,486.24 | 23.86% 55,880.63 | 2545%
&5 |Tax Supervisor 3 28,378.12 | 68.06% . 36,183.20 | 46.52% 43,988.27 | 34.98%
48 |Elections Specialist | 4 20,900.04 | - CDU*’ 27,115.21 Chux 33.330.37 Coux
A9 {Election Service Center Manager 2z 3544182 | - CDU% .~ 46,553.18 CDu* 57,664.53 CDU*
57 [Chief Deputy T 63,014.74 | "-CDU* 75,082,988 CDu* 87.151,23 Cou*
58 [Crime Scene Evidence Speclatist 9 26,102.41 | “CDU* 32,824.84 CoU* 39,821.04 Cou*
58 [Truancy Deputy 4 34,493.4¢ Cou* 45,625.63 CDU* 54,519.95 {oU*
60 [Patrol Sergeant B 4758355 CoU* 55,637.09 COU* 63,690.64 CDU*.
61 [Deteclive g 36,746.38 CoU* 45,263.27 Cbu* 54,041.01 CoU* -
62 [FlaetClerk g 29,162.95 Cou=* 36,827.80 Cou* 4449276 | CDU*"
63 [Lead Dispatcher 41 26,288.35 CDU* 33,286.83 Cou* 40,413.27 [ CDU* -
64 [Emergency Management Director 7 64,489.05 ChU* §2117 51 COU* 10052641 | . CDU*

*CDU indicates thal traditionz] pay ranges or grades are not currently In use for these classifications by their respective elected officials

Source: Evergreen Solutions, August 2010

!
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Chapter 3 - Market Summary Compensation Market Salary Study for Sumter County, FL

Three classifications were removed from the market analysis for consideration in the solution due to
poor market peer matches. The Deputy Appraiser | was matched by the market peers to positions
that were second in command of their respective departments. The Firefighter among peer
organizations requires EMS or Paramedic certification in many cases which drove up the market
average pay grade greatly. The County has “Schedule C” dealing with extra pay for certifications.
Similarly, the Drivers License Manager position among peers was matched to a position of upper
management over ah entire department or division whereas in the County it is primarily a clerical
and customer service oriented poslition. For these reasons, these positions have been removed from
the market exhibit.

Salary Survey Conclusion

From the analysis of the data gathered in the external labor market assessment, the following major
conclusions can be reached:

» The County is approximately 0.33 percent above the market average minimum across all
benchmark titles,

« The County overall is 0.94 percent above the market midpoint average across all titles
inciuded in the survey.

+ At the maximum of the range, surveyed County jobs are on average 1.19 percent above
market average.

» Taken together, this indicates that County pay ranges are effectively keeping pace with the
market, both in structural terms (the dimensions of the plan) and in competitive terms (the
value of the grades). Some positions may warrant market-based upgrades while other more
dramatic outliers warrant additional classification analysis.

The County currently finds itself in an unusually level position with regard to the market. The fact that
the market average ranges are so close to those same range points indicates that the County is
utilizing a pay plan that mirrors the average structure prasent in the labor market. They are virtually
identical, on average, when minimum, midpoint, and maximum are analyzed. Depending on the
County’'s compensation philosophy and goals, changes to the structure may or may nhot be
warranted. If the County desires to be a compensation feader, seme changes are needed. If the goal
of the County is to be “at” market value on average, they have effectively achieved this goal,
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INTRODUCTION

The analysis of Sumter County's (County) compensation systems revealed a number of
strengths and weaknesses that are not uncommon in a public organization. The County
possesses a system that was designed to be fair, uniform, comprehensive, transparent, and
well stratified based on work performed. Given the results of the market analysis outlined in
chapter 3, there does not appear to be any systematic market lagging. The County can
confidently say that by in large, they are competitive with their labor market. That being said,
some jobs and associated job families were discovered to be slightly behind market.

Arriving at the overall recommended solution for the County is a detailed process involving
all components of the research conducted. Research includes:

e Qutreach - Evergreen consultants collected anecdotal data from County staff and
management throughout the outreach component of the study.

e Current Environment Review - Internal structure (including compensation structure,
practices, etc.) was analyzed versus best practices and market trends and a
statistical assessment of current conditions was completed.

s Market Analysis - External equity was analyzed based on market compensation data
collected from peer organizations.

The remainder of this chapter presents the recommendations by category. The categories
include:

1. Compensation
2. Administration
3. Summary

4.1 COMPENSATION

FINDING

Where classification analysis is primarily designed to identify and rectify issues of internal
equity, compensation analysis involves assessing and improving external equity. Specifically,
external equity deals with how well an organization compensates similar work in comparison
to its market peers. Based on Evergreen Solutions’ analysis, the compensation structure
was virtually even with the market across the entire pay range. As a result, Evergreen
Solutions is recommending no changes to the compensation structure. The County has
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Chapter 4 - Solution Compensation Market Salary Study for Sumter County, FL

implemented a pay plan that nearly exactly mirrors the cost of living adjusted market values
present in the identified peer organizations.

Within the overall favorable market analysis there were, however, pockets of market
inequity. Given the fact that the pay plan itself is decidedly strong, those positions which
exhibited inequity can simply be upgraded to match their market position.

When individual classifications are upgraded in response to observed market differentials in
isolation, it can have unanticipated ripple effects on neighboring classifications. Thus,
adjustments must often be made for entire job series or families. This is the case in Sumter
County and has been addressed in Exhibit 4A.

Evergreen Solutions recorded limited market inequity but in order to address it and not
create worsened internal inequity, 26 total job classifications are recommended for
upgrades. A complete list of those affected classifications is displayed below in Exhibit 4A.

EXHIBIT 4A SUMTER COUNTY
PROPOSED CLASS UPGRADES AND TITLE CHANGES

Animal Contro} Officer Coordinater i7 18

Appraisal Services Manager IR Not In Current Range 7 27% -7

Budget/Purchasing Manager N 28 29

Clerk/Diiver | ' 12 13

Crew Leader 19 20

Deputy Fire Chief - Administration - 28 a2

Deputy Fire Chief - Operations S 28 32

Director.of Community Services .~ R 33 G 34

Driver [ - 10 1%

Drivertl S A minn g g
Drivers License Manager Not In Current Range 20*

Fire Chiof . e R T T g

Firefighter o o 10 12

Firefighter - Fleet Maintenance Tech o : BT B )

Groundskeeper 10 i1

Human Resources/Administrative Services Manager - - 287 LTEL29 R
IT Support Technician Il _ o 21 22 IT Support Technician

IT Systems Coordinator o 23 T g SRR o
Kennel Coordinator 15 16 Animal Control Coordinator
Office Supervisor ' 17 18 S
Officer 13 14 Animal Control Officer
Risk Management Specialist o 17 R [ R Lo

Sign Shop Tech _ o 11 14

Staff Engineer: - : SRR R 23 c27

Transportation Manager - B : S

Veterans Service Counselor S T g4 g

Source: Evergreen Solutions, August 2010

%
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Chapter 4 - Solution Compensation Market Salary Study for Sumter County, FL

The exhibit proposes pay grade increases for positions which include those identified as
below market in Chapter 3 in addition to positions directly connected to those below market
positions organizationally. Changes to pay grades should not be made in isolation;

It should be noted that the dramatic market differential observed in Chapter 3 did not result
in as dramatic an upgrade for the Firefighter position. This is due to the fact that many of the
County’s peers require certification as an EMT or Paramedic for their entry level firefighters.
Sumter County has adopted a detailed schedule of compensation additions that can be
achieved through certifications earned by their Firefighters. The “Schedule ‘C’ Full-time
Firefighter Certification Incentive” document details these additions to pay and allows the
County to keep their firefighters in one consolidated pay grade while still rewarding their
achievement of advanced certification. That being said, a small upgrade was recommended
in recognition of the fact that adjusted hourly wages for Firefighters with EMT certifications
earhing an additional 53 cents per hour still fall below market and warrant some
adjustment.

Additionally, the market differential observed for the Deputy Appraiser | classification was
the result of a bad match where the market respondents interpreted the class title to be that
of the Deputy Department head. That is not the case in the County and as such, no
recommendation is proposed for that position,

Also included in this exhibit is a column for classification title changes which are presented
here for the County’s benefit. It is unclear if, for example, the IT Support Technician series of
jobs has a vacancy at the “I” level or if that classification was eliminated. If the County has
no plans to encumber this classification then it should be eliminated and the IT Support
Technician i class should be re-named to suit.

The “Officer” classification is recommended for revision simply to clarify its placement within
the County and to make the name representative of the work being done. This is often the
easiest type of classification change to justify and to overlook. if the County desires to clarify
this class title, doing so is easy.

FINDING

Another important factor of a compensation system is the manner in which employees move
through the pay plan. There are predominately three approaches adopted by most public
organizations.

¢ Step

s Cost of living

¢+ Merit
In the past, most public organizations utilized a grade and step approach similar to the
former pay system used by the County which incorporated predetermined, percentage-based

pay steps in each pay grade. In this approach, all employees at the same step in the same
pay grade received the same compensation and an employee moved through the steps
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Chapter 4 - Solution Compensation Market Salary Study for Sumter County, FL

based on years of service until a maximum step was reached. At present, the County utilizes
an open range pay plan for all employees with the exception of some elected officials’
offices where salary is determined without a pre-established pay grade. Step plans continue
to thrive in paramilitary style environments such as police and fire departments where strict
rank structures are adhered to. Step plans also remain popular among unionized workforces
for their predictability and the way in which they lend themselves to negotiated annual
increases.

Many organizations, like Sumter County, have rightfully moved away from the step plan
approach and adopted a “cost of living” centered approach. The “cost of living” centered
approach draws on a preselected metric that captures the percentage change in the cost of
living based on a combination of goods during a fixed period of time. Pay grades are
established based on market conditions and employees are adjusted or moved through the
pay grades based on the percentage change in the cost of living during the period. This
open-range, cost of living approach is often supported by pay-for-performance or merit
based systems where employee compensation is adjusted in accordance with their
performance levels and certain measurable outcomes of their work.

Merit-based approaches arose in response to concerns with differentiating the performance
of public employees and the desire to emulate the reward approaches of the private sector.
However, once adopted, it is common for the merit-hased approaches to function more like
the cost of living approach since most employees receive the same score during the
evaluation process (based on budget constraints) and thus there is little differentiation in
the increases given. Moving incumbents through the pay plan based on actual performance
is preferable to other alternatives if the system is well managed.

RECOMMENDATION 4-1

Evaluate the feasibility of implementing a merit based pay plan.

Evergreen Solution's recommends conducting a full review of the performance management
system (i.e., tools, policies, procedures, etc.) and, moving forward, utilizing employee
performance as a standard for compensation increases. Within this framework, employee
compensation increases should be applied to help progress employees through the pay
range and at the same time promoting performance to help achieve the organization’s
goals.

A subjective merit pay system is a substantial initiative that would ensure that performance
is the key to organizational productivity. In order for the organization to ensure that the
system is not abused, measures should be put in place to ensure that individual bias and
budgetary issues are not factors in individual evaluations. In a well integrated merit pay
system, employee performance is evaluated prior to budget allotments and subsequent
salary increases are given as a percentage of total allotment (i.e., funds are distributed
based on the relative scores of employees) versus assigning scores based on budgetary
determinations.

FINDING
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Chapter 4 - Solutlon Compensation Market Salary Study for Sumter County, FL

Once the proposed compensation changes are made, the next step is to transition
employees into their new grades. Typically, there are two primary steps for implementation -
slotting jobs into the structure and a “bring employees to the proposed minimum salary”
calculation. Occasionally compression adjustments are recommended as well. Compression
adjustments are typically given to restore the pay spread between employees that have
been moved as a result of an adjustment to minimum and those that were not affected. In
this scenario, compression adjustments would be considered Step Three.

RECOMMENDATION 4-2

Instal! identified classifications into proposed pay grades and bring all employees up to the
minimum salary of the proposed pay grade.

Step 1 of the process is to slot individual classifications into their proposed pay grades
based on external equity status and internal equity hierarchy. As is the most common
approach in studies like this, a representative sample of benchmark classifications was
submitted to the market for comparison. Following the initial slotting, job series changes are
analyzed and evaluated to ensure that proper afignment is maintained between different
levels of jobs (i.e., Operator licenses A, B, and C and supervisory relationships).

Step 2 of the plan is to slot individual incumbents into the new compensation system and
observe the outcome. Once this is done, it is conceivable that a small number of incumbents
may be paid a current salary that is below the minimum of the proposed range. These
individuals should be raised to the proposed minimum if necessary. By in large, individual
salaries of incumbents are expected to fall within the ranges identified in the market
analysis, and traditionally, a salary that falls within the market average range is viewed as
“competitive”. This fact is important to realize when one analyzes the proposed pay grades
presented. The cost impact of this recommendation is expected to be very small.

4.2  ADMINISTRATION
FINDING

The County currently has a broad policy for dealing with employees who are topped out in
their pay grades. Such a policy should direct the compensation of these employees in every
situation and should deal with the fact that pay grade maximums are true maximum
salaries. For that reason, a more robust policy should be developed.

RECOMMENDATION 4-3

Develop a more comprehensive policy dealing with employees being paid at or above the
maximum of their pay grade.

A sample of how this policy might be worded is provided below for the County’s evaluation
and perusal. They may adopt or amend it in any way they desire but with ail formal policies,
should have their attorney review its soundness and tailor it to fit the style and demeanor of
other such established policies.
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Chapter 4 - Solution Compensation Market Salary Study for Sumter County, FL

Topped-Out Compensation Policy

No incumbent shall be compensated above the established maximum of their
respective established pay grade.

Any incumbent paid at their pay grade’s maximum shall not have their salary
increased until a time at which the value of the pay grade is increased, either in
response to changes in market value, reclassification of the position, or increases in
cost of living,

Any incumbent paid above their pay grade’s maximum shall not have their salary
increased until a time at which the value of the pay grade is increased beyond their
current salary, either in response to changes in market value, reclassification of the
position, or increases in cost of living.

FINDING

Any compensation system will fail to meet a municipality's needs if it does not have strong
administrative support. Recommendations are derived from data for a fixed period of time.
In other words, compensation plans have definitive shelf lives, after which, they will fail to
compete with the market and cause recruitment and retention strain for the County over
time. Without proper maintenance, the compensation structure will lose its effectiveness
and market competitiveness over a period of three to five years. Maintenance is the hidden
need and cost of most systems. While the County's present plan appears to be meeting its
needs and mirroring the market in overall competitiveness, the County can only hope to
maintain this position through regular maintenance.

RECOMMENDATION 4-4

Select a small sample of classifications and conduct a localized survey of market values and
benefit changes on an annual basis to determine market competitiveness and make
appropriate adjustments,

The County should maintain its efforts to keep pace with public sector growth in terms of
employee salaries. In order to maintain its competitiveness, Human Resources should select
a small sample of classifications, particularly those with recruitment or retention problems,
and conduct a survey of peer organizations to determine the relative external ranges of
these classifications. This commitment to competitiveness is all the more important when
one examines the current economic conditions. Many economists have predicted that the
present economic crisis is causing a buildup of demand in the labor market. Many are also
indicating that when economic conditions begin to soften in the near future that the
potential exists for a sudden rash of movement in the labor market. People who have
“tolerated” their stable jobs and accepted lower wages may tend to be more willing to
change jobs for increases in pay.
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Chapter 4 - Soiution Compensation Market Salary Study for Sumter County, FL

The Human Resources staff should contact market peers directly or access readily available
secondary salary survey database resources to make determinations about market
competitivenass and recommend appropriate adjustments.

The County should ensure that identified administrative practices are put into place to
maintain competitive and equitable compensation and classification over time. These
‘annual surveys will work to ensure that external equity is maintained. Any changes made to
individual classifications should he separate from individual salary adjustments, unless
relevant changes move the salary outside of the proposed salary range.

FINDING

In order to maintain market competitiveness hetween compensation and classification
studies, the County must continue adjusting its pay plan on an annual basis. Rather than
relying only on consumer price index (CPl) values for cost of living adjustments, the County
would benefit from contacting their local peer group and determining their approach to pay
plan adjustments and consider that in addition to consistent economic indicators such as
CPI.

RECOMMENDATION 4-5

Adjust the pay plan each year based on the resuits of the average movement of peer pay
levels.

Human Resources should reevaluate this list every couple of years to ensure that it contains
the most relevant labor market peers and make any necessary adjustments. The County
should contact the identified peers each year and request information regarding the
distance each peer's pay plan is being increased and any changes to benefits. By
determining the average percent increase of peer pay plans and benefit offerings, the
County can ensure its pay plan and other factors are increasing at the same relative speed
as its peers, thus maintaining or improving its relative position depending on the County's
compensation philosophy.

FINDING

Inevitably, compensation is subject to changes in the external market based on best
practices and other trends for human resources management. Given this understanding, the
County should ensure that its structure is up to date and reflective of best practices.

RECOMMENDATION 4-6

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

While compensation-only studies such as this are helpful in assessing market position vis-a-
vis a group of peer organizations, a comprehensive study which includes classification
analysis enables an organization to take a more complete look at both sides of the human
resources equation.
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Chapter 4 - Solution Compensation Market Salary Study for Sumter County, FL.

The County would be weli served to prevent the long term invalidation of its compensation
and classification structure by conducting a study of this kind as a measure of preventative
maintenance. Jobs change over time and the compensation market can shift quickly. These
subtle changes can and do compound over time and produce undesired consequences in
the long term.

Such efforts to maintain the system are viewed as a sigh that the County's leaders value
their workforce and are willing to take serious steps to preserve the competitiveness of their
compensation plan and practices by employees.

4.3 SUMMARY

The County should be proud of its dedication to high-quality service and continuous
improvement. Evergreen Solutions found that employees at all levels were committed to
their jobs and to the County, and also committed to maintaining and improving the positive
working atmosphere they enjoy. Evergreen Solutions' recommendations build upon the
strengths of the current compensation system and work to improve the challenges identified
by employees, management, and the project team.

Evergreen Sofutions would like to recognize the efforts of Kitty Fields from the County for her
efforts. A study of this significance often can be sidetracked and slowed down hy a less than
attentive client-side project team; however the County should be proud of Ms. Fields for her
commitment to making this a smooth and efficient process.
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