EVERGREEN SOLUTIONS, LLC

Chapter 1 - Introduction

The leadership of the City of Portland, OR (the “City”) in keeping with its commitment to
attracting and retaining the employees necessary to provide high quality services determined
that its current compensation and classification systems and structures needed to be updated
to better reflect best practices. Evergreen Solutions, LLC (“Evergreen”) was selected by the
City during March of 2024 as its partner to in order to accomplish this goal. This engagement
sought to evaluate the strengths and weaknesses of the City’s current systems, conduct a job
and pay grade analysis to study internal equity, collect peer salary data to study external
equity, and adjust the current compensation and classification systems to better reflect the
market. This study and the analysis contained within provides City leadership with valuable
information related to their employee demographics, opinions, and market data, as well as
internal and external equity. The analysis in this report represents CPPW employees.

Internal equity relates to the fairness of an organization’s compensation practices among its
current employees. Specifically, by reviewingithe skills, responsibilities, and duties of each
position, it can be determined whether similar pesitions are being compensated in an
equitable manner within the organization. External equity.relates to the differences between
how an organization’s classifications are valuéd and the compensation available in the
marketplace for the sameé skills, responsibilities, and duties. This component of the study aims
to address how the City is positioned in the market relative to other local area government
organizations withssimilar, positions and to developsecommendations that allow the City to
recruit and retain quality'employeessIhe classification component of this study resolves any
inconsistenciesarelated to“job. requirementstor job titles and ensures that all jobs are
appropriately categorized and aligned with The work currently performed.

1.1 STUDY METHODOLOGY

Evergreen combines qualitative and quantitative data analysis to produce recommendations
that maximize the fairness and competitiveness of an organization’s compensation structure
and practices. It is important to note that the data utilized in the study represents a snapshot
in time. As market conditions can change rapidly, it is important for the City to conduct regular
market surveys to ensure their external market position does not decay. A full compensation
and classification review is recommended approximately every three to five years. Some
examples of project activities included:

e Conducting a project kick-off meeting

e Presenting orientation sessions to employees

e Facilitating focus group sessions with employees
e Conducting an external market salary survey
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e Developing recommendations for compensation management
e Revising classification descriptions based on employee JAT feedback
e Creating draft and final reports

Kickoff Meeting

The Kkickoff meeting provided an opportunity to discuss the history of the City, finalize the work
plan, and begin the data collection process. Data collection included the gathering of relevant
background material including existing pay plans, organization charts, policies, procedures,
training materials, classification specifications, and other pertinent material.

Employee Outreach

Through the orientation sessions, Evergreen consultants briefed employees on the purpose
and major processes of the study. This process addressed‘employee questions in an effort to
resolve misconceptions about the study and related tasks and explained the.importance of
employee participation in the JAT process.

In addition, employees participated in focus group sessions designed to gather input from
their varied perspectives as to the strengths and weaknesses of the current system. Feedback
received from employees in this context was helpful in highlighting aspects of the organization
which needed particular attention and consideration. This infarmation provided some basic
perceptional background, as well as a starting pointifor the research process.

Job Assessment Tool® (JAT) Classification Analysis

Employees were asked to complete individual JAT surveys, where they shared information
pertaining to their workin their awn words. These JATs were analyzed and compared to the
current classification deseriptions, and classifications were individually scored based on
employee responses to five compensablefactor.guestions. Each of the compensable factors—
LeadershipsWorking:€Conditions,Complexity, Decision Making, and Relationships—were given
weightedfvalues based on employee responses, resulting in a point factor score for each
classification. The rank order of classes’by JAT scores was used to develop a rank order of
classes within the proposed compensation structure. Combined with market data, this
information formed the foundation“of the combined recommendations. The nature of each
compensablefactor is described below:

e |eadership=relatesto the employee’s individual leadership role, be it as a direct report
of others who have leadership responsibilities, or as an executive who has leadership
over entire departments or the City as a whole.

e Working Conditions - deals with the employee’s physical working conditions and the
employee’s impact on those conditions, as well as the working conditions impact or
potential impact on the employee.

e Complexity - describes the nature of work performed and includes options ranging
from entry-level manual or clerical tasks up to advanced scientific, legal, or executive
management duties.
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e Decision Making - deals with the individual decision-making responsibility of the
employees. Are decisions made on behalf of the employee or is the employee making
autonomous decisions that impact the individual, other employees, or even the entire
organization?

e Relationships -deals with organizational structure and the nature of the employee’s
working relationships. Responses range from employees who work primarily alone,
those who work as members of a team, those who oversee teams, and those who
oversee the organization as a whole.

Salary Survey

The external market for this study was defined as identified government organizations with
similar positions as well as similar characteristics, demographics,~and service offerings.
Specific benchmark positions in the City were sumreyed, although not all positions had
matching positions at the peer organizations. Thefdata were then analyzed \comparing City
classifications to the jobs performing the samefduties at peer organizationstorgain a fuller
understanding of their market position.

Recommendations

Evergreen developed recommendationsfor the, City to consider in,order to help maximize the
effectiveness and efficiency of its current compensation and classification structure.
Evergreen provided the City with a variety of recommendations for the future at various costs.
These plans were designed to fix the issues‘identified in‘this report, while continuing to build
on the strengths the City/currently exhibits.

1.2 REPORT ORGANIZATION

This reportincludes the following additional‘chapters:

Chapter 2 - Summary of Employee Outreach
Chapter 3 - Assessment of Current Conditions
Chapter. 4 - Market Summary

Chapter 55— Recommendations

Chapter 2 - Summaryof.Outreach

As part of the study, Evergreen consultants conducted outreach sessions with City employees
to explain the study’s objectives, methodology, and timeline, as well as to address any
questions or concerns. Focus groups were held to gather employee insights, which provided
a valuable foundation for Evergreen’s research.

During these sessions, employees shared feedback regarding job classifications they believed
to be outdated, misaligned with the market, or experiencing recruitment and retention
challenges. Additionally, employees identified key competitor organizations to the City in
terms of compensation and classification. Finally, employees provided information on all the
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positive aspects of employment with the City. Evergreen used employee opinions as a starting
point for some data collection, but everything that was used in the course of this study was
independently verified by Evergreen. A full summary of the outreach can be found in Chapter
2 of this report.

Chapter 3 - Assessment of Current Conditions

An assessment of current conditions (“AOCC”) was conducted to help Evergreen better
understand the current standing of the City pay plans, demographics, and compensation
structures. This assessment should be considered a snapshot in timeand is reflective of the
conditions present within the City upon the commencement of this study. By leveraging this
information, Evergreen was able to gain a better understanding of the strengths and
weaknesses of the current compensation system. When combined with the market results,
the Assessment of Current Conditions helped provide a basis for recommendations. A full
summary of the Assessment of Current Conditions can’befound in Chapter. 3 of this report.

Chapter 4 - Market Summary

A salary survey was designed by Evergreen and approved by the City’s human resources
department. After the results were received, the data were analyzed to compare the City to
the overall results. Combined with thetAssessment of Current,Conditions, the market survey
gave Evergreen the information needed to understand the City’s, position relative to its labor
market. A full summary of the market results ‘canbe found in Chapter 4 of this report.

Chapter 5 - Recommendations

During the recommengdations phase, Evergreen presented a range of solution options tailored
to the City’s currentgmarket positioning. These recommendations were designed to enhance
internal consistency acr@ss,the pay plans while supporting the City’s ongoing efforts to remain
competitive within the broaderdabor market. A full explanation of the recommendations can
be found in_Chapters. of thisreport.
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Chapter 2 - Summary of Employee
Outreach

In the summer of 2024, Evergreen consultants conducted orientation sessions and focus
groups for the City. Orientation sessions were conducted in orderdo inform employees about
the purpose of the study, while also giving employees information about the different ways
they would be asked to participate in the study. Focus groups were,designed to solicit open
feedback from employees concerning a number of topics related to compensation and
classification. Overall, the goal of these groups was to gauge the general employee sentiment
towards the current compensation and classification structures of the\City, while also
gathering specific concerns employees had.

The observations in this chapter are a generalized summary.0f opinions, general themes, and
trends expressed by employees who either participatediinafocus group or participated in the
virtual outreach survey. The virtual survey provided an anonymous forum for employees to
provide valuable feedback regarding compensation and classification practices at the City. It
is important to note that the views shared inthissummary are perceptional in nature and may
not necessarily reflect actual conditions inithe City.

Comments are separated_bysthe following four eategories below:

2.1 General Feedback

2.2 Compensation & Classification
2.3 Market Peers

2.4 Summary.

2.1 /" GENERAL FEEDBACK

While the ‘primary objective of this study is to evaluate the City’'s compensation and
classification structures, it is also essential to consider broader employee perspectives on
their overall experience working for the City. To provide additional context, employees were
asked to share what initially attracted them to employment with the City and what factors
have influenced their;decision to remain with the City. The responses in this section offer
insight into the key elements that drive recruitment and retention beyond salary alone. While
compensation remains a critical factor, it is not the sole determinant for many employees’
decision to join or stay with the organization. The most frequently cited themes include the
City’s strong benefits package, job stability, and the positive community impact.

e Benefits - Employees expressed that the benefits package, specifically the health
insurance and retirement plan, were large considerations when coming to work for the
City.
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e Job Stability - Many employees emphasized the sense of security and long-term
stability provided by their positions with the City. This stability has been a key factor in
employee retention.

e Community Impact - A number of participants shared that their motivation for working
in local government stems from a desire to make a meaningful contribution to the
community. Employees expressed a strong sense of purpose and fulfillment in serving
the public and having a positive impact on the lives of residents.

Additional responses provided in the virtual survey are included in_Exhibit 2A.

EXHIBIT 2A

Why did you come to work for the City? Select all that apply.
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2.2 COMPENSATION & CLASSIFICATION

As the main focus of this study, feedback on compensation and classification was solicited
from employees. Employees were asked to identify any concerns, challenges, or limitations
observed with how the City currently compensates and classifies its positions. It is important
to note that the perceptions of employees listed below do not necessarily reflect or aligh with
the data collected in the market survey, found in Chapter 4.

Specific feedback shared by employees related to compensation and classification practices
included the following;:
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e External Equity - Many employees reported feeling fairly compensated for their work,
especially when compared to other public sector organizations. While some
acknowledged that certain private sector roles—particularly in fields like Engineering
and Information Technology—offer significantly higher salaries, the general sentiment
was that the City’s compensation is appropriate within the context of public service.
However, several employees expressed a desire for more frequent or meaningful cost-
of-living adjustments, particularly in response to ongoing inflation.

e Internal Equity - Concerns were raised regarding the transparency and consistency of
internal pay practices. Employees indicated uncertainty areund how individual
compensation decisions are made, which has led to gonfusion and perceptions of
inequity. Pay compression between long-tenured employeesiand new hires was noted
as a recurring issue. Additionally, some employees observed that salary differences
between job levels were minimal. This lack of différentiation was seen as a disincentive
for pursuing promotions, particularly when the additional responsibilities were not
matched with a significant increase in compensation.

Additional feedback regarding the City’s compensation is included below in Exhibit 2B and
Exhibit 2C.

Exhibit 2B

What are the positive aspects of your
compensation? Select all that apply.
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Exhibit 2C

What do you believe the City needs to do to be more competitive
with the market, if anything? Select all that apply.
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Increase pay grade ranges Increase individual pay of Provide additional cost of Offer more robust remote Compensation at the City is
(minimums and employees living adjustments work opportunities already at or above the
maximums) market rate for my
position

e Turnover - , employees identified specific roles within
the City tha > i ighsturnover or have remained vacant for

¢ C(Classificatio es - Employees shared concerns regarding the structure and clarity
of classification titles across the organization. A common theme was that many job
titles are overly broad, making it difficult to distinguish between roles and
responsibilities across departments. For example, employees noted that “Coordinator”
positions exist in multiple departments but encompass vastly different duties, despite
sharing the same classification title. Similarly, discrepancies were noted between
“Coordinator” and “Analyst” roles, with employees performing comparable work but
being compensated at different levels depending on their title. This inconsistency has
led to perceptions of inequity and confusion about role expectations. Additionally,
employees emphasized the need for more clearly defined and accessible career
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pathways. Many positions were described as having limited or no upward mobility,
which contributes to employee frustration and impacts long-term retention.

Additional feedback received regarding classification concerns are included in Exhibit 2D.

Exhibit 2D

Select the statement(s) that apply to your classification.
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reflect all of my specific specific. from it it. out of date.

responsibility. enough.

Benefits (perceived\strengths) - Employee feedback regarding the City’'s benefits
program.was overwhelmingly positive;,with many participants identifying the benefits
package as a key reason for joining and remaining with the organization. Specifically,
employees praised, the low insurance premiums. Additionally, the pension plan and
retirement benefits were notedias major areas of satisfaction. The generous accrual
of sick and vacation leave were noted as strengths of the comprehensive benefits
package.

Benefits ‘(perceived’ weaknesses) - While the majority of comments regarding
employee benefitstwere positive, there were some areas for improvement. The lack of
retiree medical insurance was cited as a significant gap in long-term benefits planning.
Additionally, the limited transportation and parking support for employees was noted
to be an area of improvement. There was a strong desire for more robust training and
professional development opportunities to support career advancement and skill
development.
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2.3 MARKET PEERS

Focus group participants were asked to name organizations they considered to be both local
and regional market peers, who they believe are the City’s biggest competitors in terms of
compensation and classification. Responses listed below were mentioned with some
frequency across the focus groups.

e Clackamas County

o Clean Water Services

o City of Beaverton

o City of Seattle

e King County

e Multnomah County

e Oregon Department of Transportation
e Port of Portland

e TriMet

e Washington County

2.4 SUMMARY

The feedback provided by City employees offered a valuable foundation for the development
of the recommendations outlined in this'study. The high level of employee participation and
engagement demonstrated a strong commitmentto the organization and a shared interest in
improving workplace practices. Employees thoughtfully contributed their time and insights,
offering constructive observations regarding both the strengths and challenges of the City’s
current compensation@nd classification systems.

Overall, the employees ofithe City take great pridesin their work and strive to make distinct
contributions towards their communitysThe Evergreen team used the information gathered
from employees threughout the remainder of this study in order to arrive at appropriate
recommendations for the City.
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Chapter 3 — Assessment of Current
Conditions

The purpose of this chapter is to provide a statistical analysis of the compensation and
classification system in place at the City at the start of this study. The assessment is divided
into the following sections:

3.1  Analysis of the Pay Plan
3.2  Grade Placement Analysis
3.3  Quartile Analysis

3.4  Compression Analysis

3.5  Summary

The analysis represented in this chapter represents a snapshot in time - this chapter was
built off of employee information colleeted in May of 2024. Every organization changes
continuously, so this chapter is not meant,to be a definitive statement on continuing
compensation practices at the City. Rather, this AGCC is meant to represent the conditions
that were in place when this study began. The data contained within provide the baseline for
analyses through the course of this study but aré not sufficient cause for recommendations
in isolation. By reviewing employee data, Evergreen gained a better understanding of the
structure and methods in place and identified issues for both further review and potential
revision.

3.1 ANALYSIS:OF THE PAY PLAN

The purpose of analyzing the payplan used within the City is to help gain an overview of the
compensation philosophyasiit existed when the study began. This system used alpha-numeric
pay grades to represent classifications of varying level and responsibility. Exhibit 3A displays
the City’s pay plan summarized for ease of comparison. The exhibit provides the name; each
pay grade on the plan; the value of each pay grade at minimum, midpoint, and maximum; the
range spread for each paygrade - which is a measure of the distance between the minimum
and maximum of the grade; the midpoint progression between grades; and the number of
employees per pay grade.

The City’s current pay plan consists of 10 occupied pay grades encompassing a total of 778
employees. The pay range spreads across these grades vary from 30 percent to 43 percent.
Among the grades, HGRNOO54 is the least populated, with only one employee assigned,
while GRDNOO57 is the most heavily occupied, including 266 employees. Notably, there are
several distinct pay grades that share identical salary ranges. These instances are
characterized by a O percent midpoint progression—such as the case with pay grades
GRDNOO054 and HGRNOO54—indicating no difference in range midpoint between them.
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EXHIBIT 3A
PAY PLAN SUMMARY

Range  Midpoint

Minimum  Midpoint Employees

Spread Progression

PPV CGRDNO054| $ 58635|$ 70366 | $ 82098 | 40% - 1
aPPW HGRNO054| $ 58635|$ 70,366 |$ 82098 | 40% 0% 1
aPPW GRONO0S5( $ 73,124 | $§ 88744 | $ 104,344 | 43% 26% 159
aPPW HGRNO0S5| § 73,029 | $ 88629 | $§ 104208 | 48% 0% 4
aPPW GRON00S6| $ 80,558 | 97,781 | § 114,982 | 43% 10% 238
aPPW HGRNOOS6| $ 80,558 | § 97,781 | $ 114982 43% 0% 8
aPPW GRDNO057 | § 94,390 | § 108514 | § 12,637 | 30% 1% 266
aPPW HGRNOOS7 | $ 94,390 | $ 108514 | $4122637 | 30% 0% 5
aPPW CGRDNO058| $ 103,834 | § 125445 | $ 147,035 | 42% 16% 80
aPPW GRDNO059| $ 112,466 | $ 136,538 | $160,607 |/ 43% 9% 6
Total - - - - - - 778

Comparing the summary data in Exhibit'3A torbest practices, @ humber of observations can
be made regarding the City’s pay plan. Based on the analysis of the pay plan, the following
facts can be observed:

e Range spread and midpoint progression are inconsistent across the pay grades.

e The numberof employees on each pay grade is widely varied. Multiple pay grades have
only a single incumbent occupying the grade while several pay grades contain more
than one hundred employees.

e Thé minimum oftany pay grade is $58,635 while the maximum of any pay grade is
$160,607.

3.2 GRADE PLACEMENT ANALYSIS

The Grade Placement Analysis examines how employee salaries are distributed throughout
the pay grades. ThiswCan help identify salary progression issues, which are usually
accompanied by employee salaries that are clustered in segments of the pay grades.
A clustering of employee salaries in the lower part of ranges can indicate a lack of salary
progression for employees or a high level of employee turnover. A clustering of employee
salaries in the high end of pay ranges can be a sign of high employee tenure or a sign that the
pay ranges are behind market, forcing the organization to offer salaries near the maximum of
the range to new hires. With regard to minimum and maximum salaries, employees at the
grade minimum are typically newer to the organization or to the classification, while
employees at the grade maximum are typically highly experienced and highly proficient in their
classification. The Grade Placement Analysis examines how salaries compare to pay range
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minimums, midpoints, and maximums. Only pay grades with at least one incumbent are
included in this analysis.

Exhibit 3B displays the percentage and number of employees compensated at their pay grade
minimum and pay grade maximum. As can be seen in the exhibit, 3.2 percent (25 total) of all
employees are compensated at their pay grade’s minimum. A larger percent of employees,
12.1 percent (94 total), are compensated at their pay grade’s maximum.

EXHIBIT 3B
EMPLOYEES AT MINIMUM AND MAXIMUM BY GRADE

Grade Employees #atMin %atMin #atMax % at Max

GRDNO054 11 0 0.0% 0 0.0%
GRDNOO55 159 9 5.7% 13 8.2%
GRDNOO056 238 7 2.9% 32 13.4%
GRDNOO57 266 9 3.4% 34 12.8%
GRDNOO058 80 0 0.0% 7 8.8%
GRDNOO059 6 0 0.0% 1 16.7%
HGRN0054 1 0 0.0% 0 0.0%
HGRNOO055 4 0 0.0% 1 25.0%
HGRNO0O056 8 0 0.0% 3 37.5%
HGRNO0O057 5 0 0.0% 3 60.0%

Total 778 25 3.2% 94 12.1%

In addition to assessing the number of emplayees at minimum and maximum, an analysis
was conducted to determine the number of employees below and above pay grade midpoint.
Exhibit 3C displays the results of this analysis: atetal of 409 employees are compensated
below their pay grade midpoint<whichiis,52.6 percent of all employees for the City. There are
368 employe€es compensated above the midpoint of their pay grade, which is 47.3 percent of
all employees.

EXHIBIT 3C
EMPLOYEES ABOVE AND BELOW MIDPOINT BY PAY GRADE
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#>Mid % >Mid

Grade Employees #<Mid %<Mid
GRDNO0054 11 5 45.5% 6
GRDNO0O55 159 115 72.3% 44
GRDNO0056 238 120 50.4% 118
GRDNO0057 266 131 49.2% 135
GRDNO0058 80 31 38.8% 48
GRDNO0059 6 1 16.7% 5
HGRN0054 1 1 100.0% 0
HGRNO0O055 4 2 50.0% 2
HGRNO0056 8 3 37.5% 5
HGRNO0057 5 0 0.0%

Total 778 409 52.6% 368
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3.3 QUARTILE ANALYSIS

The last part of the Grade Placement Analysis is a detailed look at how salaries are distributed
through pay grades, through a quartile analysis. Here, each pay grade is divided into four
segments of equal width, called quartiles. The first quartile represents the first 25 percent of
the pay range; the second quartile represents the part of the range above the first quartile up
to the mathematical midpoint; the third quartile represents the part of the range from the
midpoint to 75 percent of the pay range; and the fourth quartile represents the part of the
range above the third quartile up to the pay range maximum. Employees are assigned to a
quartile within their pay range based on their current salary.

The quartile analysis is used to determine the location of employee,salary clusters. Quartile
analysis helps identify whether clusters exist in specific qUartiles of pay grades. Additionally,
the amount of time the employee has spent at the organization is als@ analyzed, in order to
observe any relationship between organizationalftenure and salary. progression. This
information, while not definitive alone, can sheddight on any root issues within the current
compensation and classification plan whenscombined with, market data and employee
feedback.

Exhibit 3D shows the number of employees that are in each quartile of each grade, as well as
the average overall tenure (i.e. how long an_employee has‘worked for the City) by quartile.
Overall, data provide that 22.9 percent of employees fall into"Quartile 1 of their respective
grade; 29.7 percent fall into Quartile 2; 20.6 percent fall into Quartile 3; and 26.9 percent fall
into Quartile 4. While this distribution does'not lead to'a conclusion, data for average tenure
do lead to determinationson'the relationship bétween tenure and salary.

Specifically, overall average tenure increases as quartile increases; the average tenure in
Quartile 1 is 4.4 yéars;inQuartile 2 is 5.4 years; infQuartile 3 is 9.1 years; and in Quartile 4
is 16.8 years. This would seem to indicate that employees are moved through their pay grades
equitably, oratthewery least a positive linear relationship exists between tenure and pay.

Exhibit8E displays a graphical representation of the data contained in Exhibit 3D. Each pay
gradeis divided into up to four sections representing the percentage of employees, in that
pay grade, who belong in each quartile. For example, pay grade HGRNOO54 has zero
employees in Quartiles 1, 3, or 4. That pay grade is represented by a 100 percent blue bar,
showing that 100, percent of grade HGRNOO54 employees are in Quartile 2. Multiple pay
grades have emplayees in all four quartiles, however, and are consequently represented with
bars displaying all four€olors, corresponding to the percentage of employees for each pay
grade in each quartile.
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EXHIBIT 3D
QUARTILE ANALYSIS AND TIME WITH THE ORGANIZATION

GRADE Total Average 1st Quartile 2nd Quartile 3rd Quartile 4th Quartile
Employees Tenure #Employees AvgTenure #Employees AvgTenure #Employees AvgTenure #Employees AvgTenure

GRDNO0054 11 7.8 1 8.9 4 3.7 4 3.8 2 23.6
GRDNOO055 159 9.3 76 4.6 39 7.6 18 14.0 26 22.5
GRDNO0056 238 9.1 35 4.1 85 5.9 48 8.1 70 16.2
GRDNO0O057 266 8.0 57 4.0 74 3.6 50 7.3 85 14.8
GRDNO0058 80 10.3 7 4.5 24 6.6 35 11.1 14 17.4
GRDNO0O059 6 16.0 0 - 1 2.1 2 15.3 3 21.1
HGRNO0054 1 1.0 0 - 1 1.0 0 - 0 -
HGRNOO055 4 11.1 2 9.0 0 - 0 - 2 13.1
HGRNO0056 8 11.8 0 - 3 7.8 2 1.0 3 23.0
HGRNO0O57 5 19.5 0 - 0 - 1 2.1 4 23.8

Overall 778 9.0 178 4.4 231 5.4 160 9.1 209 16.8
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EXHIBIT 3E
QUARTILE PLACEMENT BY PAY GRADE
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3.4

COMPRESSION ANALYSIS

Pay compression can be defined as the lack of variation in salaries between employees with
significantly different levels of experience and responsibility. Compression can be seen as a
threat to internal equity and morale. Pay compression can be observed when the pay of highly
tenured staff and newly hired employees in the same job are too similar.

According to the Society for Human Resources Management (SHRM), specific examples of
actions that may cause pay compression include the following;

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

In some organizations, certain departments or divisigns may be relatively liberal with
salary increases, market adjustments, andpromotions—while others are not.

Some employers have overlooked their Human Resources policies designed to
regulate pay, paying new hires meore than incumbents for similar jobs under the mantra
of “paying what it takes to get the best talent.”

Many organizations have found it easy to hire people who had already done the same
work for another organization, eliminating the needfor training. Rather than hiring
individuals with high potential and developing them for the long term, they have opted
for employeeswho could “hit the ground\running”™—regardless of their potential.
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Exhibit 3F and Exhibit 3G showcase the actual vs. projected salaries of City employees, sorted
by pay grade. Projected salary is calculated using a 7-year progression assumption for
employees. For example, an employee who had worked at their position for three years would
be projected to be at the grade midpoint, while an employee with 7 or more class years would
be projected to be at the grade maximum. An important distinction between this compression
table and the quartile analysis: this compression table utilizes class years, while the Quartile
analysis uses tenure. Class years are differentiated from tenure by using the date that you
started working in your current classification as the start date, instéad of the date you first
were hired by the City. To illustrate, if an employee had been an agcountant for five years, and
then was promoted last year to Accountant Supervisor that empleyee would have five years
of tenure, but only one class year.

On Exhibit 3F, it can be seen that most employees aré being paid wages that are within 5
percent of what they would expect to receive, based on class years. However, there is still a
significant number of employees making greaterdhan 10 percent of their expected salary as
well. While this is clearly good for employees, it is nhot necessarily bad for the City. It could
mean that the City is overpaying employees or that pay grades are too low, forcing the City to
advance employees more quickly through pay grades to_keep competitive with the market.
However, it could just as easily be anothénindicator of employee promotion and advancement
through the ranks. When an employee has advanced to nearthe,top of their pay grade and
they receive a promotion, they will often\not startyat their new pay grade minimum. An
employee will not accept a pay decrease, 'so that employee.is therefore started above the
minimum on their new pay'grade. That puts thém above their “projected pay,” by definition.
They have zero class years, buttheir pay is above the minimum. Then, if they advance exactly
at the speed expectedyfor the'rest of their career, they will always remain above their
“projected” pay. Additionally, this could also be an‘indication of a workforce that possesses
value outside of their time spent with the,City,sSuch as additional education of experience.
This may mean‘that the employee is hired above their “projected salary” based on class years
alone, and again, standard progression through the ranges throughout their time with the City
would'lead to a salary that\is higher than the projection. While the true explanation likely
encompasses many of these factors, a definitive answer cannot be determined without more
data.
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EXHIBIT 3F
ACTUAL VS. PROJECTED SALARY

Grade Less than -10% -10<X<-5% -5% <X <5% 5% <X<10% Greater than 10%

GRDNO0054 0 0 3 2 6
GRDNOO55 52 28 50 14 15
GRDNO056 48 26 61 34 69
GRDNOO057 31 31 89 51 64
GRDNO058 16 2 19 11 32
GRDNO059 2 0 3 1 0
HGRNO0054 0 0 1 0 0
HGRNOO55 0 0 2 1 1
HGRNOO56 0 1 2 2 3
HGRNOO57 3 0 0 0 2
Total 152 88 230 116 192
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EXHIBIT 3G
ACTUAL VS. PROJECTED SALARY
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3.5 CONCLUSION

There were many observations made with respect to the City’s compensation system in place
at the beginning of the study.

e Range spread varies across grades. The City’s pay plan has range spreads varying from
30 percent up to 43 percent.

e There is a roughly equal distribution of employees across eachef the four quartiles.

e The majority of employees are paid within 5 percentfof what they would expect to
receive, based on a 7-year progression.

This analysis acts as a starting point for the development of recommendations in subsequent
chapters of this report. Paired with market data, Evergreen is able to make reeommendations
that will ensure that the City’s compensation system is structurally sound in terms of best
practice, competitive with the market, and treats all employees,equitably moving forward.
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Chapter 4 — Market Summary

The purpose of the market summary chapter is to benchmark the City’'s compensation
practices against that of its market peers, in order to establish how competitive the City is with
the market. To complete this market study, Evergreen compared pay ranges of select
benchmark positions that the City possesses against the compensation of positions
performing those same duties within peer organizations. By aggregating the differences in pay
ranges across all the positions, a reasonable determination is'made as to the City’s
competitive position within the market.

It is important to note that individual salaries are not analyzed in this methoedetogy, since
individual compensation can be affected by a number.of variables such as experience and job
performance. For this reason, Evergreen looked at averagé pay ranges across the entire
classification to make the most accurate comparison. Theresults of this market study should
be considered reflective of the current state of the marketatithe time of this study, however,
market conditions can change rapidly; Censequently, it IS necessary to perform market
surveys of peer organizations at regular intervals,in order for an organization to consistently
monitor its position within the market. Furthermore, thesmarketaesults detailed in this chapter
provide a foundation for understanding the City’s overall structural standing to the market,
and the rates reflected in this.chapter, while anfimportant/factor, are not the sole determinant
for how classifications were placed into the proposed salary ranges outlined in Chapter 5.

Evergreen conducted a comprehensive market salary survey for the City, which included
soliciting 26 target peer organizations, for”70 benchmark positions. These positions
encompass roles currently “held within the City, as well as new job titles derived from
responses to'the Job Assessment. Tool. Given the broad nature of many existing job titles,
Evergreen'analyzed additional specifie’benchmarks to ensure a comprehensive evaluation.
Targetspeers were selected based/on a number of factors, including geographic proximity,
resource level, job overlap, and size. Target organizations were also identified for their
competition to the City for employee recruitment and retention efforts.

Because the market data‘was collected from peer organizations across various regions, it was
necessary to apply. cost-of-labor adjustments to ensure comparability with the City’s
compensation structure. Cost of labor represents the prevailing wages that employers must
offer to attract and retain talent within a specific labor market. It is influenced by factors such
as local market demand, industry standards, and the availability of skilled workers in a
geographic area. Given the broad scope of peer participants in the market survey, adjusting
for cost of labor ensures that differences in regional pay levels are accounted for and that
compensation comparisons accurately reflect the value of labor in the City’'s employment
market. For all peer organizations located outside the City’s immediate labor market, pay
ranges were adjusted using a cost-of-labor index.
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Evergreen applied index figures from the Economic Research Institute to perform these
adjustments. The cost-of-labor index values for the City and each peer respondent are
provided in Exhibit 4A.

EXHIBIT 4A
RESPONDENT MARKET PEERS WITH COST-OF-LABOR ADJUSTMENTS

Organization Cost of Labor

Portland, OR 1.0
Albany, OR 0.9
Austin, TX 1.0
Beaverton, OR 1.0
Clackamas County, OR 1.0
Clark County, WA 1.0
Clean Water Services 1.0
Denver, CO 1.1
Eugene, OR 0.9
Gresham, OR 1.0
Hillsboro, OR 1.0
King County, WA 1.1
Las Vegas, NV 1.0
Louisville, KY 0.9
Multnomah County, OR 1.0
Oregon Metro 1.0
Philadelphia, PA 1.1
Pierce County, WA 1.1
Port of Portland 1.0
Sacramento, CA 1.1
Salem, OR 0.9
San Jose, CA 1.2
Seattle, WA 1.1
State of Oregon 0.9
Tacoma, WA 1.1
Vancouver, WA 1.0
Washington County, OR 1.0
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4.1 MARKET DATA

The results of the market study are displayed in Exhibit 4B, which includes the benchmark job
titles and the market average salaries for each position at the minimum, midpoint, and
maximum points of the pay ranges. Also included within the exhibit are the percent
differentials of the City’s pay ranges at each respective point, relative to the market average
pay. A positive percent differential is indicative of the City’s pay range exceeding that of the
average of its market peers; alternatively, a negative percent differential indicates the City’s
compensation for a given position lagging behind the average of its peers. The exhibit also
includes the average pay range for the market respondents for eachgosition, as well as how
many responses each benchmark received.

While all benchmarks are included in the survey, not every peer organization possesses an
appropriate match. Consequently, the benchmarks receive varying levelsiof response. For the
purpose of this study, all positions that received fewer than,five matches from market peers
were not considered in establishing the City’s competitive position. The rationale behind these
positions being excluded is that insufficient respanse can lead to unreliable averages that
may skew the aggregated data, blurring the reality of the City’s‘actual position in the market.
Of the 70 positions surveyed, 59 had a sufficient responseffor inclusion.
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Classification

ADA Coordinator

Administrative Specialist | - CPPW
Analyst | - CPPW

Analyst Il - CPPW

Background Investigator
Behavioral Health Coordinator
Budget Process Manager

Business Compost & Waste Reduction Outreach Coordinator

Business Relationship Manager
Change Management Coordinator
Claims Analyst |
Claims Analyst Il
Code and Policy Analyst
Communications and Community Engagement Analyst
Communications and Social Media Coordinator
Communications Coordinator
Community Engagement Coordinator
Community Engagement Project Coordinator
Community Outreach Coordinator
Compliance Program Manager
Continuous Improvement Coordinator
Contract Analyst
Coordinator | (E) - CPPW
Crime Analyst
Disability Analyst
Emergency Communications Analyst Il
Emergency Communications Analyst IlI
Emergency Management Coordinator
Emergency Preparedness Coordinator
Enviro Regulatory Coordinator - CPPW
Equity and Inlcusion Manager
Equity Coordinator
Equity Data Analyst
Equity Focused Data Analyst
Equity Manager
Equity Operations Coordinator
Equity Policy Analyst
Event Coordinator
Financial Analyst | - CPPW
Financial Analyst Il - CPPW
Fleet Analyst
Grant Analyst
Grant Management Coordinator
Grants / Contracts Analyst
Hearings Officer - CPPW
Internal Communications Coordinator
Liquor Licensing Program Coérdinator
Maintenance Coordinator
Multimedia Specialist - CPPW
Noise Program Coordinator
Pension Analyst, Disability Analyst
Performance Management Analyst
Procurement Analyst
Procurement Card Administrator
Public Records Coordinator
Quality Assurance/Improvement Analyst
Records Coordinator
Records Management Coordinator
Rescue Plan Data Analyst
Safety Training Analyst
Senior Business Strategy & Operational Planning Analyst
Senior Research and Communications Associate
Social Media and Internal Communications Coordinator
Procurement Analyst
Victim Services Specialist
Video Production Coordinator
Water Quality Line Information Coordinator
Web Content Manager
Web Content Producer
Youth Development Coordinator

Overall Average

Outliers Removed*

EXHIBIT 4B
MARKET SURVEY RESULTS

Survey Minimum

Average
$69,253.21
$55,765.01
$76,830.74
$86,552.62
$73,733.98
$85,103.29
$83,271.42
$86,217.88

$106,322.72
$81,378.97
$67,292.13
$66,978.66
$87,129.08
$72,842.84
$76,149.54
$75,287.19
$73,718.01
$76,440.84
$70,790.72
$96,610.67
$72,169.63
$78,201.62
$66,671.86
$74,606.72
$52,861.59
$70,635.20
$89,658.61
$85,012.68
$86,167.94
$82,292.25
$105,413.89
$76,766.00
$71,754.25
$76,679.11
$103,471.81
$72,042.15
$86,427.19
$64,786.23
$72,770.37
$86,827.95
$72,824.79
$75,314.83
$74,014.12
$77,955.87
$71,935.07
$70,503.21
$69,387.68
$69,238.39
$63,224.52
$66,071.59
$78,379.80
$78,256.01
$74,023.50
$89,834.11
$67,356.81
$81,684.23
$66,356.32
$69,593.41
$74,265.15
$85,575.05
$99,683.41
$91,272.12
$71,783.63
$74,023.50
$58,382.28
$66,003.39
$76,145.70
$80,015.04
$73,530.63
$68,507.88

% Diff
14.0%
4.9%
4.6%
16.6%
8.5%
-5.6%
11.8%
-18.1%
6.9%
13.8%
16.5%
29.0%
7.7%
22.8%
5.5%
6.5%
8.5%
-4.7%
12.1%
-19.9%
23.5%
2.9%
8.7%
21.0%
44.0%
25.2%
13.7%
9.9%
-7.0%
20.7%
-30.9%
4.7%
24.0%
26.2%
0:8%
10.6%
16.8%
19.6%
9.7%
16.4%
29.9%
20.2%
21.6%
3.2%
30.7%
12.5%
13.9%
5.2%
21.5%
9.5%
2.7%
24.6%
8.1%
-23.0%
7.8%
13.5%
17.6%
4.7%
21.3%
9.3%
4.0%
12.1%
1.7%
8.1%
20.1%
18.1%
5.5%
15.2%
8.7%
15.0%

10.9%

Survey Midpoint

Average
$80,508.08
$64,406.28
$88,534.06

$1041,380.16
$81,958.55
$100,430.84
$98,496.98
$95,279.07
$126,307.48
$98,538.88
$79,511.09
$84,433.23
$101,711.23
$85,502.15
$89,239.41
$87,949.86
$86,352.26
$88,571.46
$82,327.25
$113,120.34
$86,335.62
$90,229.69
$74,089.68
$84,640.30
$66,811.52
$78,421.24
$115,440.70
$97,500.01
$96,929.51
$96,052.16
$126,940.65
$89,611.79
$87,446.92
$91,306.26
$122,745.40
$84,493.09
$102,890.45
$75,573.45
$85,726.31
$103,163.44
$83,477.77
$89,038.49
$87,828.52
$92,612.12
$82,407.47
$82,912.51
$80,687.06
$81,017.02
$75,571.58
$131,643.91
$93,038.89
$92,193.19
$86,426.79
$106,132.05
$75,813.64
$99,513.40
$75,891.44
$80,578.63
$89,659.60
$99,099.41
$114,406.61
$108,374.45
$85,184.89
$86,426.79
$66,937.94
$75,510.40
$87,401.68
$94,005.03
$88,263.00
$79,370.46

% Diff
17.7%
8.5%
9.5%
19.2%
16.2%
-2.7%
9.2%
-7.5%
9.0%
9.2%
18.7%
22.2%
6.3%
21.2%
8.7%
10.1%
11.7%
0.1%
15.8%
-15.7%
20.4%
7.7%
16.4%
22.0%
38.4%
27.7%
8.0%
10.1%
0.9%
23.4%
-29.8%
8.4%
19.4%
27.2%
2.2%
13.6%
18.0%
22.7%
12.3%
17.8%
33.5%
17.9%
19.1%
5.3%
34.3%
15.2%
17.5%
8.6%
22.7%
-48.5%
4.8%
26.5%
11.6%
-19.7%
14.5%
8.3%
22.4%
9.1%
17.4%
8.7%
8.8%
13.6%
3.9%
11.6%
24.5%
22.8%
10.6%
13.4%
9.7%
18.8%

12.0%

Survey Maximum

Average
$91,762.96
$73,047.55

$100,237.37
$116,207.71
$90,183.12
$115,758.40
$113,722.55
$104,340.26
$146,292.24
$115,698.80
$91,730.04
$101,887.80
$116,293.37
$98,161.45
$102,329.29
$100,612.54
$98,986.51
$100,702.09
$93,863.77
$129,630.00
$100,501.60
$104,009.35
$81,507.51
$94,673.87
$80,761.46
$86,207.29
$141,222.79
$109,987.34
$107,691.08
$109,812.06
$148,467.41
$102,457.57
$103,142.59
$105,933.42
$142,019.00
$96,944.04
$119,353.71
$86,360.66
$98,682.26
$119,498.92
$94,130.76
$102,762.16
$101,642.91
$107,268.36
$92,879.86
$95,321.81
$91,986.43
$92,795.66
$87,918.64
$197,216.23
$107,697.98
$106,130.37
$98,830.07
$122,429.99
$84,270.47
$117,342.58
$85,426.56
$91,563.86
$105,054.05
$112,623.77
$128,880.50
$125,476.79
$98,586.14
$98,830.07
$75,493.59
$85,017.41
$98,657.65
$107,995.02
$102,995.38
$90,233.04

% Diff
20.2%
11.0%
12.8%
21.0%
21.6%
-0.7%
7.3%
-0.1%
10.4%
5.7%
20.2%
16.9%
5.2%
20.0%
11.0%
12.5%
13.9%
3.4%
18.4%
-12.7%
18.0%
9.5%
21.8%
22.8%
34.1%
29.7%
4.0%
10.3%
6.3%
25.3%
-29.1%
10.9%
15.9%
28.0%
3.4%
15.7%
18.8%
24.9%
14.2%
18.7%
36.0%
16.2%
17.1%
6.7%
36.8%
17.1%
20.0%
11.0%
23.5%
-89.3%
6.3%
27.8%
14.0%
-17.5%
19.1%
4.3%
25.7%
12.1%
14.3%
8.2%
12.3%
14.7%
5.4%
14.0%
27.6%
26.1%
14.2%
11.9%
10.4%
21.5%

12.7%

Survey Avg

Range
32.4%
30.7%
30.2%
33.3%
21.8%
35.9%
36.4%
21.5%
37.7%
41.2%
36.0%
52.2%
33.6%
35.0%
34.3%
33.4%
34.3%
31.8%
32.5%
34.3%
39.3%
32.3%
22.3%
26.8%
52.8%
22.5%
57.5%
29.7%
25.0%
33.6%
40.7%
33.5%
44.1%
38.2%
37.3%
34.6%
38.1%
33.2%
35.3%
37.3%
29.1%
36.0%
37.3%
37.1%
28.9%
35.3%
32.6%
34.0%
39.7%
196.6%
37.0%
35.6%
33.3%
36.1%
25.0%
43.5%
28.6%
31.4%
41.7%
31.8%
29.2%
37.5%
36.9%
33.3%
29.2%
28.8%
29.6%
34.8%
39.8%
31.2%
36.8%

# Resp.

6.0
22.0
5.0
3.0
9.0
6.0
19.0
7.0
6.0
4.0
10.0
3.0
14.0
8.0
11.0
13.0
14.0
10.0
11.0
7.0
2.0
13.0
1.0
9.0
1.0
6.0
1.0
10.0
8.0
7.0
8.0
5.0
5.0
8.0
4.0
3.0
5.0
10.0
15.0
12.0
7.0
15.0
8.0
12.0
7.0
4.0
7.0
12.0
7.0
8.0
9.0
15.0
12.0
9.0
6.0
6.0
9.0
9.0
5.0
12.0
5.0
4.0
6.0
12.0
10.0
6.0
8.0
8.0
9.0
8.0
8.2
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4.2 SALARY SURVEY RESULTS

The market midpoint is exceptionally important to analyze, as it is often considered the closest
estimation of market average compensation. As seen in Exhibit 4B, the City is currently 12.3
percent above the market average midpoint, when considering positions with sufficient
responses. The City’s benchmark positions ranged from 48.5 percent below to 34.3 percent
above at the market midpoint.

The following points are regarding the City’s position relative to the market average midpoint:

o Of these 59 positions, six were below market, averaging 20.4 percent below. These six
classifications represent roughly 10.2 percent of the surveyed positions receiving
sufficient response.

e Of the six positions below market, four were more than*10 percent below the average

market minimum. These positions are displayed in Exhibit 4C.

EXHIBIT 4C
CLASSIFICATIONS MORE THAN 10 PERCENT'BELOW THE MIDPOINT

Classification % Diff
Noise Program Coordinator -48.5%
Equity and Inlcusion Manager -29.8%
Procurement Card Administrator -19.7%
Compliance Program Manager -15.7%

e Of these 59 positions, 53 were,above market, averaging 14.8 percent above. These
53 classifications represent roughly 89.8 percent of the surveyed positions receiving
sufficient response.

e Of the 53 positions above market, five were more than 25 percent above the average
market midpoint. These positions are displayed in Exhibit 4D.

EXHIBIT 4D
CLASSIFICATIONS MORE THAN 25 PERCENT ABOVE THE MIDPOINT

Classification % Diff

Hearings Officer - CPPW 34.3%
Fleet Analyst 33.5%
Emergency Communications Analyst II 27.7%
Equity Focused Data Analyst 27.2%
Performance Management Analyst 26.5%
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4.3 SALARY SURVEY CONCLUSION

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

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

e The City’s pay ranges are approximately 9.8 percent above thesmarket minimum, 12.3
percent above the market midpoint, and 13.9 percent aboveé the market maximum.

e The City’s pay range spread is approximately 39.35 percent, while its peers’ pay range
spread is 36.8 percent. That means that the City’s salary scale'is slightly wider than its
peers.

The results of the market summary chapter are pivotal in the formulation of recommendations
by Evergreen. By establishing the City’s market pesition relative to its peers, Evergreen is
better able to propose recommendations that enable the Cityto occupy its desired competitive
position.
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Chapter 5 - Recommendations

After reviewing the information provided in the preceding sections of this report, Evergreen
developed recommendations to improve the City’s current compensation and classification
system. The recommendations, as well as the findings that led to each recommendation, are
discussed in detail in this section. The recommendations are organized into three sections:
classification, compensation, and administration of the system.

5.1 CLASSIFICATION RECOMMENDATIONS

An organization’s classification system establish€s how its human resources arexemployed to
perform its core services. The classification system consists/ofithe titles and descriptions of
the different classifications, or positions, which definethowswork is organized and assigned. It
is essential that the titles and descriptions of an organization’s classifications accurately
depict the work being performed by emploeyees in the classifications in order to ensure equity
within the organization and to enable comparisons with positions,atspeer organizations. The
purpose of a classification analysis is to identify.sueh issues as'incorrect titles, outdated job
descriptions, and inconsistent titles across departments:;Recommendations are then made
to remedy the identified concerns based on human resources best practices.

In the analysis of the City’s classification system, Evergreen collected classification data
through the Job Assessment Tool (JAT) process. The JATs, which were completed by employees
and reviewed by their supervisors, provided information about the type and level of work being
performed for each of the City's classificationssEvergreen reviewed the data provided in the
JATs and used the information as,the basis for classification recommendations.

FINDING

A comprehensive review of the City’s current classification system revealed that many of the
current classification titles are overly broad in nature. This generalization has resulted in the
use of identical classification titles across departments for roles that differ significantly in their
day-to-day functions and.core responsibilities. Such discrepancies diminish the consistency
and integrity of the classification system, leading to potential inefficiencies in workforce
management, role alignment, and organizational clarity. These overly general titles were
particularly prevalent in the analyst and coordinator job series, where the classifications could
encompass over a dozen different functional titles respectively.

Additionally, several of the City’s classification descriptions require some modification to
better describe the work being performed. Current job descriptions and corresponding Fair
Labor Standards Act (FLSA) exemption status require review, updates and revisions.

RECOMMENDATION 1: Adopt a new classification system for all employees.
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Evergreen has developed a newly proposed classification system for the City’s review and
consideration. These recommendations are grounded in a thorough analysis of the work
performed by employees, as detailed in their JATs. By introducing more precise and
descriptive position titles, the City will be better equipped with a classification framework that
accurately reflects the scope and complexity of its workforce, thereby enhancing consistency,
clarity, and organizational efficiency.

RECOMMENDATION 2: Update existing class description to reflect the new classification
system and review all updated descriptions for FLSA status.

In conjunction with the City making the proposed title changes, Evergreen will provide the City
with updated classification descriptions to ensure that they‘accurately reflect the work being
carried out by employees. These are being provided underseparate cover, Upon completion
and approval of the proposed class descriptions, Evergreen will further recommend an
updated FLSA status for the roles based on thefnew, updated content containedswithin the
description.

5.2 COMPENSATION RECOMMENDATIONS

The compensation analysis consisted of two parts: an external market assessment and an
internal equity assessment. During the external marketrassessment, the City’s compensation
for selected benchmark classifications was compared to-average compensation offered in the
market the City competesfor employees in. Thé external assessment consisted of comparing
the City against its peer organizations within its market, and revealed that the City is currently
lagging the marketslightly.

During the internal equity assessment,eonsideration of the relationships between and the
type of workdoeing performedbythe City’s employees in their classifications was reviewed and
analyzed¢ Specifically, a .composite, score was assigned to each of the City’s classifications
that quantified the classification’s levels0f five separate compensatory factors. The level for
each factonwas determined based on responses to the JAT.

FINDING

An evaluation of the City’s’current pay plan revealed notable inconsistencies in both range
spread and progression across pay grades. In addition, Evergreen identified areas of
redundancy within theg existing pay grade structure.

RECOMMENDATION 3: Adopt a new, market responsive compensation structure and assign
all positions to it equitably.

Evergreen has developed a new pay plan for the City’s consideration. The new structure
consists of 20 unique pay grades, each with a range spread of 40 percent between the
minimum and the maximum of the range. Furthermore, the midpoint progression between
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grades is standardized to a static 5 percent. The details of the proposed plan are located in
Exhibit 5A .

EXHIBIT 5A
PROPOSED PAY PLAN
. : : : Range Midpoint
Grade  Minimum Midpoint Maximum .
Spread Progression
CPPW

201 | S 56,260.00 | S 67,512.00 | S 78,764.00"| ».40% -

202 | S 59,073.00 | S 70,887.60 | S 82,702.20 | 40% 5%
203 | S 62,026.65 (S 74,431.98 | S 86/837.31 | 40% 5%
204 | S 6512798 | S 78,153.58 | S 91,179.18 | 40% 5%
205 | S 68,384.38 | S 82,061.26 /S 195,738.13 | 40% 5%
206 | S 71,803.60 | S 86,164.32 | $100,525.04 | 40% 5%
207 | S 75,393.78 | S 90,472.54 | $105,550:29 | 40% 5%
208 | S 79,163.47 | S 94,996.16 | $110,828.86 | 40% 5%
209 | S 83,121.64 | S 99,745.97 | $:116,370.30 | 40% 5%
210 | S 87,277.73 | $104,733.27 | $122,188.82 | 40% 5%
211 | S 91,641¢61 [S 109,969.934 S 128,298.26 | 40% 5%
212 | S 96,223.69 | S$115,468.43 | S 134,713.17 | 40% 5%
213 | $101,034.88 | $121,241.85 | 'S141,448.83 | 40% 5%
214 | $106,086.62 | $127,303.94 | S 148,521.27 | 40% 5%
2157 $111,390.95 [*$133,669.14 | $ 155,947.33 | 40% 5%
216 | $116,960.50 | S 140,352.60 | S 163,744.70 | 40% 5%
217 o $122,808.52 | S 147,370.23 | $171,931.93 | 40% 5%
218 | $128,948.95 | $154,738.74 | $180,528.53 | 40% 5%
219 | $135,396.40 | $ 162,475.68 | S 189,554.96 | 40% 5%
220 | $142,166.22 | $170,599.46 | $199,032.71 | 40% 5%

Implementation of the new compensation structure requires two steps. First, all positions
were assigned to an appropriate pay grade within the overall plan. To determine what pay
grade each position was assigned, Evergreen used the following factors: the results of the
JAT analysis, the results of the market study, as well as consideration for both existing and
newly created internal relationships between classifications. Assigning pay grades to
classifications requires a balance of internal equity and desired market position, and
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recruitment and retention concerns also played a role in the process. Thus, the market results
discussed in Chapter 4 were not the sole criteria for the proposed pay ranges.

RECOMMENDATION 4: Evergreen recommends the City adopt a methodology to transition
employee salaries into the proposed pay plan that aligns with its established compensation
philosophy and meets the available financial resources of the organization.

The second step of implementing the proposed structure is to transition employee salaries
into their new recommended pay ranges. This step can be done via a yvariety of methods, each
with their own strengths and drawbacks; these options are outlined below.

Bring to Min

This option consists of placing employees into proposed, pay.ranges and, raising the wage of
any employee who is below the minimum of their recommended pay range up to the minimum
of their pay range. If an employee’s current salary is higher than their pay range minimum, no
adjustment is made, and as such no salaries aré decreasedyas part of this adjustment. The
estimated cost for this adjustment is $57,087 affecting a total'ef 51 employees.

7-Year Class Parity

This option consists of placing employees into,their proposed-pay. ranges based on how long
employees have been in their current class title with the organization. The parity effectively
divides the pay range by 7, and places employees withinitheir range based on their class time.
For example, an employee who has been in their'classification for 3.5 years would be placed
at the midpoint of the range. If an employee’s current salary is higher than their class parity
projected salary, no adjustment is\made, and‘as such no salaries are decreased as part of
this adjustment. This‘'methodology seeks to re-align.employee salaries on the basis of years
in classification, but doesynot gake _into account additional organizational experience in
different classification titles. This method can,space out compressed employee salaries along
the range.«The estimated cost for this adjustment is $4,451,064 affecting a total of 491
employees.

7-Year Tenure Parity

This option consists of placing employees into their proposed pay ranges based on how long
employees have been with the organization. The parity effectively divides the pay range by 7,
and places employees within their range based on their time with the organization. For
example, an employee who has been in their classification for 3.5 years would be placed at
the midpoint of the range. If an employee’s current salary is higher than their tenure parity
projected salary, no adjustment is made, and as such no salaries are decreased as part of
this adjustment. This methodology seeks to re-align employee salaries on the basis of years
with the organization, but does not differentiate between time in current classification, and
time in a previous classification. This method can space out compressed employee salaries
along the range. The estimated cost for this adjustment is $8,223,197 affecting a total of 636
employees.

7-Year Hybrid Parity
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This option consists of placing employees into their proposed pay ranges based on how long
employees have been with the organization. The parity effectively divides the pay range by 7,
and places employees within their range based on their class time. Additionally, employees
are given partial credit for anytime they have spent at the organization outside of their current
classification at half credit. For example, an employee who has been in their classification for
one year, but had 5 years with the organization over all, would be placed at the midpoint of
the range, due to their receiving one year of class time at straight credit, and the remaining 5
years of experience at half credit, for a total of 3.5 years of credit. If an employee’s current
salary is higher than their hybrid parity projected salary, no adjustment is made, and as such
no salaries are decreased as part of this adjustment. This methodolegy seeks to re-align
employee salaries on the basis of years in classification, while also giving credit for additional
organizational experience, and can space out compressed employee salaries along the range
based on this factor. The estimated cost for this adjustment is $7,302,419 affecting a total
of 627 employees.

Compa Ratio

This option consists of placing employees into theiryproposed, pay grades based on their
placement within their current pay grade. For example, iflanh employee was at their pay grade
midpoint before these recommendations, they would be‘moyved to their proposed pay grade
midpoint. This option would best align with,a compensation philosophy in which salaries are
progressed based on factors other than the,amount of time,an employee has in the
classification or the amount of time an employee has with the organization. Additionally, this
method works best if the organization believes employees are‘currently spread within their
ranges equitably. The estimated cost for this adjustment is $1,441,375 affecting a total of
760 employees.

5.3 COMPENSATION AND CLASSIFICATION SYSTEM ADMINISTRATION

Any organization’s compensation,and classification system will need periodic maintenance.
The recammendations previded in this chapter were developed based on conditions at the
time the\study was conducted. Without proper upkeep of the system, the potential for
recruitmentand retention issues may increase as the compensation and classification system
becomes dated and less competitive.

RECOMMENDATION, 5: Conduct small-scale salary surveys as needed to assess the market
competitiveness of‘hard-tofill classifications and/or classifications with retention issues and
make adjustments to pay grade assignments if necessary.

While it is unlikely that the pay plan as a whole will need to be adjusted for several years, a
small number of classifications’ pay grades may need to be reassigned more frequently. If one
or more classifications are exhibiting high turnover or are having difficulty with recruitment,
the City should collect salary range data from peer organizations to determine whether an
adjustment is needed for the pay grade of the classification(s).

RECOMMENDATION 6: Conduct a comprehensive classification and compensation study
every three to five years.
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While small-scale salary surveys can improve the market position of specific classifications, it
is recommended that a full classification and compensation study be conducted every three
to five years to preserve both internal and external equity for the City. Changes to classification
and compensation do occur, and while the increments of change may seem minor, they can
compound over time. A failure to react to these changes quickly has the potential to place the
City in a poor position for recruiting and retaining quality employees.

While the previous two recommendations intend to maintain the competitiveness over time
of the classification and compensation structure as a whole, it is also necessary to establish
procedures for determining equitable pay practices for individual employees.

RECOMMENDATION 7: Revise policies and practices for moving employees’ salaries through
the pay plan, including procedures for determining salariés of newly hired employees and
employees who have been promoted, demoted, or transferred to a different classification.

The method of moving salaries through the pay plan and setting new salaries for new hires,
promotions, demotions, and transfers dependsflargely on ‘an organization's compensation
philosophy. However, it is important for the City to have established guidelines for each of
these situations, and that they are followed consistently for@ll employees. Common practices
for progressing and establishing employee salaries are outlined below.

Salary Progression

As outlined above, Evergreen recommends City enact the second phase of implementing the
new pay plan which would involve a one-time\salary adjustment for employees to ensure they
are placed in the propergpercentile of their salary range. While this major adjustment should
be performed when the City has the financial resources to do so, the City should continue to
adjust salaries anptallyawhen financially feasible. Based on the feedback from employees
and City leadership, Evergreen recommends that/the basis of salary adjustment in the future
be done at three distinct levels

e Structural: Adjustment to the ranges should be done annually and with the aim of
adjusting for the changes ‘in eost of living. Evergreen recommends the City tie the
annual compensation structure movement to the local change in the Consumer-Price-
Index (€PI1). This annual adjustment will ensure the City’s pay ranges do not rapidly fall
out of line with that of its peers; however, when conducting the small-scale surveys
referenced above, the City should also collect pay plan movement and anticipated
movement from _its peers to gauge if market movement is keeping pace with CPI
movement.

e C(lassification: As a result of the market surveys, the City may identify classifications or
job families that are experiencing considerable market movement and as a result,
reassignment of the pay grades should be considered when this occurs. Alternatively,
if the City identifies classifications that have become hard to recruit and retain, pay
grade reassignment should also be considered to ensure the City is competitive for
both recruiting new talent and retaining existing employees.

% Evergreen Solutions, LLC Page «Chapter_Number»-6



Chapter «Chapter_Number» - Recommendations Professional Technical and Expert Services for «Client_Name»

e Individual: To tie into the adjustment of the structure, Evergreen recommends the City
adjust employee salaries annually for Cost-of-living adjustment (COLA). This
adjustment would be done for all employees who receive a satisfactory performance
evaluation, and the percentage adjustment would need to be at least 1.0 - 2.0 percent
more than the movement of the compensation structure in any given years, in order to
allow for employee progression into the range. Moreover, based on the feedback from
employees and City’s desire to recruit and retain a high-quality workforce, Evergreen
recommends the City grant additional adjustment to employees who receive above
average performance evaluations. The City should exercise a differentiated
percentage for high performers that met the financial constraints of the budget but
while still providing a meaningful incentive for high perfarmance.

RECOMMENDATION 8: Evergreen recommends the City adopt a hiring grid that aligns with its
selected implementation methodology.

As the City prepares to transition employees inte the newly proposed salary ranges, it is
essential to adopt a structured hiring grid to guide the placement of new employee salaries.
The development and adoption of this grid shouldyoccur following the selection of an
implementation methodology to ensure alignment. between current employee salary
adjustments and the placement of incoming hires. This approach will help maintain internal
equity and prevent the emergence nof salary compression—both within individual
classifications and departments, as well'@as‘acress the organization.at large.

The starting salary for a new hire should be primarily‘based on.the individual’s qualifications,
including education and experience that exceed'the minimum requirements outlined for the
position. Standard practice. dictates that ' candidates” who meet only the minimum
gualifications are placed near the lower end of the corresponding pay grade. To maintain
consistency and contral, the City should establishia.defined limit—expressed as a percentage
above the minimum salary—that may be offered to such candidates without additional
approval.

Furthermore, a second threshold should be established to allow for flexibility when offering
salaries to candidates whose qualifications significantly exceed the minimum requirements.
In many jurisdictions, the pay, grade/midpoint is commonly used as the upper limit for initial
salary offers without requiring higher-level authorization.

Once the City has completed the initial salary adjustments for existing employees under the
new pay structure, starting salaries for new hires should be set with internal equity in mind.
That is, new employees should be placed within the salary range at levels that are consistent
with current employees in the same classification who possess comparable education and
experience. This strategy will support fairness, competitiveness, and the long-term
sustainability of the City’s compensation structure.

54 SUMMARY

The City should be commended for its desire and commitment to provide competitive and fair
compensation for its employees, and equitable classification titles. The recommendations in
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this report establish a new competitive pay plan, externally and internally equitable
classification titles and pay grade assignments, and system administration practices that will
provide the City with a responsive compensation and classification system for years to come.
While the upkeep of this recommended system will require concrete effort, the City will find
that having a competitive compensation and classification system that encourages strong
recruitment and employee retention is worth this commitment.
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