Mayor and Council
Meeting No. 17 - 15

          April 15, 2015

7:00 PM

6:00-7:00pm
Executive session pursuant to Sections 3-305(b)(3) and 3-305(b)(7) of the General Provisions Article of the
Annotated Code of Maryland 1) to consider the acquisition of real property for a public purpose and matters
directly related to the acquisition; and 2) to consult with counsel to obtain legal advice regarding the King Farm
Farmstead.

7:00 pm
1. Convene
2. Pledge of Allegiance
3. Community Forum
This time is set aside
Citizens are asked to
in advance by calling
who are speaking on

to hear from any community member who wishes to address the Mayor and Council.
keep their remarks to three minutes. Priority will be given to speakers who have signed up
the city Clerk's Office at 240-314-8280 by 4:00 p.m. on the day of the meeting and those
an agenda item.

4. Discussion and Instructions - Presentation and Discussion and Instructions Regarding Compensation and
Classification Study
5. Adjournment
NOTE: Times given for agenda items are estimates only. Matters may be considered at times other than those indicated.
Please check the upcoming Mayor and Council calendar listed after this evening's agenda for future meeting and Drop-in
information, including Community' Forum.
THERE WILL BE A COMMUNITY FORUM AT EVERY MEETING, UNLESS OTHERWISE INDICATED. When listed, Drop-in will be
held in the Council offices from 5:30 pm to 6:30 pm. All meetings are on Monday evenings unless otherwise indicated.
Worksessions in City Hall will be televised.
Please check with the City Clerk's office at 240-314-8280 for any further information.
Any person who requires assistance in order to attend this meeting should call the ADA Coordinator at 240-314-8100.

  

Mayor and Council

   For the meeting on:
   Department:
   Division:
   Responsible staff:

  April 15, 2015
  Human Resources
  Human Resources
  Karen Marshall, Director of Human Resources
  phone: (240) 314 - 8472
  KMarshall@rockvillemd.gov

Subject

Presentation and Discussion and Instructions Regarding Compensation and Classification Study

Recommendation

Staff recommends that the Mayor and Council discuss Evergreen Solutions’ final report, adopt the
proposed classification structure and agree on the implementation strategy to place employees
within that structure, as proposed by Evergreen Solutions, LLC.

Discussion

Background
Evergreen Solutions, LLC ("Evergreen") was hired by the City in FY 2015 to perform a
comprehensive Compensation and Classification Study. Compensation and classification studies are
performed to review organizational structure, to assess job descriptions, and to maintain
competitive and equitable pay.
Evergreen was tasked with reviewing the City’s existing classification plans, performing a salary
survey, preparing a pay plan, and conducting a benefits survey. During this process, Evergreen
reviewed the City’s existing classification and compensation structure for appropriateness, internal
equity, and external competitiveness. The final study recommendations are designed to assist the
City of Rockville in delivering a more equitable, modern, and competitive classification and total
compensation plan that supports efforts to attract and retain a highly qualified workforce.
Evergreen's project scope for the Compensation and Classification Study includes the following
elements:
Project Element
Element 1

Element 2
Element 3

Element 4

Description
Provide a comprehensive communications program to
keep all stakeholders informed throughout the entire
project
Development of a comprehensive job classification
structure
Adoption of a formal compensation philosophy by the
Mayor and Council, with a corresponding competitive
job compensation system
Development of a comprehensive performance
evaluation system

Status
Ongoing

Completed
Completed

To be completed in
calendar 2015

At the April 15 meeting, Evergreen will present its final report (Attachment A), including final
compensation and classification recommendations for the City of Rockville. The presentation will
address the following: proposed salary schedule, position grades and classifications; City benefits
compared to its peers; the recommended implementation strategy; and the cost of full
implementation. Nancy Berkley from Evergreen will be available to discuss the project methodology
and the process that underlies the firm's recommendations.

Final Report
Evergreen’s final report captures the first three elements of the Compensation and Classification
Study. The fourth element will be provided at a later date.
Employee Outreach
Chapter 2 of the report describes the employee outreach conducted throughout the study and
summarizes the feedback the employees shared with Evergreen on the Rockville’s current
classification system, compensation, benefits and performance evaluations. The Evergreen team
used the employee feedback to identify areas to focus on during the study and in developing the
salary survey and study recommendations. In its report, Evergreen noted that concerns that
Rockville’s employees shared exist in many organizations today but, overall, City employees believe
the City is a good, stable, place to work.
Current Conditions
Chapter 3 provides an assessment of the current conditions that exist within the City’s
compensation system. Evergreen describes the five separate pay plans that the City currently uses.
All regular, benefitted positions except for the appointed positions of City Manager, City Attorney,
and City Clerk are included in one of these pay plans. Temporary positions are not included.
The current pay plans include: administrative (open range), senior administrative (open range),
recreation and parks (open range), AFSCME (step), and Police (step). The exhibits on pages 3-2 to
3-4 provide the existing grades and number of employees in each grade for all five pay plans,
along with the minimum, midpoint, and maximum of each grade. Chapter 3 also provides a grade
placement analysis and quartile analysis.
Evergreen concludes that the City currently has a compensation plan with a solid, defined
structure; however, the City has not progressed employees' salaries through the ranges.
Market Analysis
Chapter 4 provides a market analysis in which the City’s salary structure and benefits package are
compared to the salary ranges and benefits offerings at twenty peer organizations. The Evergreen
team conducted a salary survey that collected data on 66 City benchmark classifications (listed on
pages 4-4 and 4-5 of the report), as well as a benefits survey.
As a starting point for the analysis, Evergreen compared Rockville’s current salary ranges for the
benchmark classifications to the 60 th percentile of resultant peer data. The analysis showed that
the City is, on average,
0.1 percent below market minimum across all surveyed classifications,
0.6 percent below market at the midpoint, and
1.0 percent below market at the maximum for the benchmarked positions.
Private sector market data was also examined. Evergreen found that the City is approximately 2.9
percent above the private sector minimum, 5.5 percent above the midpoint, and 3.5 percent above
the private sector maximum.
Based on the benefits survey results, Evergreen concluded that the City has a very competitive
benefits package that is comparable to market peers.
Recommendations
Chapter 5 of the report is devoted to Evergreen Solutions’ recommendations for improvements to
the City’s classification and compensation system. Each recommendation is summarized below.
Compensation Philosophy
Evergreen focused on the Mayor and Council's adopted compensation philosophy (Appendix A of
the report) when developing its recommendations. More specifically, Evergreen developed a pay
structure that competes well with the City’s recognized peers, is internally equitable and externally
competitive, and is based on an open range pay plan that provides for career and salary growth
based on performance.

Preliminary Recommendations
On March 16, 2015, Evergreen presented its preliminary recommendations to the Mayor and
Council, which included a proposed pay structure and a proposed implementation method for
placing employees into the new pay grades. This presentation gave the Mayor and Council an
opportunity to ask additional questions about project scope and methodology, obtain preliminary
results and recommendations, and receive a preliminary cost of implementation of Evergreen’s
proposed changes.
Since March 16, Evergreen has worked with the City to finalize the placement of positions into the
new pay structure. The adjustments to the placement of positions into the new pay structure
resulted in an increase to the preliminary implementation costs presented by staff on March 16.
The updated costs are described in the Fiscal Impact section below.
On March 23, the City Manager provided by email to the Mayor and Council the proposed open
range plan structure and the assignment of classifications to the proposed open range pay grades,
including all proposed new titles. A few additional changes that were not reflected in the March 23
email are noted below:
The classification Certified Tree Climber was inadvertently left out of the structure so it was
added.
Two new classifications were added to the structure – Senior Office Manager, Senior
Management and Budget Analyst.
The title Permit Software Support Specialist was changed to Software Support Specialist.
The title Public Works Data & GIS Specialist was changed to GIS Specialist.
The title Principal Buyer was changed to Senior Accountant.
The Forestry Inspector grade changed from 107 to 109.
The Safety and Risk Manager grade changed from 114 to 115.
Construction Inspector I and II titles were changed to Construction Inspector and Senior
Construction Inspector with grades changed from 110 to 109 and 112 to 110, respectively.
Recommendation 1: Revise the titles of some City classifications, consolidate some City
classifications, and establish new titles based on the work being performed by, and in some cases
the certifications required of, City employees.
The recommended title changes, consolidations and new titles are presented in Exhibit 5A on pages
5-2 to 5-4 of the final report.
Recommendation 2: Revise all job descriptions and create job descriptions for new titles, and
review job descriptions annually for accuracy.
Evergreen Solutions is in the process of revising job descriptions for all classifications included in
the study process. These will be provided under separate cover. Evergreen also recommends
reviewing job descriptions annually, which may be correlated with employees’ annual performance
reviews.
Recommendation 3: Update the City’s pay plan to reflect market conditions and best practices;
slot classifications into updated pay plan based on external and internal equity; and transition
employee salaries into the pay plan.
Exhibit 5B on page 5-6 of the report provides Evergreen’s recommended pay plan, which was
positioned at the 60th percentile. Exhibit 5C beginning on page 5-8 presents the proposed
classifications by pay grade.
The most notable difference between the current structure and the recommended structure is the
transition to one, open range pay plan. This is a major change from the five separate pay plans
that the City currently has. The current plans include: administrative (open range), senior
administrative (open range), recreation and parks (open range), AFSCME (step), and Police (step).
To implement the new structure, Evergreen recommends a current range penetration approach,
capped at midpoint. Under this approach, an employee’s relative salary position in their current

classification’s grade assignment will be maintained in the proposed classification’s pay grade
assignment if their salary is below the midpoint of the new range. Employees with salaries at or
above the midpoint of the new grade assignment will not receive a structural pay adjustment.
Information about the numbers of employees impacted by this recommended implementation
approach is provided in the Fiscal Impact section below.
Evergreen has not recommended any changes to the City's current City's benefits package.
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 make
adjustments to pay grade assignments, if necessary, and offer recruitment and/or retention
incentives for certain classifications, if necessary.
Recommendation 5: Conduct a comprehensive classification and compensation study every three
to five years.
Recommendation 6: Review guidelines 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 or department.
Recommendation 7: Review the policy for compensating employees whose salaries have reached
the maximum of their pay grades.
These final four recommendations relate to system administration and are focused on maintaining
over time an effective compensation and classification system. The Department of Human
Resources will develop a plan for ongoing maintenance and administration of the system adopted
by the Mayor and Council based on these Evergreen recommendations.

Mayor and Council History
Meeting Date
October 27, 2014
December 15, 2014
January 26, 2015
March 16, 2015

Agenda Topic
Overview of the Compensation and Classification Study
presented by Evergreen Solutions, LLC
Overview of the Components of the Compensation Philosophy
presented by Evergreen Solutions, LLC
Mayor and Council Approval of Compensation Philosophy
Compensation and Classification Study Recommendations

Fiscal Impact

The estimated cost of implementing Evergreen's recommendations for an open range pay structure
for all employees, including current range penetration capped at midpoint, totals approximately
$1.2 million across all funds (exclusive of benefits). Staff estimates that the associated benefits,
which include FICA, Medicare, pension, thrift, retiree health, and life insurance, will cost an
additional $0.3 million.
Chart 1 shows the estimated breakdown of the $1.5 million by fund:
CHART 1
Fund
Adjustment
General
$1,170,100
Water
107,300
Sewer
54,500
Refuse
97,200
Parking
11,700
Stormwater Mgmt
61,500
Speed Camera
16,100

TOTAL

$1,518,400

Staff recommends funding the General Fund portion from the City’s unassigned fund balance in
excess of the 15 percent reserve requirement. At the end of the second quarter, the unassigned
fund balance equaled $15.3 million, or 22 percent of adopted General Fund revenues. Staff
recommends utilizing the unassigned balance for this one-time structure implementation in FY
2016, and then building the new compensation levels into the FY 2017 through FY 2020 General
Fund forecast. Currently, the General Fund forecast has a total of $2 million in surplus over FY
2017 and FY 2018. When the General Fund changes are applied, the General Fund will balance in
these years, with deficits in FY 2019 and FY 2020. Staff will adjust other items in the forecast for
the final budget document in order to reduce the future deficits. The final forecast will include all
changes made by the Mayor and Council between the proposed and adopted budgets.
The non-General Fund portion will be supported by a variety of other funds, including: Water,
Sewer, Refuse, Stormwater Management, Parking, and Speed Camera. The respective changes to
these funds will be built into future rate setting models.
The $1.5 million salary and benefit cost only addresses the new pay structure and placement
within the structure, and does not represent the total cost for employee compensation increases
for FY 2016. In addition to this structure adjustment, the City Manager recommended a two
percent across the board adjustment for regular employees in the FY 2016 proposed budget, and
is finalizing other methods of compensation related to skill and performance based pay for FY
2016. The two percent across the board adjustment will be applied after the new structure is
implemented.
All employees in the study were classified into one of three groups. These groups include the
administrative employees, the American Federation of State, County, and Municipal Employees
(AFSCME), and the Fraternal Order or Police (FOP). Charts 2 through 5 show statistics on how the
recommendations impact each of these employee groups.
Chart 2 shows the number of employees that were included in the study and the number that will
receive a salary increase as a result of the structural shift:
CHART 2
Group
# of Total
# of Employees
% of Employees
Employees
Receiving
Receiving
in Study
Adjustment
Adjustment
Administrative
344
194
56%
AFSCME
98
73
74%
FOP
54
36
67%
TOTAL
496*
303
61%
*The total number of employees referenced in Evergreen's final report differs by two due the net of
two employees leaving City employment during the study period.
Charts 3 and 4 show the breakdown of the $1.2 million salary adjustment by employee group and
by department, respectively (do not include benefits):

Group
Administrative
AFSCME
FOP
TOTAL

CHART 3
Adjustment
$794,500
217,000
232,400
$1,243,900

CHART 4
Department
Adjustment
Attorney
$17,400
City Manager
46,000
CPDS
75,000
Finance
55,800
Human Resources
16,000
Info. Technology
28,300
City Clerk
3,300
Police
340,700

Public Works
Rec. and Parks
TOTAL

295,300
366,100
$1,243,900

Chart 5 shows the average employee salary increase by employee group (does not include
benefits):
CHART 5
Group
Average Increase
in Dollars*
Administrative
$4,095
AFSCME
2,973
FOP
6,455
Overall Average
$4,105
* Calculated based on the dollar value of the salary adjustment by employee group divided by the
number of employees receiving an adjustment in that group.

Next Steps

Human Resources will adjust the salaries of all impacted positions, and will also manage the
update to all related pay tables, job descriptions, and compensation policy documents before the
start of the new fiscal year.
Human Resources and the City Manager’s Office will continue to work with all employees; AAME,
FOP, AFSCME to explain the new open range pay plan and how it will impact compensation moving
forward. Human Resources will also develop policies, practices and processes to administer the new
plan, including regular reviews to maintain the City"s market competitiveness.
Evergreen will assist the City with implementation of a revised performance assessment system
(Element 4). This process will include the creation and distribution of performance appraisal forms
and training for all supervisors and staff, with an FY 2017 implementation.

Attachments
Attachment A Evergreen Final Report.pdf
Attachment A - Final Evergreen Report

City Manager:

Barbara B. Matthews, City Manager
Approved on: 04/13/2015
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EVERGREEN SOLUTIONS, LLC

Chapter 1 - Introduction
Evergreen Solutions conducted a comprehensive classification and compensation study for
the City of Rockville (City) beginning in September 2014. The purpose of the study was to
review the City’s existing classification and compensation structure for appropriateness,
internal equity, and external equity. This assessment involved reviewing and analyzing the
City’s current classification and compensation structure, including both salary and benefits,
and making recommendations in response to the findings. Evergreen Solutions evaluated
the work City employees performed utilizing a job evaluation process to determine and make
recommendations regarding the internal equity of positions. The compensation analysis
focused on external equity, or the market competitiveness of the City’s current pay structure
and benefits. Ultimately, both internal and external equity analyses were considered when
making recommendations to improve the City’s classification and compensation structure,
and provide recommendations that will enhance the City’s ability to attract and retain
qualified employees. The review and development of a performance evaluation system, also
included in the study, is underway and will be provided to the City as a separate deliverable.
In the study, Evergreen Solutions was tasked with:
•

Facilitating orientation and focus group sessions for employees and conducting
interviews with department heads;

•

evaluating the City’s current salary structure to determine its strengths and
weaknesses;

•

collecting classification information through the Job Assessment Tool (JAT) to analyze
the internal equity of the City’s classifications;

•

developing recommendations for improvements to classification titles and the
creation of new titles, if necessary;

•

assisting the City in developing a formal compensation philosophy;

•

conducting market salary and benefits surveys to assess the market competitiveness
of the City’s current pay plan and to determine common benefits offered by peer
organizations;

•

developing a compensation structure and slotting classifications into that structure
while ensuring internal and external equity;

•

developing an implementation strategy and providing cost estimates for
implementation;

Evergreen Solutions, LLC
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reviewing the City’s current performance evaluation system and providing
recommendations that complement the proposed compensation structure and
implementation strategy; and

• developing and submitting draft and final reports that summarize the findings and
recommendations.

Evergreen Solutions used a combination of quantitative and qualitative methods to develop
recommendations that build upon the City’s classification and compensation system. Study
activities included the following:
Kick-off Meeting
The kick-off meeting allowed members of the study team from both the City and Evergreen
Solutions to discuss different aspects of the study. During the meeting, information about
the City’s compensation and classification structures and philosophies was shared and the
work plan for the study was finalized. The meeting also provided an opportunity for
Evergreen Solutions to explain the types of data needed to begin the study.
Employee Outreach
Employee Outreach, during which the orientation sessions, focus groups, and department
head interviews took place, occurred in October 2014. The orientation sessions provided an
opportunity for employees and supervisors to learn more information about the purpose and
the process of the study, which helped to avoid confusion about the study. The focus groups
and department head interviews allowed City employees, supervisors, and senior
management to identify practices that were working well at the City as well as to suggest
areas with opportunities for improvement with regards to compensation, classification,
benefits, and performance management. The feedback provided during these sessions is
summarized in Chapter 2 of this report.
JAT Classification Analysis
For the classification analysis, all employees were asked to complete a JAT in which they
had the opportunity to describe the work that they perform in their own words. Supervisors
then reviewed the employees’ JATs and provided additional information about the
classifications when needed. The information provided in the completed JATs was utilized in
the classification analysis in two ways. First, the work described was reviewed to ensure that
classification titles were being utilized appropriately. Second, the JATs were scored to
quantify each classification’s relative value to the organization. Each classification’s score
was based on the employee and supervisor’s responses to the JAT, and the scores allowed
for a fair comparison of classifications across the City.
Analysis of Current Conditions
The City’s current employee database was analyzed with a close look at how the current pay
plan was being utilized. The current pay plan, the progression of employee salaries through
pay grades, employee tenure, and the distribution of employees among the City’s

Evergreen Solutions, LLC
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departments were all examined during this process. Chapter 3 of this report summarizes the
findings of this analysis.
Salary and Benefits Surveys
For the salary survey, peers were identified that compete with the City for human resources
and provide similar services as those provided by the City. A number of classifications were
selected as benchmarks representing a cross-section of the departments and levels of work
at the City. After the selection of peers and benchmarks, a survey tool was developed for the
collection of salary range data for the benchmarks. A survey tool was also developed to
collect detailed data about the core and fringe benefits offered by the peer organizations.
The salary and benefits data collected during the survey were then analyzed, and a
summary of the data can be found in Chapter 4 of this report.
Recommendations
During the recommendation phase of the study, Evergreen Solutions developed a marketbased pay plan and slotted classifications into the pay plan based on internal and external
equity. Next, implementation options were developed to transition employees’ salaries into
the new structure, and the associated costs of adjusting employee salaries were estimated.
Information was then provided to the City on how to execute the recommended salary
adjustments, as well as how to maintain the recommended compensation and classification
systems over time. In addition, recommendations for improvements to the City’s
performance evaluation system are underway, and will be provided to the City under
separate cover. A summary of the recommendations made by Evergreen Solutions regarding
the classification and compensation structure can be found in Chapter 5 of this report.

Evergreen Solutions, LLC
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Chapter 2 - Summary of Employee
Outreach
During the month of November 2014, an Evergreen Solutions team conducted employee
outreach; a series of orientation and focus group meetings with City employees, supervisors
and department heads. The orientation sessions provided the team the opportunity to
introduce City employees to the study process and to convey the importance of their role in
contributing to its success. During the focus group sessions with employees, supervisors
and department heads, the team asked questions and facilitated dialogue with participants
to gather feedback on the topics of the study. This feedback provided Evergreen Solutions
with valuable knowledge of the City’s employees and leaders’ beliefs, thoughts and
suggestions regarding the current classification and compensation system, benefits
offerings and performance evaluation process and tool. The feedback is summarized below:
General Feedback
The City’s employees, supervisors and department heads considered the City to be a good
organization for which to work. While meeting participants had several suggestions for ways
in which the City could improve, they also provided positive comments regarding
employment with the City, including:
•

The City was considered by employees to provide a stable and secure work
environment. Many employees witnessed friends and family losing jobs with other
organizations during the economic decline. The City, however, provided them with
secure employment as it did not furlough or lay off employees during this period.

•

Many employees came to work for the City because of the compensation that had
been provided; however, they expressed significant concern that their compensation
was no longer commensurate with their peers.

•

The sentiment held by many City employees was that their co-workers created a
comfortable and enjoyable work environment.

•

Some employees believed that the City offered better opportunities for career growth
than organizations with which they were previously employed.

•

For those employees who work a 37.5 hour workweek, it was asked that this policy
remain in place. These hours provide employees with increased flexibility to take care
of personal responsibilities.

Evergreen Solutions, LLC
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Classification System
City employees were asked by the Evergreen Solutions team to discuss any current
classification system issues. Specifically, focus group participants were asked to identify
strengths and weaknesses of the current classification structure, as well as any aspects they
believed needed improvement. The following are the responses from participants:
•

Some employees believed their current job titles do not appropriately reflect the work
being performed.

•

Most participants expressed concern that job descriptions were outdated, as the
work has changed over time, the descriptions have not been updated. The most
repeated expressed concern was that employees have acquired more duties that are
not reflected in the current job descriptions.

•

Some employees believed that there was little room for career progression and
expressed a desire for the development of a career ladder to define a clear path for
employees to advance in the organization.

Compensation
Employees were asked to provide feedback regarding compensation. Below is a summary of
participants’ comments:
•

Many employees wanted additional pay (salary) for advanced education, additional
certifications, on-call duty, specialty assignments, and bilingual skills.

•

Some employees stated that unfilled vacancies are contributing to the reassignment
of duties to existing employees who are not being compensated for the additional
duties.

•

Some employees believed that the compensation offered to potential and current
employees is below existing market conditions.

•

Most of the employees in focus groups believed that, as a result of a lack of raises
over the last few years, employees with significant City tenure are compensated at
the same level as relatively new employees.

•

Several supervisors stated that they had challenges retaining employees after
training or provisional periods due to relatively low salary provided to new hires.

Benefits
Employees were asked to provide feedback on the City’s benefits offerings. While many of
the comments from employees concerning benefits were positive and showed appreciation
for what was offered, several suggestions were made for potential improvements to the
City’s benefits, including:

Evergreen Solutions, LLC
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•

Employees appreciated that the City offered comprehensive health coverage for
dependents and families but would like to see more options provided to employees.

•

Employees would like to understand if there is an option to donate sick leave to a
bank to help other employees that may need the leave; the comments from
participants indicated uncertainty if this is a current option.

•

The retirement plan was greatly appreciated by most participants, but the lack of
salary increases has affected the total retirement amount that each employee may
have at the end of his or her career.

•

Employees were generally satisfied with the number of holidays offered by the City
and would not like to see the number of holidays changed.

•

While employees appreciated the leave buyback option, they would like to see the
opportunity to sell back more banked days, or they would like the sell back option
twice a year.

•

Employees who do not utilize the health coverage would like to receive some
compensation as they believe they are saving the City benefit costs.

•

Employees believed the vacation and sick leave accrual rates were very generous
and would not like to see these changed.

•

Many employees expressed concerns about the rising cost of health care, stating that
the amount they have to pay out of pocket has increased dramatically over the last
few years while their wages have remained stagnant.

•

Several employees expressed a desire for financial assistance from the City for recertifications and/or continuing education. Several employees stated that they had to
pay for their own certifications; many of which are required to be in the position.

•

The dental and vision plans were a concern for many employees. They believed the
coverage did not meet their needs. During the course of the study, new plans were
put in place, thus concerns may be lessened or alleviated.

Performance Evaluations
Employees were asked about their current performance evaluation system. Concerns with
and suggestions for improvements were:
•

The desire for a merit-based raise system linked to the performance evaluation
process was expressed by many employees.

•

Some employees would like evaluations to be implemented consistently across
departments. For example, some employees have received biannual evaluations,
some received annual evaluations, and some stated they had not received
evaluations at all.
Evergreen Solutions, LLC
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•

Employees expressed concern that evaluator bias has existed and attempts should
be made to eliminate this concern.

•

Employees expressed a desire to see a new evaluation form implemented because
the current one is believed to be outdated, not relevant, or useful.

Competitive Market Peers
Focus group participants were asked to identify organizations that they considered to be the
City’s competitors for quality employees. The most common responses are listed below and
were considered when developing the list of peers for the salary survey:
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

City of Alexandria, VA;
City of Annapolis, MD;
City of Baltimore, MD;
City of College Park, MD;
City of Gaithersburg, MD;
City of Manassas, VA;
City of Takoma Park, MD;
Anne Arundel County, MD;
Arlington County, VA;
Fairfax County, VA;
Howard County, MD;
Montgomery County, MD;
The District of Columbia;
The Federal Government;
Loudoun Water Authority, VA;
Montgomery College, MD;
The Maryland-National Capital Park and Planning Commission; and
Washington Metropolitan Area Transit Authority.

Recruitment and Retention
Focus group participants were asked to identify positions and functional areas where the
City had employee recruitment or retention challenges. Their responses are listed below:
•
•
•
•
•
•
•
•
•

Engineering Technician;
Fire Marshal;
Laborer;
Maintenance Worker;
Planner;
Police Communications Operator;
Police Officer;
Sanitation Worker;
Sanitation Operator;
Evergreen Solutions, LLC
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Secretary; and
Water Treatment Plant Operator.

Summary
The employee concerns discussed above exist in many organizations today, and yet overall,
employees believed the City is a good, stable place to work. Some of the major factors
motivating employees to remain employed with the City are the organization’s commitment
to serving the community through public service, the generous benefits package, the quality
of co-workers, and the work environment.
The Evergreen Solutions team utilized the feedback gained from employee outreach as
focus areas to consider during this study. The comments and suggestions were also taken
into consideration during the development of the salary survey described in Chapter 4 and
the recommendations described in Chapter 5 of this report.

Evergreen Solutions, LLC
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Chapter 3 – Assessment of Current
Conditions
This chapter provides a descriptive analysis of the current conditions that exist within the
City’s compensation system, and a brief overview of employee demographics in general at a
specific point in time, at the beginning of the study. Analyses below discuss the City’s
existing compensation structure, i.e. current pay plans, employees’ salary placement within
these plans, employee tenure, and the number of employees by department. Data included
here reflect the information and demographics in place in November 2014 and should be
considered as an analysis at a point in time. This information, paired with stakeholder and
employee feedback, and the analysis of internal and external equity was utilized as a
foundation to understand existing conditions and to develop the recommendations found in
Chapter 5 of this report.

3.1

PAY PLAN ANALYSIS

The City has five separate pay plans for administrative (Exhibit 3A), management (Exhibit
3B), recreation (Exhibit 3C), union (Exhibit 3D), and police employees (Exhibit 3E). Each
exhibit shows the number of employees assigned to each pay grade; each pay grade’s
minimum, midpoint, and maximum salaries; and each pay grade’s range spread. A pay
grade’s range spread is the percent difference between the grade’s minimum and maximum
salaries, relative to the minimum salary. Only those pay grades that are currently occupied
with employees are provided in each exhibit. The City has a total of 505 employees all of
whom (except for the five elected officials, the City Manager, and City Attorney, and the
position of City Clerk) are included in the below analysis.
Exhibit 3A shows the pay plan for administrative employees. At the point in time in
November, 2014, at the beginning of the study, there were a total of 322 employees in 22
currently occupied administrative pay plan grades. The range spread for all 22 grades was
61.9 percent.
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EXHIBIT 3A
ADMINISTRATIVE PAY PLAN
Grade
6
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
30

Minimum
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$

28,728.57
33,256.39
34,918.95
36,665.78
38,498.96
40,423.70
42,445.20
44,566.57
46,795.11
49,134.97
51,591.36
54,171.55
56,879.71
59,724.16
62,710.11
65,845.88
69,137.70
72,594.95
76,224.91
80,035.89
84,037.27
92,651.78

Midpoint

Maximum

$ 37,615.66
$ 43,544.38
$ 45,721.42
$ 48,007.70
$ 50,408.42
$ 52,928.79
$ 55,575.05
$ 58,353.44
$ 61,271.24
$ 64,334.69
$ 67,551.61
$ 70,929.27
$ 74,475.47
$ 78,199.59
$ 82,109.41
$ 86,214.83
$ 90,525.72
$ 95,051.98
$ 99,804.53
$104,794.81
$110,034.26
$121,313.24

$ 46,502.76
$ 53,832.38
$ 56,523.89
$ 59,349.62
$ 62,317.88
$ 65,433.88
$ 68,704.89
$ 72,140.30
$ 75,747.36
$ 79,534.42
$ 83,511.87
$ 87,686.99
$ 92,071.24
$ 96,675.01
$101,508.71
$106,583.78
$111,913.75
$117,509.02
$123,384.16
$129,553.73
$136,031.26
$149,974.70

Range
Employees
Spread
61.9%
2
61.9%
2
61.9%
8
61.9%
9
61.9%
19
61.9%
15
61.9%
28
61.9%
26
61.9%
28
61.9%
29
61.9%
27
61.9%
20
61.9%
12
61.9%
17
61.9%
22
61.9%
22
61.9%
9
61.9%
6
61.9%
4
61.9%
12
61.9%
1
61.9%
4

The management pay plan which existed at the time of the study, is shown in Exhibit 3B.
There were two occupied pay grades which have nine City employees in classifications
assigned to these pay grades. Both grades had a range spread of 51.1 percent.
EXHIBIT 3B
MANAGEMENT PAY PLAN
Grade

Minimum

Midpoint

SAI
SAII

$104,198.14
$109,408.46

$130,824.58
$137,365.57

Evergreen Solutions, LLC

Range
Employees
Spread
$157,451.01 51.1%
2
$165,322.68 51.1%
7
Maximum
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Exhibit 3C provides the pay plan which existed for recreation employees. There were 13
employees in 5 occupied grades. The range spread for all five grades was 61.9 percent.
EXHIBIT 3C
RECREATION PAY PLAN
Grade
2
5
6
7
8

Minimum

Midpoint

Maximum

$19,198.40 $25,136.80 $31,075.20
$25,833.60 $33,831.20 $41,828.80
$30,056.00 $39,364.00 $48,672.00
$ 34,860.80 $ 45,645.60 $ 56,430.40
$ 42,393.39 $ 55,506.29 $ 68,619.20

Range
Employees
Spread
61.9%
1
61.9%
3
61.9%
4
61.9%
3
61.9%
2

The City’s union pay plan is revealed in Exhibit 3D. This pay plan had six grades. Grades 2
and 4 were split into two separate grades thus creating four final grades. This was done
because for both grades the same maximum is utilized for two different classifications but
each classification starts at a different minimum. For example, the minimum for the
Facilities Maintenance Trades Workers, which were assigned to grade 2A, is $34,987.61
with a maximum of $49,740.48. Those individuals in the Tree Climbers classification in
grade 2B started at $36,124.77 and they were able to reach the same maximum salary of
$49,740.48. A similar situation occurred for the two classifications assigned to grades 4A
and 4B. The range spread for grades 1, 2A, 3, and 4A were 42.2 percent and the spread for
grades 2B and 4B was 37.7 percent.
EXHIBIT 3D
UNION PAY PLAN
Grade

Minimum

Midpoint

Maximum

1
2A
2B
3
4A
4B

$32,247.20
$34,987.61
$36,124.77
$37,962.00
$41,189.00
$42,526.35

$39,045.17
$42,364.05
$42,932.63
$45,965.00
$49,872.00
$50,540.68

$45,843.15
$49,740.48
$49,740.48
$53,968.00
$58,555.00
$58,555.00

Range
Employees
Spread
42.2%
35
42.2%
28
37.7%
11
42.2%
13
42.2%
5
37.7%
4

There were 58 employees occupying 5 grades in the police pay plan shown in Exhibit 3E.
The range spreads varied slightly between 61.9 to 67.5 percent.
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EXHIBIT 3E
POLICE PAY PLAN

3.2

Grade

Minimum

PO 2
PO 4
PO 6
PO 9
PO 10

$50,772.56
$55,977.00
$61,715.49
$70,572.41
$75,797.30

Midpoint

Maximum

$ 66,479.48 $ 82,186.40
$ 74,879.33 $ 93,781.66
$ 82,554.70 $103,393.91
$ 94,402.77 $118,233.14
$101,392.18 $126,987.06

Range
Employees
Spread
61.9%
15
67.5%
29
67.5%
9
67.5%
2
67.5%
3

GRADE PLACEMENT ANALYSIS

In order to better understand how the City has been utilizing its current pay plans, Evergreen
analyzed how employee salaries were distributed through the administrative (Exhibit 3F),
management (Exhibit 3G), recreation (Exhibit 3H), union (Exhibit 3I), and police (Exhibit 3J)
pay plans. The grade placement analysis contains:
•

The distribution of employees with salaries at the minimum or maximum of the pay
grades. Generally, employees compensated at the grade minimum are either
relatively new to the classification via a recent promotion, or new to the organization.
By contrast, employees with salaries at the grade maximum are typically highly
experienced and proficient in their classification. Also examined are whether
employees’ salaries fall at or below the minimum or at or above the maximum of the
pay grade. While occasionally this may occur, salary ranges are understood to
provide a “floor and ceiling”, and typically, employees’ salaries should remain within
the salary range.

•

The number of employees with salaries above and below the midpoint of their
respective pay grade. Grade midpoint is typically considered the salary an
organization will provide to an employee who is fully proficient in performing a
classification’s work. Because of this, it is important to get an understanding of
current distribution of employees’ salaries above and below the midpoint of their
classification’s pay grades.

In Exhibit 3F, the grade placement analysis is provided for the administrative pay plan. Eight
people had salaries at or below grade minimum. There are five employees who were paid at
or above the maximum of their classification’s pay grade. There is a slightly larger
percentage (58.4 percent) of employees above their respective pay range midpoints than
below.
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EXHIBIT 3F
ADMINISTRATIVE PAY PLAN – GRADE PLACEMENT ANALYSIS
Grade

Employees

6
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
30
Total

2
2
8
9
19
15
28
26
28
29
27
20
12
17
22
22
9
6
4
12
1
4
322

# at or below
Min
0
0
0
0
4
0
1
1
0
0
0
0
1
0
1
0
0
0
0
0
0
0
8

% at or below
Min
0.0%
0.0%
0.0%
0.0%
21.1%
0.0%
3.6%
3.8%
0.0%
0.0%
0.0%
0.0%
8.3%
0.0%
4.5%
0.0%
0.0%
0.0%
0.0%
0.0%
0.0%
0.0%
2.5%

# < Mid

% < Mid

# > Mid

% > Mid

0
2
4
6
11
6
14
10
16
11
13
5
5
6
11
6
3
1
1
2
0
1
134

0.0%
100.0%
50.0%
66.7%
57.9%
40.0%
50.0%
38.5%
57.1%
37.9%
48.1%
25.0%
41.7%
35.3%
50.0%
27.3%
33.3%
16.7%
25.0%
16.7%
0.0%
25.0%
41.6%

2
0
4
3
8
9
14
16
12
18
14
15
7
11
11
16
6
5
3
10
1
3
188

100.0%
0.0%
50.0%
33.3%
42.1%
60.0%
50.0%
61.5%
42.9%
62.1%
51.9%
75.0%
58.3%
64.7%
50.0%
72.7%
66.7%
83.3%
75.0%
83.3%
100.0%
75.0%
58.4%

# at or above
Max
0
0
0
0
0
0
1
0
1
0
1
1
0
0
0
1
0
0
0
0
0
0
5

% at or above
Max
0.0%
0.0%
0.0%
0.0%
0.0%
0.0%
3.6%
0.0%
3.6%
0.0%
3.7%
5.0%
0.0%
0.0%
0.0%
4.5%
0.0%
0.0%
0.0%
0.0%
0.0%
0.0%
1.6%

Exhibit 3G provides the grade placement analysis for the management pay plan. There were
no employees with salaries at or below the minimum and four employees with salaries at or
above their grade maximums. Only one employee had a salary below midpoint, which is not
unusual for management level employees who are likely to be highly experienced and have
salaries that reflect their respective positions, and thus have salaries at or above the
midpoint of their pay grade.
EXHIBIT 3G
MANAGEMENT PAY PLAN – GRADE PLACEMENT ANALYSIS
Grade

Employees

SAI
SAII
Total

2
7
9

# at or below % at or below
Min
Min
0
0.0%
0
0.0%
0
0.0%

# < Mid

% < Mid

# > Mid

% > Mid

1
0
1

50.0%
0.0%
11.1%

1
7
8

50.0%
100.0%
88.9%

Evergreen Solutions, LLC

# at or above
Max
0
4
4

% at or above
Max
0.0%
57.1%
44.4%
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The grade placement analysis for the recreation pay plan is provided in Exhibit 3H. Of the
thirteen employees in this analysis, no employee salary fell at or below their grade minimum
or at or above their grade maximum. There were three employees (23.1 percent) with
salaries below the midpoint and 10 (76.9 percent) above midpoint.
EXHIBIT 3H
RECREATION PAY PLAN – GRADE PLACEMENT ANALYSIS
Grade

Employees

2
5
6
7
8
Total

1
3
4
3
2
13

# at or below % at or below
Min
Min
0
0.0%
0
0.0%
0
0.0%
0
0.0%
0
0.0%
0
0.0%

# < Mid

% < Mid

# > Mid

% > Mid

0
0
3
0
0
3

0.0%
0.0%
75.0%
0.0%
0.0%
23.1%

1
3
1
3
2
10

100.0%
100.0%
25.0%
100.0%
100.0%
76.9%

# at or above
Max
0
0
0
0
0
0

% at or above
Max
0.0%
0.0%
0.0%
0.0%
0.0%
0.0%

In Exhibit 3I, grade placement analysis is provided for the City’s union pay plan. There were a
total of 96 individuals in classifications in this plan with 17 at or below the minimum, 14 at
or above the maximum. There was a slightly larger percentage (59.4 percent) of employees
below their respective pay range midpoints.
EXHIBIT 3I
UNION PAY PLAN – GRADE PLACEMENT ANALYSIS
Grade

Employees

1
2A
2B
3
4A
4B
Total

35
28
11
13
5
4
96

# at or below
Min
9
1
7
0
0
0
17

% at or below
Min
25.7%
3.6%
63.6%
0.0%
0.0%
0.0%
17.7%

# < Mid

% < Mid

# > Mid

% > Mid

25
11
11
6
4
0
57

71.4%
39.3%
100.0%
46.2%
80.0%
0.0%
59.4%

10
17
0
7
1
4
39

28.6%
60.7%
0.0%
53.8%
20.0%
100.0%
40.6%

# at or above
Max
4
7
0
1
0
2
14

% at or above
Max
11.4%
25.0%
0.0%
7.7%
0.0%
50.0%
14.6%

The grade placement analysis for the police pay plan is provided in Exhibit 3J. Of the 58
employees in this analysis, no employee salaries fell at or below their grade minimum and
two employees’ salaries were at or above their grade maximums. There were 35 employees
(60.3 percent) with salaries below the midpoint and 23 (39.7 percent) with salaries above
the midpoint.
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EXHIBIT 3J
POLICE PAY PLAN – GRADE PLACEMENT ANALYSIS
Grade

Employees

PO 2
PO 4
PO 6
PO 9
PO 10
Total

15
29
9
2
3
58

3.3

# at or below
Min
0
0
0
0
0
0

% at or below
Min
0.0%
0.0%
0.0%
0.0%
0.0%
0.0%

# < Mid

% < Mid

# > Mid

% > Mid

15
17
3
0
0
35

100.0%
58.6%
33.3%
0.0%
0.0%
60.3%

0
12
6
2
3
23

0.0%
41.4%
66.7%
100.0%
100.0%
39.7%

# at or above
Max
0
0
2
0
0
2

% at or above
Max
0.0%
0.0%
22.2%
0.0%
0.0%
3.4%

QUARTILE ANALYSIS

Placement of employees’ salaries in each of the five pay plans are evaluated below utilizing
exhibits. Exhibits 3K, 3L, 3M, 3N, and 3O illustrate the percentage of employees that were in
each pay grade with salaries within each quartile, as well as the average time the employees
in each quartile of each pay grade have been with the City. A quartile analysis provides
greater insight into the distribution of employees’ salaries across the pay ranges. In a
quartile analysis, each pay grade is divided into four equal segments, called quartiles.
Quartiles work in the following way: Each employee is placed within a quartile based on his
or her salary. Quartile one will contain only employees compensated at 0.0-25.0 percent of
their salary range of their respective grades; quartile two will contain employees
compensated at 25.0-50.0 percent of their respective grades; quartile three will represent
50.0-75.0 percent; and Quartile 4 represents 75.0-100.0 percent.

Evergreen Solutions, LLC
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EXHIBIT 3K
ADMINISTRATIVE PAY PLAN - QUARTILE AND TENURE ANALYSIS
GRADE

Total Employees Average Tenure

6
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
30
Overall Total
Overall Average

2
2
8
9
19
15
28
26
28
29
27
20
12
17
22
22
9
6
4
12
1
4
322

2.1
2.3
10.1
7.4
9.3
10.5
15.9
13.3
10.8
10.7
11.8
11.8
13.7
15.4
12.4
13.4
7.2
12.5
6.2
17.4
18.2
5.0
12.0

Evergreen Solutions, LLC

1st Quartile
# Employees
Avg Tenure
0
0.0
2
2.3
3
4.6
4
3.7
8
4.6
4
8.4
5
5.1
9
4.3
9
5.1
7
6.8
5
4.0
1
0.8
3
7.4
2
6.2
7
5.2
1
7.3
0
0.0
0
0.0
0
0.0
0
0.0
0
0.0
0
0.0
70
5.2

2nd Quartile
# Employees
Avg Tenure
0
0.0
0
0.0
1
13.0
2
3.8
3
7.6
2
8.0
9
10.4
1
1.9
7
7.9
4
7.6
8
5.9
4
5.1
2
5.4
4
11.1
4
5.3
5
9.0
3
3.3
1
7.0
1
0.2
2
2.8
0
0.0
1
5.3
64
7.2

A-17

3rd Quartile
# Employees
Avg Tenure
2
2.1
0
0.0
3
10.5
1
21.1
3
8.0
3
1.5
5
17.1
5
12.8
3
12.1
10
12.3
3
11.3
5
5.5
4
8.4
4
10.6
4
10.8
3
4.7
4
9.1
2
1.4
2
0.7
1
9.1
0
0.0
2
5.4
69
9.4

4th Quartile
# Employees
Avg Tenure
0
0.0
0
0.0
1
22.3
2
11.6
5
18.5
6
17.3
9
26.7
11
21.9
9
18.3
8
13.6
11
19.7
10
18.7
3
32.7
7
23.2
7
24.6
13
17.6
2
9.4
3
21.8
1
23.1
9
21.6
1
18.2
1
3.8
119
20.0
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EXHIBIT 3L
MANAGEMENT PAY PLAN – QUARTILE AND TENURE ANALYSIS
GRADE
SAI
SAII
Overall Total
Overall Average

Total Employees Average Tenure
2
7
9

9.9
5.9
6.8

1st Quartile
# Employees
Avg Tenure
1
9.1
0
0.0
1
9.1

2nd Quartile
# Employees
Avg Tenure
0
0.0
0
0.0
0
0.0

3rd Quartile
# Employees
Avg Tenure
1
10.7
2
1.0
3
4.3

4th Quartile
# Employees
Avg Tenure
0
0.0
5
7.8
5
7.8

EXHIBIT 3M
RECREATION PAY PLAN – QUARTILE AND TENURE ANALYSIS
GRADE
1
2A
2B
3
4A
4B
Overall Total
Overall Average

Total Employees Average Tenure
35
28
11
13
5
4
96

Evergreen Solutions, LLC

7.0
13.5
3.5
13.1
6.4
12.1
9.5

1st Quartile
# Employees
Avg Tenure
17
3.5
8
5.7
7
1.1
2
3.1
3
1.5
0
0.0
37
3.3

2nd Quartile
# Employees
Avg Tenure
8
5.5
3
8.9
4
7.7
4
10.0
1
13.5
0
0.0
20
7.8

A-18

3rd Quartile
# Employees
Avg Tenure
3
9.1
3
12.0
0
0.0
2
10.9
1
13.7
2
12.7
11
11.3

4th Quartile
# Employees
Avg Tenure
7
16.3
14
19.3
0
0.0
5
20.4
0
0.0
2
11.6
28
18.2
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EXHIBIT 3N
UNION PAY PLAN – QUARTILE AND TENURE ANALYSIS
GRADE
2
5
6
7
8
Overall Total
Overall Average

Total Employees Average Tenure
1
3
4
3
2
13

16.3
13.0
5.8
15.5
15.1
11.9

1st Quartile
# Employees
Avg Tenure
0
0.0
0
0.0
3
2.2
0
0.0
0
0.0
3
2.2

2nd Quartile
# Employees
Avg Tenure
0
0.0
0
0.0
0
0.0
0
0.0
0
0.0
0
0.0

3rd Quartile
# Employees
Avg Tenure
0
0.0
1
6.5
0
0.0
1
15.3
1
14.0
3
11.9

4th Quartile
# Employees
Avg Tenure
1
16.3
2
16.2
1
16.4
2
15.7
1
16.2
7
16.1

EXHIBIT 3O
POLICE PAY PLAN – QUARTILE AND TENURE ANALYSIS
GRADE
PO 2
PO 4
PO 6
PO 9
PO 10
Overall Total
Overall Average

Total Employees Average Tenure
15
29
9
2
3
58

Evergreen Solutions, LLC

2.6
12.9
21.1
24.9
29.0
12.8

1st Quartile
# Employees
Avg Tenure
9
1.6
9
8.1
0
0.0
0
0.0
0
0.0
18
4.8

2nd Quartile
# Employees
Avg Tenure
6
4.2
8
10.2
3
12.5
0
0.0
0
0.0
17
8.5
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3rd Quartile
# Employees
Avg Tenure
0
0.0
5
15.5
2
16.3
0
0.0
0
0.0
7
15.7

4th Quartile
# Employees
Avg Tenure
0
0.0
7
20.5
4
30.0
2
24.9
3
29.0
16
25.0
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The administrative plan (Exhibit 3K) had employees with salaries spread evenly across the
first three quartiles with a higher concentration of employees in the fourth quartile. A similar
situation occurs in the quartile analysis for the management plan (Exhibit 3L) with five of the
nine employees’ salaries falling within the fourth quartile. In the recreation plan (Exhibit 3M),
quartiles one and four were found to have a higher concentration of employees than
quartiles two and three. The union plan (Exhibit 3N) had more than half (seven of the 13
employees) of the employees’ salaries fall within the fourth quartile and no employees in the
second quartile. In the police plan (Exhibit 3O), quartiles one, two, and four had a fairly
similar number of employees with quartile three possessing only seven employees.
In general, you would expect to see an increase in average tenure as you move from one
quartile to the next as the City has utilized pay progression methods associated with cost of
living adjustments, time in position and to some degree an employee’s performance. As
expected, the average time in position generally increases as one looks across from quartile
one to quartile four; however, in the situations where the time in position does not increase
as you move through the quartiles (administrative plan, grades 10, 11, 13, 15, 20, 21, 23,
25, and 30; recreation plan, grade 4B), other factors, such as previous experience may have
played a role in the employees current salaries. Therefore, this is not necessarily a sign of
pay progression issues.
In a performance based compensation system, distribution of salaries within pay grades
would normally result in the majority falling around the midpoint of the range and decrease
slowly moving away from the midpoint in both directions. If in the future, if employee salary
progression through pay ranges is based on an individual employee’s performance, it would
be expected that employee salaries will, in time, be distributed throughout the pay range in a
manner more typical with performance based compensation. Currently, quartile analysis
reveals what is expected given both the methods utilized for pay progression and reduced
opportunity in recent years to award salary increases to employees. Pay progression and
performance based compensation is discussed further in Chapter 5 of this report.

3.4

EMPLOYEES BY DEPARTMENT

This section provides an overview of how employees are distributed among the City’s
departments. As of November 2014, the City employed 505 individuals, all of whom were
included in this analysis. All elected officials, the City Manager, and City Attorney are
included in this section.
The City’s employees were spread among 10 departments, as depicted in Exhibit 3P. This
exhibit provides the number of classifications present in each department, along with the
number and overall percentage of employees in each department. As the exhibit illustrates,
the largest departments in the City were Public Works and Recreation and Parks with 146
(28.9 percent of the workforce) and 138 employees (27.3 percent of the workforce),
respectively. The smallest departments were the City Attorney and Mayor and Council
(includes elected officials) with 6 (1.2 percent of the workforce) and 7 employees (1.4
percent of the workforce), respectively.
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EXHIBIT 3P
CLASSIFICATIONS AND EMPLOYEES BY DEPARTMENT
Department
City Attorney
City Manager's Office
Community Planning & Development Services
Finance
Human Resources
Information & Technology
Mayor & Council
Police
Public Works
Recreation & Parks
Total

3.5

Employees Classes % of Total
6
5
1.2%
26
21
5.1%
38
25
7.5%
26
21
5.1%
9
6
1.8%
15
13
3.0%
7
4
1.4%
94
22
18.6%
146
51
28.9%
138
78
27.3%
505
246
100.0%

SUMMARY

Overall, the City has a compensation plan in place that has a solid, defined structure;
however, the City has not progressed employees’ salaries through the ranges. At the time of
this analysis, there were 498 employees in classifications across five pay plans. The other
seven employees are the elected officials, City Manager, and City Attorney. This chapter
analyzed the current conditions that existed within the City’s compensation structure at the
time the study commenced and does not speak specifically to the internal or external equity
which is discussed in subsequent chapters of this report.
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This chapter provides the City with a market analysis in which the City’s salary structure and
benefits package are compared to the salary ranges and benefits offerings at peer
organizations. It is important to note that these comparisons do not translate directly to
individual employees’ salaries comparisons. Individual employee pay is often determined
through a combination of factors, including demand for the type of job, an individual’s prior
related experience, and, in some cases, the individual’s negotiation skills during the hiring
process.

4.1

PUBLIC SECTOR MARKET DATA ANALYSIS

To compare the City’s salary structure to those of its market peers, a salary survey was
designed for a sample of benchmark classifications that existed in the City. These were
selected by Evergreen Solutions and were representative of positions across the City’s
departments and salary structure, i.e., pay grades. This comparison, known as an external
equity analysis, allowed for a comprehensive look at the compensation structure. The
resultant market survey data were used to evaluate the overall compensation structure and
market competitiveness of the City’s pay plan at the time of the study. Market comparison
analysis is best thought of as a snapshot of current market conditions at the time the data
were collected, and provided the most up-to-date market information. It should be noted
that market conditions can change, and, in some cases, change quickly. Therefore, although
this market survey was utilized in making recommendations for the City’s salary structure
during this study, a market survey of this nature should be done at regular intervals to stay
current with market salary trends. Evergreen Solutions recommends full compensation and
classification studies to be completed every three to five years.
Evergreen Solutions considered several traits when selecting the City’s market peers, such
as geographic proximity, organization size, type of work performed by the organization, and
the relative population size being served by the organization. All data collected were
adjusted for cost of living using a national cost of living index factor, which allowed salary
dollars from entities outside of the immediate area to be compared in spending power
relative to the City. Exhibit 4A provides the list of 22 market peers from which data were
collected.
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EXHIBIT 4A
PEERS FOR WHICH SALARY DATA WAS COLLECTED
Salary Peer Data Collected
City of Alexandria, VA
City of Bowie, MD
City of College Park, MD
City of Frederick, MD
City of Gaithersburg, MD
City of Hyattsville, MD
City of Leesburg, VA
City of Takoma Park, MD
Arlington County, VA
Fairfax County, VA
Frederick County, MD
Howard County, MD
Montgomery County, MD
District of Columbia Water and Sewer Authority
Loudoun Water Authority, VA
Montgomery College, MD
Montgomery County Schools, MD
The Maryland-National Capital Park and Planning Commission
U.S. Government
Washington Suburban Sanitary Commission

It was the desire of the City to put in place and administer a salary structure that would be
place them ahead of its market peers. Based on this guidance, Evergreen Solutions selected
a comparison of their current structure, or salary ranges for the benchmark classifications to
the 60th percentile of resultant peer data. Exhibit 4B provides a summary of the results of
this comparison data from the salary survey. It is composed of the following information:
•

The market range minimum, midpoint, and maximum. The survey range minimum
indicates the 60th percentile of the minimum peer salary data for each classification
provided by the peer organizations. Survey range midpoint provides the 60th
percentile of the midpoint of the peer respondents for each classification surveyed.
Survey range maximum provides the 60th percentile of the maximum of the survey
participants for each classification surveyed.

•

The percent differentials are shown for survey market range minimum, midpoint, and
maximum. The differentials specify how the City’s current salary ranges compare to
the market shown in the exhibit. A positive differential indicates the City is above
market for that classification at the range minimum, midpoint, or maximum. A
negative differential indicates the City is below market for that classification. In the
final row of the exhibit, the average percent differentials for the range minimum,
midpoint, and maximum are provided. This is derived by averaging all of the
classifications’ percent differentials.
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•

The survey average range provides the average range width for each classification
surveyed, which is the percentage difference between the average minimum and
average maximum salaries of the respondents, relative to the minimum. The average
range spread for all of the surveyed classifications is provided in the final row of the
exhibit.

•

The number of survey responses for each classification is provided in the final
column, and the average number of responses for all of the classifications is
provided in the final row. In order for Evergreen Solutions to view a benchmark as
credible data, a minimum of three responses must be found from the peers.
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EXHIBIT 4B
SALARY SURVEY MARKET SUMMARY
Classification
A ccountant
A dministrative A ssistant II
A quatics Facility Manager
A ssistant to the City A ttorney
Budget A nd Finance Manager
Buyer I
Chief of Engineering
Chief of Planning
Chief of Police
Childcare Preschool Director
City A ttorney
City Forester
City Manager
Civil Engineer II
Communications Manager
Community Center Supervisor
Construction Codes Inspector I
Construction Inspector II
Crew Supervisor
Deputy City Clerk
Director of Comm Pl & Dev Services
Director of Finance
Director of Human Resources
Director of Information Technology
Director of Public W orks
Director of Recreation & Parks
Engineering Supervisor
Engineering Technician I
Facilities Engineer
Facilities Maintenance Trades W orker
Facility Coordinator
Fire Marshal
Fleet Manager
Fleet Service Mechanic
GIS Manager
Housing Codes Inspector
Human Resources A dministrator
IT Enterprise Project Manager
Laborer
Maintenance W orker
Management & Budget A nalyst

Evergreen Solutions, LLC

Survey Minimum
60th
% Diff
Percentile
$ 56,644.37 -4.6%
$ 42,833.62 3.9%
$ 53,086.59 -2.9%
$ 81,319.17 -43.0%
$ 82,327.19 -2.9%
$ 47,164.86 4.0%
$ 74,627.96 6.8%
$ 80,886.13 3.7%
$ 101,761.90 7.0%
$ 53,883.11 -27.1%
$ 117,132.61 N/A
$ 57,965.69 12.0%
$ 128,272.42 N/A
$ 65,686.48 -4.7%
$ 78,780.34 24.4%
$ 53,393.74 10.6%
$ 45,156.01 8.1%
$ 49,979.84 3.1%
$ 45,847.92 -8.0%
$ 48,022.86 11.4%
$ 97,798.67 10.6%
$ 105,530.81 3.5%
$ 90,318.71 17.4%
$ 102,069.59 6.7%
$ 107,337.72 1.9%
$ 104,669.15 4.3%
$ 80,006.74 -10.2%
$ 46,507.80 5.3%
$ 53,791.39 -15.0%
$ 39,870.76 3.2%
$ 49,329.18 -22.0%
$ 79,601.05 -20.9%
$ 60,578.64 8.0%
$ 42,684.96 -16.4%
$ 69,649.08 -0.7%
$ 45,668.61 -2.5%
$ 60,164.64 8.6%
$ 67,706.91 11.2%
$ 34,876.18 -8.2%
$ 32,143.03 0.3%
$ 54,451.49 13.2%

Survey Midpoint
60th
% Diff
Percentile
$ 71,829.79 -1.3%
$ 56,769.22 2.7%
$ 71,094.36 -5.2%
$ 107,885.78 -44.9%
$ 100,295.60 4.3%
$ 63,221.90 1.7%
$ 98,888.88 5.6%
$ 105,151.90 4.4%
$ 121,549.10 11.5%
$ 72,256.23 -30.2%
$ 156,331.48 N/A
$ 77,377.83 10.2%
$ 158,243.24 N/A
$ 82,848.06 -0.9%
$ 99,051.82 24.3%
$ 70,606.09 9.7%
$ 56,627.18 12.0%
$ 67,714.71 -0.2%
$ 59,608.85 -7.3%
$ 61,441.60 13.4%
$ 121,485.21 11.6%
$ 133,199.18 3.0%
$ 118,633.36 13.6%
$ 133,497.70 2.8%
$ 133,072.95 3.1%
$ 135,399.38 1.4%
$ 103,638.47 -9.0%
$ 59,987.98 6.8%
$ 69,652.26 -13.7%
$ 51,726.45 -3.7%
$ 65,211.22 -23.2%
$ 104,724.09 -21.5%
$ 80,776.25 6.3%
$ 54,354.75 -13.2%
$ 90,110.41 0.5%
$ 59,374.48 -1.7%
$ 80,535.77 6.6%
$ 91,798.02 8.0%
$ 46,016.95 -17.9%
$ 40,436.63 -3.6%
$ 72,932.92 11.2%
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Survey Max imum
Survey A vg
# Resp
60th
% Diff Range
Percentile
$ 89,370.75 -1.9% 60.5%
15
$ 69,932.55 3.1% 61.9%
16
$ 89,102.14 -6.7% 60.5%
6
$ 128,717.19 -39.8% 61.6%
10
$ 125,834.39 2.9% 59.4%
12
$ 79,421.36 0.1% 65.5%
12
$ 123,936.30 4.3% 55.8%
11
$ 130,163.41 4.3% 56.7%
12
$ 150,710.64 8.8% 61.7%
11
$ 90,629.36 -32.1% 67.5%
3
$ 195,037.78 N/A
56.9%
10
$ 97,113.94 8.9% 62.3%
8
$ 197,174.31 N/A
37.2%
6
$ 101,189.68 0.3% 63.1%
12
$ 122,324.20 22.3% 58.1%
12
$ 85,428.54 11.6% 55.5%
6
$ 69,799.59 12.2% 67.0%
9
$ 85,449.59 -2.3% 65.1%
9
$ 73,369.78 -6.8% 60.6%
11
$ 77,472.65 11.6% 59.9%
5
$ 148,028.80 10.5% 58.1%
7
$ 162,703.59 1.6% 51.9%
14
$ 157,624.52 4.7% 63.0%
14
$ 155,511.26 5.9% 55.8%
13
$ 161,191.20 2.5% 59.5%
10
$ 164,255.62 0.6% 55.1%
10
$ 128,046.10 -9.0% 63.2%
8
$ 72,664.21 8.6% 63.8%
13
$ 83,688.58 -10.5% 59.1%
10
$ 62,942.54 -7.5% 60.1%
15
$ 79,193.15 -21.0% 56.4%
7
$ 129,847.13 -21.8% 63.1%
3
$ 101,334.51 4.9% 62.1%
10
$ 68,416.46 -15.3% 59.8%
13
$ 112,887.25 -0.9% 61.1%
9
$ 73,080.35 -1.3% 56.8%
4
$ 101,143.37 5.1% 60.3%
7
$ 115,889.12 6.1% 62.7%
9
$ 56,172.10 -22.5% 57.9%
9
$ 47,991.80 -4.7% 54.9%
10
$ 89,773.68 11.6% 64.9%
11
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EXHIBIT 4B (CONTINUED)
SALARY SURVEY MARKET SUMMARY
Classification
Network & P C Support Specialist I
O peration Main. A sst. Superint
O perations A nd Maintenance Crew Supv-P W
P arks Maintenance Supervisor
P ayroll Supervisor
P lanner II
P lans E xaminer
P olice Communications O perator
P olice Major
P olice O fficer
P olice Sergeant
P rogram A ssistant III
P ublic Information Specialist
P ublic W orks A dministrator
Recreation P rograms Supervisor
Sanitation O perator
Secretary II
Senior A ssistant City A ttorney
Stormwater Manager
Supt of P arks & Facilities
Tree Climber
Utility Revenue Specialist
W ater Treatment P lant O perator
W ater Treatment P lant Superintendent
Zoning Inspector
O verall A verage

Survey Minimum
60th
% Diff
P ercentile
$ 50,885.56 1.4%
$ 63,773.71 -1.7%
$ 58,624.07 -19.3%
$ 53,086.59 11.1%
$ 58,216.55 -12.8%
$ 57,811.30 -6.7%
$ 56,614.66 0.5%
$ 42,763.50 4.0%
$ 83,005.36 -9.5%
$ 47,969.96 5.5%
$ 63,060.99 -2.2%
$ 38,270.26 -27.3%
$ 54,726.17 -11.4%
$ 72,462.38 -21.3%
$ 58,635.47 6.5%
$ 32,164.69 15.3%
$ 36,901.96 4.1%
$ 90,186.17 2.7%
$ 63,773.71 12.2%
$ 63,527.29 20.6%
$ 36,722.11 13.6%
$ 41,288.31 2.7%
$ 43,712.03 6.6%
$ 80,248.46 -5.3%
$ 50,716.80 6.4%
-0.1%

Survey Midpoint
60th
% Diff
P ercentile
$ 68,268.24 -1.1%
$ 83,484.26 -1.7%
$ 75,228.06 -16.9%
$ 70,741.54 9.5%
$ 78,459.31 -16.1%
$ 77,448.37 -9.2%
$ 73,688.89 1.1%
$ 55,705.67 4.5%
$ 110,682.73 -9.2%
$ 62,227.84 6.4%
$ 81,665.68 1.1%
$ 50,920.90 -29.4%
$ 71,577.07 -11.3%
$ 96,693.78 -23.6%
$ 74,279.55 9.5%
$ 41,620.79 9.5%
$ 46,708.35 7.3%
$ 121,106.21 0.2%
$ 86,453.10 9.0%
$ 83,434.43 20.4%
$ 47,027.82 7.0%
$ 54,875.45 1.3%
$ 55,139.38 10.0%
$ 98,795.84 1.0%
$ 68,453.39 3.5%
-0.6%

Survey Max imum
Survey A vg
# Resp
60th
% Diff
Range
P ercentile
$ 85,716.94 -2.6%
73.3%
12
$ 102,771.13 -1.2%
63.3%
6
$ 92,850.86 -16.7%
55.0%
11
$ 83,862.24 13.3%
61.3%
11
$ 92,155.56 -10.4%
58.5%
12
$ 95,374.83 -8.8%
59.9%
13
$ 91,056.48 1.1%
65.8%
7
$ 68,647.83 4.8%
60.5%
11
$ 135,490.16 -6.7%
61.9%
7
$ 76,607.47 6.8%
64.9%
11
$ 97,552.01 5.7%
58.2%
10
$ 63,571.54 -30.6%
63.1%
7
$ 86,829.07 -9.2%
62.8%
12
$ 120,925.18 -25.1%
55.4%
4
$ 93,321.79 8.1%
58.8%
11
$ 51,076.89 5.4%
58.4%
6
$ 57,487.94 7.8%
63.3%
14
$ 152,026.25 -1.4%
67.4%
3
$ 103,649.45 11.8%
55.0%
6
$ 103,548.81 20.1%
64.7%
9
$ 58,769.66 -0.4%
55.5%
7
$ 68,737.99 0.0%
65.2%
7
$ 66,793.57 11.8%
59.8%
10
$ 122,032.98 1.1%
59.0%
8
$ 86,189.98 1.7%
61.9%
7
-1.0%
60.3%
9.5

Of the surveyed positions, the City Attorney and City Manager classifications do not currently
have salary ranges; therefore, percent differentials could not be calculated and an “N/A”
was placed in the exhibit.
Market Minimums
A starting point of the analysis was to compare the peer 60th percentile market minimum for
each classification to the City’s range minimums. Market minimums are generally
considered as a starting wage for employees who meet the minimum qualifications for each
classification. Those employees at or near the range minimums are unlikely to have
mastered the skills, or acquired the experience necessary to be fully proficient in their
classification.
Utilizing the data gathered in the salary survey for the benchmarked positions, the following
conclusions can be reached:
•

The City is, on average, 0.1 percent below market minimum across all surveyed
classifications.
Evergreen Solutions, LLC
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•

The surveyed classification differentials ranged from 43.0 percent below market
minimum in the case of the Assistant to the City Attorney classification to 24.4
percent above market for the Communications Manager classification.

•

Of the 65 benchmarked positions with market minimum percent differentials, 26
(40.0 percent) were below market at the minimum.

Market Midpoints
This section explores the comparison between the 60th percentile of the peer midpoints and
the City’s range midpoints. Midpoint is frequently considered the point at which employees
have achieved full proficiency in the performance of their classification’s duties, and could
expect their salaries to around this point.
Based on the data gathered at the market midpoint of the salary range, the following can be
determined:
•

As indicated in Exhibit 4B, the City is, on average, 0.6 percent below market at the
midpoint.

•

At the market midpoint, the benchmarked classifications ranged from 44.9 percent
below market in the case of the Assistant to the City Attorney classification to 24.3
percent above market midpoint for the Communications Manager classification.

•

Of the 65 benchmarked classifications, 26 (40.0 percent) had salary midpoints that
were found to be below market at the midpoint.

Market Maximums
In this section, salary range maximum values are compared to the survey respondents’
average maximums. Market maximums are often utilized to attract highly qualified
employees or retain experienced individuals in a classification.
When comparing peer market maximums and the City’s maximums, the following
considerations:
•

The City is, on average, 1.0 percent below market at the maximum for the
benchmarked positions.

•

At the market maximum, the benchmark positions ranged from a low of 39.8 percent
below market in the case of the Assistant to the City Attorney classification to a high
of 22.3 percent above market for the Communications Manager classification.

•

There are 65 classifications with market maximum percent differentials and 28 (43.1
percent) were found to be below the peer average market maximums.
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Other Pay Practice Analysis
The City was interested in obtaining information from their peers for the pay practice of
providing compensatory time to exempt employees. It was found that seven of the 12
responding peers offer compensation time to exempt employees.
Peer

Is comp time provided
to exempt
employees?

If yes, how is comp time earned and is
there a cap?

City of Alexandria, VA

No

City of Annapolis, MD

Yes

City of Bowie, MD

Yes

City of Frederick, MD

Yes

The cap is 120.

City of Hyattsville, MD

Yes

For Exempt employees, it is titled
Administrative Leave for extended hours and
normally used within the pay period. One
hour for each hour worked. Usually as a
result of Council and/or Budget Meetings.

City of Takoma Park, MD

No

Fairfax County, VA

Yes

Frederick County, MD

No

Loudoun Water Authority, VA

No

Montgomery County Schools, MD

Yes

The Maryland-National Capital Park and Planning Commission

Yes

Washington Suburban Sanitary Commission

No

4.2

Comp time is at the discretion of appointing
authority. There is not payment for comp
time.
Earned hour-for-hour. Cap is 480 hours per
year for sworn police personnel and 240 per
year for all other employees.

Upon supervisor's approval, time is approved
on an hour for hour basis not to exceed 240
hours.

Comp Time is provided in each union
contract and varies.
Comp time is capped at 120 hours per year.
Hours in excess of 120 earned in a calendar
year are transferred to sick leave.

PRIVATE SECTOR MARKET DATA ANALYSIS

Several classifications similar to the City’s can be found in the private sector. To supplement
the public sector data for these classifications, private sector salary information for January
2015 from the Economic Research Institute (ERI) was analyzed. Exhibit 4C summarizes the
ERI private sector salary data for businesses across government services industries with
operating budgets of approximately 118 million dollars in the local region. This region was
centered on Washington, DC, which was the nearest city with data available from ERI. While
salary data from the private sector are useful in determining characteristics of the market as
a whole, there are inherent differences between private and public sector classifications
which make it difficult to draw conclusions about public sector salary ranges entirely from
private sector data. Only those classifications with skills that are more easily transferable to
the private sector are included in Exhibit 4C. The classification utilized from ERI is identified
in relation to the similar City classification. The City Attorney and City Manager classifications
Evergreen Solutions, LLC
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do not currently have salary ranges; therefore, percent differentials cannot be calculated
and an “N/A” was placed in the exhibit. Private sector market data was considered when
making pay grade recommendations. All study recommendations are discussed in Chapter
5 of this report.
EXHIBIT 4C
PRIVATE SECTOR MARKET DATA
Current Classification

ERI Classification

Accountant
Accountant
Administrative Assistant II
Administrative Assistant-Level 2
Assistant to the City Attorney
Legal Assistant
Budget And Finance Manager
Budget And Finance Manager
Buyer I
Buyer
Chief of Engineering
Engineering Manager
Chief of Planning
Planning Manager
City Attorney
Attorney Legal Director
City Manager
Executive Director/CEO
Civil Engineer II
Civil Engineer-Level 2
Communications Manager
Communications Director
Construction Inspector II
Inspector Construction-Level 2
Director of Comm Pl & Dev Services
Planning and Development Director
Director of Finance
Director Finance
Director of Human Resources
Director Human Resources
Director of Information Technology
Information Technology Director
Engineering Supervisor
Engineering Supervisor
Engineering Technician I
Engineering Technician
Facilities Engineer
Engineer Facilities
Facilities Maintenance Trades W orker
Maintenance Service W orker
Facility Coordinator
Coordinator Facility
Fleet Manager
Fleet Manager
Fleet Service Mechanic
Mechanic
Head Swim Coach
Coach Athletic
Human Resources Administrator
HR Manager
IT Enterprise Project Manager
Project Manager IT
Laborer
Laborer
Maintenance W orker
Maintenance Associate
Management & Budget Analyst
Management & Budget Analyst
Network & PC Support Specialist I
PC Specialist
Operations And Maintenance Crew Supv-PW Maintenance Supervisor
Payroll Supervisor
Payroll Supervisor
Planner II
Planner-Level 2
Public Information Specialist
Public Relations Coordinator
Recreation Programs Supervisor
Program Manager
Secretary II
Secretary-Level 2
Utility Revenue Specialist
Revenue Technician
Overall Average

Evergreen Solutions, LLC

Min
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$

50,533.00
45,539.00
47,397.00
75,568.00
48,668.00
86,697.00
87,082.00
112,491.00
137,172.00
76,150.00
87,152.00
54,434.00
101,427.00
113,258.00
95,892.00
97,233.00
66,893.00
43,530.00
55,569.00
34,260.00
40,734.00
59,404.00
33,329.00
38,032.00
65,981.00
78,475.00
26,528.00
31,847.00
51,546.00
43,521.00
49,639.00
49,435.00
69,960.00
44,162.00
58,933.00
35,932.00
43,739.00
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% Diff
6.7%
-2.2%
16.7%
5.6%
1.0%
-8.3%
-3.6%
N/A
N/A
-21.4%
16.4%
-5.5%
7.3%
-3.5%
12.4%
11.1%
7.9%
11.4%
-18.7%
16.8%
-0.8%
9.8%
9.1%
-9.1%
-0.2%
-3.0%
17.7%
1.2%
17.8%
15.6%
-1.0%
4.2%
-29.1%
10.1%
6.0%
6.7%
-3.0%
2.9%

Mid
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$

60,308.00
54,228.00
64,701.00
93,340.00
62,011.00
103,101.00
104,387.00
139,196.00
276,201.00
89,111.00
103,952.00
62,910.00
117,691.00
133,833.00
115,082.00
114,141.00
87,815.00
55,536.00
74,228.00
46,685.00
51,064.00
77,451.00
48,702.00
48,877.00
86,431.00
94,957.00
36,589.00
45,235.00
68,058.00
55,659.00
64,023.00
63,201.00
80,791.00
59,073.00
76,678.00
42,597.00
54,296.00

% Diff
15.0%
7.1%
13.1%
10.9%
3.6%
1.6%
5.1%
N/A
N/A
-8.5%
20.5%
6.9%
14.3%
2.6%
16.2%
16.9%
7.6%
13.7%
-21.1%
6.4%
3.5%
10.2%
-1.4%
-7.1%
-0.3%
4.9%
6.3%
-15.9%
17.1%
17.6%
0.5%
6.4%
-13.9%
8.2%
6.6%
15.5%
2.3%
5.5%

Max
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$
$

73,609.00
63,404.00
85,204.00
115,854.00
79,307.00
124,308.00
127,723.00
171,962.00
455,239.00
103,488.00
123,725.00
72,523.00
155,028.00
157,252.00
137,557.00
133,820.00
114,854.00
70,380.00
98,117.00
59,955.00
63,857.00
100,797.00
66,021.00
60,876.00
113,246.00
116,141.00
47,851.00
58,867.00
89,269.00
69,948.00
82,718.00
81,197.00
92,733.00
78,142.00
99,295.00
49,206.00
67,020.00

% Diff Range Spread
16.1%
12.1%
7.5%
10.6%
0.3%
4.0%
6.1%
N/A
N/A
-1.9%
21.4%
13.2%
6.2%
4.9%
16.8%
19.1%
2.3%
11.5%
-29.5%
-2.4%
2.4%
5.4%
-11.2%
-7.9%
-6.3%
5.9%
-4.4%
-28.4%
12.1%
16.2%
-4.0%
2.8%
-5.8%
1.8%
2.2%
21.0%
2.5%
3.5%

45.7%
39.2%
79.8%
53.3%
63.0%
43.4%
46.7%
52.9%
231.9%
35.9%
42.0%
33.2%
52.8%
38.8%
43.4%
37.6%
71.7%
61.7%
76.6%
75.0%
56.8%
69.7%
98.1%
60.1%
71.6%
48.0%
80.4%
84.8%
73.2%
60.7%
66.6%
64.3%
32.6%
76.9%
68.5%
36.9%
53.2%
62.9%
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After examining the private sector data above, the following conclusions for the selected
benchmark positions can be drawn:
•

The City is approximately 2.9 percent above the private sector minimum.

•

The City is approximately 5.5 percent above the private sector midpoint.

•

The City is approximately 3.5 percent above the private sector maximum.

4.3

BENEFITS SURVEY RESULTS

The benefits survey compared specific benefits offerings provided by the City to the benefits
offerings provided by the peers. Much like the salary analysis, the below benefits analysis
represents a snapshot in time of what is available in peer organizations and provides the
City with an understanding of the total compensation (salary and benefits) offered by the
peers. It is important to note, each organization has intricacies associated with benefits that
are not captured by a market survey alone.
The analysis should not be used as a line-by-line comparison since benefits can be weighted
differently depending on the importance to an organization. It should also be noted that
benefits are usually negotiated and acquired through third parties, so one-to-one
comparisons can be difficult. The analysis below highlights aspects of the benefits survey.
Benefits data were collected from the 18 peer organizations in Exhibit 4D.
EXHIBIT 4D
BENEFITS RESPONDENTS
Benefits Peer Data Collected
City of Alexandria, VA
City of Annapolis, MD
City of Bowie, MD
City of Frederick, MD
City of Gaithersburg, MD
City of Greenbelt, MD
City of Hyattsville, MD
City of Leesburg, VA
City of Manassas, VA
City of Takoma Park, MD
Arlington County, VA
Fairfax County, VA
Frederick County, MD
District of Columbia Water and Sewer Authority
Loudoun Water Authority, VA
Montgomery County Schools, MD
The Maryland-National Capital Park and Planning Commission
Washington Suburban Sanitary Commission

Evergreen Solutions, LLC
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General Benefits
Exhibit 4E provides the percent of full-time and part-time City employees and the peers’
average percent of full and part-time employees at the time of the survey. The peer
organizations were made up of, on average, 67.2 percent full-time employees and 32.8
percent part-time employees. For the City, this percentage was 93.9 percent full-time, and
6.1 percent part-time. When considering benefits offered to employees, often the
percentage of full- and part-time employees should be considered. For example, if an
organization has a large percentage of part-time employees, the benefit contributions may
appear lower as a percent of total compensation because fewer benefits are typically
offered to part-time employees.
EXHIBIT 4E
PERCENT OF FULL-TIME AND PART-TIME EMPLOYEES
Organization Demo
Full Time Employees
Part Time Employees

Peer Average
1745 (67.2%)
850 (32.8%)

City of Rockville
480 (93.9%)
31 (6.1%)

Health Plans

Exhibit 4F shows the number of health plans offered by the peers and the City, as well as the
percentage of peers offering each type of health plan. The average number of health plans
offered (any combination of HMO, HSA, PPO, or other) is 3.4 based on the market data. The
City offers six health plans. Of the peers who responded, 68.8 percent offer a HMO plan,
while PPOs, HSAs, and other types of plans were offered by 50.0, 25.0, and 100.0 percent,
respectively. Similar to the vast majority of respondents, the City offers a HMO plan, while
also providing a HSA and other plan. Other types of plans include exclusive provider
organization and point of service.
EXHIBIT 4F
HEALTH PLANS
Number of Plans

Peer Average
3.4

Number of medical plans offered

Peer Percentage
Yes
68.8%
50.0%
25.0%
100.0%

Types of Health Plans
HMO Health Plan offered?
PPO Health Plan offered?
Health Savings Account offered?
Other type of Health Plan offered?

Evergreen Solutions, LLC
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Exhibits 4G, 4H, 4I, and 4J display the average percentages of the premium paid by the
employer for HMO, PPO, HSA, and other insurance plans. Exhibit 4J compares the City’s POS
plan to the POS plans offered by the peers. The peer average percentage paid for the HMO
plans for individual employee’s premium is 84.8 percent, 81.6 percent for employee plus
one dependent, and 81.6 percent for family coverage. The City employees pay much less for
both HMO plan premiums than the peers for all three types of coverage. The same can be
said for the City’s HSA plan, for which employees pay much less for their coverage when
compared to the peer HSA plans.
In Exhibits 4G, 4H, 4I, and 4J, the average peer deductibles are provided, as well as the
City’s deductibles. The average peer deductibles are higher than the City’s deductibles. The
deductible for the HSA coverage for employee only and employee plus one is similar to that
of the peers; however, the HSA deductibles for family coverage is higher at the City.

Evergreen Solutions, LLC
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EXHIBIT 4G
HMO PREMIUMS AND DEDUCTIBLES
HMO

Peer Percentage

Peer Average

68.8%

HMO Health Plan offered

Yes

Percentage of employee premium
paid by employer

84.8%

Dollar amount (monthly) of
employee premium paid by
employer

$

452.73 $

$

Dollar amount (monthly) of
employee plus one dependent
premium paid by employer

Dollar amount (monthly) of
employee plus family premium paid
by employer

858.00 $

$

Peer Average

413.62

62.4%

81.6%

Percentage of employee plus family
premium paid by employer

Evergreen Solutions, LLC

62.9%

81.6%

Percentage of employee plus one
dependent premium paid by
employer

Individual Deductible (HMO)
Employee Plus One Deductible
(HMO)
Employee Plus Family Deductible
(HMO)

City of Rockville

1,272.18 $

827.19

62.3%

1,240.81

City of Rockville

$

188.89

-

$

377.78

-

$

377.78

-
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EXHIBIT 4H
PPO PREMIUMS AND DEDUCTIBLES
PPO

Peer Percentage

Peer Average

50.0%

PPO Health Plan offered
Percentage of employee
premium paid by
employer

No
77.9%

Dollar amount (monthly)
of employee premium
paid by employer

$

Percentage of employee
plus one dependent
premium paid by
employer

476.38

$

Percentage of employee
plus family premium
paid by employer

959.63

$

-

-

74.1%

Dollar amount (monthly)
of employee plus family
premium paid by
employer

1,261.25

-

-

-

City of Rockville PPO 1

Peer Average

Evergreen Solutions, LLC

-

74.8%

Dollar amount (monthly)
of employee plus one
dependent premium
paid by employer

Individual Deductible
(PPO)
Employee Plus One
Deductible (PPO)
Employee Plus Family
Deductible (PPO)

City of Rockville

$

318.75

-

$

637.50

-

$

637.50

-
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EXHIBIT 4I
HSA PREMIUMS AND DEDUCTIBLES
HSA Health
Peer Percentage
HSA Health Plan
25.00%
offered
Percentage of
employee premium
paid by employer
Dollar amount
(monthly) of
employee premium
paid by employer

Peer Average

Yes
90.3%

$

Percentage of
employee plus one
dependent premium
paid by employer

80.0%

467.33 $

90.3%

Dollar amount
(monthly) of
employee plus one
dependent premium
paid by employer
Percentage of
employee plus
family premium paid
by employer
Dollar amount
(monthly) of
employee plus
family premium paid
by employer

$

$

924.33 $

1,298.33 $

759.35

80.0%

1,143.96

City of Rockville HSA

$

1,516.67 $

1,350.00

$

3,033.33 $

2,700.00

$

3,033.33 $

4,050.00

Evergreen Solutions, LLC

374.55

80.0%

90.3%

Peer Average
Individual
Deductible (HSA)
Employee Plus One
Deductible (HSA)
Employee Plus
Family Deductible

City of Rockville
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EXHIBIT 4J
POS PREMIUMS AND DEDUCTIBLES
POS Health
Peer Percentage
POS Health Plan
100.00%
offered
Percentage of
employee premium
paid by employer
Dollar amount
(monthly) of
employee premium
paid by employer

Peer Average

POS
77.3%

$

Percentage of
employee plus one
dependent premium
paid by employer

56.5%

512.83 $

76.4%

Dollar amount
(monthly) of
employee plus one
dependent premium
paid by employer
Percentage of
employee plus
family premium paid
by employer
Dollar amount
(monthly) of
employee plus
family premium paid
by employer

$

$

995.00 $

827.19

55.2%

1,409.17 $

1,240.81

City of Rockville Other 1

$

290.00 $

300.00

$

580.00 $

600.00

$

600.00 $

600.00

Evergreen Solutions, LLC

413.62

55.3%

76.8%

Peer Average
Individual
Deductible (Other 1)
Employee Plus One
Deductible (Other 1)
Employee Plus
Family Deductible

City of Rockville
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Other Benefits Offerings
Exhibit 4K and 4L display the percentages paid and monthly costs to the employer and
employee for individual dental and vision coverage, respectively, as well as the monthly cost
to the employer and employee for dental and vision coverage for families. The City has a
lower costs for employer paid dental insurance. While vision insurance is provided to
employees, the coverage is at full cost to the City’s employees.
EXHIBIT 4K
DENTAL COVERAGE
Dental
Is employer-paid dental insurance
offered?

Peer Percentage

Peer Average

City of Rockville

87.5%

Yes

Monthly cost to employer for
individual coverage

$

25.35 $

14.85

Monthly cost to employer for family
coverage
Is employee-paid dental insurance
offered?

$

59.30 $

44.34

25.0%

No

EXHIBIT 4L
VISION COVERAGE
Vision
Peer Percentage
Is employer-paid vision
62.5%
plan offered?
Monthly cost to
employer for individual
coverage
Monthly cost to
employer for family
coverage
Is employee-paid vision
26.7%
plan offered?

Peer Average

City of Rockville
No

$

4.30

N/A

N/A

N/A
Yes

Exhibit 4M and 4N display the percentage of responding peers who offer long-term and
short-term disability insurance plans, respectively, and displays whether the City offers these
types of benefits. The City does not offer either a contractual short-term or long-term
disability plan. Employer-paid short-term disability insurance is offered by 37.5 percent of
responding peers with coverage costs to the peers varying according to the employee’s
salary and coverage options. For long-term disability, 50.0 percent of peers offer this option
with coverage costs to the peers varying according to the employee’s salary and coverage

Evergreen Solutions, LLC
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options. The City’s long-term disability is offered through internal administration, including
the sick leave bank, off-the-job injury/illness leave, and the income protection program.
EXHIBIT 4M
SHORT-TERM DISABILITY INSURANCE
Short term disability
Is employer-paid shortterm disability insurance
offered?
Is employee-paid shortterm disability insurance
offered?

Peer Percentage

City of Rockville

37.5%

No

18.8%

-

EXHIBIT 4N
LONG-TERM DISABILITY INSURANCE
Long-term disability
Is employer-paid longterm disability insurance
offered?
Is employee-paid longterm disability insurance
offered?

Peer Percentage

City of Rockville

50.0%

No

37.5%

-

Retirement
Exhibit 4O displays whether or not peers and the City participate in the state retirement
system and retirement options other than the state plan. Of the peer respondents, 100.0
percent of peers participate in a retirement system other than a state retirement system,
and 81.3 percent offer a 401k, 401a, 403(b), or 457. The City contributes to retirement
options other than the state plan, as do 75.0 percent of the peers. All of the peers offer a
retirement plan other than the state retirement system, but 42.9 percent of the peers offer
the state retirement system in addition to non-state retirement plan options.

Evergreen Solutions, LLC
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EXHIBIT 4O
RETIREMENT
Retirement
Does organization participate in
theState Retirement System?
Other Retirement
Is a retirement option other than
state offered?
Is a D.R.O.P. plan offered?
Is a 401k, 401a, 403(b), or 457
offered?
Does the employer contribute to
any of these other retirement
options?

Peer Percentage

City of Rockville

43%

No

Peer Percentage

City of Rockville

100.0%

Yes

37.5%

No

81.3%

Yes

75.0%

Yes

Life Insurance
Exhibit 4P summarizes the life insurance offerings of responding peers and the City.
Employer-paid life insurance is offered by 100.0 percent of the peers and the City. The dollar
amount of death benefit for the City is very similar to that of the peer average.
EXHIBIT 4P
LIFE INSURANCE
Life Insurance
Peer Percentage
Is employer-paid life
100.0%
insurance offered?
Cost (monthly) to
employer for individual
coverage
Dollar amount of death
benefit
Is accidental death
10.0%
insurance provided?

Evergreen Solutions, LLC

Peer Average

City of Rockville
Yes

$

14.40

$

254,090.91 $

$.169/$1000 of
coverage
250,000.00
No
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Employee Leave and Holidays
Exhibit 4Q provides the average accrual rates for personal leave, sick, annual/vacation, and
paid time off for respondents and the City. The average minimum monthly accrual rate for
Annual/Vacation leave is 8.6 hours for peers and 10.7 hours for the City. The average
maximum monthly accrual rate for the peers for Annual/Vacation leave is also 8.6 hours and
10.7 hours for the City. The City offers higher minimum and maximum rates for
Annual/Vacation leave.
EXHIBIT 4Q
LEAVE TIME ACCRUAL
Offered?
Leave Policies
Personal Leave
Sick Leave
Annual/Vacation Leave
Paid Time Off

Minimum Accrual Rate (Monthly)

Maximum Accrual Rate (Monthly)

Peer Percentage

City of Rockville

Peer Average

City of Rockville

Peer Average

City of Rockville

40.0%
100.0%
100.0%
0.0%

No
Yes
Yes
No

8.6 Hours
8.6 Hours
-

10.7
-

6.2 Hours
8.6 Hours
8.6 Hours
-

15.3
-

The percentages of peers offering various holidays and the holidays at the City are shown in
Exhibit 4R. All peers recognize New Year’s Day, Martin Luther King, Jr. Day, Memorial Day,
Independence Day, Labor Day, Thanksgiving Day, and Christmas Day. The peers and the City
offer approximately 10 paid holidays each year. For non-exempt employees, eight peer
organizations provide straight time, six offer time-and-one-half, and one peer offers three
times the base rate of pay. The City offers non-exempt employees 1.5 times their base rate
of pay or comp time at 1.5 times the hours worked and most exempt employees receive
comp time hour for hour worked on a holiday.
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EXHIBIT 4R
RECOGNIZED HOLIDAYS
Holidays
New Year's Day
New Year's Eve
Martin Luther King, Jr.
Day
Lincoln's Birthday
Washington's Birthday
Memorial Day
Independence Day
Labor Day
Veteran's Day
Thanksgiving Day
Day After Thanksgiving
Christmas Eve
Christmas Day
Personal Holiday
Good Friday
Day After Christmas
Spring Break
Winter Break
Number of holidays
offered
Holiday pay rate

Peer Percentage
Yes
100.0%
0.0%

Peer Average

City of Rockville
Yes
No

100.0%

Yes

0.0%
80.0%
100.0%
100.0%
100.0%
93.3%
100.0%
86.7%
40.0%
100.0%
46.7%
6.7%
0.0%
0.0%
0.0%

No
Yes
Yes
Yes
Yes
Yes
Yes
Yes
No
Yes
No
No
No
No
No
10.5

10

1.4

1.5

Benefits Survey Summary
The peer benefits data summarized in this chapter indicate that the City has a very
competitive benefits package. Areas where the City could improve its current benefits
offerings include providing an employer paid vision plan and short-term disability. Overall,
the City’s employee benefits are, on average, comparable to their market peers.
Market Survey Conclusion
Information gained from this market survey was used in conjunction with the internal equity
analysis and factors such as fiscal constraints to develop a recommended compensation
plan that places the City in a strong position to stay competitive in today’s market.
Discussion of the recommended changes to the City’s pay plan can be found in Chapter 5 of
this report.
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Chapter 5 – Recommendations
Evergreen Solutions reviewed the data and analyses discussed in the previous chapters of
this report. Utilizing the City’s recently developed and adopted Total Compensation
Philosophy (Appendix A) as a guide, recommendations for improvements to the City’s
existing classification and compensation system were developed. Study findings and
recommendations are presented below in three sections: classification, compensation, and
system administration.

5.1

CLASSIFICATION RECOMMENDATIONS

A classification system defines what work is being done in an organization, and how its
employees are utilized to perform this work. The major components of a classification
system are the titles and descriptions of the organization’s classifications, which outline the
work assigned to employees in the classifications. To ensure internal equity, it is essential
that an organization’s titles and descriptions accurately reflect the responsibilities and
duties of the classifications.
During the classification analysis, Evergreen Solutions collected classification information
from City employees through the Job Assessment Tool (JAT). The JAT asked employees to
provide information about the type and level of work they perform, as well as the tasks that
are regularly assigned to them. All City employees were asked to complete a JAT, and
supervisors were asked to review the responses of their direct reports.
FINDING: Some titles did not accurately describe the work being performed by employees in
the classification. There were some instances where employees in different classifications
were performing similar types and levels of work.
RECOMMENDATION 1: Revise the titles of some City classifications, consolidate some City
classifications, and establish new titles based on the work being performed by, and in some
cases the certifications required of, City employees.
Exhibit 5A summarizes the recommended changes to the City’s classification titles, which
include title changes and consolidations, and the creation of new titles.
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EXHIBIT 5A
RECOMMENDED CLASSIFICATION TITLE CHANGES
Current Class Title
Activity Instructor 1
administrative assistant ii
Administrative Assistant II
Administrative Support Coordin
Aging in Place Specialist
Aquatics Facilities Operator
Aquatics Facility Manager
Aquatics Supervisor
Arts Program Supervisor
Arts Program Specialist
Assistant Director of CPDS
Assistant to the City Clerk
Associate Producer / Director
Box Office Manager
Budget and Finance Manager
Buyer I
Buyer II
Cable TV Production Mgmr
Cable TV Production Specialist II
Chief of Long Range Planning and Redevelopment
Child Care Preschool Staff
City Hall Facilities Manager
Civic Center Superintendent
Civil Engineer I
Civil Engineer II
Civil Engineer III
Commercial Property Codes Insp
Communications Manager
Community Services Referral Coordinator
Construction Codes Insp II
Construction Codes Inspector I
Construction Inspection Supervisor
Construction Inspector I
Construction Inspector II
Contract Specialist
Council Support Specialist
CPDS Specialist
Crew Supv-PW
Crew Supv-R&P (Fac Maint)
Crew Supv-R&P (Mansion)
Crew Supv-R&P (Parks East)
Crew Supv-R&P (Parks West)
Deputy City Clerk
Deputy Director of Utilities
Director of Finance
Director of Information Technology
Engineering Technician I
Engineering Technician II
Environmental Compliance Inspector II
Environmental Engineer III
Equipment Operator
Events Specialist

Evergreen Solutions, LLC

Proposed Class Title
Activity Instructor
Administrative Assistant
Office Manager
Executive Assistant
Recreation and Parks Program Specialist
Swim and Fitness Facility Operator
Swim and Fitness Facility Supervisor
Swim and Fitness Program Supervisor
Arts Program Coordinator
Recreation and Parks Program Specialist
Deputy Director of Community Planning & Development Services
Assistant City Clerk
Television Production Manager
Box Office and Marketing Manager
Deputy Director of Finance
Buyer
Senior Buyer
Communications Manager
Television Production Specialist
Chief of Long Range Planning
Childcare/Preschool Aide
City Hall Facilities Specialist
Civic Center Manager
Civil Engineer
Senior Civil Engineer
Principal Civil Engineer
Community Enhancement Codes Inspector
Director of Communications
Community Services Program Coordinator
Senior Codes Inspector
Codes Inspector
Inspection Supervisor
Construction Inspector
Senior Construction Inspector
Principal Buyer
Management Assistant
Chief of Housing Programs
Crew Supervisor-Public Works I
Crew Supervisor-R&P II
Crew Supervisor-R&P I
Crew Supervisor-R&P I
Crew Supervisor-R&P I
Assistant City Clerk
Deputy Director of Public Works
Chief Financial Officer/Director of Finance
Chief Information Officer
Engineering Technician
Senior Engineering Technician
Senior Environmental Compliance Inspector
Principal Environmental Engineer
Maintenance Worker-Public Works III
Recreation and Parks Program Specialist
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EXHIBIT 5A (CONTINUED)
RECOMMENDED CLASSIFICATION TITLE CHANGES
Current Class Title
Fire Codes Insp II
Fire Codes Inspector I
Fiscal Assistant I
Fiscal Assistant II
Fleet Mechanic I
Fleet Mechanic II
Fleet Service Mechanic
GIS Manager
Historic Planner
Housing Codes Inspector
Inspection Aide I
laborer
Laborer-PW
Laborer-R&P
Laborer-R&P (Fac Maint)
Laborer-R&P (Horticulture)
Laborer-R&P (Parks East)
Laborer-R&P (Parks West)
Laborer-R&P (Seniors)
Legal Secretary
Maint Wkr-R&P (Civic Center)
Maint Wkr-R&P (Fac Maint)
Maint Wkr-R&P (Horticulture)
Maint Wkr-R&P (Mansion)
Maint Wkr-R&P (Parks East)
Maint Wkr-R&P (Parks West)
Maintenance Wkr-PW
Management Assistant
Network & PC Systems Manager
Network & Systems Administrator I
Network & Systems Administrator II
Network & PC Support Specialist I
Network Engineer
New Title
New Title
New Title
New Title
New Title
New Title
New Title
Operations & Maintenance Crew Supv-PW
Operations & Maintenance Crew Supv-PW II
Parks & Facilities Dev Spec
Parks Sanitation Worker
Permit Software Support Specialist
Photo Enforcement Analyst Supervisor
Planner I
Planner II
Planner III
Planning GIS Specialist

Evergreen Solutions, LLC

Proposed Class Title
Senior Codes Inspector
Codes Inspector
Fiscal Assistant
Senior Fiscal Assistant
Fleet Mechanic II
Fleet Mechanic III
Fleet Mechanic I
Manager, Application Development & GIS
Principal Planner
Community Enhancement Codes Inspector
Inspection Aide
Maintenance Worker-R&P I
Maintenance Worker-Public Works I
Maintenance Worker-R&P I
Maintenance Worker-R&P I
Maintenance Worker-R&P I
Maintenance Worker-R&P I
Maintenance Worker-R&P I
Maintenance Worker-R&P I
Office Manager
Maintenance Worker-R&P II
Maintenance Worker-R&P II
Maintenance Worker-R&P II
Maintenance Worker-R&P II
Maintenance Worker-R&P II
Maintenance Worker-R&P II
Maintenance Worker-Public Works II
Administrative Specialist
IT End User Services Manager
Information Systems Engineer
Information Systems Engineer
IT End User Support Specialist
Senior Information Systems Engineer
Deputy City Attorney
Environmental Outreach Coordinator
Fleet Mechanic IV
Senior Community Enhancement Codes Inspector
Senior Management & Budget Analyst
Senior Office Manager
Senior Permit Technician
Crew Supervisor-Public Works I
Crew Supervisor-Public Works II
Parks and Facilities Development Coordinator
Sanitation Worker-R&P
Software Support Specialist
Photo Enforcement Supervisor
Planner
Senior Planner
Principal Planner
GIS Specialist
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EXHIBIT 5A (CONTINUED)
RECOMMENDED CLASSIFICATION TITLE CHANGES
Current Class Title
Police Equipment & Budget Coor
Principal Planner
Printing Specialist II
Program Assistant III
PW Data & GIS Specialist
R&P Administration Manager
Secretary I
Secretary II
Secretary III
Security and Application Administrator
Sediment and Erosion Inspector
Senior Center Program Manager
Senior Citizen Support Services Supervisor
Senior Construction Inspector
Senior Network Engineer
Senior Services Fleet Supervisor
Senior Sports and Fitness Supervisor
Sports Field Specialist
Spts Fac & Ath Flds Maint Supv
Sr Center Wellness Coor-pt
Sr Citizen Recreation Coord
Sr Outreach Worker II
Sr System Analyst/Project Lead
Swim Center Superintendent
Systems Analyst/Project Leader
Traffic Signal/Lighting Tech I
Traffic Signal/Lighting Tech II
Traffic Signal/Lighting Tech III
Transportation Aide
Transportation Engineer I
Transportation Engineer II
Transportation Engineer III
Transportation Planner I
Transportation Planner II
Transportation Planner III
Utility Billing Supervisor
Video Technician - pt
Watershed Protection Specialist
Web Administrator
Youth, Family & Community Specialist I
Zoning Inspector
Zoning Inspector I

Evergreen Solutions, LLC
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Office Manager
Planning Supervisor
Printing Specialist
Program Assistant
GIS Specialist
Deputy Director of Recreation and Parks
Secretary
Secretary
Administrative Assistant
Information System Security & Compliance Manager
Senior Sediment and Erosion Inspector
Seniors Program Manager
Seniors Program Supervisor
Principal Construction Inspector
IT Infrastructure Manager
Fleet Supervisor R&P
Seniors Sports And Fitness Supervisor
Maintenance Supervisor-Athletic Fields
Crew Supervisor-R&P I
Seniors Program Coordinator
Seniors Program Coordinator
Program Outreach Worker
Senior Systems Analyst
Swim and Fitness Center Manager
Systems Analyst
Traffic Signal and Lighting Technician
Traffic Signal and Lighting Technician
Traffic Signal and Lighting Technician
Bus Driver
Transportation Engineer
Senior Transportation Engineer
Principal Transportation Engineer
Transportation Planner
Senior Transportation Planner
Principal Transportation Planner
Utility Revenue Supervisor
Video Technician
Environmental Protection Specialist
Communications Manager
Linkages to Learning Specialist
Senior Zoning Inspector
Zoning Inspector
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FINDING: A comparison of the JAT responses and the City’s current job descriptions
revealed that for many of the City’s classifications, some tasks currently completed by
employees are missing from the job descriptions and some tasks that are listed in the job
descriptions are no longer being performed by employees. It is common for tasks to be
reassigned over time, and so it is necessary for an organization to revise its job descriptions
periodically to ensure the job descriptions are up to date.
RECOMMENDATION 2: Revise all job descriptions and create job descriptions for new titles,
and review job descriptions annually for accuracy.
It is recommended that job descriptions and job titles be reviewed annually to maintain the
classification system. If it is determined that essential functions of the position have
changed, it may be necessary to update the classification title (and grade assignment)
depending on the significance of the changes. This review can coincide, and correlates well
with an annual performance review process.
Evergreen Solutions is in the process of revising job descriptions for all classifications
included in the study process. These will be provided under separate cover.

5.2

COMPENSATION RECOMMENDATIONS

Evergreen Solutions analyzed the City’s compensation system in two ways: an external
market assessment and an internal equity assessment. In the external market assessment,
peer organizations were surveyed to determine the average market pay range for selected
City classifications. Across all the benchmarked classifications, the City’s salary range
minimums were 0.1 percent below market, the midpoints were 0.6 percent below market,
and the City’s salary range maximums fell 1.0 percent below the market at the 60th
percentile.
In the internal equity assessment, the classification information provided by employees and
supervisors through the JATs was analyzed to take into consideration the relationships
between the City’s positions. Specifically, each classification was assigned a composite
score that quantified the classification’s compensatory factors. The scores were based on
the employees’ and supervisors’ responses to the JAT as well as an independent review by
Evergreen Solutions. The scores allowed for positions with similar types and levels of work to
be compared across departments, which helped to ensure equity in compensation levels for
different City classifications.
FINDING: Based on the external market assessment, it was found that the City’s salary
ranges were behind the 60th percentile of the market for the majority of benchmarked
classifications. While a specific market position was not defined in the City’s adopted Total
Compensation Philosophy (Appendix A), this “lead” percentile position was utilized as the
foundation for the development of the recommended pay plan.
RECOMMENDATION 3: Update the City’s pay plan to reflect market conditions and best
practices; slot classifications into updated pay plan based on external and internal equity;
and transition employee salaries into the pay plan.
Evergreen Solutions, LLC
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Exhibit 5B provides the recommended updated pay plan, which was positioned at the 60th
percentile. The recommended pay plan was designed as an open range plan to most
effectively support the City’s recently adopted compensation philosophy. The open range
plan structure will provide the best opportunity for the City to administer career and salary
growth pay practices that align with the new philosophy.
EXHIBIT 5B
RECOMMENDED PAY PLAN
Grade
100
101
102
103
104
105
106
107
108
109
110
111
112
113
114
115
116
117
118
119
120
121
122
123
124
125

Minimum

Midpoint

Maximum

$ 27,780.00
$ 30,000.00
$ 32,400.00
$ 34,992.00
$ 37,791.00
$ 40,814.00
$ 44,079.00
$ 47,605.00
$ 50,461.00
$ 53,489.00
$ 56,698.00
$ 60,100.00
$ 63,706.00
$ 67,528.00
$ 70,904.00
$ 74,449.00
$ 78,171.00
$ 82,080.00
$ 86,184.00
$ 90,493.00
$ 94,113.00
$ 97,878.00
$ 101,793.00
$ 105,865.00
$ 110,100.00
$ 114,504.00

$ 34,725.00
$ 37,500.00
$ 40,500.00
$ 43,740.00
$ 47,239.00
$ 51,018.00
$ 55,099.00
$ 59,507.00
$ 64,338.00
$ 68,199.00
$ 72,290.00
$ 76,628.00
$ 81,225.00
$ 86,098.00
$ 92,175.00
$ 96,784.00
$ 101,623.00
$ 106,704.00
$ 112,039.00
$ 117,641.00
$ 124,700.00
$ 129,689.00
$ 134,876.00
$ 140,271.00
$ 145,883.00
$ 151,718.00

$ 41,670.00
$ 45,000.00
$ 48,600.00
$ 52,488.00
$ 56,687.00
$ 61,221.00
$ 66,119.00
$ 71,408.00
$ 78,215.00
$ 82,908.00
$ 87,882.00
$ 93,155.00
$ 98,744.00
$ 104,668.00
$ 113,446.00
$ 119,118.00
$ 125,074.00
$ 131,328.00
$ 137,894.00
$ 144,789.00
$ 155,286.00
$ 161,499.00
$ 167,958.00
$ 174,677.00
$ 181,665.00
$ 188,932.00

Range
Spread
50.0%
50.0%
50.0%
50.0%
50.0%
50.0%
50.0%
50.0%
55.0%
55.0%
55.0%
55.0%
55.0%
55.0%
60.0%
60.0%
60.0%
60.0%
60.0%
60.0%
65.0%
65.0%
65.0%
65.0%
65.0%
65.0%

After updating the pay plan, Evergreen Solutions slotted each of the City’s classifications
into the new structure. Several data sources were utilized when slotting classifications: the
market ranges for benchmarks and the composite JAT scores for all classifications.
Additionally, consideration was given to the Management Issues Tool (MIT) documents
submitted by supervisors during the JAT administration process. Assigning pay grades to
classifications requires a balance of internal equity, desired market position, and employee
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recruitment and retention concerns. Thus, the market ranges 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, and in
fact, some varied more based on guidance from the City to lead the market.
While a specific “lead” position was not established by the City, Evergreen Solutions made
pay grade assignments ahead of the market in areas where there were concerns with
employee recruitment and retention. As well, following the initial pay grade assignment
recommendations, Evergreen Solutions worked with the City’s department leaders to further
address concerns of recruitment, retention, or internal equity. This resulted in adjustments
to the initial pay grade assignments. These adjustments further established a lead market
position for most of the recommended pay structure. The resulting recommended pay
grades for each of the City’s classifications are shown in Exhibit 5C. It should be noted that
the above mentioned recommended title changes are reflected in the exhibit.
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EXHIBIT 5C
PROPOSED PAY GRADES BY PROPOSED TITLE
Proposed Proposed
Proposed
Proposed
Grade
Minimum
Midpoint
Maximum
100
$ 27,780.00 $ 34,725.00 $ 41,670.00

Proposed Class Title
Activity Instructor
Childcare/Preschool Aide
Groundskeeper
Program Assistant
Bus Driver
Maintenance Worker-Public Works I
Maintenance Worker-R&P I
Swim Center Assistant
Environmental Outreach Coordinator
Environmental Protection Specialist
Head Swim Coach
Inspection Aide
Maintenance Worker-Public Works II
Maintenance Worker-R&P II
Meter Services Technician
Program Outreach Worker
Sanitation Worker
Sanitation Worker-R&P
City Hall Facilities Specialist
Copy Center/Mail Specialist
Fleet Clerk
Fleet Mechanic I
Maintenance Communications Operator
Maintenance Worker-Public Works III
Parking Enforcement Officer
Photo Enforcement Analyst
Records Management Clerk
Sanitation Operator
Secretary
Swim and Fitness Facility Operator
Traffic Maintenance Worker
Tree Climber
Administrative Assistant
Assistant Facilities Engineer
Box Office and Marketing Manager
Certified Tree Climber
Facilities Maintenance Trades Worker
Facility Coordinator
Fiscal Assistant
Fleet Mechanic II
Human Resources Assistant
Inventory Services Clerk
Maintenance Supervisor-Athletic Fields
Secretary/Bookkeeper
Utility Revenue Specialist
Video Technician
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101

$ 30,000.00 $ 37,500.00 $ 45,000.00

102

$ 32,400.00 $ 40,500.00 $ 48,600.00

103

$ 34,992.00 $ 43,740.00 $ 52,488.00

104

$ 37,791.00 $ 47,239.00 $ 56,687.00

105

$ 40,814.00 $ 51,018.00 $ 61,221.00

106

$ 44,079.00 $ 55,099.00 $ 66,119.00
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EXHIBIT 5C (CONTINUED)
PROPOSED PAY GRADES BY PROPOSED TITLE
Proposed Class Title
Childcare/Preschool Director
Community Services Outreach Worker
Fleet Mechanic III
Fleet Supervisor R&P
Meter Services Supervisor
Neighborhood Services Officer
Parks Equipment Mechanic
Permit Technician
Photo Enforcement Supervisor
Senior Fiscal Assistant
Special Operations Technician
Administrative Specialist
Buyer
Crew Supervisor-Public Works I
Crew Supervisor-R&P I
Crime Analyst
Fleet Mechanic IV
Graphics Specialist
Human Resources Associate
Inventory Services Supervisor
Office Manager
Police Communications Operator
Printing Specialist
Recreation and Parks Program Specialist
Senior Permit Technician
Television Production Specialist
Victim Advocate
Water Treatment Plant Operator
Assistant City Clerk
Assistant Community Center Supervisor
Codes Inspector
Community Enhancement Codes Inspector
Community Services Program Analyst
Community Services Program Coordinator
Construction Codes Specialist
Construction Inspector
Crew Supervisor-Public Works II
Crew Supervisor-R&P II
Engineering Technician
Environmental Specialist
Executive Assistant
Facilities Engineer
Forestry Inspector
IT End User Support Specialist
Linkages to Learning Specialist
Parks Maintenance Specialist
Planner
Program Support Supervisor
Public Information Specialist
Senior Buyer
Senior Office Manager
Swim and Fitness Facility Supervisor
Television Production Manager
Theatre Production Specialist
Transportation Planner
Water Treatment Plant Shift Leader
Zoning Inspector
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Proposed
Grade

Proposed
Minimum

Proposed
Midpoint

Proposed
Maximum

107

$ 47,605.00

$ 59,507.00

$ 71,408.00

108

$ 50,461.00

$ 64,338.00

$ 78,215.00

109

$ 53,489.00

$ 68,199.00

$ 82,908.00
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EXHIBIT 5C (CONTINUED)
PROPOSED PAY GRADES BY PROPOSED TITLE
Proposed
Grade

Proposed Class Title
Assistant Sports Programs Supervisor
Facilities Maintenance Specialist
Fire Codes Plans Examiner
Fleet Maintenance Supervisor
Parks and Facilities Administrative Supervisor
Payroll Supervisor
Police Officer I
Rehabilitation Specialist
Senior Codes Inspector
Senior Community Enhancement Codes Inspector
Senior Construction Inspector
Senior Engineering Technician
Senior Environmental Compliance Inspector
Senior Sediment and Erosion Inspector
Senior Zoning Inspector
Software Support Specialist
Special Operations Supervisor
Sports Program Specialist
Swim and Fitness Program Supervisor
Telecommunications Systems Administrator
Theatre and Civic Center Supervisor
Traffic Signal and Lighting Technician
Youth and Family Counselor
Accountant
Assistant to the City Attorney
Civil Engineer
GIS Specialist
Human Rights and Community Mediation Administrator
Landlord/Tenant Specialist
Linkages to Learning Site Coordinator
Neighborhood Resources Coordinator
Parks and Facilities Development Coordinator
Plans Examiner
Police Officer II
Recycling and Refuse Superintendent
Senior Planner
Senior Transportation Planner
Seniors Program Coordinator
Transportation Engineer
Utility Revenue Supervisor
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Proposed
Minimum

Proposed
Midpoint

Proposed
Maximum

110

$ 56,698.00 $ 72,290.00 $ 87,882.00

111

$ 60,100.00 $ 76,628.00 $ 93,155.00
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EXHIBIT 5C (CONTINUED)
PROPOSED PAY GRADES BY PROPOSED TITLE
Proposed Class Title
Arts Program Coordinator
Assistant City Forester
Community Center Supervisor
Community Planning & Development Administrator
Health and Wellness Program Manager
Information Systems Engineer
Inspection Supervisor
Management Assistant
Nature Center Supervisor
Police Corporal
Principal Construction Inspector
Public Works Administrator
Seniors Sports And Fitness Supervisor
Support Services Coordinator
Teen Programs Coordinator
Fire Protection Engineer
Management & Budget Analyst
Principal Planner
Principal Transportation Planner
Recreation Programs Supervisor
Senior Civil Engineer
Senior Neighborhood Resources Coordinator
Senior Transportation Engineer
Seniors Program Supervisor
Sports Programs Supervisor
Assistant to the City Manager
City Forester
Civic Center Manager
Community Enhancement/Code Enforcement Supervisor
Fire Marshall
Fleet Manager
Horticulturist
Human Resources Administrator
Operations Maintenance Assistant Superintendent
Parks Maintenance Supervisor
Parks Services Manager
Police Sergeant
Principal Buyer
Principal Civil Engineer
Principal Environmental Engineer
Principal Transportation Engineer
R&P Marketing Development Manager
Senior Accountant
Special Events Manager
Systems Analyst
Application Developer
Communications Manager
Community Services Manager
Planning Supervisor
Safety and Risk Manager
Senior Information Systems Engineer
Senior Management & Budget Analyst
Senior Systems Analyst
Seniors Program Manager
Stormwater Manager
Sustainability Coordinator
Swim and Fitness Center Manager
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Proposed
Grade

Proposed
Minimum

Proposed
Midpoint

Proposed
Maximum

112

$ 63,706.00

$ 81,225.00

$ 98,744.00

113

$ 67,528.00

$ 86,098.00

$ 104,668.00

114

$ 70,904.00

$ 92,175.00

$ 113,446.00

115

$ 74,449.00

$ 96,784.00

$ 119,118.00
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EXHIBIT 5C (CONTINUED)
PROPOSED PAY GRADES BY PROPOSED TITLE
Proposed Class Title
Chief of Construction Management
Chief of Housing Programs
Chief of Inspection Services
Engineering Supervisor
Facilities Property Manager
Information System Security & Compliance Manager
IT End User Services Manager
IT Enterprise Project Manager
IT Infrastructure Manager
Manager, Application Development & GIS
Police Lieutenant
Water Treatment Plant Superintendent
Financial Accounting Manager
Financial Systems Manager
Operations Maintenance Superintendent
Purchasing Manager
Superintendent of Parks and Facilities
Superintendent of Recreation
Assistant City Attorney
Chief of Engineering
Chief of Environmental Management
Chief of Long Range Planning
Chief of Traffic and Transportation
Chief of Zoning
Police Major
Deputy Director of Community Planning & Development Services
Deputy Director of Finance
Deputy Director of Public Works
Deputy Director of Recreation and Parks
Senior Assistant City Attorney
Deputy City Attorney
Director of Communications
Chief Information Officer
Director of Community Planning & Development Services
Director of Human Resources
Director of Recreation and Parks
Chief Financial Officer/Director of Finance
Chief of Police
Deputy City Manager
Director of Public Works

Proposed
Grade

Proposed
Minimum

Proposed
Midpoint

Proposed
Maximum

116

$ 78,171.00

$101,623.00

$125,074.00

117

$ 82,080.00

$106,704.00

$131,328.00

118

$ 86,184.00

$112,039.00

$137,894.00

119

$ 90,493.00 $ 117,641.00 $ 144,789.00

120

$ 94,113.00

121
122

$ 97,878.00 $ 129,689.00 $ 161,499.00
$ 101,793.00 $ 134,876.00 $ 167,958.00

124

$110,100.00

$145,883.00

$181,665.00

125

$114,504.00

$151,718.00

$188,932.00

$124,700.00

$155,286.00

In addition to ensuring internal equity and attempting to alleviate concerns regarding
employee recruitment and retention, the proposed pay grade assignments considerably
improved the City’s market position. Exhibit 5F shows the overall average percent difference
from the 60th percentile of the market for the benchmarked classifications.
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EXHIBIT 5F
MARKET POSITION – 60TH PERCENTILE
Comparison

Overall % Difference Overall % Difference Overall % Difference
at Minimum
at Midpoint
at Maximum

Current Pay Grades

-0.1%

-0.6%

-1.0%

Proposed Pay Grades

7.0%

5.6%

4.6%

As the exhibit shows, the proposed pay structure significantly improves the overall average
differentials for the City’s benchmarked classifications, bringing the City’s benchmarked
classifications from slightly below market to a position which leads the market. The
proposed pay plan is, on average, 7.0, 5.6, and 4.6 percent above the 60th percentile at the
minimum, midpoint, and maximum, respectively.
After assigning pay grades to classifications, the next step of implementing the
compensation structure is to transition employees’ salaries into the new pay plan. This is
done by establishing a method of calculating salaries in the new pay grades and determining
whether an adjustment is necessary to individual employees’ salaries to bring them to their
calculated salary. Evergreen Solutions utilized two methods in calculating employees’
salaries, with the possibility of implementing them individually or together.
Method 1: Bring Employees’ Salaries to Minimum
In this method, employees’ current salaries were compared to the minimum of their
proposed pay grades. If an employee’s current salary was below his or her grade minimum,
an adjustment was proposed to raise the employee’s salary to the minimum. If the
employee’s current salary was already above his or her pay grade minimum, no adjustment
was recommended. With this method, salary adjustments are recommended for 103 City
employees, with an approximate annualized cost of $256,153.
This includes the cost for salaries only and does not include associated benefits cost.
Method 2: Bring Employees’ Salaries to Their Current Range Penetration (Capped at
Midpoint)
This method utilizes employees’ current range penetrations. A calculation is made to
determine the distance each employee’s current salary is through the current range and
each employee’s proposed salary is placed the same distance through the proposed ranges.
If an employee’s calculated salary was above the midpoint of the proposed pay grade, the
calculated salary was determined to be the pay grade midpoint. If an employee’s current
salary was below his or her calculated salary, an adjustment was proposed to raise the
employee’s salary to the calculated salary. If the employee’s current salary was already
above his or her calculated salary, no adjustment was recommended. With this method,
salary adjustments are recommended for 303 City employees, with an approximate
annualized cost of $1,243,870.
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This includes the cost for salaries only and does not include associated benefits cost.

5.3

SYSTEM ADMINISTRATION RECOMMENDATIONS

Any organization’s compensation and classification system will need periodic maintenance.
The compensation and classification recommendations provided in this chapter were
developed by Evergreen Solutions based on conditions at the time the data were collected.
Without proper upkeep, there is the potential for recruitment and retention issues to arise 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 make adjustments to pay grade assignments, if necessary, and offer recruitment
and/or retention incentives for certain classifications, 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 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). If increasing the
classification’s pay grade based on market data does not help with the recruitment and/or
retention issues, it may be necessary for the City to offer incentives to attract employees to
the position and/or to encourage employees to remain in the position. Some options of
incentives with little or no cost to the City include instituting an employee recognition
program and offering new and/or current employees more flexible work schedules or tuition
assistance/reimbursement.
RECOMMENDATION 5: 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 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.
RECOMMENDATION 6: Review guidelines 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 or
department.
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, processes for review, and in some cases, employee appeals procedures.
However, it is important for the City to have established guidelines for each of these
situations, and that they are followed consistently. Common practices for progressing and
Evergreen Solutions, LLC
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establishing employee salaries are outlined below and can serve as a basis for reviewing the
City’s current pay guidelines and practices. Pay guidelines and practices should be aligned
with the City’s adopted Compensation Philosophy.
Salary Progression
There are several common methods for salary progression including cost of living
adjustments (COLA), across the board adjustments, merit pay associated with employee
performance, and longevity increases. Organizations sometimes utilize multiple methods
together to reward employees. For example, merit pay is often used in tandem with a COLA,
so that a minimum increase tied to a measure of inflation is awarded to all employees and
an additional percentage increase is earned by employees with positive evaluations.
Historically, employers in the private sector and more recently, employers in the public
sector have moved away from COLA and longevity as a means of progressing employee
salaries. However, in order for a merit pay system to work effectively, a fair, organizationwide performance evaluation system must be in place, and supervisors and management
must receive proper training to ensure an equitable application of the process.
New Hire Starting Salary
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. All 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.
Promotions
When an employee is promoted to a new classification, it is important to have guidelines for
calculating the employee’s new salary that rewards the employee for his or her new
responsibilities, moves the salary into the new pay grade, and ensures internal equity in the
new classification. It is common for organizations to establish a minimum percentage salary
increase that depends on the increase in pay grade as a result of the promotion. For
example, if an employee moves into the next pay grade he or she may receive a minimum of
a 3 to 5 percent increase and if the individual moves up two pay grades he or she may
experience an increase closer to 6 to 10 percent. Regardless of the minimum percent
increase, the employee’s new salary should be within the new pay grade’s range, and
internal equity of salaries within the classification should be preserved.
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Demotions
An employee demotion is a sensitive subject and must be handled as such. While some
organizations do reduce the salary of demoted employees, there are other options available
for these situations. One option is to adjust the employee’s salary to the salary received
while in the previous position if the demotion occurs following a promotion to a higher level
position within the same job family. Another option is to reduce the employee’s salary to a
salary commensurate with the level of an employee joining that organization in that
classification. Another option is reduce the employees’ salary by a percentage, for example
3 percent, and apply this practice consistently across the City for all demotions. In any case,
the City should be sensitive to the fact that the employee who is being demoted will
experience a reduced level of income and may seek financial counseling often provided
through an Employee Assistance Program.
Transfers
An employee transfer occurs when an employee is reassigned to a classification at the same
pay grade as his or her current classification or when an employee’s classification stays the
same, but his or her department changes. In either of these cases, it is likely that no
adjustment is necessary to the employee’s salary. The only situation in which a salary
adjustment would be needed for a transferred employee would be if his or her current salary
is not aligned with the salaries of employees in the new classification or department. If that
occurs, it may be necessary to adjust the salary of the employee or the incumbents of the
classification to ensure salary equity within the new classification.
RECOMMENDATION 7: Review the policy for compensating employees whose salaries have
reached the maximum of their pay grades.
The analyses of employee tenure and salary data in Chapter 3 of this report indicated that
there are some employees who have worked at the City for a considerable length of time
and that a small portion of employees had salaries that were at the maximum of their
current pay grades. Going forward, the City’s process should be reviewed on how to reward
salary increases to employees who have reached their classification’s maximum salary.
Evergreen Solutions recommends that any annual increases awarded to an employee with a
salary at his or her range’s maximum be paid to the employee as a lump sum. This will keep
the employee’s salary that is paid throughout the year within his or her pay range while still
providing compensation to the employee in an equitable manner. In addition, if the City
awards an across the board adjustment or COLA to employees, it is not necessary to change
(increase) the pay grade maximums of the structure.
SUMMARY
The recommendations in this chapter establish a highly competitive pay plan, classification
titles and pay grade assignments that preserve internal and external equity, and system
maintenance practices that will provide the City with a responsive compensation and
classification system for years to come. While the maintenance of this recommended
system will require resources and work, the City will find that having a competitive
compensation and classification system that enhances recruitment and employee retention
is worth the effort.
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Total Compensation Philosophy
The City of Rockville is committed to providing an equitable, consistent, transparent, and
competitive total compensation system of salary and benefits for employees that supports
our mission and vision. The City seeks to attract and retain a highly engaged, qualified and
diverse workforce through a competitive total compensation system that fosters the City’s
goal of being an employer of choice. By rewarding and recognizing employees’ experience,
accomplishments, and performance to a level that is competitive with or ahead of its peers
while maintaining fiscal responsibility to taxpayers, the City will be poised to continue to
accomplish its mission. This philosophy serves as the foundation for the City’s total
compensation pay system and associated practices.
To support this philosophy, the City’s goal will be to:


Provide a competitive total compensation system of salary and benefits that
competes well with the City’s recognized peers for qualified employees;



Develop and implement a compensation plan and classification structure that is
internally and externally equitable, with potential for career and salary growth, and
allows for flexibility in administration;



Design and administer an open range pay plan that provides for career and salary
growth based on performance measured by a fair and effective evaluation system;



Communicate the compensation plan and classification structure to be
transparent to and understood by employees and the community;



Maintain the compensation and classification structure and associated policies
and practices through regular internal review, and surveys of external peer market
trends;



Administer the compensation and classification structure in a consistent,
transparent, equitable manner; and



Develop, implement and maintain flexible hire, promotion, and retention pay
practices supporting the compensation and classification system that provide
managers flexibility in offering competitive salaries to attract and retain a highperforming workforce.
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