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our objectives were to:
¢ Maintain competitiveness in the market in which the
City competes.

* Create a market-based compensation program for
ease of administration.

* Address external and internal market conditions for
both the MAP and CWA jobs.

* Comply with the City of Gainesville’s current
Compensation Philosophy

« Alleviate external compression issues.

The process:
* Survey the market for selected benchmark jobs using
published pay data.

* Create a market driven salary structure.

¢ Slot all jobs into a market based salary structure.

¢ ldentify the cost to capture all jobs under the proposed
program

* Create Salary Administration Guidelines for on-going
administration.
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MAP

* We started with 99 benchmark positions and
found market rates for 80 positions.

* This equates to 33% coverage rate.

¢ On average, MAP benchmark positions were
100.8% of the 50th percentile

CWA

* We started with 104 benchmark positions and
found market rates for 94 positions.

* This equates to 39% coverage rate.

¢ On average, CWA benchmark positions were
99.6% of the 50th percentile
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Operating Budget:
Operating Income:
Revenue:
Population:

FTEs

Industry:

Labor market:

¢ 40 private and published survey resources

$219 Million, General Government
$37 Million, GRU

$250 Million, GRU

over 100,000, General Government|
800, GRU

Non-profit, Government, Public
Administration, Utilities — Gas,
Electric, Water (for-profit & non-
profit), and General Industry, as
appropriate

Gainesville (95%)
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Using benchmark data, Wachovia Employer
Solutions Group created a traditional salary
structure targeting the 50th percentile.

* Benchmark jobs were slotted based on market
to midpoint.

* Non-benchmarks were slotted using the 50th
percentile market rates of the benchmark
positions as anchor points.

* WESG facilitated management sessions to
review and approve all slottings.

See appendix A to view salary structures.
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Once all jobs were slotted, WESG conducted
analyses to determine the cost to bring all
employees into the salary structure ranges
based on time in position (to address pay
compression).

Based on industry trends, incumbents
performing at a fully satisfactory level should
reach their market within three to eight years.

Using this concept, we used the combination
of time in position and assumed individual
proficiency to determine the placement into
the range for each employee.
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The following criteria were used to
calculate costs:

* Cap all increases at market/midpoint
* Give employees a 3.5% increase or

* Up to 60% of the adjustment into the
range (which ever is greater)
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The following summarizes the first-year
costs to adopt the Proposed Pay Plan:

* Total Payroll under Study
$62,561,000

¢« Amount Under Minimum
$252,000 (0.4% of payroll)

* Total Cost to Implement (including
amount to minimum)
$2,838,000 (4.5% of payroll)
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increases by salary grades

G

i '»//lem 2
5.73%
i

ibution of increases by percent

5.0% to 5.99%

3.51% to 4.99% 3%

5%

6.0% to 6.99%
5%

7.0% to 7.99%

2%

8.0% to 8.99%
4%

9.0% to 9.99%
2%

10.0% to 11.99%
6%

12.0% to 14.99%
2%

20% or greater
2%

15.0% to 19.99%
2%
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bution of increases by percent

5.0% 1t05.99%

2%

6.0% t06.99%
2%

3.51% to4.99%
6%

7.6% t07.99%
1%

8.0% to 8.99%
2%
9.0% t09.99%
1%

10.0% to 11.99%
2%

12.0% 1014.99%
1%

15.0% t0 19.99%
20% or greater 0%
1%
Page 11

tion of actual increases by dollar

$3,000 to $3,999

$4,000 to $4,999
21%

8%
$5,000 to $5,999
5%

$6,000 to $6,999
5%

$7,000 to $7,999

4%

$8,000 to $8,999
5%

$9,000 to $9,999

0%
$11,000 to $10,000 to
less than $1,000 $11,999 $10,999
1% 2%

0%
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ion of actual increases by dollar

$3,000 t0 §3,999
3%

$4,000 to $4,999

1%

$5,000 to $5,999

0%

$6,000 t0 56,9

1%

$7,000 to $7,999
0%

less than $1,000
20%
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sed structure for MAP and CWA.

ear implementation plan of 3.5% increase or
ge (which ever is greater).

roposed plan over two year period with the
Il employees with satisfactory performance

e salary structures each year with market.
stments closer to market (3.5 to 4.0%).

sh benefits survey of peer groups to round
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Number of Benchmark positions:
* MAP 99 Original — 80 Final
* CWA 104 Original — 94 Final

Geographic Labor Market:

e Median geographic salary adjustment from
National to Gainesville for salary intervais
between $20k to $140k is 95% (originally
projected at 96.4%).

Private Survey Data:

¢ Florida Public Personnel Association (FPPA)

* Custom survey data from cities and counties
across Florida.

» Reference library of 300 standardized survey
sources.

Page 15

Re-slotting of MAP positions:
» Of 80 benchmark jobs, 31 were re-slotted.
* 16 were moved one grade higher
* 10 were moved two or more grades higher
* 6 of the 10 were Engineering positions
originally slotted into a separate
structure.
* Five were moved one grade lower
« Of the 26 that moved to a higher grade, 10
have lower market values under the
proposed structure vs. the current structure
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University of Florida:

* At the recommendation of the Commissioners, we
compared 30 jobs from high to low and across
departments and determined the two organizations
were generally compatible.

Total Rewards:

* This study encompassed a competitive review of
the salary management program and did not
include a review of non-cash benefits.

* Many organizations look at comprehensive total
rewards, when deciding where to spend their next
dollar.

* |t is the intent of the City to conduct a non-cash
benefits study in the near term to determine
competitiveness of the employee benefit program.
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