CITY OF STANWOOD
FINANCE COMMITTEE STAFF REPORT

ITEM NUMBER: 2

DATE: July 24, 2014

SUBJECT: Review of Non-Represented Employee Compensation
CONTACT PERSON: Greg Thramer, Finance Director
ATTACHMENTS: A — Proposal for 2014 Compensation Study

B — Resolution 2013-19 Adopting a Salary and Benefits Schedule
for 2014

C — Resolution 2013-16 Adopting a Salary and Benefits Schedule
for 2013

D — Budgeted Classification and F’ay Schedule — 2012 Budget
E - Budgeted Classification and Pay Schedule — 2011 Budget
F - Budgeted Classification and Pay Schedule — 2010 Budget

G - Budgeted Classification and Pay Schedule — 2009 Budget

ISSUE

Should the finance committee approve and recommend to full council a professional
services agreement with NW Management Consulting, Inc. to conduct a compensation
study for the city’s non-represented employees in an amount not to exceed $7,420.00

as proposed?

RECOMMENDATION

The finance committee should approve and recommend to full council a professional
services agreement with NW Management Consulting, Inc. to conduct a compensation
study for the city's non-represented employees in an amount not to exceed $7,420.00

as proposed.
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DISCUSSION

Compensation packages (salary and benefits) for the city’s represented (i.e. Teamsters)
employees are fairly well defined by contract as negotiated and agreed to by the the city
and the union. The current Teamsters coniracts are for three (3) years and expire on
December 31, 2014.

Compensation for the city’'s represented employees is reviewed on a regular basis
(typically every 3 years with each contract cycle). However, compensation packages for
non-represented employees often do not get reviewed for several years as they are
based on individual employment contracts that are not subject regular mandatory
negotiation and review as is the case with unions.

While step and grade payroll schedules for union employees are updated each
vear, the salary schedules for non-represented employvees have remained the
same for the past six (6) years, from 2009 through 2014 (Attachmenis B through

G).

Section 600 — Wage and Salary Administration sets forth the city’s compensation policy
for its non-represented employees as follows:

601 Salary Ranges and Levels for Non-represented Employees

EFach non-represented position within the City shall be assigned a salary range
after they have been approved by the City Council.

Salary ranges will be reviewed on an annual basis. Several factors can be
considered when adjusting salary ranges, including but not limited fo: level of
responsibility, working conditions, skill required, potential hazard, amount of
supervision given or received, market conditions, and the ability of the City to

pay.

No employee shall be paid above the high point of their salary range without
authorization from the City Council. When warranted, new empioyees will start
their employment at the minimum wage rate for their salary range. However, a
new employee may be employed at a higher rate, after approval from the City
Administrator, when the employee’s experience, training or proven capability
warrant, or when prevailing market conditions require a starting rate greater than
the minimum. '

602 Pay for Performance

To achieve the City’'s goal to train, promote and retain the best qualified
employee for every job, the City will conduct employee performance appraisals.
The appraisal may be a factor in determining employee development, training
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needs, validating selection procedures, determining wage increases or
decreases, promotions, demotions, and/or fransfers.

Employees should be evaluated by their Department Head or designee six
months after their hire date and then at least once every twelve months. The
City Administrator will evaluate and assess the performance of Department

Heads.

Upward or downward movement within an employee’s salary range is contingent
on their performance and the City’s ability to pay, as determined by their
Department Head or designee and approved by the City Administrator.

603 Cost of Living Adjustment

The City Administrator, with the approval of the Mayor, may propose a pay
adjustment based on cost of living indicators no more than once per year, raising
the salaries of all non-represented positions by a specified amount. Such
adjustments, if any, will not change an employee’s pay anniversary date. Ali cost
of living increases must be approved by the City Council as part of the annual

budget process.

In the 2015-16 Budget Themes and Initiatives that was adopted by Council on July 10,
2014, one of the initiatives under “financial sustainability” was to evaluate exempt salary
and compensation levels to attract and retain qualified management and professional

staff.

FINANCIAL IMPACT

The cost to implement the compensation study would be $7,420. This amount was not
included in the 2014 budget, but would be funded with additional sales tax revenues,
which are up $41,619 (8.4%) for the first six months of the year, while overall general
fund revenues through June 30, 2014 are running at 54% of budget ($2,961,088 actual /

$5,448,359 budget = 54%).

FINANCE COMMITTEE KEY DECISIONS

1. Whether to approve compensation study as presented and recommend to full
council a professional services agreement with NWW Consuiting, Inc. in an amount

not to exceed $7,420.00.

2. If approved, should the compensation study be conducted in 2014 so that the
results can be implemented in the 2015-16 budget? Or, should the study (and

implementation) be performed later?

3. If approved, should the compensation study include councilimembers?
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Attachment A

NW MANAGEMENT CONSULTING, INC. 2720 Hoyt Avente #11
Everett, WA 98201
s COMPENSATION » HUMAN RESOURCES

Office: (425) 252-4234
Cell:  (206) 818-4234
Fax:  (425) 252-4234

July 1, 2014

Deborah Knight DRAFT

City Administrator

City of Stanwood

10220 270™ Sireet NW
Stanwood, Washington 98292

Dear Deborah:

This letter presents a proposal to conduct Phase 1 of the City of Stanwood Compensation Study, and,
when authorized, to conduct Phase 2 and develop implementation plans for the non-represented
compensation program. Phases 1 and 2 are not coupled and will require separate suthorizations.

The proposal includes suggested strategies, plans, schedules and budgets. Phase 1 has a fixed fee
budget of $5,730 for professional fees and expenses. Phase 2 is ostimated at $1,690 so the combined

total for professional fees and expenses, if authorized, is $7,420.

The suggested project strategy is o recognize the uniqueness of Stanwood and the complexity of its
labor markets. Also important Is the challenge of selecting survey cities and addressing guestions
about comparability. Stanweod has population of 6,483 bul is the galeway (0 Cumanu Istand und
provides services to 34,000 unincorporated residents, Plans, schedules and estimated costs are

shown in the following table.

Phase 1 Suggested Project Play Schedule Est, (8)
1 Compensation Sirategy and Project Planning July 830
2 Interviews and Site Visits; Progress Report July-Auvg 1,690
3 Salary, Benefits and Total Compensation Survey Aug-Sept 1,980
4 Summary of Findings: Propress Report September 1,230
1-4 Compensation Survey-Phase | July-Sept 5,730

The suggested schedule for Phase 1 has a 90 day time frame and should begin as soon as possible.
Expediting start-up efforts will be appreciaicd, The two phase approach is designed to reflect the
complexities of completing the study during the summer season and in advance of the forthcoming
elections. The progress report n September is not infended to be a final report. It is intended to
highlight preliminary findings and provide a framework for Phase 2. Phase 2 is to be completed early
in 2015 and includes presentation of the final report,

Prbposed project strafegies, plans, schedules and costs are hnfended to be a good digest of a
consultant’s responsibilities. Suggestions and commenis will be welcome,

Sincerely,

Ross

Ross J, Ardrey
President

Proposal for City of Stanwood Compensation Study — Page 1
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PROPOSAL FOR 2014 STANWOOD COMPENSATION STUDY

Outling: Inirgduction (Puges 1-2), Plans, Schedules and Costs (Pages 3-7)

STUDY BACKGROUND

The City of Stanwood serves a resident pepulation of about 6,500, is the gateway to Camano Island,
and provides services to about 34,000 unincorporated residents,

The Mayor and Council are proud of the City's management tearn and stalf.

The last salary study was years ago and during different business conditions.

There have been lots of changes in the City’s organization, services and job functions.
The City recognizes the study is long overdue,

*« 8 & @

STUDY QUESTIONS AND CONCERNS

The study js intended to recognize the uniqueness of Stanwood and be conduwcted with an open,
nendiscrimiuatory and participatory process. Examples of study questions and concerns:

How to define the labor market: for a coniract City with a variable population?

-

. How to balance labor market factors and a recessionary economy?

. How to focus on jobs and sireclures and avoid personalities?

» How to assure day-to-day salary actions reflect experience and performance?
STUDY SCOPE AND GOALS

The study is to inchide about 10 positions and involve a smvey of about six other cities. Study
cfforts should result n an wpdated compensation progiam thal is delensible, credible, nimble,
nondiscriminatory, and easy to understand and admuiipisier. Selection of survey city participants
should reflect everyone's input, be authorized by Council, and copsider fraditional factors such as
population, assessed valuation. and staffing, as well as more current factors such as comparable
resources, proximity, actual recroiting and retention, and cities that have something going on.

HIGHLIGHTS OF PROJECT STRATEGY

The project strategy is to conduct a compensation study that will be about Stanwood, will enhance
Stanwood’s ability to attract, retain and develop ifs staff, and wiil help provide a credible basis for
sustainable and effective budgeting and oversight, Distinctive features of the strategy include:

. On site surveys with meetings at the other eities. The site meeiings are needed to
provide a framework for discussions regarding job matches and comparabifity.

) Two phase study approach: Phase { is to focus on a survey of salary, benefits, total
compensation and practices; Phase 2, if authorized, is to focus on Council policy -
making, salary structures, performance recogaifion and implementation.

Suggested Project Time Frames and Schedules

The suggested project schedule has a quick start and a fas! pace. Project fime frames and schedules
are infended to be flexible. The suggested project plan begins with the Phase 1 compensation and
practices survey and leaves open scheduling of Phase 2 during 2015,

The schedule reflects the challenges of doing the survey during the summer season and in advance of
the forthcoming elections. A suggested project outline is shown following this page, 2 suggested
project schedule is shown on page 4 following the project outline, and preliminary fee and expense
estimates are shown on pages 5 and 6 following the suggested project schedule.

Proposal for City of Stanwoed Compensation Study — Page 2
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SUGGESTED PROJECT STRATEGIES, PLANS AND SCHEDULES

PHASE 1: Salary, Benefit, Total Compensation and Practices Survey

STEP 1: COMPENSATION STRATEGY AND PROJECT PLANNING

This step is to provide a forum for questions and make sure there is a cormmon undersianding about
the study, Steps include: project planuing with the City Administrator and Finance Director,
discussions on the project strategy and the two phase approach, reviews and inputs from the Mayor,
Council and Council Commitiees, and refining the project plans, schedules and budgets.

Outcomes: Consensus on suggested project sirategies, plans, schedules and budgets.

STEP 2: INTERVIEWS AND WORKPLACE VISITS (=10); PROGRESS REPORTS

Management and non-rep interviews and workplace visils should collect input on distinctive job
fumctions, project responsibilities, and other matters. The inferviews should be completed on an
informal, no-homework, no-questionnaire basis and take about 60 minutes each. Rescheduling and
follow-ups will help assure everyone that the consultant understands the jobs. Reviews are
important to provide checks and balances, discuss survey city selection criteria and suggested cities,
and arrange for progress reports and approvals from Mayor, Council and Council Committees,

Quicomes: Stanweod specific job data, opporiunity for everyone to be heard, survey agprovals,

STEP 3: SURVEY OTHER CITIES (=6)

This step focuses on the survey of the other cifies. The survey should be completed through site
vigits with the other City Managers, City Administrators, Finance Directors or other knowledgeable
managers in each City. Parlicipation of Stanwood’s City Administrator or Finance Director will be
helpful, The survey should focus on job funetions, avoid titles, be nondiscriminatory, and include
matches, salaries, sfructures, benefits and compensation program administrative practices,

Outcomes: Current and verifiable labor mearket solary, benefit and other comparisons,

STEP 4: PREPARATION OF FINDINGS; PROGRESS REFORTS

This step will include analysis of survey data and presentation of progress reports, Interpretation of
the survey results is important:  Sutvey comparisons, even under the best circumstances, are
considered reliable to within £ 5%. Eaqually important are reviews with the City Administrator and
Pinance Director and progress reporls with the Mayor, Council and Council Commiitees. The
reviews should complete this phase of the study and include a veport to participants.

Quicomes: Review of labor market daia, prepavation of findings, and participant report.

PHASE 2: Updaies and Implementation Plans (If Requested)

STEP i: MEETINGS WITH MAYOR, COUNCIL, COMMITTEES AND MGT TEAM

Flexibility to reflect study findings and business conditions is essential, The Council will nltimately
need to determine the level of compensation appropriate {or Stanwood considering the ofher cities,
i.e., should Stanwood seek fo be the same as, ot exceed, or be less than the others. This step should
include updating Phase I survey findings, developing updated structures, and working with the
Mayor, Council, Council Committees, City Administrator, Finance Director and management team
on performance recognition, implementation plans and other matters.

Outcomes: Council policy making and update of compensation plans, structures and practices.
Proposal for City of Stanwoed Cormpensation Study —Page 3
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STANWOOD COMPENSATION STUDY -- PHASES1AND 2
PRELIMINARY PROJECT PLANS AND SCHEDULE - - ISCUSSION QUTLINE

Phase I Study fo Include Sataries and Benefifs WITHOUT Updated Strus'ture auil Tnplementation
Phase 2 Policy Making, Steuctures and Admivistration NOT Induded in Phase 1 of this Study

STUDY SUGGESTED APPROACH Sugpested Schedule
STEpP CONSULTANT RESPONSIBILITIES July August  Seplember

Phuse | SALARY AND BENEFIT COMPENSATION STUDY
Step]  COMPENSATION STRATEGY AND PROJECT PLANNING
+ Starl tp planing with CA and FB)
 Project plan reviews wilth Comemiltees, Mayor, Council
+ Compensation gludy to be separate from hmplementation
# Project plans t inchude Phase 1 and Phase 2 costs and badgets
» (ther matters such as resident and community business factors

2 INTERVIEWS AND WORKPLACE VISITS; PROGRESS REPORTS
+ Tndividual interviews and job site visits (~ 60 min each)
« Enterviews o be informal, professional and flexible
+ Reviews with CA, FD and dept heads {60 mifn each)
» Sumnzarize compatisons and recommend survey cities
® Meet with CA, TD, Cormiltees, Mayor and Council as requesied

3 SURVEY OTHER CITIES ()
 Suzvey plans, formals, parficipants and arrangements
+ Survey to focus on job functions and avoid fitfes
+ Survey to include jobs, salarics, benefits and praclices
& Conduct survey thraugh site visils and interviews
* Participation i survey visits of CA, FD or others welcome

i

4 PREPARATION OF FENDINGS; PROGRESS REPORTS
« Annlysis of safaries, benefits and total compensation
+ Reviews with CA and FD, Commitiees, Mayor and Councll
¢ Follow-up on concerms and findings; also partisipand report
 Revicw to conclude Phase I of study

Phasa2 MEETINGS AND IMPLEMENTATION PLANS (IF REQUESTED)
+ Reviewand updale Phase 1 Study Findings
 Develop sivuciure and recommendations with CA and FB
» Tmplementation plan seviews with-Commitices, Mayer, Couns
+ Meetings wilh CA avd FD and staff o implemenlation plas
 Finalize report, ather tneetings, as directed
¢ Prepare and distvibule participant reports

LI e et ST P4 00 B B Kl a0

Phase 1  PROSECT PLAN WITHOUT IMPLEMENTATION (PHASE 3

Proposat for City of Stanwood Compensation Study — Page 4
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PROPOSED CONSULTANT AND CITY RESPONSIBILITIES

The following outline for Phage 1 is intended to highlight project team responsibilities. It is not
intended to be all-inclusive, but a good digest of our various responsibilities,

Consultant’s Responsibilities;

. Introductory and ongoing meetings, planning and commmnnications
. Conduct individual interviews and work site visis
. Summarize interview findings; prepare survey plans; present progress reports
. Plan and conduct labor market, total compensation and practice surveys
. Compile and analyze survey results
. Develop, review, refine and present progress reports
City of Stanwood's Responsibilities:
. Fuond project and serve as project manager
. Schedule and coordinate meetings, interviews and communications
* Participate in survey visits and interviews
. Review progress reports
PROJECT ESTIMATES

Professional fees are based on the consulfant’s standard billing rate of $100 per howur. The firm
does not charge for iravel time or project administration. Phase 1 has a fixed fee budget of $5,730
for professional fees and expenses. Phase 2 is estimated at $1,690 so the combined total for
professional fees and expenses, if authorized, is $7,420.

The estimates assume the study is to have about 10 positions and about 6 survey participants.
Distinctive features of the suggested approach include interviews, comparison city selections, and
on-site surveys. :

. The purpose of the interviews is threefold: Firstto assure that everyone has an
opportunity fo be heard; Second, fo provide a procedure to collect current and
accurate data regarding each job; and Third, to make sure staff, supervisors and
management believe the consultant understands the distinctive features of the jobs,

’ Selection of survey city participants should consider tradilional factors as well as
more current factors such as resources, proximity, actual recruiting and retention,
and cities that have something going on. Selection of comparable cities is a policy
related Tunction and should have approval of the Mayor and Coungil,

. The purpose of completing the survey through personal visit interviews is to enhance
survey validity, avoid problems associated with email processes and job iitle
comparisons, and assure there is adequate time for job match, salary, benefit and
practice discussions.

PROJECT FEE AND EXPENSE WORKSHEET

A table showing estimate details follows this page. Project steps are shown in the first two
columng, The third column shows estimated consultant hours oy a step-by-step basis, and the
block on the right shows fees and expenses. The estimate also assumes any revision in the scope
of the project and addition or reduction of efforts will require appropriate approvals.

Proposal for City of Stanwood Compensation Study — Page 5
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STANWOOD COMPENSATION STUDY - - PHASES 1 AND 2
PRELIVMINARY PROJECT PLANS AND ESTIMATES - - ASCUSSION OUTLINE

Phass B Study fo Include Salavies aed Benefits WITHOUT Undated Structure and finplomentation
I'hage 2 Tmplementation NOT Included in this Study - - Consultant Standad Billing Bate at $104/Howr

Step! COMPENSATION STRATEGY AND PROIECT PLANNING
» Stat up plencing with CA and FD
+ Projectplan reviews wilh Commilices, Mayor, Counail
o Compensation study to be separate from fiaplementation
 Project pans fo include Phasc | and Phase 2 cosls and budgels
» Othermatters such as resident and conmunity business factors

2 INTERVIEWS AND WORKPLACE VISITS; PROGRESS REPORTS 16 1,600 90
o Tndividual interviews and job shte vishis (= 60 min ¢ach)
* [nfervizws lo be informal, professional and flexible
 Reviews with CA, FD and dept heads (= 60 min each)
* Summarize compacisons and recommend survey citles
* Meef with CA, FD, Committees, Mayor and Council as requested

3 SURVEY OTHER CITIES {6} 18 1,800 180
+ Survey plans, formals, padicipants aad arangements
& Survey o focus on job functfons and avoid titles
& Susvey to include jobs, salarles, benofils and proctices
» Conduct survey theough sife visils and intorviews
* Participation in survey visiis of CA, ED or olhers wefcome

4 PREPARATION OF FINDINGS; PROGRESS REPORTS 12 1,200 30
¢ Amalysis of salaries, benefits and total compensation
» Reviews with CA and FP, Commilises, Mayar and Council
+ Follow-up on concerns and findings; also participant report
# Review lo conclude Phase ] of sludy

STUDY SUGGESTED APPROACH Consult Fees and Estimates (3)
STEP CONSULTANT RESPONSIBILITIES Hours Fees  Expense  Tobal
Phase1 SALARY AND BENEFIT COMPENSATION STUDY L] 800 3¢ 830

1,690

1,980

1,230

Phase? MESTINGS AND IMPLEMENTATION PLANS (IF REQUESTED) 16 1,600 a0
+ Reviewand update Phase T Study Findings
+ Develop structure and recommendations with CA end ¥
# Implemenlation pln reviews with Committess, Mayor, Cowsteil
* Meetings with CA asd FD and staff on implementofion plans
+ Finalize report, olher meefings, as directed
& Prepare and disteibule parlicipant reporls

1,69

Phasel  PROJECT PLAN WITHOUT IMPLEMENTATION o4 5400 30

5,730

Phase? IMPLEMENTATION PLAN (¥ REQUESTED) 16 1,600 40

1,690

Th1&2 PHASEI(THIS FROJECT) AND 2 (IF REQUESTED) 70 7,060 420

7820

Proposal for City of Stanwood Compensation Stedy — Page 6
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DELIVERABLES

Study deliverabies for Phase 1 should include project plans, survey worksheets, and survey findings
showing salary, benefit, total compensation and adminisirative procedure summaries and
comparisons. Phase 2 should jvclode existing and suggested updates of salary ranges, benefits and
total compensation, as well as procedures and implementation plans, All documents ave to be in both

hard copy and electronic format.

Suggested staffing is for Mr. Ardrey to serve as consultanf’s project manager, function as an third
party resource, and personally complete interviews, meetings, surveys, presentations and reports.

INVOICING AND PAYMINTS

Invoicing and payment plans are designed to reflect accomplishments and should be based on
milestones undertying Phase 1 of the project’s four steps. The suggestion is to invoice the City in
four (4) installments each of $1,430 with the last at $1,440. Milestones: (1) On completion of stari-
up projeet planning, (2) On completion of interviews and workplace visits, (3) On completion of the
survey, and (4) On completion of the data analysis and preparation of findings and reports for
patticipating agencies. The total amount of the Phase 1 contract is not {o exceed $5,730.

INSURANCE COVERAGE AND WARRANTIES

NW Management Consulting maintains general liability insurance that provides coverage to protect
consultant and client interests. Liability provisions include general apgregate business liability at
$2,000,000 and bodily injury by accident at $1,000,000 each accidenl, The policy is with

Harttord/ATT.

It is Mr. Ardrey's practice to provide informal assistance to elients without charge during the initial
implementation of new or updated compensation programs for a period of 12 months.

Surveys and other deliverables are to be in accordance with generally accepted compensation
practices in effect among public agencies in the State of Washington. Mr. Ardrey adheres 1o the

Institute of Management Consultants’ Cede of Professional Conduct. The Code assures clients of the
consultant's independence of judgment and protection of the confidentiality of client matters,

SUMMARY AND NEXT STEPS

The project strategy is {o conduet a compensation study that will be about Stanwwood, will enhance
Stanwood’s ability to attract, retain and develop its staff, and will help provide the Mayor and
Counci} with a credible basis for sustainable and effective budgeting and oversight.

The suggested project plan begins with the Phase 1 compensation and practices survey and leaves
open schedoling of Phase 2 during 2015, The Phase 1 progress reporf is intended fo highlight
preliminaty findings and provide a framework for Phase 2.

This proposal for the Stanwood Compensation Study is intended to be fully responsive to Stanwood’s
discussions regarding project strategies, plans and schedules. 1 look forward te working with you and

your colleagues.

Sincerely,
Ross

Ross J. Ardrey
President

Proposal for City of Stanwood Compensation Study — Page 7
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ATTACHMENT
NW MANAGEMENT CONSULTING, INC.

STATEMENT OF QUALIFICATIONS

Ross J, Ardrey, Consultant, NW Manugement Consulting, Ine., 2720 Hoyt Ave,, #111, Bveretl, 4 98201
Ewail: ross.ardvey@email.com - Cell: 206 818-4234 - Facsimile: 425 2524234 - Telephone: 425 252-4234

Onfline: Introduction (Page 1), Client References (Pages 2-4), Biographival Summary and Testimonials (Puges 5-6)

INTRODUCTION

NW Management Consulting is the compensation and human resource consulting practice of Ross 1.
Ardrey. The firm is @ Waghington Corporation, and, ai the request of clients, functions as a sole
proprietorship. Salary studies with North Sound cities and other public agencies are strong specialties.

Services arc strategic, nondiscriminatory and reflect long- and short-range client goals and services.
Examples of compensation services are shown on the left with other HR services on the right.

Search Strategies and Recruiting

+ Salavy Surveys .
» Job Audits and Reclassifications »  Confidential Appraisals
» Total Compensation Surveys o  Career Ladders and Progressions
» Compensalion Strategies and Plans s  Performance Recognition

CITY SALARY STUDIES

M. Ardrey has successftly completed about 500 projects for about 250 employers. Cities he has .
worked with serve distinctive community, resident and business areas and are responsible for gateway,
shopping mall, refinery, farmliand, national security, regional, unincorporated, and/or other functions.
Forms of government include Mayor-Council, City Manager and Mayor-Council-City Administrator.

EXAMPLES OF CITY COMIENSATION PROJECTS

Mir. Ardrey lias completed 29 salary studies with 18 cities. The I8 cities include 10 located in Notth
Sound areas and 8 in other areas. Each study invelved unique project shategies and implementation
plans. The following table focuses on the 10 North Sound cities.

North Sonnd Project Description and Projects Completed Most Recent
« Burlington Salary and Benefit Survey for Non-Rep Positions 2007
+ Mountlake Tetrace  Non-Rep & Rep Class/Comp Studies and Surveys 2005
s Bainbridge Islend  Non-Rep & Rep Class/Comp Siudies and Surveys (5 Studies) 2005
o Oak Harbor City-Wide Class/Comp Studies and Surveys 2004
e Anacories Eng Tech, Planner and Library Class Studies (3 Studies) 2004
» Mount Vertion Classification and Compensation Studies and Surveys 2000
e Blaine Job Audit and Reclassification of Utility Worker Position + 1999
s Lynnwood Non-Rep & Rep Class/Comp Studies and Swurveys 1998
s  Bellingham Muitiple Class/Comp Studies and Surveys (6 Studies) 1997
e Femdale Classification and Salary Studies 1995

Projects with other cities include classification and/or compensation studies with Issaquah, Tulowila,
Covington, Port Orchard, Puyallup, Aberdeen, Chehalis and Portland.

Other North Sound public agencies he has worked with include the Housing Authority of Snohomish
County, Snohomish Health District, Samish Water and Lake Whatcom Water & Sewer Districts, the
Ports of Bellingham, Port Townsend, Skagit County, Anacortes, Everett and Edmonds as well as Skagit
and Island Counties and Burlingten-Edison and Mount Vermon Schools.

Statement of Qualifications for City of Slanwood Compensation Study - Page 1
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ATTACHMENT

CLIENT REFERENCES

Clients are grouped by sectors and listed in geographic order from North to South,

Cities and Counties

City of Burlington Judy Sheehan

900 East Fairhaven Ave, Executive Assistani

Burlington, Washington 98233 Telephone: (360) 755-0531

City of Anacortes Emily Schuh, P. H. R,

904 6th Avenue Huiman Resources Director

Anacortes, Washington 98221 Telephone: (360) 299-1941

City of Oak Harbor Douglas Meiriman

865 SE Barringfon Drive Finance Director

Oak Harbor, Washington 98277 Telephone: (360) 279-4500

Skagit County Chal Martin (Now at Bremerion)

1111 Cleveland Avenue Public Works Director/City Engineer

Mount Vernon, Washingion 98273 Telephone: (360) 473-5758

City of Lynnwood Steve Jensen

19100 44th Ave West Police Chief

Lynnwood, Washington 98046 Telephone: (425} 670-5601

City of Mountlake Terrace Scott Hugill

6100 219th St SW, Saite 200 Adminisirative Services Director

Mountlake Terrace, Washington 98043 Telephone: (425) 776-1161

City of Bainbridge Island Dwight Sutton, Mayor (Retived) 206) 842-3011
625 Winslow Way East Lynn Nordby, City Administrator (Now at MRSC)
Bainbridge Island, Washington 98110 Telephone; (206) 625-1300

City of Tukwila Jim Haggerton, Mayor

P. 0. Box 1307 David Cline, City Administrator

Issaquah, Washington 98027 Telephone: (206) 433-1850

City of Covington Derele Matheson, City Manager

16720 SE 271st Street Noreen Beaufrere, HR Manager

Covingfon, WA 98042 Telephone: (253) 638-1110

City of Aberdeen Eric Nelson

200 Bast Market Street Cerporation Counsel

Aberdeen, Washington 98520 Telephone: {360) 537-3212

City of Chehalis Merlin MacReynold

80 NE Cascade Ave. City Manager

Chehalis, Washington 98532 Telephone: (360) 748-6664

City of Portland David 1. Rhys, Assist. Director, Human Resonrces
1900 SW 4th Avenue, Room 3500 Elisabeth Nunes, Manger, Classification & Comp
Portland, Oregon 97201 Telephone: {503) 8233507

Multhomah County and MCSO (Sheriff) Jennifer Ott / Travis Graves

501 SE Hawthorne Blvd, 4th Floor Human Resources Directors

Portland, Oregon 97293-0700 Telephone: (503) 988-3241

Statement of Qualifications for City of Stanwood Compehsaﬁon Study - Page 2
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Ports and Airports

Port of Bellingham
1801 Roeder Avenue; P. Q. Box 1677
Bellingham, Washington 98227

Port of Anacortes
1st & Commercial
Anacortes, Washingion 98221

Port of Skagit County
1180 Atrporl Drive
Buzlington, Washington 98233

Port of Port Angeles
P. 0. Box 1350
Port Angeles, Washington 98362

Port of Bverett
1205 Craftsman Way #200
Everett, Washington 98206

Port of Edmonds
336 Admiral Way
Edmeonds, Washington 98020

Port of Povt Townsend
375 Hudson Street; P. O. Box 1180
Port Townsend, Washington 98368

Port of Bremerton
8850 State Highway 3
Port Orchard, Washington 98367

Porl of Chelan County
125 Easy Street,
Wenatchee, Washington 98807

Port of Olympia
215 Washington St., N.E.
Olympia, Washington 98501

Port of Grays Harbor
110 8. Wooding Street; L. O. Box 660
Aberdeen, Washington 98520

Port of Vancouver
3103 NW Lower River Road
Vancouver, Washington 9866

Washington Public Ports Association
1501 Capitol Way, Suite 304
Olympia, Washington 98507-6176

Dan Staht
Dixcotor of Marinas
Telephone: (360} 676-2500

Robert Hyde
Executive Director
Telephone: (360) 293-3134

Patsy Botsford-Miller
Execuiive Director
Telephone; (360) 757-0011

David Hagiwara
Deputy Director (Retired)
Telephone: (360) 457-8527

John Carter
Chief Financial Officer
Telephone: (425) 259-3164

Marla Kempf
Deputy Director
Telephone: 425 774-0549

Larry Crockeit
Executive Director
Telephone: (360} 385-0656

Becky Swanson
Chief Financial Officer
Telephone: (360} 674-2381

Mark Urdahl
Director
Telephone: (509) 663-5159

Nick Handy (Now at State)
Director of Elections
Telephone: {360) 902-4156

Mary Nelson
Director of Finance & Administration
Telephone: (360) 533-9530

Byron Hanke
Exceoutive Director (Retired)
Telephone: (360) 694-9414

Eric Johnson
Executive Director
Telephone: {360) 753-6176

Statement of Qualifications for City of Stanwood Compensation Study - Page 3
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Edncational

Burlington-Edison Schools
927 E, Faithaven
Burlington, WA 98233

Mount Vernon School District
124 East Lawrence Street
Mount Vernon, Washington 98273

Anacortes Public Libracy
004 6th Street
Anacortes, Washington 98221

Aberdesn School District
216 Norih (¢ Street
Aberdeen, Washingion 98520

Special Districts
Barrow Ulilitics and Electric Co-Op

P.O.Box 449
Barrow, Alaska 99723

METRO Portland /PCPA/Oregan Zoo
600 NE Grand Avenue
Portland, Oregon 97232

Municipal Research and Services Center
2601 Fourth Avenue Suite #800
Seattle, Washington 98121

Lublic Housing

Housing Authority of Snohomish County
12625 4™ Avenue West
Everett, Washington 98204

Seattle Housing Authority
190 Queen Anne Ave. N; PO Box 19028

Seattle, Washington 98109

Tacoma Housing Authority
902 South L. Street
Tacoma, Washington 98405

Housing Authorities Risk Retention Pool
7111 NE 179" Strect
Vancouves, Washington 93686

Home Forward — Honsing Authority Portland
135 5W Ash Street
Poriland, Orogon 97204

ATTACHMENT

Greg Thramer {(Now at Stanwood)
Director of Finance
Telephone: (360) 629-2181 ext 107

Mack D. Armstrong (Now at WASA)
Assistant Executive Dirvector
Telephone: (360) 943-5717

Emily Schuh, P. H. R,
Human Resources Director
Telephone: {360) 299-1941

Amna C. Shanks
Director of Personnel
Telephone: (360) 538-2004

Ben Frantz
General Manager
Telephone: (907) 852-6166

Ruth Scott
Director of Human Resources (Retired)
Telephone: (503) 762-5802

Pat Mason
Senior Attorney, Director
Telephone: (206) 625-1300

Robert Davis
Executive Director
Telephone: (425) 290-8450

Dean Bamns

Hutan Resources Director
Telephone: (206) 625-3322

Barbara Tanbara
Human Resources Director
Telephone: (253) 207-4422

Bill Gregory
Executive Director
Telephone: (360) 574-9035 Ext 102

Rebecoa Gabriel, GPTIR.
Director, Business Services
Telephone: (503) 803-8502

Statement of Qualifications for Cify of Stanwood Compensation Study - Page 4
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ATTACHMENT

CONSULTANT BIOGRAPHICAL SUMMARY

ROSS J. ARDREY

Mr. Acdrey works closely with Mayors, Councils, executives, managers, sfaff and unions. Studies
Tocus on client concerns and often involve innovative strategies, approaches and resolutions,

Mr, Ardrey's studies include public administration, business and law. Degrees received:

+ B.A. University of Chicaga
= M. A, Graduate School, University of Washington
« 1.D. School of Law, University of Washington

Mr. Ardrey’s previous employers include Harry J, Prior & Associates, a spin-off from the nalional firm
of Booz Alten Hamilton, and Howard Johnson & Company, a national actuarial and compensation
consuiting firm with headquarters in Sealle. Dates of service:

. Harvy J. Prior & Associates, Inc., Seattle: 1972 - 1990
. Howard Johnson & Company, Seatile: 1990 - 1993
» NW Management Consulting, Inc., Seattie/Everett: 1993 - Present

Professionally, Mr. Ardrey is active in the NW Compensation Forum and has served at the local and
national level of the Institute of Management Consultanis (IMC) which certifies management
consultants.  Accomplishments: IMC Chapter President (1990, 1995), Best US IMC Chapter {1996,
1995), and National IMC Board of Directors (1992).

Distinctive Features of Consultant’s Praciice:

Clients look to Mr. Ardrey as a local compensation resource who:

Presents a good balance of listening, consulting, and communications skifls
Keeps up on public and private sector compensation practices

Operates at a national and best practices level

Retaing a low overhead cost structure

»  Completes projects on budget and on time
*  Maintains a good track record with Mayors, Councils, managers, staff and unfons

Examples of private sector clients include Kenworth Northwest, Cummins NW Diesel, Puget Sound
Freight Lines, Washington Athletic Club, K&I. Gates, Brown & Haley and Liberty Orchards as well as
not-for-profits like Swedish Medical Center, MulliCare in Tacoma and Neighborcare Health in Seattle.

Distinctive Features of Project Stralegies:

Studies are based on joint client and consultant efforts to develop project strategics, keep everyone
informed without overloading anyone, and involve the Mayor and Couneil at critical poinis. Also
important are recogaition, quality, credibility, statf development and thoroughness.

Testimonials

Testimonials are shown following this page.

Statement of Qualifications for City of Stanwood Compensation Study - Page 5
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ATTACHMENT

TESTIMONIALS

Comments Are from City, County, Part, Housing and Other Special Purpose Districts

“We nse Ross Ardrey...He does a great job; very thorough and thoughtfitl, lots of experience.”
- Director, Business and HR Services.

“Rosg has had contracts here going back 15+ years doing classification work, compensation
work, and studies wherein both classification and pay were studied. Ross is a solid
practitioner in classification and compensation and has a good systems averview as to how
classification families are interiwined. He is very personable, a capable statistician, and
County employees and managers enjoy working with him,”

~Manager, Compensation

“Ross bonds with employees faster than I've ever seen. He has the smarts and tenacity o
work through the toughest problems and come up to practical solutions.”

-Personnel Manager

“In 25 years as a city manager Ross® labor market surveys are the most thorough I’ve seen.”

~City Manager

“Ross” approach to surveys through site visits and inferviews with our HR people is a step in
the right direction. He has me won over.”

-Thrector of Personnel

“We love Ross to bits here ... Our folks can be tough to please but even when it's been
information they don't like or don't want to hear, the constant feedback 1 get about Ross is that
people are heard with him; he listens and they feel their input is valued; this is HUGE
during class/vomp studies when people so frequently don't recelve an increase or whaf they
wanted, You can't go wrong with him and he really knows his stuff.”

~Director, Human Resources

“Ross did an exiraordinary job of presentations with our Couneil and respending to questions
from Council Members.”

~Mayor

Everyane's Efforis Ave Greaily Appreciated

6/27/2014
Statement of Qualifications for City of Stanwood Compensation Study - Page 6
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Attachment B

CITY OF STANWOOD
Stanwood, Washington

RESOLUTION 2013-19

A RESOLUTION OF THE CITY OF STANWOOD, WASHINGTON
FORMALLY ADOPTING A SALARY AND BENEFIT SCHEDULE FOR CITY
EMPLOYEES EFFECTIVE JANUARY 1, 2014

WHEREAS, it is necessary and appropriate to establish the salary and benefits
schedule for employees and elected officials of the Cily of Stanwood by resolution of the

city council; and

WHEREAS, pursuant to RGW 35A.11.020, the city council has the power to fix
the compensation and working conditions of ils officers and employees; and

WHEREAS, on June 28, 2012 the cify councit approved an agreement by and
between City of Siahwood and Teamsters Local Union No. 231 (representing the
administrative employees) for the period from January 1, 2012 through December 31,

2014; and

' WHEREAS, on June 28, 2012 the city council approved an agreement by and
between City of Stanwood and Teamsters Local Union No. 231 {representing the public
works employess) for the period from January 1, 2012 through December 31, 2014; and

WHEREAS, on June 13, 2013 the city council approved the personnel policy
manual, which establishes many of the pay and benefit policies and procedures
currently applied fo non-represented employees,

NOW, THEREFORE, EE IT RESCQLVED BY THE CITY COUNCIL OF THE CITY
OF STANWOOD, WASHINGTON, AS FOLLOWS:

Section 1: Adopting Pay and Benefits for Teamsters Administrative Employees

That the monthly base compensation for Cily employees represented by Teamsters
tocal Union No. 231 (representing the Administrative Employees), subject to
adjustments as contained in collective bargaining agreements by the City as set forth

below:
Minimum Maximum
Permit Specialist | $3,788 $4,330
Permit Specialist il $4.114 $4.654

B ST A e i e

RESCLUTION No. 2013-19

City of Stanwaod Page 1
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! Administrative Asst. | $3,680 $4,222
Administrative Asst.

1 34,114 $4,6854
Administrafive Lead $4,546 $5,088

Accounting Clerk | $3,030 $3,572
Accounting Clerk 1] $3,356 $3,896
Accounting Clerk 11l $3,572 $4,114

Accounting Clerk IV $4,005 $4,546

Palice Records Clerk
! $3,464 $4,005
Police Records Clerk
1l $3,788 $4,330

Office Clerk | $3,030 $3,572
Office Clark Il $3.464 $4,005
Deputy City Clerk | §3,788 $4,330
Deputy City Clerk If $4114  $4,654

Other pay and benefits for City Teamsters Administrative Employees are enumerated in
the cumrent Collective Bargaining Agreement.

Section 2: Adopting Pay and Benefits for Teamsters Public Works Emplovees

That the monthly base compensation for Cily employees represented by Teamsters
Local Union No. 231 (representing the Public Works Employees), subject fo
adjustmenis as contained In collective bargaining agreements by the Cily as set forth

below:
Minimum Maximum
Public Works Technician | $3.279 %3826
Public Worlts Technician Il $3807  $4,188
Public Works Technician il $3,085  $4,483
Public Works Technician IV $4,265 $4,810
Public Worls Lead Person $4,592  $5,138

Walter Treatment Plan{ Operator | $4,044  $4,502
Water Treatment Plant Operator | $4,483  $5,030

WW Treatment Plant Operator | $4,044  $4,592

- e i —————
RESOLUTION No. 2013-19
City of Stanwood Page 2
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WIW Treatment Plant Operator | $4,483  $5,030

Other pay and henefils for City Teamsters Fublic Works Employees are enumerated in
the current Collective Bargaining Agreement.

Section 3: Adopting Pay and Benefits for Not-Represented Employees

That the monthly base compensation for City employees and elected officials who are
not represented by a union or bargaining group subject to adjustments as contained
herein as set forth below:

Minfmum  Maximum

GCity Administrator $8,200 39,792
Pihiic Works :

Directar $6,800 $8,670
Community

Development

Director $6,500 8,364
Finance Director /

City Clerk $6,200  $8,160
PV Field Supervisor $5,200 $6,426
Senior Planner $5,000 $6,222
Clerk /HR 54,800 36,018
Accountant $4,700 $6,018
Planner $4,100  $5,304
Buillding nspector $4,000  $5,202
Mayor $1,200  $1,200
Councilmember $ 325 § 325
Part-Time and

Seasonal Employees  $9.32/hr  $36.00vhr

a) Salary Increases Based on Performance

On January 1% of each year, full-ime non-represented employees may, in addition to
conlract adjustments, receive an annual salary increase based on indlvidual
performance as delermined by the Mayor. The total amount of performance
increases shall not exceed the performance pool, which is caleulated by the finance
director and authorized by the Cily Council as a percentage share of annual full-
fims, non-represented salaries,

For the 2014 budget year, the performance pool will be $20,773, which is based on
3% of 2013 fofal nonrepresented salaries ($692,427 X 3% = $20,773).

RESOLUTION No. 2013-19
City of Stanwood

Page 3
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b) Health Insurance and Refirement Benefits

employzes.

insurance.

Fat depenedand medizal barefils, the emploven shall share lha eosd of benalils vadar

Assoriation of Washiinlen Cilies (AWE] Hoatlh First Plan as folloyss:

Bifecliie fantsng 1, 2045
Spouse 0% _taa mpxdmum § 27.08 ner month

First Dapendent  £6% o5 masinm § 13,72 aer monify

Begond Dapandant 4.6% lo a meximum 3 11.36 sar nwonlh

Effeptive January 1. 2014

Spouze %, .. lo g i 95 of hs 2044 rale par manth

First Dependent 896 o o maxinum 9% of the 2013 rate per mopth

Socond Degsndant 9% oo maxdmum 9% of ike 2853 rale per month

EuliEornily D% tos im0 of fha 20 emte pae oot

o $10,000 life insurance paid by the city.

o Pubiic Employees Retirement System (PERS).
contributions are set by the State of Washington

up 1o dollar limits defined by the IRS,
¢) Dual Insurance Program

The City of Stanwood currently provides the following benefits for non-represented

o Medical - The City pays 100% employee cost for medical, dental and vision

Benefif levels and

o Deferred Compensation Plan, The City is @ member of the State Deferred
Compensation Flan which allows employses to make tax deferred deposits

All employees are eligible to remove their spouse and/or dependents from the city's
medical plan and receive fity parcent {(50%) of the employer's portion of the monthly
premium,  This incentive will be added fo the employes's paycheck as taxahle
income. In addition, the employee will save the premium they are currently paying

e
RESOLUTION No. 2013-19
Cly of Stanwood Page 4
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following month,

d} Other Benefils as Provided in the Personnel Policy Manual

A } Nty 2043,

GiTY OF STANWOOCD

7
1 . ‘,a’/'-d"-"'
By Qfe‘fcww/ b ((1"7

for dependent meédical insurance. Employees will be required to sign a waiver
cettifying that they or their dependents.or spouse. have other medical instrance. If
the employee’s dependents or spouse later involuntarily lose their (non-cify) niedical
coverage, they are eligible o rejoin the clty's medical plan on the first day of the

The City of Stanwood provides other benefits to its employées as enumerated in the
Persorinel Policy Manbal as appraved by City Council oni June 13, 2013,

ADCOPTED by the city council and APPROVED by the mayor this 95 day of

ATTEST:

e,

Grey ']?fffner, Clty Clerk
L

Dianie White, Mayor-

" RESOLUTION No. 201319
Cityr of Sanwind

Page §
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Attachment C

CITY OF STANWOCD
Stanwood, Washington

RESOLUTION 2013-16

A REBOLUTION OF THE CITY OF STANWOOD, WASHINGTON
SUPERSEDING RESOLUTION 2012-12 BY RE-ADOPTING A SALARY
AND BENEFIT SCHEDULE FOR CITY EMPLOYEES EFFECTIVE
JANUARY 1, 2013 AND CLARIFYING THE PROVISIONS RELATED TO
MEDICAL BENEFITS AND PAY (DUAL WSURANCE) AS TO ALL CITY
EMPLOYEES

 WHEREAS, it is necessary and appropridte to establish the salary and bené_fits.
schedule fol employees and elected officals of the City of Stanwood by resolution of the
city cotndil; and
WHEREAS, pursuant o RCW 35A.11,020, the city cauncil has the power to fix
the compensation and working conditions of its officers and employees; and

WHEREAS, on June 28, 2012 the city council approved an agreement by and .
between City of Stanwdod and Teamsters Local Union No. 231 {represeniing the
adrinistrative employees) for the period from January 1, 2012 through December 31, |
2014; and i

WHEREAS, on June 28, 2012 the dity council approved an agreement by and
between City of Stanwood and Teamsters Local Union No. 231 (representing the public
works employees) for the perlod from January 1, 2012 through December 31, 2014; and

WHEREAS, on May 28, 2009 the city council approved the personnel policy
manial, which establishes many of the pay and benefit policies and procedures
currently applied to non-represented employees; and

WHEREAS, on Novembér 19, 2012 the city council adopted Resolution No,
2012-12 formally adopting a salary and benefit schedule for city employees sffective
Janvary 1, 2013, and

WHEREAS, Resolution No. 2012-12, as adopted, did not reflect the city's original
intent to offer the dual insurange pragram fo all cily employees, which benefits the city
by decreasing the overall cast of health insuratice premiums;

WHEREAS, the- City has aliowed 4l tlly employeds duting 2013 to participata in
the dual insurance program; and

- WHEREAS, it s necessary to re-adopt the City's salary and benefit schedulé and
clarify that all city employees may participate in the dual insurance program; :

NOW, THEREFORE, BE. IT RESOLVED BY THE CITY COUNCIL OF THE CITY
OF STANWOOD, WASHINGTON, AS FOLLOWS:

4. { Cily of Stanwood Resclution 2013-16
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Section 1: Adopting Pay and Benefits for Teamsters Adminisirative Employees

That the. monthly base compensation during 2013 for Clty employees represented by
Teamsters Locat Union No. 231 {representing the Administrative Employees), sublect td
adjustments as contained in collective bargaining agreements by the Cily are as set

forth below:
Minimum Maximum
Permit Specialist | $3,714 $4,245
Permit Specialist | $4,033 $4,563

$3,608 34,139

Administrative Asst.
Administrative Asst.
il $4,033 $4,563

Administrative Lead $4,457 $4,988
Agcounting Clerk | 2,971 $3,502
Accounting Clerk i $3,290 $3,820
Accounting Clerk il $3,502 $4,033

Accounting Clerk IV $3,926 54,457

Police Records Clerk
] $3,396 $3,026

Police Records Clerk
il $3,714 $4,245

Office Clerk 1 $2,971 $3,502
Office Clerk Il $3,296 $3,926
Deputy Cily Clark | $3,714 $4,245
Deputy Cily Glerk il $4,033 $4,563

Other pay and benefits for Cily Teamsters Administrative Employees In 2013 are
enumsiated in the current Collective Bargaining Agreament,

Section 2. Adopting Pay and Benefits for Teamsters Public Works Employees

That the monthly base compensation during 2013 for City employees represented by
Teamsters Local Unlon No. 231 {representing the Public Works Employees), subject fo
adjustments as contained in collective bargaining agreements by the Cily are as set

forth below;
Minimum Maximum
Public Works Technician | 53,215 $3,751

2 | Cily of Slanwood Resolulion 2013-16
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Public Works Technician 1 $3,538 44,074

Public Works Techniclan 11l $3,858  $4,395
Publlc Works Techhiclan IV $4,181 $4,716
Public Works Lead Person’ $4,502 $5,038

Water Treztment Plant Operator] -$3,965 $4,502
Water Treatinént Plant Operator I $4,395 $4,931

WW Treatment Plant Operator T $3,965  $4,502
WW Treatment Plant Operator Il $4,305 $4,931

Othier pay and benefits for Gity Teamsters Public Works Employees in 2013 are
enumcrated in the current-Collective Bargaining Agreement.

Section 3: Adopting Pay and Benefits for Non-Represented Employees

That the monthly base compensation for City employees-and elected officlals who are
not represented by & uhion or bargaining group in 2013 subject to adjustments are as
contained herein as set forth below:

Minimim  Maximum

City Adminisirator $8,200 $0,702
Public Works o )
Director $6,800 $8,670
Community

Development

Director $6,500 $8,364
Fihance Director /

City Clerk $6,200 $8,160
PW Field Supervisor $5,200 $6,426
Senior Planner $5,000 $6,222
Clarc / HR $4,800 $6,018
Accountant $4,700 $6,018
Plannar $4,100 $5,304
Building Inspector $4,000 $5,202
Mayor $4,900.  $1,100
Colmeilmember . & 300 $ 300
Partfime and

Seasonrial Employées  $9.18/hr  $35.00/hr

a) Salary Increases Based on Peirformance
On Jaitiary 1 of each year, fill-time nori-répresented employees may, in addition to
contragt adjustments, receive an annual salary increase based on individual
performance as determined by the Mayor. The total amount of performance
Increases shall not exceed the performance pool, which is calculated by the finance
director and authorlzed by the Cily Council a¢ a pefcentage share of annual full-

3 , Cily af Slanwoud Resciition 2013-16
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time, non-represented salaries.

For the 2013 budget year, the performance pool wilt be $14,963, which is based on
3% of 2012 total non-represented salaries ($498,772 X 3% = $14,963).

b) Health Insurance and Retirement Benefits
The City of Stanwood currently provides the following henefits for non-represented

employees,
o Medical - The Cily pays 100% ermployee cost for medical, dental and vision
insurance.

For_dependen] iwadical banafits, tho oimployeo shall sharg the cost of benoliis undar
Assaocialion of Washinglon Gillds [AWC) Healih First Plan as {olfows:

Effective January 1, 2013;

Spouse _4.5% taa ma&nrn i § 27.59 giar mosih
First Dependent  45% joa ma)ﬂmullﬂ £ 13.72 per month
Sacond Dapendent 4.5% oo nasdns § 41.35 por month
Full Femily 4,5% to a mastnmum $ 53.08 per month

Etfestive Januasy 1, 2014;
Shouse 9% o maximum 9% of the 2013 rele pecmonth

Flrst Dopendont . 836 to o maximum 9% of the 2013 rale per mon

Second Doapendent 9% Lo o moximuey 9% of he 2013 rate por monih
@iﬁwﬂl_m‘mmgﬁﬂmggﬂ maxiuny 8% of {the 2013 sale per monih

o $10,000 life insurance paid by the cify,

o Public Employees Retirement System (PERS). Benefit levels and
contributions are set by the State of Washington

o Deferred Compensation Plan. The City is a member of tha State Deferred
Compensation Plan which allows employses to make tax deferred deposils
up to dollar fimits defined by the IRS.

¢} Dual Insurance Program

All employees are eligible fo remove their spouse and/or dependents fror the city's
medical plan and receive fifty percent (50%) of the employar's portion of the monthly
premium. This incentive wilt be added to the employee's paycheck as taxable
income, In addition, the employee wili save the premium they are currently -paying
for dependent medical insurance, Employees wili be required fo sign a waiver
certifying that they or their dependents or spouse have other medical insurance. [f
the employee's dependents or spouse later involuntarily lose thelr (non-city) medical
coverage, they are eligible to rejoin the cily’s medical plan on the first day of the
following month,

q l Cly of Sianwoodd Reselulion 2013-16
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d)  Other Benéfits as Provided in lhe Persontial Policy Manual
The Gty of Stariwood provides other benefits 10 its employeés as enumerated in the
Persaniiel Policy Manual as approved by City Council on May 28, 2000.

ADOPTED by the ity council and APPROVED by the mayor this l“‘?iay of Npvrewlagy,
2013. This fesolifion supersedes ahd replaces Resolution Na. 2012-12 adepted by city
council on November 19, 2012,

CITY OF STANWOOD

Bng'(wwp-v/ %ﬁ’g’ ,rf'ﬂ'/‘ o ,7;#""

Dianne White, Mgyor

ATTEST:

By <= }Jldf%gmu_)

Greg Thﬁamer, Cily Clerk

5 l Gily of Stanwood Resoknlen 2013-16
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Attachment D

BUDGETER CLASSIFICATION and PAY SCHEDULE: —
2012 Budget
) Permanent Full-Time Employees
é’ - Monthly Base Salary
. Based on CP): Firefighters, Adiminstrative and Mon-Represented 0% CORA ~ PW 0% COLA
« Non-Represented Low THigh

Cliy Adirdnistrator 8,200 6,792 Inciudedin 2012 Budget
Director of Finance . 8,200 8,160
Camm. Bvlpmnt, Director 8,500 8,364 - .
Public Works Director 5,800 8670 Vacant-Notbudgeted for 2012
City Clertk FHR 4,800 6,018 .
HR Cirector 8,500 6,634 Combined with City Clerk position In 2609
Planner 4,100 5304  Vacant- Not budgeted for 2012
Sr Planner . 5,000 8,222 Vacant- Not budgeted for 2012
Utlliffies Superintandent 5,200 5,426
|Accountant 4,700 5,018
Bullding Inspector 4,000 5202

Step Step Step Siep Step Step
Job Title 1-12 13-24 25.36 3748 48.80 69+
i)

BT ; S R R :
Flreflghter 4,168 4, 366 4,504 4,813 5,052

3 4448

e ‘311:(

A TAY

- q:%;;?ﬁ i e =i NEE
4,266 4, 393 4,526 - 4,658 4,786

o
Perm |t Spec:iaﬂst ll

lerk o

A“Sﬁﬁm@r@‘@i& S
3047 ,g‘,m
e

Pollce Recards Cleric] e D ! ‘
e e e e e e

I T A o AR

.é?%
3047 3,774

e

Deputy Clty Clerk l)

Thsow;

2012 Budget SP-01
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Attachment E

BUDGETED CLASSIFICATION and PAY SCHEDULE:
2011 Budget

Permanent Fuil-Time Employees

Monthly Base Salary

Based on GPI: Firefighters, Adminslrative and Non-Represented 0% COLA- P\W 2% COLA

Non-Represented Low High

Clly Adminisirator 8,200 8,782  Vacant- Not hudgeted for 2011

Direcior of Finance 6,200 81860

Gormm. Dvlpmnt. Director 8,500 8,364

Pukiic Works Director 6,800 8,670

City Clerk / HR Director 4,800 6,018

HR Diractor 5,500 6,834  Combined with City Clerk pasition in 2009

Planner 4400 5,304 Vaeent - Not budgeted for 2011
Sr Planner 5,000 8,222 Vacant - Not budgeled for 2019
Utiles Superintendent 5,200 6,426
Accountant 4,700 5,018
Buifding Inspector 4,000 5202

Step Sfep Step Step Step Step
Job Titla 1-12 13-24 2536 a7 .48 49 - 80 81+

5,308

feabpdl
5,652

T e
Pubﬂcnrks Tech 1

TR

ater Treatment Plant Operator it

o
2858 4,706

sy "'%

U ]

ccuunting_QIerkl S

AR DR
Accounting Cletk fIf
ateanlEas

Police Records Ci“rk [
R R

i
3,510 3,647

]
4359 4,386

4,131

Al
Deputy Clty Cierk 1l

2011 Budget ’ SP-01
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Attachment F

BUDGETED CLASSIFICATION and FAY SCHEDULE:
2010 Budget ) ) )
Permanent Full-Time Employees
Monthly Base Salary i
Based on: Adminisirative, PW and non-represened based op 2% .

) " PubWorks 1-32 q3~24  25.36 3748 4D-80 i+ ?

Admin 1-12 13-24  25.36 3748 49-860 61+

Job Title Fhreflghters 1-42 3-24 25-36 37-48  49-80 81+ '
Fire Captain . 4,782 5,021 B272 5535 5810 8,102 5
Flrefighter 4,158 4,366 4,584 4813 5,052 5,308 !
Publlc Works Tech | 3.060 3,188 3,315 3,443 3,570 ’ !
Public Works Tech 1} 3,366 3,494 3,629 3,749 3,876 :
Public Works Tech I} 3672 3,600 3027 4,055 4,182
Public Works Tech IV 3978 4,106 4,233 4,361 4,488 :
Public Works Lead Person 4,264 4412 4,538 4,867 4,794 .

3774 3002 4,029 4157 4,284 !

Waler Traatment Plant Operator |
41482 430 4437 4565 4,602

. Water Treaiment Plant Operator li

WW Trealment Plant Operator § 8,774 3,502 4,029 4157 4,284 : H
WW Treatmenl Plant Operator Ii 4,182 4,310 4,437 4,665 4,692 i
Rermit Spedalist i 3570 3698 3825 3953 4,080 % i
Pemit Specialist 1 3,876 4,004 4,131 4,259 4,386 H

3466. 3586 3723 3651 3,978
.., A004 4431 4263 4,386
CUAAN2 - 45384867 . 4754

AommistaElgAdst |
Adminfstrallve Asst 1l

AdRARETEIve ABST Leag

2984 311 2238 3360
-8280. 7 BT BERS . 384
3494 3821 3,749 33876
3.8p2° 4,020 4487 474

S

3,302 3,619 3647 37H4 . H

Police Records Clerk |
3668 3,825 3,953 4,080 !

Policé Records Slerk i

2,856 2,984 a111- - 3238  -3,366 i

Office Clark |
Ciflce Clerk ) 3,264 3,382 3,519 3,647 3,774 ;
Daptly Gily Clark 1 3,570 3,608 3,826 3,853 4,080 .
Deputy City Clark }f 3,878 4,004 4,131 4,250 4,386 P
Non-Represented Low Righ . ;
City Adminlsiralor 8,200 9,702 o
Finance Direcior 6.200 8,160 I
Comm. Dvipront, Director 8,500 8,364 ;
Publie Works Director 6,800 8,670 :
City Clerk 4,800 6,018 i
HR Director 5,400 6,834 i
Plahner 4,100 5304 i
Sr Planner 5,000 6,222 i :
Pubiio Works Supervisor 4,700 6,814 £
Uiiiities Superintendant 5,200 6,426 !
Accountart 4,700 8,018
Building Inspecior i 4,000 _..5.202 H
5
’ g
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Attachment G

BUDGETED CLASSIFICATION and PAY SCHEDULE:

2009 Budget

Menthly Base Salary

Job Title Firefighters 1-12 13-24 25~ 36 37-48 49 - 60 a1+
Fire Captain 4,782 5,021 5,272 5,635 5,810 8,102
Firaftghter 4,158 4,366 4,684 4,813 5,052 5,306

Administration and Public Works agreements still under negotiation

Malntenance Worker
Entry
Journey
Lead

\Water Plant Operator
Journsy
Lead

Wastewater Plant Operatar
Journay
Lead

Receptionist/Cashier
& Offlce Assistant - PT

Adminisfrative/Coordinators

Utiflty Billing Clerk & Accounting Clerk
Adminlsirafive Asgistant - Planning
Palice Records Spacialist

Parmit Coordlnator ~

Administrative Assistant - Fira
& Clerical Assistant

Administrative Assistant -Palice
& Permit Speclalist

5
Non-Represented Low High i
City Administrator ’ 8,200 9,600 §
Direstor of Finance 8,200 8,000 E
[Comm. Dvipmnt, Director 6,500 8,200 {
Public Werks Diracter 6,800 8,500 E
City Clerk 4,800 5,800 E
HR Director 5,500 8,700
Planrer 4,700 §,200
St Planner 5,000 6,100
\Wasle/Stormwater Supervisar 4,700 5,700
Water/Public Works Supervisor 4,500 5,800
Accountant 4,700 5,900
Building Inspector 4,000 5,100
Assumptions: Firefighlers based on bargaining unit agresment

Administration and Public Worls based on estimate
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