CITY OF STANWOOD
FINANCE COMMITTEE STAFF REPORT

ITEM NUMBER: 1

DATE: September 25, 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 Pay Schedule — 2012 Budget
E - Budgeted Classification and Pay Schedule — 2011 Budgef
F - Budgeted Classification and Pay Schedule — 2010 Budget
G - Budgeted Classification and Pay Schedule — 2009 Budget
H — 2014 Salary Data - Cities and Towns

| — Bureau of Labor Statistics Consumer Price Index — Urban Wage
Earners and Clerical Workers (CPI-W) through June 2014

J — Sample Non-Rep Pay Plan (internally generated by staff)

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?
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Or, as an alternative, should city staff, in coordination with the finance committee, create
its own compensation study based largely on data gathered from the 2014 AWC salary
survey?

RECOMMENDATION

None. Staff seeks direction from the finance committee as to which approach to take,
namely, who shall perform the salary survey for the city’s non-represented employees.
This decision should be made soon so that the results may be incorporated into the
2015-2016 budget process, which is well underway.

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 contracts 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 employees 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

Each 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 to; 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 employees will start
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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
needs, validating selection procedures, determining wage increases or
decreases, promotions, demotions, and/or transfers.

Employees should be evaluated by their Department Head or designee six
months after their hire date and then at ieast 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. All 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.

Could the City create its own salary survev/pay plan?

At the July 24, 2014 finance committee meeting, the question was raised as to whether,
in lieu of hiring a consultant, staff could prepare its own salary survey and pay plan.
Presented in Attachment J is a sample 2015 salary survey and pay step plan for non-
represented employees. [t was prepared under using the following assumptions:

Page 3 of 47



City non-represented plans are compared to “comparable cities™ as adopted by
council {(as available) as per the 2014 AWC salary survey

Only “high” and “flat” salary data were used to establish a proposed high range
for the City of Stanwood

An average “high” was generated for each non-rep position.

The average high for each position was increased by about 1.8% to reflect
inflation, which is 90% of the 2% annual inflation as reported by the US Bureau of
Labor Statistics (BLS) from June 2013 to June 2014 based on the US city
average for urban wage earners and clerical workers.

Based on the 2015 established “high”, a 5-step salary schedule was created with
a 3% difference between each step.

Advantages of salary survey/pay plan created by staff

The advantages of a salary survey/pay plan created by staff include:

1.
2.

3.

It is cheaper than hiring a consultant to perform the work.

AWC salary survey information is objective, readily available and updated each
year.

CPI information is objective, readily available and updated each year by the
Bureau of Labor Statistics. As an aiternative to the US city average, the city
could use the more local Seattle/Tacoma /Bremerton CPI index instead.

Having a plan in place and actively updating it each year would keep city salaries
more current and in line with its comparable cities.

Advantages of salary survey/pay plan created by a professional consultant

1.

Generally speaking, a salary survey created by a professional consultant tends to
be more credible due to their independence. The consultant is generally not
perceived to be setting salaries "too high” or “too low” as he has nothing to gain
from the results of the survey, other than his contracted compensation.

A consultant can become more familiar with each position at the city and at other
cities in order to “fine tune” the comparables in order to generate more
meaningful data. For example, under the sample model created by staff, no
comparables were found for the positicn of Senior Accountant. A consultant
would be better at finding good matches than city staff.

A consultant has the experience to recommend creative compensation solutions
based on his broad experience in working with other local governments.

A consultant could help the city to set up a plan that the city could update itself
until the next professional survey is conducted (about 5 years later).

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
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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. Should the finance committee recommend to full council approval of a
compensation study as presented with NW Consulting, Inc. The city would enter
into a professional services agreement in an amount not to exceed $7,420.00.

a. 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?

b. If approved, should the compensation study include councilmembers?

2. Should the staff proceed with developing its own non-represented employee
compensation plan along the lines as presented in Attachment J?
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Attachment A

NW MANAGEMENT CONSULTING, INC. 72720 Hoyt Avenue #11
Heerett, WA 98201
o COMPENSATION » HIMAN RESOURCES

Office: (425) 252-4234
Cell: (206} B18-4234
Fax:  (425) 252-4234

July 1,2014

Debotah Knight DRATIT

City Administrator

City of Stanwood

10220 270" Street NW
Stanwood, Washington 98292

Dear Deborah;

This letter presents a proposal to conduet 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 requize separate anthorizations,

The proposal includes suggested strategies, plans, schedules and budgets. Phase 1 has a fixed fee
budget of $5,730 for professional fees and expenses. Phage 2 is ostimated at $1,690 so the combined
testal for professional fees and expenses, if authorized, is $7.420.

The suggested project strategy is to recognize the uniqueness of Stanwood and the complexity of its
labor markets. Also important is the challenge of selecting survey cities and addressing questions
about comparabifity. Stzawood has population of 6,485 but is the gateway (0 Cumano Island and
provides services to 34,000 unincorporated residents. Plans, schedules and estimated cosis are

shown i the following table,

Phase | Sugrested Profect Plan Schedule Est, (8
1 Compensation Strategy and Project Planming July 830

2 Interviews and Site Visits; Progress Report July-Aug 1,690

3 Salary, Benefits and Total Compensation Survey Aug-Sept 1,980
4 Summary of Findings; Progress Report September 1,230
1-4 Compensation Survey-Phase 1 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 efforis will be appreciated. The two phase approach is designed to reflect the
complexities of completing the study during the summer season and in advancs of the forthcoming
elections. The progress report in September is not intended to be 2 final report. 1t is infended fo
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 strategies, plans, schedules and costs are intended to be a pgood digest of a
consubtant’s responsibilities. Suggestions and comments will be welcome,

Sincerely,

Ross

Ross I, Ardrey
President

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

Ouiline: Ddroduction {(Pages 1-2), Pluns, Schedules and Costs (Pages 3-7)

STUDY BACKGROUND

The City of Stanwood serves a resident population 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 managemont tearn and staff,

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

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

« 2 & &

STUDY QUESTIONS AND CONCERNS

The study is intended fo recognize the uniqueness of Stauwood and be conducted with an open,
nondiscriminatory and participatory process, Examples of study questions and concerns:

How fo define the labor market for a contraci City with a variable population?

»

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

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

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

The study is to include about 10 positions and involve a survey of about six other cities. Study
efforts should resnlt in an updated compensation program that is Jdefensible, oredible, nimble,
nondiscriminatory, and easy to understand and adoginister. Selection of survey city participants
should reflect everyone's inpuf, be authorized by Council, and consider iraditional factors such as
population, assessed valuation and staffing, as well as more current factors such as comparable
resources, proximity, actual recruiting and retention, and cities that have something going on.

HIGHLIGHTS OF PROJECT STRATEGY

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

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

. Two phase study approach: Phase 1 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 recognition and implementation,

Sugeested Project Time Frames and Schedules

The suggested project schedule bas a quick start and a fast pace, Project time frames and schedules
sre intended to be flexible. The suggested projest plan beging with the Phase 1 compensation and
practices survey and leaves open scheduling of Phase 2 during 2015.

The schedule reflects the chalienges of doing the survey during the summer season and in advance of
the fortheoming elsctions. A suggested project outline iz shown following this page, a suggested
project sehedule 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 Stanwood Compensation Study — Page 2
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SUGGESTED PROJECT STRATEGIES, PLANS AND SCHEDULES

PHASE 1: Sala;ﬁ;, 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 common understanding about
the study. Steps include: project planning 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 Committees, and refining the project plans, schedules and budgets,

Qutcomes: Consensus on suggested profect sirategies, plans, schedules and budgets.

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

Management and non-rep interviews and workplace visits should collect input on distinctive job
functions, project responsibilities, and other matters, The interviews should be completed on an
informal, no-homework, no-questionuaire basis and take about 60 minutes each. Rescheduling and
follow-ups will help assure everyone that the consultant understands the jobs. Reviews are
Important io provide checks and balances, discuss survey ¢ity selection eriteria and suggested cities,
and arcange for progress reports and approvals from Mayor, Council and Council Committees.

QOutcomes: Stanwood specific job data, opporturity for everyone to be heard, survey approvals.

STEP 3: SURVEY OTHER CITIES (=6)

This step Tocuses on the survey of the other cities, The survey should be completed through site
visits with the other City Managers, City Adminisivators, Finance Directors ot other knowledgeable
managers in each City, Pariicipation of Stanwood’s City Administrator or Finance Director will be
helpful, The survey should focus en job functions, avoid titles, be nondiscriminatory, and include
matches, salaries, structures, benefits and compensation program administrative practices.

Outeomes: Current and verifiable labor market salary, benefit and other comparisons.

STEP 4: PREPARATION OF FINDINGS; PROGRESS REPORTS

This step will include enalysis of survey data and presentation of propress reporis, Interpretation of
the survey results is important:  Survey comparisons, even under the best circumstances, are
considered reliable to within + 5%, Equally important are reviews with the City Administrator and
Finance Director and progress reports with the Mayor, Council and Council Committees. The
reviews should complete this phase of the study and include a report to participants.

Outcomes: Review of labor market data, prepavation of findings, and participant report,

PHASE 2;: Updates and Implementation Plans (If Reguested)

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

Flexibility to reflect study findings and business conditions is essential, The Council will vltimately
need to determine the level of compensalion appropriate for Stanwood considering the other cities,
i.e., should Stanwood seek to be the same as, or exceed, or be less than the others. This step should
include updating Phase 1 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.

Cutcomes: Council policy making and update of compensation plans, structures and practices.
Praposal for City of Stanwood Compensation Study —Page 3
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STUDY
STTP

STANWOUD COMPENSATION STUDY -- PHASES 1 AND 2
PRELIMINARY PROJECT PLANS AND SCHEDULE - - DISCUSSION QUTLINE

Dhase 1 Study to Include Salaries and Benefits WITHOUT Updated S[TB{‘:!'II]‘B and Implemsentation
Phase 2 Policy Maldug, Strictures and Admindstration NOT Included in Phase 1 of fhis Study

SUGGESTED APFPROACH Supgested Schedule
CONSULTANT RESPONSIBIEITIES faty Augusd  Seplembey

Phase [
Step |

SALARY AND BENEFIT COMPENSATION STUDY
COMPENSATIGN STRATEGY AND PROJECT PLANNING
s Start up planning with CA and FD
* Project plan reviows will Conimitiees, Mayer, Conncil
# Compensafion sludy to be separate fron: implementation
* Preject phas to include Phase | and Phase 2 costs and budgets
 Other matfers such as resident and community business factors

INTERVIEWS AND WORKPLACE VISITS, PROGRESS REPORTS
+ Individua] intervisws and job site visils (~ 60 min cach)
+ Inlervivws to be infornial, professionul and flextble
+ Reviews with CA, PD and dept heads (=40 min each)
» Summarize comparisons and recommend survey citfes
« Wiect with CA, FD, Comrmifiecs, Mayor and CouncH ag requested

SURVEY OTHER CITIES {8)
# Survey plans, formats, participants and arrangements
* Survey 1o focus on job fanctions snd avoid tifes
# Survey to inchde jobs, salaries, benefits and practices
s Conduct survey through site visits and interviews
» Parlicipation in survey visits of CA, FD or others welcoms

PREPARATION OF FINDINGS; PROGIESS REPORTS
 Anslysis of salesies, benefilg and total compensation
+ Reviews with CA and FD, Committess, Mavor and Council
¢ Foflow-up on concems and findings; also parlicipant repost
» Roview to coinclude Phase | of study

Phase 2

MEETINGS AND JMPLEMENTATION PLANS (IF REQUESTED)
¢ Reviewand updaie Phase I Study Findings
» Develop structeirs and tecommendations with CA sud FD
 Tmplementation plan reviews with Commitlees, Mayor, Couneit
» Meetings with CA and ED and staff on implementations plans
+ Finalize report, other meetings, as divected
# Prepare and distribute partioipant reports

Phase 1

PROJECT PLAN WITHOUT IMPLEMENTATION (PHASE 2)

Proposal for City of Stanwood Compensation Study — Page 4
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PROFPOSED CONSULTANT AND CITY RESPONSIBILITIES

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

Consultant’s Responsibilities:

- Introductory and ongoing meetings, planning and communications

. Conduct individual interviews and work site visits

. 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 preseni progress reports

City of Stanweod's Responsibilitics:

» Fund project and serve ag project manager
. Schedule and coordinate meetings, interviews and communications
. Participate in survey visits and inferviews
. Review prograss reports
PROJECT ESTIMATES

Professional fees are hased on the consultant’s standard billing rate of $100 per hour. The firm
does not charge for travel time or project administration. Phase 1 has a fixed fee budget of $3,730
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.
Pistinctive features of the suggested approach include interviows, comparison city selections, and
on-site surveys.

. The purpose of the interviews is threefold: Firsito assure that everyone has an
opportunity to be heard; Second, to provide a procedure to collect curent 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 cily participants should consider traditional factors as well as
more current factors such as resources, proximity, actual recruiling and refenfion,
and cities that have something going on. Selection of comparable cifies is a policy
related function and should have approval of the Mayor and Council.

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

PROJECY FEE AND EXPENSE WORKSHEET

A table showing estimate details follows this page. Project steps are shown in the first two
columns. The third column shows estimated consultant hours on a step-by-step basis, and the
block on the right shows foes 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 Cempensation Study — Page 3
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STANWOOD COMPENSATION STUDY - - PHASES 1 AND 2
PRELIMINARY PROJECT PLANS AND ESTIMATES - - DISCUSSION GUTLINE

Phass 1 $indv o Inglede Salayies and Bonefits WITHOUT Updated Strueture and lnplomentation
Phase 2 Implementation NOT Included in this Study - - Consubfant Standasd Billing Rate a $100/Hour

STUDY SUGGESTED APPROACH Consult Fees and Estimales (§)
STEP CONSULTANT RESEONSIBILITIES Heurs Fees  Bxpensa - Talal
Phass 1 SALARY AND BENSFIT COMPENSATION STUDY 8 800 ki &0

Stept COMPENSATION STRATEGY AND PROJECT PLANNING
« Start up planning with CA and FD
o Projgct plan reviews with Comnsitices, Mayor, Counsil
» Compapsation study lo be separate from impfententation
» Project plans to intiude Phase 1 and Phase 2 cosls and budgets
o Other malters such as resident and comusily business factors

2 INTERVIEWS AND WORKPLACE VISITS; PROGRESS REPORTS 16 1,600 o0 1,690
» [ndividual interviews and jobs site visits {= 60 min each)
» [nferviews do be informal, professionat and flexible
s Reviews with CA, FD and dept heads {= 60 min each)
+ Summarize comparisens and recammend survey cities
» Mesl with CA, I'D, Commitiees, Mayor and Couneil as sequested

3 SURVEY OTHER CITIES (6} 18 1,806 180 1,980
® Survey plans, fonmats, parficipants and armngements
+ Survey fo facus on job functions and avaid titles
» Survey to Include jobs, salarfes, benefits end pragiices
 Conduct survey through site visits and interviews
¢ Participation in survey visits of CA, FD or others welcome

4 PREPARATION OF FINDINGS; PROGRESS REPORTS 12 1,200 30 1,230
» Analysis of sataries, benefits and total compensatior:
+ Reviews with CA and BN, Commitiees, Mayor and Council
+ Follow-up on concerns and findings; also participant report
¢ Review lo conclude Phase I of study

Phese2  MEETINGS AND IMPLEMENTATION PLANS (IF REQUESTED) 16 1,600 90 1,630
# Review and update Phase [ Study Findings
# Develop siructure and recommendations with CA and FI
» Implemenlation plan teviews with Committess, Mayor, Cauncil
# Mectings with CAand FD and staff on implementation plans
# Finalizz report, elher meatings, as directed
» Prepare and distribule participaat reporls

Phasel PROJECT PLAN WITHOUT IMPLEMENTATION 54 400 330 5,730
Phase 2 IMPLEMENTATION PLAN (IF REQUESTED) 16 1,600 90 1,690
Fhi&2 PHAST1(THIS PROJICT) AND 2 (IF REQUESTED) n 7000 420 7,420

Proposal for City of Stanwood Compensation Study — Page 6
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DELIVERABLES

Study deliverables for Phase I should include project plans, survey worksheets, and survey findings
showing salary, benefif, total compensation and administrative procedure summaries and
comparisons. Phase 2 should include existing and suggested updates of salary ranges, benefits and
total compensation, as well as procedutes and implementation plans, All documents are to be in both

hard copy and electronic format.

Supgested staffing is for Mr. Ardrey o setve as consultant’s project manager, fonction as an third
party resource, and personally complete interviews, Incetings, surveys, presentations and reports.

INVOICING AND PAYMENTS

Invoicing and payment plans are designed to reflect accomplishments and should be based on
milestones underlying 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 start-
up project planning, (2) On completion of interviews and workplace visiis, (3) On completion of the
survey, and (4) On completion of the data analysis and preparation of findings and reports for
patticipating apencies. The total amount of the Phase 1 contract is not to exceed $5,730.

INSURANCE COYERAGE AND WARRANTIES

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

It is Mr. Ardrey's practice to provide informal assistance to clients without charge during the inital
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. My, Ardrey adheres to the
Institute of Management Consultanis® Code of Professional Condust, 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 to conduct a compensation study that will be about Stanwooed, will enhance
Stanwood’s ability fo attract, retain and develop its staff, and will help provide the Mayor and
Council 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 scheduling of Phase 2 during 2015. The Phase 1 progress report is intended to highlight
preliminary 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. Ilook forward to 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 . Ardrey, Consuliant, NW Management Consuliing, Inc, 2720 Hoyt Ave., #11, Everetl, W4 08201
Enail: vovs.ardvey@gmail.com - Cell: 206 818-4234 - Facsimile: 425 252-4234 ~ Telgphone: 425 252-4234

Quiline: Introduction (Page 1), Client References (Pages 2-4), Biographical Summary and Testimonials (Pages 5-6}

INTRODUCTION

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

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

e Salary Surveys ¢  Search Strategies and Recruifing
s Job Audits and Reclassifications +  Confidential Appraisals
+ Total Compensation Surveys s Career Ladders and Progressions
» Compensation Stratepies and Plans +  Performance Recognition

CITY SALARY STUDIES

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

EXAMPLES OF CITY COMPENSATION PROJECTS

Mr. Ardrey has completed 29 salsry studies with 18 cities. The 18 cities include 10 located in North
Sound areas and 8 in other areas. Each study involved unigue projest strategies and implementation
plans. The following table focuses on the 10 North Sound cities,

North Sound Project Description and Projects Completed Muost Recent
«  Burlingion Salary and Benefit Survey for Non-Rep Positions 2007
s Mountlake Terrace  Non-Rep & Rep Class/Comp Studies and Surveys 2005
» DBainbridge Island ~ Non-Rep & Rep Class/Comp Studies and Surveys (5 Studies) 2005
»  Oak Harbor City-Wide Class/Comp Studies and Surveys 2004
+  Anacories Eng Tech, Planner and Library Class Studies (3 Studies) 2004
¢ Mount Vernon Classification and Compensation Studies and Smrveys 2000
« Dlaine Job Audit and Reclassification of Utility Worker Position - 1999
s Lynnwood Non-Rep & Rep Class/Cormp Studies and Surveys 1998
s  Bellingham Multiple Class/Comp Studies and Surveys (6 Studies) 1997
» Ferndale Clagsification and Salary Studies 1995

Projecis with other cifies include classification andfor compensation studies with Issaquah, Tukwila,
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, Evereft and Edmonds as well as Skagit
and Island Counties and Burlington-Edison and Mount Vernon Schools,

Statement of Qualifications for Cify of Stanweod Compensation Study - Page 1

BTttt et o v

Page 13 01’47



CLIENT REFERENCES

Cities and Countles

City of Burlington
900 Bast Fairhaven Ave,
Buriington, Washington 98233

City of Anacortes
904 6th Avenue
Anacortes, Washington 98221

City of Gak Harbor
865 SE Barringfon Drive
{Qak Harbor, Washingfon 98277

Skagit Connty
1111 Cleveland Avenue
Mount Vernon, Washington 98273

City of Lynnwood
19100 44th Ave West
Lymnwood, Washington 98046

City of Mountlake Terrace
6100 219th St SW, Suite 200
Mountlake Terrace, Washington 98043

Ciiy of Bainbridge I[sland
625 Winslow Way East )
Bainbridge Istand, Washington 93110

City of Tulwila
P. 0. Box 1307
Issaquah, Washington 98027

City of Covington
16720 SE 271st Street
Covington, WA 98042

City of Aberdeen
200 Bast Market Street
Aberdeen, Washington 98520

City of Chehalis
80 NE Cascade Ave.
Chehaiis, Washington 98532

City of Portland
1900 SW 4th Avenue, Room 3500
Portland, Oregon 97201

Multnomah County and MCSO (Sheriff)
501 SE Hawthome Blvd, 4th Floor
Portland, Oregon 97293-0700

ATTACHMENT

Clients are grouped by seclors and listed in geographic order from North to South.

Judy 8heshan
Executive Assistant
Telephone: (360} 755-0531

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

Douglas Merriman
Finance Director
Telephene: (360) 279-4500

Chal Maztin (Now at Bremerton)
Public Works Director/City Engineer
Telephone: {360) 4735758

Steve Jensen
Police Chief
Telsphone: (425) 670-5601

Scott Hugill
Administrative Services Director
Telephone: (425) 776-1161

Dwight Sutton, Mayor {Retired) 206) 842-3011
Lynn Nordby, City Administrator (Now at MRSC)
Telephone: (206) 625-1300

Jimn Haggerton, Mayor
David Cline, City Administrator
Telephone: (206) 433-1850

Derek Matheson, City Manager
Noreen Beauftere, HR. Manager
Telephone: (253) 638-1110

Eric Nelson
Corporation Counsel
Telephone: (360) 537-3212

Merlin MacReynold
City Manager
Telephone: (360) 748-6664

David J. Rhys, Assist. Director, Human Resources
Elisabeth Nunes, Manger, Classification & Comp
Telephone: (503) 823-3507

Jemuifer Ott/ Travis Graves
Human Resources Direciors
Telephone: (503) 988-3241

Statemnent of Qualifications for City of Stanweod Compensation Study - Page 2
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Pores and Alvports

Port of Bellingham
1801 Roeder Avenne; P, O. Box 1677
Bellingham, Washington 98227

Port of Anacortes
15t & Commercial
Anacories, Washington 98221

Port of Skagit County
118¢ Airport Drive
Burlington, Washington 58233

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
Edmends, Washington 98020

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

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

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

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

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

Port of Vancouver
3103 NW Lower River Road
Vancouver, Washington 98660

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

Dan Stahl
Director of Marinas
Telephone: (360) 676-2500

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

Patsy Botsford-Miller
Executive Director
Telephone: (360) 757-0011

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

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

Marla Kempf
Deputy Director
Telephone: 425 774-0549

Larey Crockett
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
Executive Director (Retired)
Telephane: (360) 694-9414

EBric Johnson
Executive Director
Telephone: (360} 753-6176

Sigtement of Qualifications for City of Stanwood Compensation Study - Page 3
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Educational

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

Mount Vernon School District
124 East Lawrence Street
Mount Vernon, Washington 93273

Anacortes Public Library
904 6th Strect
Anacortes, Washinpton 98221

Aberdeen School District
216 North G Streat
Aberdeen, Washington 98520

Special Districts

Barrow Utilities and Bleciric Co-Op
P. 0. Box 449
Barrow, Alaska 99723

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

Municipél Resenrch and Services Center
2601 Fourth Avenue Suite #800
Seattle, Washington 98121

Public Housin

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

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

Seattle, Washington 98109

Tacoma Housing Authority
902 South L Street
Tacoma, Washington 98405

Housing Autherities Risk Retention Pool
7111 NE 179" Street
Vancouver, Washington 58686

Home Forward — Housing Anthority Portland

135 SW Ash Street
Portland, Oregon 97204

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

Mack . Armsirong (Now at WASA)
Assistant Executive Ditector
Telephone: (360) 943-5717

Emily Schah, P, {1, R,
Human Resources Director
Telephone: (360) 299-1941

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

Ben Frantz
General Manager -
Telephone: (507) 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) 290-8499

Dean Barns

Human Resources Director
Telephone: (206) 625-3322

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

Bill Gregory
Exeontive Director
Telephone: (3607 574-9035 Ext 102

Rebecea Gabriel, GPHR.
Director, Business Services
Telephone: (503) 803-8502

Statement of Qualifications for City of Stanwood Compensation Study - Page 4

ATTACHMENT

s s AT P D e

IR MR et e

Page 16 of 47




ATTACHMENT

CONSULTANT BIOGRAPHICAL SUMMARY

ROSS J. ARDREY

M. Ardrey wotks closely with Mayors, Councils, exccutives, managers, staff and unions. Studies
focus 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. Univessity of Chicago
« M. A, Graduate School, University of Washington
= J.D. School of Law, University of Washingion

Mr. Ardrey’s previous emplayers include Harry J. Prior & Associates, a spin-off from the national firm
of Booz Allen Hamilion, and Howard Johnson & Company, a national actuarial and compensation
consulting firm with headquarters in Seattle, Dates of service:

. Harry J, Prior & Associates, Inc., Scatfle; 1972 - 1990
. Howard Johnson & Comgpany, Seatife: 1990 - 1993
. NW Manapement Consulting, Inc., Seattle/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 Consuliants (IMC) which certifies management
consultants. Accomplishments: IMC Chapter President (1990, 1995), Best US TMC Chapter (1990,
1995), and National IMC Board of Directors (1992).

Distinctive Features of Consultant’s Practice:

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

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

Operates at a national and best practices level

Retains a low overhead cost structure

~  Completes projects on budget and on time

+  Maintaing a good track record with Mayors, Councils, managers, staff and umions

- [ R -

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

Distinctive Features of Project Strategies:

Studies are based on joint clent and consultant efforts to develop project strategies, keep everyone
informed without overloading anyone, and invelve ihe Mayor and Council at crifical points, Also
Important are recognition, quality, credibility, staff 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, Port, Housing and Other Special Purpose Districts

“We use Ross Ardrey...He does a great job; very thorough and thoughtful, lots of experfence.”

- Director, Business and HR. Services.

“Ross 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 systers overview as to how
classification farnilies are infertwined. He is very personable, a capable statisticiau, and
County employees and managers enjoy working with him,”

-Manager, Compensation

“Ross bonds with employees faster than Pve ever seen, He has the smarts and tenacity to
work through the toughest problems and come up to practical solutions,”

-Personnel Manager

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

~City Manager

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

-Director of Personnel

“We love Ross to bits here ... Our folles 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 I get about Ross is that
people are heard with him; he listens and they feel their input is valued; this is HUGE
dring class/comp studies when people so frequently don't receive an increase or what they i
wanted, You can't go wrong with him and he really knows his stuff” i

~Director, Human Resources

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

~Mayor

Evervone's Efforts Are Greatly Appreciated

612772014
Statement of Qualifications for City of Stanwood Compensation Study - Page 6
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Atftachment B

CITY OF STANWOQOD
Stanwood, Washington

RESOLUTION 2013-19

A RESOLUTION OF THE GITY 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 City of Stanwood by resolution of the
city council; and

WHEREAS, pursuant to RGW 35A.11.020, the city councll has the power to fix
the compensation and working vonditions of ifs officers and employees; and

WHEREAS, on June 28, 2012 the city council approved an agresement by and
between City of Stanweod 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 Decermber 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 to non-represented employees.

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

Section 1: Adopting Pay and Benefits for Teamsters Administrative Emplovees

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

below:
Minimum Maximum
Penmit Specialist | $3,788 $4,330
Permit Specialist 1| $4,114 $4,664
RESOLUTION No, 2013-19
City of Stanwoed Page 1
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‘ Administrative Assl. I
i Administrative Asst.
)
Administrative Lead

Accounting Clerk |
Accounting Clerk Il
Accounting Clerk 11
Accounting Clerk IV

Paolice Receords Clerk
|
Palice Records Clerk
1t

Office Clerk |
Office Clerk It

Deputy City Clerk |
Deputy City Clerk |

$3,680

$4,114
$4,546

$3,030
$3,356
$3,572
$4,005

$3,464

$3,788

$3,030
$3,484

$3,788
54,114

$4,222

$4,654
$5,088

53,572
$3,896
$4,114
54,546

$4,005
$4,330

33,572
$4,005

$4,330
$4.654

Other pay and benefils for City Teamsters Administrative Employees are enumerated in
the current Gollective Bargaining Agreement.

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

below:

Public Works Technician
Pubfic Worlss Technizian I
Puhlic Works Technician 1

Public Works Lead Person

Public Works Technician IV

Water Treatment Plant Operator |
Water Treatment Plant Operator

Minimmm  Maximum

$32re 43,826
$3607  $4,155
$3,935  $4,483
$4,266  $4,810
4,582 $5,130

54,044 4,592
$4,483  $5,030

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

WW Treatment Plant Operator | 54,044 §4,592
w — e et e rareerarnneorm )
RESOLUTION No. 2013-19
City of Stanwood Page 2
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WW Treatmen! Plant Operator Il $4,483  $5,030

Gther pay and benefits for City Teamsters Public Works Employees are enumerated in
the current Colfective Bargaining Agreement.

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

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

Minimum  Maximum

City Administrator $8,200 $9,792
Public Works ’

Director $6,6800 $8,670
Community

Development

Director $6,500 38,364
Finance Diractor /

City Clerk 56,200 $8,160
PW Fisld Supervisor $5,200 56,426
Senior Planner $5,000 $8,222
Clerk /HR $4,800 $6,018
Accountant 34,7000 $5,018
Plarnner $4,100 $5,304
Building Inspector $4.000 $5,202
Mayor $1,200 $1,200
Counciftmember $ 325 $ 325
Part-Time and

Seasonal Employess  $9.32/hr  $36.00/hr

a) Salary Increases Based on Performance

On January 1% of each year, fulttime non-represented employees may, in addition to
contract adjustments, recelve 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 caleulated by the financa
director and autharized by the City Council as a percentage share of annual full-
time, non-representsd salaries.

For the 2014 budget year, the parformanca pool will be $20,773, which is based on
3% of 2013 folal non~raprese£1ted salarfos ($692,427 X 3% = $20,773).

RESOLUTION No. 2013-19
City of Stanwaod Page 3
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b) Health Insurance and Refirement Benefits
The City of Stanwood currently provides the following benefils for non-represented
employses., )

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

Far dependant eedical barulils, the smploves shall shore ks cosd of banadits undar

Assogialion of Washirnten Cities (AAG) Health Fiek Pian as fdiows:
Bifective Jangan 1, 205

Bpoise A% ta g ey 2708 ner month

First Dapandant  ASY o masivum § 13,72 st mons,
Seonned Depandant 4.6% ta a soexinuen $ 41,35 e monih

FlrstDependert G to 5 msxiomen 8% of e 2014 rate par month

Sucond Devendent 8% to amaximuzm 9% of thy 2613 rale per manth

& xS of e 2619 rate par minnth

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

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 the State Deferred
Compensation Plan which allows employees o make tax deferred deposits
up to dollar limits defined by the IRS.

c) Dual Insurance Program
Al employees are eligible to remove their spouse andfor dependents fram the city's
medical plan and receive fifty percent (50%) of the emplcyer's portion of the monthly
premium. This incentive will be added fo the employes’s paycheck as taxable
income., in addition, the employee will save the premium they are currently paying
RESOLUTION No. 2013-19
City of Stanwood Page 4
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for dependent medical insurance. Employees will be required o sign a walver
certifying that thay or their dependsnts or spouse. have other medical insurance. if
the employee's dependents or spouse later involuntarily lose-fhelr (non-cify) redical
coverage, they are eligiple to refoin the city's medical plan on the first day of the
following month.

d) Other Benefits as Provided in the Personnel Policy Manual
The City of Stanwood provides other benefits to its emptoyees as ehumerated in the
Persorinel Palicy Manual as dpproved by City Council ori June 13, 2013.

ADOFTED by the oty council and APPROVED by the mayor this 25™ day of
M,\}g ey ., 2013,

CITY OF STANWOOD

By rui'mw-—*w// tfétﬂ t"?'
Diarnie White, Mdyor.

ATTEST:

By. S)ﬁ/‘%‘%mb )
Grag ‘Ib fner, Clty Clerk

" RESOLUTION No, 2013-19
Clty of Stanwiod Page 5
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Attachment C

CITY OF ‘ST@NWOOD
Stanwood, Washihgton

RESOLUTION 2013-18

A RESOLUTION OF THE CITY OF STANWOOD, WASHINGTON
SUPERSEDING RESOLUTION 201212 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 INSURANGE) AS TO ALL GITY
EMPLOYEES

WHEREAS it is nécessary and approprisite to establish the salary and benefits
schedule for employees and elected dificials of the City of Stanwood by resolution of the

city council; and

WHEREAS, pursuant to RCW 35A.11,020, the city council has the power to fix
the compensation and working conditions of its officers and employees; and

WHEREAS, on Jung 28, 2012 the city council approved an agreement by and
between City of Stanwdod and Teamsters Local Unlon No. 231 (representing the
administrative employees) for the period from January 1, 2012 through Decemper 34,

2014; and

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

WHEREAS, on May 28, 2008 the cify councll approved the personnel policy
mantal, which establishes many of the pay and benefit policles and procedures
currently applied to non-reprégented employees; and

WHEREAS, on Novembér 19, 2012 the city councll adopted Resoiution No,
2012-12 formally adopting a salary and benefit schedule for ity emplayees effective
January 1, 2013; and

WHEREAS, Resolution No. 2012-12, as adopfed, did hot reflect the city’s atiginal
intentt to offer the dual insurance progra fo all city employees, which benefits the city
by decreasing the éverall cost-of health instrarice premiums;

WHEREAS, the- City has allowed alil city employeds during 2013 to participaté in
the dual insurance program; and

WHEREAS, it Is necessary to ra- adopt the City's salary and bensfit schedule and
clartfy that all oty employees may parficipate in the dual insurance program:,

NOW, THEREFORE, BE IT RESOLVED BY THE GITY COUNCIL OF THE CITY
OF STANWOOD, WASHINGTON, AS FOLLQWS:

1 { Clly of Slamwood Resofution 2013-10
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Section 1: Adopting Pay and Benefits for Teamsters Adminisirative Employees

That the monthly base compensation during 2013 for Gity employses represented by
Teamsters Logal Union No. 231 {representing the Administrative Employees), subject io
adjustments as contained In coflective bargaining agreements by the Cily are as set

forth below:
Minimum Maximum
Permit Spacialist | $3,714 $4,248
Parmit Specialist 11 $4,033 $4,563
Administrative Asst, | $3,608 $4,139
Administrative Asst.
| 54,033 54,563
Administrative Lead $4,457 $4,288
Acoounting Clark | $2,971 $3,502
Aceounting Clerk $3,290 $23,820
Accounting Clerk [l $3,502 $4,033

Accounting Clerk IV $3,926 84,457

Police Records GClerk
I ) $3,386 $3,026
Police Records Clerk
il $3,714 $4,245

Office Clerk ] $2,971 $3,502
Office Cleric il $3,386 $3,926
Deputy Clty Clerk $3,714 $4,245
Deputy City Clerk 1 $4,033 $4,563

Other pay and benefits for Cify Teamsters Administrative Employees In 2013 are
entmerated in the current Colledtive Bargaining Agreement.

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

That the monthly base compensation during 2013 for Cily employees represented by
Teamstors Local Union No. 231 ({representing the Public Works Employees), subject o
adjustments as contained In coflective bargaining agreements by the City are as set

forth below:;
Public Works Technician | 83,215 $3,751

2 | Cily of Slanwood Resclullon 2083-i6
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Public Works Technician Y $3,586 $4,074

Publlc Wérks Technician 1l $3.868  $4,395
Public Works Techhician [V’ $4,181 $4,716
Public Works Lead Person $4,502 $5,038

Water Treatment Plant Operator]  -$3,965 $4,502
Water Treatinent Plant Gperator | $4,395  $4,931

WW Treatment Plant Operatort  $3,965  §4,502
WW Treatment Plant Cperator I $4,385 $4,931

Other pay and benefits for Clty Téamisters Public Warks Employees In 2013 are
enumerated in the current Collaciive Bargaining Agreamaent.

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

That the monthly base compensatioh for Cify employees-and elected officials whe are
not representad by & uhton or barggining groop in 2013 subject fo adjustments are as
contained hersin as set forth below:

Minimum Maximum

City Administrator $8,200 $9,792
Public Works o )
Diractor $6.800 $9,670
Community

Development

Pirector $6.500 $8,364
Fihance Director /

City Clerk $6,200 $8,160
PV Field Supervisor $5,200 $6,426
Senior Planner $5,000 $6,202
Clerk / HR $4,600 $6,018
Accountant $4,700 $6,018
Flanner $4,100 58,304
Building inspactor $4,000 $5,202
Mayor $1,100 $1,100
Gounclimember - % 300 § 300
PartTime and

‘Seazonal Employees  $9.19/hr  $35.00/hr

a) Salary Ingreases Based on Performange
On January 1% of each year, filll-ime noti- represenfed employees may, in addition to
confragt adjustments, receive an annual salary increase based on individyal
performance as defermined by the Mayor. The fotal amount of performance
Increases shall not excead the performance pool, which 18 calculated by the findnce
director and authorlzed by the Clty Council a8 a pefcentage share of annual full-

3 i Cily of Slanwood Resoluilon 2013-16
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time, non-represented salaries.

For the 2013 budgst year, the performance pool will be $14,863, which is based on
3% of 2012 total non-represented salaries ($498,772 X 3% = $14,963).

b) Heatth Insurance and Retirement Benefits
The Cily of Stanwood currently provides the following benefits for non-rapresented
amployees, ;
o Medical ~ The Cily pays 100% etmployee cost for medical, dental and vision
insurance,

danaan medical bangfits, th fayeo shall share ihe oost of banefite undar
Assogialion of Washington Giffes (AWG) Healih First Plan as follovis;

Effestive Janyary 1, 2013 ]

Spouse i d.ﬁﬁLmﬂmaﬂmwﬁzi’_&ﬂ_m_m__er ity
First Dependent _ 4.5%. loa maxirr:\lum $ 42,72 psr mopth
Sacond Dependem 4.5% loa maxdmu}n $ 11.35 nor monih
Full Family . __4.5%. tea maximun $ 53.08 jer month

Effegiive Jasuary 1, 2014;
Snouge 9% 10 9 maxintum 9% of the 2013 rele per monlh
Fivst Dopendent . 83 1o amaximum 8% of ihe 2013 rate per monlh

Sacond Dependent 9% 1o a maximum 0% of the 2013 rale per montly
Eull Family 9% toamaexigum 5% of the 2013 rale per month

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

o Public Employees Retirement System (PERS). Benefit levals and
cohtributions are sef by the State of Washington

o Deferred Compensatlon Plan. The City is a member of the State Deferrad
Compensation Plan which allows employses to make tax deferred deposits
up to dollar limits defined by the RS,

¢} Dual Insurance Program

All employees are ellgible fo remove their spouse and/or dependents from the city's
medical plan and recelve fifty percent (60%) of the employer's portion of the monthly
premium. This incentive will be added fo the employee’s paycheck as takable
income,  In addition, the employee will save the premium they are currently -paying
for dependent medical insurance, Employess will be required fo sign a waiver
certifying that they or their dependents or spouse have other medical insurance. If
the employee's dependents or spouse later invaluntatily lose their (hon-city) medioal
coverage, they are eligible fo rejoin the cify’s medical plan on the first day of the
following month,

4 l City of Stanwoodl Regolution 2873415
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d)  Other Behéfits as Provided in the Personrial Policy Manugl
The City of Statiwood provides cother benefits io its employeés as enumerated in the
Persaniiel Polisy Manual as approved by City Council on May.28, 2009.

ADOPTED by the city council and APPROVED by the mayor.th‘isi'tf'biay of Nyvadsey’,
2013. This resofution supersedes ahd replaces Resolution No. 2612-12 adopted by clly
council on November 19, 2012,

CITY OF STANWOOD

Bergmww/ %@:I f{?)“é '7&(“

Dianne White, Mgyor

ATTEST:

By. %w ) Nwem)

Greg Thﬁmer, Clty Clerk

5] [ Gity of Stanwood Resolullen 2013-16
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Attachment D

BUDGETED CLASSIFICATION and PAY SCHEDULE: —
2{112 Budget
Permanent Full-Time Employess

- Monthly Base Salary

Based oh CPl: Flrefighters, Adminsirative apd NoryRepresented 0% COLA - PW 0% COLA

- iNon-Represented Low High
City Administrator 8,200 8,792  Included in 2012 Budgst
Director of Finance o 8200 #1680
Camm. Dvlpmnt. Direstor 8,500 B384 - .
Public Works Director 6,800 8670  Vacani-~ Not budgeted for 2012
City Clerk { HR 4,800 G018 .
HR Cirector 5,500 8,834  Combined with City Clerk position i 2009
Planner 4,100 5,304 Vacant- Not budgsted for 2012
3r Planner §,000 6,222 Vacant- Notbudgeted for 2012
Utillties Superinfendent ) 5,200 B.426 :
\Acoountant 4,700 5,016
Bullding Inspestar 4,000 5202
Step Btep Step Step Step Step
Job Tilla 1-12 13-24 25-35 37-.48  4a-.80 51+
R &gﬁﬁv Rk ; SLE AR o+ ] £ l:{‘id {mé
4,158 4,368 4,584 813 5,082 5,308

S

4578 . 4,858

WW 'n‘aatmant Flant Operator Ii

i S e oo e o e
Permit Speciallst i 3876 4,004 4131 4280 4,368

é"ﬁ?ﬁ

Palice Reccrds C!erkl

——

ﬁﬁiﬂi%
3,647

b ,e.l!i
3,774

IO T [ St
Depuly Clty Cleric I 3878 4004 4131 4368 4,38

2012 Budget SP-01

¥t O ST U A B e game

T
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Attachment E

2011 Budget
Permanent Full-Time Employess
Menthly Base Salary

BUDGETED CLASSIFICATION and PAY SCHEDULE:

4 ’ Based on CPI:_Firefighters, Adminsfrative snd Non-Represented 0% COLA- PW 2% COLA
Non-Represented Low High

)

ent Piant Operator [|

Accounting Clori |

v
S

City Administrator 8,200 8792  Vacant- Not budgeted for 2011
Director of Finance 6,200 8,180
Comm. Dvipmit, Director §,500 8,364
Pubfic Works Director 6,800 . B,B70
City Clerk / HR Director 4,800 5,018
HR Director 5,500 6,834  Comblned with City Clerk posffion in 2009
Planner 4,100 5,304  Vacant - Not budgeted for 2011
Sr Panner 5,000 6222  Vacant - Not budgeted for 2011
Utilittes Superintendent 5,200 6,426
Accouniant 4,700 6,0H8
Building inspecier 4,000 5262
Step Step Step Step Step
Job Titla 13-24 25-36 3748 45 .80 a1+

2584 4813

4,004 4,134 4,250 4,386

2011 Budget

SP-01

YA T A

i R e AP e
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Attachment F

BUDBETED CLASSIFICATION and PAY SCHEDULE:

2019 Budget ) . )
Permanent Full-Time Employeas i
Monthly Base Salary {
Basad on; Admlrgjsiraiive, PW and non-yepresented baged an 2% ) o
" PubWorks 1-12 13-24 25-36 3748 4p-60 [ 23 j
Admin 112 13-24 25-36 3748 49-60 61+ i
Job Tifle Firefighters 1-42 13-24 25-36 3748 49 - 60 61+
Fire Captain : 4782 5021 5212 BEM 5810 iR |
Firefightar 4,168 4,368 4,564 4,813 5,052 5,308 i
Publlc Works Tech | 3,060 3,188 3315 3,443 3,570 3
Public Works Tach i 3,366 3,494 3621 3,748 3.876 i
Public Works Tech 1 672 3,800 8,927 4055 4,182
Public Works Tech Iv 3,978 4,106 4,233 4,361 4,488 i
Public Works tead Parson 4,284 4412 4,530 4,667 4,794 . :
Water Tragiment Plant Operator ) 3774 3502 4,020 4157 4284 :
Watar Trealiment Plant Oparator )| 4,182 4,310 4437 4,565 4,692 Z
WW Treatrhen] Plant Operalor § 3774 3,602 4,029 4157 4,284 :
W Treatment Plant Operator i 4,182 4,310 4,437 4565 4,602
Permit Speciafist 3510 3698 3825 3053 4,080 :
Permit Speclalist i} 3878 4,004 4,131 4,259 4,385 i
AnirltiEive Asst | . 3468. 356 3728 34851 2978 :
Adminishalivedsst!l . 3878 4004 4931 4250 4,386 f
AdnnisiraiveAsEL e , D EEREc . NEETE - A5EG:-BBBT. . 4784 b
Acoounting Clerk! 2984 3111 3239 3366 , ;
AREALptig ikl SBg0h Ba T BEAE . 3BR-
Ancgunting Clerk Ji 3494 3621 3748 3,876 . :
ABbounting Glék v s.8pz2° 4,020 3457 42B4 ¥
Paolica Recards Clerk | 3,264 3,302 3,519 3847 3,774 . 1;
Police Réords Clerk i 3,570 3608 3828 3853 4,080
Office Clark | 2,858 2,984 3 3,235 -3,366
Office Clark I} 3,264 5,392 3,519 3647 3774 :
Deputy City Clark | 3,570 3,698 3,825 3,853 4,080
Daputy City Ctark N 3,876 4,004 4,131 4,269 4,386 }
: i
Nen-Represented Low kilgh
City Adminssirator 8200 9,782 !
Finanes Direclor 6,200 §,160 i
Comm. Dyprent. Director 8,600 8,584
Public Works Direclor 8,800 8,670 .
City Clerk 4,800 8,018
HR Diractor 8,500 6,934 E
Plarmer 4,100 5,304
Sr Planmer 5,000 6,222
Public Works Suparvisor 4,700 5,814 |
Utlittes Superintendant 5,200 6,426 !
Accountant 4,700 5,018
Building Inspector ) AQ00 5202 i
- ¢
i
2010 BUDGET 5P-01 ;
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Attachment G

BUDGETED CLASSIFICATION and PAY SGHEDULE:
2009 Budget
Menthly Base Salary

Job Title Firefighters 1-12 13-24 25-36 37-48  45.60

Fire Captain 4,782 5,021 5,272 5,535 5,81C
Firefighler 4,158 4,366 4,584 4813 5,052

61+

6,102
5,308

Administration and Public Works agreements still under negotiation

Maintenance Worker
Entry

Journey
Lead

Water Plant Operator
Journey
Lead

Wastewater Plant Operator
Journey
Lead

Raceptionist/Cashier
& Gfffee Asststant - PT

Administrative/Coordinators
Utility Biiling Clerk & Accounting Clerk
Administrative Assistant - Planning
Police Records Specialist
Permit Coordinator

Administrative Assistant - Fire
& Clerical Assistant

Adminisirative Assistant -Police
& Permif Speciallst

R

Non-Represented Low High
City Administrator ’ 8,200 9,600
Director of Finance 6,200 8,000
(Corrm. Dvipmnt. Director 6,500 8,200
Public Works Dirpctor 6,800 8,500

City Clerk 4,800 5,800

HF Director 5,500 8,700
Planner 4,100 5,200

Sr Planner 5,000 6,100
Wasie/Stormwater Supervisor 4,700 5,700
WatarfPublic Works Supervisor 4,500 5,800
Accountant 4,700 5,900
Building Inspector 4,000 5,100
Assumplions: Firefighters based on bargaining unit agreement

Administralion and Public Works based on estimate

2009 Budget SP-01
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Attachment H

Page | of 9

2014 Salary Data ~ Cities and Towns

JGB TITLE; Cily Mapager/Administrator JOB CODE: 108 .
Summary Job Destription: Appointed clty manager, offy or town administrator, supenvisor, or chief adminisirative officer, Direcls the administration of
cHy government, Provides leadership In the development of long- and shert-term goals, Including the city budget, Makes recommendations fo the city :
councii for action, Typically requires degres in public adminisiration; master's degree is oflen preferred.

Formal Salary

Range Flat  Not Hours? Humber of thalon Joh

durisdiction Lova! Tide Low Higlt Rate Baitted  Week Employeas Status  Match
Citins 7,500 fo 14,499
Gig Harbor (7,585) City Administrator 9,880 12475 40 1
Sedro-Weolley (10,610} Cly Supensorfattomey 8812 40 1
Cities 7,500 fo 14,989 - Avarage (Formal High/Fiaf Rate) 10,694
Ciffes 2,500 {o 7,499
Biaina (4,065} ity Manager 8,167 40 1
Fircrast (6,555) City Manager 7.357 8,843 40 1
Mormandy Park (6,378} City Mapager 10,508 40 1
Nerth Bend {8,280) Clly Administrator 8500 11,500 40 1
Stanwood {6,530) Cly Adminisbrator 8,200 9,782 40 1
Clfies 2,500 {o 7489 - Aversge (Formal HigtuFiat Rate) 3,980
Average All Jurfsdictions (Formal High/Flat Rate) 10,184

hitp:/fwww.awenet.org/compensationreporting/Reports/Salary City asp?iserProfilelD=204... 7/24/2014
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Page 2 of 9

2014 Salary Data - Cities and Towns

JOB FITLE: Ascountant - Senlor

Summary Job Descripion: Pedorme camplex ascounting aclivies requiring full professional competency, Recommends palitles and pracedsiras;
analyzes and audits financial records for completeness and conforrencs to policies and procedures. Designs new syslems of modifies existing
systems fo provide records of assels, ilabiftes, and financial ransaciions of he jurisdiction. Prepares a variety of complex reports, statements, and
documents for majer financial profects. Typically requires a four year accounting degree and 3-5 years exparicrice.

JOB CODE: 512

Formal Salary
Range Flat Not Hotrsf Humber of Union Jab
Jurlsdietlon Local Title “Low High Rate  Sefiled Week Ewmployess Status Match
Averaga All Jurisdictions (Formal High/Flat
Rate}

http/fwww.awonet org/compensationreporting/Reposts/SalaryCity.asp?UserProfile]D=204... 7/24/2014
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Page 3 0f 9

2014 Salary Data - Cities and Towns

JOB TITLE: Planaer - Journey Level JOB CODE: 520

Summary Job Descripton: Researches and analyzes fechnical data %o apply plannlng and zaning regulalions to develapment, constructisn, and fand
use issues. Provides fechnical assislance lo the public and other agencles. Agsisis senios plamping staff wilh complex cases. May provide staff support
ta = varlaly of planning hoards, commissions, and cammilless, and prasents reports and resommendations to them, Typically requires a four year

degree and 2-3 years exparience,

Farmal Salary
Range  Plat Hed Hours{ Mumper of Unjaznt Job
Jurisdijetion Local Tifle Low High Rats  Soltled Week Employees Status Match
Cifies 7,500 fo 14,995
Glg Harbor {7,985) Assodate Planner 4,885 5,108 40 2 U ]

Cifles 7,500 1o 14,990 - Average (Formal High/Flat Rate} 6,106

Cithes 2,500 to 7,498

Biaine {4,865} Planner |l 4,511 4,707 4G 1 u 2

Brier (6,348) Ciiy Planner 5416 1020 40 1 NU 2

Duvall {7,325) Assolata Plannar 5287 8211 AD 1 NU 2 :
Mormandy Pari (6,375 Senlor Plannar 4840 6454 40 1 NU 2 :
North Bend {6,280) Senlor Planner £.435 6611 - 40 2 u 2

Stanwood (6,630) Planmer 2,236 2,885 22,8 2 NU 2

Cilles 2,600 to 7,488 - Average (Fermal High/Fiat Rate) 8,401 ’

 Avarage All Jurisdicliens (Formal HiglyFlat Rate} . 6,352

hitp:/fwww.awenet.org/oompensationreporting/Reports/SalaryCity asp7UserProfilelD=004... 7/24/2014
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Paged of 9

2014 Salary Data - Cities and Towns

JOB TITLE: Planner ~ Senlor Level JOB CQDE: 530
Summary Job Descriplion: Researches and analyzes technlcal data to apply planning and zoning regulalions lo complex andfor highly sensilive
development, consiruclion, and land use issues. Supervises short-em and longrange planaing programs and projects. Participales in the fermulation
of departmenial goals and objeclives. Provides stal¥ suppart to a variety of planning boards, commisslens, and comimlifees, May suparvise lower-fevel
employees. Typlcally regitires a four year degree and four years experience.
Formal Safary

Ranrge Flat Nof Houes/ Number of Union Job
Jurlsdiction Locat Title Low High  Rate Sottled Week Employees Status Mafch
Citias 7,500 {0 74,899 .
Gig Harbor {7,985) Senior Planner 6,103 7528 40 2 U 2
Cifles 7,500 fa 14,938 - Average (Formnal High/Flat

7,629
Rate)
 Average ANl durisdicifons (Formal High/Flal Rale) 7,628

http:/fwww.awenelorg/compensationreporting/Reports/SalaryCity.asp7UsesProfilelD=204... 112412014
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Page 5 of 9

2014 Salary Data - Cities and Towns

JOB TITLE: Bpilding Inspector JOB CODE: 680
Summaly Job Descripfion: Inspects residential and commercial tuildings in the process of conséreslion or alleration for compliance with sode
requirements, application of safe conslyuction practices and othar regulations or ordinances, May have additional dulies enforcing mechanleal,
plumbing, elactrical, and energy codes.  smaller jurdsdictions, may Issue permits and collect fees, Typloally requires 2-3 years experience ard
certification as a buliding inspector,

Formal Balary

Range Flat  Not Hours! Mumber of Union Job

Jurtsdiction Local Title Low High Rafe Settled  Waek Employaes Status  Mafch
Cities 7,500 fo 14,999
Gig Harhor {7,985) :::nmgnﬂullding InspiConstniclion 4964 5058 40 4 T 2
Cities 7,500 1o 14,999 - Average (Formal High/Fial Rate} 5,956
Citfes 2,600 to 7,499
Blaine (4,905} Bullding Inspector 4,385 5,118 42 i u 2
Norlh Bend {6,280)  Bullding Inspeclor 4284 5317 44 { NG 2
Sianwood {6,530) Bullding Enspaglar 4,000 5202 40 1 U 2
Citles 2,500 to 7,453 - Averaga (Foomal High/fTaf Rate} 52
Awvarage All Jurisdictions {Formal HightFiat Rafe) 5398

http://www.awenet.org/compensationreporting/Reports/SalaryCity. asp?UserProfilelD=204...  7/24/2014
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Page 6 of @

2014 Salary Data - Cities and Towns

JOB TITLE: Planning/Community Develepment Dlrector J0B. CODE: 630
Summary Job Description: Plans, vrganizes, directs and conlrols the funclions of a planningfeommunity development depatiment. Develops znd
Implements poficles, procadures and praclices ta do planning studles, review zening ordinances, evaluation of proposed annexalions, planned uni
developments and related programs. Serves as primary planting officlal for the organization and primary staff lialson to the planning commission.
Typlcally requires a minlmum of a four yesr degres and 5-8 years experlahes, Including some management axperience.

' Farmal Salary

Ranga Flat  Not Hours! Numbet of Unlon Job
Jurisdiction local Title Low High  Rate Settfed Week Employees Stalus  Match
Citles 7,500 {o 14,939
Glg Harbor {7,085) Planning Direclor 7078 8847 40 1 NU 2
Sedo-Woolley (10,619) Planning Direcdor 4,877 40 1 NU 2
Cities 7,500 fo 14,008 - Avarage (Formal High/Fiat Rata} b,862
Citfes 2,500 o 7,499
Blaine (4,865) Communy Daveloprhent 5935 7,500 40 1 u 2
Duyvall (7,325} Planning Menager 58982 7,698 40 1 NU 4
Communlly & Econemic Dav
Morh 8end (8,280) Director 7,800 9,500 40 1 NU 4
Community Cevelopment

Stanwood {&,530) Dirackor 8,600 87364 40 1 Ny 2
Citfes 2,500 lp 7,454 - Average {Formal High/Flaf Rate) 8,268
Average Al Jurisdictions (Formal High/Flat Rate) 7,798

hittp:/fwrwe.awenet.org/compensationteporting/Reports/Salary City.asp?UserProfilelD=204... 7/24/2014
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o Page 7 of 9

2014 Salary Data - Cities and Towns

JOB TITLE: Finance Director . JOB GODE; 635

Summary Job Descripion: Plans, organizes, direcls and confrols the funclions of & finance depariment end serves as organizaticn's chief financial !

officer. Develops and implements polices, proceduras and practices for the organizafian’s financial syslems, purchase and invesiment of jurisdicion’s :

funds. May also be accountable for information technology funclion andfor city elerk Tanction. Typlcally requires a minimum of a four year degree and '

E-8 years expedancy, Including Bome rpanagement experiencs, !
Format Salary i

Range  Flat  Not Hoursi  Numbarof Unior  Job ;

Jurisdiction Local Tille Low High Rate Sctiled ‘Week Employees  Status  Match :

Citles 7,500 fo 74,990

Gig Harbor (7,965)  Finance Dlrector 8,051 10,064 40 1 NU 2

Sedro-Woolley

{10,640} Finance Clrectar 8,790 40 1 NU 2

Cities 7,500 fo 14,999 - Average (Formal High/Fizt Rate) 8427

Cities 2,500 {1 7,498

Blalne {4,885} Financa Dirsclor 5035 7,509 40 1 NU z .

Duvall (7,425} Firaace Diractor 7,476 8,758 40 1 NU 2

Fircrest (8,555) Finence Diractor 56875  T.244 40 1 NU 2

Normandy Park

5.575) Finance Director 8,598 8,747 40 1 NU 2

North Bend {5,240) g?ritcg,‘? AdminisiealorfFinarce 7,500 9,500 40 1 NU 1

Stanwood (6,530)  Firance Director/City Glerk 6,200 8,60 40 K NU 2

Cities 2,500 ta 7,499 - Average {Formal High/Fial Rafe) 8,328

Average All Jurlsdicfions (Formal High/Flat Rate} #,453

Titp:/frww.awenet.org/compensationreporting/Reports/Salary City.asp?UserProfilelD=204...  7/24/2014
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Page Bof 9

2014 Salary Data - Cities and Towns

Lutipy://weww.awenet.org/eompensationreporting/Reports/3alary City asp?UserProfilelD=204...  7/24/2014

JOB TITLE: Publle Werks Direclor JOB CODE: 645
Summary Job Deseriplion: Plans, osganizes, directs and controls the functions of the public works depariment, Davelops and implements policies, B
procedures and praclices 10 pravide sarvices in engineesing, bullding Inspection, equipmant maintenance, streeffronds and storm drainage
mainienance, traffic control, and waler ond sewer trealment, May serve as ¢lly engineer. Typicaly requires a minfmum of a four year degree and 5-8
vears experience, Induding some management experisnce,

Formal Salary

Range Flat  HNot Hotirsf Number of tnlon Job

Jurisdiction Local Title Low High Rate Setiled Weak Empioyens Stafus  Match
Cities 7,500 fa 14,880
Gig Rarbor (7,985) Publis Works Directar 8,135 10,169 40 1 NU 2
Sedro-\Woolley (10,510) Public Works Directar 8,558 40 1 NU 2
Citfes 7,500 fo 14,999 - Average {Formal High/Flat Rata) 9,364
Clties 2,500 {a 7,499
Blalne (4,865) Fublic Warks Dirsctor 6,420 8,237 40 1 u 2
Duvall (7,325) gg;ﬁ:ggggg;’b"“ WorksiGo- 3635 9881 40 1 NU 1
Fircrest {8,555) Fublic Works Direclor 5,042 7458 40 1 NU 2
North Bend (8,280) Eﬁ:g:fe‘;";""‘ﬁ DirectorfClly 8400 10,333 40 1 N z
Stanwaod (6,530) Pubjic Works Director 6,800 8,870 40 1 NU 2
Cities 2,500 to 7,439 - Average (Formal High/Fisl Rate) 8,915
Average Al Jurisdietons {Formal High/Flal Rate} 5,043
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hitp:/fwerw. awenet.org/eompensationteporting/Reports/SalaryCity.asp?UserProfilelD=204...  7/24/2014
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Attachment |

Bureau of Labor Statistics Data Page 1 of 2

AtoZIndex | FAQs | AbSutBLS | ContoctUs  Subscriba to E-mail Updates  [[EEY
Follow Us '_J | wWhar's New | Release Calendar | Site Map H
Search Bl.S.gov =N |

l Home lSub]ects IDataTcoIs IPuincations | Economic Releases |Students |Beta |

Databases, Tables & Calculators by Subject

Change Output Options: Fom: {20005]] Te: pompey D)
#include graphs More Formatting Options s

Data extracted on: August 9, 2014 (2:35:34 PM)
Consumer Price Index - Urban Wage Earners and Clerical Workers

Sariaes Id: CWUOROODOSAD

Hot Seasonally Rdjusted

Area: U.S8, city average
Item: All items

Base Period; 1982-84=100

24

N
]
=

Indeoc) BE2-B= OC
]
=
=

o104 01005 016 0167 01108 01GB 0110 BT D1AZ I3
Month
Download: [J) adsx

Year| Jan Feb Mar Apr May Jun Jul Aug Sep | Oct Nov Dec_ | Annual { HALF1 [ HALF2 }
{2004] 1809| 1819] 1825| 183.5| 184.7| 1853| 184.9| 1850| 1854| 1865| 1868| 1860 1845| 1832 1858
2005| 1863| 1873] 1s8.6| 190.2] 1900 10a] 1910 1920 1os50] 1952| 1934| 1925| 1910| 188.8| 1932
2006| 1940 194.2{ 1953| 197.2| 19B2] 198.6] 199.2| 189.6| 1984| 197.0| 196.8| 197.2] 197.1| 1963 198.0
2007 | 197,559 | 198.544 | 200,612 | 202.130 | 203.661 | 203,906 | 203.700 | 203.199 | 203.889 | 204,338 { 205.801 | 205.777 [ 202.767 | 201.069 | 204466
2008 | 206.744 | 207.254 | 209.147 | 210.698 | 212,788 | 215.223 | 216.304 | 215.247 | 214.935 | 212.182 | 207.296 | 204.813 | 211.053 | 210309 | 211.796
2009 | 205,700 | 206,708 | 207218 | 207.925 | 208,774 { 210,972 | 210,526 { 211.156 | 211.322 | 211.549 | 212,003 | 211.703 | 209,630 | 207.883 | 211.377 !
2010 | 212,568 | 212.544 | 243 525 | 213,958 | 214.124 1 213.039 | 213.008] 214.205 | 214.306 | 214.623 | 214.750 | 215262 | 213.967} 213,425 | 214.507
2011 216,400} 217.535 | 220.024 | 221.743 | 222.954 | 222.522 | 222.686 | 223.326 | 223.688 | 223.043 | 222,813 | 222,166 | 221.575 | 220,196 | 222.954
2012 223,216} 224,317 | 226,304 | 227.012 | 226,600 | 226.036 | 225.568 | 227.056 | 228.184 | 227.974 | 226.595 | 225.889 | 226.229 | 225.581 | 226.878
2013 | 226.520 | 2268.677 | 228,323 | 226.949 | 229.399 | 230.002 | 230.084 | 230.359 | 230.537 | 229.735 | 229.133 | 229.174] 229.324 | 228.812 | 229.837

2014 | 230.040 § 230.871 { 232,560 | 233.443 | 234.216 234.70; ' 232,639

12-Month Percent Change 234"702 CONCU-‘GIOH - F"S\r‘n ‘-j:l'\.l?, Z20\3

Series Id: WUROUOQSRO

Nzilgeas:nallycndjusted - ZE'OGZ ‘J('O —j‘-“nf- ZD'.4— CP'{ 'UJ \\'\Cf-ca'S@J

Area: U.§. city average —_— f) :

am: AllL it . *

same Teziodi 1092-bim10d ; 4700 ‘_)\45‘(‘ NS 2l |

—23062 ‘
2.043s°/. - g
hitp://data. bls.gov/pda/SwrveyOutputServlet 8/9/2014
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Bureau of Labor Statistics Data
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Freedom of Information Act | Privacy & Security Statement | Disclaimars | Customer Survey |

Youdhy

Pownload: [ xta
Yaar | Jan | Fab| Mar | Apr| May | Jun | Jul { Auy | Sep!| Qct | Hov | Deci Annual HALFL HALFZ|
2004 18| 151 141 2.1} 3.6} 3.2 30! 26] 24! 3.2] 3.7] 34 2.5 2.2 3.1
2005] 30| 3.0] 31l 3721 291 261 33| 38| 52| 47) 3.5] 35 35 31 4.0
2006( 41) 3.71 3.6F 37| 431 45: 43| 39] L7 09{ 18| 24 3.2 4.0 2.5
2007 18! 221 27) 2.5] 2.8] 271 13| 1.8} 28| 37| 461 43 29 2.4 33
2008| 961 44 43| 4.2) 45| 56} 62| 59] 54 3.8] 0.7(-0.5 4.1 4.6 36
2009]-0.51-0.3{ -0.9}-13] L8] -20{-27]4.8{ 17103 23] 34 -0.7 «1.2 0,2
2010) 333 28| 3.0) 29] 26| 14] 1.6] 14] 147 15| 1.3) 17 2.1 2.7 1.5
20111 18] 23] 3.0f 3.6] 4.1 41} 4.1} 43¢ 444 3.9] 3.8] 32 3.6 3.2 3.5
2002} 3,1f 31| 25} 241 16| 16§ 1.3] 1.7} 20) 22} L7] 17 2.4 24 1.8
23| 151 1.9] 1.3} 0,91 4.2] 187 204 L5| 106§ o8] 141 15 i4 14 1.3
20141 165 10| 141 2.0 21, 28 1.7
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City Administrator

Sample Non-~

Rep Pay Plan

2015

Table 1 — City Administrator Comparables

Attachment J

2014 2015

High/Flat Salary CPI-W Rate High/Flat Salary
Comparable City Per AWC June 13 - June 14 As Adjusted
Gig Harhor S 12,475 1.8% 12,700
Sedro-Woolley S 8,912 1.8% 9,072
Blaine S 9,167 1.8% 9,332
Fircrest S 8,943 1.8% 9,104
Normandy Park S 10,500 1.8% 10,689
North Bend S 11,500 1.8% 11,707
Stanwood S 9,792 1.8% 9,968
Average (excl Stanwood) S 10,250 1.8%| $ 10,434
Table 1a — Sample 2015 Salary Scale

Step 1 Step 2 Step 3 Step 4 Step 5
City Administrator s 9,293 [ $ 95711 % 9,859 [ § 10,154 | S 10,459
Senior Accountant
Table 2 — Senior Accountant Comparables (Note 1)
2014 2015

High/Flat Salary CPI-W Rate High/Flat Salary
Comparahle City Per AWC June 13 - June 14 As Adjusted
Gig Harbor S 7,635 1.8% 7,772
Blaine S 5,707 1.8% 5,810
Stanwood S 6,018 1.8% 6,126
Average {excl Stanwood) S 6,671 1.8%| § 6,791
Table 2a — Sample 2015 Salary Scale

Step 1 Step 2 Step 3 Step 4 Step 5

Senior Accountant S 6,048 | § 6,229 | § 6416 | S 6,609 | S 6,807
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Note 1: There were no 2014 AWC salary survey results available for “Senior
Accountant.” Staff obtained the above amounts by contacting the eight (8) comparable

cities directly.

Planner — Journey Level

Table 3 — Planner — Journey Level Comparables

2014 2015
High/Flat Salary CPI-W Rate High/Flat Salary
Comparable City Per AWC June 13 - June 14 As Adjusted
Gig Harbor S 6,106 0.01.8000 6,216
Blaine S 5,707 0.0186G00 5,810
Brier S 7,020 0.018000 7,146
Duvall S 6,211 0.018000 6,323
Normandy Park S 6,454 0.018000 6,570
North Bend S 6,611 0.018000 6,730
Stanwood $ 5,129 0.018000 5,221
Average {excl Stanwood) S 6,352 0.020435 | S 6,466
Table 3a — Sample 2015 Salary Scale
Step 1 Step 2 Step 3 Step 4 Step 5
Planner - Journey Level | & 5,758 | § 5,931 |5 6,109 | $ 6,292 | § 6,481
Building Inspectorl
Table 4 ~ Building Inspector Comparables
2014 2015
High/Flat Salary CPI-W Rate High/Flat Salary
Comparable City Per AWC June 13- June 14 As Adjusted
Gig Harbor S 5,956 0.020435 6,078
Blaine s 5,118 0.020435 5,223
North Bend 5 5,317 0.020435 5,426
Stanwood S 5,202 0.020435 5,308
Average (excl Stanwood) g 5,388 0.020435 | § 5,575
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Table 4a — Sample 2015 Salary Scale

Step 1 Step 2 Step 3 Step 4 Step 5
Building Inspector s 4953 |8 5,102 | S 5255 S 5,413 | § 5,575
Planning/Community Development Director
Table 5 — Planning/Community Development Director Comparables
2014 2015

High/Flat Salary CPI-W Rate High/Flat Salary
Comparable City Per AWC June 13 - June 14 As Adjusted
Gig Harbor S 8,847 1.8% 9,006
Blaine S 7,509 1.8% 7,644
Duvall S 7,698 1.8% 7,837
North Bend S 9,500 1.8% 9,671
Stanwood S 8,364 1.8% 8,515
Average (exc| Stanwood) 3 8,389 1.8%| $ 8,539
Table 5a — Sample 2015 Salary Scale

Step 1 Step 2 Step 3 Step 4 Step 5
Planning/CD Director S 7,605 | § 7,834 |5 8,069 | S 83115 8,560
Finance Director
Table 6 — Finance Director
2014 2015

High/Flat Salary CPI-W Rate High/Flat Salary
Comparable City Per AWC June 13 - June 14 As Adjusted
Gig Harbor S 10,064 1.8% 10,245
Sedro-Woolley S 6,790 1.8% 6,912
Blaine S 7,509 1.8% 7,644
Duvall s 8,756 1.8% 8,914
Fircrest S 7,244 1.8% 7,374
Normandy Park S 8,797 1.8% 8,955
North Bend S 9,500 1.8% 9,671
Stanwood S 8,160 1.8% 8,307
Average 5 8,380 1.8%{ § 8,531
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Table 6a — Sample 2015 Salary Scale

Step 1 Step 2 Step 3 Step 4 Step 5
Finance Director S 7,597 1§ 7,825 1S 80605 8,302 15§ 8,551
Public Works Director
Table 7 — Public Works Director

2014 2015
High/Flat Salary CPI-W Rate High/Flat Salary

Comparable City Per AWC June 13 - June 14 As Adjusted
Gig Harbor S 10,169 1.8% 10,352
Sedro-Woolley S 8,558 1.8% 8,712
Blaine 5 8,237 1.8% 8,385
Duvall S 9,881 1.8% 10,059
Fircrest S 7,456 1.8% 7,590
North Bend S 10,333 1.8% 10,519
Stanwood S 8,670 1.8% 8,826
Average {excl Stanwood) S 9,106 1.8%| S 9,270
Table 7a — Sample 2015 Salary Scale

Step 1 Step 2 Step 3 Step 4 Step 5
Public Works Director $ 8,256 | $ 8,503 S 8,759 | § 9,021 1|58 9,292
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