City of Biddeford

Finance Committee
January 20, 2026 at 5:00 PM
City Hall Council Chambers & Zoom

Click to Join Zoom Meeting Online
Or call in by phone: +1 312 626 6799
Meeting ID: 996 8337 3349
Passcode:482502

Call to Order

Approval of Minutes

2.a 20260106 Minutes

Signing of the Expenditure Warrant

Discussion/Approval

4.a Approval/ Purchase of GTX-5 Replacement Batteries -Police Communications

4.b 2026.04 Motorola Flex-Subscription Computer Aided Dispatch/Records Management
System (CAD/RMS) MOU

4.c Approval/ Business Parking Program Expenditures

4.d Approval of Bid Award for Employee Compensation and Classification Study
Other Business

5.a Fy26 Period 6 Year to Date Budget Report

5.b 2026 CIP Tracker

Adjourn
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City of Biddeford
Finance Committee
January 6, 2026 5:00 PM Council Chambers & Zoom

Councilor Beaupre: Present

Councilor Lessard: Present

Councilor Doughty: Present

Mayor Lafontaine: Present

1. Call to order

2. Approval of the Minutes

None

3. Signing of the expenditure warrant
None

4. Discussion/Approval

4.a Westbrook Skating Rink — Porta Potties & Electricity

$250 x 3 = $750 for busy months
$50 x $450 = $1,200 for remainder of the year

Porta Potty — 1 time fee $150 for this season, another company donated it for free
Next year $150 x 3 $450

Councilor Lessard — City pays monthly for porta-potty and electricity for remainder of this FY
Second - Mayor

Mayor — Pay for rest of fiscal year, add to FY27 budget

Unanimous

4b. Recycling Utility Vehicle

Demers — 3 bids in packet, all orders, CIP backup $57,591

Councilor Doughty — Procedure on eliminating one that was late.

Councilor Lessard - Motion pay no more than $61,000 from Arundel Ford

Mayor — Second

Unanimous

5. Other Business

Mayor — Would like YTD budget report for next meeting
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6. Adjourn
Mayor: 5:21

Second: Lessard
Unanimous
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Finance Committee

Meeting Date:  January 20, 2026

Meeting Time: 5:00 PM

Agenda Item No: 4.a

Item Description: Approval/ Purchase of GTX-5 Replacement Batteries -Police Communications
Submitted By:  JoAnne W. Fisk, Chief of Police

Key Terms:
Replacement of UPS battery backups

Executive Summary:
The Police Department requests the purchase of six (6) Vertiv battery replacements due to
unforeseen failure.

Detailed Review:

In 2020 the City of Biddeford purchased a Motorola 800 MHz public safety radio system. Given
this is a public safety system, purchased with the radio system were six (6) Vertiv GXT5-
288VBATKIT batteries in the event of power outages. The Vertiv Llevert GXT% online double
conversion offers the highest level of power conditioning and power protection. Continuous
power conditioning, zero transfer time, pure sinewave output, and scalable runtime make it
ideally suited to protect critical infrastructure in both centralized and edge network
applications.

Funding Source:

There is only one relatively local company that has the ability to install these specialized
batteries, and that is J.S. Fleming in Marlboro, MA. The pricing includes equipment, necessary
rigging, installation and removal of existing equipment. Costis S 13,067.90 to be applied to
Account 21148-60501 PD Communications.

Staff Recommendation:
Recommend the purchase of this critical piece of equipment.

Next Steps:
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Attachments:

1. Finance Order-F2026.01 Biddeford Dispatch Batteries
2. CPQ_1013964 Biddeford Dispatch_Police Department - GXT5 Batt Replacement
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F2026.01 THE FINANCE COMMITTEE ... January 20, 2026
BE IT ORDERED, that the Finance Committee does hereby approve the
expenditure for the following:

Purchase of six GTX-5 replacement batteries to include the replace kit for use with 8-
10kVA “MV” UPS models. Not to exceed $13,100.00.

Account 21148-60501

Attest by:

Geraldine Matherne, Finance Director
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28 Lord Road, Marlboro, MA 01752
Cell: 508-958-2887, Office 508-573-5070, Email bhartmann@jsfleming.com

COMPANY: Dirigo Wireless PROPOSAL #: CPQ-1013964-1
ATTN: PAGES: 5

VALID TO: 1/18/2026 DATE: 12/19/2025
FROM: Bob Hartmann ENGINEER:

PROJECT: Biddeford Dispatch/Police Department - GXT5 Batt Replacement

We are pleased to provide our Quotation for the following Vertiv products and

services:

1.0 GXT5-288VBATKIT

Six (6) Item #GXT5-288VBATKIT including the following:
e Replacement Battery Kit for use with 8-10kVA ‘MV’ UPS Models
e Installation by JSF
e OlId Battery removal by JSF

Freight Services including the following:

e Equipment shipped, FOB Shipping Point
e Does not include rigging or inside delivery

Total Price Including Freight, but NOT TAX........ccooiiiiiiiiiiiinnens $ 13,067.90

- Please format P.O as follows and address Purchase Orders to:
J.S. Fleming Associates, Inc.
28 Lord Road
Westerville, OH 43082

12/19/2025 Vertiv-Proprietary Page 1 0of 5
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Raw Materials and Tariff Impacts. Seller warrants that the prices set forth in the quote are complete and that no additional
charge will be added without Buyer’'s consent, except to the extent that (A) Seller’s costs to procure raw materials for the
goods increase or decrease (by at least +/- 5% for any such individual raw materials) as compared to such costs listed on
the London Metal Exchange (www.Ime.com) for such materials at the time of Seller’s proposal or quotation, in which case
the parties agree that Seller's invoice may adjust prices (up or down) proportionate to the amount of such increase or
decrease for affected raw materials, or (B) any current or future tax, duty, tariff or government charge (or increase in same)
affects Seller’s costs of production, sale, services or delivery or shipment of Goods, Parts, and/or Software, in which case
such charges and costs shall be for Buyer’s account and shall be added to the price or billed to Buyer separately, at Seller’s
election.

Bob Hartmann
Sales Representative

Terms & Conditions:

- Quotation Valid for 30 days

- Freight terms Ex Works (EXW)/FOB Origin

- Price does not include tax

- Price does not include freight unless explicitly listed on the quote
- Terms are NET30 Days, subject to manufacturer’s approval

Payment Terms:
Vertiv's policy is Net 30 days upon credit approval unless previously agreed to in a master contract that governs
customer purchase orders. All pricing is generated based on this policy. If a deviation from policy is requested,
Vertiv reserves the right to reject such requests, or increase the quoted price by 1.5% per 30 days extended.

Credit:
Customers must complete a credit application if purchase orders will be issued that require payment terms to avoid
cash in advance. Updated credit applications may be requested from returning customers depending on the age of
existing information and size of credit extensions needed. Vertiv's credit application can be completed online at
Credit Application Link

Information to Buyer:
This order between the Buyer and Seller is limited to Seller's Terms and Conditions located at
http://termsconditions.vertiv.com/ unless a formal agreement governing this Purchase Order/transaction has been
executed by the parties, in which case the Terms and Conditions of the signed agreement shall govern. Seller
hereby objects to all Buyer’s terms and conditions received by Seller and/or issued by Buyer.

Taxes:
Any current or future tax, duty, tariff or governmental charge (or increase in same) affecting Seller’s costs of
production, sale, services or delivery or shipment of Goods Parts, and/or Software, or which Seller is otherwise
required to pay or collect in connection with the sale, purchase, delivery, performance, storage, processing, use or
consumption of Goods, Parts, and/or Software, shall be for Buyer’s account and shall be added to the price or billed
to Buyer separately, at Seller’s election.

12/19/2025 Vertiv-Proprietary Page 2 of 5
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Vertiv Purchase Order Acceptance Requirements:
To ensure efficient order processing, Vertiv requests the following information be included with all purchase orders:

Requirement Details

o Provide your Company’s legal name and billing address
Purchasing Company *  Fornew Custorpers: i ' '
Information o  Provide your Company’s W-9 with matching legal name and address
o  Complete a Credit Application Link if requesting credit

Vertiv Name and *  U.S. Orders:
Address o Vertiv Corporation
505 N. Cleveland Ave, Westerville, OH 43082
. Canadian Orders:
o  Vertiv Canada ULC
#7-3800B Laird Rd., Mississauga, ON L5L 0B2 Canada
_OR -
3001, rue Douglas B. Floreani, St. Laurent, QC, H4S 1Y7, Canada

Product and/or Services . Include line-item detail with quantities for each product/service ordered

Ordered . — 0 — . - . .
. Provide an aggregate solution description with a reference to the Vertiv quote number

P.O. Order Value . Line level pricing including a total purchase commitment value
—_OR -
. Aggregate / total solution value only

Payment Terms . Specify payment terms or include a reference to an executed contract with Vertiv detailing repayment terms

Freight Terms . Specify INCOTERMS or Freight terms to define if freight value is included in the P.O. value
o Identify who is responsible for freight coordination and when title transfers

Tax Status o Orders will be processed as taxable unless a “tax exempt” status is defined on the P.O. and a valid/current tax-
exemption certificate is presented with P.O. or already on file with Vertiv

Requested Ship Date(s) *  Unless expecting immediate or first available shipment date, include specific shipment timing requests

Ship to Address(es) . Provide detailed shipping or handling instructions, including address for specific product shipments or service
locations

Special Order . Indicate any special requirements or instructions, such as:

Requirements o  Formal approval of Submittals before order acceptance

o  Milestone Billing details (required either by Customer or Vertiv)
o  Special sourcing requirements such as DPAS (Defense Prioritization) or BAA (Build America Act)
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Vertiv Corporation
TERMS AND CONDITIONS OF SALE

Vertiv Corporation is herein referred to as the "Seller" and the customer or person or entity purchasing goods
and/or services ("Goods") and/or parts required for services (“Parts”) or licensing software and/or firmware,
which are preloaded, or to be used with Goods ("Software") from Seller is referred to as the "Buyer." These
Terms and Conditions, any price list or schedule, quotation, acknowledgment, Seller's scope or statement
of work, or invoice from Seller relevant to the sale of the Goods, Parts and licensing of Software by Seller,
and all associated terms, conditions and documents incorporated by specific reference herein or therein,
constitute the complete and exclusive statement of the terms of the agreement (“Agreement”) governing the
sale of Goods, Parts, and/or license of Software by Seller to Buyer. Any discrepancies between the terms
of the above referenced documents shall be resolved by Seller. Seller’s acceptance of Buyer's purchase
order is expressly conditional on Buyer’s assent to all of Seller's terms and conditions of sale, including
terms and conditions that are different from or additional to the terms and conditions of Buyer's purchase
order. Buyer's acceptance of the Goods, Parts, and/or Software will manifest Buyer's assent to the terms of
this Agreement. Seller reserves the right in its sole discretion to refuse orders.

1. Prices. Unless otherwise specified in writing by Seller, the price quoted or specified by Seller for the
Goods, Parts and/or Software shall remain in effect for thirty (30) days after the date of Seller's quotation,
Seller’s scope of work or acknowledgment of Buyer's order for the Goods, whichever occurs first, provided
an unconditional authorization from Buyer for the shipment or performance of the Goods and/or Parts, and/or
Software is received and accepted by Seller within such time period. If such authorization is not received by
Seller within such thirty (30) day period, Seller shall have the right to change the price for the Goods, Parts
and/or Software to Seller's price for the Goods, Parts, and/or Software at the time of Seller's shipment or
performance thereof. All prices and licensee fees are exclusive of taxes, transportation and insurance, which
are to be borne by Buyer. Seller reserves the right to correct any obvious errors in specifications or prices
and, in the event of a force majeure event, make equitable adjustments in Seller’s price for the Goods, Parts,
and/or Software prior to Seller's shipment or performance thereof. Unless otherwise specified by Seller,
Parts that are required for the performance of services will be furnished at Seller’s then prevailing prices. A
service charge of $19.99 will be added to all orders which, excluding shipping charges, taxes, and insurance,
do not meet the minimum order value of $750.00. The service charge amount and/or minimum order value
may be changed by Seller at any time, without notice.

2. Taxes. Any current or future tax, duty, tariff or governmental charge (or increase in same) affecting Seller's
costs of production, sale, services or delivery or shipment of Goods Parts, and/or Software, or which Seller
is otherwise required to pay or collect in connection with the sale, purchase, delivery, performance, storage,
processing, use or consumption of Goods, Parts, and/or Software, shall be for Buyer's account and shall be
added to the price or billed to Buyer separately, at Seller’s election.

3. Terms of Payment. Unless otherwise specified by Seller, terms are net thirty (30) days from date of
Seller's invoice in U.S. currency. Seller shall have the right, among other remedies, either to terminate this
Agreement or to suspend further performance under this and/or other agreements with Buyer in the event
Buyer fails to make any payment when due, which other agreements Buyer and Seller hereby amend
accordingly. Buyer shall be liable for all expenses, including attorneys' fees, relating to the collection of past
due amounts. If any payment owed to Seller is not paid when due, it shall bear interest, at a rate to be
determined by Seller, which shall not exceed the maximum rate permitted by law, from the date on which it
is due until it is paid. Seller may preserve its interests in payment by enforcing any applicable mechanic’s,
labor, construction or similar lien rights. Should Buyer's financial responsibility become unsatisfactory to
Seller, cash payments or security satisfactory to Seller may be required by Seller for future deliveries or
performance of Goods, Parts, and/or Software. If such cash payment or security is not provided, in addition
to Seller's other rights and remedies, Seller may discontinue deliveries or performance. Buyer hereby grants
Seller a security interest in all Goods, Parts, and/or Software sold to Buyer by Seller, which security interest
shall continue until all such Goods, Parts, and/or Software are fully paid for, and Buyer, upon Seller's
demand, will execute and deliver to Seller such instruments as Seller requests to protect and perfect such
security interest.

4. Shipment and Delivery. While Seller will use all reasonable commercial efforts to maintain the delivery
date(s) and/or performance dates acknowledged or quoted by Seller, all shipping dates and/or performance
dates are approximate and not guaranteed. Seller reserves the right to make partial shipments. Seller, at its
option, shall not be bound to tender delivery of any Goods, Parts, and/or Software for which Buyer has not
provided shipping instructions and other required information. If the shipment or performance of the Goods,
Parts, and/or Software is postponed or delayed by Buyer for any reason, Buyer agrees to reimburse Seller
for any and all storage costs and other additional expenses resulting therefrom. For sales in which the end
destination of the Goods, Parts, and/or Software is outside of the United States (except for those
international sales to Seller’s affiliated companies), risk of loss and legal title to the Goods, Parts, and/or
Software shall transfer to Buyer immediately after the Goods, Parts, and/or Software have passed beyond
the territorial limits of the United States. For international sales to Seller’s affiliated companies, all shipments
of Goods, Parts, and/or Software are made on a Delivered at Place (DAP) basis, per Incoterms 2020, with
freight charges from Seller’s facility to destination terminal invoiced to buyer either on a Prepaid or PPD/Add
basis, as agreed to by Seller and Buyer. All other shipments of Goods, Parts, and/or Software are made on
an Ex Works (EXW) Seller’s Shipping Point basis, per Incoterms 2020, with Seller responsible to load goods
on Buyer’s nominated vehicle. Any claims for shortages or damages suffered in transit are the responsibility
of Buyer and shall be submitted by Buyer directly to the carrier. Notwithstanding the above, risk of loss and
legal title to Parts shall transfer to Buyer (i) upon delivery by the Seller, or (ii) at the time Parts are placed in
storage due to Buyer’s delay or postponement. Shortages or damages must be identified and signed for at
the time of delivery. Requests for changes in quoted transportation modes will not be made or accepted on
orders already processed unless otherwise mutually agreed upon by Seller and Buyer. Requests for
changes in quoted transportation modes to orders already accepted by Seller will be subject to new freight
terms and billed at the price in effect at the time of the request for change. Any request for changes to
quoted transportation modes must be submitted in writing to Seller and are subject to Seller’s acceptance
and adjustment in freight price. The transportation costs quoted by Seller may be changed by Seller without
notice in order to reflect Seller’s prices at the time of shipment and will reflect any market increase in
transportation costs. If a price for delivery has been quoted, any changes at the destination for transportation
modes, spotting, switching, handling, storage and other accessorial services and demurrage shall be borne
by the customer, and any related increase in transportation charges shall be added to the quoted price.

5. Limited Warranty. Subject to the limitations of Section 6, Seller's standard warranty that is applicable to
the Goods and/or Software at the time of purchase is the only warranty applicable to the sale of Seller's
Goods and/or Software and its terms, conditions and limitations are incorporated by reference herein and
Seller warrants that it will perform the services as described in these terms and conditions and will exercise
all reasonable skill, care and due diligence in the performance of the services. Seller warrants that all
services performed shall be free from faulty workmanship for a period of thirty (30) days from completion of
services. Thermal Solution Components, including but not limited to, fans, air-to-air heat exchangers, air
conditioners, emergency DC vent systems and filtered thermal vent systems are warranted to be free from
defects in material and workmanship for a period of twelve (12) months from date of shipment, or
manufacturer’s pass through warranty, whichever is longer, provided the following conditions are met: (i)
Semi-annual preventive maintenance logs are maintained by Buyer and such logs are available to Seller
upon request; and (ii) Input voltage to the air conditioner unit does not vary by greater than +/-10%; and (iii)
in the event of accidental or intentional shut-off, a Thermal Solution Component will not be restarted for at
least five (5) minutes; and (iv) the refrigerant specified on the unit nameplate label will be the only refrigerant
utilized in the air conditioner unit; and, (v) Buyer complies with all installation, operations and maintenance
instructions provided by Seller. Goods, Parts and/or Software purchased by Seller from a third party for
resale or license to Buyer ("Resale Products") shall carry only the warranty extended by the original
manufacturer. To the extent assignable, Seller assigns to Buyer any warranties that are made by
manufacturers and suppliers of such Resale Products. EXCEPT AS SPECIFIED ABOVE, RESALE
PRODUCTS FURNISHED HEREUNDER ARE FURNISHED AS-IS, WHERE-IS, WITH NO WARRANTY
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WHATSOEVER. THE WARRANTY SET FORTH IN THIS SECTION 5 AND THE WARRANTY SET FORTH
IN SECTION 8 ARE THE SOLE AND EXCLUSIVE WARRANTIES GIVEN BY SELLER WITH RESPECT
TO THE GOODS AND/OR SOFTWARE AND ARE IN LIEU OF AND EXCLUDE ALL OTHER
WARRANTIES, EXPRESS OR IMPLIED, ARISING BY OPERATION OF LAW OR OTHERWISE,
INCLUDING WITHOUT LIMITATION, MERCHANTABILITY AND FITNESS FOR A PARTICULAR
PURPOSE WHETHER OR NOT THE PURPOSE OR USE HAS BEEN DISCLOSED TO SELLER IN
SPECIFICATIONS, DRAWINGS OR OTHERWISE, AND WHETHER OR NOT SELLER'S PRODUCTS
ARE SPECIFICALLY DESIGNED AND/OR MANUFACTURED BY SELLER FOR BUYER'S USE OR
PURPOSE. SELLER'S WARRANTY EXTENDS ONLY TO PURCHASERS WHO BUY FOR INDUSTRIAL
OR COMMERCIAL USE. This warranty does not extend to any losses or damages due to misuse, accident,
abuse, neglect, normal wear and tear, negligence (other than Seller's), unauthorized modification or
alteration, use beyond rated capacity, unsuitable power sources or environmental conditions, improper
installation, repair, handling, maintenance or application or any other cause not the fault of Seller. To the
extent that Buyer or its agents have supplied specifications, information, representation of operating
conditions or other data to Seller in the selection or design of the Goods and/or Software and the preparation
of Seller's quotation, and/or scope of work, and in the event that actual operating conditions or other
conditions differ from those represented by Buyer, any warranties or other provisions contained herein that
are affected by such conditions shall be null and void. Buyer assumes all other responsibility for any loss,
damage, or injury to persons or property arising out of, connected with, or resulting from the use of Goods,
Parts, and/or Software, either alone or in combination with other products/components.

6. Limitation of Remedy and Liability. THE SOLE AND EXCLUSIVE REMEDY FOR BREACH OF ANY
WARRANTY HEREUNDER (OTHER THAN THE WARRANTY PROVIDED UNDER SECTION 8) SHALL
BE LIMITED TO REPAIR, CORRECTION OR REPLACEMENT, OR REFUND OF THE PURCHASE PRICE
UNDER SECTION 5. SELLER SHALL NOT BE LIABLE FOR DAMAGES CAUSED BY DELAY IN
PERFORMANCE AND THE REMEDIES OF BUYER SET FORTH IN THIS AGREEMENT ARE
EXCLUSIVE. IN NO EVENT, REGARDLESS OF THE FORM OF THE CLAIM OR CAUSE OF ACTION
(WHETHER BASED IN CONTRACT, INFRINGEMENT, NEGLIGENCE, STRICT LIABILITY, OTHER TORT
OR OTHERWISE), SHALL SELLER'S LIABILITY TO BUYER AND/OR ITS CUSTOMERS EXCEED THE
PRICE PAID BY BUYER FOR THE SPECIFIC GOODS, PARTS, AND/OR SOFTWARE PROVIDED BY
SELLER GIVING RISE TO THE CLAIM OR CAUSE OF ACTION. BUYER AGREES THAT SELLER'S
LIABILITY TO BUYER AND/OR ITS CUSTOMERS SHALL NOT EXTEND TO INCLUDE INCIDENTAL,
CONSEQUENTIAL OR PUNITIVE DAMAGES. The term "consequential damages" shall include, but not be
limited to, loss of anticipated profits, business interruption, loss of use, revenue, reputation and data, costs
incurred, including without limitation, for capital, fuel, power and loss or damage to property or equipment.
It is expressly understood that any technical advice furnished by Seller with respect to the use of the Goods,
Parts and/or Software is given without charge, and Seller assumes no obligation or liability for the advice
given, or results obtained, all such advice being given and accepted at Buyer's risk.

7. Insurance. Seller shall maintain the following insurance or self-insurance coverage: Worker's
Compensation in accordance with the statutory requirements of the state in which the work is performed.
Employer’s Liability with a limit of liability of $2,000,000 per occurrence for bodily injury by accident or bodily
injury by disease. Commercial General Liability (CGL) for bodily injury and property damage with a limit of
$2,000,000 per occurrence and per location aggregate. Automobile Liability insurance that covers usage of
all owned, non-owned and leased vehicles and which is subject to a combined single limit per occurrence
of $2,000,000. Automobile Liability insurance includes Contractual Liability, but no special endorsements.
Buyer expressly acknowledges and agrees that Seller has set its prices and entered into this Agreement in
reliance upon the limitations of liability, insurance coverage, and other terms and conditions specified herein,
which allocate the risk between Seller and Buyer and form a basis of this bargain between the parties.

8. Patents and Copyrights. Subject to the limitations of the second paragraph of Section 6 and any and all
associated terms, conditions and documents incorporated by specific reference by Seller, Seller warrants
that the Goods and/or Software sold, except as are made specifically for Buyer according to Buyer's
specifications, do not infringe any valid U.S. patent or copyright in existence as of the date of shipment. This
warranty is given upon the condition that Buyer promptly notify Seller of any claim or suit involving Buyer in
which such infringement is alleged and cooperate fully with Seller and permit Seller to control completely
the defense, settlement or compromise of any such allegation of infringement. Seller's warranty as to utility
patents only applies to infringement arising solely out of Buyer's operation according to Seller's
specifications and instructions of such Goods and/or Software. In the event (i) such Goods and/or Software
are held to infringe such a U.S. patent or copyright in such suit, and the use of such Goods and/or Software
is enjoined, or (ii) a compromise or settlement is made by Seller, Seller shall have the right, at its option and
expense, to procure for Buyer the right to continue using such Goods and/or Software, or replace them with
non-infringing Goods and/or Software, or modify same to become non-infringing, or grant Buyer a credit for
the depreciated value of such Goods and/or Software and accept return of them. In the event of the
foregoing, Seller may also, at its option, cancel the agreement as to future deliveries of such Goods and/or
Software, without liability. Except as otherwise provided herein, Seller or applicable third party licensor to
Seller maintains all right, title and interest in and to the intellectual property in the Goods, Parts, and/or
Software.

9. Excuse of Performance. Seller shall not be liable for delays in performance or for non-performance due
to acts of God; acts of Buyer; war; viral outbreaks, disease, pandemic, widespread sickness, or epidemic;
fire; flood; weather; sabotage; strikes or labor disputes; civil disturbances or riots; governmental requests,
restrictions, allocations, laws, regulations, orders or actions; unavailability of or delays in transportation;
unavailability of or delays in the supply of materials, components, parts or labor required for the design
and/or manufacture of Goods, Software or the performance by Seller hereunder; default of suppliers; or
unforeseen circumstances, acts or omissions of Buyer, or any events or causes beyond Seller's reasonable
control. Deliveries or other performance may be suspended for an appropriate period of time or canceled
by Seller upon notice to Buyer in the event of any of the foregoing, but the balance of this Agreement shall
otherwise remain unaffected as a result of the foregoing. If Seller determines that its ability to supply the
total demand for the Goods, Parts, and/or Software, or to obtain material used directly or indirectly in the
manufacture of the Goods, Parts, and/or Software, is hindered, limited or made impracticable due to causes
set forth in this paragraph, Seller may delay or cancel performance, make equitable adjustments in Seller's
price for the Goods, Parts, and/or Software, and/or allocate its available supply of the Goods, Parts,
Software, and/or such material (without obligation to acquire other supplies of any such Goods, Parts,
Software, or material) among its purchasers on such basis as Seller determines to be equitable without
liability for any failure of performance which may result therefrom.

10. Cancellation. Buyer may cancel orders only upon reasonable advance written notice and upon payment
to Seller of Seller's cancellation charges which include, among other things, all costs and expenses incurred,
and to cover commitments made by the Seller, and a reasonable profit thereon. Seller's determination of
such cancellation charges shall be conclusive.

11. Changes. Buyer may request changes or additions to the Goods, Parts, and/or Software consistent with
Seller's specifications and criteria. In the event such changes or additions are accepted by Seller, Seller
may revise the price, license fees, and dates of delivery and/or performance dates. Seller reserves the right
to change designs and specifications for the Goods, Parts, and/or Software without prior notice to Buyer,
except with respect to Goods, Parts, and/or Software being made to order for Buyer. Seller shall have no
obligation to install or make such change in any Goods, Parts, and/or Software manufactured prior to the
date of such change.

12. Nuclear/Medical. GOODS, PARTS, AND SOFTWARE SOLD HEREUNDER ARE NOT FOR USE IN
CONNECTION WITH ANY NUCLEAR, MEDICAL, LIFE-SUPPORT AND RELATED APPLICATIONS.
Buyer accepts Goods, Parts, and Software with the foregoing understanding, agrees to communicate the
same in writing to any subsequent purchasers or users and to defend, indemnify and hold harmless Seller
from any claims, losses, suits, judgments and damages, including incidental and consequential damages,
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arising from such use, whether the cause of action be based in tort, contract or otherwise, including
allegations that the Seller’s liability is based on negligence or strict liability.

13. Assignment. Buyer shall not assign its rights or delegate its duties hereunder or any interest herein
without the prior written consent of Seller, and any such assignment, without such consent, shall be void.

14. Software. Notwithstanding any other provision herein to the contrary, Seller or applicable third party
licensor to Seller shall retain all rights of ownership and title in its respective Software, including without
limitation all rights of ownership and title in its respective copies of such Software. Except as otherwise
provided herein, Buyer is hereby granted a nonexclusive, non-transferable royalty free license to use the
Software incorporated into the Goods solely for purposes of Buyer properly utilizing such Goods purchased
from Seller. All other Software shall be furnished to, and used by, Buyer only after execution of Seller's (or
the licensor’s) applicable standard license agreement, the terms of which are incorporated herein by
reference.

15. Tooling. Tool, die, and pattern charges, if any, are in addition to the price of the Goods and are due and
payable upon completion of the tooling. All such tools, dies and patterns shall be and remain the property
of Seller. Charges for tools, dies, and patterns do not convey to Buyer, title, ownership interest in, or rights
to possession or removal, or prevent their use by Seller for other purchasers, except as otherwise expressly
provided by Seller and Buyer in writing with reference to this provision.

16. Documentation. Seller shall provide Buyer with that data/documentation which is specifically identified
in Seller's quotation. If additional copies of data/documentation are to be provided by Seller, it shall be
provided to Buyer at Seller's applicable prices then in effect.

17. Inspection/Testing. Buyer, at its option and expense, may observe the inspection and testing by Seller
of the Goods and/or Software for compliance with Seller's standard test procedures prior to shipment, which
inspection and testing shall be conducted at Seller's plant at such reasonable time as is specified by Seller.
Any rejection of the Goods and/or Software must be made promptly by Buyer before shipment. Tests shall
be deemed to be satisfactorily completed and the test fully met when the Goods and/or Software meet
Seller's criteria for such procedures. If Buyer does not inspect the Goods and/or Software at Seller's plant
as provided herein, Buyer shall have ten (10) days from (i) the date of delivery of Goods, Parts, and/or
Software and (ii) from the date of completion of each portion of the services to inspect the Goods, Parts,
and/or Software, and in the event of any non-conformity, Buyer must give written notice to Seller within said
period stating why the Goods, Parts, and/or Software are not conforming. Failure by Buyer to give such
notice constitutes unqualified acceptance of the Goods, Parts, and/or Software. Buyer’s sole remedy for
non-conforming services shall be correct performance of services incorrectly performed by Seller.

18. Returned Goods. Advance written permission to return Goods, Parts, and/or Software must be obtained
from Seller in accordance with Seller’s then current Return Material Authorization (RMA) procedures and a
return authorization number issued. Such Goods, Parts, and/or Software must be (i) current, unused,
catalogued Goods, Parts, and/or Software, still in original packaging (ii) free of all liens, encumbrances, or
other claims, and (iii) shipped, transportation prepaid, to Seller's specified location. Returns made without
proper written permission will not be accepted by Seller. Seller reserves the right to inspect Goods, Parts,
and/or Software prior to authorizing return.

19. Billable Services. Additional charges will be billed to Buyer at Seller’s then prevailing labor rates and
Parts prices for any of the following: a) any services not specified in Seller's quotation, Seller’s order
acknowledgement, Seller's scope of work, or other documents referenced herein and therein; b) any
services performed at times other than Seller’'s normal service hours; c) if timely and reasonable site and/or
equipment access is denied the Seller service representative; d) if it is necessary, due to local
circumstances, to use union labor or hire an outside contractor, Seller service personnel will provide
supervision only and the cost of such union or contract labor will be charged to Buyer; (e) if service or repair
is necessary to return equipment to proper operating condition as a result of other than Seller (i)
maintenance, repair, or modification (including, without limitation, changes in specifications or incorporation
of attachments or other features), (ii) misuse or neglect, (including, without limitation, failure to maintain
facilities and equipment in a reasonable manner), (iii) failure to operate equipment in accordance with
applicable specifications, and (iv) catastrophe, accident, or other causes external to equipment; (f) Seller's
performance is made more burdensome or costly as a result of Buyer’s failure to comply with its obligations
herein, or (g) any additional obligations or requirements, including but not limited to those related to
insurance requirements, service delivery, building entry or technical training.

20. Drawings. Seller's documentation, prints and drawings (including without limitation, the underlying
technology) furnished by Seller to Buyer in connection with this Agreement are the property of Seller and
Seller retains all rights, including without limitation, exclusive rights of use, licensing and sale. Possession
of such prints or drawings does not convey to Buyer any rights or license, and Buyer shall return all copies
(in whatever medium) of such prints or drawings to Seller immediately upon request therefor.
Notwithstanding the foregoing, Buyer may use the documentation, prints and drawings in connection with
the use of the Goods, Parts, and/or Software.

21. Buyer Supplied Data. To the extent that Seller has been provided by, or on behalf of, Buyer any
specifications, description of operating conditions or other data and information in connection with the
selection or design of the Goods, Parts, and/or Software, and/or the provision of services, and the actual
operating conditions or other circumstances differ from those provided by Buyer and relied upon by Seller,
any warranties or other provisions contained herein which are affected by such conditions shall be null and
void.

22. Export/Import. Buyer agrees that all applicable import and export control laws, regulations, orders and
requirements, including without limitation those of the United States and the European Union, and the
jurisdictions in which the Seller and Buyer are established or from which Goods, Parts, Software, and
services may be supplied, will apply to their receipt and use. In no event shall Buyer use, transfer, release,
import, export, Goods, Parts, or Software in violation of such applicable laws, regulations, orders or
requirements.

23. Non-Solicitation. Buyer shall not solicit, directly or indirectly, or employ any employee of Seller during
the period any Goods are being provided to Buyer and for a period of one (1) year after the last provision of
Goods.

24. General Provisions. These terms and conditions supersede all other communications, negotiations
and prior oral or written statements regarding the subject matter of this Agreement. No change, modification,
rescission, discharge, abandonment, or waiver of these terms and conditions shall be binding upon the
Seller unless made in writing and signed on its behalf by a duly authorized representative of Seller. No
conditions, usage of trade, course of dealing or performance, understanding or agreement purporting to
modify, vary, explain, or supplement this Agreement shall be binding unless hereafter made in writing and
signed by the party to be bound, and no modification or additional terms shall be applicable to this
Agreement by Seller's receipt, acknowledgment, or acceptance of purchase orders, shipping instruction
forms, or other documentation containing terms at variance with or in addition to those set forth herein. Any
such modifications or additional terms are specifically rejected and deemed a material alteration hereof. If
this document shall be deemed an acceptance of a prior offer by Buyer, such acceptance is expressly
conditional upon Buyer’s assent to any additional or different terms set forth herein. Seller reserves the right
to subcontract services to others. No waiver by either party with respect to any breach or default or of any
right or remedy, and no course of dealing, shall be deemed to constitute a continuing waiver of any other
breach or default or of any other right or remedy, unless such waiver be expressed in writing and signed by
the party to be bound. All typographical or clerical errors made by Seller in any quotation, acknowledgment
or publication are subject to correction.

Vertiv Terms and Conditions, May 2022

The validity, performance, and all other matters relating to the interpretation and effect of this Agreement
shall be governed by the law of the state of Ohio without regard to its conflict of laws principles. Buyer and
Seller agree that the proper venue for all actions arising in connection herewith shall be only in Ohio and
the parties agree to submit to such jurisdiction. No action, regardless of form, arising out of transactions
relating to this contract, may be brought by either party more than two (2) years after the cause of action
has accrued. The U.N. Convention on Contracts for the International Sales of Goods shall not apply to this
agreement.

25. Data Collection and Use. By using the Goods, Parts and/or Software, Buyer grants Seller, its affiliates,
subsidiaries, and service providers, a non-exclusive, irrevocable, royalty free, worldwide right and license to
collect, compile, retain, use, reproduce, and create derivative works of, your non-personal information and
data, which includes without limitation, all data, materials, reports, text, sound, video, image files, software
or any other information (“Service Data”) that is provided by, or on behalf of, Buyer, or collected or compiled
by Seller, its affiliates, subsidiaries, or service providers through the Goods, Parts, and/or Software. Seller,
its affiliates, subsidiaries, and service providers may collect, compile, retain, use, reproduce, and create
derivative works of Service Data: (i) to provide services, support, and maintenance; (i) to develop and
improve products, software, and services; and (iii) for scientific and technical research and marketing
purposes. Buyer is solely responsible for the Service Data, and Buyer will secure and maintain all rights
necessary for Seller, its affiliates, subsidiaries, and service providers to process and use Service Data as
described in this paragraph without violating the rights of any third party or otherwise obligating Seller, its
affiliates, subsidiaries, and service providers to Buyer or any third party. The Service Data will be aggregated
with other information, materials, or data collected or compiled by, or provided to, Seller, its affiliates,
subsidiaries, or service providers and anonymized, such that the Service Data will not intentionally reveal
Buyer’s identity. In accordance with applicable law, Service Data may be transferred, transmitted, or
distributed to, stored, and processed in, cloud computing environments in the United States or any other
country in which Seller, its affiliates, subsidiaries, or service providers maintain operations. By using the
Goods, Parts, and/or Software, Buyer agrees to such use, transfer, transmission, distribution, storage, and
processing of the Service Data. Seller, its affiliates, subsidiaries, and service providers will retain Service
Data for as long as is necessary for Seller and its affiliates and subsidiaries business purposes in
accordance with applicable law. The rights and licenses granted herein to Seller’s service providers shall
only be granted to the extent service providers are providing goods and services on Seller’s and its affiliates
and subsidiaries behalf.

26. Privacy. Seller will collect and process personal data of those employed by or otherwise affiliated with
Buyer in accordance with Seller's "Privacy Notice for Customers and Suppliers — California" available here
www.vertiv.com/ca-privacy (the “Notice”), which Notice the Buyer hereby acknowledges having received,
read, and understood. In the event of any queries or concerns with its contents, Buyer must contact Seller
at the contact details provided in the Notice prior to entering into this Agreement or the commencement of
performance hereunder, in failure of which, the terms of the Notice will be deemed accepted and consented
to in their entirety.

27. Additional Service Conditions. The Buyer shall furnish to Seller, at no cost, suitable working space,
storage space, adequate heat, telephone, light, ventilation, regulated electric power and outlets for testing
purposes. The facilities shall be within a reasonable distance from where the Goods are to be provided.
Seller and its representatives shall have full and free access to the equipment in order to provide the
necessary Goods. Buyer authorizes Seller to send a service technician or an authorized agent to access
any site requested by Buyer to perform services, including services on different scopes of work and
equipment as requested by Buyer. Buyer shall provide the means to shut-off and secure electric power to
the equipment and provide safe working conditions. Seller is under no obligation to remove or dispose of
Parts or equipment unless specifically agreed upon in Seller’s scope of work. Buyer shall immediately inform
Seller, in writing, at the time of order placement and thereafter, of any unsafe or hazardous substance or
condition at the site, including, but not limited to, the presence of asbestos or asbestos-containing materials,
and shall provide Seller with any applicable Material Data Safety Sheets regarding the same. Any losses,
costs, damages, claims and expenses incurred by Seller as a result of Buyer’s failure to so advise Seller
shall be borne by Buyer. Seller, in its sole discretion and without cost or penalty, reserves the right to cancel
its performance under this Agreement or any order immediately upon written notice to Buyer following Seller
discovery of unsafe or hazardous site substance or condition or any other circumstance altering Seller's
performance hereunder. Buyer shall appoint a representative familiar with the site and the nature of Seller's
performance to be accessible at all times that Seller personnel are at the site. Seller shall not be liable for
any expenses incurred by Buyer in removing, replacing or refurbishing any Buyer equipment or any part of
Buyer’s building structure that restricts Seller access. Buyer personnel shall cooperate with and provide all
necessary assistance to Seller. Seller shall not be liable or responsible for any work performed by Buyer.

28. Indemnity. Each party shall indemnify and hold the other party harmless from loss, damage, liability or
expense resulting from damage to personal property of a third party, or injuries, including death, to third
parties to the extent caused by a negligent act or omission of the party providing indemnification or a party’s
subcontractors, agents or employees during performance of services hereunder. Such indemnification shall
be reduced to the extent damage or injuries are attributable to others and in no event shall the indemnifying
party be obligated to indemnify or insure the other party for the indemnitee’s own fault or negligence. The
indemnifying party shall defend the other party in accordance with and to the extent of the above
indemnification, provided that the indemnifying party is: i) promptly notified by the other party, in writing, of
any claims, demands or suits for such damages or injuries; ii) given all reasonable information and
assistance by the other party; iii) given full control over any resulting negotiation, arbitration or litigation,
including the right to choose counsel and settle claims, or the indemnifying party’s obligations herein shall
be deemed waived.

COPYRIGHT 2022 Vertiv Group Corp. All rights reserved. Vertiv™ and the Vertiv logo are trademarks or
registered trademarks of Vertiv Group Corp. All other names and logos referred to are trade names,
trademarks or registered trademarks of their respective owners. While every precaution has been taken to
ensure accuracy and completeness here, Vertiv Group Corp. assumes no responsibility, and disclaims all
liability, for damages resulting from use of this information or for any errors or omissions. Specifications,
rebates and other promotional offers are subject to change at Vertiv's sole discretion upon notice.
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Finance Committee

Meeting January 20, 2026

Date:

Meeting 5:00 PM

Time:

Agenda Item4.b

No:

Item 2026.04 Motorola Flex-Subscription Computer Aided Dispatch/Records

Description: Management System (CAD/RMS) MOU

Submitted JoAnne W. Fisk, Chief of Police
By:

Key Terms:

The Biddeford Police and Fire Departments have used a CAD/RMS (computer-aided
dispatch/records management system) system named Information Management Corporation
(IMC) beginning in April 0f1998. This product is a data entry point for our communications
center when entering calls for service for police, fire and EMS services. The term CAD
(Computer-Aided Dispatch) System is the core system used by emergency services to receive,
manage and dispatch incidents. CAD systems log emergency and non-emergency calls. The
CAD system also assigns, dispatches units and tracks responder status and location. The CAD
system scripts emergency medical and fire information for the center's Emergency
Communications Specialists when dealing with those emergency medical or fire situations. The
CAD system provides real-time updates to both first responders and Emergency
Communications Specialists.

An RMS (records management system) is used to document, store and manage records related
to incidents, citations, arrests, found/lost stolen items, investigations and crash reports to
name a few. It also manages and stores fire reports and EMS records. An RMS system
supports research, reporting as well as analytics. It ensures police, fire and EMS records meet
or exceed legal, regulatory and retention requirements. The CAD and RMS systems work
together with the CAD system handling the live or immediate calls for service and the RMS
system handling the documentation of what occurred and the subsequent storage for reports.

Page 12 of 303



Executive Summary:

The Biddeford Regional Communications Center (BRCC) serves as one of Maine’s 26 Public
Safety Answering Points (PSAPs), providing critical emergency communications for the City of
Biddeford and, under contractual agreements, for the City of Saco and six additional
municipalities: Arundel, Alfred, Waterboro, Lyman, Dayton, and Hollis. BRCC manages 9-1-1
call intake, fire and EMS notifications, and radio communications for these communities. All
calls are documented within the agency’s Computer-Aided Dispatch (CAD) system. Emergency
Communications Specialists are nationally certified through the International Academies of
Emergency Dispatch and utilize Priority Dispatch protocols, ensuring accurate caller assistance
and efficient deployment of resources.

The current CAD/Records Management System (RMS), IMC, originally purchased in 1998, has
been designated by its parent company, Central Square, as operating in “legacy mode.” This
status indicates that while basic maintenance will continue, no new features or security
enhancements will be implemented. This poses significant operational and cybersecurity risks.
In response, a York County committee was established in July 2024, comprising representatives
from regional communications, law enforcement, and fire/EMS agencies. The committee’s
objectives were to secure favorable group pricing and enhance interoperability among sixteen
municipalities.

Following an extensive Request for Proposal (RFP) process, vendor evaluations, and site visits,
the committee selected Motorola Flex as the preferred CAD/RMS solution. This system will
modernize emergency communications, improve interoperability, and ensure compliance with
evolving public safety standards. To maximize cost efficiency, staff from the Cities of Biddeford
and Saco are recommending their respective Councils execute a Memorandum of
Understanding (MOU) for a shared-cost arrangement, reducing expenses for both communities
by approximately 50%.

This investment represents a critical step toward maintaining reliable emergency
communications infrastructure, supporting regional collaboration, and safeguarding public
safety.

Detailed Review:

The Biddeford Regional Communications Center (BRCC) is one of 26 Public Safety Answering
Points or PSAP's in Maine which receives emergency 9-1-1 calls. The BRCC answers calls for
emergency services within the City of Biddeford for Police, Fire and Emergency Medical
Services. For a contracted fee schedule, the BRCC also answers the 9-1-1 calls for the City of
Saco. Once the call is answered, the Emergency Communications Specialist for Biddeford then
acknowledges the caller's location and other identifying information such as residential
address and phone number before transferring the call to the Saco dispatch center. The BRCC
for a fee also answers the 9-1-1 calls for the following municipalities: Arundel, Alfred,
Waterboro, Lyman, Dayton and Hollis. For these communities, the Biddeford Center also
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handles fire and EMS first responder notifications and radio communications. Each call for
service is entered into the agency's CAD system.

All Emergency Communications Specialists are nationally certified through the International
Academies of Emergency Dispatch. Priority Dispatch is the approved protocol system for fire
and EMS calls and provides callers with direction for common and uncommon medical and fire
emergencies while dispatching the responder(s) who is best suited for each situation. The
Priority Dispatch protocol system is integrated with CAD/RMS system for a smooth transition
while assisting citizens with their emergencies.

The Biddeford Police Department purchased its current CAD/RMS system in 1998. Over the
years we have gone through many updates to keep up with Public Safety changes. The IMC
software platform is now over 30 years old. The department was notified in 2022 that the
parent company of IMC, Central Square, would be moving the IMC system into what is known
as "legacy mode". Legacy mode broadly refers to outdated hardware and/or software still in
use, They will continue to do repairs and fixes, but new features or updated security
enhancements will not be implemented. Due to this fact, public safety agencies in Maine, New
Hampshire and Massachusetts, that utilize IMC for their CAD/RMS systems, began alerting
administrations about the pending financial implication this would have.

In July 2024, a committee was formed which was made up of representatives from York County
communications, law enforcement and fire/EMS agencies. The main reasons for forming this
committee were twofold: 1) try and get the best possible group pricing, and 2) ensure and
enhance interoperability amongst local police, fire and EMS agencies throughout the sixteen
municipalities in York County. The committee was tasked with creating and distributing an RFP
that encompassed the current needs and those anticipated in the future within the ever-
changing technology field.

The committee was tasked with creating and distributing an RFP for interested vendors.
Subsequently, the committee reviewed proposals, held question and answer sessions with
vendors and participated in live demonstrations. Initially, eight vendors replied to the RFP.
After the demonstrations, the committee eliminated six of the eight received vendor software
packages as they would not meet or exceed what was needed. The committee then traveled
to other communications centers which were already utilizing the two chosen software
companies in real time. As a result of the well-researched efforts, the committee voted to
award the RFP and the subsequent contracts to the Motorola brand Flex product.

In today's world, emergency responders frequently rely on neighboring communities for
additional workload support. The communities of Biddeford and Saco are no different and
frequently assist each other in critical situations. The Police Chiefs of Biddeford and Saco, as
well as Fire Chiefs from both communities, met and agreed to work on a shared cost
agreement in purchasing this new system through a Memorandum of Understanding (MOU).
By sharing this system, the cost for both communities was cut in half.
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Representatives from both Cities will be participating in a joint meeting on January 8t to
further discuss this MOU and the item will be brought to the Saco City Council this month for
review and consideration. Motorola has provided to both Cities a Notice to Proceed for
completion with a clause allowing for "Termination for Non-Appropriation" which states, "In
the event any identified funding is not appropriated or becomes unavailable specifically at the
scheduled Town Meetings for Saco, Maine on January 5th, 2026 and City of Biddeford on
January 6th, 2026 and January 20th, 2026, the Customer reserves the right to terminate this
Agreement for non-appropriation upon 30 days' advance written notice to Motorola."
Completion of the Notice would allow the Cities to hold the current quoted purchase price
through the end of the month.

Initial funding for this item was allocated as part of City Council's Order 2025.113 Allocation
No. 2 of FY26 Capital Improvement Funds on September 2, 2025. Up to $111,313 could be used
for the purchase of hardware, fiber, licensing, and network engineering to set up the system
with the understanding that there would be a 10-year subscription cost to be financed.
Following the committee's selection of Motorola's bid, this subscription cost is determined to
be $133,500 each year for each City to be included in future budgets. Currently, the City of
Biddeford spends $33,107 per year on the IMC "legacy" system.

The total purchase price is $2,670,000 split between both cities, or $1,335,000 over 10 years
for the City of Biddeford.

At the regular Council meeting on 1/6/26, the Council approved the MOU and Notice to
Proceed. At it's regular Council meeting on 1/12/26, the Saco City Council also voted to
approve the MOU. This item is being brought to the Finance Committee for formal
authorization of FY 26 expenditures.

Funding Source:

Funding approved through FY26 Capital Projects / Operations Committee Recommendation
No. 2 BPD-FY26-001-CAD/RMS System in the amount up to $111,313.00.

Staff Recommendation:

After reviewing the Motorola Flex software package, it exceeds expectations in its ease of use,
dependability, and affords the City the ability to collaborate with the City of Saco in substantial
cost sharing for both communities. Staff recommends to City Council the signing of the
Memorandum of Understanding between the communities of Biddeford and Saco on this
project and completion of the Notice to Proceed with Motorola.

Next Steps:
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The Council voted on 1/6/26 to approve the MOU with Saco and Notice to Proceed. Staff is
now seeking spending authorization from the Finance Committee in an amount not to exceed
$111,313 in FY26 for the purchase of initial hardware for a set-up and implementation timeline
of 12 to 18 months from the date the contract is signed, with billing occurring thereafter.

Attachments:

F2026.03 BPD- CAD.RMS System

Att 1-Biddeford-Saco MOU

Att- 2 - Biddeford Police 2025 Notice to Proceed

Att 3-Biddeford-Motorola Solutions Customer Agreement
Att 4-2025.113 - Attest

Att 5-Brief 2025.113-FY26 CIP Funds Alloc 2

Att-6 Council order attested 2026.04) -

NouswN e

Page 16 of 303



F2026.03 THE FINANCE COMMITTEE ... JANUARY 20, 2026
BE IT ORDERED, that the Finance Committee does hereby approve the
expenditure for the following:

BPD-FY26-001-CAD/RMS System in the amount up to $111,313.00.

Funding approved through FY26 Capital Projects / Operations Committee
Recommendation No. 2

Attest by:

Geraldine Matherne, Finance Director
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MEMORANDUM OF UNDERSTANDING

Between the City of Biddeford Police Department and the City of Saco Police Department
For Shared Use of the Motorola Flex Subscription Computer-Aided Dispatch/Records
Management System (CAD/RMS) and First Light for fiber.

This Memorandum of Understanding (MOU) establishes the terms and conditions under
which the City of Biddeford Police Department (“Biddeford PD”) and the City of Saco Police
Department (“Saco PD”) will share access to, and use of, the Computer-Aided Dispatch
and Records Management System (CAD/RMS) and fiber from First Light (hereinafter “the
System?”).

The purpose is to improve operational efficiency, enhance information sharing, promote
interagency coordination, and reduce overall system costs through a shared technology
solution for both cities. Both agencies recognize the benefits of operating under a unified
CAD/RMS platform to improve interoperability and data integration.

The total cost for the acquisition and implementation of the CAD/RMS System for a term of
ten years is $2,670,000.00. The total cost shall be financed over an agreed 10-year term
resulting in approximate annual payments of $267,000.00 per year. The annual cost is
$133,500.00 per year, per community for the life of the contract. Each City shall also split
the cost of the fiber lease with First Light which currently amounts to $5,400.00 annually,
which is a shared cost of $2,700.00 per community. The Cities agree to share the total cost
of the System as follows:

City of Biddeford: 50%
City of Saco: 50%

Each City shall be responsible for its proportional share of annual payments for the life of
the contract. Payments will be made in accordance with the contract and a financing
schedule mutually approved by both Cities, consistent with applicable municipal finance
laws and procurement regulations.

The City of Biddeford shall serve as the primary system and contracting entity with the
vendor.

The City of Saco shall have full access to the System, including all user features, records
functions, and data necessary for law enforcement operations.

Both Cities agree that data entered by each department shall remain the property of that
department, except where joint investigations or dispatch operations require shared
access.
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Coordination of ongoing software maintenance, updates, and technical support shall be
determined by mutual agreement between the Chief of Police of each community as
needed, in consultation with the Information Technology department of each community.

This MOU shall take effect upon execution by both parties and shall remain in effect for the
duration of the financing term and any subsequent maintenance agreement, unless
terminated by mutual written consent.

In the event of a dispute arising out of or relating to this MOU, the parties agree to first
attempt to resolve the matter through good faith negotiations. If the dispute cannot be
resolved through negotiations within thirty (30) days, the parties may submit the dispute to
a mutually agreed upon mediator. Should mediation be unsuccessful within 30 days
binding arbitration shall take place.

This MOU may be amended at any time by mutual written agreement of both parties.

This MOU becomes effective upon signature by the authorized officials of both the City of
Biddeford and the City of Saco.

IN WITNESS WHEREOF, the parties have executed this Memorandum of Understanding on
the dates indicated below.

Chief JoAnne Fisk Chief Jack Clements
Biddeford Police Department Saco Police Department
Date: Date:

Truc Mai Nguyen-Dever Emily Cole-Prescott

City Manager Interim City Administrator
Date: Date:
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BIDDEFORD POLICE DEPARTMENT M
39 ALFRED STREET, BIDDEFORD, MAINE 04005 1/ (4ZE ¢
COURAGE » HONOR  INTEGRITY N

09 < crpamios- 8
JOANNE W. FIsK (207) 282-5127
Chief of Police biddefordmaine.org/police

October 22, 2025
To: Motorola Solutions, Inc.(“Motorola”)

500 W. Monroe St.
Chicago, IL 60661

Re: Motorola Solutions Software FLEX Plus Subscription

Contract Name / Number: City of Biddeford, Maine

Proposal / Quote Ref (required): Proposal dated 10/07/2025 / Quote 3279381

Contract Name / Number: City of Saco, Maine

Proposal / Quote Ref (required): Proposal dated 10/07/2025 / 3279401

This Notice to Proceed (NTP) serves as authorization for Motorola Solutions to place an order and invoice for the
communication equipment and services as referenced on Proposal dated 10/07/2025 / Quote 3279381 & 3279401 dated
September 10, 2025 for the purchase price of $2,670,000.00, subject to the terms and conditions of the Motorola
Solutions Customer Agreement and its addenda executed by the City of Biddeford on and the Shared
Agency Agreement executed by the City of Saco on

City of Biddeford, Maine and City of Saco, Maine agree to pay Motorola Solutions “Net 30 days from receiving an invoice”
for the equipment and services.

Title and Risk of Loss to Equipment shall pass to Customer upon shipment from Motorola. Unless otherwise agreed by
the parties in writing, shipment will be made in a manner determined by Motorola. This NTP will take precedence with
respect to conflicting or ambiguous terms.

Customer affirms they have signatory authority to execute this contract. The contract price is fully committed and identified,
including all subsequent years of contracted services, if applicable. The Customer will pay all invoices as received from
Motorola and any changes in scope will be subject to the change order process as described in this Agreement.

Motorola Solutions Inc., acknowledges that in the future/before the term of this contract ends, components/modules of the
Flex CAD/Mobile/Records solution will more than likely be available in the cloud. When such components are available and
the City of Biddeford/City of Saco and Motorola mutually agree to move those components to a cloud service, there will be
no additional charge for that assistance from Motorola Solutions, Inc.

Motorola acknowledges the Customer may require the issuance(s) of a purchase order or notice to proceed as part of the
Customer’s procurement process. However, Customer agrees that the issuance or non-issuance of a purchase order or
notice to proceed does not preclude the Customer from its contractual obligations as defined in this Agreement.

Payment Terms as defined in the proposal dated 10/22/2025.

Once billed, invoices shall be sent and emailed to the Customer at the following address:

Biddeford Police Department, 205 Main St, Biddeford, ME 04005,
Saco Police Department, 20 Storer Street Saco, Maine 04072.
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Invoices should reference transaction #4093898, Biddeford Police/Saco Police, Maine, Flex CAD Suite Subscription Plus
SE.:

The Equipment will be shipped to the Customer at the following address:

Biddeford Police Department, 205 Main St, Biddeford, ME 04005
Saco Police Department, 20 Storer Street Saco, Maine 04072.

The ultimate destination address (if different from the ship to above) where the Equipment will be delivered to Customer
is:

Biddeford Police Department, 205 Main St, Biddeford, ME 04005,
Saco Police Department, 20 Storer Street Saco, Maine 04072.

Customers may change shipment information by giving written or electronic notice to Motorola.

If you have any questions regarding this order, please feel free to contact Brendan Donovan, 617-866-8896.

Sincerely yours,

By:

JoAnne W. Fisk
Chief of Police
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1.

1

2.

Motorola Solutions Customer Agreement

This Motorola Solutions Customer Agreement (the “MCA”) is entered into between Motorola Solutions, Inc.,
and affiliated companies, with offices at 500 W. Monroe Street, Suite 4400, Chicago, IL 60661 (“Motorola”)
and the entity purchasing Products (as defined below) from Motorola (“Customer”). Motorola and Customer
will each be referred to herein as a “Party” and collectively as the “Parties”. This Agreement (as defined
below) is effective as of the earlier of (a) the first purchase of a Product from Motorola, and (b) the date of the
last signature on the Agreement (the “Effective Date”).

Agreement.

1. Scope; Agreement Documents. This MCA governs Customer’s purchase of Products (as defined below)
from Motorola. Additional terms and conditions applicable to specific Products are set forth in one or more
agreed upon addenda incorporated within this MCA (each an “Addendum”, and collectively the
“Addenda”). This MCA, the applicable Addenda, and Proposal collectively form the Parties’ “Agreement”.

.2. Order of Precedence. In interpreting this Agreement and resolving any ambiguities each Addendum will

control with respect to conflicting terms in the Agreement, but only as applicable to the Products described
in such Addendum. The Proposal will control with respect to conflicting terms in the MCA or any Addenda,
but only as applicable to the Products and Services described in the Proposal.

Definitions.

“Authorized Users” means Customer’s employees and contractors engaged for the purpose of supporting or
using the Products and Services on behalf of Customer, and that are not competitors of Motorola, and the
entities (if any) specified in a Proposal or otherwise approved by Motorola in writing (email from an authorized
Motorola signatory accepted), which may include affiliates or other Customer agencies.

“Change Order” means a written amendment to this Agreement after the Effective Date.

“Communications System” is a solution that includes at least one radio Product, whether devices, software,
or infrastructure, and requires Integration Services to deploy such radio Product at a Customer Site or onto any
Customer-Provided Equipment or Equipment provided to Customer.

“Contract Price” or “Fees” means the charges applicable to the Products, excluding applicable sales or
similar taxes and freight charges.

“Confidential Information” means any and all non-public information provided by one Party to the other that is
disclosed under this Agreement in oral, written, graphic, machine recognizable, or sample form, being clearly
designated, labeled or marked as confidential or its equivalent or that a reasonable business person would
consider non-public and confidential by its nature. With respect to Motorola, Confidential Information will also
include Products, and Documentation, as well as any other information relating to the Products.

“Customer Data” has the meaning given to it in the DPA.

“Customer-Provided Equipment” means components, including equipment and software, not provided by
Motorola which may be used with the Products.

“‘Data Processing Addendum” or “DPA” means the Motorola Data Processing Addendum applicable to
processing of data, including Customer Data, as updated, supplemented, or superseded from time to time.
The DPA is incorporated into and made a part of this Agreement for all purposes pertaining to the contents of
the DPA. Where terms or provisions in the Agreement conflict with terms or provisions of the DPA, the terms or
provisions of the DPA will control with respect to the contents of the DPA.

“Documentation” means the documentation for the Products, or data, that is delivered or made available with
the Products that specifies technical and performance features, capabilities, users, or operation, including

Motorola Solutions, Inc
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training manuals, and other deliverables, such as reports, specifications, designs, plans, drawings, analytics,
or other information.

“Equipment” means hardware provided by Motorola.

“Equipment Lease-Purchase Agreement” means the agreement by which Customer finances all or a portion
of the Contract Price.

“Feedback” means comments or information, in oral or written form, given to Motorola by Customer or
Authorized Users, including end users, in connection with or relating to the Products.

“Integration Services” means the design, deployment, implementation, and integration Services provided by
Motorola in order to design, install, set up, configure, and/or integrate the applicable Products as agreed upon
by the Parties.

“Licensed Software” means software which is made available to Customer by Motorola (for example
software preinstalled on Equipment, accessible via a website provided by Motorola, or software installed on or
made available for Customer-Provided Equipment) and is licensed to Customer by Motorola.

“Lifecycle Management Services” or “LMS” means upgrade services as set out in the applicable Proposal.

“Maintenance and Support Services” means the break/fix maintenance, technical support, or other Services
described in the applicable Proposal.

“Motorola Data” means data owned by Motorola and made available to Customer in connection with the
Products;

“Motorola Materials” means proprietary equipment, hardware, content, software, tools, data, and other
materials, including designs, utilities, models, methodologies, systems, and specifications, which Motorola has
developed or licensed from third parties (including any corrections, bug fixes, enhancements, updates,
modifications, adaptations, translations, de-compilations, disassemblies, or derivative works of the foregoing,
whether made by Motorola or another party). Products, Motorola Data, Third-Party Data (as defined in the
DPA), and Documentation, are considered Motorola Materials.

“Non-Motorola Materials” means collectively, Customer or third-party equipment, software, services,
hardware, content, and data that is not provided by Motorola.

“Proposal” means solution descriptions, pricing, equipment lists, statements of work (“SOW”), schedules,
technical specifications, quotes, order forms, and other documents setting forth the Products to be purchased
by Customer and provided by Motorola. The Proposal may also include an Acceptance Test Plan (“ATP”); a
“‘Payment” Form (Communications System purchase only); or a “System Acceptance Certificate”
(Communications System only), depending on the Products purchased by Customer.

“Products” or “Product” is how the Equipment, Licensed Software and Services being purchased by the
Customer is collectively referred to in this Agreement (collectively as “Products”, or individually as a “Product”).

“Professional Services” are services provided by Motorola to Customer under this Agreement, including
Integration Services, the nature and scope of which are more fully described in the Proposal.

“Prohibited Jurisdiction” means any jurisdiction in which the provision of such Products is prohibited under
applicable laws or regulations.

“Services” means services, including access to services, as described in the Proposal, and includes
Integration Services, Subscription Services, Professional Services, Maintenance & Support Services, and
Lifecycle Management Services provided by Motorola.

“Service Completion Date” means the date of Motorola’s completion of the Services described in a Proposal.

Motorola Solutions, Inc
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“Service Use Data” has the meaning given to it in the DPA.

“Site” or “Sites” means the location where the Integration Services, Lifecycle Management Services, or
Maintenance and Support Services will take place.

“Software-as-a-Service” or “SaaS” means a solution that includes at least one Subscription Service and
associated Licensed Software, which may include, as an example, client software or a web page.

“Software System” means a solution that includes at least one Licensed Software Product and requires
Integration Services to deploy such Licensed Software Product at a Customer Site or onto any
Customer-Provided Equipment or Equipment provided by or made available to Customer by Motorola.

“Subscription” means a recurring payment for Products, as set out in the Proposal.

“Subscription Services” or “Recurring Services” means Services, including access to Services, paid for on
a subscription basis. Subscription Services includes services available through SaaS Products.

“Term” means the term of this MCA which will commence on the Effective Date and continue until six (6)
months after the later of (a) the termination, expiration, or discontinuance of Services under the last Proposal
in effect, or (b) the expiration of all applicable warranty periods, unless the MCA is earlier terminated as set
forth herein.

3. Products and Services.

3.1. Products. Motorola will sell (a) Equipment, (b) licenses to Licensed Software, and (c) Services to
Customer, to the extent each is set forth in this Agreement. At any time during the Term, Motorola may
substitute any Products at no cost to Customer, if the substitute is substantially similar to the Products set
forth in this Agreement. All Licensed Software is provided pursuant to the terms of the Software License

Agreement.

3.2. Services.

3.21. Motorola will provide Services, to the extent set forth in this Agreement.
3.2.2. Integration Services: Maintenance and Support Services. Motorola will provide (a) Integration Services

at the applicable Sites, agreed upon by the Parties, or (b) Maintenance and Support Services or
Lifecycle Management Services, each as further described in the applicable SOW. Terms applicable to
Maintenance, Support and Lifecycle Management can be found in the Maintenance, Support and

Lifecycle Management Addendum.

3.2.3. Service Proposals. The Fees for Services will be set forth in Motorola’s Proposal. A Customer point of
contact may be set forth in the applicable SOW for the Services.

3.24. Service Completion. Services described in a Proposal will be deemed complete upon the Service
Completion Date, or as Services expire, or are renewed or terminated.

3.2.5. Professional Services
3.2.51. Additional Service Terms. If Customer is purchasing Professional Services to evaluate or assess

networks, systems or operations; network security assessment or network monitoring; software
application development Services; or transport connectivity services, Additional Services Terms apply.

3.3. Additional Product Terms. If the Products include one of the following Products or Product types,
additional terms apply as found in the below links:
Mobile Video Products, such as LPR cameras, bodycams, or vehicle cameras, and related software
Drone related Products
Comparison Manager
Data licensed from Motorola

Motorola Solutions, Inc
US MCA v2.1 3

Page 25 of 303


https://www.motorolasolutions.com/content/dam/msi/docs/msi-standards_terms-conditions/Software-License-Agreement-v2.1_4.9.25.pdf
https://www.motorolasolutions.com/content/dam/msi/docs/msi-standards_terms-conditions/Software-License-Agreement-v2.1_4.9.25.pdf
https://www.motorolasolutions.com/content/dam/msi/docs/msi-standards_terms-conditions/Maintenance-Support-and-Lifecycle-Mgmt-Addendum-v3.17.25.pdf
https://www.motorolasolutions.com/content/dam/msi/docs/msi-standards_terms-conditions/Maintenance-Support-and-Lifecycle-Mgmt-Addendum-v3.17.25.pdf
https://www.motorolasolutions.com/content/dam/msi/docs/msi-standards_terms-conditions/Additional-Services-Terms-v4.9.25.pdf
https://www.motorolasolutions.com/content/dam/msi/docs/msi-standards_terms-conditions/Mobile-Video-and-Vigilant-Addendum-vmca-2.0.pdf
https://www.motorolasolutions.com/content/dam/msi/docs/msi-standards_terms-conditions/Drone-Service-Addendum-v2.4.9.25.pdf
https://www.motorolasolutions.com/content/dam/msi/docs/msi-standards_terms-conditions/comparison_manager_addendum.pdf
https://www.motorolasolutions.com/en_us/about/legal/motorola-solutions-customer-terms/dla.html

3.4.

3.5.

3.6.

3.7.

3.8.

3.9.

3.10.

41.1.

Non-Preclusion. If, in connection with the Products provided under this Agreement, Motorola performs
assessments of its own, or related, products or makes recommendations, including a recommendation to
purchase other products, nothing in this Agreement precludes such efforts nor precludes Motorola from
participating in a future competitive bidding process or otherwise offering or selling the recommended
products to Customer. Customer represents that this paragraph does not violate its procurement standards
or other laws, regulations, or policies.

Customer Obligations. Customer represents that information Customer provides to Motorola in connection
with receipt of Products are accurate and complete in all material respects. If any assumptions in the
Proposals or information provided by Customer prove to be incorrect, or if Customer fails to perform any of
its obligations under this Agreement, Motorola’s ability to perform its obligations may be impacted and
changes to the Agreement, including the scope, Fees, and performance schedule may be required.

Documentation. Products may be delivered with Documentation. Documentation is and will be owned by
Motorola, unless otherwise expressly stated in a Proposal that certain Documentation will be owned by
Customer. Motorola hereby grants Customer a limited, royalty-free, worldwide, non-exclusive license to
use the Documentation solely for its internal business purposes in connection with the Products.

Motorola Tools and Equipment. As part of delivering the Products, Motorola may provide certain tools,
equipment, models, and other materials of its own. Such tools and equipment will remain the sole property
of Motorola unless they are to be purchased by Customer as Products and are explicitly listed on the
Proposal. The tools and equipment may be held by Customer for Motorola’s use without charge and may
be removed from Customer’s premises by Motorola at any time without restriction. Customer will safeguard
all tools and equipment while in its custody or control, and be liable for any loss or damage. Upon the
expiration or earlier termination of this Agreement, Customer, at its expense, will return to Motorola all such
tools and equipment in its possession or control.

Authorized Users. Customer will ensure its employees and Authorized Users comply with the terms of this
Agreement and will be liable for all acts and omissions of its employees and Authorized Users. Customer
is responsible for the secure management of Authorized Users’ names, passwords and login credentials
for access to Products.

Export Control. Customer, its employees, and any other Authorized Users will not access or use the
Products in any Prohibited Jurisdiction, and Customer will not provide access to the Products to any
government, entity, or individual located in a Prohibited Jurisdiction. Customer represents and warrants
that (a) it and its Authorized Users are not named on any U.S. government list of persons prohibited from
receiving U.S. exports, or transacting with any U.S. person; (b) it and its Authorized Users are not a
national of, or a company registered in, any Prohibited Jurisdiction; (c) Customer will not permit its
Authorized Users to access or use the Products or Services in violation of any U.S. or other applicable
export embargoes, prohibitions or restrictions; and (d) Customer and its Authorized Users will comply with
all applicable laws regarding the transmission of technical data exported from the U.S. and the country in
which Customer, its employees, and the Authorized Users are located.

Change Orders. Unless a different change control process is agreed upon in writing by the Parties, a Party
may request changes to an Addendum or a Proposal by submitting a Change Order to the other Party. If a
requested change causes an increase or decrease in the Products, the Parties by means of the Change
Order will make appropriate adjustments to the Fees, project schedule, or other matters. Change Orders
are effective and binding on the Parties only upon execution of the Change Order by an authorized
representative of both Parties.

Term and Termination.
Term. The applicable Addendum or Proposal will set forth the Term for the Products governed thereby.
Subscription Terms. Unless otherwise specified in the Proposal, if the Products are purchased as a

Subscription, the Subscription commences upon delivery of, or Customer having access to, the first
applicable Product ordered under this Agreement and will continue for a twelve (12) month period or
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4.2.

4.3.

4.4.

4.5.

4.6.

4.7.

5.1.

such other period identified in a Proposal (the “Initial Subscription Period”) and, unless otherwise
stated in the Proposal, will automatically renew for additional twelve (12) month periods (each, a
“‘Renewal Subscription Year”), unless either Party notifies the other of its intent not to renew at least
thirty (30) days before the conclusion of the then-current Subscription Term. (The Initial Subscription
Period and each Renewal Subscription Year will each be referred to herein as a “Subscription Term”.)
Motorola may increase Fees prior to any Renewal Subscription Year by notifying Customer of the
proposed increase no later than thirty (30) days prior to commencement of the Renewal Subscription
Year.

Termination. Either Party may terminate the Agreement or the applicable Addendum or Proposal if the
other Party breaches a material obligation under the Agreement and does not cure such breach within
thirty (30) days after receipt of notice of the breach or fails to produce a cure plan within such period of
time. Each Addendum and Proposal may be separately terminable as set forth therein. Notwithstanding
the foregoing, the Customer may terminate this contract at any time, in whole or in part, for convenience,
upon no less than 30 days written notice to Motorola.

Termination for Non-Appropriation. In the event any identified funding is not appropriated or becomes
unavailable, the Customer reserves the right to terminate this Agreement for non-appropriation upon thirty
(30) days’ advance written notice to Motorola. In the event of such termination, Motorola shall be entitled to
compensation for all conforming Products delivered or performed prior to the date of termination.

Suspension of Services. Motorola may promptly terminate or suspend any Products under a Proposal if
Motorola determines: (a) the related Product license has expired or has terminated for any reason; (b) the
applicable Product is being used on a hardware platform, operating system, or version not approved by
Motorola; (c) Customer fails to make any payments when due; or (d) Customer fails to comply with any of
its other obligations or otherwise delays Motorola’s ability to perform.

Wind Down of Subscription. In addition to the termination rights in this Agreement, Motorola may terminate
any Subscription Term, in whole or in part, in the event Motorola plans to cease offering the applicable
Licensed Software or Subscription Services to customers.

Effect of Termination or Expiration. Upon termination for any reason or expiration of this Agreement, an
Addendum, or a Proposal, Customer and the Authorized Users will return or destroy (at Motorola’s option)
all Motorola Materials and Motorola’s Confidential Information in their possession or control and, as
applicable, provide proof of such destruction, except that Equipment purchased by Customer should not be
returned. If Customer has any outstanding payment obligations under this Agreement, Motorola may
accelerate and declare all such obligations of Customer immediately due and payable by Customer.
Notwithstanding the reason for termination or expiration, Customer agrees to pay Motorola for Products
already delivered or performed. Customer has a duty to mitigate any damages under this Agreement,
including in the event of default by Motorola and Customer’s termination of this Agreement.

Equipment. In the event that Customer purchases any Product at a price below the published list price for
such Product in connection with Customer entering into a fixed- or minimum required-term agreement for
Products, and Customer or Motorola terminates the Agreement prior to the expiration of such fixed- or
minimum required-term, then Motorola will have the right to invoice Customer for, and Customer will pay,
the amount of the discount to the published list price for the Product or such other amount set forth in
writing. This Section will not limit any other remedies Motorola may have with respect to an early
termination.

Payment, Invoicing, Delivery and Risk of Loss

The Contract Price of $ 2,670,000.00, excluding taxes, is fully committed and identified, including all
subsequent years of any contracted Services. The Customer will pay all invoices as received from
Motorola subject to the terms of this Agreement and any changes in scope will be subject to the change
order process as described in this Agreement.
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5.2.

5.3.

5.4.

5.5.

5.6.

Motorola acknowledges the Customer may require the issuance(s) of a purchase order or notice to
proceed as part of the Customer’s procurement process. However, Customer agrees that the issuance or
non-issuance of a purchase order or notice to proceed does not preclude the Customer from its contractual
obligations as defined in this Agreement.

Fees. Fees and charges applicable to the Products will be as set forth in the applicable Proposal. Changes
in the scope of Products described in a Proposal that require an adjustment to the Fees will be set forth in
the applicable pricing schedule. The Fees for any Products exclude expenses associated with unusual and
costly Site access requirements (e.g., if Site access requires a helicopter or other equipment), tariffs,
fluctuations in the costs of energy, raw materials, and fuel. Motorola reserves the right to equitably adjust
the Fees for these expenses upon written notice to Customer. Customer will reimburse Motorola for
expenses reasonably incurred by Motorola in connection with the Products. The annual Subscription Fee
for Products may include certain one-time Fees, such as start-up fees, license fees, or other fees set forth
in a Proposal. Motorola may suspend Licensed Software and any Subscription Services if Customer fails
to make any payments within thirty (30) days of invoice due date when due.

Taxes. The Fees do not include any excise, sales, lease, use, property, or other taxes, assessments,
duties, or regulatory charges or contribution requirements (collectively, “Taxes”), all of which will be paid by
Customer, except as exempt by law, unless otherwise specified in a Proposal. If Motorola is required to
pay any Taxes, Customer will reimburse Motorola for such Taxes (including any interest and penalties)
within thirty (30) days after Customer’s receipt of an invoice therefore. Customer will be solely responsible
for reporting the Products for personal property tax purposes, and Motorola will be solely responsible for
reporting taxes on its income and net worth.

Invoicing. Motorola will invoice Customer as described in this Agreement and Customer will pay all
invoices within thirty (30) days of the invoice date or as otherwise specified in writing. In the event
Customer finances the purchase of the Motorola Products contemplated herein via Motorola Solutions
Credit Corporation (“MSCC?”), invoices for such purchase will be paid via the disbursement of the financing
proceeds pursuant to the Equipment Lease - Purchase Agreement executed between the parties and the
payment schedule enclosed therein shall control payment of the related invoices. Late payments will be
subject to interest charges at the maximum rate permitted by law, commencing upon the due date.
Motorola may invoice electronically via email, and Customer agrees to receive invoices via email at the
email address set forth in Section 5.6. Customer acknowledges and agrees that a purchase order or other
notice to proceed is not required for payment for Products.

Payment. Customer will pay invoices for the Products provided under this Agreement in accordance with
the invoice payment terms set forth in Section 5.4. Generally, invoices are issued after shipment of
Equipment or upon Motorola’s delivery of Licensed Software, Customer access to SaaS, or upon System
Completion Date of a Software System, as applicable, but if a specific invoicing or payment schedule is set
forth in the Agreement, such schedule will determine the invoicing cadence.

Motorola will have the right to suspend future deliveries of Products if Customer fails to make any
payments when due.

INVOICING AND SHIPPING ADDRESSES. Invoices will be sent to the Customer at the following
address:

Name: Biddeford Police Department
Address:205 Main Str Bi ford, ME 04
Phone: 207-282-5127

Name: Saco Police Department
Address: 20 Storer Street Saco, Maine 04072.

Phone: 207-284-4535

E-INVOICE. To receive invoices via email:
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5.7.

5.8.

5.9.

Customer Account Number: N/A
Customer Accounts Payable Email: N/A
Customer CC (optional) Email: N/A

The address which is the ultimate destination where the Equipment will be delivered to Customer is:
Biddeford Police Department, 205 Main St, Biddeford, ME 04005,
Police Department.20 Storer Street Maine 04072.

The Equipment will be shipped to the Customer at the following address (insert if this information is known):

Name: Biddeford Police Department
Address:205 Main Street, Biddeford, ME 04005

Phone: 207-282-5127

Name: Saco Police Department
Address: 20 Storer Street Saco. Maine 04072.
Phone: 207-284-4535

Customer may change this information by giving written notice to Motorola.

Delivery, Title and Risk of Loss. Motorola will provide to Customer the Products set forth in a Proposal, in
accordance with the terms of the Agreement. Motorola will, using commercially reasonable practices, pack
the ordered Equipment and ship such Equipment to the Customer address set forth in Section 5.6 or
otherwise provided by Customer in writing, using a carrier selected by Motorola.

Notwithstanding the foregoing and unless otherwise stated in a Equipment Lease - Purchase Agreement,
delivery of Equipment (and any incorporated Licensed Software) will occur, and title and risk of loss for the
Equipment will pass to Customer, upon shipment by Motorola in accordance with ExWorks, Motorola’s
premises (Incoterms 2020). Customer will pay all shipping costs, taxes, and other charges applicable to
the shipment and import or export of the Products and Services, as applicable, and Customer will be
responsible for reporting the Products for personal property tax purposes.

Delivery of Licensed Software for installation on Equipment or Customer-Provided Equipment will occur
upon the earlier of (a) electronic delivery of the Licensed Software by Motorola, or (b) the date Motorola
otherwise makes the Licensed Software available for download or use by Customer. If agreed upon in a
Proposal, Motorola will also provide Services related to such Products. Title to Licensed Software will not
pass to Customer at any time. Delivery of SaaS Products will occur when the Services are made available
to Customer.

Delays. Any shipping dates set forth in a Proposal are approximate, and while Motorola will make
reasonable efforts to ship Products by any such estimated shipping date, Motorola will not be liable for any
delay or related damages to Customer. Time for delivery will not be of the essence, and delays will not
constitute grounds for cancellation, penalties, termination, or a refund.

Future Requlatory Requirements. The Parties acknowledge and agree that certain Products (for example,
cyber services) are in evolving technological areas and therefore, laws and regulations regarding Products
may change. Changes to existing Products required to achieve regulatory compliance may be available for
an additional fee. Any required changes may also impact the price for Products.
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5.10.

6.1.

6.2.

6.3.

6.4.

6.5.

Resale of Equipment. Equipment may contain embedded Licensed Software. If Customer desires to sell its
used Equipment to a third party, Customer must first receive prior written authorization from Motorola,
which will not be unreasonably denied, and obtain written acceptance of the applicable Licensed Software
license terms, including the obligation to pay relevant license fees, from such third party. Customer will
take appropriate security measures when disposing of Equipment, including the deletion of all data stored
in the Equipment.

Sites; Customer-Provided Equipment; Non-Motorola Materials.

Access to Sites. Customer will be responsible for providing all necessary permits, licenses, and other
approvals necessary for the performance, installation and use of the Products at each applicable Site,
including for Motorola to perform its obligations hereunder, and for facilitating Motorola’s access to the
Sites. No waivers of liability will be imposed on Motorola or its subcontractors by Customer or others at
Customer facilities or other Sites, but if and to the extent any such waivers are imposed, the Parties agree
such waivers are void.

Site Conditions. Customer will ensure that (a) all Sites are safe and secure, (b) Site conditions meet all
applicable industry and legal standards (including standards promulgated by OSHA or other governmental
or regulatory bodies), (c) to the extent applicable, Sites have adequate physical space, air conditioning,
and other environmental conditions, electrical power outlets, distribution, equipment, connections, and
telephone or other communication lines (including modem access and interfacing networking capabilities),
and (d) Sites are suitable for the installation, use, and maintenance of the Products. This Agreement is
predicated upon normal soil conditions as defined by the version of E.I.A. standard RS-222 in effect on the
Effective Date.

Site Issues. Upon its request, which will not be unreasonably denied, Motorola will have the right to inspect
the Sites and advise Customer of any deficiencies or non-conformities with the requirements of this
Section 6 — Sites; Customer-Provided Equipment; Non-Motorola Materials. If Motorola or Customer
identifies any deficiencies or non-conformities, Customer will promptly remediate such issues or the
Parties will select a replacement Site. If a Party determines that a Site identified in a Proposal is not
acceptable or desired, the Parties will cooperate to investigate the conditions and select a replacement
Site or otherwise adjust the installation plans and specifications as necessary. A change in Site or
adjustment to the installation plans and specifications may cause a change in the Fees or performance
schedule under the applicable Proposal.

Customer-Provided Equipment. Customer will be responsible, at its sole cost and expense, for providing
and maintaining the Customer-Provided Equipment in good working order. Customer represents and
warrants that it has all rights in Customer-Provided Equipment to permit Motorola to access and use the
applicable Customer-Provided Equipment to provide the Products under this Agreement, and such access
and use will not violate any laws or infringe any third-party rights (including intellectual property rights).
Customer (and not Motorola) will be fully liable for Customer-Provided Equipment, and Customer will
immediately notify Motorola of any Customer-Provided Equipment damage, loss, change, or theft that may
impact Motorola’s ability to provide the Products under this Agreement, and Customer acknowledges that
any such events may cause a change in the Fees or performance schedule under the applicable Proposal.

Non-Motorola Materials. In certain instances, Customer may be permitted to access, use, or integrate
Non-Motorola Materials with or through the Products. If Customer accesses, uses, or integrates any
Non-Motorola Materials with the Products, Customer will first obtain all necessary rights and licenses to
permit Customer’s and its Authorized Users’ use of the Non-Motorola Materials in connection with the
Products. Customer will also obtain the necessary rights for Motorola to use such Non-Motorola Materials
in connection with providing the Products, including the right for Motorola to access, store, and process
such Non-Motorola Materials (e.g., in connection with SaaS Products), and to otherwise enable
interoperation with the Products. Customer represents and warrants that it will obtain the foregoing rights
and licenses prior to accessing, using, or integrating the applicable Non-Motorola Materials with the
Products, and that Customer and its Authorized Users will comply with any terms and conditions applicable
to such Non-Motorola Materials. If any Non-Motorola Materials requires access to Customer Data,
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6.6.

6.7.

6.8.

6.9.

6.10.

71.

7.2.

7.3.

Customer hereby authorizes Motorola to allow the provider of such Non-Motorola Materials to access
Customer Data, in connection with the interoperation of such Non-Motorola Materials with the Products.

Customer acknowledges and agrees that Motorola is not responsible for, and makes no representations or
warranties with respect to, the Non-Motorola Materials (including any disclosure, modification, or deletion
of Customer Data resulting from use of Non-Motorola Materials or failure to properly interoperate with the
Products). If Customer receives notice that any Non-Motorola Materials must be removed, modified, or
disabled within the Products, Customer will promptly do so. Motorola will have the right to disable or
remove Non-Motorola Materials if Motorola believes a violation of law, third-party rights, or Motorola’s
policies is likely to occur, or if such Non-Motorola Materials poses or may pose a security or other risk or
adverse impact to the Products, Motorola, Motorola’s systems, or any third party (including other Motorola
customers).

Motorola may provide certain Non-Motorola Materials as an authorized sales representative of a third party
as set out in a Proposal. As an authorized sales representative, the third party’s terms and conditions will
apply to any such sales. Any orders for such Non-Motorola Materials will be fulfilled by the third party.

End User Licenses. Notwithstanding any provision to the contrary in the Agreement, certain Non-Motorola
Materials software are governed by a separate license, EULA, or other agreement, including terms
governing third-party equipment or software, such as open source software, included in the Products.
Customer will comply, and ensure its Authorized Users comply, with any such additional terms applicable
to third-party equipment or software. Certain third party flow-down terms applicable to Motorola Products

may apply.

Prohibited Use. Customer will not integrate or use, or permit a third party or an Authorized User to
integrate or use, any Non-Motorola Materials with or in connection with a Software System or other
Licensed Software provided by Motorola under this Agreement, without the express written permission of
Motorola.

API and Client Support. Motorola will use reasonable efforts to maintain its Application Programming
Interfaces (APIs) for each Software System, understanding that APIs will evolve. Motorola will support
each API version for 6 months after introduction but may discontinue support with reasonable notice or
without notice if a security risk is present. For Licensed Software requiring a local client installation,
Customer is responsible for installing the current version. Motorola will support each client version for 45
days after its release but may update the client at any time, and does not guarantee support for prior client
versions.

Representations and Warranties.

Mutual Representations and Warranties. Each Party represents and warrants to the other Party that (a) it
has the right to enter into, and execute, the Agreement and perform its obligations hereunder, and (b) the
Agreement will be binding on such Party.

System Warranty. Subject to the disclaimers and exclusions below, Motorola represents and warrants
that, on the date of System Acceptance (for Communications Systems), System Completion Date (for
Software Systems), or delivery, as applicable (a) the Communications System will perform in accordance
with the descriptions in the applicable Proposal in all material respects, (b) the Software System will
perform in accordance with the descriptions in the applicable Proposals in all material respects, and (c) if
Customer has purchased any Licensed Software (but, for clarity, excluding SaaS Products) as part of such
Communications System or Software System, the warranty period applicable to such Licensed Software
will continue for a period of one (1) year commencing upon System Acceptance, System Completion, or
date the Licensed Software is delivered (the “Warranty Period”).

Communications Systems. During the Warranty Period, in addition to warranty services, Motorola will
provide Maintenance and Support Services for the Equipment and support for the Motorola Licensed
Software in Communication Systems pursuant to the applicable maintenance and support Proposal.
Support for the Licensed Software will be in accordance with Motorola's established Software Support
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7.4.

7.5.

7.6.

7.7.

7.8.

7.9.

7.10.

Policy (“SwSP”). If Customer wishes to purchase (a) additional Maintenance and Support Services during
the Warranty Period; or (b) continue or expand maintenance, software support, installation, and/or
Motorola’s LMS after the Warranty Period, Motorola will provide the description of and pricing for such
services in a separate proposal document and such terms will be agreed upon in a Proposal. Unless
otherwise agreed by the Parties in writing, the terms and conditions of the MSLMA referenced in Section
3.2.2 will govern the provision of such Services.

SaaS. SaaS Products do not qualify for the System Warranty above.

Motorola Warranties - Services. Subject to the disclaimers and exclusions below, Motorola represents and
warrants that (a) Services will be provided in a good and workmanlike manner and will conform in all
material respects to the descriptions in the applicable Proposal; and (b) for a period of ninety (90) days
commencing upon the Service Completion Date for one-time Services, the Services will be free of material
defects in materials and workmanship. Other than as set forth in subsection (a) above, recurring Services
are not warranted but rather will be subject to the requirements of the applicable Addendum or Proposal.

Motorola Warranties - Equipment. Subject to the disclaimers and exclusions set forth below, (a) for a

period of one (1) year commencing upon the delivery of Motorola-manufactured Equipment under Section
5.7 — Delivery, Title and Risk of Loss, Motorola represents and warrants that such
Motorola-manufactured Equipment, under normal use, will be free from material defects in materials and
workmanship; and (b) the warranties applicable to Motorola-manufactured Equipment set forth in herein
shall be applicable to all radio Equipment purchased hereunder whether or not such Equipment was
manufactured by Motorola.

Warranty Claims; Remedies. To assert a warranty claim, Customer must notify Motorola in writing of the
claim prior to the expiration of any warranty period set forth in this Agreement. Unless a different remedy is
otherwise expressly set forth herein, upon receipt of such claim, Motorola will investigate the claim and use
commercially reasonable efforts to repair or replace any confirmed materially non-conforming Product or
re-perform any non-conforming Service, at its option. Such remedies are Customer’s sole and exclusive
remedies for Motorola’s breach of a warranty. Motorola’s warranties are extended by Motorola to Customer
only, and are not assignable or transferable.

Pass-Through Warranties. Notwithstanding any provision of this Agreement to the contrary, Motorola will
have no liability for third-party software or hardware provided by Motorola; provided, however, that to the
extent offered by third-party providers of software or hardware and to the extent permitted by law, Motorola
will pass through express warranties provided by such third parties.

WARRANTY DISCLAIMER. EXCEPT FOR THE EXPRESS AND PASS THROUGH WARRANTIES IN
THIS AGREEMENT, PRODUCTS AND SERVICES PURCHASED HEREUNDER ARE PROVIDED “AS 1S”
AND WITH ALL FAULTS. WARRANTIES SET FORTH IN THE AGREEMENT ARE THE COMPLETE
WARRANTIES FOR THE PRODUCTS AND SERVICES AND MOTOROLA DISCLAIMS ALL OTHER
WARRANTIES OR CONDITIONS, EXPRESS OR IMPLIED, INCLUDING IMPLIED WARRANTIES OF
MERCHANTABILITY, NON-INFRINGEMENT, FITNESS FOR A PARTICULAR PURPOSE, TITLE, AND
QUALITY. MOTOROLA DOES NOT REPRESENT OR WARRANT THAT USE OF THE PRODUCTS AND
SERVICES WILL BE UNINTERRUPTED, ERROR-FREE, OR FREE OF SECURITY VULNERABILITIES,
OR THAT THEY WILL MEET CUSTOMER’S PARTICULAR REQUIREMENTS.

ADDITIONAL WARRANTY EXCLUSIONS. NOTWITHSTANDING ANY PROVISION OF THE
AGREEMENT TO THE CONTRARY, MOTOROLA WILL HAVE NO LIABILITY FOR (A) DEFECTS IN OR
DAMAGE TO PRODUCTS RESULTING FROM USE OTHER THAN IN THE NORMAL AUTHORIZED
MANNER, OR FROM ACCIDENT, LIQUIDS, OR NEGLECT; (B) TESTING, MAINTENANCE, REPAIR,
INSTALLATION, OR MODIFICATION BY PARTIES OTHER THAN MOTOROLA; (C) CUSTOMER’S OR
ANY AUTHORIZED USER’S FAILURE TO COMPLY WITH INDUSTRY AND OSHA OR OTHER LEGAL
STANDARDS; (D) DAMAGE TO RADIO ANTENNAS, UNLESS CAUSED BY DEFECTS IN MATERIAL
OR WORKMANSHIP; (E) EQUIPMENT WITH NO SERIAL NUMBER; (F) BATTERIES OR
CONSUMABLES; (G) FREIGHT COSTS FOR SHIPMENT TO REPAIR DEPOTS; (H) COSMETIC
DAMAGE THAT DOES NOT AFFECT OPERATION; (I) NORMAL WEAR AND TEAR; (J) ISSUES OR
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OBSOLESCENCE OF LICENSED SOFTWARE DUE TO CHANGES IN CUSTOMER OR AUTHORIZED
USER REQUIREMENTS, EQUIPMENT, OR SYSTEMS; (K) TRACKING AND LOCATION-BASED
SERVICES; OR (L) BETA SERVICES.

8. Indemnification.

8.1. General Indemnity. Motorola will defend, indemnify, and hold Customer harmless from and against any
and all damages, losses, liabilities, and expenses (including reasonable fees and expenses of attorneys)
arising from any actual third-party claim, demand, action, or proceeding (“Claim”) for personal injury, death,
or direct damage to tangible property to the extent caused by Motorola’s negligence, gross negligence or
willful misconduct while performing its duties under this Agreement, except to the extent the claim arises
from Customer’s negligence or willful misconduct. Motorola’s duties under this Section 8.1 — General
Indemnity are conditioned upon: (a) Customer promptly notifying Motorola in writing of the Claim; (b)
Motorola having sole control of the defense of the suit and all negotiations for its settlement or compromise
to the extent allowed by applicable law; and (c) Customer cooperating with Motorola and, if requested by
Motorola, providing reasonable assistance in the defense of the Claim. Notwithstanding the foregoing, the
provision of indemnification to Customer under this Section 8.1 shall not be construed to waive or
otherwise limit any immunity or limitation of liability available to Customer under the Maine Tort Claims Act,
14 M.R.S. Sec. 8101, et seq., or under otherwise applicable law.

8.2. |Intellectual Property Infringement. Motorola will defend Customer against any third-party claim alleging that
a Motorola-developed or manufactured Product (the “Infringing Product”) directly infringes a United States
patent or copyright (“Infringement Claim”), and Motorola will pay all damages finally awarded against
Customer by a court of competent jurisdiction for an Infringement Claim, or agreed to in writing by Motorola
in settlement of an Infringement Claim. Motorola’s duties under this Section 8.2 — Intellectual Property
Infringement are conditioned upon: (a) Customer promptly notifying Motorola in writing of the Infringement
Claim; (b) Motorola having sole control of the defense of the suit and all negotiations for its settlement or
compromise; and (c) Customer cooperating with Motorola and, if requested by Motorola, providing
reasonable assistance in the defense of the Infringement Claim.

8.2.1. If an Infringement Claim occurs, or in Motorola’s opinion is likely to occur, Motorola may at its option
and expense: (a) procure for Customer the right to continue using the Infringing Product; (b) replace or
modify the Infringing Product so that it becomes non-infringing; or (c) grant Customer (i) a prorated
refund of any amounts pre-paid for the Infringing Product (if the Infringing Product is Licensed Software)
or (ii) a credit for the Infringing Product, less a reasonable charge for depreciation (if the Infringing
Product is Equipment, including Equipment with embedded Licensed Software).

8.2.2. In addition to the other damages disclaimed under this Agreement, Motorola will have no duty to defend
or indemnify Customer for any Infringement Claim that arises from or is based upon: (a) Customer
Data, Customer-Provided Equipment, Non-Motorola Materials, or third-party equipment, hardware,
software, data, or other third-party materials; (b) the combination of the Product with any products or
materials not provided by Motorola; (c) a Product designed, modified, or manufactured in accordance
with Customer’s designs, specifications, guidelines or instructions; (d) a modification of the Product by a
party other than Motorola; (e) use of the Product in a manner for which the Product was not designed or
that is inconsistent with the terms of this Agreement; or (f) the failure by Customer to use or install an
update to the Product that is intended to correct the claimed infringement. In no event will Motorola’s
liability resulting from an Infringement Claim extend in any way to any payments due on a royalty basis,
other than a reasonable royalty based upon revenue derived by Motorola from Customer from sales or
license of the Infringing Product.

8.2.3. This Section 8.2 — Intellectual Property Infringement provides Customer’s sole and exclusive
remedies and Motorola’s entire liability in the event of an Infringement Claim.

8.3. Customer Indemnity. To the extent allowed by applicable law, Customer will defend, indemnify, and hold
Motorola and its subcontractors, subsidiaries and other affiliates harmless from and against any and all
damages, losses, liabilities, and expenses (including reasonable fees and expenses of attorneys) arising
from any actual or threatened third-party claim, demand, action, or proceeding arising from or related to (a)
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9.1.

9.2.

9.3.

Customer-Provided Equipment, Customer Data, or Non-Motorola Materials, including any claim, demand,
action, or proceeding alleging that any such equipment, data, or materials (or the integration or use thereof
with the Products) infringes or misappropriates a third-party intellectual property or other right, violates
applicable law, or breaches the Agreement; (b) Customer-Provided Equipment’s failure to meet the
minimum requirements set forth in the applicable Documentation or match the applicable specifications
provided to Motorola by Customer in connection with the Products; (c) Customer’s (or its service providers,
agents, employees, or Authorized User’s) negligence or willful misconduct; and (d) Customer’s or its
Authorized User’s breach of this Agreement. This indemnity will not apply to the extent any such claim is
caused by Motorola’s use of Customer-Provided Equipment, Customer Data, or Non-Motorola Materials in
violation of the Agreement. Motorola will give Customer prompt, written notice of any claim subject to the
foregoing indemnity. Motorola will, at its own expense, cooperate with Customer in its defense or
settlement of the claim.

Limitation of Liability.

EXCEPT FOR PERSONAL INJURY OR DEATH, THE TOTAL AGGREGATE LIABILITY OF MOTOROLA,
ITS AFFILIATES, AND ITS AND THEIR RESPECTIVE OFFICERS, DIRECTORS, EMPLOYEES,
SUBCONTRACTORS, AGENTS, SUCCESSORS, AND ASSIGNS (COLLECTIVELY, THE “MOTOROLA
PARTIES”), WHETHER BASED ON A CLAIM IN CONTRACT OR IN TORT, LAW OR EQUITY, RELATING
TO OR ARISING OUT OF THE AGREEMENT WILL NOT EXCEED THE FEES, OR PORTION OF FEES,
RELATED TO THE PRODUCT UNDER WHICH THE CLAIM AROSE. WITH RESPECT TO ANY
RECURRING SERVICES, THE MOTOROLA PARTIES’ TOTAL AGGREGATE LIABILITY FOR ALL
CLAIMS RELATED TO SUCH RECURRING SERVICES WILL NOT EXCEED THE TOTAL FEES PAID
FOR THE APPLICABLE PRODUCT DURING THE CONSECUTIVE TWELVE (12) MONTH PERIOD
IMMEDIATELY PRECEDING THE EVENT FROM WHICH THE FIRST CLAIM AROSE. EXCEPT FOR
PERSONAL INJURY OR DEATH, THE MOTOROLA PARTIES WILL NOT BE LIABLE IN CONNECTION
WITH THIS AGREEMENT (WHETHER UNDER MOTOROLA'S INDEMNITY OBLIGATIONS, A CAUSE
OF ACTION FOR BREACH OF CONTRACT, UNDER TORT THEORY, OR OTHERWISE) FOR ANY
INDIRECT, INCIDENTAL, SPECIAL, EXEMPLARY, PUNITIVE, OR CONSEQUENTIAL DAMAGES OR
DAMAGES FOR LOST PROFITS OR REVENUES, EVEN IF MOTOROLA HAS BEEN ADVISED BY
CUSTOMER OR ANY THIRD PARTY OF THE POSSIBILITY OF SUCH DAMAGES OR LOSSES AND
WHETHER OR NOT SUCH DAMAGES OR LOSSES ARE FORESEEABLE.

EXCLUSIONS FROM LIABILITY. NOTWITHSTANDING ANY OTHER PROVISION OF THIS
AGREEMENT, MOTOROLA WILL HAVE NO LIABILITY FOR DAMAGES ARISING OUT OF (A)
CUSTOMER DATA, INCLUDING ITS TRANSMISSION TO MOTOROLA, OR ANY OTHER DATA
AVAILABLE THROUGH THE PRODUCTS; (B) CUSTOMER-PROVIDED EQUIPMENT OR SITES;
NON-MOTOROLA MATERIALS; THIRD-PARTY EQUIPMENT, HARDWARE, SOFTWARE, DATA, OR
CONTENT; OR UNKNOWN OR UNAUTHORIZED COMBINATION OF PRODUCTS AND SERVICES; (C)
LOSS OF DATA, HACKING, RANSOMWARE, THIRD-PARTY ATTACKS OR DEMANDS; (D)
MODIFICATION OF PRODUCTS NOT AUTHORIZED BY MOTOROLA; (E) RECOMMENDATIONS
PROVIDED IN CONNECTION WITH THE PRODUCTS PROVIDED UNDER THIS AGREEMENT; (F)
DATA RECOVERY SERVICES OR DATABASE MODIFICATIONS; OR (G) CUSTOMER’S OR ANY
AUTHORIZED USER’S BREACH OF THIS AGREEMENT OR MISUSE OF THE PRODUCTS.

IN ADDITION TO THE FOREGOING EXCLUSIONS FROM DAMAGES, AND NOTWITHSTANDING ANY
PROVISION OF THE AGREEMENT TO THE CONTRARY, MOTOROLA WILL HAVE NO LIABILITY FOR
(A) INTERRUPTION OR FAILURE OF CONNECTIVITY, VULNERABILITIES, OR SECURITY EVENTS;
(B) DISRUPTION OF OR DAMAGE TO CUSTOMER’S OR THIRD PARTIES’ SYSTEMS, EQUIPMENT,
OR DATA, INCLUDING DENIAL OF ACCESS TO USERS, OR SHUTDOWN OF SYSTEMS CAUSED BY
INTRUSION DETECTION SOFTWARE OR HARDWARE; (C) AVAILABILITY OR ACCURACY OF ANY
DATA AVAILABLE THROUGH SOFTWARE-AS-A-SERVICE, OR INTERPRETATION, USE, OR MISUSE
THEREOF; (D) TRACKING AND LOCATION-BASED SERVICES; OR (E) BETA SERVICES.

Statute of Limitations. Customer may not bring any claims against a Motorola Party in connection with this
Agreement or the Products and Services more than six (6) years after the date of accrual of the cause of
action.
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10. Confidentiality.

10.1. Confidential Information. Customer and Motorola agree that, subject to any applicable freedom of
information or public records legislation, Motorola’s Confidentiality Terms apply to information shared
between the Parties.

1. Proprietary Rights; Data; Feedback.

11.1. Motorola Materials. Customer acknowledges that Motorola may use or provide Customer with access to
“Motorola Materials”. Except when Motorola has expressly transferred title or other interest to Customer in
writing, the Motorola Materials are the property of Motorola or its licensors, and Motorola or its licensors
retain all right, title and interest in and to the Motorola Materials (including, all rights in patents, copyrights,
trademarks, trade names, trade secrets, know-how, other intellectual property and proprietary rights, and
all associated goodwill and moral rights).

This Agreement does not grant to Customer any shared development rights in or to any Motorola Materials
or other intellectual property, and Customer agrees to execute any documents and take any other actions
reasonably requested by Motorola to effectuate the foregoing. Motorola and its licensors reserve all rights
not expressly granted to Customer, and no rights, other than those expressly granted herein, are granted
to Customer by implication, estoppel or otherwise. Customer will not modify, disassemble, reverse
engineer, derive source code or create derivative works from, merge with other software, distribute,
sublicense, sell, or export the Products and Services or other Motorola Materials, or permit any third party
to do so.

11.2. Ownership of Customer Data. Customer retains all right, title and interest, including intellectual property
rights, if any, in and to Customer Data. Motorola acquires no rights to Customer Data except those rights
granted under this Agreement including the right to Process (as defined in the DPA) and use the Customer
Data as set forth in the DPA.

11.3. FEeedback. Any Feedback provided by Customer is entirely voluntary, and will not create any confidentiality
obligation for Motorola, even if designated as confidential by Customer. Motorola may use, reproduce,
license, and otherwise distribute and exploit the Feedback without any obligation or payment to Customer
or Authorized Users and Customer represents and warrants that it has obtained all necessary rights and
consents to grant Motorola the foregoing rights.

11.4. Improvements; Products and Services. The Parties agree that, notwithstanding any provision of this
Agreement to the contrary, all fixes, modifications and improvements to the Services or Products
conceived of or made by or on behalf of Motorola that are based either in whole or in part on the
Feedback, Customer Data, or Service Use Data (or otherwise) are the exclusive property of Motorola and
all right, title and interest in and to such fixes, modifications or improvements will vest solely in Motorola.
Customer agrees to execute any written documents necessary to assign any intellectual property or other
rights it may have in such fixes, modifications or improvements to Motorola.

12. Acceptance

12.1. Communications System Acceptance. Unless further defined in the applicable Proposal or Statement of
Work, System Acceptance for a Communications System occurs upon successful completion of
Acceptance Tests as detailed in the Acceptance Test Plan. Motorola will provide ten days' notice before
testing begins, and upon successful completion, both parties will sign an acceptance certificate. If the plan
includes tests for subsystems or phases, acceptance occurs upon successful completion of those tests
and separate certificates will be issued. If Customer believes the system has failed, they must provide a
detailed written notice within thirty days; otherwise, System Acceptance is deemed to have occurred.
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13.

13.1.

13.2.

14.

14.1.

14.2.

14.3.

15.

15.1.

Minor, non-material issues will not delay acceptance but will be addressed per a mutually agreed schedule.
Customer use of the system before System Acceptance requires Motorola's written authorization and
transfers responsibility for system operation to the Customer. Software System Completion is defined by
Customer's Beneficial Use of each Product within the system, with Beneficial Use deemed to occur thirty
days after functional demonstration if not otherwise defined in the Proposal.

Force Majeure; Delays Caused by Customer.

Force Majeure. Except for Customer’s payment obligations hereunder, neither Party will be responsible for
nonperformance or delayed performance due to events outside of its reasonable control. If performance
will be significantly delayed, the affected Party will provide notice to the other Party, and the Parties will
agree (in writing) upon a reasonable extension to any applicable performance schedule.

Delays Caused by Customer. Motorola’s performance of the Products will be excused for delays caused
by Customer or its Authorized Users or subcontractors, or by failure of any assumptions set forth in this
Agreement (including in any Addendum or Proposal). In the event of a delay under this Section 13.2 —
Delays Caused by Customer, (a) Customer will continue to pay the Fees as required hereunder, (b) the
Parties will agree (in writing) upon a reasonable extension to any applicable performance schedule, and (c)
Customer will compensate Motorola for its out-of-pocket costs incurred due to the delay (including those
incurred by Motorola’s affiliates, vendors, and subcontractors).

Disputes. The Parties will use the following procedure to resolve any disputes relating to or arising out
of this Agreement (each, a “Dispute”):

Governing Law. All matters relating to or arising out of the Agreement are governed by the laws of the
State of Maine, unless Customer is the United States Government (or an agency thereof) or a state
government or state agency or local municipality within the United States, in which case all matters relating
to or arising out of the Agreement will be governed by the laws of the State in which the Products and
Services are provided. The terms of the U.N. Convention on Contracts for the International Sale of Goods
and the Uniform Computer Information Transactions Act will not apply.

Negotiation: Mediation. The Parties will attempt to timely resolve the Dispute promptly through good faith
negotiations. Either Party may initiate dispute resolution procedures by sending a notice of Dispute
(“Notice of Dispute”) to the other Party. The Parties will choose an independent mediator within thirty (30)
days of such Notice of Mediation. Neither Party may unreasonably withhold consent to the selection of a
mediator, but if the Parties are unable to agree upon a mediator, either Party may request that the
American Arbitration Association nominate a mediator. Each Party will bear its own costs of mediation, but
the Parties will share the cost of the mediator equally. Unless otherwise agreed in writing, all in person
meetings under this Section 14.2 — Negotiation; Mediation will take place in Portland, Maine, and all
communication relating to the Dispute resolution will be maintained in strict confidence by the Parties.
Notwithstanding the foregoing, any Dispute arising from or relating to Motorola’s intellectual property rights
must be decided by a court of competent jurisdiction, in accordance with Section 14.3 - Litigation,
Venue, Jurisdiction below.

Litigation, Venue, Jurisdiction. If the Dispute has not been resolved by mediation within sixty (60) days
from the Notice of Mediation, either Party may submit the Dispute exclusively to a court in York County,
Maine, or in the case the Customer is the United States, a state agency, or local municipality, then the
appropriate court in the State in which the Products and Services are provided. Each Party expressly
consents to the exclusive jurisdiction of such courts for resolution of any Dispute and to enforce the
outcome of any mediation.

General.

Compliance with Laws. Each Party will comply with applicable laws in connection with the performance of
its obligations under this Agreement, including that Customer will ensure its and its Authorized Users’ use
of the Products complies with law (including privacy laws), and Customer will obtain any FCC, FAA, and
other licenses or authorizations (including licenses or authorizations required by foreign regulatory bodies)

Motorola Solutions, Inc
US MCA v2.1 14

Page 36 of 303



required for its and its Authorized Users’ use of the Products. Motorola may, at its discretion, cease
providing or otherwise modify Products (or any terms related thereto in an Addendum or Proposal), in
order to comply with any changes in applicable law.

15.2. Audit; Monitoring. Motorola will have the right to monitor and audit use of the Products, including an audit
of total user licenses credentialed by Customer for any Licensed Software or SaaS Products, which may
also include access by Motorola to Customer Data and Service Use Data. Customer will provide notice of
such monitoring to its Authorized Users and obtain any required consents, including individual end users,
and will cooperate with Motorola in any monitoring or audit. Customer will maintain during the Term, and
for two (2) years thereafter, accurate records relating to any licenses granted under this Agreement to
verify compliance with this Agreement. Motorola or a third party (“Auditor”) may inspect Customer’s and, as
applicable, Authorized Users’ premises, books, and records. Motorola will pay expenses and costs of the
Auditor, unless Customer is found to be in violation of the terms of the Agreement, in which case Customer
will be responsible for such expenses and costs. In the event Motorola determines that Customer’s usage
of the Licensed Software or SaaS Product exceeded the number of licenses purchased by Customer at a
given time, Motorola may invoice Customer for the additional licenses used by Customer, pro-rated for
each additional license from the date such license was activated, and Customer will pay such invoice in
accordance with the payment terms in the Agreement.

15.3. Assignment and Subcontracting. Neither Party may assign or otherwise transfer this Agreement without
the prior written approval of the other Party. Motorola may assign or otherwise transfer this Agreement or
any of its rights or obligations under this Agreement without consent (a) for financing purposes, (b) in
connection with a merger, acquisition or sale of all or substantially all of its assets, (c) as part of a
corporate reorganization, or (d) to a subsidiary corporation. Subject to the foregoing, this Agreement will be
binding upon the Parties and their respective successors and assigns. Motorola may subcontract any of
the work, but subcontracting will not relieve Motorola of its duties under this Agreement.

15.4. Waiver. A delay or omission by either Party to exercise any right under this Agreement will not be
construed to be a waiver of such right. A waiver by either Party of any of the obligations to be performed
by the other, or any breach thereof, will not be construed to be a waiver of any succeeding breach or of
any other obligation. All waivers must be in writing and signed by the Party waiving its rights.

15.5. Severability. If any provision of the Agreement is found by a court of competent jurisdiction to be invalid,
illegal, or otherwise unenforceable, such provision will be deemed to be modified to reflect as nearly as
possible the original intentions of the Parties in accordance with applicable law. The remaining provisions
of this Agreement will not be affected, and each such provision will be valid and enforceable to the full
extent permitted by applicable law.

15.6. Independent Contractors. Each Party will perform its duties under this Agreement as an independent
contractor. The Parties and their personnel will not be considered to be employees or agents of the other
Party. Nothing in this Agreement will be interpreted as granting either Party the right or authority to make
commitments of any kind for the other. This Agreement will not constitute, create, or be interpreted as a
joint venture, partnership, or formal business organization of any kind.

15.7. Third-Party Beneficiaries. The Agreement is entered into solely between, and may be enforced only by, the
Parties. Each Party intends that the Agreement will not benefit, or create any right or cause of action in or
on behalf of, any entity other than the Parties. Notwithstanding the foregoing, a licensor or supplier of
third-party software included in the software Products will be a direct and intended third-party beneficiary of
this Agreement.

15.8. [nterpretation. The section headings in this Agreement are included only for convenience The words
“‘including” and “include” will be deemed to be followed by the phrase “without limitation”. This Agreement
will be fairly interpreted in accordance with its terms and conditions and not for or against either Party.

15.9. Notices. Notices required under this Agreement to be given by one Party to the other must be in writing
and either personally delivered or sent to the address provided by the other Party by certified mail, return
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receipt requested and postage prepaid (or by a recognized courier service, such as FedEx, UPS, or DHL),
and will be effective upon receipt.

15.10. Cumulative Remedies. Except as specifically stated in this Agreement, all remedies provided for in this
Agreement will be cumulative and in addition to, and not in lieu of, any other remedies available to either
Party at law, in equity, by contract, or otherwise. Except as specifically stated in this Agreement, the
election by a Party of any remedy provided for in this Agreement or otherwise available to such Party will
not preclude such Party from pursuing any other remedies available to such Party at law, in equity, by
contract, or otherwise.

15.11. Survival. The following provisions will survive the expiration or termination of this Agreement for any
reason: Section 3.5 — Customer Obligations; Section 4.6 — Effect of Termination or Expiration; Section 5 —
Payment and Invoicing; Section 7.9 — Warranty Disclaimer; Section 7.10 - Additional Warranty Exclusions;
Section 8.1, General Indemnity; Section 8.3 — Customer Indemnity; Section 9 — Limitation of Liability;
Section 10 — Confidentiality; Section 11 — Proprietary Rights; Data; Feedback; Section 13 — Force Majeure;
Delays Caused by Customer; Section 14 — Disputes; and Section 15 — General.

15.12. Entire Agreement. This Agreement, including all Addenda, and Proposals, constitutes the entire agreement
of the Parties regarding the subject matter hereto, and supersedes all previous agreements, proposals,
and understandings, whether written or oral, relating to this subject matter. This Agreement may be
executed in multiple counterparts, and will have the same legal force and effect as if the Parties had
executed it as a single document. The Parties may sign in writing or by electronic signature. An electronic
signature, facsimile copy, or computer image of a signature, will be treated, and will have the same effect
as an original signature, and will have the same effect, as an original signed copy of this document. This
Agreement may be amended or modified only by a written instrument signed by authorized representatives
of both Parties. The preprinted terms and conditions found on any Customer purchase order,
acknowledgment, or other form will not be considered an amendment or modification or part of this
Agreement, even if a representative of each Party signs such document.

The Parties hereby enter into this MCA as of the Effective Date.

Motorola Solutions, Inc. Customer: Biddeford Police Department
By: By:

Name: Name:

Title: Title:

Date: Date:

Motorola Solutions, Inc
US MCA v2.1 16
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2025.113 IN BOARD OF CITY COUNCIL...... SEPTEMBER 2, 2025

BE IT ORDERED, that the City Council of the City of Biddeford does hereby approve

recommendation No. 2 for the FY26 Capital Improvement Projects allocation for capital
projects as referenced in the “FY26 CIP Allocation No. 2 Detail Sheet” as recommended
by the Capital Projects / Operations Committee on August 13, 2025.

Note: The budgeted FY26 CIP amount equals $2,148,710 within account 21201-60900.

September 2, 2025

Motion: Councilor Belanger
Second: Councilor Lessard
Vote: Unanimous in favor.

Motion passed.

Attest by: / / 2 K“‘

Robin Patterson, City Clerk
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FY26 CIP Allocation No. 2 Detail Sheet

FY26 CIP - Capital Projects / Operations Committee Recommendation No. 2 - Summary

FY26 CIP Approved Budget
Allocation #1
Balance
Allocation #2

$ 2,148,710
S 835,700
$ 1,313,010

BFD-FY26-004-Standpipe Hose Pack & Equipment Replacement
BFD-FY26-001-Rescue Air Bags Replacement
BPD-FY26-001-CAD/RMS System ($500,000 financed)
DPW-FY26-003-3 Recycling 30-Yard Roll-Off Container

Unallocated FY26 CIP Funds

$ 18,000.00
$ 14,000.00
$ 111,313.00
$
$

18,975.00

162,288.00

$1,150,722.00
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City Council

Meeting Date: September 2, 2025

Meeting Time: 6:00 PM

Agenda Item No: 8.c

Item Description: 2025.113 Approval Allocation No. 2 of FY26 Capital Improvement Funds
Submitted By: Brian S. Phinney, COO

Key Terms:

Executive Summary:

The FY2026 Budget appropriated $2,148,710 for capital improvement projects (CIP), with
allocations reviewed by the Capital Projects/Operations Committee in May, June, and August.
The City Council previously approved $835,700 in June, leaving $1,313,010 unallocated.
Following notice that Bateman Partners LLC will not pursue LIHTC funding for the Forest Green
Apartment Complex, the Committee redirected $1,000,000 of FY26 CIP funds to cover a
potential funding gap in the Main Street Pump Station Project. The Committee also
recommended additional CIP allocations totaling $162,288, supporting equipment and system
replacements across Fire, Police, and Public Works. These allocations are included in Order
2025.114 for Council consideration.

Staff recommends acceptance of Capital Projects/Operations Committee Recommendation No.
2 in the amount of $162,288. Approval of this allocation will enable departments to begin the
procurement process in compliance with City purchasing rules. Based on current thresholds,
three items will require Finance Committee approval and one item, the Biddeford Police
CAD/RMS system, will require City Council approval. Adoption of these allocations will support
priority capital needs while maintaining a remaining balance of $150,722 in FY26 CIP funds.

Detailed Review:

The FY2026 Budget included an appropriation for capital improvement projects (CIP) in the
amount of $2,148,710. The Capital Projects / Operations Committee (Committee) is charged
with recommending the allocation of the CIP funds to the City Council for adoption. The

Committee met on June 11" to review and make allocation recommendations for the FY2026
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CIP and again on August 13™ to review allocation of the balance of the funds. The June 11t
meeting materials, including meeting video and supporting documentation, are available via

this link. The August 13th meeting materials, including meeting video and supporting
documentation, are available via this link. An earlier Capital Projects / Operations Committee
Meeting occurred in May to present the FY26 CIP requests. The May meeting materials,
including meeting video and supporting documentation, are available via this link.

As presented to the Committee in May, the CIP funds are divided across three main categories
- capital vehicle purchases, capital projects, and capital paving. The proposal is to assign
approximately $422,300 to vehicle purchases, approximately $900,000 to capital paving, and
approximately $806,410 to CIP projects. The City Council is aware that the City is behind
schedule to complete the FY24 Annual Comprehensive Financial Report (ACFR), commonly
referred to as the "annual audit". Finance staff have been working with a consultant to balance
the various accounts and ledgers for FY24 and FY25. This work delayed the typical allocation
process. Without accurate account balance data for projects, it is difficult to ensure accurate
allocation of funds. This impacted the proposed paving allocation and project allocation. The
Committee opted to make allocations in phases to allow existing paving projects to move
forward, vehicle purchase orders to be placed, and one of the projects to get underway. The

first allocation in the amount of $835,700 was approved by the City Council at the June 17th
meeting, leaving a balance of $1,313,010.

The Committee met again on August 13™'to review and allocate the balance of the funds.
Instead, the recent notice by Bateman Partners LLC, the developers of the Forest Green
Apartment Complex, indicating they would not apply for low income tax credit funding through
Maine State Housing's Low Income Housing Tax Credit (LIHTC Program), caused the Committee
to reevaluate the allocation of FY26 CIP funds. The Forest Green Project included funding for
Main Street Pump Station upgrades required in part to support the Forest Green Apartment
Complex. The total cost of the upgrades is estimated to be approximately $1.3M. The funding
source is broken down as follows:

e Approximately $400,000 is designated to come from Sewer Impact Fee Fund
e Up to $798,400 is covered by a cash contribution by Bateman Partners LLC
e Approximately $201,600 comes from sewer impact fees paid by Bateman Partners, LLC

With notice by Bateman Partners that they will not seek LIHTC Program funding during the
2025-2026 funding cycle, this guarantees that there will be no funds for the Main Street Pump
Station Project this fiscal year to cover the upfront cost of the project. The project is currently
underway. The Committee decided to direct $1,000,000 of FY26 CIP funds to the Main Street
Pump Station Project to fill any funding gap that may be created by the delay in the Forest
Green Apartment Complex Project. The reallocation of FY26 Funds is on this agenda as Order
2025.114. The unallocated FY26 CIP balance is approximately $313,010.
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The Committee did review the balance of projects and recommended award of up to $185,000
for FY26 CIP Projects. The order associated with this agenda item reflects the allocation as
follows:

BFD-FY26-004-Standpipe Hose Pack & Equipment Replacement - $18,000
BFD-FY26-001-Rescue Air Bags Replacement - $14,000
BPD-FY26-001-CAD/RMS System (financed) - $111,313

DPW-FY26-003-3 Recycling 30-Yard Roll-Off Container - $18,975

The total for these allocations is $162,288, leaving a remaining balance of $150,722. The CIP
requests associated with these items are hyperlinked to the item names above.

Funding Source:

Funding for the FY2026 Capital Projects / Operations Committee Recommendations is as
follows:
Fund 001 - $162,288 CIP projects (various)

Staff Recommendation:

Staff recommends acceptance of Capital Projects / Operations Committee Recommendation
No. 2 in the amount of $162,288.

Next Steps:

Approval of this FY26 CIP allocation will result in allowing respective departments to begin the
procurement process for the designated projects or items. The timing of the approval to
purchase will be in compliance with the City's procurement rules. Based on current
procurement thresholds, three items will require Finance Committee approval and one will
require City Council approval (Biddeford Police CAD/RMS System).

Attachments:
1. 20250902 2025.113 Capital Projects Operations Committee CIP Rec No. 2 - ORDER
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2026. 04 IN BOARD OF CITY COUNCIL... January 6, 2026
BE IT ORDERED, that the City Council of the City of Biddeford hereby
authorizes the City Manager to sign on behalf of the City of Biddeford a
Memorandum of Understanding (MOU) between the cities of Biddeford and
Saco in a shared cost agreement for a computer-aided dispatching and
records management system by Motorola, and authorizes the City Manager
to execute on behalf of the City a Notice to Proceed with Motorola.

January 6, 2026

Motion: Councilor Beaupre
Second: Councilor Lessard
Vote: Unanimous in favor.

Motion passed.
Attest by: y/4 /%Ib

Robin Patterson, City Clerk
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Finance Committee

Meeting Date: January 20, 2026

Meeting Time: 5:00 PM

Agenda Item No: 4.c

Item Description: Approval/ Business Parking Program Expenditures
Submitted By: Truc Dever, City Manager

Key Terms:

Executive Summary:

In summer 2025, a Downtown Business Parking pilot program was implemented by staff at the
direction of the former mayor to address limited street parking due to construction on the EIm
Street sewer project. The program allowed employees of various businesses to park for free in
the parking garage and various surface lots that are either owned or operated by Premium
Parking. The City then made monthly payments to Premium for the parking spaces used by
these businesses.

It was later determined by the City Manager and current Mayor that the Finance Committee
and City Council were never informed of this program nor did they authorize the payments to
Premium for this purpose.

This item informs the Finance Committee retroactively of the program which ended on
December 31, 2025, and seeks retroactive authorization for the expenditure of public funds in
the amount of $16,370 charged to 31179-60306 (TIF Fund, Other Prof/ Consult Service
Expense).

Detailed Review:
A memo from the City Solicitor providing background and review of the matter is attached as
Attachment 1.

Funding Source:
$16,370 charged to 31179-60306 (TIF Fund, Other Prof/ Consult Service Expense)
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Staff Recommendation:
Staff recommends the Finance Committee approves the expenditure.

Next Steps:

Attachments:
1. Attachment 1: Memorandum on Downtown Parking Program
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Memorandum
TO: Finance Committee

Cc: Mayor and City Council

From: Woodman Edmands
Date: January 3, 2026
RE: Review of Downtown Parking Program

Background

Shortly after Liam LaFountain was sworn in as Biddeford’s Mayor, he was approached by
City Manager, Truc Dever, who posed a question to him along the lines of “...do you want to continne
with this Downtown Parking Program...”. Mayor LaFountain then learned that his predecessor, former
Mayor Mattin Grohman, authorized payments to the Parking Garage owners to allow private
businesses in the downtown atea who were adversely affected by the Elm Street sewer construction,

allowing employees of vatious businesses to patk for free in the parking garage and various surface
lots that are either owned or operated by Premium Parking,

Prior to being elected to the Office of Mayor, Mayor LaFountain served as City Council
President and was the Chair of the City’s Finance Committee at the time the subject payments were
made. Despite serving in those roles when the former mayor initiated the payments, Mayor

LaFountain had no memory of those payments being brought to either the full Council or the
Finance Committee for a vote or approval

Mayor LaFountain then inquired of City Manager Dever as to who created the “program”,
who authorized the payments and he asked whether the City Council or Finance Committee ever
voted to make the payments ot implement the program. The City Manager confirmed that there
was never any Council vote or authorization, nor any Finance Committee approval. Because these
payments were never authorized by either the full Council or the Finance Committee, as Mayor
LaFountain directed the City Solicitor to review the matter.

Set forth in a December 12, 2025 email addressed to the City Manager and City Solicitor,
Mayor LaFountain listed the following questions:

What exactly occurred and how this program was initiated

What was the source of funds (including the specific account or budget line used)
How much has been spent to date and over what period of time

Who authorized the program and what approvals, if any, were obtained

What internal processes, procedures, or controls failed or were bypassed

What changes may be needed to ordinances, policies, internal controls {(or
education/training) to ensure something similar cannot happen again without
proper authorization and oversight

2 SR S
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Keeping those questions in mind, City Solicitor Harry B. Center, II, Esq. undertock a review of this
matter.

Interviews

On Monday, December 15, 2025, I met with City Manager Dever. She previously sent an
email to Mayor LaFountain and me on the prior Sunday afternoon. She explained in her email that
she was approached by Economic Development in early December 2025, and that staff advised her
that the payments were a “pilot program” that “ended in November”. Because there was “no clear
guidance to businesses”, she authorized a December payment, and she approached Mayor
LaFountain to discuss the matter. That was the first time as former Council President, Chair of the
Finance Committee and the current Mayor that he became aware of the parking payments.

During my interview with the City Manager, she provided me with a four-page document on
Premium Parking letterhead, in the form of an invoice listing the names of various downtown
business employees, with charges in $65 increments, presumably for parking in the garage. She
explained that this “pilot program” was initiated prior to her becoming City Manager, and she had
no knowledge of the program nor involvement, until she was approached by staff in December. She
told me that the following individuals would have information about the program, in addition to the
former mayor:

Brian Phinney, Chief Operating Officer, City of Biddeford

Brad Faverau, Economic Development Coordinator

Delilah Poupore, Executive Director, Heart of Biddeford

Adi Irigat, Assistant Planner, City of Biddeford

Getry Matherne, Finance Director, City of Biddeford

Nan Whitten, Planning & Economic Development Office Manager, City of Biddeford

City Manager Dever explained that the program was implemented for the purpose of
providing parking spaces to patrons and shoppers of Downtown Biddeford during the Elm Street
sewer construction project. On Monday December 15, 2025, after I met with her, she sent an email
to you and me setting forth the total amount of the payments which appear to be ‘cut and pasted’
from a City ledger and is set forth below:

M M [~ M ki -] -
| 112069265624 12/10/2025 BUSINESSPARKING PROGRAM  $3170.00  FALSE PRINTED |
1120697265137  11/04/2025 BUSINESS PARKING PROGRAM $3,170.00 TRUE  PRINTED

| 11205_3:2 64800  10/16/2025 BIDDEFORD BUSINESS PARKINGPRO ~ $3,170.00 TRUE  PRINTED |
| 112069264197  09/03/2025 BIDDEFORD BUSINESS PARKING PRO $3,17000 TRUE PRINTED

[ 112069264112  08/26/2025 BUSINESS PARKING PROGRAM MONTH $3,690.00 TRUE PRINTED |
| TR . $16,370.00

— ¥ |

City Manager Dever further advised that the invoices were charged to 31179-60306 (TTF Fund,
Other Prof/Consult Service Expense). She stated in the email that Brian Phinney mentioned to her
that the payment initiative was ‘_..promoted by our previous Mayor...”". At the time she also mentioned
“Several meetings” between the former Mayor, city staff, Heart of Biddeford and Premium Parking,

Page 48 of 303



She further stated at that time that both she and Brian Phinney would search for any formal
approvals by Council as a whole or the finance committee. I note that there no vote or
authorization has been provided to date.

On December 17, 2025, I met with Finance Director Gerry Matherne. I explained the
purpose of the interview as to gather information as to who this parking program and the monetary
payments were authorized. She bluntly stated that, “There was no Council approval- Marty just
did it.”. 1 then asked her to explain to me how such payments could be processed without any City
Council vote ot Finance Committee approval. Finance Director Matherne did confirm that the fund
source was the Route 111 Mill TIF fund- under the line item “Other Professional Consulting
Services”. She stated that the Planning and Development Department would “put in the invoice”
and if the amount was within the budgeted amount, the Department Head would approve it. She
stated that Brad Faverau, Economic Development Coordinator would ditect Nan Whitten, Planning
& Development Office Manager, to issue the payment to Premium Parking. Finance Director
Matherne confirmed that there was never any Council approval or vote, not any Finance Committee
approval or vote.

Factual Conclusions

My responses to Mayor LaFountain’s first four questions are contained herein, based on my
interviews of the City Manager and Finance Director. In summary, the former mayor on his own
initiative, without City Council or Finance Committee vote, directed that the payments be made to
Premium Parking for private downtown business employees to park in the parking garage as well as
surface lots during the Elm Street sewer construction project. Following an initial payment on
August 26, 2025, in the amount of $3,690, four additional monthly payments of $3,170 were made
from the “Route 111 TIF Fund” totaling $16,370. The payments were for parking but were made
from a line item designated “Other Professional/Consulting Service Expense”.

Both the City Charter and the Code of Ordinances specifically set forth the procedures for
expenditures and procurements. The Charter at Article II1, Section 8, specifically requires that all
orders making appropriations of money must be confined to one subject, and unless waived by a
two-thirds majority, read on two separate occasions. While not directly applicable, the Charter
devotes an entire Article, (Article XI Business and Financial Provisions), establishing procedures for
public expenditures. City Code at Chapter 2, Article V. Finance is entirely devoted to financial
procedures, with a stated purpose “...to provide safeguards for maintaining a procurement system
of quality and integrity.”. Within that Ordinance, the Finance Committee is authorized to examine
every bill presented for payment by any person or department official and may question its legality
and validity. None of these processes were followed and the $16,370 payment to Premium Parking
was never presented to the Council or Finance Commuttee.

To say that the relationship between the City and the parking garage owner/operator is
complicated and is unique is an understatement. The City owns the land beneath the garage, with a
ptivate entity owning the structure. Pursuant to a Joint Development Agreement, the City is
required to make various payments to garage ownet, called “stabilization payments”. Those
contractual obligations are separate and distinct from the payments that are the subject of this
report. I cannot locate a Charter or Ordinance definition of a “pilot program”. Generally, a pilot
program is small scale preliminary implementation of a project to determine feasibility or usefulness.
I cannot locate any formal designation of these payments as a pilot program, and no such
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designation would justify an exemption from the requirements regarding the expenditure of funds
from the Charter and Code provisions.

Recommendations

Final recommendations will address the questions presented, numbered 5 and 6, in Mayor
LaFountain’s December 12, 2025, email correspondence. The following are my legal opinions and
recommendations in my capacity as City Attorney, for consideration by the Mayor and City Council.

1. The former mayor did not have the authority to unilaterally implement the so-called
“Pilot Program” and the former mayor did not have the authority to have the
payments which total $16,370 be issued to Premium Parking for the purpose of
private business employees to park in the garage during the Elm Street sewer
construction project.

2. The payments that were made from public funds for private business arguably
violate the Constitutional premise that the expenditure of public funds must be for a
public purpose. Common Cause v. State, 455 A.2d 1 (Me. 1983).

3. More significantly, in my opinion, is the lack of Council or Finance Committee
authorization. In addition to the Charter and Code provisions that followed for the
these payments, the issue of the “pilot program” simply being ordered without a
public Council or Finance Committee vote highlights the potential argument that the
payments were contrary to law. A legislative approval by either the full Council ot
the Finance Committee could have referred to and highlighted the parking problems
and adverse economic impacts that the Elm Street sewer project we imposing on
downtown businesses, thus making any expenditure of public money being made for
a public purpose as either part of the construction costs or an effort to use public
money to alleviate the collateral adverse impact the project was causing.

4. Code of Ordinances, Article V Finance, Division 2 Procurement, Sec. 2-361
expressly requires that “T’he Finance Committee may examine every bill, claim and
demand presented for payment by any person or department official and may
question its legality and validity”. That detailed Code provision exptessly establishes
a process intended to provide the Finance Committee with complete oversight and
authority over all City payments. Under the circumstances of the former mayor
unilaterally implementing these payments, it is my opinion that staff were properly
following an executive directive.

5. Regarding policy going forward, implementation of internal controls, staff should be
reminded that all expenditure must be approved by either the full Council or at a
minimum, the Finance Committee, unless exempt under Code provision, Section 2-
351 “Small Purchases”.

6. Given Mayor LaFountain’s stated goals to improve governmental transparency, this
apparently well intended program was not only was initiated without a public vote
but also terminated without legislative authority. It is my opinion and
recommendation that there should be Council action, even if it is after the fact. A
vote to authorize the $16,370 payment after the fact as well as a vote to terminate (or
continue if that is the will of the Council) should come before the Council. Such a
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vote, in my opinion, would bring the matter into compliance with the Charter and
Code, however, that is a decision ultimately for the Mayor, or the Council.

At the risk of stating the obvious, these payments were not for “Other
Professional/Consulting Services”. Tam not a CPA nor an auditot, so I cannot
weigh in on whether that characterization creates any issues regarding the audit, but
going forward, staff should be accurately characterizing expenditures.

Using Route 111 Mill TIF fund is something that our TIF legal counsel should
address. Independent of any expertise, the City should impose some control and
oversight of the use of the TIF funds and any such withdrawal for items such as
these parking payments should require Council or Finance Committee review.
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Finance Committee

Meeting Date:  January 20, 2026

Meeting Time: 5:00 PM

Agenda Item No: 4.d

Item Description: Approval of Bid Award for Employee Compensation and Classification Study
Submitted By: Diana Depaolo, HR Director

Key Terms:

Executive Summary:

Pursuant to Personnel Committee approval, the City issued a Request for Proposals for a
Classification and Compensation Study for non-union positions. Following proposal review and
interviews, staff recommends awarding the contract to AutoSolve, Inc. at a total cost of
$33,750, which includes one in-person site visit.

The full project cost can be absorbed within the FY26 budget using existing salary savings
generated by current vacancies, with no additional appropriation required.

Detailed Review:
Project Cost

The total cost for the Classification and Compensation Study, including one in-person visit by
AutoSolve, Inc., is $33,750.

Funding Source
The project will be funded through existing budget balances resulting from current vacancies:
e Account 21108-60105: $10,000 available due to a vacancy

e Account 21109-60101: $111,000 available due to the Economic Development and
Planning Director vacancy

These available balances are sufficient to fully cover the cost of the study without impacting
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other departmental budgets.

Fiscal Impact

There is no net fiscal impact to the FY26 operating budget. The project cost will be funded
entirely through existing salary savings and does not require additional funding or reallocation
beyond the identified accounts.

Funding Source:

Requesting allocation of $33,750 for the Compensation and Classification study with
Autosolve.

e Account 21108-60105: $10,000 available due to a vacancy

e Account 21109-60101: $111,000 available due to the Economic Development and
Planning Director vacancy

Staff Recommendation:
Staff recommends approval of funding to conduct the compensation and classification study.

Next Steps:

Attachments:

1. F2026.02 Approval Classification and Compensation Study
2. RFP Analysis

3. AutoSolve, Inc.

4, Evergreen Solutions, LLC.

5. Paypoint HR
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F2026.02 THE FINANCE COMMITTEE ... JANUARY 20, 2026
BE IT ORDERED, that the Finance Committee does hereby approve the
expenditure for the following:

A Classification and Compensation Study, including one in-person visit by AutoSolve,
Inc., In the amount of $33,750.

The project will be funded through existing budget balances resulting from current
vacancies:

Account 21108-60105: $10,000 available due to a vacancy

Account 21109-60101: $111,000 available due to the Economic Development and
Planning Director vacancy

Attest by:

Geraldine Matherne, Finance Director
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Vendor

Archer

MRI

PayPoint HR

Evergreen
Solutions

AutoSolve

Bolton

A Davis
Consulting

Included vs. Extra

Realistic Timeline (Starting

Original Timeline

Total Cost Costs December) Promised
Includes expenses; -
additional work billed Approx..4 months — Late “4 months
April/Early May
$19, 500 hourly
All-inclusive lump sum "6 months — Late May/June 6 months
$28, 000
Firm fixed price 16-20 weeks — April/May 16-20 weeks
$30, 000
All inclusive (travel, B .
two site visits) 4 months — April/Early May 4 months
$31, 500
Trgvel extra except 1 14 working weeks — Late
visit; 6 months support . 14 weeks
¢ March/Early April
$33, 750 ree
All-inclusive 12-16 weeks — April 12-16 weeks
$39, 100
Professional fees only; Dec—June - Misses budget season | June 1 completion
travel may be extra
$41, 000
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Data-Driven Methodology

Employee Involvement Municipal Experience

Strengths

Concerns

Moderate — job evaluation +

Moderate — High — large

Lowest cost; credible;

Timeline tight; less

market study, but more questionnaires/intervi . straightforward modern tools; dated
. municipal systems .
traditional ews deliverables feel
- . . Timeline misses budget
Moderate — review + market Moderate — Strong New England Experienced with season: softer
survey, less quantitative interviews/job review focus municipalities '
methodology

High - factor scoring, job

architecture, structured
benchmarking

High — PDQs, review [Strong public—sector

cycles portfolio

Very strong
classification science

Deliverables more
technical; borderline
timing

High - large databases,
structured analysis

High — surveys, Extensive municipal

audits, interviews |[nationwide, incl. NE

Polished, credible,
excellent communication

Predictable template
style; depends on peer
data

Very high - pay compression,
ERI data, benefits survey

High — org survey, Strong municipal

PDQs, focus groups clients

Balanced approach;
includes pay—plan
software

Higher price mid-range;
slightly corporate tone

Very high - benchmarking,
leveling, pay equity

job

Moderate-High —

focused job
documentation

Extensive national
public—sector
experience

Strong analytics,
polished reports

Higher cost; more
corporate/less
municipal-feel

High — comprehensive audits,
O*NET data

. . . . Medium — often
High - interviews, job .
partners with

audits
Evergreen

Strong individual
expertise

Timeline too long;
highest cost; small
firm capacity
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Date: 10/24/2025

AutoSolve, Inc.

Request For Proposal:

Classification and Compensation Study - Non-Union Positions
City of Biddeford

205 Main Street

Biddeford, ME 04005

Due: 10/30/2025 at 12pm.

Submitted By:
AutoSolve, Inc

46 Thatcham Drive

Saint Augustine, Florida 32092

AutoSolve, Inc. 1
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AutoSolve, Inc.
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Cover Letter

October 24, 2025

Diana DePaolo, Director of Human Resources

City of Biddeford

205 Main Street

Biddeford, ME 04005

Phone: 207-286-0593 Email: diana.depaolo @biddefordmaine.org

Re: Classification and Compensation Study - Non-Union Positions

Dear Diana,

Thank you for the opportunity to submit a proposal to develop a Classification and Compensation Study -
Non-Union Positions for the City of Biddeford. The proposed study will provide the City of Biddeford with
an equitable and competitive classification and compensation system for approximately 75 employees
and 60 classifications. Based on the information provided, AutoSolve will complete the study within 4
months of the start date and the target completion date is 3/13/2026.

AutoSolve, Inc. (AutoSolve) is a Human Resources Consulting firm providing services to private and
public agencies for more than 30 years. We pride ourselves and attribute our successes to our team’s
ability to listen, collaborate, and communicate effectively with clients. We will work effectively with your
team to develop a custom pay plan that is both internally equitable and externally competitive.

All work will be performed by AutoSolve employees, and we look forward to partnering with the City of
Biddeford. This proposal is valid for ninety (90) days from the date of submission.

Thank you for your time and consideration,

Ve

\

| \

| /] o O SRR
'f/\_v ¥ —

Jeff Turner, President

AutoSolve, Inc.

Authorized representative
321-945-8762 | jeff@autosolveinc.com
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Background

AutoSolve, Inc. (AutoSolve) is a strategic Human Resources consulting firm headquartered in Saint
Augustine, Florida. The firm specializes in business strategy for human resource management,
classification and compensation studies, organizational design, business process re-engineering, and
strategic planning.

1,000 Clients + 30 Years Experience

Municipalities — County Governments — Higher Education Institutions — K-12 School

Classification and Compensation Experts with Public Sector Focus

For over 30 years, AutoSolve has been providing value through dedication, entrepreneurial spirit, and
professionalism to over 1,000 public and private sector clients. AutoSolve provides tailored made
solutions to meet the ever-changing needs of our clients. AutoSolve has been serving local governments
and other public sector organizations since its inception.

AutoSolve understands that state and local government organizations operate in a complex environment
shaped by fiscal, regulatory, and operational hurdles not commonly found in other industries. AutoSolve
provides expertise in organizational design and compensation structure that addresses our client’s
individual needs. AutoSolve’s methodology, proprietary technologies, and expertise allows for a precise
and targeted approached to compensation and classification analysis, review and recommendations.

Core Values
We work hard be a trusted business partner with all clients.

Our core values guide the way AutoSolve makes decisions and conducts business. Employees exemplify
core values in their work with clients and in their personal lives. The values illustrated below drive the way
we live and work.

PASSION
Drive to achieve our goals.

INTEGRITY
Do the right thing.

B PROFESSIONALISM

Bring value, quality, skill, credibility, and customer service.

RESPECT
Treating others how you want to be treated.
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Sample of Recent Relevant Projects

The following is a sample list of recent relevant classification and compensation projects.

City of North Miami Beach FL 294 60
Leon County Clerks of the Circuit Court FL 124 57
Orange County FL 2,841 260
Athens-Clarke County (Fire Dept) GA 174 9

City of Americus GA 153 77
City of Fayetteville GA 180 85
City of Rincon GA 117 53
Madison County GA 459 98
Fayette County Public Schools KY 3,504 230
City of Hagerstown MD 125 48
City of New Prague MN 57 38
Kansas City Public Schools MO 2,500 359
Liberty Public Schools MO 993 127
Raytown C-2 School District MO 637 130
Town of Rolesville NC 120 44
City of Boulder City NV 1,520 160
Carbon County PA 386 198
Florence School District 3 SC 495 89
Lex-Rich District 5 SC 964 137
Rock Hill Schools SC 2,400 254
Bedford County VA 169 81

Brunswick County VA 229 80
Charlottesville City School District VA 1,000 182
Dinwiddie County VA 470 162
Goochland County VA 296 163
Harrisonburg City Public Schools VA 960 226
School District of Beloit wi 758 218
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Contact Information Project Leadership

Company — Florida S Corporation: AutoSolve, Inc.

Date of Incorporation: 11/4/1993

FEIN: 59-3212545

Primary Contact: Jeff Turner

Phone: 321-945-8762 Email: jeff@autosolveinc.com

Address: 46 Thatcham Drive, Saint Augustine, Florida 32092

Website: https://autosolveinc.com/

Contract Relationships: All work will be performed by AutoSolve employees.
E-Verify #: 2613061

AutoSolve is a Florida Corporation providing services for over 30 years. AutoSolve is in good standing,
financially stable, and has no past or pending litigation.

AutoSolve is insured with Hartford Insurance company

Workers’ Compensation: Statutory Limits
Commercial General Liability: $2,000,000 per occurrence
Professional Liability (Errors & Omissions): $1,000,000 per occurrence
Automobile Insurance: $2,000,000 per occurrence
General Aggregate: $4,000.000

Project Leadership

Jeff Turner, PMP, BS Computer Science — Project Manager

Jeff Turner, PMP founded AutoSolve, Inc in 1993. Jeff is a strategy
leader who has worked in the management consulting field for the past
30 years, delivering value driven results to over 1,000 public and
private sector clients. Jeff provides sound strategic insight to
AutoSolve’s consulting practices. He has developed highly successful
management solutions and methodologies targeted at executive
leaders and public sector organizations to build value with a focus in
human resource management, classification and compensation studies
organizational design, business process reengineering, policy design,
strategic planning, and succession planning.

Jeff specializes in developing and delivering Human Resource
solutions and will serve as the main contact and Project Manager for
the classification and compensations study.

& Jeff holds a Bachelor of Science in Computer Science from the
saFe University of Southern Maine.
Jeff earned his Project Management Professional (PMP) Certification
® from the Project Management Institute in 2002. Jeff earned his Agile

Project Management SAFe RTE Certification from Scaled Agile Inc.
Jeff is a Society for HR Management Professional (SHRM).
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Project Team

Alex Turner, MS Finance — Senior Compensation Consultant

Alex Turner has 6 years of experience in studying public sector labor
markets, and micro and macroeconomic events. Through his experience
Alex has provided classification and compensation studies, market
research summaries, staffing studies, performance reviews and gender and
race audits to over 70 different local governments, K-12 public school
districts, and higher education institutions across the country. He has
extensive experience in analyzing, developing, and updating compensation
and classification plans, and policies for organizations. Alex’s expertise
includes data analytics, financial modeling and forecasting, strategic
planning, and management reviews.

Alex will provide quantitative analysis on the classification and
compensation study. Alex has been instrumental in improving the overall
delivery of the classification and compensation study processes. He has
updated the survey data collecting techniques, classification compensation
data model, implementation options model and the pay plan
recommendation strategy.

Alex holds a Master of Science in Finance along with a Bachelor of Science
in Finance and Minor in Economics from Florida State University.

Sidney Turner, MS English — Senior Consultant

Sidney Turner has over 7 years’ experience in conducting research,
organizational design, and education. Sidney has developed and
implemented multi-faceted long-term strategies designed to achieve
organizational goals for high education institutions. Sidney’s expertise
includes research and evaluation, efficiency reviews, survey and
polling, survey analysis, risk analysis, and technical communication.
Sidney has created frameworks for briefing sessions, focus groups and
v : surveys to gain employee acceptance though effective communication.
Sidney is our employee engagement expert.

Sidney will provide the qualitative analysis on the classification and
compensation study. Sidney has improved the effectiveness of survey
execution process to elicit a higher response rate from employees.
Her approach to survey analysis allows for a clear understanding of
the organization culture and the resulting summary recommendations
provide actionable feedback.

Sidney holds a Master’s in Rhetoric and Composition, and a Bachelor
of Science in Political Science and Literature from Florida State
University. Sidney is a PhD. Candidate at Syracuse University.
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Chris Young, BS Information Technology - Systems Analyst

Chris Young has 7 years of systems analyst experience. Chris
maintains AutoSolve’s secure cloud survey platform providing a quality
customer centric experience for the organization survey and the
individual employee survey. Chris expertise includes data analysis and
management, survey and polling, and survey analysis.

Chris is AutoSolve’s full stack software engineer who has improved the
survey process by developing the AutoSolve survey secure cloud
platform. The survey platform has provided AutoSolve with the ability
to customize the survey to each of our clients’ specific needs allowing
for quality data collection.

Chris holds a Bachelor of Science in Information Technology and
Minor in English from Florida State University.

AutoSolve, Inc.
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Executive Summary

At its core, the aim of a classification and compensation study is to align your people strategy with your
business strategy. The AutoSolve team recognizes the importance of optimizing your workforce for today
while proactively planning for future resource needs. To achieve this, AutoSolve approaches classification
and compensation studies as a two-pronged process.

First, we perform an in-depth analysis of your organization’s current classification and compensation
structure, focusing on the pay relationships and hierarchy between each classification. Our analysis of
your organization’s current and future planned classifications allows us to organize and recommend
appropriate updates to your classification system. This phase of the study is an opportunity to define
pathways for employee growth, eliminate unnecessary classifications, and ensure alignment with
business needs. AutoSolve is committed to delivering a streamlined and effective classification system
that will serve your organization for years. Classification job descriptions will be updated and reviewed to
ensure they are legally compliant following the Fair Labor Standards Act (FLSA) and the Americans with
Disabilities Act (ADA) requirements. We will also ensure the job descriptions are internally aligned,
accurately illustrating the classification’s current responsibilities, duties, and qualifications

Employee engagement is a key focus of this study. The organizational survey functions as a tool to
collect qualitative data and insights about the organization, management, culture and work environment.
The primary objective of the survey is to gather feedback directly from employees to share with the
management team. This feedback reflects employee sentiment, including both praise and suggestions for
improving the workplace environment. AutoSolve delivers a report outlining the core takeaways from the
survey analysis, organized into 3 categories: “Workplace Culture,” “Infrastructure,” and “Relationships
with Leadership.” Informed by employee responses, we also include “Opportunities for Improvement,”
which highlight specific material changes and goals that could positively impact the organization’s culture
and employee experiences.

Second, we perform market research to collect relevant comparable salary data from your regional
operating market to accurately assess your external pay competitiveness. The selection of peer agencies
is a critical step in the study process. We collaborate with you to identify appropriate peers and will
receive approval before proceeding with the compensation survey.

Deliverables
We will create a well-organized pay plan system that fits your organization’s objectives and budget while
being viewed internally equitable and externally competitive.

Our commitment to you

Throughout the study, AutoSolve emphasizes transparency and provides the necessary level of detail to
inspire confidence in the accuracy of the evaluation and its outcomes. Our proposed timeline includes
weekly project team status update meetings, with the flexibility to schedule additional meetings as
needed. These meetings serve as a space to ensure transparency throughout the duration of the study.
Furthermore, they are crucial to AutoSolve’s collaborative and interactive approach, which enhances the
study results and your organization’s experience.

The AutoSolve team understands that every organization is different and has their own unique goals and
concerns. As such, we strive to provide a tailored made pay plan system addressing your organization’s
individual wants and needs. The following objectives and methodology outlined in this document serve as
a road map of the classification and compensation study.
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Communication and Interaction

AutoSolve schedules weekly status meetings for the duration of the study. AutoSolve also provides a
detailed work plan that is updated weekly, keeping all stakeholders informed on where we are during
each phase of the study. These steps ensure that the study results are accepted and trusted by all levels
within the organization. Our collaborative approach ensures a greater understanding of the organization’s
current needs leading to exceptional study experience with results that are impartial and fair.

Stakeholder Engagement

Initial study kickoff meeting to review the process and tasks to be performed by the study.
Weekly touchpoint meetings to discuss the project and review the work plan.

Jointly agree on comparable agencies to be surveyed.

Schedule as needed meetings with management and department heads to discuss additional
project details.

Review each section results as they are completed throughout the study.

Classification review.

Pay plan review.

Stakeholder input on compensation philosophy.

Implementation review.

Study Goals, Objectives, Scope

The goal of the study is to address changes in operations and staffing over the past several years, which
may have affected the type, scope, and level of work being performed.

The study will address and resolve recruitment, retention, and compression issues.

¢ Recruitment becomes difficult when compensation is not competitive or equitable and it is
challenging to attract and retain qualified candidates.

e Compression arises when hiring new employees at the same or higher salary than existing
employees, creating wage compression. Compression can also occur when equitable pay
increase is not provided across the organization.

e« Employee Engagement improves when employees are compensated fairly, they will engage and
be committed to their job and organization.

Objective

e Attract and retain qualified employees.
Ensure positions performing similar work with essentially the same level of complexity,
responsibility, knowledge, skills, and abilities are classified together.

e Provide salaries commensurate with assigned duties.
e Clearly outline promotional opportunities and provide recognizable compensation growth.
e Provide justifiable pay differential between classes.
e Maintain a competitive position with comparable government entities.
AutoSolve, Inc. 11
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Scope of Work

Conduct a classification and compensation study for approximately 75 employees, and
approximately 60 classifications / job titles.

Project Planning & Engagement
o Meet with City leadership to establish project goals, timelines, and communication
expectations.
o Develop a work plan including stakeholder engagement strategy.
Comparator Communities Analysis
o Identify and justify a set of appropriate peer communities and/or organizations for
comparison.
o Consider factors such as size, population, geography, services provided, and
organizational structure.
Job Analysis & Classification Review
o Review existing job descriptions for all non-union positions.
o Conduct job analysis (through questionnaires, interviews, or focus groups as
appropriate).
o Recommend updates or revisions to ensure job descriptions are accurate,
comprehensive, and reflective of actual responsibilities.
Compensation Study

o Collect and analyze wage and salary data from identified comparator communities.

o Evaluate internal equity across City positions.
o Compare external competitiveness by position and classification.
System Design & Recommendations
o Recommend a compensation system appropriate to the City’s size, structure, and
budget.
o Provide guidance on implementation strategies, including potential fiscal impacts.
o Recommend ongoing maintenance practices.
Deliverables
o Provide interim updates as requested.
o Provide a final written report with methodology, findings, and recommendations.
o Present study results to City Council and/or other stakeholders as required.

AutoSolve, Inc.
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Peers for the City of Biddeford

AutoSolve is very familiar with the local government agencies in this region. The following is a sample list
of potential peers for this compensation and classification study. We will collaboratively determine the
peer list, consisting of 10 to 20 comparable organizations for surveying.

Sample of Relevant Peers State | Population | Distance (Miles)
City of Biddeford ME 22,552 0.0

City of Portland ME 68,531 17.0

City of Sanford ME 22,497 17.9

City of South Portland ME 26,139 17.2

City of Westbrook ME 21,386 15.9
Cumberland County ME 313,809 27.7
Town of Cape Elizabeth ME 9,620 17.1

Town of Falmouth ME 12,631 23.9

Town of Gorham ME 18,192 16.2

Town of Kennebunk ME 11,703 9.0

Town of Old Orchard Beach ME 9,501 4.8

Town of Scarborough ME 22,135 9.6

Town of Waterboro ME 7,936 16.3
Town of Wells ME 11,314 13.8
Town of Windham ME 18,434 24.9

Town of York ME 14,368 28.6

York County ME 220,143 14.5
AutoSolve, Inc. 13
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Study Methodology Breakdown

The following breaks down each step of AutoSolve’s methodology in performing a compensation and
classification study.

Study Initiation / Kick Off

Planning Discussion
The study kickoff meeting sends the signal to all stakeholders that the project has started. We will take
this opportunity to provide team introductions, align on key objectives and establish working relationships.

Tasks

e Meet with organization’s project team (human resources, associations, unions, and/or key
leadership staff) to validate and finalize scope of service, methodology, timetable, and other key
deliverables.

¢ Review work plan methodology for the study.

e Collect current pay plan data including but not limited to employee classifications, employee
compensations, employee tenure details; job descriptions; organizational charts; collective
bargaining agreements; policy handbook, benefit offerings; etc.

e Review and validate communication plan.

¢ If needed, additional orientation and briefing sessions will be scheduled to present the project
objectives and to address questions/concerns.

Deliverable: Work plan detailing tasks and timeline.

Current Compensation and Classification Evaluation

Current Compensation Review — Pay Compression Analysis

A key foundational step to this study is AutoSolve’s review of the organization’s current classification and
compensation system. This review allows AutoSolve to make observations and provide best practice
recommendations that lead to a clear and concise pay plan.

Tasks

¢ Analyze the organization’s work force based on classification, tenure, pay grade, and current
annual/hourly salary.

¢ Analyze the number of classifications utilized.

e Analyze how an employee fits within their current pay grade. Quartile analysis based on
employee’s current salary with respect to their assigned salary range and relative to their tenure
within the organization.

e Analyze pay compression relative to an employee’s current salary and their calculated hire year

salary.

Analyze pay compression relative to an employee’s salary and their supervisor’s salary.

Meet with the organization’s project team to discuss the pay plan/philosophy.

Identify current issues affecting the compensation system that will be corrected by AutoSolve.
Provide recommendations to better align client pay plan system to current best practices.
Deliverable: Report outlining and illustrating the current workforce classification system and pay plan.
The report will also provide recommendations to align the organization’s pay plan system with current
best practices.
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Classification Evaluation - Employee Engagement - Internal Equity

Employee Engagement — Survey - Position Description Questionnaire - Updated Job Descriptions
We foster employee engagement by conducting an organizational survey and position description
questionnaire (PDQ) to gather employee feedback. We provide employees an electronic version of our
survey and PDQ via a survey link.

The anonymous organizational survey helps us to understand the employee sentiment within the
organization putting forth questions that will provide insight on an organization’s culture.

The position description questionnaire (PDQ) identifies current job responsibilities, duties, education
level, required certification, etc. for each classification involved within the study. The PDQ is the basis for
performing job audits, correct compression, conducting our internal hierarchical framework, and updating
job descriptions.

Both survey and PDQ are conducted in our secure cloud survey software platform providing a quality
customer centric experience. We will conduct employee focus group and department head interviews as

needed.

Tasks
¢ Meet with the organization’s project team to review and schedule the organizational survey and

position descriptions questionnaire (PDQ).
E e Provide survey and PDQ link to all employees in the study.

e Employees complete online organization survey and PDQ.
e Summarize results from organization survey and analyze the PDQ data.
¢ Meet with the management team to determine classifications with retention, hiring, and/or

compression issues.
Ensure position descriptions are in full compliance with all applicable federal, state, local statutes,
and regulations, including the FLSA and Americans with Disabilities Act (ADA).

e Update job descriptions utilizing the findings from the PDQ survey and recommendations form the
“a organization’s project team.

e Review updated job descriptions with the organization’s project team and make revisions. Provide

final job descriptions in word format after the completing revisions.
Deliverable: Report summarizing the organizational survey results. Updated job descriptions.

&

X

%
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Compensation Evaluation — Salary Survey - External Equity

Data Collection — Market Research Compensation

Collecting relevant market data in your organization’s operating market is key to creating an externally
competitive compensation system. All data collected is adjusted for cost of living provided by the Council
for Community and Economic Research database, ensuring an “apples to apples” comparison.

Along with market data collected from 10-20 peer organizations, AutoSolve will utilize data from the
Economic Research Institute (ERI) private sector salary databases. This database provides access to
private sector and public sector pay ranges for over 46,000 classifications across 10,000 plus locations
globally. This database allows us to compare your organization’s classifications and pay ranges against
identical classifications and pay ranges found in the private sector and public sector to ensure accuracy of
solicited market data.

Tasks
e Meet with the organization’s project team to identify and reach a consensus on a list of 10-20
relevant peer organizations to be used in the external salary survey. The factors for selecting
peers are market area, similar size, population, geography, services provided, and organizational
structure. These criteria help ensure a meaningful comparison by grouping organizations that
operate in similar conditions and have comparable characteristics.
e Meet with the organization’s project team to strategically create a list of positions to survey with
E appropriate descriptions for peer organizations to provide the correct comparative salary ranges.
¢ Conduct external salary survey by collecting agreed upon peers’ salary range data on
strategically selected positions.
e Aggregate and analyze external market survey findings to assess the organization’s current
compensation system competitiveness within its peer market.
e Utilize The Council of Community and Economic Research’s database to adjust for cost of living.
@ o Utilize private sector salary data from the Economic Research Institute (ERI).
e Present market data aggregate findings to the organization’s project team.
Deliverable: Report summary of market survey findings, comparing the organization’s current salary
ranges to the surveyed market peers, and highlighting the relative market competitiveness of each
surveyed classifications’ minimum, midpoint, and maximum salary range point.

Benefits Survey - External Competition

Data Collection — Market Research Benefits

We will conduct an external custom benefits survey based on the agreed upon peer group collecting

health insurance, retirement, paid time off and other supplemental benefits data. The benefit survey will
[gj’] provide us with an understanding of the external competitive markets for fringe benefit offerings.

Tasks

o Utilize the same relevant peers from the salary survey.

e Conduct external benefits survey by collecting agreed upon market peers’ benefit data.
Deliverable: Report summarizing benefits survey findings.
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Classification Framework

Job Classification Categorization

We utilize data from the position description questionnaire (PDQ), and external salary survey to create a
corrected classification hierarchy based on updated classification data. AutoSolve’s point factor job
evaluation methodology provides a means to establish the classification / job title hierarchy. The
classification hierarchy list is utilized in creating the proposed pay plan aligning pay with hierarchy
eliminating pay compression.

Tasks
¢ Analyze findings and recommendations classification review and the compensation reviews.
¢ Provide recommendations to update classification placement, addition and deletion.
e Meet with organization’s project team to present initial classification grading to receive feedback
and make revisions.
Deliverable: Report containing a list of all classifications and agreed upon grade / placement within the
organization.

Employee Pay Plan Management System

External Market Analysis — Pay Structures — Implementation Analysis

Based on findings and observations from the study and the organization’s pay plan philosophy, AutoSolve
will propose a compensation and classification system that meets the organization’s goals and needs.

We will ensure the pay plan aligns with current industry best practices and your budget constraints.
AutoSolve will recommend and discuss multiple pay plan options to determine the most effective range
within the organization’s operating market. AutoSolve will recommend and discuss multiple
implementation options to determine salary increases for the organization’s current employees. The
system will ensure usability of the recommended pay plan system for the next two years.

Tasks
e Analyze salary survey data to develop externally competitive salary range and pay plan
recommendations for each job classification.
¢ Provide recommendations for multiple salary structures to accommodate specialized labor

markets.
- o Prepare a recommended pay plan and salary range assignment separating employees by
— department and job function.
CT R o Develop recommended strategies for setting hiring rates for new and promoted employees.

e Provide seven or more implementation cost options for the new recommended pay plan system.

¢ Meet with the organization’s project team to present initial system and receive feedback on
revising the newly recommended pay scales.

¢ Review all implementation options and select the option or options that best fit the needs of the
organization.

e Provide a custom employee pay plan software management system. The employee pay plan
management system will be a workable excel file that incorporates the organizations selected
implementation option and the multiple recommended pay plans. The new system outlines the
estimated cost to move all employees based upon the chosen implementation option, and the
client's ability to add new hires and/or move employees up/down in their pay plan.

Deliverable: New pay plan management system.

AutoSolve, Inc. 18
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Final Report, Summary Report, Software System, System Training, Present Findings

Study Deliverables

We will prepare a final report to include all aspects of the classification and compensation study. This
report will be accompanied by a summary report that pulls key highlights, findings, and the results from
the study. We will also provide a propriety custom employee pay plan software management system. This
system represents the proposed compensation and classification system derived from the conducted
study. The pay plan management system outlines the estimated cost to move all employees into the
proposed compensation system based upon the chosen implementation option and pay plan
competitiveness. The management system allows the organization to add and remove employees, adjust
classification assigned grades and to estimate employee increases after the implementation is complete.
The system is designed for continual pay plan management.

Tasks
e Prepare a final report illustrating project findings and recommendations.
e Prepare summary report consisting of key findings and recommendations.
e Provide a custom employee pay plan software management system.
e Prepare an in-depth manual and training materials for maintenance of the recommended
classification and compensation pay plan management system.
e Present findings and recommendations at a public meeting of the organization’s stakeholders at
an agreed upon date either in person or virtually.
Deliverable: Final report, Summary Report, Pay Plan Management System, Maintenance/Training
materials.

Compensation System Post Study Support

Ongoing Classification and Job Description Support

AutoSolve is committed to providing the highest-quality product and service. At the completion of each
study, we provide a complimentary six (6) months of consultation and support. We also offer paid support
packages.

Year One (1) — Support Package / Optional Maintenance
« First six months support offered at no charge.
e Optional second six months prepaid support.
¢ New classifications and placing them in the proper grade relative to the operating market and
internal hierarchy.
¢ Re-grading current classifications on an as needed basis.
o Writing job or updating job descriptions on an as needed basis.
e Ad hoc labor market research in client’s operating market on a as needed basis.

Year Two (2) — Support Package / Optional Maintenance
¢ New classifications and placing them in the proper grade relative to the operating market and
internal hierarchy.
Re-grading current classifications on an as needed basis.
Writing job or updating job descriptions on an as needed basis.
Ad hoc labor market research in client’s operating market on a as needed basis.
Market survey to analyze how the new salary ranges fall competitively within the client’s operating
market after one year of implementation.
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Study Availability and Timeline

Firm Availability

AutoSolve maintains the following hours of operation:

Monday through Friday: 8:00 a.m. to 5:00 p.m. Eastern Daylight Time.

Our assigned personnel will be available throughout the term of the contract.
Workplace location is virtual.

Communications will be conducted through virtual meetings, phone calls, and email.
AutoSolve will support Easterm Daylight Time standard business hours.

Assumptions

e Client will provide requested data in a timely manner.
¢ Client employees will perform internal survey and PDQ in a timely manner.
o Peers will provide requested market data in a timely manner.

Timeline

Timeline estimated at 14 working weeks for the study.
e Study timeline
City of Biddeford, ME 11/17/2025 to 3/13/2026
e Ourtimeline is flexible and will adjust deliverable dates, taking into consideration national
holidays and vacation schedules.
e AutoSolve is prepared to start the compensation study within 2 weeks after official notice of
award.

City of Biddeford, ME 11/17/2025 to 3/13/2026
Timeline & Milestones November |December| January | February March

Study Initiation

Kick Off

Project Management (14 weeks)

Current Pay Plan Evaluation (3 weeks)

Classification Evaluation (8 weeks)

Compensation Evaluation (8 weeks)

Classification Framework /Compensation Management System
with Implementation Options (3 weeks)

Final Report, System Training (3 weeks)

Complimentary Support - (6 months)

Purple - Working Weeks
Black - Holiday Week
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Cost of Service

Study Size
Classification and compensation study for approximately 75 employees, and approximately 60
classifications / job titles.

Total Proposed Fixed Fee
Fixed Fee Not to Exceed: $33,750.00

Fixed Fee Payment Schedule
Preferred payment type: ACH/EFT. Four (4) evenly distributed monthly payments.
Preferred payment terms: Due upon receipt. The first invoice will be sent after the project kick off meeting.

City of Biddeford, ME Detailed Cost Summay

Tasks Hours Cost
Project Initiatilon > $375.00
Kick Off Meeting
Project Management (14 weeks) 28 $5,250.00
Current Pay Plan Evaluation (3 weeks) 15 $2,812.50
Classification Evaluation (8 weeks) 53 $9,937.50
Compensation and Benefit Evaluation (8 weeks) 49 $9,187.50
Classifica.tion FrameworK/Compensation Management 18 $3,375.00
System with Implementation Options (3 weeks)
Final Report, System Training (3 weeks) 15 $2,812.50
Complimentary Support - (6 months) 0 $0.00
Total 180 $33,750.00

Post Project Support Package / Optional Maintenance (Yearly)
Year One (1) Support Package

o First six (6) months included for no charge.

e Additional six (6) months prepaid maintenance $6,000.00.
Year Two (2) Support Package

e Twelve (12) Months Prepaid Maintenance $12,000.00.

Travel Expense

Anticipated Travel:
- One in person meeting to discuss recommendations, findings, and final report.
- Additional in person meetings will require reimbursement of travel expenses.
- All other meetings will be performed virtually.

Other Expenses

Other reasonable business expenses may be encountered.

If expenses are encountered, approval will be obtained prior to incurring cost.
Expenses will be billed at actual cost accompanied by a receipt of the transaction.

Additional Work
If additional work is authorized, hourly rate $187.50
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References

REF 1: City of Americus, Georgia — Classification and Compensation Study
Contact: Ola Terrell-Jordan, Human Resources Director
Email: oterrell-jordan@americusga.gov Phone: (229) 924-4411 ext. 248
Services Provided: 2024 — Council Approved / Implementation Completed
- Completed a comprehensive classification and compensation study for the City of Americus,
Georgia, consisting of 153 employees and 77 classifications.

REF 2: City of New Prague, Minnesota- Classification and Compensation Study
Contact: Robin Pikal, Finance Director
Email: rpikal@ci.new-prague.mn.us Phone: (952) 758-4401
Services Provided: 2025 — Council Pending / Implementation Pending — January 2026
- Completed comprehensive classification and compensation study for City of New Prague,
Minnesota, consisting of 57 employees and 38 classifications.

REF 3: Athens-Clarke County, Georgia — Fire Department Classification and Compensation Study
Contact: Sara Ivy, Assistant Human Resources Director
Email: sara.ivy@accgov.com Phone: (706) 400-6368
Services Provided: 2025 — Council Pending / Implementation Pending — January 2026
- Completed a fire department comprehensive classification and compensation study for Athens-
Clarke County, Georgia, consisting of 174 employees and 9 classifications.

REF 4: City of Rincon, Georgia — Classification and Compensation Study
Contact: Tiffany Herbert, Human Resources
Email: therbert@rinconga.gov  Phone: (912) 826-5745 ext. 102
Services Provided: 2024 - Council Approved / Implementation Completed
- Completed a comprehensive classification and compensation study for the City of Rincon,
Georgia, consisting of 117 employees and 53 classifications.

REF 5: Town of Rolesville, North Carolina — Classification and Compensation Study
Contact: Lisa Alston, Human Resources Director
Email: lisa.alston@rockymountnc.gov  Phone: (252) 972-1190
Services Provided: 2024 — Council Approved / Implementation Completed
- Completed a comprehensive classification and compensation study for Town of Rolesville, North
Carolina, consisting of 120 employees and 44 classifications.

REF 6: Brunswick County, Viginia — Classification and Compensation Study
Contact: Leslie Weddington, County Administrator
Email: lweddington@brunswickco.com Phone: (434) 848-3107
Services Provided: 2025 — Board Pending / Implementation Pending — January 2026
- Completed comprehensive classification and compensation study for Brunswick County, Virginia,
consisting of 229 employees and 80 classifications.
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Exhibit A — Reference Letter — City of Americus

City of Americus =

101 W. Lamar Street Americus, Georgia 31709 City Council

Phone: 229-924-4411 / www.americusga.gov Nelson Brown, District 2
Daryl R. Dowdell, I, District 6

Charles J. Christmas, District 4
Kelvin W. Pless, District 5
Nicole Smith, District 3

{{14 Shlﬂlﬂg Clty ona HXII” Terence J. Clemons, District 1

August 12, 2024

To Whom It May Concern,

It is with great pleasure that I write this letter of recommendation for AutoSolve, who recently
completed a comprehensive Compensation and Classification study for the City of Americus.
From the outset, Jeff Turner and his team demonstrated the highest level of professionalism,
expertise, and dedication to delivering outstanding results.

AutoSolve's approach to the study was meticulous, taking into account the unique needs and
goals of our city. The team exhibited a deep understanding of compensation and classification
principles, coupled with a strong ability to communicate complex data in a way that was both
accessible and actionable. Their analysis was thorough, insightful, and has already begun to
positively impact our organization.

The collaboration with Jeff Turner and his team was seamless. They were consistently
responsive, adaptable, and proactive in addressing any challenges that arose during the project.
Their commitment to excellence was evident in every aspect of their work, from the initial
planning stages through to the final presentation of their findings.

Thanks to AutoSolve's efforts, the City of Americus is now better positioned to manage our
compensation and classification structures effectively. The study has provided us with a clear,
data-driven path forward, ensuring that our compensation practices remain competitive and
equitable.

We are more than pleased with the work performed by AutoSolve and are confident in
recommending their services to other organizations. Their expertise, professionalism, and
dedication to client success are truly exceptional.

Should you require further information, please do not hesitate to contact me at oterrell-

jordan@americusga.gov or 229-924-4411 ext. 248.

Sincerely,

-

(&% /'

Ola Terrell-Jordan, MPA
Diréctor of Human Resources
Oterrell-jordan@americusga.gov
229-924-4411 ext. 248
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Exhibit B — Reference Letter — Town of Rolesville

i

R.Qlesville

nunity « Capital (

Est. 9837

April 30, 2025

RE: Reference for AutoSolve, Inc.

To Whom It May Concern:

It was a pleasure working with AutoSolve during our most recent classification and
compensation study. Our Human Resources staff found their staff to be thorough, professional,
and very accommodating. Jeff and Alex kept us well informed throughout the entire project.
We had weekly meetings to ensure we remained on schedule because we gave them a very
tight timeline within which to complete the project. Not only did they make sure we received the
necessary data, they also made sure we understood their methodology, their findings, and our
next steps.

Customer satisfaction is paramount for Jeff. He exhibited a high level of patience and
understanding when he was faced with questions from other members of the management team
who did not completely understand the purpose of the study and the process. He ensured that
he addressed their questions prior to moving to the next step. Additionally, if he did not hear
from us for an extended period of time, he checked in to make sure we had everything we
needed.

Both Jeff and Alex are knowledgeable and very personable. There was never a point during the
project that the Human Resources staff did not feel supported and well informed. | highly
recommend AutoSolve as a partner for organizations who are striving for excellence.

Feel free to contact me if you need any additional information. | can be reached at 919-556-
4642 or |alston@rolesvillen

Sincerely,

. { —
Ok AR
Lisa Alston

Human Resources Director

Town of Rolesville
PO Box 250 / Rolesville, North Carolina 27571 / RolesvilleNC.gov / 915.556.3506
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Exhibit C — Reference Letter — City of Rincon

SO OF N, Kevin Exley, Mayor
Jesse Blackwell. Jr., Council ',/;,," °Q,'\ Levi Scott. Jr.. Council
Ramona Underwood, Council (% ;‘i Jonathan City Manager
Brandy Riley, Council \< N Dulcia King, City Clerk
z 1 A . &/ . ol -
Michelle Taylor, Council N, s/ Ben Perkins, Interim City Attorney

CITY OF RINCON
302 South Columbia Ave. @ P.O. Box 232
Rincon, GA 31326
Phone: (912) 826-5745

August 27, 2024

Jeff Turner
AutoSolve Inc.

Re: Letter of Recommendation

We are pleased to provide our professional recommendation for AutoSolve, Inc. Our organization had
the pleasure of working with Jeff Turner and his associates on the needs of our organization regarding
compensation. From beginning to end Jeff and his team has been amazing. They are open, honest,
transparent, and efficient! The timelines and weekly meetings to track progress were most helpful as
well as the attentiveness to our needs if it was something we wanted to add or take away during this
process. Being that this compensation study was my first one that | have been affiliated with, Jeff really
took the time to explain everything thoroughly to me to ensure that | understood, as well as provided
me with adequate feedback when | raised a question.

Our organization wanted someone to come in who was knowledgeable, a compensation expert,
someone who was not afraid to get the job done and could deliver a plan that would benefit everyone.
We were able to connect with AutoSolve and we got all those things and more. They provided our
organization with a plan that we can use for years to come! If | had to choose all over again who we
would work with on this project, | wouldn’t choose no other company!

_Fax: (912) 826-2083,

25
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Exhibit D — Insurance Certificate

Aco SRl CERTIFICATE OF LIABILITY INSURANCE 0711712005

THIS CERTIFICATE IS ISSUED AS A MATTER OF INFORMATION ONLY AND CONFERS NO RIGHTS UPON THE CERTIFICATE HOLDER.
THIS CERTIFICATE DOES NOT AFFIRMATIVELY OR NEGATIVELY AMEND, EXTEND OR ALTER THE COVERAGE AFFORDED BY THE
POLICIES BELOW. THIS CERTIFICATE OF INSURANCE DOES NOT CONSTITUTE A CONTRACT BETWEEN THE ISSUING INSURER(S),
AUTHORIZED REPRESENTATIVE OR PRODUCER, AND THE CERTIFICATE HOLDER.

IMPORTANT: If the certificate holder is an ADDITIONAL INSURED, the policy(ies) must be endorsed. If SUBROGATIONIS WAIVED,
subject to the terms and conditions of the policy, certain policies may require an endorsement. A statement on this certificate does not
confer rights to the certificate holder in lieu of such endorsement(s).

PRODUCER CONTACT
NUTMEG INS AGENCY INC/PHS NAME: (888) 0253157 X

PHONE -
76210775 (AIC, No, Ext): (A/C, No):
The Hartford Business Service Center
3600 Wiseman Blvd E-MAIL
San Antonio, TX 78251 ADDRESS:

INSURER(S) AFFORDING COVERAGE NAIC#

INSURED INSURER A : Hartford Underwriters Insurance Company 30104
AutoSolve, Inc. INSURER B : Hartford Casualty Insurance Company 29424
46 THATCHAM DR INSURER C :
ST AUGUSTINE FL 32092

INSURER D :

INSURER E :

INSURER F :
COVERAGES CERTIFICATE NUMBER: REVISION NUMBER:

THIS IS TO CERTIFY THAT THE POLICIES OF INSURANCE LISTED BELOW HAVE BEEN ISSUED TO THE INSURED NAMED ABOVE FOR THE POLICY PERIOD
INDICATED.NOTWITHSTANDING ANY REQUIREMENT, TERM OR CONDITION OF ANY CONTRACT OR OTHER DOCUMENT WITH RESPECT TO WHICH THIS
CERTIFICATE MAY BE ISSUED OR MAY PERTAIN, THE INSURANCE AFFORDED BY THE POLICIES DESCRIBED HEREIN IS SUBJECT TO ALL THE
TERMS, EXCLUSIONS AND CONDITIONS OF SUCH POLICIES. LIMITS SHOWN MAY HAVE BEEN REDUCED BY PAID CLAIMS.

INSRy TYPE OF INSURANCE ADDL | SUBR POLICY NUMBER POLICY EFF " POLICY EXP LIMITS
LTR INSR_|WVD (MM/DD/YYYY) | (MM/DDIY YYY)
COMMERCIAL GENERAL LIABILITY EACH OCCURRENCE $2,000,000
DAMAGE TO RENTED
‘CLAIMS;MA.[).E OCCUR PREMISES (4 $1,000,000
X |General Liability MED EXP (Any one person) $10,000
A 76 SBU AY1PWB 05/26/2025 | 05/26/2026 | PERSONAL & ADV INJURY $2,000,000
| GEN'L AGGREGATE LIMIT APPLIES PER: GENERAL AGGREGATE $4,000,000
X |PoLicy j’ggj Loc PRODUCTS - COMP/OP AGG $4,000,000
[ |oTHer:
AUTOMOBILE LIABILITY COMBINED SINGLE LIMIT $2,000,000
| (Ea accident)
ANY AUTO BODILY INJURY (Per person)
[ | ALL OWNED SCHEDULED §
A | |AuTos AUTOS 76 SBU AY1PWB 05/26/2025 | 05/26/2026 | BODILY INJURY (Per accident)
HIRED NON-OWNED PROPERTY DAMAGE
[ AUTOS X AUTOS (Per accident)
UMBRELLA LIAB OCCUR EACH OCCURRENCE
[ | ExcessLiaB | | CLAIMS-
VADE AGGREGATE
IDED RETENTION $
[ WORKERS COMPENSATION [PER [ [OTH-
AND EMPLOYERS' LIABILITY STATUTE ER
éggPRIETOR/PARTNER/EXECUTIVE ™ EL EACHACCIDENT $100000
B OFFICER/MEMBER EXCLUDED? [: N/ A 76 WEG AY7FA3 07/13/2025 | 07/13/2026 EL DISEASE -EA EMPLOYEE $100,000
(Mandatory in NH)
If yes, describe under E.L. DISEASE - POLICY LIMIT $500,000
DESCRIPTION OF OPERATIONS below
Professional Liability Each Claim Limit $1,000,000
A 76 SBU AY1PWB 05/26/2025 | 05/26/2026 o
Aggregate Limit $1,000,000

DESCRIPTION OF OPERATIONS / LOCATIONS / VEHICLES (ACORD 101, Additional Remarks Schedule, may be attached if more space is required)
Those usual to the Insured's Operations.

CERTIFICATE HOLDER CANCELLATION

For Informational Purposes SHOULD ANY OF THE ABOVE DESCRIBED POLICIES BE CANCELLED
46 THATCHAM DR BEFORE THE EXPIRATION DATE THEREOF, NOTICE WILL BE DELIVERED
ST AUGUSTINE FL 32092 IN ACCORDANCE WITH THE POLICY PROVISIONS.

AUTHORIZED REPRESENTATIVE

© 1988-2015 ACORD CORPORATION. All rights reserved.
ACORD 25 (2016/03) The ACORD name and logo are registered marks of ACORD
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Evergreen Solutions, LLC

2528 Barrington Circle * Unit #201 « Tallahassee, Florida 32308
850.383.01 11 » fax 850.383.1511

October 29, 2025

Diana DePaolo

Director of Human Resources
City of Biddeford

Human Resources Department

Dear Ms. DePaolo:

Evergreen Solutions, LLC is pleased to submit a proposal to conduct a Classification and Compensation
Study for the City of Biddeford. Our response is based on our review of your Request for Proposals, our
experience working with hundreds of local governments and other public sector organizations throughout
the country, our understanding of the Maine labor market, and our knowledge of best practices in local
government human resources management. Evergreen is well qualified to provide the services being
requested by the City of Biddeford as we have conducted more than 1,500 similar studies for local
governments and other public sector organizations throughout the country.

Evergreen Solutions was formed in 2004 in Florida to provide an alternative to traditional consulting firms.
We provide an innovative and effective option by focusing on clients needing partners and not simply another
service provider.

As a national firm, Evergreen Solutions continues to grow and our territory now includes clients in 47 states.
In the State of Maine, Evergreen Solutions is currently working with the City of Portland to conduct a
Classification and Compensation Study and previously conducted a similar study for Portland Public Schools.

In other states, Evergreen has worked with, or is currently on contract to work with, the following local
governments in providing work similar in scope to the services being requested: City of Manchester, NH; City of
Portsmouth, NH; Town of Wethersfield, CT; Town of Plainville, CT; Town of Bridgewater; City of Cambridge;
Genesee County, NY; Livingston County, NY; City of Seaford, DE; City of Milford, DE; City of Laurel, MD; City of
Hyattsville, MD; City of Baltimore, MD; City of Takoma Park, MD; City of Annapolis, MD; City of Westminster,
MD; Town of Ocean City; MD; Harford County, MD; Frederick County, MD; Talbot County, MD; Allegany County,
MD; City of Pittsburgh, PA; County of Montgomery, PA; Mahoning County, OH; Blount County, TN; Madison
County, TN; Jefferson County, TN; City of White House, TN; City of Murfreesboro, TN; City of Clarksville, TN; City
of Cleveland, TN; City of Winchester, KY; City of Bloomington, IN; City of Urbana, IL; City of Moline, IL; McLean
County, IL; Genesee County, MI; City of Rochester, MN; City of Minneapolis, MN; City of Newport News, VA; City
of Norfolk, VA; City of Petersburg, VA; City of Fredericksburg, VA; City of Falls Church, VA; City of Hopewell, VA;
City of Williamsburg, VA; County of Culpeper, VA; County of York, VA; Gloucester County, VA; Chesterfield
County, VA; Essex County, VA; Surry County, VA; Isle of Wight County, VA; Shenandoah County, VA; Prince
George County, VA; Loudoun County, VA; Spotsylvania County, VA; King George County, VA; Alleghany County,
VA; Union County, NC; Gaston County, NC; New Hanover County, NC; Guilford County, NC; Harnett County, NC;
Town of Chapel Hill, NC; Franklin County, NC; Onslow County, NC; Buncombe County, NC; City of Burlington,
NC; City of Raleigh, NC; City of Goldsboro, NC; City of High Point, NC; City of Fayetteville, NC; City of
Bennettsville, SC; City of Clemson, SC; City of Folly Beach, SC; City of Columbia, SC; City of Lancaster, SC; City
of Greenwood, SC; City of Mauldin, SC; City of Pickens, SC; City of Isle of Palms, SC; Pickens County, SC;
Berkeley County, SC; Charleston County, SC; Dorchester County, SC; Dillon County, SC; Spartanburg County,
SC; Laurens County, SC; Oconee County, SC; Beaufort County, SC; Town of Mount Pleasant, SC; Town of Hilton
Head Island, SC; City of Douglasville, GA; City of Atlanta, GA; City of Alpharetta, GA; City of Riverdale, GA; City of
Garden City, GA; City of Cedartown, GA; City of Union City, GA; City of Stockbridge, GA; City of Fayetteville, GA;
City of Norcross, GA; City of Dunwoody, GA; City of Clarkston, GA; City of Roswell, GA; City of Milton, GA; City of
Sandersville, GA; City of Tybee Island, GA; City of Chamblee, GA; City of Savannah, GA; Lumpkin County, GA;
Douglas County, GA; DeKalb County, GA; Cherokee County, GA; Spalding County, GA; City of Sarasota, FL; City
of Jacksonville Beach, FL; City of New Smyrna Beach, FL; City of Orlando, FL; City of Palm Beach Gardens, FL;
City of Panama City, FL; City of Hollywood, FL; City of Ft. Myers, FL; Miami-Dade County, FL; Palm Beach
County, FL; Alachua County, FL; Manatee County, FL; Pinellas County, FL; Orange County, FL; Sarasota County,
FL; City of Mobile, AL; City of Opelika, AL; City of Foley, AL; City of Auburn, AL; Baldwin County, AL; Chambers
County, AL; Lee County, AL; City of Hot Springs, AR; City of Broken Arrow, OK; City of Lee’s Summit, MO; City of
St. Peters, MO; City of St, Louis, MO; City of Branson, MO; City of Dardenne Prairie, MO; City of Columbia, MO;
City of Troy, MO; Jasper County, MO; Jefferson County, MO; Jackson County, MO; St. Charles County, MO;
Sedwick County, KS; Shawnee County, KS; City of Leawood, KS; City of Salina, KS; City of Shawnee, KS; Ft.
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Bend County, TX; Hood County, TX; Aransas County, TX; Jefferson County, TX; Brazoria County, TX; Kaufman
County, TX; Matagorda County, TX; Denton County, TX; Travis County, TX; Town of Little EIm, TX; City of
Kingsville, TX; City of Denton, TX; City of Odessa, TX; City of Cleburne, TX; City of Austin, TX; City of Coppell, TX;
City of Fate, TX; City of Seguin, TX; City of Wharton, TX; City of Fair Oaks Ranch, TX; City of Three Rivers, TX; City
of Portland, TX; City of Port Arthur, TX; City of Big Spring, TX; City of Pflugerville, TX; City of Buda, TX; City of
Montgomery, TX; City of Farmers Branch, TX; City of Alpine, TX; City of Fredericksburg, TX; City of Gonzalez, TX;
City of Haskell, TX; City of La Porte, TX; City of Del Rio, TX; City of Conroe, TX; City of Amarillo, TX; City of Mont
Belvieu, TX; City of Duncanville, TX, City of Sunset Valley, TX; The Woodlands Township, TX; Town of Prosper,
TX; City of Fountain, CO; City of Manitou Springs, CO; Garfield County, CO; Grand County, CO; City of Boulder
City, NV; Ogden City Corporation, UT; City of Page, AZ; City of Prescott, AZ; City of Flagstaff, AZ; Yavapai County,
AZ; Town of Prescott Valley, AZ; City of Carlsbad, NM; City of Albuquerque, NM; City of Santa Fe, NM; City of
Fresno, CA; City of Thousand Oaks, CA; City of Crescent City, CA; City of Camarillo, CA; City of West Hollywood,
CA; City of Bell Gardens, CA; City of Moorpark, CA; City of Sacramento, CA; City of Beaumont, CA; City of
Yucaipa, CA; City of Sanger, CA; City of Santa Ana, CA; Inyo County, CA; Calaveras County, CA; Mariposa County,
CA; City of Bend, OR; City of Portland, OR; City of Albany, OR; Columbia County, OR; Spokane County, WA; City
of Ridgefield, WA; City of Bellingham, WA; City of Washougal, WA; and many others. Information regarding the
services provided to some of these clients as they relate to the services being requested can be found in
Section 4 of our proposal.

The Evergreen Team is able to fully comprehend the challenges and goals of the City of Biddeford because of
our vast understanding of local government human resources and the fact that we possess the necessary
experience and expertise. Our team has significant expertise in conducting classification and compensation
studies for local governments and other public sector organizations throughout the country as can be seen in
Section 2 of our proposal.

Some of the human resource services Evergreen has focused on include: classification and compensation
studies; salary and benefits surveys; pay equity studies; staffing studies; workload analyses; performance
evaluation and appraisal system design; HR department reviews; recruitment, hiring, and retention studies;
strategic and workforce planning; and labor pool availability. Through our experiences in conducting this wide
range of projects, we have gained knowledge of all operations in local government human resources
management. As a result, our team knows how critical an effective classification and compensation system is
to the overall operation of a proficient and progressive municipality. Moreover, we have developed helpful
methods and tools that assist our clients in implementing and maintaining our study recommendations.

Evergreen’s approach to conducting a classification and compensation study draws not only from extensive

human resources work with local government clients, but also from direct feedback from our past clients. In
essence, we offer you tools that are innovative as well as those that have been proven to work in real places
with real people. Some of the key facets of our approach as identified in Section 3 of our proposal includes:

o We emphasize communication as the key to successful study completion as well as implementation.
Our team understands that compensation by its very nature creates anxiety in staff and managers
alike. In order to ensure a successful study process and “buy-in” at implementation, leadership,
department heads, and select employees need to be involved in every step of the process. Thisis a
critical component of our communication plan. Continuous communication is ensured through the use
of meetings/conference calls and the submission of written progress reports.

e Our methodology utilizes the latest in technology. In order to reduce the cost to our client partners and
enhance wider participation, we offer all of our tools in an electronic format. In essence, every step of
the process can be done on the Web. Further, our web-based JobForce Manager tool allows our client
partners to facilitate implementation and eases the ongoing maintenance of the compensation system.

¢ We understand that one size does not fit all. Some consultants provide the same overall solution to
every client; however, we provide a variety of alternatives that allow our client partners to select the
solution that best meets their business and human capital needs.
As President of Evergreen Solutions, | am authorized to commit our firm contractually to this engagement.

We appreciate this opportunity and commit to you our best effort if selected for this engagement. If you have
any questions, please feel free to contact me at (850) 383-0111 or via email at jeff@consultevergreen.com.

Sincerely,

Jeffrey Ling, PhD, President
Evergreen Solutions, LLC
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1.0  Firm Qualifications

Evergreen Solutions, LLC is well qualified to conduct a Classification and Compensation Study for the
City of Biddeford due to our experience in conducting more than 1,500 similar studies for local
governments and other public sector organizations across the country. In this section, we provide you
with our firm’s profile and history; and our qualifications.

11 Evergreen Solutions, LLC is a national, multidisciplinary, public sector
management consulting firm, which specializes in working with public sector

Firm S_ Profile organizations, including hundreds of local governments, across the nation. We

and History provide a unique approach, rather than the “consulting as usual” approach, by
partnering with our clients to find innovative, real-world solutions to public
management.

Evergreen Solutions was formed in 2004 as a limited liability company to
provide a modern, practical alternative to the typical consulting options. The
firm is made up of management and human resource professionals as well as
strategic partners who came together to form an innovative alternative that
places clients and their needs before any individual, model, or corporate goal.

Evergreen’s philosophy is based on an understanding that there is not a “one
size that fits all” solution to compensation management. Our approach is
built on working collaboratively with all parties to make sound,
implementation-focused recommendations.

Evergreen employs 23 full-time and three part-time employees who work on
one of five consultant teams providing a variety of human resource
management consulting.

Our main focus is on people, management, and technology. This focus allows
our team to provide a broad variety of services, including, but not limited to:
classification and compensation studies; salary and benefit studies; staffing
studies; workload analyses; performance appraisal reviews; disparity studies;
training assessments; and strategic planning.

We invite you to browse our Web site at www.ConsultEvergreen.com or visit us
on Facebook at www.facebook.com or Linkedin at www.linkedin.com for more
information about our services, staff, and past experience.

[i Find us on: Linked [}
facebook.
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Evergreen Solutions assists public sector professionals in exercising control
over the inter-related elements that determine success or failure. We do that
by applying a situation-responsive discipline that emphasizes:

o full visibility into the entire organization through research and
discovery;

e a spirit of partnership with staff and leadership;

e sound recommendations based on best practices and proven
methods; and

e a practical go-forward plan that leads to results.

1.2 Collectively, the members of the Evergreen Solutions Team have:

Qualifications . . . . e .

e extensive experience in conducting classification and compensation

studies for local governments and other public sector organizations
throughout the country;

e comprehensive experience in all components vital to the successful
completion of this engagement;

e knowledge of relevant Maine statutes and regulations as well as
federal regulations;

e objectivity and flexibility due to the fact that we have no vested
interests; and

e specialized analytical tools that we bring to the project.

Clients nationwide have been successfully implementing recommendations
from our team of professional consultants for decades. Evergreen has
contracted with public sector, quasi-governmental, and non-profit
organizations in 47 states throughout the country. Exhibit 1-1 includes a
sample list of the local government clients we have worked with, or are
currently under contract to work with, in providing work similar in scope to
the services being requested.
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Exhibit 1-1: Sample List of Local Government Clients

Spokane County, WA

City of Ridgefield, WA
City of Washougal, WA
City of Bellingham, WA
City of Albany, OR

City of Bend, OR

City of Portland, OR
Columbia County, OR

City of Fresno, CA

City of Camarillo, CA

City of Yucaipa, CA

City of Long Beach, CA
City of Sacramento, CA
City of Thousand Oaks, CA
City of Crescent City, CA
City of West Hollywood, CA
City of Santa Ana, CA

City of Sacramento, CA
Calaveras County, CA
Inyo County, CA

City of Boulder City, NV
Ogden City Corporation, UT
City of Flagstaff, AZ

City of Page, AZ

City of Prescott, AZ
Yavapai County, AZ

City of Carlsbad, NM

City of Santa Fe, NM

City of Albuquerque, NM
Grand County, CO
Garfield County, CO

City of Fountain, CO

City of Manitou Springs, CO
City of Amarillo, TX

City of Austin, TX

City of Buda, TX

City of Denton, TX

City of Farmers Branch, TX
City of Fredericksburg, TX
City of Lockhart, TX

City of Pflugerville, TX
City of Rowlett, TX

City of Sachse, TX

City of Seguin, TX

City of Portland, TX

City of Del Rio, TX
Brazoria County, TX
Denton County, TX

Fort Bend County, TX
Hood County, TX
Kaufman County, TX
Randall County, TX
Matagorda County, TX
City of Broken Arrow, OK
City of Hot Springs, AR
City of Salina, KS

City of Leawood, KS
Sedgwick County, KS
Shawnee County, KS
City of St. Louis, MO
City of Lee’s Summit, MO
City of Columbia, MO
City of Dardenne Prairie, MO
City of Jefferson, MO
City of Troy, MO

City of St. Peters, MO
Jackson County, MO
St. Charles County, MO
Jasper County, MO

City of Bloomington, IN
Blount County, TN
Madison County, TN
City of Murfreesboro, TN
City of Clarksville, TN
City of Morristown, TN
City of White House, TN
City of Cleveland, TN
City of Winchester, KY
City of Urbana, IL

City of Moline, IL
McLean County, IL
Mahoning County, OH
City of Auburn, AL

City of Mobile, AL

City of Foley, AL

City of Daphne, AL

City of Madison, AL
City of Northport, AL
Baldwin County, AL

Lee County, AL
Chambers County, AL
Shelby County, AL

City of Alpharetta, GA
City of Atlanta, GA

City of Brookhaven, GA
City of Chamblee, GA
City of Dahlonega, GA
City of Douglasville, GA
City of Dunwoody, GA
City of Fayetteville, GA
City of Garden City, GA
City of Jackson, GA

City of Marietta, GA
City of Norcross, GA
City of Roswell, GA

City of Sandy Springs, GA
City of Savannah, GA
City of Statesboro, GA
City of South Fulton, GA
City of Suwanee, GA
City of Tybee Island, GA
DeKalb County, GA

Douglas County, GA
Forsyth County, GA

Columbus Consolidated Gov’t, GA

City of Boca Raton, FL
City of Clearwater, FL
City of Fort Myers, FL
City of Gainesville, FL
City of Jacksonville, FL
City of Key West, FL
City of Pensacola, FL
City of Orlando, FL

City of Sarasota, FL
City of Palm Beach Gardens, FL
City of North Miami Beach, FL
Alachua County, FL
Brevard County, FL
Flagler County, FL
Hernando County, FL
Manatee County, FL
Martin County, FL
Miami-Dade County, FL
Monroe County, FL
Palm Beach County, FL
Orange County, FL
Pinellas County, FL
Sarasota County, FL
Seminole County, FL
City of Beaufort, SC
City of Spartanburg, SC
City of Chester, SC

City of Clemson, SC
City of Columbia, SC
City of Isle of Palms, SC
City of Conway, SC

City of Goose Creek, SC
City of Lancaster, SC
City of Mauldin, SC

City of Folly Beach, SC
Town of Hilton Head Island, SC
Dillon County, SC
Beaufort County, SC
Berkeley County, SC
Charleston County, SC
Dorchester County, SC
Laurens County, SC
Pickens County, SC
York County, SC

Town of Chapel Hill, NC
City of High Point, NC
City of Burlington, NC
City of Raleigh, NC

City of Hendersonville, NC
City of Rocky Mount, NC
City of Southport, NC
Rowan County, NC
Buncombe County, NC

Dare County, NC
Franklin County, NC
Ashe County, NC
Guilford County, NC
Onslow County, NC
Jackson County, NC

New Hanover County, NC
Transylvania County, NC
Union County, NC

City of Falls Church, VA
City of Fredericksburg, VA
City of Newport News, VA
City of Williamsburg, VA
City of Norfolk, VA
Chesterfield County, VA
County of Culpeper, VA
County of Northampton, VA
County of York, VA

Essex County, VA
Gloucester County, VA
Isle of Wight County, VA
James City County, VA
King George County, VA
Loudoun County, VA
Montgomery County, VA
City of Takoma Park, MD
City of Baltimore, MD
City of Annapolis, MD
City of Hagerstown, MD
City of Hyattsville, MD
City of Westminster, MD
City of Laurel, MD

Prince Georges County, MD
Allegany County, MD
Talbot County, MD
Washington County, MD
Frederick County, MD
City of Seaford, DE

City of Milford, DE

City of Rochester, MN
City of Minneapolis, MN
City of Kalamazoo, Ml
Genesee County, Ml

City of Pittsburgh, PA
County of Montgomery, PA
Livingston County, NY
Genesee County, NY

City of Portsmouth, NH
City of Manchester, NH
City of Norwalk, CT

Town of Wethersfield, CT
Town of Plainville, CT
Town of Colchester, VT
City of Cambridge, MA
Town of Bridgewater, MA
City of Portland, ME
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2.0 Project Team

In this section, we include the qualifications of our proposed project team through summary
resumes. Detailed resumes are available upon request.

21 Exhibit 2-1 reflects our proposed project management and personnel
Proposed assignments. The structure has been designed to clearly define the roles

. and responsibilities of each part of the Classification and Compensation
Project Team Study so that there will be no confusion as to who is responsible for any
aspect of this engagement with the City of Biddeford.

Exhibit 2-1

Proposed Project CIYT OF BIDDEFORD, ME
Management Project Manager
Organization and

Personnel to be Determined
Assignments

{

EVERGREEN SOLUTIONS
Project Principal

Dr. Jeff Ling, CCP

|

EVERGREEN SOLUTIONS
Project Director

Mr. Rob Williamson

{

EVERGREEN SOLUTIONS
Project Consultants

Mr. Mark Holcombe, PMP, SHRM-SCP
Mr. Michael Misrahi
Ms. Brenda Whurr, PHR, SHRM-CP
Ms. Tara Tabachnik

City of Biddeford Project Manager. With each project engagement, we work
with the client to identify one specific point of contact to serve as a Project
Manager. The City’s Project Manager (CPM) will be our reference point
throughout the engagement. We will take project direction, leadership, and
guidance from the CPM and all project deliverables will be filtered through
the CPM throughout the duration of the project.
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Evergreen Solutions’ Project Principal. Our Project Principal will have ultimate
accountability for the success of this project. Evergreen Solutions’ Project
Principal is always a senior leader in our firm, typically the President. The
Project Principal will have contractual authority over the contract and will be
our top level of project responsibility.

Evergreen Solutions’ Project Director. Evergreen Solutions designates a
Project Director for each HR consulting project. The Project Director will work
with the Project Principal regarding the scheduling of the project with the
Town’s Project Manager. The Project Director will have the most frequent
contact with the Town and will assign project activities to the Project
Consultants and will ensure that deliverables are met within specified
timelines.

Evergreen Solutions’ Project Consultants. Our Project Consultants are a team
of consultants who have worked together on numerous projects, and who will
provide consulting and analytical work on all project activities The Project
Consultants will review pay plans, conduct orientation sessions and focus
groups, administer the Job Assessment Tool (JAT) and Management Issues
Tool (MIT), conduct a salary survey, review and revise job descriptions, and
prepare draft and final reports.

Consultant Team Members must be thoroughly knowledgeable in the portion
of the project they are responsible for, as well as have expertise in the issues
that are unique to each individual client. Our firm is proposing an exceptional
team of consultants who have worked together on many similar projects. We
always make sure each project is sufficiently staffed to handle any additional
tasks or unforeseen issues that may arise during the course of the study. The
combination of our individual knowledge and skills form a superior team who
will be able to competently perform all of the pieces of Classification and
Compensation Study for the City of Biddeford.

2.2 The following paragraphs provide summaries of each team member’s
Key Personnel qualifications and experience related to his/her role in this engagement.

Project Principal Dr. Jeff Ling is the President of Evergreen Solutions who has been with the
Dr. Jeff Ling, CCP firm since its inception in 2004. He is a Certified Compensation
Professional (CCP) who has more than 25 years consulting experience in the
following areas: human resources; performance improvement; process
analysis; strategic planning; statistical analysis; research methodology; data
management; surveys and polling; technology analysis; change
management; and risk analysis.

Dr. Ling has planned, organized, and managed studies on human resources
assessment, survey analysis, government efficiency, technology planning,
information utilization, public opinion, market expansion, and privatization.
Each of these studies dealt with summarizing major alternatives for decision
makers and providing viable recommendations. He has consulting
experience in public sector Evaluation, research management, efficiency
analysis, survey analysis, statistical modeling, and technology planning.

Dr. Ling has worked with a multitude of clients in the capacity of Project
Principal. He has worked on hundreds of engagements across the nation
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and includes work in state and local governments, school districts,
institutions of higher education, quasi-governmental agencies, and private
industry.

Dr. Ling has been instrumental in creating, reviewing, and evaluating the
methodology employed by Evergreen Solutions on all human resource
engagements. His background and skill set make him uniquely qualified for
assessing organizational critical needs and strategy. He is also an expert in
policy development and long-term planning.

A sample of the types of studies Dr. Ling has been involved with includes:

o Compensation/Classification- He developed the methodology and
techniques for organizations to employ for successful data collection
and implementation based on internal and external equity needs.
He has been the Project Principal for numerous projects related to
classification and/or compensation. Note: He has served as the
Project Principal or Project Director for more than 1,500 public
sector projects related to Classification and/or Compensation.

e Performance Evaluation - He has provided the framework for many
organizations transitioning into goal-based performance evaluation
systems or fully functional merit-based pay structures. He
understands the importance of a well stratified, objective based
review process and has been instrumental in assisting a number of
large organizations transition from traditional systems into merit-
based pay structures with minimal transitional costs and
interruption.

o Market Research - He provided the basis for which market research
was collected, analyzed, and review. He ensured that data collection
procedures and methods were statistically reliable using his
knowledge of statistics and overall market research.

e Policy Development - He has a thorough and firm understanding of
policy development and has assisted many clients with
implementing tailored policies and practices that reflect best
practices.

Dr. Ling holds a Doctorate’s Degree from Florida State University in Political
Science and has taught courses addressing research methodology,
statistical analysis, technological innovations, and political economy at
various universities.

Project Director Mr. Rob Williamson is a Project Manager with Evergreen. He brings more
Mr. Rob Williamson than 20 years of proven leadership experience serving both private and
public sector clients. His diverse leadership includes time as a business
owner, County Commissioner, CEO of a mid-sized water and wastewater
treatment utility, Executive Director of a three-member regional water utility
provider, and most recently, Manager of the Florida Association of Counties’
23-county insurance trust.
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During his career, Mr. Williamson has served on boards of directors for more
than two dozen public, private, civic and charitable organizations. This
includes time as Chairman of the Santa Rosa County Board of County
Commissioners, RESTORE Council, Tourist Development Council,
Florida/Alabama Transportation Planning Organization and as a member of
the Florida Gulf Consortium, Florida Association of Counties Executive
Board, Leadership Santa Rosa, and the Institute for County Government to
name a few. He is also a member of the Florida Rural Water Association.

He was a Keynote speaker for the Florida American Water Works
Association for its Fall Conference Opening General Session in 2023.

Mr. Williamson helps organizations create new strategic pathways to solve
complex problems. His areas of focus include policy development, strategic
planning, change management, government services, transportation
planning, master planning, tourism, RESTORE Act implementation and
leadership development.

A sample of some of the public sector projects that Mr. Williamson has
directed or been involved with include: a Classification and Compensation
Study for the City of Portland, ME; a Compensation and Classification
Review for the City of Cambridge, MA; a Classification and Total
Compensation Review for the City of Manchester, NH; a Compensation
Study for the City of Portsmouth, NH; a Classification and Total
Compensation Study for the Town of Plainville, CT; a Job Classification and
Compensation Study for the Town of Wethersfield, CT; an Employee
Compensation Study for Livingston County, NY; an HR Market Study for
Botetourt County, VA; a Classification and Compensation Study for Culpeper
County, VA; a Classification and Compensation Study for Ashe County, NC; a
Classification and Compensation Study for Dare County, NC; a Classification
and Compensation Study for Onslow County, NC; a Classification and
Compensation Study for Perquimans County, NC; a Classification and
Compensation Study for the City of Burlington, NC; a Classification and
Compensation Study for the City of High Point, NC; a Classification and
Compensation Study for the City of Southport, NC; a Compensation Study
and Pay Equity and Representative Analysis for the Town of Chapel Hill, NC; a
Classification and Compensation Study for the Town of Huntersville, NC; a
Compensation and Classification Study for the Town of Wendell, NC; a
Classification and Compensation Study and Analysis for Darlington County,
SC; Classification and Compensation Study Services for Dillon County, SC; a
Compensation and Classification Study for Greenwood County, SC; an
Employee Compensation and Classification Study for the City of Greenwood,
SC; a Compensation Study for the City of Pickens, SC; a Compensation Study
for the Town of Central, SC; a Compensation Study for North Charleston
Sewer District, SC; a Compensation Study for the City of Orangeburg,
Department of Public Utilities, SC; a Classification and Compensation Study
for Powdersville Water, SC; a Comprehensive Classification, Compensation,
and Benefits Study for Irmo Chapin Recreation Commission, SC; a
Classification and Compensation Study for Barrow County, GA; a
Classification Study for Cherokee County, GA; a Classification and
Compensation Study and Analysis for Columbus Consolidated Government,
GA; a Compensation Study for Cherokee County, GA; a Compensation Study
for Spalding County, GA; a Classification and Compensation Study for the
City of Calhoun, GA; a Compensation Study for the City of Cedartown, GA; a
Classification Study for the City of Clarkston, GA; a Classification and

%% Evergreen Solutions, LLC Page 2-4

Page 95 of 303




Compensation Study for the City of Dalton, GA; a Compensation Study for
the City of Duluth, GA; a Salary Survey for the City of Garden City, GA; a
Classification and Compensation Study for the City of Hampton, GA; a
Classification and Compensation Study for the City of Jackson, GA; a
Classification and Compensation Study for the City of Jackson, GA; a
Classification and Compensation Study for the City of Johns Creek, GA; a
Classification and Compensation Study and Analysis for the City of
Lawrenceville, GA; a Classification and Compensation Study and Analysis for
the City of Riverdale, GA; a Compensation Study for the City of Sandersville,
GA; a Classification and Compensation Study for the City of Sylvester, GA; a
Classification and Compensation Study for the City of Vienna, GA; a
Compensation Study for Clayton County Water Authority; a Classification and
Compensation Study and Analysis for Clayton County Water Authority, GA; a
Salary Survey for Clayton County Water Authority, GA; a Compensation Study
for Cobb County-Marietta Water Authority, GA; a Compensation and Benefits
Study for Douglasville-Douglas County Water and Sewer Authority, GA; a
Compensation Study for Douglasville-Douglas County Water and Sewer
Authority, GA; a Market Salary Survey for Douglasville-Douglas County Water
and Sewer Authority, GA; a Classification and Compensation Study for the
Henry County Water Authority, GA; a Compensation and Benefits Study for
Newton County and Sewerage Authority, GA; a Comprehensive Classification
and Compensation Study for Citrus County, FL; a Classification and
Compensation Study for DeSoto County, FL; a Classification and
Compensation Study Analysis for Suwannee County, FL; a Compensation
Study for Washington County, FL; a Classification and Compensation Study
for the City of Apalachicola, FL; a Classification and Compensation Study for
the City of Boynton Beach, FL; a Compensation Study for the City of
Bradenton, FL; a Classification and Compensation Study for the City of
Brooksville, FL; a Compensation Study for the City of Holmes Beach, FL; a
Classification and Compensation Study for the City of Kissimmee, FL; a
Compensation Study for the City of Miami Springs, FL; a Staffing Study for
the City of Naples, FL; a Compensation Study for the City of Naples, FL; a
Compensation Study for the City of New Port Richey, FL; a Compensation
Study for the City of Okeechobee, FL; a Classification and Compensation
Study for the City of Oldsmar, FL; a Classification and Compensation Study
for the City of Palm Beach Gardens, FL; a Compensation Study for the City of
Palmetto, FL; a Classification and Pay Plan Study for the City of Panama City
Beach, FL; a Compensation Study for the City of Panama City Beach, FL; a
Compensation Study for the City of Plantation, FL; a Classification and
Compensation Study for the City of South Miami, FL; a Classification and
Compensation Study for the City of Wildwood, FL; ; a Compensation Study
for the Town of Cutler Bay, FL; a Classification and Compensation Study for
the Town of Lake Hamilton, FL; a Compensation Study for the Town of
Oakland, FL; a Human Resources Compensation Study for the Florida
Municipal Power Agency, FL; a Comprehensive Compensation Study for Keys
Energy Services, FL; an Employee Classification and Compensation Survey
for the Okeechobee Utility Authority, FL; a Compensation Study for the Lake
Apopka Natural Gas District, FL; a Compensation Study for Lake Apopka
Natural Gas District, FL; a Compensation and Benefits Study for Loxahatchee
River District, FL; a Classification and Pay Plan Study for Peace River
Manasota River Water Supply Authority, FL; a Fire Services Study for
Washington County, FL; a Classification and Compensation Study for the
Manatee County Sheriff’s Office, FL; a Compensation Study for the Charlotte
County Property Appraiser Office, FL; a Compensation Study for the Indian
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River County Property Appraiser’s Office, FL; a Compensation Study for the
Marion County Property Appraiser, FL; a Compensation Study for the Miami
Shores Village, FL; a Compensation Study for the Florida Bar, FL; a
Classification and Compensation Study for the City of Auburn, AL; a
Compensation Study for Auburn- Opelika Tourism, AL; a Compensation Study
for the City of Daphne, AL; a Classification and Compensation Study for the
City of Madison, AL; a Compensation and Benefits Study for the City of
Mobile, AL; a Compensation Study for the City of Opelika, AL; a Classification
and Compensation Study for Riviera Utilities, AL; a Classification and
Compensation Study for Blanco County, TX; a Compensation Study for the
City of Aransas Pass, TX; a Classification and Compensation Study for the
City of Del Rio, TX; a Compensation and Benefits Study for the City of Fair
Oaks Ranch, TX; a Compensation/Salary Survey for the City of Freeport, TX;
a Comprehensive Classification and Compensation Study for the City of Port
Arthur, TX; a Classification and Compensation Study for the Town of Addison,
TX; a Job Market Survey for New Braunfels Utilities, TX; a Classification, Total
Compensation, and Benefits Study for the Brushy Creek Municipal Utility
District, TX; a Compensation, Benefits, Pay-Practices, and Classification
Study and Analysis for Upper Trinity Water District, TX; a Compensation
Study for the Woodlands Water, TX; a Comprehensive Classification and
Compensation Study for the South Texas Water Authority; a Salary Analysis
for Fort Worth Housing Solutions, TX; a Compensation and Classification
Study for the City of Minneapolis Department of Public Works, MN; a Total
Compensation Study for Genesee County, MI; a Compensation Study and
Analysis for McLean County, IL; a Classification and Compensation Study for
the City of Moline, IL; a Job Classification Study and Analysis for Jefferson
County, TN; a Compensation Study for the City of Morristown, TN; a
Compensation Study for the City of White House, TN; a Compensation and
Benefits Study for the Middle Rio Grande Conservancy District, NM; a
Compensation Study for the Colorado River Water Conservation District, CO;
a Total Compensation and Benefits Study for Calaveras County Water
District, CA; and a Classification and Compensation Study for the West Basin
Municipal Water District, CA.

Mr. Williamson has certifications from the Cambridge Leadership Institute
and the Kenan-Flagler Business School Leadership Institute and possesses
a Bachelor of Science Degree in Sociology from Florida State University.

Project Consultant Mr. Mark Holcombe has more than ten years of management and consulting
Mr. Mark Holcombe, | experience and is recognized as a certified Project Management
SHRM-SCP, PMP Professional (PMP) and a SHRM Senior Certified Professional (SHRM-SCP).

He has been at Evergreen Solutions eight years, during which time he has
been promoted through the organization and has led Evergreen's largest
local government practice for the past two years. His academic foundation
in micro and macroeconomics, combined with his experience leading a
business before joining Evergreen, has given him significant experience in
leading teams, modeling and controlling costs, and working to provide a
product that meets the needs of all stakeholders. This experience has been
instrumental in ensuring that his team is able to translate complex and
comprehensive data into actionable insights for his clients.
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At Evergreen, Mr. Holcombe's emphasis has been in compensation and
classification studies of varying size and scope. He has led projects with
cities and counties, colleges and universities, K-12 school districts,
transportation organizations, and statewide government organizations.
Some of his principal areas of expertise are:

o Refining client compensation and classification systems, ensuring
alignment with HR best practices and meeting specific client needs.

e |eading initiatives focusing on market competitiveness for large and
complex public sector clients.

e Constructing reports and visuals to share complex findings in an
approachable way.

e Crafting complex cost models to facilitate accurate budgetary
projections for clients.

o Assessing market data, synthesizing information from a variety of
sources to provide comprehensive compensation insights.

e Redesigning classification systems to modernize and streamline
titling conventions for entire organizations or within job families.

e Conducting staffing analyses to determine efficiency.

e Conducting reviews centered around gender and racial equity in
compensation systems, ensuring their adherence to local, state, and
federal laws and regulations.

A sample of some of the public sector projects that Mr. Holcombe has been
involved with include: a Compensation and Classification Review for the City
of Cambridge, MA; a Compensation Study for the Architect of the Capitol, DC;
a Compensation Consultation Services for Genesee County, NY; an
Employee Compensation Study for Livingston County, NY; an Employee a
Compensation Study for the County of Montgomery, PA; a Job Classification
Study and Analysis for Jefferson County, TN; a Classification and
Compensation Study for Madison County, TN; Classification and
Compensation Consulting Services to the City of Clarksville, TN; a
Classification and Compensation Study for the City of Cleveland, TN; a
Review of the Classification and Compensation System for the City of
Rochester, MN; a Compensation Study for the City of Seaford, DE; a
Classification and Compensation Study for the City of Milford, DE; a
Compensation Study for Allegany County, MD; a Classification and
Compensation Study for Frederick County, MD; a Classification and
Compensation Study for Harford County, MD; a Classification Study for Talbot
County, MD; a Performance Management Study for Talbot County, MD; a
Compensation Study for the City of Baltimore, MD; an Employee Compensation
and Classification Study for the City of Takoma Park, MD; a Compensation and
Classification Study for Bedford County, VA; a Compensation Consulting
Services for Chesterfield County, VA; a Market Salary Survey for Chesterfield
County, VA; a Classification and Compensation Study for Loudoun County,
VA; a Compensation and Classification Study for Mecklenburg County, VA; a
Classification and Compensation Study for the City of Falls Church, VA; a
Classification and Compensation Study for the City of Hopewell, VA; Consulting
Services for a Compensation Program Transition for the City of Newport News,
VA; a Classification and Compensation Study for the City of Norfolk, VA; a
Classification and Compensation Plan for the City of Petersburg, VA; a
Classification System and Pay Plan Development Study for Franklin County,
NC; a Comprehensive Classification and Compensation Study for the City of
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Fayetteville, NC; a Pay Equity Analytics Model for Fire and Police Staff for the
City of Raleigh, NC; a Pay and Classification Study for Dorchester County, SC;
a Compensation Study for Laurens County, SC; an Organizational
Assessment of the HR Department for York County, SC; a Classification and
Compensation Study for the City of Mauldin, SC; a Wage Study for the Town
of Mount Pleasant, SC; a Classification and Compensation Study for Barrow
County, GA; a Compensation Study for the City of Commerce, GA; a
Compensation Pay Study for the City of Douglasville, GA; a Classification and
Compensation Study for the City of East Point, GA; a Classification,
Compensation and Benefits Study for the City of East Point, GA; a Staffing
Study for the City of Fayetteville, GA; a Comprehensive Position
Classification and Compensation-Benefits Study and Analysis for the City of
Kennesaw, GA; a Classification and Compensation Study for the City of
Milton, GA; a Classification and Compensation Study for the City of Rome,
GA; a Classification and Compensation Study for the City of South Fulton,
GA; a Classification and Compensation Study for the City of Thomasville, GA;
a Classification and Compensation Study for the City of Union City, GA; a
Classification and Compensation Study for the City of Auburn, AL; a
Compensation Study for the Alabama Port Authority, AL; a Compensation
Study for Brevard County, FL; a Classification and Compensation Study for
DeSoto County, FL; a Compensation Study for Highlands County, FL; a Pay
and Classification Study for Jefferson County, FL; a Classification Study for
Manatee County, FL; a Compensation Study for Manatee County, FL; a
Compensation Study for Monroe County, FL; a Classification and
Compensation Study for Okaloosa County, FL; a Classification and
Compensation Study for Palm Beach County, FL; a Classification and
Compensation Study for Pinellas County, FL; a Classification and
Compensation Study Analysis for Suwannee County, FL; a Classification and
Compensation Study for the City of Apalachicola, FL; a Compensation Study
for the City of Boca Raton, FL; a Compensation Study for the City of Fort
Myers, FL; a Compensation Study for the City of Key West, FL; a
Compensation and Benefits Study for the City of New Smyrna Beach, FL; a
Compensation Study for the City of North Miami, FL; a Classification and
Compensation Study for the City of North Miami Beach, FL; a Compensation
Study for the City of Miami Springs, FL; a Compensation Study for the City of
New Port Richey, FL; a Compensation Study for the City of Zephyrhills, FL; a
Compensation and Classification Study for the Town of Davie, FL; a
Classification and Compensation Study for the Town of Hilliard, FL; a
Classification and Compensation Study for Jasper County, MO; a
Compensation Study for the City of Dardenne Prairie, MO; a Compensation
Study for the City of Fulton, MO; a Compensation Study for the City of
Jefferson, MO; an Employee Classification and Compensation Study for the
City of St. Louis, MO; a Classification and Benefits Study for the City of St.
Peters, MO; a Compensation Study for Sedgwick County, KS; a
Comprehensive Compensation Study for Shawnee County, KS; a
Classification and Compensation Study for the City of Leawood, KS; a Salary
Study for the City of Leawood, KS; a Classification and Compensation and
Race/Gender Equity Study for the City of Salina, KS; a Compensation Study
for the City of Shawnee, KS; a Classification and Compensation Study for the
North Dakota Court System, ND; a Compensation and Classification Study
for Garfield County, CO; a Compensation Study for Grand County, CO; a
Classification, Compensation, and Benefits Study for Yavapai County, AZ; A
Compensation Study for the City of Flagstaff, AZ; a Classification and
Compensation Study for the City of Prescott, AZ; a PTO Survey for the City of
Prescott, AZ; a Compression Analysis and Pay Equity Study for the Town of
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Prescott Valley, AZ; a Classification and Compensation Study/Gender Pay
Equity Analysis for the City of Santa Fe, NM; a Classification and
Compensation Study for the City of Albuquerque, NM; a Compensation Study
for Aransas County, TX; Salary Survey Consulting Services for Brazoria
County, TX; a Wage and Compensation Study for Jefferson County, TX; a
Classification and Compensation Study and Analysis for Matagorda County,
TX; a Classification and Compensation Study for Randall County, TX; a
Classification and Compensation Study and Analysis for Taylor County, TX; a
Classification and Compensation Study and Analysis for Waller County, TX; a
Classification and Compensation Study for the City of Alpine, TX; a
Compensation Study for the City of Big Spring, TX; a Compensation Study for
the City of Brownsville, TX; a Compensation Study for the City of Buda, TX; a
Classification and Compensation Study for the City of Cleburne, TX; a
Compensation and Benefits Survey and Analysis for the City of Deer Park,
TX; a Compensation and Classification for the City of Denton, TX; a
Compensation Study for the City of Duncanville, TX; a Compensation and
Benefits Study for the City of Fair Oaks Ranch, TX; a Compensation/Salary
Survey for the City of Freeport, TX; a Compensation Study for the City of
Galveston, TX; a Classification and Compensation Study for the City of
Kingsville, TX; a Compensation Study and FSLA Review for the City of La
Porte, TX; a Compensation and Classification Study for the City of League
City, TX; a Comprehensive Market Salary and Benefits Study for the City of
Missouri City, TX; a Classification and Compensation Study for the City of
Mont Belvieu, TX; a Classification and Compensation Study for the City of
Montgomery, TX; a Compensation Study for the City of Wharton, TX; a
Comprehensive Classification and Compensation Study for the City of
Odessa, TX; a Staffing Study for the City of Pflugerville, TX; a Compensation
and Benefits Study for the City of Portland, TX; a Compensation
Benchmarking and Structure Analysis for the City of Seguin, TX; an Equity and
Compensation Study for the City of Three Rivers, TX; a Classification and
Compensation Study for the Town of Prosper, TX; a Compensation and
Classification Study for the Woodlands Township, TX; a Classification and
Compensation Study for Inyo County, CA; a Classification and Compensation
Study Services for the City of Bell Gardens, CA; a Comprehensive
Classification and Compensation Study for the City of Camarillo, CA; a
Comprehensive Compensation Study for the City of Crescent City, CA; a
Classification and Compensation Study/Organizational and Operational
Review for the City of Beaumont, CA; a Classification and Compensation
Study for the City of Fresno, CA; a Total Compensation Study for the City of
Moorpark, CA; a Comprehensive Classification and Compensation Study for
the City of Riverbank, CA; a Consultant Services for a Study of the City’s
Compensation Plan and Benefits for the City of Sanger, CA; a Classification
and Compensation Study for the City of Thousand Oaks, CA; a Classification
and Compensation Study for the City of West Hollywood, CA; a Classification
and Compensation Study Services for the City of Santa Ana, CA; a
Classification and Compensation Study for the City of Yucaipa, CA; a
Compensation Study for the City of Bend, OR; a Professional Technical and
Expert Services for the City of Portland, OR; a Job Classification Market
Study for the City of Bellingham, WA; and a Classification and Compensation
Study for the City of Ridgefield, WA.

Mr. Holcombe holds a Bachelor's Degree with a dual major in Economics and

Criminology from Florida State University. He is a certified Project Managemer
Professional (PMP) and holds a SHRM-SCP certification.
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Project Consultant Mr. Michael Misrahi is a Project Manager who has been with the firm for
Mr. Michael Misrahi more than eight years. During that time, he has served as a Consultant or
Project Lead on more than 100 HR consulting projects. He has extensive
experience in the development and modification of compensation and
classification plans, policies, and practices for organizations varying in size
from a few dozen employees to several thousand.

Mr. Misrahi also served as the Compensation Manager at the University of
Central Florida, where he oversaw a team of compensation analysts, and
was responsible for administering the University’'s compensation structure
for over 10,000 employees.

A sample of some of Mr. Misrahi’s public sector projects include: a
Compensation Study for the County of Montgomery, PA;

a Classification and Compensation Study for Madison County, TN; a
Compensation Salary Study Review for Davidson Transit Organization, TN; an
Employee Classification and Compensation Study for the City of St. Louis,
MO; a Review of the Classification and Compensation System for the City of
Rochester, MN; a Comprehensive Compensation Study for Shawnee County,
KS; a Compensation Study for the City of Shawnee, KS; a Classification,
Compensation, and Benefits Survey for Kent County Levy Court, DE; a
Classification and Compensation Study for Frederick County, MD; a
Classification and Compensation Study for Howard County, MD; an
Employee Compensation and Classification Study for the City of Takoma
Park, MD; a Job Classification and Compensation Study for the City of
Baltimore, MD; a Compensation Study for the County of York, VA; a
Classification and Compensation Study for Loudoun County, VA; a
Classification and Compensation Plan for the City of Petersburg, VA;
Consulting Services for a Compensation Program Transition for the City of
Newport News, VA; a Salary Survey for the State Employees Association of
North Carolina (SEANC); a Pay Equity Analytics Model for Fire and Police
Staff for the City of Raleigh, NC; a Simple Comparison and Blended Market
Comparison/Competency Market Analysis for the North Carolina League of
Municipalities; a Simple Comparison and Blended Market
Comparison/Competency Market Analysis for the North Carolina League of
Municipalities; Organizational Assessment of the HR Department for York
County, SC; Compensation Study for Laurens County, SC; a Classification,
Compensation and Benefits Study for the Town of Kiawah Island, SC; a
Classification and Compensation Study for the City of Douglasville, GA; a
Classification and Compensation Study for the City of Atlanta, GA; a Staffing
Study for the City of Fayetteville, GA; a Compensation Study for Osceola
County, FL; a Compensation Study for Santa Rosa County, FL; a Pay and
Classification Study for Bay County, FL; a Compensation and ERP Study for
Miami-Dade County, FL; a Pay and Classification Study for Gulf County, FL; a
Compensation Study for the Tax Collector’s Office of Indian River County, FL;
a Salary Study for Highlands County, FL; a Compensation Study for Brevard
County, FL; a Compensation Study for Sarasota County, FL; a Salary and
Benefits Review for Hernando County, FL; a Classification and
Compensation Study for Pinellas County, FL; a Classification and
Compensation Study for Palm Beach County, FL; a Pay and Classification
Study for Martin County, FL; a Classification and Compensation Study for
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Franklin County, FL; a Compensation Study for the City of Kissimmee, FL; a
Classification and Compensation Study for the City of Zephyrhills, FL; a
Compensation Study for the City of Fort Myers, FL; Classification and
Compensation Services for the City of Dunedin, FL; a Compensation Study
for the City of North Miami Beach, FL; a Pay and Classification Study for the
City of Doral, FL; a Classification and Compensation Study for the City of
Lake City, FL; a Classification and Benefits Study for the City of Key West, FL;
a Compensation and Benefits Study for the City of St. Cloud, FL; a
Classification and Compensation Study for the City of Sebring, FL; a
Compensation Study for the City of Key West, FL; a Compensation and
Classification Study for the City of Sarasota, FL; Compensation Consultant
Services for the City of Coral Springs, FL; an Employee Engagement Survey
for the City of Daytona Beach, FL; a Compensation and Classification Study
for the Town of Davie, FL; a Review of Compensation for the Fire
Department for Sarasota County, FL; a Classification and Compensation
Study for Monroe County and the Monroe County Sheriff’s Office, FL; a
Staffing Study for the Fort Myers Police Department, FL; a Staffing Study for
the Leon County Sheriff’s Office, FL; a Classification and Compensation
Study for the Leon County Sheriff’s Office, FL; a Classification and
Compensation Study for the Broward County Sheriff’s Office, FL; a Pay,
Compensation, and Classification Study for Community Action Stops Abuse,
FL; a Compensation and Classification Plan Update for the Florida League of
Cities; an Organizational Study for the Florida Clerks of Court Operations
Corporation (FCCOC); an Employee Compensation and Classification Study
for the Florida Court Clerks and Comptrollers (FCCC); a Classification and
Compensation Study for the Wakulla County Board of County
Commissioners, FL; a Classification and Compensation Study for the
Hillsborough County Clerk of Court and Comptroller, FL; a Compensation
Study for Naples Airport Authority, FL; a Classification and Compensation
Study for Ouray County, CO; a Compensation Study for Grand County, CO; a
Compensation and Classification Study for Garfield County, CO;
Classification and Compensation Consulting Services to the City of
Albuquerque, NM; a Wage and Compensation Study for Jefferson County, TX;
a Salary Survey for the City of Port of Bay City, TX; a Classification and
Compensation Study for the City of Cleburne, TX; a Pay for Performance and
a Salary Survey for City of Mont Belvieu, TX; a Compensation and
Classification Study for the City of Pearland, TX; a Comprehensive
Compensation and Benefits Study for the City of Sachse, TX; a Classification
and Compensation Study for the City of Pflugerville, TX; a Staffing Study for
the City of Pflugerville, TX; a Pay and Classification Study for the City of
Fredericksburg, TX; a Classification and Compensation Study for the City of
Seguin, TX; a Comprehensive Compensation and Benefits Study for City of
Rowlett, TX; a Compensation and Classification Study for the Brazos River
Authority, TX; a Compensation Study for Brazos River Authority, TX; a
Compensation and Classification Study and Organizational Review of the
RSMU Department for Brazos River Authority, TX; Compensation Consultant
Services to Dallas Area Rapid Transit, TX; a Salary Analysis for Fort Worth
Housing Solutions, TX; a Compensation and Classification Study Update for
Denton County Fresh Water Supply District No. 6 and Denton County Fresh
Water Supply District No. 7, TX; a Classification and Compensation Study for
the City of Prescott, AZ; a Compensation Study for Town of Sahuarita, AZ; a
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Compression Analysis and Pay Equity Study for the Town of Prescott Valley,
AZ; a Wage Compensation Study Services for Northern Arizona
Intergovernmental Public Transportation Authority; a Classification and
Compensation Study/Organizational and Operational Review for the City of
Beaumont, CA; a Competency Model, Classification Analysis, &
Compensation Study for the City of West Hollywood, CA; and a Classification
and Compensation/Benefits Study for San Luis Obispo Regional Transit
Authority, CA.

Mr. Misrahi has an MBA and a Bachelor’s degree in History from Florida
State University.

Project Consultant Ms. Brenda Whurr, PHR, SHRM-CP, is a Senior Consultant with Evergreen
Ms. Brenda Whurr, who has more than 15 years of human resource management experience.
PHR, SHRM-CP As a former HR Director in both Florida and North Carolina, she led an HR
team with onboarding, payroll processing and day-to-day employee issues;
administered leave and workers’ compensation; worked with leadership on
recruiting strategies and employee relations issues; coordinated open
enrollment and other benefits programs; implemented policies and
procedures to assist in the transformation of a small company approach to a
larger, multi-location company; transitioned the HR Department into a
paperless document storage system; developed and implemented a
recruiting program; and led initiatives for a Wellness Program and Family
Fun Day to increase employee engagement.

A sample of some of the public sector projects that Ms. Whurr has been
involved with include: a Classification and Compensation Study for the City
of Portland, ME; a Classification and Compensation Review for the City of
Cambridge, MA; a Job Classification and Compensation Study for the Town
of Wethersfield, CT; a Classification and Total Compensation Study for the
Town of Plainville, CT; a Classification and Total Compensation Review for
the City of Manchester, NH; a Compensation Study for the City of
Portsmouth, NH; a Classification and Compensation Study for Culpeper
County, VA; a Classification and Compensation Study for Ashe County, NC; a
Classification and Compensation Study for the Town of Huntersville, NC; a
Classification and Compensation Study for the City of Burlington, NC; a
Classification and Compensation Study for the City of Southport, NC; a
Classification and Compensation Study for Onslow County, NC; a
Compensation and Classification Study for the Town of Wendell, NC; an
Employee Compensation and Classification Study for the City of Greenwood,
SC; Classification and Compensation Study Services for Dillon County, SC; a
Compensation and Classification Study for Greenwood County, SC; a Wage
and Compensation Study for Folly Beach, SC; a Classification and
Compensation Study and Analysis for Darlington County, SC; a Classification
Study for Cherokee County, GA; a Compensation Study for Spalding County,
GA; a Classification and Compensation Study and Analysis for the City of
Riverdale, GA; a Classification and Compensation Study for the City of
Atlanta, GA; a Classification and Compensation Study for the City of Jackson,
GA; a Compensation Study for the City of Duluth, GA; a Compensation Study
for Cherokee County, GA; a Classification and Compensation Study for the
City of Johns Creek, GA; a Classification and Compensation Study for the City
of Jackson, GA; a Classification and Compensation Study and Analysis for
the City of Lawrenceville, GA; a Classification and Compensation Study for
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the City of Hampton, GA; a Classification and Compensation Study for the
City of Vienna, GA; a Classification and Compensation Study for the City of
Madison, AL; a Compensation and Benefits Study for the City of Mobile, AL;
a Compensation Study for the City of Holmes Beach, FL; a Classification and
Compensation Study for the City of Wildwood, FL; a Classification and
Compensation Study for the City of South Miami, FL; a Classification and
Compensation Study for the City of Palm Beach Gardens, FL; Classification
and Compensation Study for the City of Boynton Beach, FL; a Compensation
Study for the City of Naples, FL; a Classification and Compensation Study for
DeSoto County, FL; a Classification and Compensation Study for the City of
Brooksville, FL; a Comprehensive Classification and Compensation Study for
Citrus County, FL; a Compensation Study for the City of New Port Richey, FL;
a Classification and Pay Plan Study for the City of Panama City Beach, FL; a
Classification and Compensation Study for the City of Oldsmar, FL; a
Classification and Compensation Study for the City of Kissimmee, FL; a
Compensation and Classification Study for the City of Minneapolis
Department of Public Works, MN; a Total Compensation Study for Genesee
County, MI; a Classification and Compensation Study for the City of Moline,
IL; a Compensation Study for the City of White House, TN; a Compensation
Study for the City of Morristown, TN; a Compensation Study for the City of
Aransas Pass, TX; a Comprehensive Classification and Compensation Study
for the City of Port Arthur, TX; a Classification and Compensation Study for
the City of Del Rio, TX; a Classification and Compensation Study for Blanco
County, TX; a Classification and Compensation Study for the Town of
Addison, TX; a Total Compensation and Benefits Study for Calaveras County
Water District, CA; and a Classification and Compensation Study for the
West Basin Municipal Water District, CA.

Ms. Whurr has a Bachelor’s of Science in Management Information Systems
and possesses a Professional Human Resources certification (PHR) as well
as a certification as a professional with SHRM.

Project Consultant Ms. Tara Tabachnik is a Consultant with Evergreen Solutions. She began her
Ms. Tara Tabachnik | career at Evergreen as a Junior Analyst and has since developed exceptional
skills and knowledge in Human Resources consulting that she applies in her
current role as a Consultant. Since joining Evergreen, she has mastered the
art of conducting market surveys and market research and has been a great
resource to the project teams. She has taken on a lead role with
Evergreen’s market survey efforts through the creation of Evergreen’s
internal data team. She works closely with all project teams by conducting
salary surveys, benefits surveys, staffing surveys, analyzing staffing needs;
and market research for various types of clients.

A sample of some of the more recent public sector projects that Ms.
Tabachnik has been involved with include: a Classification and
Compensation Study for the City of Portland, ME; an Employee
Compensation Study for Livingston County, NY; a Compensation
Consultation Services for Genesee County, NY; a Compensation Study for the
City of Seaford, DE; a Classification and Compensation Study for the City of
Milford, DE; an Employee Compensation and Classification Study for the City
of Takoma Park, MD; a Compensation Study for the City of Baltimore, MD; a
Classification and Compensation Study for Prince George’s County, MD; a
Classification and Compensation Study for the City of Norfolk, VA; a
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Classification and Compensation Study for the City of Falls Church, VA;
Consulting Services for a Compensation Program Transition for the City of
Newport News, VA; a Market Salary Survey for the City of Rocky Mount, NC; a
Classification and Compensation Study for the City of Atlanta, GA; a
Classification and Compensation Study for the City of Thomasville, GA; a
Classification and Compensation Study for the Broward County Sheriff’s
Office, FL; a Classification and Compensation Study for DeSoto County, FL; a
Compensation Study for the City of Fort Myers, FL; a Classification and
Compensation Study for Randall County, TX; a Classification and
Compensation Study for the Town of Addison, TX; a Comprehensive
Classification and Compensation Study for the City of Odessa, TX; a
Classification and Compensation Study for the Town of Prosper, TX; a
Compensation and Classification for the City of Denton, TX; a Compensation
Benchmarking and Structure Analysis for the City of Seguin, TX; a Review of
the Classification and Compensation Study for the City of Rochester, MN; an
Employee Classification and Compensation Study for the City of St. Louis,
MO; a Compensation Study for the City of Jefferson, MO; a Classification and
Compensation Study for Jasper County, MO; a Classification and
Compensation and Race/Gender Equity Study for the City of Salina, KS; a
Classification and Compensation Study for the City of Leawood, KS; a
Compensation Study for Sedgwick County, KS; a Classification and Benefits
Study for the City of St. Peters, MO; a Compensation and Classification Study
for Garfield County, CO; a Classification and Compensation Study for the City of
Albuquerque, NM; a Classification and Compensation Study/ Gender Pay
Equity Analysis for the City of Santa Fe, NM; a Classification and
Compensation Study for the Superior Court of California, County of Monterey,
CA; a Classification and Compensation Study for the City of Fresno, CA; a
Classification and Compensation Study for the City of Thousand Oaks, CA; a
Classification and Compensation Study for Inyo County, CA; a Professional
Technical and Expert Services for the City of Portland, OR; and a
Classification and Compensation Study for the City of Ridgefield, WA; and a
Job Classification Market Study for the City of Bellingham, WA.

Ms. Tabachnik has an MBA and a Bachelor’s Degree in Finance from Florida

State University.
P>

Note: A team of experienced analytical and clerical support staff will
contribute to this study, as needed.
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3.0 Work Plan and Timeline

In this section, we provide our approach and methodology for conducting the Classification and
Compensation Study for the City of Biddeford; a detailed work plan— identifying the tasks, activities,
and milestones necessary to accomplish the deliverables in the scope of work of the Request for
Proposals; and our proposed timeline.

3.1 Evergreen Solutions is uniquely qualified to conduct the Classification and

Compensation Study for the City of Biddeford as our team includes
Approach and recognized experts in local government human resources management and
Methodology understands that there is not a “one size fits all” solution to compensation
management. Our approach is built on working collaboratively with all parties
to make sound, implementation-focused recommendations. Specifically, we
have developed a methodology that:

e focuses on market competitiveness;
e is based on the organization’s compensation philosophy;

e recognizes that compensation is comprised of more than just base
pay levels;

o reflects changes in recent compensation strategies;

e designs custom solutions that take into account the diversity of
needs present in the organization and allows you to select the
components and options that best meet your overall needs; and

e produces a structure that improves the organization’s ability to
recruit, reward, motivate, and retain talent in a competitive
environment that includes both public and private sector employers.

We will work closely with the City’s designated Project Manager, and the
Human Resources staff throughout the process to ensure constant
communication of issues, concerns, and potential outcomes. We work
closely with your staff to gain a solid understanding of your current
operational realities, challenges, and desired outcomes. Moreover,
Evergreen will work with you to balance your need to meet your performance
goals while carefully managing your resources.

Compensation management has undergone significant transformation in
the private sector and over time public sector organizations have mirrored
these changes. While compensation once centered on the separate
administration of base pay and core benefits, a shift has occurred that has
transformed compensation management.

Progressive organizations now recognize that to effectively recruit, reward,
motivate, and retain employees, compensation management requires
strategic thinking and planning. Compensation management must support
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an organization’s overall strategic direction. To accomplish this, effective
organizations design a compensation philosophy that details where an
organization wants to be in relation to the market in key areas. These key
areas include cash compensation, benefits, and work/life balance.
Compensation is thus a reflection of the organization’s philosophy.

Evergreen realizes that we will need to tailor our approach to fit the
operating, fiscal, and competitive needs of the organization.
Recommendations must always reflect competitive needs while supporting
the organization’s overall mission.

Listed below is an overview of the typically recommended approach that
Evergreen takes when conducting a study of this nature.

Kick Off Meeting | Evergreen begins each engagement by meeting with our client’s leadership
team. Frequently, this initial meeting will accomplish several goals,
including:

finalizing the project work plan;

identifying milestone and deliverable dates;

gaining insight into the management structure and approach;
collecting classification and compensation data;

identifying additional data needs; and

developing preliminary schedules for subsequent tasks.

At this time, we will also request a copy of the employee database that
reflects current classification and compensation data.

Communication | Communication is a critical component of any Classification and

Plan | Compensation Study. Communicating with employees directly and early in
the process builds support for the process and the accompanying outcomes.
As part of our communication plan, we meet first with key project staff to
fully understand the nature and scope of the project. The results of these
meetings are then communicated to employees during the project outreach
through employee orientation sessions, focus groups, and interviews.
Regular updates are provided to the client’s Project Manager and can be
posted on the client’s intranet site, if available and desired. Additionally, the
communication plan for the distribution of the end product, particularly how
the results will be distributed to employees, is also critical.

Employee | Based on client feedback and a review of best practices, we have designed
Orientation and | an orientation curriculum that provides employees insight into the process as
Focus Groups | Well as provides a forum for answering questions and soliciting participation.
Following the orientation sessions, we begin the focus group process. Focus
groups are used to gain detailed insight into employee perceptions, concerns,
and issues. The protocol for the sessions is provided to your project team in

advance and refined to meet your needs.

We have found that employee orientation sessions and focus groups are
critical venues for building employee participation and buy-in. Since they
take place at the outset of the project, they are a critical introduction to the
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project and the question-and-answer formats allow employees to become
engaged in the process. During these sessions, Evergreen’s consultants can
also help to manage expectations since some employees may have
unrealistic expectations based on anecdotal information.

Department Head | Evergreen staff conduct one-on-one interviews with department heads (in

Interviews | addition to any other employees the client determines is necessary) to
identify challenges for consideration. These interviews will allow our staff to
add details to our understanding of the organization and its needs. They
also allow our consultants the opportunity to better understand the
organizational structure of each department as well as the unique recruiting
and retention issues that may be present in each department. Frequently,
department heads and senior management serve as invaluable resources in
explaining how internal equity relationships have evolved over time and
explaining the nuances between the differences in jobs.

Job Assessment | Another important activity undertaken at this time is the distribution of
Tool and | Evergreen’s Job Assessment Tool© (JAT). These questionnaires are central
Management Issue | components of the job evaluation process. The JAT asks a series of
Tool questions regarding an employee’s job that captures the nature of the job
and how it interacts with work within the organization.

The JAT contains questions that ask about each of the following areas:

scope of duties;

complexity of work;

supervision received and exercised;

physical requirements;

financial responsibilities;

analytical/mental requirements;

knowledge and skills required for the job; and
level of responsibility/reporting relationships.

Evergreen will contact the client’s Project Manager should there be a need
to clarify question responses or issues with information collected from the
JAT. Due to budgetary constraints faced by many of our clients, we have
designed the JAT as a web-based tool so that data can be collected
electronically. If requested, we can also provide a paper-based version of
the tool.

Exhibit 3-1 below depicts a screenshot of the JAT home screen showing the
levels of access for a Supervisor. Supervisors have access to their own
surveys in addition to the ability to review and approve the surveys of their
direct reports. The supervisor review process ensures validation of the JAT
data collected from employees and prevents comments made by employees
from being taken out of context.
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Exhibit 3-1
Supervisor's JAT Home Screen

JOB ASSESSMENT TOOL JAT Questionnaire

Project Name: Sample City Comp & Class 2024

To get started, please use the buttons below. You may logout and return to this survey as often as you would like over
the course of the completion period.

Employee JAT

Supervisor | Review

Management Issues Tool

To download or print a copy of your JAT Click Here.
For assistance, please email jat3@consultevergreen.com

Source: Evergreen Solutions, 2025

Exhibit 3-2 illustrates how Evergreen uses the JAT to collect functional
details of employee’s jobs. Seeking to understand how employees
summarize their responsibilities in their own words allows our analysis to
expand beyond what may be conveyed in a traditional job description. An
informal survey of municipal employees revealed that 90 percent felt that
the job descriptions held on file with their employers were inaccurate or
incomplete representations of their duties. Understanding this, Evergreen
designed the JAT to fill in those gaps to ensure that the entirety of an
employee’s job is analyzed within the context of the study.
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Exhibit 3-2
Job Description and Responsibilities

Basic Information
[ ]

Job Introduction

Briefly provide an overview of your job, including a description of the purpose of your job and the type
of work you do. This may be the same as the introduction to your current job description, but it does
not need to be.

Supervisory Responsibilities

Please indicate below the number of people you supervise directly and/or indirectly. Direct supervision
is the management or supervision of employees who report work to you and who you evaluate
without assistance. Indirect supervision is the management or oversight of employees who report to
you through another supervisor who reports directly to you. Please do not include subcontractors.

Type of Work

Please select the level that best describes the type of work you perform.
Clerical/Manual - Perform a variety of office and administrative support duties OR unskilled, labor-intensive

@]

tasks.

o Laborer/Trade-Based Occupations - Performs work necessitating repetitive operations with their hands,
physical skill and energy.

o Technical/Paraprofessional - Performs tasks requiring a solid understanding of basic algebra and statistics OR
use of heavy equipment.

o Administrator - Performs tasks directly related to the management or general business operations. Exercises
discretion and judgment with matters of significance.

o Managerial/Professional - Performs tasks requiring advanced knowledge, which is predominantly intellectual in
nature, OR tasks related to the control or administration of part of the organization.

o Executive/Advanced Professional - Performs tasks related to managing the organization, or managing a

department OR perform work requiring highly advanced knowledge.

Education and Experience

Please select the level that best describes how much education and experience a new-hire should be
required to have for your position.
Recommended Minimum Education for a New Hire

Choose Cne v
Recommended Minimum Experience for a New Hire

Choose One v

Licenses and Certifications

Please list any licenses, certifications, or professional designations you believe should be required or
preferred for your position.
Required

Preferred

Source: Evergreen Solutions, 2025
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Exhibit 3-3 shows a similar page in which employees are asked to list the
Essential Functions of their job using their current job description as a
starting point (if available). These are the tasks and activities that define the
classification and make it unique. Gathering information such as this allows
Evergreen to assess the validity of the present classification structure and
identify classifications or individuals within classifications that need to be
restructured or reclassified.

Exhibit 3-3
Job Functions

View Job Description

Task Description

Choose One W

Choose One

Add task to Job Description

Remove task fromn Job Description

Edit task in Job Description

Source: Evergreen Solutions, 2025

In addition to the JAT, Evergreen will also distribute our Management Issues
Tool (MIT). The MIT is distributed to supervisors and managers and is used
to collect specific information from supervisors and managers related to
such issues as recruitment and retention problems, classification issues,
pay equity issues, problems with titles, and other related issues. Each MIT
will be logged and a specific response will be provided. The MIT process is
designed to allow supervisors and managers to give direct input into the
process and they serve as “red flags” to Evergreen staff during the analysis
portion of the project.

Preliminary | As a starting point for analysis, Evergreen’s project consultants review the
Assessment | client’s database in comparison to the pay plan and information collected
from the JATs to produce a preliminary assessment. The preliminary
assessment summarizes the strengths and weaknesses of your human
resource management system. The compensation analysis focuses on the
number of pay grades, range widths, percentage differences between
grades, step plans versus open range plans, and the expected time to reach
full job competency. The overall analysis focuses on structure, movement,
and equity (internal) as well as specific concerns such as turnover, longevity,
compression, and range anomalies. The issues we identify in the
assessment become core considerations in creating the potential solutions
later in the process.

Job Evaluation | The next step in the process is to review responses to the JATs and identify
any possible misclassifications. Once the review of the JATs has been
completed, Evergreen’s consultants will evaluate all jobs on each of the
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compensatory factors, score each position, and determine if there is any
need for further investigation of specific positions. If serious discrepancies
exist, Evergreen’s consultants will work directly with the Client Project
Manager to resolve any issues. Once work has been properly classified,
changes in the current classification system rankings can be recommended.
Our goal is to produce a classification system that reflects the internal equity
relationships suggested by the JAT scoring conducted earlier.

Compensation | Our approach to compensation analysis is based on the belief that
compensation should be organization-specific, fair, equitable, and directly
tied to strategic goals. To ensure that all these criteria are met, we will
conduct an extensive analysis on the relevant labor market, the internal
structure and inter-relatedness of jobs within the organization, and the
relative worth of jobs within the organization vis-a-vis the compensation
philosophy.

The most traditional component of a total compensation program is base
pay (fixed pay). However, inclusion of benefits in total compensation
strategy is not a new concept. Provision of benefits was originally a
recruitment tool, though over time the provision of core benefits has
become an expectation. Research shows that public sector organizations
commonly use superior benefits packages as a way to offset structural
disadvantages in base pay. The purpose of the survey is to collect
information for comparison to current offerings, and making
recommendations for change consistent with the parameters of the
organization’s compensation philosophy.

Market Salary | A key component of assessing compensation is to consider market position,

Survey | Which is sometimes referred to as external equity or competitiveness.
Evergreen’s consultants wait until well into the classification analysis to
design the market survey to ensure that jobs are understood, anomalies in
classification characteristics are documented, and sufficient input has been
received. The market survey will obtain standard range information related
to minimum, midpoint, and maximum salaries. Data collection will focus on
the public sector, but will include information from the private sector where
applicable. Further, we will look to include any employers to whom the
organization has recently lost employees.

Benchmarks | One of the most important components of the external assessment is in the
selection and utilization of benchmark positions for the labor market survey.
We will work with the client to identify the appropriate number of benchmark
positions to best suit the client’s needs in the labor market survey. Based
on our experience, we have found that it is simply not practical to survey all
positions within the organization—the resulting surveys become too
cumbersome for labor market peers to complete, and the response rate on
the whole suffers. We ensure, through multiple checks and balances, that
the benchmark positions chosen will represent a broad spectrum of
positions across the organization, from all job families, pay levels, and
functional areas.
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Targets | To conduct an external labor market assessment, we work with the client to
identify the most appropriate targets to survey. Evergreen selects peer
organizations based on the local labor competition, regional markets, and
class-specific markets. Peer organizations should be those organizations
that compete with the client for labor in at least one job family. An
appropriate mix of peers in the public and private sectors will be included in
the survey, and if necessary, augmented with published secondary data
sources.

Typically, Evergreen waits until the outreach process has been completed to
identify the complete list of market peers. This is because we often will
uncover specific information during the focus group and interview sessions
that identifies potentially critical survey targets. Ideally, we would like to
work with the client after the outreach has been concluded to identify the
final list of potential market peers.

An important factor of our methodology is that the client has the final
approval of all aspects of the study. We will not proceed with the analysis
unless the client is completely comfortable with the survey targets chosen.
Often, there are different factors impacting an organization, such as
proximity to a major metropolitan area, technology corridor, or specific
market (i.e., military base), that have a direct effect on its ability to recruit
and retain employees in specific positions. These factors have to be taken
into account when selecting survey targets. Once the targets are selected
and approved, the survey instrument is developed and sent to the client for
final approval. Subsequent to client approval, the survey is then distributed
to the targets in both paper and electronic formats.

Evergreen uses a four-fold method of communicating with respondents. Our
staff notifies the target group that the survey is being sent or made
available, confirms receipt, and encourages participation. Once the data are
received, they are cleaned, validated, and summarized. A separate report is
issued that shows the results of the salary survey.

Unifying the | After determining the appropriate division of work and market position, the

Solution | compensation structure can be created. There is not a single, perfect
solution for every client partner. The nuances and unique characteristics of
each client necessitate a customized solution to best meet the
organization’s needs.

The Evergreen Team has considerable experience in developing multiple
solutions and working with client partners to determine the one that best
meets their needs. Our analytical team uses a variety of tools to produce
various potential solutions: regression analysis, market thresholds, and
other human resource models. Several major options are presented to the
client’s team before the implementation plan is created.

It is at this stage in the process that we typically meet with the client to
identify the direction of the final solution. We will present to the client a
draft report for review and comment. We typically ask the client to examine
the draft solution objectively and provide insights and recommendations on
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the direction of the report. When this process is completed, Evergreen’s
consultants will proceed with the final solution. The solution also contains
information regarding fiscal impact and implementation.

Compensation | In order for clients to maintain the recommended compensation system,
Administration | Evergreen develops compensation administration guidelines for use by the

Guidelines | client after completion of the study. The guidelines will include
recommendations on installation and continuing administration of the
system. The team first conducts a review of current practices and
procedures then assesses their effectiveness, compliance with legal
guidelines, and applicability to the recommended system.

Once this review and assessment are complete, revisions to the current
practices and/or new guidelines can be recommended, as needed. At a
minimum, the recommendations will address areas such as:

e how employees will move through the pay structure/system as a
result of transfers, promotions, or demotions;

e how to pay employees whose base pay has reached the maximum of

their pay range or value of their position;

the proper mix of pay;

how often to adjust pay scales and survey the market;

timing of implementation; and

how to keep the system fair and competitive over time.

System | Our goal is to produce recommendations that are effective and that can be
Maintenance | maintained by our clients. We are strongly committed to providing
transparent and replicable solutions. In essence, when we complete our
core assignment, our goal is that our client’s staff can maintain and update
the system on their own. We are readily available to provide assistance, but
our goal is to give our clients all the tools and training that are needed.
Towards this end we will provide the Human Resources staff with all
necessary tools and training to maintain the system over time.

Based on client needs and industry best practices, Evergreen has developed
a classification and compensation maintenance tool to assist our clients
with implementing, managing, and updating the solutions: JobForce
Manager. This tool allows our clients to estimate future pay plan changes,
update market information, make determinations on reclassifications, and
create new jobs. By automating these tasks, JobForce Manager allows our
clients to not only streamline, but also increase the fairness and
transparency of regular classification and compensation tasks after solution
implementation.

Exhibit 3-4 displays the interface from JobForce Manager for determining a
positions pay grade; additional features include a job scoring tabulation
sheet, market survey results database and summary report, pay plan report,
and employee salary calculators for modeling fiscal impacts of
compensation changes at the employee level. All data and reports are
downloadable and printable, so they can be provided to key decision
makers.
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Department

Finance

Finance

Finance

Parks &
Recreation

Community
Development

City
Manager's
Office

Community
Development

Engineering

Legal

Police

Public Works

Public Works

Legal

Dnlira

29’
Source: Evergreen Solutions, 2025

3.2

Detailed Work

Plan

Accounting
Manager

Accounts
Payable Clerk

Accounts
Payable
Supervisor

Adaptive
Recreation
Specialist

Addressing
Coordinator

Administrative
Assistant

Administrative
Assistant

Administrative
Assistant

Administrative
Assistant

Administrative
Assistant

Administrative
Assistant

Administrative
Assistant

Administrative
Assistant-Pt

Animal
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JAT
Score
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300.0

443.8

400.0
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268.8

2688

268.8
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268.8
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NE15

NE12

NE08

NEO03

NE03

NEO03

NEO03

NE03

NE03
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NEO3

NEA4

JAT

Projected
Grade

E07

NEO6

NE1T

NE13

NE09

NEO4

NEO4

NEO4

NEO4

NEO4

NEO4

NEO4

NEO5
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JobForce Manager Tool

E08

NEOS

NE18

NE15

NE10

NEO0S

NE05

NEO0S

NEO0S

NEOS

NEOS

NEOS

NEO6

MEA4A

Exhibit 3-4
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Midpoint

$93,351.97

$72,318.33

$45432.78

$45432.78

$45.432.78

$45432.78

$45,432.78

$45,432.78

$45432.78

¢412 290 29

Market
Projected
Grade

E09

NE22

NE13

NE13
NE13
NE13
NE13
NE13

NE13
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Pay Plan
(Select)

Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-
Exempt

Non-

Grade
(Select)

E10

NEO7

NE18

NE16

NE18

NE12

NE12

NE12

NE12

NE12

NE12

NE12

NE12

NE44

$75,599.66

$29,169.65

$49,689.99

$45,251.70

$49,689.99

$37,228.69

$37,22869

$37,228569

$37,228.69

$37,22869

$37,22869

$37,22869

$37,22869

TA4 nAA B

Assigned
Mid

$96,389.57

$34,214.08

$58,517.68

$53,077.26

$58,517.68

$43,666.79

$43,666.79

$43,666.79

$43,666.79

$43,666.79

$43,666.79

$43,666.79

$43,666.79

TAQ 149 A

Assigned

$117,179.48

$39,258.50

$67,145.36

$60,902.83

$67,145.36

$50,104.90

$50,104.90

$50,104.90

$50,104.90

$50,104.90

$50,104.90

$50,104.90

$50,104.90

CRR 24N GR

The detailed work plan that Evergreen proposes to use to conduct the
Classification and Compensation Study for the City of Biddeford is provided
in this section. Evergreen understands that the City has approximately 70
non-union employees that will be included in the study.

Our work plan consists of the following 11 work tasks:

Task 1:
Task 2:
Task 3:
Task 4:

Project Initiation
Evaluate the Current System
Collect and Review Current Environment Data
Evaluate and Build Projected Classification Plan and Make

FLSA Determinations
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e Task5: Identify List of Market Benchmarks and Approved List of
Targets

e Task 6: Conduct Market Salary Survey and Provide External
Assessment Summary

Task 7: Develop Strategic Positioning Recommendations

Task 8: Conduct Solution Analysis

Task 9:  Develop and Submit Draft and Final Reports

Task 10: Develop Recommendations for Compensation
Administration

e Task 11: Provide Revised Class Descriptions

Task 1.0 TASK GOALS
Project Initiation
e Finalize the project plan with the City.
e (Gather all pertinent data.

e Finalize any remaining contractual negotiations.

e Establish an agreeable final timeline for all project milestones and
deliverables.

TASK ACTIVITIES

1.1 Discuss with the City’s Project Manager (CPM) and any other key
personnel (i.e., City leadership) the following objectives:

the classification and pay plan study process;
e understand mission and current compensation philosophy;

e review our proposed methodology, approach, and project work plan
to identify any necessary revisions;

e reach agreement on a schedule for the project including all
assignments and project milestones/deliverables; and

e establish an agreeable communication schedule.

1.2 Identify potential challenges and opportunities for the study. Discuss
the strategic direction of the City and some of the short- and long-term
priorities. This activity serves as the basis for assessing where the City is
going and what type of pay plan will reinforce current and future goals.

1.3 Obtain relevant materials from the City, including:

e any previous projects, research, evaluations, or other studies that
may be relevant to this project;
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e organizational charts for the departments and divisions, along with
related responsibility descriptions;

e current position and classification descriptions, salary schedule(s),
and classification systems

1.4 Review and edit the project work plan and submit a timeline for the
completion of each project task.

1.5 Provide status updates to the CPM throughout the study.
KEY PROJECT MILESTONES
e Comprehensive project management plan

e Comprehensive database of non-union staff

Task 2.0 TASK GOAL
Evaluate the Current
System e Conduct a comprehensive preliminary evaluation of the existing

compensation plan(s) for the City.
TASK ACTIVITIES

2.1 Obtain the existing pay structure and compensation philosophy (if
any). Review the existing pay structure and look for potential problems
and issues to be resolved.

2.2 Identify the strengths and weaknesses of the current pay plan(s) for
the City. Identify any pay compression issues and discuss solutions
with the CPM.

2.3 Complete an assessment of current conditions that details the pros
and cons of the current system, taking into consideration
compensation, as well as highlights areas for potential improvement in
the final adopted solution.

KEY PROJECT MILESTONES

e Review of existing compensation plan(s)

e Assessment of current conditions

Task 3.0 TASK GOALS

Collect and Review

Current Environment e Conduct statistical and anecdotal research into the current
Data environment within the City.

e (Guide subsequent analytical tasks.
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TASK ACTIVITIES

3.1 Schedule and conduct employee orientation sessions to describe the
scope of work and methodology.

3.2 Interview department heads to obtain relevant information and
statistical data on specific compensation issues and policies. Obtain
insight into perceived current compensation system strengths and
weaknesses.

3.3 Hold focus groups with a sample of employees to obtain additional
relevant information and statistical data on specific compensation
issues and policies.

3.4 Work with the CPM and the Human Resources staff to administer the
JATs and MITs to employees. Our staff utilizes a web-based tool for
data collection, but we can provide paper copies as well as those for
classifications without computers or Internet access. We will seek
approval from the CPM before distribution of the JAT/MIT
questionnaire.

3.5 Review any data provided by the City that may provide additional
relevant insight.

KEY PROJECT MILESTONES
e Department head interviews
e Employee focus groups and orientation sessions

e JAT/MIT distribution

Task 4.0 TASK GOALS
Evaluate and Build
Projected e Identify the classification of existing positions utilizing the approved
Classification Plan method for job evaluation.
and Make FLSA
Determinations e Characterize internal equity relationships within the City.
TASK ACTIVITIES

4.1 Ensure that draft class specifications are provided to Evergreen by the
CPM.

4.2 Review the work performed by each classification and score based on
job evaluation. Include an evaluation of supervisory comments.

4.3 Review job evaluation scores and identify the classification of
positions.
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4.4 Schedule and conduct additional follow-up with employees for jobs
where uncertainty exists over data obtained from job evaluation.

4.5 Develop preliminary recommendations for the classification structure
and discuss with the CPM. The classification system designed at this
point would be based solely on internal equity relationships and would
be guided by the job evaluation scores for each classification.
Essentially, a structure of classifications would be established, and
classifications with similar scoring would be grouped and spacing
between jobs would be determined.

4.6 Develop recommendations of FLSA (exemption) status based on
results of the job evaluation (JAT) review and federal requirements.

4.7 Review recommendations with the CPM.
KEY PROJECT MILESTONES
e Job evaluation scores by class
e Recommended classification changes
e FLSA determinations

e Preliminary job structure based on internal equity

Task 5.0 TASK GOALS
Identify List of
Market Surveys e |dentify positions to benchmark for the market salary survey.
Benchmarks and
Approved List of e Identify and develop a comprehensive list of targets for conducting a
Targets successful external labor market salary assessment.

TASK ACTIVITIES

5.1 Identify the classifications that will be used as benchmarks for the
market salary survey. Note: Evergreen will work with the CPM to
identify non-union classifications to use as benchmarks for the market
salary survey.

5.2  Finalize the list of positions with the CPM.

5.3 Develop a preliminary list of organizations for the external labor
market salary survey, placing a comparative emphasis on
characteristics such as:

size of the organization;

geographic proximity to the Biddeford area;
economic and budget characteristics; and
other demographic data.
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5.4 Review and finalize with the CPM up to 20 peer organizations that
will be included in the market salary survey.
5.5 Develop a system for use of secondary data including potential
sources and weighting of secondary data, if necessary.
5.6 Review survey methodology with the CPM and refine survey
methodology prior to distribution of the survey.
5.7 After approval of survey methodology, develop contact list of peer
organizations and notify peers of impending survey.
KEY PROJECT MILESTONES
e Initial list of survey peers
e Survey methodology
e Final list of survey organizations and contacts
Task 6.0 TASK GOALS
Conduct Market
Salary Survey and e Conduct the external labor market salary survey.
Provide External
Assessment e Provide a summary of the market salary survey results to the CPM.
Summary
TASK ACTIVITIES
6.1 Prepare a customized external labor market salary survey for the
CPM'’s approval. Discuss questions to include in the market salary
survey.
6.2 Contact the targets for electronic completion of the survey. Provide
paper copies by fax, if requested.
6.3 Conduct necessary follow-up through e-mails, faxes, and phone calls.
6.4 Collect and enter survey results into Evergreen’s electronic data
analysis tools.
6.5 Validate all data submitted.
6.6 Develop summary report of external labor market salary
assessment results.
6.7 Submit summary report of external labor market salary survey
assessment results to the CPM.
KEY PROJECT MILESTONES
e Market survey instrument
e Summary report of external labor market salary assessment results
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Task 7.0 TASK GOALS
Develop Strategic
Positioning e Determine the City’'s compensation philosophy.
Recommendations
e Develop a plan for non-union employees, providing issue areas and
preliminary recommendations for strategic improvement.

TASK ACTIVITIES

7.1 Identify the accepted compensation philosophy and accompanying
thresholds.

7.2 Using the market salary survey data collected in Task 6.0, and the
classification data reviewed in Task 4.0, recommend the appropriate
pay structure (i.e., step system, merit-based, hybrid, etc.) for the
City’s non-union positions.

7.3 Produce a revised or new pay structure that best meets the needs of
the City from an internal and external equity standpoint.

KEY PROJECT MILESTONES

e Proposed compensation strategic direction, taking into account
internal and external equity

e Plan for addressing unique, highly competitive positions

Task 8.0 TASK GOALS
Conduct Solution
Analysis e Conduct analysis comparing job evaluation values.

e Survey results for the benchmark positions.
e Produce several possible solutions for implementation.
TASK ACTIVITIES

8.1 Conduct regression analysis or other appropriate techniques to
properly slot each classification into the proposed pay plan for the
City.

8.2 Place all classifications into pay grades based on Task Activity 8.1.
Sort alphabetically by job class title, in descending order by range,
and by old class title and new class specifications.

8.3 Create implementation solutions for consideration that take into
account the current position of the City as well as the findings from
the classification and compensation analysis. ldentify and prepare a
range of compensation policy alternatives.
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8.4 Meet with the CPM to discuss the potential solutions.

8.5 Determine the best solution to meet the needs of the City in the
short-term and long-term.

8.6 Document the accepted solution.
KEY PROJECT MILESTONES

e Initial regression analysis

e Potential solutions

e Documented final solution

Task 9.0 TASK GOALS

Develop and Submit . , e

Draft and Final e Develop and submit a draft and Final Report of the Classification and
Reports Compensation Study to the City of Biddeford.

e Present the Final Report.
TASK ACTIVITIES
9.1 Produce a comprehensive draft report that captures the results of
each previous step, including a complete listing of the allocation of
job classes to salary range requirements. Provide the CPM with a
draft final report for review that will include all costs associated with
recommendations as well as implementation strategies.

9.2 Make edits and submit necessary copies of the Final Report to the
CPM.

9.3 Present the Final Report to the City Council and/or other
stakeholders, as required.

9.4 Develop a communication plan for sharing study results with non-
union employees.

9.5 Develop a plan for maintaining recommendations over time.
KEY PROJECT MILESTONES

e Draft and final reports

o Final presentation

e Communication plan

e Implementation and maintenance database
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Task 10.0 TASK GOALS

Develop
Recommendations e Develop recommendations for continued administration by City staff
for Compensation to sustain the recommended system.

Administration
e Conduct training.

TASK ACTIVITIES

10.1 Develop recommendations and guidelines for continued
administration and maintenance of the job classification study for
staff including recommendations and guidelines related to:

e how employees will move through the pay structure/system as a
result of transfers, promotions, or demotions;

e how to pay employees whose base pay has reached the
maximum of their pay range or value of their position;

e the proper mix of pay;

e how often to adjust pay grades and survey the market;

e the timing of implementation; and

e how to keep the review fair and competitive over time.
10.2  Finalize recommendations.

10.3  Provide training and instructional tools to the Human Resources staff
to ensure that staff can conduct individual salary audits/adjustments
consistent with study methods until the next formal study is conducted
using Evergreen’s JobForce Manager tool that will enable the Human
Resources staff to estimate future pay plan changes, update market
information, make determinations on reclassifications, and create
new jobs - allowing for streamlining, and an increase in fairness and
transparency of regular classification and compensation tasks after
solution implementation.

KEY PROJECT MILESTONES
e Recommendations for compensation administration

e Training on Evergreen’s JobForce Manager tool

Task 11.0 TASK GOALS
Provide Revised
Class Descriptions e Update existing class descriptions.

e Create new class descriptions for only those classifications
recommended by Evergreen as a result of the job evaluation process.
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e Provide final version of all class descriptions/specifications in
electronic format (i.e., MS Word).

TASK ACTIVITIES

11.1 Assess current class descriptions for form, content, validity, and ADA,
FLSA, EEO compliance, etc.

11.2 Discuss any necessary changes to the class description format with
the CPM.

11.3 Update classification descriptions based on data gathered from the
job evaluation process.

11.4 Create new class descriptions only for those classifications
recommended by Evergreen as a result of the job evaluation process.

11.5 Recommend a systematic, regular process for reviewing class
descriptions.

KEY PROJECT MILESTONES
e Updated class descriptions
e New class descriptions, as needed

e Recommendations for regular review of class descriptions

33 Evergreen possesses the ability, staff, skills, and tools to conduct a
Proposed Classification and Compensation Study for the City of Biddeford in
Timeline approximately four months of the project start date and execution of a

contract. Our proposed timeline is based on a tentative start date of
November 15, 2025, and a completion date of March 15, 2026.

Our proposed timeline, as identified in Exhibit 3-5, can be modified in any way
to best meet the needs of the City of Biddeford.
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Exhibit 3-5
Proposed Timeline

PROJECT TASKS

2025

2026

NOV

DEC

JAN

FEB

MAR

1.0 - Project Initiation

2.0 - Evaluate the Current System

3.0- Collect and Review Current Environment Data

4.0 - Evaluate and Build Projected Classification Plan

5.0 - Identify List of Market Survey Benchmarks and Approved List of Targets

6.0 - Conduct Market Salary and Provide External Assessment Summary

7.0 - Develop Strategic Positioning Recommendations

8.0 - Conduct Solution Analysis

9.0 - Develop and Submit Draft and Final Reports

10.0 - Develop Recommendations for Compensation Administration

11.0 - Provide Revised Class Descriptions

I
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Section 4.0
Comparable Projects

% Evergreen Solutions, LLC

Page 127 of 303



4.0 Comparable Projects

In this section, we provide you with a list of similar studies we have conducted or are currently under
contract to conduct.

Select Relevant | Because Evergreen has conducted more than 1,500 projects that are
Experience similar in scope to the services being requested by the City of Biddeford
we have included in this section only a sample of some of our similar
more recent local government work. Evergreen also conducted a
Classification and Compensation Study for Portland Public Schools, ME.

Classification and Pay Study
City of Portland, Maine

Evergreen was hired by the City of Portland to conduct a Classification and
Pay Study in two phases. Phase One will focus on engaging stakeholders in
defining a refined compensation philosophy and guiding the City in
establishing a new pay philosophy; creating a pay plan(s) that balances
internal equity and external competitiveness; enabling salary progression
over an employee’s career to support retention; and ensuring compensation
for non-union employees is thoughtful, competitive, and equitable. Phase
Two will involve developing a comprehensive performance evaluation
program for non-union staff, tied to a merit bonus incentive system.

g

Classification and Compensation Study and Analysis
Town of Bridgewater, Massachusetts

Evergreen Solutions was retained by the Town of Bridgewater to conduct a
Classification and Compensation Study and Analysis. The purpose of
study was to address changes in Town operations and staffing over the
past several years, which might have affected the type, scope, and level
of work being performed and to also address Police and Fire
compensation that took into account the various benefits. The objectives
of the study were to: attract and retain qualified employees; ensure
positions performing similar work with essentially the same level of
complexity, responsibility, authority, and knowledge, skills, and abilities
are classified together; provide salaries commensurate with assigned
duties; clearly outline promotional opportunities and provide recognizable
compensation growth; provide justifiable pay differential between
individual classes; and maintain a competitive position with other
comparable government entities and private employers within the same

general geographic areas.
%%
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Compensation and Classification Review
City of Cambridge, Massachusetts

Evergreen was hired by the City of Cambridge to conduct a Compensation
and Classification Review for its 3,000 employees. The goals of this study
are to: identify and mitigate pay equity disparities; attract and retain highly
qualified employees; ensure salaries are commensurate with the
responsibilities assigned; facilitate recognizable growth; establish justifiable
pay differentials between individual roles; and maintain a competitive
standing to the City’s competitors and surrounding areas. Evergreen will
analyze the city's compensation plan to identify recruitment and retention
challenges; recommend a competitive market position for the city; prepare
recommendation and impact analysis for positions above the maximum
salary grade and step following reclassification; and provide staff training to
maintain and revise the system as needed. Note: This project is nearing
completion.

™
Compensation Study
City of Portsmouth, New Hampshire
Evergreen Solutions was retained by the City of Portsmouth to conduct a
Compensation Study. Evergreen evaluated employee compensation in
terms of comparability and competitiveness from a market perspective

with similar municipalities and positions in the region and provided
recommendations to assist the City in recruiting and retaining a quality

workforce. %

Classification and Total Compensation Review
City of Manchester, New Hampshire

Evergreen Solutions was retained by the City of Manchester to conduct a
Classification and Total Compensation Review of 1,200 employees.
Evergreen performed the following tasks in order to achieve the City’s
goals: conducted a job analysis, updated, and evaluated comprehensive
wage, benefits, and PTO market survey and comparisons; developed a
compensation philosophy and communication plan; revised performance
assessment and evaluation system; provided tools and training; and
provided recommendations and reports.

#

Job Classification and Compensation Study
Town of Wethersfield, Connecticut

Evergreen Solutions was retained by the Town of Wethersfield to conduct
a Job Classification and Compensation Study. The objectives of the study
were to conduct a total compensation plan structure that would provide
both internal and external equity, establish a classification system that
accurately described the duties, knowledge, skills, abilities and minimum
qualifications required for each job class; provide accurate job
descriptions based on a job analysis, and develop a maintenance
program for job descriptions and classification recommendations.
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Classification and Total Compensation Study
Town of Plainville, Connecticut

Evergreen was hired by the Town of Plainville to conduct a Classification
and Total Compensation Study. Evergreen reviewed the current
classification grade methodology and proposed recommended strategies
for addressing issues with the Town; conducted a compression analysis;
identified career ladders and promotional opportunities; recommended a
classification structure based on finding from the job evaluation process;
recommended an appropriate salary range for each position based on
finding from a market salary survey; identified any extreme current
individual or group inequalities and provided a recommended corrective
action plan and process to remedy those; and provided implementation

strategies.

Compensation Consultation Services
Genesee County, New York

Evergreen was retained by Genesee County to provide Compensation
Consultation Services for all full-time positions in the public sector.
Evergreen provided recommendations to address any anomalies within
current pay structures. Evergreen also performed the following tasks:
conducted a survey of salaries; conducted interviews and/or job audits
with employees; provided recommended salary ranges for each position;
provided a recommended strategy for implementing any changes to the
pay plan; and provided training for County HR staff to enable them to
effectively use and maintain the market competitiveness.

%

Employee Compensation Study
Livingston County, New York

Evergreen was hired by Livingston County to conduct an Employee
Compensation Study. The scope of work will consist of reviewing the
County’s job specifications and organizational structure; performing a
market salary survey of private and public-sector benchmarks; identifying a
set of comparable municipal organizations and gathering relevant
compensation and benefit data; identifying critical obstacles to public-sector
recruitment strategjes; including any specific challenges for the County;
providing a compensation plan and salary schedule based on the market
survey results; reviewing existing staff compensation to determine inequities
in pay and making recommendations; completing an internal salary-
relationship analysis, including the development of appropriate internal
equity; reviewing the County’s benefits offerings and advising on additional
recruitment and retention barriers; preparing an analysis of the financial
impact of implementing any recommendations; and presenting the final
report to the public and the County Board of Supervisors.
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Compensation Study
City of Seaford, Delaware

Evergreen was hired by the City of Seaford to conduct a Compensation
Study. The primary objectives of the study were to: attract and retain
qualified workers; provide market rate salaries to all workers; enable the
City to maintain a competitive position with other comparable
municipalities and private companies within the same geographical area;
and establish practices and policies to continue to meet the objectives in
future years. In the end, Evergreen updated the City’s current
classification titles, job titles, and compensation plan for the City.

#

Classification and Compensation Study
City of Milford, Delaware

Evergreen was hired by the City of Milford to conduct a Classification and
Compensation Study. Evergreen conducted a job analysis as well as an
market salary to ensure internal and external equity. Note: Evergreen was
previously hired by the City in 2021 to conduct a Job Classification and

Compensation Study.
I

Classification and Compensation Study
City of Laurel, Maryland

Evergreen was retained by the City of Laurel to conduct a Classification
and Compensation Study. The scope of work included: defining a process
for updating job description content; updating and/or creating new job
descriptions for each classification ensuring that they meet all required
legal standards, especially Equal Employment Opportunity and Americans
with Disabilities Act (identification of essential job duties); determining the
exempt or non-exempt status of each position, pursuant to the Federal
Labor Standards Act; conducting a full market analysis of the
classification and compensation structure for all City positions;
recommending improvements to the current classification and
compensation system or proposing a new system based on results from
the market analysis that meet the requirements of the law, assures
internal equity and external competitiveness, has the ability to be
coordinated with current labor agreements, incorporates market
conditions identified in the study, and standardizes and reduces the
number of classifications in the City, if necessary or appropriate; reviewing
the City’s current merit program and providing a detailed assessment and
any recommended adjustments; developing an implementation plan that
includes senior staff management, employee, and union representation
communication regarding results of the study and individual position
classification and compensation assighments; and providing training on
the use and maintenance of the system.
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Classification and Compensation Study Services
City of Westminster, Maryland

Evergreen Solutions was retained by the City of Westminster to provide
Classification and Compensation Study Services. The scope of work
included the review and updating of the City’s current job descriptions as
well as providing technical assistance in the development of a
comprehensive performance evaluation system to integrate with the new
classification system. The primary objectives for this study was to:

e develop a formal compensation philosophy for adoption by the
Mayor and Common Council;

e identify comparable benchmark employers to guide the City’s
future employee salary and benefit decisions to facilitate the
attraction and retention of high-performance staff members,
while being financially sustainable;

e establish a comprehensive job classification system using the
approved job evaluation system that accommodates the City’s
needs for an internally and externally equitable, defensible,
market sensitive, and easily administered system for all current
and future positions within the City;

e train Human Resources staff to apply the adopted compensation
philosophy to maintain the adopted classification and
compensation system; and

e provide legally defensible classification specifications (ADA,
FLSA, and any other applicable federal and state laws).

Note: Evergreen was again hired in early 2021 to conduct a

Compensation Plan update.
™

Classification and Compensation Plan Review
City of Annapolis, Maryland

Evergreen Solutions was engaged with the City of Annapolis to conduct a
Classification and Compensation Plan Review. The primary objectives of
the study were to: review and revise the current classification system;
review and revise job descriptions; determine relevant competitive
markets by conducting a salary survey of selected peer organizations;
propose guidelines for an improved or new compensation program; and
provide recommendations to keep the current pay structure competitive.

4
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Salary and Benefits Review, and Analysis
City of Hyattsville, Maryland

Evergreen Solutions was hired by the City of Hyattsville to conduct a Salary
and Benefits Review and Analysis of all classifications. The process included
a comprehensive review of market compensation averages using a detailed
duties-based salary survey approach as well as a comprehensive benefits
survey. Market position was determined, a compensation philosophy was
developed and strategic positioning recommendations were made with the
goal of providing the City a more equitable compensation model. Note:
Evergreen was again hired in 2016 to conduct a Compensation System
Analysis for the City. Evergreen also conducted a Compensation Plan

Update for the City in 2023.
P>

Compensation Study
City of Hagerstown, Maryland

Evergreen Solutions was retained by the City of Hagerstown to conduct a
Compensation Study. Evergreen’s consultants worked with the City to
evaluate what type of pay plan would reinforce current and future goals.
Evergreen identified external targets for surveying select positions. After
conducting the market salary survey, Evergreen produced a pay plan for
employees that best met the needs of the City and included the number
of grade, steps, and ranges as well as recommendations for continued
administration of the compensation system.

#

Job Classification and Compensation Study
City of Baltimore, Maryland

Evergreen Solutions was engaged with the City of Baltimore to conduct a
Job Classification and Compensation Study. Evergreen conducted a
total compensation survey using both private and public companies,
using not only job titles, but duties and responsibilities based upon
classification specifications for the seven existing classifications (i.e.,
Engineers, Nurses, Public Health Representative, Forensic Scientist,
Safety Enforcement Officers) from the City. Based on the results,
Evergreen determined the most appropriate market pay for each
position in consideration of the City's compensation
practices/philosophy. Evergreen further completed an internal base
salary relationship analysis, including the development of appropriate
internal relationship and equity guidelines, developed external
competitive and internal equitable salary recommendations for each
classification included within the study, and prepared and recommend
a salary range to each classification which reflected the results of the
market survey and the analysis of the internal relationships to include
impact analysis. Note: Evergreen was again hired in both 2022 and
2023 to conduct a Compensation Study.

%
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Employee Compensation and Classification Study
City of Takoma Park, Maryland

Evergreen was hired by the City of Takoma Park to conduct an Employee
Compensation and Classification Study. Evergreen performed the following
tasks: analyzed internal equity and provided potential solutions to address
any inequities identified; defined and identified relevant labor markets and
survey sources; recommended adjustments to ensure salaries remain
competitive in the marketplace; and analyzed pay of comparable public
employers in the region and provided recommended benchmarking. At the
end of the study, Evergreen developed a final report and present the
findings to the City Manager, Mayor, City Council and City Unions.

I

Classification and Compensation Study and Time Use Study
Harford County, Maryland

Evergreen was hired by Harford County to conduct a Classification and
Compensation Study for the County’s 1,200 full-time employees. The
purpose of this study is to address changes in the County’s operations and
staffing. The objectives of this study are to: attract and retain qualified
employees; ensure positions performing similar work with essentially the
same level of complexity, responsibility, and knowledge, skills, and abilities
are classified together; provide salaries matching with assigned duties;
clearly outline promotional opportunities and provide recognizable
compensation growth; provide justifiable pay differential between individual
classes; and maintain a competitive position with other comparable
government entities and private employers within the same geographic area
proposed by the consultant with consideration from the County; and
implement strategies to improve efficiency, streamline processes, optimize

productivity.

Wages and Salary Scale Study
Washington County, Maryland

Evergreen Solutions was retained by Washington County to conduct a
comprehensive study of the County’s wages as they related to neighboring
jurisdiction’s wages and salaries, the purpose of which was to assure
adequacy of pay and employee wages when compared to area private and
public employees. Evergreen met with each Division Director to gather
information regarding pay issues that were unique to their departments.
Evergreen conducted a brief review of the method of classifying positions
to ensure its adequacy in today’s pay and classification environment.
Using the current or revised classification system, Evergreen evaluated all
positions and placed them in an appropriate "grade”. Evergreen
recommended a system the County could use in the years to come to

evaluate job positions.
%
%% Evergreen Solutions, LLC Page 4-7

Page 134 of 303




Compensation Study
Allegany County, Maryland

Evergreen Solutions was engaged with Allegany County to conduct a
Compensation and Classification Study. The County was looking for an
overall review and recommendations on its current compensation and
classifications. To accomplish this, Evergreen conducted: a market and
compression analysis; a classification structure review; and a performance
evaluation study. Evergreen then provided merit system
recommendations. Note: Evergreen previously worked with the County to
conduct a Comprehensive Compensation Study and analysis for the Office of

the Sheriff.
&

Classification and Compensation Study
Frederick County, Maryland

Frederick County retained Evergreen Solutions to conduct a Classification
and Compensation Study for the County’s 2,950 employees. Evergreen
conducted a job analysis to determine internal equity within the County
and updated job descriptions based on findings from the analysis.
Evergreen also conducted a salary survey by comparing the County’s
positions to the market in order to provide recommendations to the
County to make their salaries more competitive for recruitment and

retention purposes.

Classification and Compensation Study
Prince George’s County, Maryland

Evergreen Solutions was retained by Prince George’s County to conduct a
Classification and Compensation Study for approximately 7,000
employees. Evergreen performed the following tasks: conducted a job
analysis to establish and/or redefine grades, classifications groups, and
job relationships; identified benchmark jobs from each
grade/classification to survey in the market; determined a relevant job
market; conducted a customized market salary survey; performed survey
data analysis and recommended appropriate pay structures; provided a
cost analysis of all recommendations; and presented a final report to the
County. Evergreen also provided recommendations for the ongoing
internal administration and maintenance of the proposed compensation
and classification plan. Note: Evergreen was again hired in 2025 to assist
the County in developing classification and compensation guidelines and
to provide support for implementation strategies.
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Classification Study
Talbot County, Maryland

Evergreen was retained by Talbot County to conduct a Classification
Study. Evergreen conducted a job analysis to determine the appropriate
hierarchy of jobs within the County and updated job descriptions as
needed. Note: Evergreen was again hired in 2024 to provide Job
Performance Tracker and Competency Building to the County.

I

Classification and Compensation Study
Garrett County, Maryland

Evergreen was retained by Garrett County to conduct a Classification and
Compensation Study. Evergreen conducted a preliminary assessment of
the County’s existing compensation plan as well as collected and
reviewed current environmental data within the County. Evergreen then
evaluated and built a projected classification plan, followed by collecting
market salary survey data. Strategic positioning recommendations were
made prior to formulations of the solution analysis. A final report was
presented to the County with recommendations to update the
compensation and classification plans along with implementation

strategies.
™

Compensation and Classification Study
Charles County, Maryland

Evergreen Solutions was engaged with Charles County Government,
Maryland to conduct a Compensation and Classification Study. The
purpose of the study was to review the classification and compensation
system; conduct a compression analysis and prepare a compensation
philosophy; conduct a market analysis; prepare a hew pay plan; and
provide recommendations for pay incentives, supplements, and policies.

I

Compensation Study
Town of Ocean City, Maryland

Evergreen Solutions was engaged with the Town of Ocean City to conduct a
Compensation Study. Evergreen conducted an analysis of pay against the

market and prepared a summary report of the survey results in order to
make recommendations for updating the Town’s pay plan.
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Compensation Study
Montgomery County, Pennsylvania

Evergreen Solutions was retained by Montgomery County to conduct a
Compensation Study. The study included an examination of the County’s
compensation plan in order to provide recommendations for
compensation policies, procedures and practices which covered 3,100
full-time employees. and allowed the County to be competitive in the
marketplace for attracting and retaining qualified employees.

Evergreen recommended and identified a market position for the County
by administering a comprehensive labor market salary survey to select
public and private sector peers. Evergreen also conducted a comparative
analysis of benefits provided in the market that included PTO, health,
dental, vision and prescription, including percentage of contribution
between employee and employer, long term disability (LTD), life insurance
and pension benefits. Evergreen then recommended appropriate salary
ranges (i.e., min, mid, and max) for all non-represented classifications.
Evergreen prepared a cost analysis for the recommended salary ranges

%;

Gender Disparity Study
City of Pittsburg, Pennsylvania

Evergreen Solutions was on contract with the City of Pittsburgh to conduct
a Gender Disparity Study to evaluate the relative fairness and internal
equity of the classification and compensation system for its more than
3,400 employees. The study included a review of the current system
specifically focusing on an: analysis of the existing position/job analysis
tools; analysis of the classification process and issues of internal pay
equity; and analysis the reliability of the current job classification rating
system in producing equitable classification and pay relationships among
all employees regardless of gender or other bias.

=

Classification and Compensation Study
City of Falls Church, Virginia

Evergreen Solutions was engaged with the City of Falls Church to conduct a
Classification and Compensation Study. Evergreen’s consultants evaluated
the City’s present classification system and compensation structure as it
compared to the local and regional job market for comparable public sector
employers, municipalities and local market competitors. In addition,
Evergreen evaluated all positions to determine the relative worth in the City
for internal equity and establish pay ranges and progression within the
ranges. Evergreen further conducted an analysis of gender pay equity and
provided recommendations to the City.
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Pay and Classification Study
City of Williamsburg, Virginia

Evergreen Solutions was retained by the City of Williamsburg to conduct a
Pay and Classification Study. Employees participated in focus groups,
interviews, and a job analysis was conducted to determine the best
classifications for the work performed. In addition, pay ranges were
analyzed in the marketplace to determine the appropriate pay levels for
all jobs. Recommendations were provided to improve the fairness and
equity in the current classification and compensation system.

I

Classification and Compensation Study
City of Fredericksburg, Virginia

Evergreen Solutions was engaged with the City of Fredericksburg to
conduct a Classification and Compensation Study. Evergreen conducted
a full job analysis of City positions and revised, if necessary, existing job
descriptions based upon the findings of the job analysis. Evergreen also
surveyed the local labor market to ensure that the City’s overall package
of compensation and benefits was competitive and evaluated whether the
City’s current human resources policies were affecting the City’s ability to
compete in the labor marketplace. Evergreen assisted the City in updating
its current classification and compensation plan and developing a
strategy to increase employees’ pay to a competitive level that aligned
with the results of the study. Evergreen provided recommendations to the
overall classification and compensation plan that provided internal equity
and that was competitive in the marketplace to attract and retain

gualified employees.
&

Classification and Compensation Study
City of Norfolk, Virginia

Evergreen Solutions was hired in 2024 by the City Norfolk to conduct a
Compensation and Classification Study in two phases. In Phase |,
Evergreen reviewed existing compensation plans to understand the
current challenges facing the County in recruiting and retaining
employees; provided the City with a review of benchmark cities and
compensation policies; proposed a comprehensive plan; recommended
the appropriate placement of each existing position on the proposed step
plan; completed a compression analysis; and recommended
implementation strategies for the updated pay plans. For Phase II,
Evergreen will review internal equity, make FLSA determinations, and
update job descriptions. Note: The City of Norfolk had 5,000 employees at
the time of the study. Note: Evergreen was previously hired in 2022 to
conduct a Classification and Compensation Study.
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Consulting Services for Compensation Program Transition
City of Newport News, Virginia

Evergreen Solutions was retained by the City of Newport News to
provide Consulting Services for Compensation Program Transition.
Evergreen conducted a feasibility study, entailing an
assessment/evaluation of the City's current compensation
program/pay structure (traditional salary ranges) and the
viability/practicability of the City's transition from its current pay
structure to a broadband pay structure, or multiple structures for
specific work groups. Note: Evergreen previously conducted a job
comparability study for the City and the Newport News Sheriff’s Office.

#

Classification and Compensation Study
City of Hopewell, Virginia

Evergreen was hired by the City of Hopewell to conduct a Classification
and Compensation Study. Evergreen performed the following tasks:
conducted a compression analysis; reviewed current classification grade
methodology and proposed recommended strategies for the City; updated
and/or created ADA compliant job descriptions; compared position
description questionnaires to existing job descriptions; analyzed existing
internal hierarchy based on job relationships, identifying problem areas
within the current internal hierarch system, and proposed implementation
methods to correct identified problems; recommended appropriate salary
range for each existing or proposed position; and recommended

implementation strategies.
I

HR Market Study
Botetourt County, Virginia

Evergreen Solutions was retained by Botetourt County to conduct an HR
Market Study. Evergreen determined the salary range of profiled entities
compared to the County for each covered position’s minimum, midpoint
and maximum; examined the existing employee average salary of profiled
entities compared to each County’s positions; determined the County’s
market position for each position individually and overall; and reviewed
EEO category and exempt status for all 25 positions; and provided a
recommendation for needed revisions to the County’s pay plan.

I
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Classification and Compensation Study
County of Culpeper, Virginia

Evergreen was retained by Culpeper County to conduct a Classification
and Compensation Study. The objectives of the study included the
following: attract and retain qualified employees; ensure that positions
performing similar work with essentially the same level of complexity and
responsibility are classified together; ensure that salaries are
commensurate with assigned duties; provide options for compensation
growth; provide equitable salaries for all employees of the County; and,
provide the County with a salary structure that enables the County to
maintain a competitive position with other Counties within the same
geographic area. Note: Evergreen previously conducted a similar study

for the County.

Classification and Compensation Study (Phase I)
Loudoun County, Virginia

Evergreen Solutions was engaged with Loudoun County to conduct a
Classification and Compensation Study. Evergreen conducted a
comprehensive review and evaluation of the County’s compensation
philosophy and competitive market and made recommendations to retain,
modify and/or change the compensation philosophy and/or competitive
market. Evergreen also conducted a comprehensive review and
evaluation of policies governing the County’s total compensation program
(pay and benefits offerings) and classification system; benchmarked the
elements of the County’s total compensation and classification program
against its current competitive market and other potential competitor
jurisdictions; and made recommendations to retain, modify and/or
change elements of the total compensation and classification program.

Evergreen further conducted a comprehensive review and an evaluation
of the County’s performance plan system; benchmarked the County’s
system against the job description systems of its competitive market and
other potential competitor jurisdictions; and made recommendations to
retain, modify, or change the current system. In the end, Evergreen
provided comprehensive recommendations for modifying classification
and compensation policies and procedures.

I
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Classification and Compensation Study (Phase 1)
Loudoun County, Virginia

Evergreen Solutions was again hired by Loudoun County to conduct a
Classification and Compensation Study (Phase Il) for more than 3,500
employees. Evergreen accomplished the objectives of the Phase Il of the
study by performing the following tasks:

e developed recommendations on a strategy to implement and
administer a compensation philosophy range of 95 percent to
105 percent of the comparator market.

e conducted a comprehensive benchmark market analysis of all
County jobs.

e developed a new market competitive pay plan to include
an open range pay plan for the general workforce and a
“grade and step” pay plan for Public Safety positions.

e provided recommendations for any additional pay
incentives and supplements that assisted in maintaining
competitive pay as described in Loudoun’s compensation
philosophy.

e reached out to peers for information relating to pay
grades, pay policies, and benefits information.

e developed a new comprehensive classification system that
allows for more levels and specificity within and across
each job group, to include the development of
standardized job descriptions.

e obtained an analysis of pay compression within the County
and recommendations for addressing pay compression
once a new pay plan was implemented; and

e developed recommendations for revisions to the Board
approved classification and compensation policies found
in Chapter 5 of the Human Resources Handbook.

&

Job Analysis
Prince William County, Virginia

Evergreen Solutions was retained by Prince William County to conduct a

Job Analysis of one position. Evergreen used a Job Assessment Tool to
analyze the position and determine the proper placement with the current

pay plan.
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Classification and Compensation Study
Chesterfield County, Virginia

Evergreen Solutions was on contract with Chesterfield County to conduct a
Classification and Compensation Study and Pay Plan Development for Public
Safety. The study included an examination of the County’s classification
and compensation system in order to make recommendations for
compensation policies, practices, and procedures; and develop a Public
Safety Pay Plan. Evergreen worked with the County to develop a
comprehensive plan for County employees based upon an objective
analysis and thorough evaluation of job content and internal equity.
Evergreen reviewed current job descriptions, salary relationships,
classifications, and grade methodology. Based on this review and a
compression analysis, Evergreen recommended pay and classification
strategies for the County. Evergreen also identified and recommended pay
incentives and supplements for employees and policies and procedures
to administer the new Public Safety Pay Plan. Note: Evergreen was again
hired in 2021 by Chesterfield County and Chesterfield County Public
Schools to conduct a Compensation Study. Chesterfield County had
3,600 employees at the time that were included in the study.

%

Comprehensive Classification and Compensation Study
Isle of Wight County, Virgina

Evergreen Solutions was again engaged with Isle of Wight County to conduct
a Comprehensive Classification and Compensation Study which assisted
the County in updating its classification plan, revising salary
administration guidelines, and developing a compensation philosophy
within the competitive labor market. The study also evaluated the
County’s internal equity (compression) as well as the current classification
and salary structures as compared to the job market for comparable
positions in other municipalities, and in the private sector when
appropriate.

The County’s objectives for the study were to: attract and retain highly
qualified employees; ensure positions performing similar work with
essentially the same level of complexity, responsibility, and required
knowledge, skills, and abilities are classified together; provide salaries
commensurate with assigned duties; outline promotional opportunities
and provide recognizable compensation growth (e.g., Career Development
Program for non-sworn employees); provide justifiable pay differential
between job classifications; maintain a competitive market position with
other comparable government entities and private employers (as
applicable) within the same geographic areas; address pay compression
and equity issues; and recommend additional pay incentives and
supplements that can be considered to remain competitive in the market.
Note: Evergreen previously conducted a similar study for the County.
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Classification and Compensation Study
Mecklenburg County, Virgina

Evergreen Solutions was engaged with Mecklenburg County to conduct a
Compensation and Classification Study. Evergreen evaluated current
positions, inclusive of current County, Constitutional Officers, and Social
Services positions, and surveyed participants/comparable organizations
from a pre-determined list of entities and developed and implemented a
compensation study that included wages as well as local government-
controlled benefits, such as employer and employee healthcare
contribution percentages, Flexible and Health Savings Account matches,
and leave accruals; and analyzed the results (Local government-controlled
benefits does not include contributions to the Virginia Retirement
System). Evergreen further reviewed the position descriptions for
individuals and developed a classification plan to include all County
Departments, Constitutional Officers, and Social Services(Directors and
employees); document and develop, as necessary, the requirements of
each position including, education, experience, certification and other
related information; assigned each job description to a classification
system that reflected equitable placement between the various job
responsibilities; and provided suggestions for retitling any current
positions, as necessary, to remain competitive, based on the
compensation study as well as general market knowledge.

#

Classification and Compensation Plan Review and Guidance
City of Raleigh, North Carolina

Evergreen was hired in the latter part of 2020 to provide Compensation
and Classification Plan Review and Guidance to the City for its workforce
of more than 4,500 employees to ensure that the City was competitive
with the regional market. Note: Evergreen was hired in 2019 to analyze
compression for the City’s fire and police pay plans and recommend
conversion options for open range pay plans. In addition, Evergreen was
hired in 2020 to review the organizational structure of the Transportation

Planning Service Unit.
P>

Classification and Compensation Study
City of Rocky Mount, North Carolina

Evergreen Solutions was retained by the City of Rocky Mount to conduct a
Classification and Compensation Study for its 1,365 employees.
Evergreen’s consultants conducted a comprehensive salary study of
appropriate public and private sector organizations as well as non-profits
and utilities to determine whether the City’s salaries, benefits and wages
were competitive within the appropriate job market and reviewed the
effectiveness of the City’s overall compensation system. Evergreen
further reviewed the City’s salary structure and pay plan to ensure the City
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can support recruitment and retention of employees more effectively and
reviewed the accuracy of position titles and descriptions regarding unique
characteristics of the position, essential job functions, minimum
qualifications, working conditions, licensing requirements, on-call
requirements, and supervisory requirements, etc. Evergreen also
provided an analysis of the existing internal hierarchy and internal career
ladders where appropriate and assisted the city with efforts to more fully
develop and clearly outline job progression opportunities and provide
recognizable compensation growth. In the end, Evergreen developed and
presented final recommendations with an implementation plan that
included the impact of implementing recommended adjustments to
current salaries both immediately and in the future. Note: Evergreen was
again hired in 2024 to conduct a compensation plan update for the City.

I

Compensation and Classification Study
City of Goldsboro, North Carolina

Evergreen Solutions was engaged with the City of Goldsboro to conduct a
Compensation and Classification Study. Evergreen’s consultants
evaluated the current compensation and classification systems for the
City; conducted a market survey of comparable peer organizations;
developed a final report that outlined the methodology used to conduct
the compensation and classification study, documented the results of the
study, including all market research; and developed recommendations for
the administration of the updated compensation and classification

systems.

Classification and Compensation Study
City of Hendersonville, North Carolina

Evergreen Solutions was retained by the City of Hendersonville to conduct
a Classification and Compensation Study. The study included the review
of the existing classification plan, position descriptions and methods of
reclassification, the performance of a salary study and the preparation of
pay plan schedules, job descriptions.

&

Classification and Compensation Study
City of Southport, North Carolina

Evergreen was retained by the City of Southport to conduct a
Classification and Compensation Study. Evergreen reviewed the current
City’s environment data; evaluated and built a projected classification
plan; conducted a market salary survey; developed strategic positioning
recommendations and recommendations for compensation
administration; and provided revised class descriptions and FLSA
determinations.
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Classification and Compensation Study
City of High Point, North Carolina

Evergreen Solutions was hired by the City of High Point to conduct a
Classification and Compensation Study for its more than 1,365 workforce.
The aim of this study was to ensure equitable and competitive salaries for
all City employees while also establishing a clear and consistent job
classification structure. Evergreen assisted the City in attracting and
retaining top talent, enhancing employee satisfaction, and improving the
overall effectiveness of the City by determining whether the City was
competitive in the market and whether its salaries are internally

equitable.
Pay and Classification Study

Buncombe County, North Carolina

Evergreen Solutions was retained by Buncombe County to conduct a Pay
and Classification Study. Evergreen Solutions conducted a classification
analysis using Evergreen Solutions’ Job Assessment Tool job evaluation
methodology in addition to a statistical assessment of current conditions.
Evergreen Solutions also analyzed local market and benefits data taken
from peer organizations to determine the appropriate compensation
levels for benchmark positions. Recommendations for adjustments to the
compensation and classifications plan were made and procedures for the
continued maintenance of the plans were provided. Note: Evergreen was
again hired in 2023 to conduct a Compensation Study.

o

Position Analysis and Revision Project
Harnett County, North Carolina

Evergreen Solutions was retained by Harnett County to conduct a Position
Analysis and Revision Project. Evergreen’s consultants conducted an
analysis of current County positions to determine the plan of action,
whether to completely recreate the descriptions or to possibly update
those that were more current, resulting in a consistent format for all
descriptions. Evergreen then made recommendations regarding the
process; provide implement options; provided recommendations and
training for best practices to maintain up-to-date descriptions going
forward; advised the County regarding FLSA Exempt/Nonexempt status
for all updated job descriptions; and assessed the County positions to
determine any opportunities for consolidation of existing positions and job

descriptions.
%?
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Comprehensive Position Classification and Compensation Study
Gaston County, North Carolina

Evergreen Solutions was engaged with Gaston County to conduct a
Comprehensive Position Classification and Compensation Study for its
1,592 employees. The primary objective of the study was to implement a
fair, consistent, competitive, equitable, and legally defensible
classification and compensation system that allowed the County to
attract, reward and retain qualified individuals. To accomplish this,
Evergreen Solutions’ consultants performed a comprehensive review of
the County's classification and compensation system which included
conducting an internal equity analysis of employee salaries.

Evergreen conducted a market analysis in which the County’s salary
ranges and benefit offerings were compared to the salary ranges and
benefit offerings at peer organizations. Evergreen Solutions provided
recommendations to create a system that not only aligned with the State
of North Carolina's substantially equivalency requirement, but allowed for
flexibility so as not to inhibit those departments that were not required to
have this alignment. Note: Evergreen was again hired in 2021 to conduct

a similar study for the County.

Classification and Compensation Study and Benefits Survey
New Hanover County, North Carolina

Evergreen Solutions was retained by New Hanover County and the New
Hanover Alcohol Beverage Control Board to conduct a Classification and
Compensation Study for its employees. Evergreen Solutions’ consultants
conducted an employee classification and compensation study of public
and private employers who were providing equitable services and, based
on that study and determined if individualized position/job descriptions
were needed, and if so, assisted in the development of those
descriptions. Evergreen Solutions prepared a comprehensive analysis
that identified New Hanover County’s competitive position in the labor
market and provided a recommendation for total salaries and benefits,
including the total compensation package of insurance and other benefits
(including paid leave), and prepared recommendations for compensation
policies, including variable incentive pay options, to maintain
competitiveness, reward employees, and ensure equity.

Select County and ABC Board members were provided the necessary
training and materials so that an understanding of the methodology and
how to implement, administer, and maintain the recommended total
classification and compensation system could be accomplished.

Note: Evergreen was again hired in 2022 to conduct an update of the
County’s Classification and Compensation plans.
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Compensation and Classification Study
Transylvania County, North Carolina

Evergreen was retained by Transylvania County to conduct a
Compensation and Classification Study. Evergreen evaluated the current
compensation and classification plan and identified classification of
existing positions. Evergreen identified appropriate benchmarking
standards and conducted a total compensation survey with comparable
municipalities and private sector employers, when applicable. Survey data
was provided to the County in a usable electronic format for analysis for
each position. Evergreen conducted a solution analysis and developed
strategic positioning recommendations. Evergreen reviewed the total
compensation system, identified potential pay compression and/or
inequities (both internally and to the market), and provided
recommendations. Note: Evergreen was again hired in 2022 to conduct a
Compensation and Benefits Study.

4

Compensation and Classification Study
Union County, North Carolina

Evergreen Solutions was retained by Union County to conduct a
Compensation and Classification Study. Evergreen Solutions performed
the following tasks:

e conducted a comprehensive evaluation of every classification
within the County to determine relative worth within the
organization (internal equity), placement in the organizational pay
plan and for the establishment of pay bands;

e established appropriate benchmarking standards and included
should be a comparison and analysis of salaries and wages of like
or similar jobs (external equity) in comparable government and
private employers in North Carolina, South Carolina and Virginia
for which the County competed for a labor supply;

e created class/position descriptions that included required
knowledge, skills and abilities (KSA) for each position class in a
standardized format. The analysis produced a sampling that
produced statistical reliability and valid results;

e recommended needed changes to the existing compensation &
classification plan to alleviate salary compression issues;

e provided a multi-year implementation plan to adjust
compensation as identified in analysis;

e provided a synopsis prepared for management review, covering

the salient features of the proposal including overall costs and
term of work; and
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e provided a procedure manual and training for Human Resources
employees that enable them to maintain the recommended
classification and compensation plan.

=

Compensation, Classification, and Benefits Study
Haywood County, North Carolina

Evergreen Solutions was retained by Haywood County to conduct a
Compensation, Classification and Benefits Study. Evergreen’s
consultants reviewed the County’s current pay grades and classification
information; conducted salary and benefits surveys of the County’s peers;
made recommendations to update or restructure the County’s pay grades
and classification system; and provided revised job descriptions for the
updated/restructured classification system.

=

Salary Equity Study
Guilford County, North Carolina

Evergreen Solutions was retained by Guilford County to assess pay equity
based on race and gender for all County employees. Evergreen’s
consultants performed a review of approximately 1,500 plus positions for
internal salary equity. This was accomplished by reviewing the
incumbent’s related education and experience prior to County
employment and related experience gained with the County. Evergreen’s
consultants also reviewed job descriptions, in conjunction with County
Staff, to ensure that content and titles were current, accurate and were
consistent with FLSA, EEO and ADA considerations. At the conclusion of
the study, Evergreen made recommendations by individual
position/employee for internal salary equity pay adjustments and
provided an analysis that included a statistical treatment of pay

placement and progression.
&

Classification System and Pay Plan Development Study
Franklin County, North Carolina

Evergreen Solutions was retained by Franklin County to conduct a
Classification System and Pay Plan Development Study. The Evergreen
Team worked with the County to obtain the current classification system
and pay plans. After an initial assessment, Evergreen consultants
collected data using the Job Assessment Tool© and conducted market
salary and benefits surveys to develop recommendations regarding
strategic positioning, a new job classification, and compensation and
position evaluation system based on analyses of the data gathered. Note:
Evergreen was also hired to conduct a Performance Evaluation Study.
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Classification and Compensation Study
Dare County, North Carolina

Evergreen Solutions was engaged with Dare County to conduct a
Classification and Compensation Study. Evergreen’s consultants
conducted a comprehensive evaluation of every job to determine relative
worth within the County (internal equity), placement in the organizational
structure, and to establishment appropriate pay ranges. Evergreen further
established appropriate benchmarking standards to include a comparison
and analysis of salaries and benefits of like or similar jobs (external
equity) of comparable local governments and private employers in various
markets for which the County competed for labor supply.

4

Classification and Total Compensation Study
Ashe County, North Carolina

Evergreen Solutions was retained by Ashe County to conduct a
Classification and Total Compensation Study. Evergreen performed the
following tasks: reviewed the existing classification plan and related job
descriptions; conducted a salary study that included public and private
employers who were providing comparable services; prepared
recommendations for compensation policies, including cost of living
increases, career ladders, certification incentives, to ensure internal pay
equity; and examined and compared benefits in relation to other local

govern ments.
%

Classification and Compensation Study
Onslow County, North Carolina

Evergreen was retained by Onslow County to conduct a Classification and
Compensation Study. Evergreen provided an updated market study of
comparable entities, evaluated the current compensation and
classification, performed a pay compression analysis of all County
positions, and developed policy recommendations for the administration
and maintenance of the classification and compensation system.

I
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Compensation Study and Pay Equity and Representative Analysis
Town of Chapel Hill, North Carolina

Evergreen was hired by the Town of Chapel Hill to conduct a
Compensation and Pay Equity and Representative Analysis. Evergreen
conducted the following tasks: performed a review of the existing
classification plan; simplified and reduced the number of job descriptions
and aligned all jobs into job families with similar roles and functions; built
career progression ladders; prepared pay progression ladders and
progression opportunities; performed a market salary range study; and
drafted a compensation philosophy and reviewed and revised pay

policies.

Compensation Strategy Review and Classification Study
Town of Clayton, North Carolina

Evergreen Solutions was engaged with the Town of Clayton to conduct a
Compensation Strategy Review and Classification Study. The focus for this
project was internal equity and correcting salary compression where it
existed, as well as an external market benchmarking/analysis.
Recommendations included a review of the current classification system
taking into account changes in Federal and State laws in order to provide
for legally defensible classification specifications (essential job functions,
FLSA, especially exempt/non-exempt status). Evergreen’s consultants
identified and recommended career pathing, as well as established
recommended titling guidelines based on rules incorporating
organizational hierarchy. Note: Evergreen was again retained in 2022 to
conduct an Organizational/ Staffing Study for the Town. Evergreen was
also hired in 2024 to conduct a Compensation Plan Update.

4

Classification and Compensation Study
Town of Huntersville, North Carolina

Evergreen Solutions was retained by the Town of Huntersville to conduct a
Classification and Compensation Study. Evergreen performed the
following tasks:

e conducted a comprehensive evaluation of every job classification
to include job surveys, individual employee interviews or
interviews within similar work groups;

e analyzed data and follow-up with employees and/or supervisors to
clarify any concerns;

e made initial recommendation to HR Director, Town Management

and Department Directors for any changes to existing positions
and overall classification plan;

%% Evergreen Solutions, LLC Page 4-23

Page 150 of 303




e based on initial recommendations and feedback, conducted any
follow-up meetings and drafted a classification plan and
specifications;

e reviewed and updated job descriptions to ensure that content and
titles were current, accurate and consistent with job analysis and
all relevant federal and state statutes;

e identified the benchmark positions and any specialized positions
from each classification to survey;

e determined a relevant job market with town management to
include surrounding and comparable municipalities and private
sector as appropriate;

e conducted salary survey that include salary ranges, pay incentives,
and benefits;

e analyzed survey data analysis and recommend pay structures
(grades/classification groups and pay ranges);

e reviewed the impact on current employees for pay adjustments
based on the recommended structure and existing/resulting
compression adjustments;

e developed adjustment strategies and cost scenarios which
included a short and long term strategy; and

e provided recommendations to HR Director and Town Management
for pay structures and related pay adjustments.

I

Employee Compensation Study
City of Beaufort, South Carolina

Evergreen Solutions was engaged with the City of Beaufort to conduct an
Employee Compensation Study. Evergreen’s consultants: provided a
comprehensive evaluation of every job within the City to determine relative
worth within the organization for internal equity; established appropriate
benchmarking standards and conducted salary analysis as needed for
similar positions with comparable South Carolina municipalities;
recommended salary range for each position based on the compensation
survey results and established step progressions within the ranges;
prepared a new salary structure based on the results of the survey and best
practices; identified potential or existing pay compression issues and
provided solutions; identified any extreme individual or group compensation
inequities and provided a recommended corrective action plan and process
to remedy deviations; analyzed and recommend changes to the present
compensation structure to meet market analysis; and recommended
implementation strategies for compensation practices, based on market
demands, including pay for performance, skill pay, certification/education
compensation, special assignment compensation, bilingual pay, promotional
pay, and acting assignment pay.
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Wage and Compensation Study
City of Folly Beach, South Carolina

Evergreen Solutions was retained by the City of Folly Beach to conduct a
Wage and Compensation Study. The primary objectives of the study were
to: ensure fair and equitable compensation relationships within the City;
provide competitiveness with the external market; provide clear guidance
on progression within identified ranges; and provided implementation
strategies and priorities moving forward.

I

Employee Compensation and Classification Study
City of Greenwood, South Carolina

Evergreen Solutions was retained by the City of Greenwood to conduct an
Employee Compensation and Classification Study. Evergreen’s
consultants evaluated the City’s current market position by comparing
the City to other organizations, and provided recommendations on a
phased implementation approach for recommendations. Evergreen’s
consultants further assisted the City in determining creative strategies to
attract and retain a qualified workforce.

&

Classification, Compensation and Benefits Study (Included a Staffing
Study)
City of Clemson, South Carolina

Evergreen Solutions was retained by the City of Clemson to conduct a
Classification and Compensation Study and Staffing Study. Evergreen
reviewed the existing classification and compensation plan to ensure that
all positions within the City were internally equitable and externally
competitive. The objectives of the study were to: have a creditable
Classification and Compensation Plan that ensured positions performing
similar work with essentially the same level of complexity, responsibility,
and knowledge, skills and abilities were classified together; provide
salaries commensurate with assigned duties and provides recognizable
compensational growth; and provide justifiable pay differential between
individual classes and maintains currency with relevant labor markets.
The end product of the study included recommendations for a
classification schedule, job descriptions, a wage comparison with
comparable cities/towns and a compensation plan.

The Staffing Study documented and reviewed existing operations of the
City through a collection of Key Performance Indicators (KPIs) and other
outcome-related data. Evergreen developed and collected the staffing and
outcome survey and analyzed peer data to determine the relevant staffing
range for each department/function, service, and level. Evergreen
reviewed the results collected and developed recommendations that
identified all gaps between the current and desired staffing by level and
functional area of the City.
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Classification and Compensation Study
City of Mauldin, South Carolina

Evergreen Solutions was retained in 2023 by the City of Mauldin to
conduct a Classification and Compensation Study. Evergreen
recommended the assighment of each position within the classification
structure using a standardized rating system that analyzed each position
against multiple evaluation criteria and conducted a comprehensive
benchmark market analysis of all City positions with comparable and
surrounding (regional) jurisdictions, institutions of higher education, and
applicable private/public sector competitors. Note: Evergreen previously
conducted a similar study for the City.

4

Compensation Study
City of Pickens, South Carolina

Evergreen was hired by the City of Pickens to conduct a Compensation
Study. Evergreen conducted a comprehensive preliminary evaluation of
the existing compensation plan(s) for the City; identified positions to
benchmark; identified a comprehensive list of targets; conducted a
market salary assessment; developed a plan for all employees, providing
issue areas and preliminary recommendations for strategic improvement;
slotted classifications into the revised or new pay scale; and developed
recommendations for a maintenance program.

4

Classification and Compensation Study
City of Lancaster, South Carolina

Evergreen Solutions was retained by the City of Lancaster to conduct a
detailed compensation and classification analysis of its employees.
Employees participated in focus groups, interviews, and job analysis to
determine the best classifications for the work performed. In addition,
pay ranges were analyzed in the public and private sector to determine
the appropriate pay levels for all included jobs. Recommendations were
provided to improve the fairness and equity. Note: Evergreen previously
conducted a similar study for the City.

&
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Comprehensive Classification, Compensation, Performance Management
and Benefits Study
City of Columbia, South Carolina

Evergreen Solutions was retained by the City of Columbia to conduct a
comprehensive evaluation of the City’s current compensation and
classification structure for its 2,352 employees. The primary objective of
the study was to determine whether the City’s current pay structure,
policies, and practices were effective as compared to peer organizations
or whether future adjustments were needed. Evergreen’s consultants
conducted a job-task analysis/job audit of all employee positions to verify
and validate information from existing job descriptions. Based on the
data collected, Evergreen defined the essential functions of the job class,
including, required education, experience, knowledge, skKills, and abilities,
to ensure compliance with ADA regulations; identified discrepancies
between existing and proposed classifications; reported areas that were
understaffed or under-utilized; identified management, supervisory,
professional, technical and general employees, including each employee’s
FLSA status (exempt/non-exempt); evaluated and recommended other
programs that could be implemented by the City to attract candidates for
hard-to-recruit positions; and developed a tool that the City could utilize to
evaluate and process future reclassifications.

To ensure external equity, Evergreen consultants compared the City to
what other local jurisdictions were doing as it related to salary ranges,
steps within ranges, and range spread, and listed options and made
recommendations that could improve the City’s position in the market and
its ability to recruit and retain qualified employees. Evergreen reviewed
policies and procedures to determine consistency with prevalent practices
among City governments and other local jurisdictions related to setting
salaries for new hires, and handling transfers, promotions, additional duty
pay and retroactive adjustments.

Evergreen also developed and recommended a new and revised
performance appraisal instrument(s) that would support the City’s mission
and strategic objectives and the City’s compensation philosophy, and
would work in concert with the classification and pay system that was
established. Evergreen consultants worked with the Human Resources
Department and other City officials to link the proposed performance
evaluation system to the pay structure, and identified any real or
perceived internal equity and salary compression issues within the City’s
various departments/offices, and listed options to address such
questions as to how these issues were addressed by other municipalities.

In the end, Evergreen provided recommendations to the classification and
compensation structure along with associated costs or savings of
implementing those recommendations. Evergreen also provided
training/education presentations to managers and senior management
staff to ensure that there was an understanding and commitment to the
new classification and compensation system. Note: Evergreen Solutions
was again hired in 2022 to conduct a Compensation Study.
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Classification, Compensation, and Time Use Study
Oconee County, South Carolina

Evergreen was retained by the Oconee County to conduct a Classification,
Compensation, and Time Use Study. Evergreen performed the following
services: provided for a comprehensive evaluation of every job within the
County to determine relative worth within the organization for internal
equity and for the establishment of pay ranges and progressions within the
ranges; reviewed all current job classifications, confirm, and recommended
changes to hierarchical order of jobs using proposed evaluation system;
recommended revision of policies and procedures related to
compensation; established appropriate benchmarking standards and
conducted a salary survey for similar positions with comparable
municipalities as required; identified potential pay compression issues and
provided potential solutions; analyzed and recommended changes to the
present compensation structure to meet market analysis. This included
recommendations for individual positions; evaluated how employees
allocated their time during working hours and identified where time may be
wasted or where productivity could be enhanced; provided
recommendations for guidelines, vehicles and tools for classification and
compensation structure. Evergreen further designed guidelines for
progression within job classifications; outlined transition strategy and
develop strategies for maintaining internal equity and market
competitiveness over time; and assisted the County in assessing financial
impacts to achieve market parity and potential inequities.

I

Classification and Compensation Study Services
Beaufort County, South Carolina

Evergreen Solutions was engaged with Beaufort County to provide
Classification and Compensation Study Services. The purpose of the
study was to address changes in county operations and staffing over the
past decades, which may have affected the type, scope, and level of work
being performed. The objectives of the study were to: attract and retain
qualified employees; ensure positions performing similar work with
essentially the same level of complexity, responsibility, and knowledge,
skills, and abilities are classified together; provide salaries
commensurate with assigned duties; clearly outline promotional
opportunities and provide recognizable compensation growth; provide
justifiable pay differentials between individual classes; and maintain a
competitive position with other comparable governmental entities and
private employers within the same geographic area.

I
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Classification and Compensation Study Services
Dillon County, South Carolina

Evergreen Solutions was retained by Dillon County to provide
Classification and Compensation Study Services. Evergreen performed
the following tasks: provided for a comprehensive evaluation of every job
to determine relative worth within the County for internal equity and for
the establishment of pay ranges and step progressions within the ranges;
reviewed all current job classifications, confirmed, and recommended
changes to hierarchical order of jobs using Evergreen’s evaluation system;
established appropriate benchmarking standards and conducted a salary
survey for similar positions with comparable South Carolina jurisdictions;
identified potential pay compression issues and provided potential
solutions; and analyzed and recommended changes to the present
compensation structure to meet market analysis.

4

Compensation and Classification Study
Greenwood County, South Carolina

Evergreen Solutions was retained by Greenwood County to conduct a
Compensation and Classification Study. Evergreen performed the
following tasks: reviewed and evaluated each pay grade for accuracy and
recommended necessary updates; provided a comprehensive evaluation of
each job within the County, based on the current job description, to
determine relative worth within the organization for internal equity and the
establishment of pay grades; reviewed all current job descriptions,
confirmed, and recommended changes to the hierarchical order of jobs
using Evergreen’s evaluation system; established proper benchmarking
standards and conducted salary surveys for similar positions within the
State of South Carolina; identified potential pay compression issues and
provide potential solutions; and analyzed and recommended changes to the
present compensation structure to meet market analysis.

4

Salary Parity Study / Structural and Compensation Systems Study
Charleston County, South Carolina

In 2005-06, Charleston County conducted a Classification and
Compensation Review using another consulting firm. Then in 2007,
Evergreen Solutions was hired by the County to review the results and
verify the recommendations that accompanied the study. The primary
issue examined by Evergreen was the internal equity relationships present
within the County's pay plan. The Evergreen Team administered a job
analysis tool to County employees that helped determine job worth and
verify internal equity relationships as they relate to compensation.
Although the study's primary emphasis was ensuring that internal equity
relationships were proper, the study also ensured that employees were
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paid consistently with the market. Evergreen provided detailed
recommendations for adjusting the County's pay and classification
structure and developed an implementation plan complete with costing
information.

Note: Evergreen was again hired in 2012 to conduct a Structural and
Compensation Systems Study. The Evergreen Team worked with elected
official and employee committee throughout the process. Our phases
included employee outreach, best practice research, and consensus
building to recommend a 21st Century approach to compensation and
classification management.

Note: Evergreen Solutions was again retained in 2016 to assist
Charleston County with conducting comprehensive market analysis using
selected benchmarks. A market survey was conducted to determine the
external equity of the County against its peers.

Note: Most recently, Evergreen was hired in 2021 by Charleston County to
conduct a Compensation Study. A market survey was conducted to
determine the external equity of the County against its peers.

4

Classification and Compensation Study
Berkeley County, South Carolina

Evergreen Solutions was retained by Berkeley County to conduct a
Classification and Compensation Study for 1,153 employees. Evergreen’s
consultants reviewed the County’s current classification and
compensation plan and recommended a consistent and competitive
market position that the County could maintain based on a salary survey
results from peer organizations. Evergreen recommended an appropriate
salary range for each position in the County based on a review and
analysis of the classification plan, the compensation survey results,
internal relationships, and external and internal equity. Evergreen
provided recommendations for the ongoing internal administration and
maintenance of the proposed compensation and classification plan.

™
Pay and Classification Study

Dorchester County, South Carolina

Evergreen Solutions was retained by Dorchester County Government to
conduct a Pay and Classification Study and make recommendations for
implementation of a revised pay plan. The study included all employees
and classifications in the County. As part of the study, Evergreen
conducted focus groups and interviews with employees, and employees
completed a Job Assessment Tool (JAT). Evergreen conducted a
comprehensive salary survey of local and regional employers to assess
the market competitiveness of the County. Finally, a detailed plan was
developed to provide the County with specific steps to implement an
equitable and competitive compensation and classification plan.

Note: Evergreen was again hired in 2020 to conduct a Compensation Plan
Update.
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Classification and Compensation Study
Town of Hilton Head Island, South Carolina

Evergreen Solutions was engaged with the Town of Hilton Head Island to
conduct a Classification and Compensation Study for all its employees.
The study included the following primary objectives: to conduct a
thorough, complete and accurate class specifications/job descriptions for
all positions; appropriate valuation of each position relative to other Town
positions; and to develop a competitive total rewards package (salary and
benefits) relative to similar positions in the market.

Evergreen provided written guidelines for maintaining class
specifications/job descriptions, for evaluating/re-evaluating job class
specifications/job descriptions and for maintaining model compensation
structure (s). Evergreen further recommended pay administration policies
to include, but not be limited to, policies regarding movement through
ranges, adjustments within pay grades, adjustments for assumption of
additional duties (temporary or permanent), reclassifications, promotions,
transfers, demotions, career ladders, etc. and recommended reliable
external market data sources for salary structure adjustments and
determination of merit budget.

Upon recommendation to the Town for the implementation of a new
classification and compensation program, Evergreen’s consultants
reviewed current performance management system documentation and
provided recommendations to strengthen link between pay and
performance as appropriate. In addition, Evergreen recommended future
merit allocation approaches, considering changes to classification and
compensation program and limited budgets. Note: Evergreen was again
hired in 2020 to conduct a similar study.

>
Pay and Classification Study

Town of Moncks Corner, South Carolina

Evergreen Solutions was engaged with the Town of Moncks Corner to
conduct a Pay and Classification Study for its employees. As part of the
study, Evergreen conducted orientation sessions, focus groups, and
interviews. Employees completed a Job Assessment Tool (JAT) in order to
analyze job duties and revise the current classification structure. A
market salary survey was issued to local and regional employers to
assess market competitiveness. Based on the findings from the
classification and compensation review, a new pay plan as well as policies
and procedures were recommended.
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Compensation Study
Town of Central, South Carolina

Evergreen was hired by the Town of Central to conduct a Compensation
Study. Evergreens consultants conducted an analysis of pay against the
market and prepared a summary report of the survey results in order to
make recommendations for updating the Town’s pay plan.

I

Classification and Compensation Study
City of Atlanta, Georgia

Evergreen Solutions was retained by the City of Atlanta to conduct a
Classification and Compensation Study for its more than 8,000
employees. The primary objectives of the study were to: ensure positions
performing similar work with essentially the same level of complexity,
responsibility, and knowledge, skills, and abilities are classified together;
provide salaries commensurate with assigned duties; outline promotional
opportunities and provide recognizable compensation growth; provide
justifiable pay differential between individual classes; and maintain a
competitive position with other comparable government entities and
private employers within similar geographic areas who are providing
comparable and equivalent services.

Classification and Compensation Study
City of Douglasville, Georgia

Evergreen Solutions was retained by the City of Douglasville to conduct a
Classification and Compensation Study and Analysis of its workforce
consisting of 225 full-time employees in approximately 96 job titles.
Evergreen performed the following tasks:

o Evaluated the City's present salary structure as compared to the
relevant job market for comparable positions in both the private
and public sectors.

e Reviewed all current job descriptions and analyzed same for
knowledge, skills, abilities, education and experience relevance
and internal consistency, job definitions and summaries,
distinguishing characteristics, supervision received and exercised,
conformity with the ADA relative to essential job functions
(including physical demands); and special requirements including
licensing and certifications.

e Reviewed the City's current Position Classification and Wage
Administration Plans and provided recommendations for
enhancement and specific guidelines for requests pertaining to
the following: creating new positions, salary adjustments and
reclassifications, retroactive pay, compensation for additional
duties (temporary and permanent assignments) and internal
equity adjustments.
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o Analyzed all existing job family classifications, pay grades and
salary ranges and recommended modifications as necessary.

e Analyzed all existing FLSA classifications and recommended
modifications as necessary.

e |dentified potential pay compression issues and provided
alternative solutions.

Note: Evergreen was again hired in the latter part of 2021 and early in
2025 to conduct a Classification and Compensation Plan Update.

&

Compensation Analysis
City of Alpharetta, Georgia

Evergreen Solutions was engaged with the City of Alpharetta to conduct a
competitive compensation analysis. The purpose and intent of the study
was to compare and contrast the City’s current wage and benefit structure
and levels with those of key competing employers’ both public and
private. The analysis was based upon job descriptions and/or duties
performed rather than upon job titles in order to ensure accurate
comparisons and to consider all aspects of the City’s compensation
package. Atthe time of the study, the City of Alpharetta employed 414
full-time and five part-time positions, excluding senior management and
elected officials, defined across 132 position descriptions. The base
salary ranges for these positions were divided among eight pay grades.
The primary goals of this project were to: determine the City’'s competitive
position within the marketplace in terms of its overall compensation
package; determine the relative value and competitive positioning of each
compensation/benefit area; and identify any weaknesses within the
components of the City’s existing compensation package that may
negatively impact the organization’s ability to attract and retain talented
employees. Note: Evergreen was again hired by the City on 2019 to
conduct a Comprehensive Pay and Classification Study.

g

Employee Classification and Compensation Study
City of Savannah, Georgia

Evergreen was engaged with the City of Savannah to conduct an
Employee Classification and Compensation Study for its workforce of
2,500 employees. Evergreen developed a comprehensive job
classification system that accommodated the City’s need for a flexible,
internally and externally equitable, defensible, market sensitive and easily
administered system for all current and future jobs within the City.
Evergreen established career paths for occupations, provide clear
distinctions in different job levels, established performance standards/job
qualifications for all newly created job classifications, produced job
descriptions that were legally defensible and are in accordance with ADA
and FLSA, assigned classifications to pay ranges designed by the City that
were labor market appropriate, and trained Human Resource staff so that
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they could maintain, enhance, and use the classification system to
identify and consistently apply the system to modify an existing position or
classification or create a new position or classification scheme.

Evergreen further assisted the City in formulating a formal compensation
philosophy and developing a compensation system for all job
classifications based upon the adopted compensation philosophy.
Evergreen identified comparable benchmark employers to guide the City’s
future employee salary and benefit decisions in order to facilitate the
retention and attraction of high performing staff members, while being

financially sustainable.
™

Comprehensive Classification and Compensation Study
City of Garden City, Georgia

Evergreen Solutions was retained by the City of Garden City to conduct a
Comprehensive Classification and Compensation Study for its workforce.
The primary objectives of the Classification and Compensation Study were
to: attract and retain qualified workers who would be paid equitable
salaries; provide fair salaries for all workers of the City; and provide a
salary structure that enabled the City to maintain a competitive position
with other cities and companies within the same geographic area. To
accomplish this, Evergreen: worked with the City’'s management staff to
identify a market position for the City; developed a comprehensive labor
market salary survey for the Chatham County area and surrounding
municipalities that reflected both cities and private industry; analyzed
existing internal hierarchy based on job relationships, identified problem
areas within the internal hierarch system, and proposed implementation
methods to correct identified problems; reviewed current classification
grade methodology, and proposed recommended strategies for the City of
Garden City; and developed a pay plan identifying specific parameters
(i.e., percent spreads between ranges and within ranges). In the end,
Evergreen prepared a cost analysis for positions that fell below the
proposed minimum salaries following reclassification and developed
recommendations and an instrument for the ongoing internal
administration and maintenance of the proposed
classification/compensation plan.

Note: In 2019 Evergreen was hired to conduct a Compensation Plan
Update. More recently, Evergreen was retained in 2021 to conduct
another Compensation Plan Update.

I

Classification and Compensation Study
City of South Fulton, Georgia

Evergreen was retained by the City of South Fulton to conduct a
Classification and Compensation Study. Evergreen performed the following
tasks: provided a comprehensive evaluation of every job within the City to
determine relative worth within the City for internal equity and for the
establishment of pay ranges and step progressions within the ranges;
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evaluated the feasibility of having a twenty ($20) dollar an hour minimum
wage; reviewed all current job classifications, confirmed and recommended
changes to the hierarchal order of jobs using the proposed evaluation
system; established appropriate benchmarking standards and conducted
salary surveys as needed for similar positions with comparable Georgia
municipalities as required; identified potential pay compression issues and
provided potential solutions; analyzed and recommended changes to the
current compensation structure to meet market analysis; and evaluated
and recommended appropriate compensation (salary and fringe benefits)

for elected officials.

Comprehensive Classification and Compensation Study
City of Tybee Island, Georgia

Evergreen Solutions was retained by the City of Tybee Island to conduct a
Comprehensive Compensation and Classification Study. Evergreen’s
consultants reviewed the City’s current compensation plan (salary grade
levels and steps) to understand the current challenges of recruiting and
retaining employees and identified and recommended a consistent and
competitive market position that the City could strive to maintain based
on a salary survey of both private and public sector peer organizations. In
the end, Evergreen recommended an appropriate salary range for each
position in the City based on a review and analysis of the classification
plan, the compensation survey results, internal relationships, and external
and internal equity.

Evergreen prepared a new salary structure based on results of the salary
survey and best practices and developed guidelines to assist the City staff
with determining the starting pay for new employees based on knowledge
and experience above minimum requirements of the position, how
difficult the position is to fill, and market competitiveness. Evergreen
further provided recommendations for the ongoing internal administration
and maintenance of the proposed compensation and classification plan.
Note: In 2022, Evergreen was again hired by the City to conduct a

Compensation Study.

Pay and Classification Study
City of Roswell, Georgia

Evergreen Solutions was retained by the City of Roswell to conduct a Pay
and Classification Study for approximately 1,000 employees. Evergreen’s
consultants evaluated the City’s present compensation and classification
structure, as compared to the relevant job market, for comparable
positions in both the public and private sectors to ensure job market
competitiveness, internal equity, and fiscal responsibility. Geographic
applicability, specific job comparability, and departmental structure was
considered to identify peers, and a market salary survey was conducted.
A report of findings and recommendations, including cost estimate to
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adjust employee pay for new paygrades, was presented to the City
Leadership Team, and Elected Officials. Note: Evergreen was previously
hired by the City to conduct a Salary and Benefits Survey.

I

Classification and Compensation Plan Development
City of Brookhaven, Georgia

Evergreen Solutions was engaged with the City of Brookhaven to develop
a Classification and Compensation Plan. The primary goals of this project
was to: ensure job descriptions accurately reflect work performed; identify
career ladders/promotional opportunities for each classification;
determine the City’s competitive position within the marketplace;
determine the relative value and competitive positioning of each
compensation area; and identify any weaknesses within the components
of the City’s existing compensation plan that may negatively impact the
organization’s ability to attract and retain talented employees. Evergreen
recommended appropriate salary ranges for existing or proposed
positions based on the classification study and the compensation survey
results. Evergreen also recommended a performance management and
evaluation program, including a comprehensive evaluation form and
rating system for fiscal year 2016 implementation. The evaluation plan
included a performance-based component. Note: Evergreen was again
hired by the City in 2019 to conduct a Salary Review.

4

Compensation Study
City of Dalton, Georgia

Evergreen was hired by the City of Dalton to conduct a Compensation
Study. Evergreen conducted a salary survey to determine the City’s
competitiveness in the market. Based on the results of the survey,
Evergreen updated to City’s pay plans. Note: Evergreen previously
conducted a Classification and Compensation Study for the City. In 2024,
The City again hired Evergreen to conduct a Classification and

Compensation Study.
™
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Classification and Compensation Study and Analysis
City of Riverdale, Georgia

Evergreen was hired by the City of Riverdale to conduct a Classification and
Compensation Study and Analysis. Evergreen performed the following:
provided a comprehensive evaluation of every job within the city to
determine relative worth within the organization for internal equity; reviewed
all current job classifications and recommended changes to the hierarchical
order of jobs; established appropriate benchmarking standards and
conducted a market salary survey; identified potential pay compression
issues and provided potential solutions; analyzed and recommended
changes to the present compensation structure; and developed guidelines
to assist City staff with determining the starting pay for new employees.

I

Compensation Salary Study and Survey
Forsyth County, Georgia

Evergreen Solutions was retained by Forsyth County to conduct a
Compensation Salary Study and Survey. Evergreen reviewed current
wage and salary plans as well as salary grade levels to understand the
County’s challenges in recruiting and retaining employees. Evergreen
conducted salary and benefits surveys of comparable labor markets by
creating and utilizing survey documents developed and designed
specifically for Forsyth County Government. The surveys were designed to
capture actual salary, base salary, benefits, and classification salary
range information to ensure that the County’s salaries and classification
salary ranges were competitive with other public organizations in the
greater metro Atlanta labor market based upon 2019 cost of living
projections and market influences. Evergreen worked with the Executive
Team to identify the comparable labor markets, including both public
sector, utility agency, and private sector employers, for the compensation
survey.

Evergreen prepared a detailed report of findings, written
recommendations, and associated implementation costs for the following:
specific benchmark classifications, any classification salary range
adjustments, and other salary components, which impact the County’s
competitive position. All findings included 2018 findings/costs and
projected 2019 market influences, cost of living, and any other relevant
impacting factors deemed important. Note: Evergreen previously
conducted a Compensation and Benefits Study for the County.

=
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Classification Study
Cherokee County, Georgia

Evergreen Solutions was retained Cherokee County to conduct a
Classification Study. Evergreen conducted a job analysis by collecting a
Job Assessment Tool from employees to determine the appropriate
hierarchy of jobs to ensure internal equity within the County and reviewed
and revised job descriptions as needed. Note: Evergreen previously
conducted a compensation study in 2022 and a compensation and

benefits study in 2018.

Classification and Compensation Study and Analysis
Douglas County, Georgia

Evergreen Solutions was engaged with Douglas County to conduct a
Classification and Compensation Study and Analysis. Evergreen
evaluated the County’s present salary structure as compared to the
relevant job market for comparable positions in both the private and
public sectors. Evergreen performed the following tasks: reviewed all
current job descriptions and analyze same for knowledge, skills, abilities,
education and experience relevance and internal consistency, job
definitions & summaries, distinguishing characteristics, supervision
received and exercised, conformity with the ADA relative to essential job
functions (including physical demands); special requirements including
licensing and certifications; reviewed the County’s current Position
Classification and Wage Administration Plans and provided
recommendations for enhancement and specific guidelines for requests
pertaining to the following: creating new positions, salary adjustments and
reclassifications, retroactive pay, compensation for additional duties
(temporary and permanent assignments) and internal equity adjustments;
analyzed all existing job family classifications, pay grades and salary
ranges and recommend modifications as necessary; analyzed all existing
FLSA classifications and recommended modifications as necessary;
established appropriate benchmarking standards and conducted salary
surveys as needed for similar positions with comparable Georgia counties
as required; identified potential pay compression issues and provided
alternative solutions; and developed applicable classification and

reclassification questionnaire. %

Classification and Compensation Study and Analysis
Columbus Consolidated Government, Georgia

Evergreen Solutions was engaged with Columbus Consolidated
Government to conduct a Classification and Compensation Study and
Analysis for its more than 3,000 employees. Columbus is Georgia’s first
consolidated city/county government, the second largest city in Georgia
and is a recognized leader among its peer cities, and takes pride in its
operational efficiency and the excellent quality of life it fosters.

Evergreen conducted an external market analysis to determine whether

the City was competitive with its peers. Evergreen worked with Human
Resources and City leadership to review its classification and
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compensation structure and recommended comparable public and
private survey markets. Evergreen considered the compensation and
benefits package received by employees with the City as it related to both
the external and internal markets. The City’s objectives for this study
were to: attract and retain qualified employees; ensure positions
performing similar work with essentially the same level of complexity,
responsibility, and knowledge, skills, and abilities are classified together;
provide salaries commensurate with assigned duties; outline promotional
opportunities and provide recognizable compensation growth; provide
justifiable pay differential between individual classes; and maintain a
competitive position with other comparable government entities and
private employers within the same geographic areas.

I

Classification and Compensation Study
City of Miami Beach, Florida

Evergreen Solutions was retained by the City of Miami Beach to conduct a
Compensation and Classification Study for its 3,165 employees.
Evergreen worked with the City to identify comparable cities and public
sector organizations in South Florida to review the effectiveness of the
City’s current salary plan as it related to market competitiveness for
attracting and retaining quality employees. The study was conducted in
two phases. Phase 1 consisted of 300 positions (i.e., classifications) and
Phase 2 also consisted of 300 positions. Therefore, only those employees
that were covered by the 300 positions were included in each phase of

the study.
P>

Classification and Compensation Study Services
City of North Miami Beach, Florida

Evergreen Solutions was retained by the City of North Miami Beach to
provide Classification and Compensation Study Services to the Water
Department. Evergreen worked with the City to: determine the
classifications to include in the job analysis; reviewed the proposed
organizational chart; linked proposed classifications to any current
classifications; interviewed current water department leadership;
documented specific classification challenges; selected peers class
specifications to position creation; developed draft class specifications;
assembled secondary data on classification plan ranges; determined the
average actual compensation for classifications; slotted all classifications
into the relevant pay plan; and estimated the cost to hire. Note: In 2021,
Evergreen was hired to conduct a Classification and Compensation Study.
Most recently, Evergreen was hired in 2023 to assess the cost of

vacancies in the City.
%
%% Evergreen Solutions, LLC Page 4-39

Page 166 of 303




Classification and Compensation Study
City of Fort Myers, Florida

Evergreen Solutions was hired the City of Fort Myers to conduct a
Classification and Compensation Study for all employee groups (i.e.,
Police Union - Sworn only; Fire Union and General Union and Non-
bargaining) consisting of 1,082 employees. The study included
comprehensive classification analysis using Evergreen Solutions’ Job
Assessment Tool job valuation methodology in addition to a statistical
assessment of current conditions. An evaluation of external equity
including a salary survey of competing organizations was also be
conducted. The project concluded with a series of findings and
recommendations designed to identify and recommend resolution of any
inequities in the system and, if necessary, redesign the existing system in
place for the City. Note: Evergreen was again hired in 2020 to conduct a
Compensation Study for the City as well as a Staffing Study of the Police

Department.
™

Classification and Compensation Study and Staffing Study
City of Pensacola, Florida

Evergreen Solutions was retained by the City of Pensacola to conduct a
Classification and Compensation Study as well as a Staffing Study. For
the staffing study Evergreen’s consultants surveyed key staff and
stakeholders to validate strategic needs and service areas, clarified
duties and responsibilities, documented current functional areas,
summarized major programs, answered specific questions regarding
departmental organization and operations of the City to assure a valid
understanding of the City; assignhed functional areas and major programs
to the specific strategic needs and service areas and weighted the
allocated resources. Evergreen further identified jobs by level that fell
outside of the estimated staffing thresholds; developed staffing model
based on current strategic needs and peer thresholds; prepared summary
of findings to the HR team; and identified areas needing improvement.
Note: In 2019, Evergreen conducted a Compensation Study for the City.

#

Classification and Compensation Study
City of Clearwater, Florida

Evergreen Solutions was retained by the City of Clearwater to conduct a
Classification and Compensation Study for 1,882 employees. Evergreen’s
consultants reviewed and evaluated existing classification/compensation
system and benefits structures; developed a new methodology for pay
structures and guidelines to address internal equity and external
competitiveness (a salary survey or market study of benchmark jobs
against comparable positions in other governments and relevant
industries); and prepared updated pay plan schedules.
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Classification and Compensation Study
City of Orlando, Florida

Evergreen was hired in 2024 by the City of Orlando to conduct a
Classification and Compensation Study of its more than 4,500
employees. Evergreen will examine internal equity to ensure that all
positions are classification properly and that employees doing similar
work are on the proper pay scale and will examine external equity to
determine whether the City’s salaries are competitive. Based on the
results of the job analysis, Evergreen will update all job descriptions and
the City’s pay plans. Note: Evergreen previously worked with the City on
more than five occasions providing a variety of human resource
consulting, including compensation studies for various employee groups.

I

Compensation Study
City of Boca Raton, Florida

Evergreen was hired by City of Boca Raton to conduct a Compensation
Study. Evergreen will conduct a comprehensive market-based survey and
analysis of the City’s current salary ranges and employee compensation for
its 1,550 employees. Evergreen will also produce a pay plan for the City,
develop strategic positioning recommendations and opportunities, and
provide options to address salary progression and compression considering
internal and external equity, and ensuring competitiveness within the
market. Evergreen will prepare an implementation strategy and cost analysis
for the pay plan and compensation recommendations.

=

Compensation, Classification, and Performance Management Study
Manatee County, Florida

Evergreen Solutions was hired by Manatee County to assist with a county-
wide Compensation and Classification Study. At the time of the study,
Manatee County was a growing county with a population of over 300,000
located on the southwestern coast of FL between Pinellas and Sarasota
Counties. An appointed County Administrator oversaw 16 departments,
with approximately 2,900 employees within approximately 600
classifications and 58 pay ranges/grades.

The study included all employees that serve in capacities for the Board of
County Commissioners. As part of the review, orientation sessions, focus
groups, and interviews were conducted in throughout the county. All
employees were asked to complete the Job Assessment Tool (JAT) and job
analysis was conducted with the results in order to create a classification
plan. A salary survey was issued to local and regional employers to
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assess competitiveness. Based on the classification and compensation
findings, a new pay plan as well as policies and procedures were
recommended to the County. Evergreen Solutions helped the County
attain their goal of maintaining a sound process providing a classification
and pay structure that is fair, equitable, and systematic with a
compensation plan comparable with other governmental jurisdictions and
the private sector. In addition, Evergreen reviewed the performance
management system in place within the County, and provided
recommendations for improvement.

I

Compensation and Classification Study Services
Monroe County, Florida

Evergreen was retained by Monroe County to conduct a Compensation
and Classification Study for 265 non-union employees in 178
classifications as well as 124 union employees in 46 classifications who
are represented by the Teamsters bargaining unit. Employees
participated in focus groups, interviews, and a job analysis to determine
the best classifications for the work performed. Evergreen’s consultants
compared the County’s positions to other similar positions within other
County departments to determine the relative value of each position to
every other position in the County. Comparisons were made with regard to
the actual work being performed and based on the current job
description. In addition, positions were compared to other similar
positions in other private and public sector organizations throughout the
Florida Keys and South Florida. Characteristics such as size of the
organization, geographic proximity, economic and budget characteristics,
and other appropriate demographic data were taken into consideration
when making comparisons. Evergreen’s consultants also analyzed pay
ranges in the public and private sector to determine the appropriate pay
and benefit levels for all included jobs.

Recommendations were provided to improve fairness and equity of all
jobs within the County. Select County staff were provided the necessary
training and materials so that an understanding of the methodology and
how to implement, administer, and maintain the recommended total
classification and compensation system could be accomplished. Note:
Evergreen was again retained in 2018 to conduct an update of the
County’s Classification and Compensation Plan to include fire and rescue.
Most recently, Evergreen was retained in 2022 to conduct a
Compensation Study. Evergreen was again hired in 2025 to conduct a

Compensation Study.
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Compensation Study
Orange County, Florida

Evergreen Solutions was retained by Orange County to conduct a
Compensation Study for non-represented staff. Evergreen’s
consultants conducted a salary survey to determine the County’s
market position and prepared a final report with cost analysis for
implementation of all recommendations.

4

Classification and Compensation Study
Palm Beach County, Florida

Evergreen Solutions was retained by Palm Beach County to conduct a
Classification and Compensation Study, for more than 7,000 employees,
in order to update the County’s current classification and compensation
structure. Evergreen performed the following tasks: conducted a job
analysis across the County to ensure job descriptions matched the duties
performed by the employee; provided an analysis of all positions’
assigning an appropriate salary grade to ensure fairness and equity and
included recommendations for all positions that were found to be above
or below the assigned salary grade; and conducted a market
compensation analysis of salaries and wages of like or similar jobs of
comparable Florida public organizations with similar position and

organizational characteristics.
=

Classification and Compensation Study
Pinellas County, Florida

Evergreen Solutions was retained by Pinellas County to conduct a
comprehensive classification and compensation study for 3,100
employees that included recommendations and suggestions for an
implementation and maintenance process that effectively provided the
County with the resources and expertise to further enhance its
classification and compensation program. A comprehensive job
classification and pay study hadn’t been conducted since 2004 so the
County believed it was important to invest in a study that would look at
both internal and external equity.

The objective of the study was to have a credible classification and
compensation plan that: allowed positions performing similar work with
similar levels of complexity, responsibility, and knowledge, skills and
abilities to be classified appropriately; identified salaries for assigned
duties; outlined promotional opportunities and possible compensation
growth; identified pay differential between individual classifications; and
identified relevant labor markets.
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Classification and Compensation Study Analysis
Suwannee County, Florida

Evergreen was hired by Suwannee County to conduct a Classification and
Compensation Study Analysis. Evergreen will perform the following tasks:
provide a comprehensive evaluation of every job in the County; establish
appropriate benchmarking standard and conduct salary surveys; analyze
and recommend changes to the present compensation structure to meet
market analysis; update job descriptions; recommend and identify a
consistent and competitive market position; conduct a compression analysis
to include any recommendations for implementation; and conduct a training
program for the Human Resources staff.

4

Compensation and Pay Classification Plan Study
City of Foley, Alabama

Evergreen Solutions was retained by the City of Foley to conduct a
Compensation and Pay Classification Plan Study. The objectives of the
study were to conduct and implement a total compensation plan
(including benefits) structure for the City’s workforce which would provide
both internal and external equity, establish a classification system that
accurately describes the duties, knowledge, skKills, abilities and minimum
qualifications required for each job class, determine and implement a
program of accurate job descriptions based on job analysis, and develop
a maintenance program for job descriptions and classification
recommendations.

Evergreen conducted a wage and benefit survey among competing
jurisdictions as well as public and private organizations to determine
competitive wages in the appropriate labor market(s). Using the survey
results, Evergreen assigned each job to a pay grade with a view toward
achieving proper internal relationships among classes and making salary
ranges competitive with relevant markets with due consideration of the
financial condition of the City. Evergreen provided estimates of the cost
to install and implement the new pay plan and recommended a
methodology for implementation. Note: Evergreen was again hired in
2022 to conduct a similar study for the City.

#

Classification and Compensation Study
City of Auburn, Alabama

Evergreen Solutions was retained by the City of Auburn to conduct a
Classification and Compensation Study for its 1,200 employees.
Evergreen conducted a job analysis to determine internal equity and
conducted a salary survey to determine whether the City’s salaries were
competitive in the market. Evergreen also reviewed and updated job
descriptions, as needed.
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Compensation and Benefits Study
City of Mobile, Alabama

Evergreen Solutions was retained by the City of Mobile to conduct a
Compensation and Benefits Study for its 1,100 employees. Evergreen’s
consultants surveyed the market to determine the City’s market position
and competitiveness with its peers as it related to compensation and

benefits.
&

Classification and Compensation Study
Baldwin County, Alabama

Evergreen Solutions was retained by Baldwin County to conduct a
Comprehensive Classification and Compensation Study. Evergreen
consultants conducted a job analysis, evaluated and revised job
descriptions, conducted a market salary and benefits survey, developed a
new pay plan based on the market results and job analysis, and prepared
and presented a final report that recommended a new classification and
compensation structure for the County.

=

Compensation, Pay and Benefits Study
Lee County Commission, Alabama

Evergreen Solutions was retained by the Lee County Commission to
conduct a Classification, Pay and Benefits Study for approximately 436
employees. To begin this study, Evergreen Solutions conducted a
comprehensive, preliminary evaluation of the County’s current pay scale
and existing classification plan. Evergreen used its unique Job
Assessment Tool© (JAT) to identify classifications of positions and
perform job analyses, including an evaluation of supervisory comments.
Follow-up interviews were conducted, as needed, and classification
changes recommended.

Benchmarks and targets were identified for a market salary and benefits
survey. Survey data and internal equity (with proper consideration of the
financial condition of the jurisdiction), was used to determine proper pay
scale, identify highly competitive positions within the County, and to make
strategic positioning recommendations. Evergreen Solutions completed
the study by conducting a solution analysis, developing and administering
an employee appeals process, developing and submitting final reports,
and recommendations for compensation administration to ensure that
staff could conduct audits/adjustments consistent with study methods
until the next formal study is conducted.
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Compensation Study
Shelby County, Alabama

Evergreen Solutions was engaged with Shelby County to conduct a
Classification and Compensation Study. Evergreen’s consultants
conducted a job analysis to determine the hierarchy of jobs within the
County for internal equity as well as a market salary survey with
comparable local and private sector employers to determine external
equity. Evergreen further reviewed and updated job descriptions.

o

Classification and Compensation Study and Analysis
City of Broken Arrow, Oklahoma

Evergreen Solutions was retained by the City of Broken Arrow to conduct a
Classification and Compensation Study and Analysis to evaluate the
present salary structure as compared to the specific job market for
comparable positions in the public sectors. Evergreen performed the
following: reviewed all current job classifications, confirmed and
recommended changes to hierarchical order of jobs using The City’s
evaluation system; established appropriate benchmarking standards and
conducted salary surveys as needed for similar positions as required
(prefer to assess duplicate benchmarks - both municipalities as well as
local employers); identified potential pay compression issues and
provided potential solutions; analyzed and recommended changes to the
present compensation matrix and/or structure to meet the market
analysis; and assessed potential impact of pending DOL changes.

=

Employee Classification and Compensation Study
City of Hot Springs, Arkansas

Evergreen Solutions was retained by the City of Hot Springs to conduct an
Employee Classification and Compensation Study. Evergreen performed
the following services:

e updated job descriptions to match distinguishing characteristics,
essential job functions, minimum qualifications (knowledge,
education, experience, skills, and abilities), working conditions
(physical demands, work environment, other relevant
circumstances.), and certifications and licenses.

e ensured the updated job descriptions were internally equitable
and externally competitive;
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e created new job descriptions where needed that were accurate
and consistent with Fair Labor Standards Act (FLSA), Equal
Employment Opportunity (EEO), and American with Disabilities Act
(ADA) considerations;

e reviewed the wage, grade pay plan, provided feedback, and
suggestions on modifications that were in line with the objectives
outlined above;

e conducted a comprehensive base salary and benefits survey. The
survey included benchmarking local market public sector jobs
within the same essential duties and functions;

e provided a spreadsheet of all comparable cities based on a
combination of factors including, resident population, geographic
size, budget, and scope of city services;

e recommended an appropriate salary range for each position
based on the classification plan, internal relationships, and equity;
and

e identified potential pay compression issues and provided possible

solutions.
&

Comprehensive Pay Plan/Compensation Review
City of Salina, Kansas

Evergreen Solutions was engaged with the City of Salina to conduct a
Comprehensive Pay Plan/Compensation Review. Evergreen performed an
extensive compensation review that compared the City of Salina’s
positions with comparable positions of other local government entities,
including other Kansas cities of comparable size; and, where applicable,
comparable public and private sector positions in the competitive market
area. A review of internal equity was also conducted and job descriptions
were updated, as needed. Evergreen also conducted a gender/race
equity study and provided recommendations on to the City on how to
make the compensation structure more equitable.

=

Classification and Compensation Study
City of Leawood, Kansas

Evergreen Solutions was retained by the City of Leawood to conduct a
Classification and Compensation Study. Evergreen performed a review of
the existing classification plan and related job descriptions and conducted
a salary study to include public and private employers who provide
comparable services. In the end, Evergreen prepared recommendations
for compensation policies, including but not limited to: cost of living and
merit pay increases, career ladders and variable incentive pay options to
maintain competitiveness, reward employees, and to ensure internal pay
equity. Note: Evergreen was again hired in 2025 to conduct a Salary
Survey.
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Classification and Compensation Study
Sedgwick County, Kansas

Evergreen Solutions was retained by Sedgwick County to conduct
classification and compensation study for approximately 2,766
employees. Employees participated in focus groups, interviews, and job
analysis to determine the best classifications for the work performed.
Classifications were reviewed, as needed, and FLSA determinations were
made. Evergreen consultants reviewed pay policies and practices and
pay ranges in the public and private sector were analyzed to determine
the appropriate pay levels for all included jobs. Recommendations were
provided to improve the fairness and equity within the County and a plan
was provided to address maintenance of implemented changes to the
County’s classification and compensation system. In addition, Evergreen
provided County staff with the necessary training and materials so that an
understanding of the methodology and how to implement, administer, and
maintain the recommended total classification and compensation system
would be accomplished. Note: Evergreen was again retained in 2022 to
conduct a Classification and Compensation Plan Update.

&

Comprehensive Compensation Study
Shawnee County, Kansas

Evergreen Solutions was engaged with Shawnee County to conduct a
Comprehensive Compensation Study. Evergreen conducted an external
competitive market study for all current County positions to measure
County pay versus market rates for each position. Evergreen further
prepared cost proposals and alternatives for establishing market pay
rates for each position within three years following completion of the
study and provided training to Department Heads and Human Resource
Director in plan implementation and maintenance as needed.

=

Employee Classification and Compensation Study
City of St. Louis, Missouri

Evergreen was hired by the City of St. Louis to conduct an Employee
Classification and Compensation Study. Evergreen conducted a
comprehensive evaluation and analysis of all 6,700 jobs within the City to
determine relative value within the organization; evaluated all current job
classifications; conducted internal salary relationship analysis and made
appropriate recommendations; identified and recommended a relevant
salary survey benchmark; identified potential pay compression issues and
solutions; and provided a maintenance strategy to maintain the
recommended classification and compensation system.
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Comprehensive Classification and Compensation Study
City of Branson, Missouri

The City of Branson hired Evergreen Solutions to conduct a
Comprehensive Compensation and Classification Study to determine
whether the City possessed a compensation and classification system
that was both equitable as compared to the external competitive
employment market as well as equitable internally. The study included a
complete classification analysis using the Job Assessment Tool job
valuation methodology as well as a statistical assessment of internal
conditions and an assessment of external equity including a salary survey
of competing organizations. The report culminated with a series of
findings and recommendations that were designed to alleviate any strains
on the system and, if necessary, redesign or augment the existing system

in place at the City of Branson.

Compensation Study
City of Lee’s Summit, Missouri

The City of Lee’s Summit retained Evergreen Solutions to conduct a
Compensation Study to determine whether the City possessed a
compensation and classification system that was equitable as compared
to both the external competitive employment market as well as being
internally equitable. The study included a complete classification analysis
using the Job Assessment Tool and Management Issues Tool job valuation
methodology as well as a statistical assessment of internal conditions and
an assessment of external equity including both benefits and salary
surveys of competing organizations.

The report culminated with a series of findings and recommendations that
were designed to alleviate any strains on the system and, if necessary,
redesign or augment the existing systems in place at the City of Lee’s
Summit. Also included in this study was an evaluation of the City’s
performance evaluation system to include recommendations for
improvement, revision of evaluation instruments and development of a
brief training manual for the program.

4

Compensation and Benefits Study
City of Dardenne Prairie, Missouri

Evergreen Solutions was retained by the City of Dardenne Prairie to
conduct a Compensation and Benefits Study. Evergreen reviewed the
City’s existing compensation and benefit plan, gathered necessary survey
data from comparable municipalities in the St. Louis Metropolitan Area
using a customized survey and recommended appropriate pay ranges for
all positions (i.e., appropriate spread between minimum and maximum
pay ranges and distance between steps, where appropriate). Evergreen
further reviewed current job descriptions and titles and rewrote job
descriptions to coincide with current responsibilities for each employee.
Lastly, Evergreen provided the City with an Administration Manual with
plan maintenance procedures. Note: Evergreen was again hired in 2025
to conduct a Compensation Study for the City.
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Comprehensive Compensation Study
City of Troy, Missouri

Evergreen Solutions was engaged with the City of Troy to conduct a
Comprehensive Compensation Study. Evergreen performed the following
tasks:

o identified criteria that was used in selecting comparable entities.
For example, entities with similar population, similar geography, a
similar mix of residential and commercial properties, and similar
work force;

e identified the process to normalize the data to adjust for
differences in city population, size, or other differences from Troy;

e developed pay/productivity ratios for each City department that
demonstrated how much salary was paid on average by each city
for certain levels of service;

e performed a job analysis for each position and conducted
interviews with employees;

e reviewed all job descriptions and created updated descriptions as
needed;

e performed an organization-wide operational efficiency study and
identified staffing levels that deviated significantly from that of
comparable entities.

e performed a market salary survey to determine competitive salary
levels for all positions;

o performed survey of market to compare the type of fringe benefits
provided to comparable entity employees that included, but were
not limited to, health insurance, dental, vision, life, vacation, sick
leave, annual holidays, education reimbursement, training and
work hours;

e updated the present salary schedule; and

e recommended compensation policy regarding salary caps.

=

Compensation Study and Pay Equity Analysis
City of Fulton, Missouri

Evergreen Solutions was retained by the City of Fulton to conduct a
Compensation Study and Staff Review that also included a comparison of
benefit offerings in the market. Evergreen evaluated employee
compensation and right-size staffing in terms of comparability and
competitiveness, both from an internal equity and market perspective for
similar municipalities and positions in the region. Evergreen also
conducted a gender/race equal-pay analysis and provided recommended
pay structures.
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Compensation Study
City of Jefferson, Missouri

Evergreen Solutions was engaged with the City of Jefferson to conduct a
Compensation Study. The primary focus of this project was to correct
salary compression where it existed and to conduct an external market
benchmarking/ analysis in order to update the City’s compensation plan
to make it more competitive. Evergreen’s consultants analyzed the
effectiveness of the existing salary structure and recommend changes, if
needed, based on best practices for municipal organizations within the

market.
J*

Comprehensive Compensation and Classification Study
Jefferson County, Missouri

Jefferson County retained Evergreen Solutions to conduct a
Comprehensive Compensation and Classification Study to analyze the
County’s market competitiveness and internal equity. Located just 40
miles southwest of the City of St. Louis, the County possessed a unique
set of challenges being on the border of more rural, suburban, and even
metropolitan markets. Maintaining market competitive compensation and
classification plans in these environments required special effort. With
this in mind, this study included a comprehensive classification analysis
using the Job Assessment Tool job valuation methodology in addition to a
statistical assessment of current conditions. An assessment of external
equity including a salary survey of competing organizations was
conducted. The project concluded with a series of findings and
recommendations that were designed to alleviate any strains on the
system and, if necessary, redesign the existing system in place for the

County.

Classification and Compensation Study
St. Charles County, Missouri

Evergreen Solutions was engaged with the St. Charles County Government
to conduct a Classification and Compensation Study for its 1,650
employees. The primary purpose of the study was to assist the County in
the evaluation of its overall employee compensation and pay structure as
compared to the market; to perform a job audit and analysis for each full-
time position to determine appropriate classification; and to
update/develop job descriptions in a standardized format that is ADA and
FLSA compliant. At the conclusion of the study, Evergreen provided a
recommended job evaluation plan that will allow the County to evaluate
positions every two years as well as provided an administration manual
with plan maintenance procedures and a summary document that could
be used to communicate the compensation system change to current and
future employees.
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Classification and Compensation Study
Jackson County, Missouri

Evergreen was retained by Jackson County to conduct a Classification and
Compensation Study for more than 1,800 employees. Evergreen
performed a job and analysis to ensure employee’s duties and
responsibilities were accurate. Evergreen updated job descriptions,
reviewed the County’s compensation structure, and provided
recommendations to optimize the attraction and retention of employees.
In the end, Evergreen prepared a report with findings and
recommendations to improve the current classification and compensation

system.
=

Classification and Compensation Study
Jasper County, Missouri

Evergreen Solutions was retained by Jasper County to conduct a
Classification and Compensation Study. Evergreen performed the
following tasks:

e conducted a review and update of the County’s compensation
(including benefits) of appropriate and comparable employers
within the relevant “benchmark” data;

e identified inconsistencies and deficiencies within the current
compensation and classification, provided written
recommendations for their resolution, and developed a plan for
the implementation of the recommendations which included the
cost of implementation and the effect on employees;

e identified survey labor market and benchmark county/classes and
established appropriate “benchmarking” standards and
conducted a salary survey;

e recommended changes to existing salary range structures,
including the establishment and/or modification of salary range
tables and benefits;

e recommended and set forth a transition plan for the
implementation of the compensation and classification plan;

e reviewed and analyzed internal position structures, made up of
incumbent classifications and re-classifications and verified the
accuracy of existing job descriptions to the duties, tasks,
responsibilities and qualification requirements for each position,
including the development of appropriate internal relationship
guidelines;

e ensured all descriptions include contents met current legal
requirements or recommendations; and

e provided a plan for maintenance and updating of the
compensation plan.
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Compensation and Classification Study
City of Minneapolis, Minnesota

Evergreen was retained by the City of Minneapolis - Public Works
Department to conduct a Compensation and Classification Study for
Engineering Titles. Evergreen’s analysis addressed the following:
effectiveness of the current classification titles and salary structure; pay
equity for comparable classification titles located both individually and
organizationally across multiple Public Works divisions specifically
analyzing each position’s job description, title, and pay; competitiveness
of current salary ranges to other comparable public and private employers
in the region; identification of essential job functions; FLSA designations;
and mapping career growth based on vertical, lateral and cross-functional

roles.

Review of Classification and Compensation System
City of Rochester, Minnesota

Evergreen was recently hired to conduct a review of the City Classification
and Compensation system. Evergreen’s consultants will review the
current compensation philosophy, policy and system; review the City’s
current challenges in recruiting and retaining employees, and determine a
consistent and competitive market position that the City can strive to
maintain; recommend a new job evaluation system; conduct a pay
compression analysis; conduct a wage/labor market survey and analyze
market survey data for the establishment of pay grades, pay ranges, and
step progressions within the ranges of the pay structure (step system) to
meet the established compensation goals; and perform system testing to
assure Minnesota Pay Equity Compliance by providing assistance to the
City with the first State Pay Equity report following compensation review to
assure compliance with applicable laws.

4

Total Compensation Study
Genesee County, Michigan

Evergreen Solutions was retained by Genesee County to conduct a Total
Compensation Study. Evergreen performed the following tasks:
established appropriate benchmarking standards and conducted salary
surveys for similar positions with comparable municipalities and private
employers within the same geographic area as required; developed and
conducted a comprehensive compensation and benefits survey; analyzed
and recommended any changes to the current fringe benefits, wages, and
salary structures in order to become or remain competitive with
comparable municipalities and private employers within the same
geographic area; and provided an estimate of future adjustments, in the
next 1-3 years, to maintain a competitive position with other comparable
municipalities and private employers within the same geographic area.
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Classification and Compensation Study
City of Moline, lllinois

Evergreen Solutions was retained by the City of Moline to conduct a
Classification and Compensation Study. The objectives of the study were
to: develop a new classification plan to provide consistency in the
administration of the personnel system; ensure job descriptions
accurately reflect the duties and responsibilities of the positions; review
exempt status as defined by the Fair Labor Standards Act (FLSA) for
certain positions; provide a compensation plan that assures proper
internal relationships among classes; and provide recommendations
concerning salary levels reasonably comparable to the Quad Cities area
pay levels of major public employers.

#

Classification and Compensation Study Services
City of Urbana, lllinois

Evergreen Solutions was engaged with the City of Urbana to provide
Classification and Compensation Study Services. The City of Urbana had
sought to achieve the following goals: maintain a high level of employee
satisfaction by providing a classification and compensation system that is
both fair and competitive; demonstrate fiscal responsibility to the
community by providing a classification and compensation system that
makes the best of The City’s financial resources; and ensure a close
alignment between pay and performance by providing a classification and
compensation system that rewards merit.

=

Compensation Study and Analysis
McLean County, lllinois

Evergreen Solutions was engaged with McLean County to conduct a
Compensation Study and Analysis. Evergreen’s consultants performed a
comprehensive, valid and reliable job analysis/evaluation of each job
class within the County to determine if the current pay grade levels for all
classified and appointed positions were still appropriate and conducted a
comprehensive wage and benefits survey(s) for the purpose of ensuring
that the County pay plans/pay structures and benefits possess external
equity and labor market competitiveness. In the end, Evergreen
developed a maintenance program to address the need for new job
analysis/evaluation (including pay grade recommendation), creation of
new job description(s), and the continued maintenance of the Pay

Classification Plans.
%%1
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Salary and Benefits Study
City of Bloomington, Indiana

Evergreen Solutions was retained by the City of Bloomington to conduct a
Salary and Benefits Study. Evergreen examined the wages and benefits
of the City’s employees (including transit) as compared to public and
private sector entities in Indiana and surrounding areas to determine
whether the City’'s wages and benefits were competitive in the market.

I

Compensation Study
City of Winchester, Kentucky

Evergreen Solutions was retained by the City of Winchester to conduct a
Compensation Study. Evergreen conducted a market analysis of the City
positions with comparable and surrounding jurisdictions to determine the

City’s overall market position.
™

Compensation and Classification Consulting Services
City of Clarksville, Tennessee

Evergreen Solutions was engaged with the City of Clarksville to provide
Compensation and Classification Consulting Services for more than 1,450
employees. Evergreen reviewed the City’s current compensation plan,
gathered necessary salary data from comparable organizations within a
200-mile radius. Evergreen also evaluated the City’s current classification
positions, gathered necessary employee information using a combination
of job analysis questionnaires as well as supervisor and employee
interviews to determine whether individuals were appropriately classified.
Evergreen further updated job descriptions and made FLSA

determinations.

Classification and Compensation Study Services
City of Murfreesboro, Tennessee

Evergreen Solutions was engaged with the City of Murfreesboro to provide
Classification and Compensation Study Services. Evergreen conducted a
compensation survey by identifying comparable organizations and
competitive labor markets for selected position classifications and
evaluated the pay structure relative to current labor market conditions to
assure the City remains competitive for hiring at various grade levels of
employment, including compensation analysis and reporting based on
similarly situated employees, similar skills, qualifications, responsibilities,
and pay, using job family groupings and EEO job categories that comport
with EEOC guidelines for government employers.
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Compensation Study
City of White House, Tennessee

Evergreen Solutions was retained by the City of White House to conduct a
Compensation Study. Evergreen reviewed Total Compensation
(compensation and benefits) for City employees and provided
recommendations of possible wage adjustments that would align with the
City’s compensation philosophy. Evergreen provided a valid analysis of
where the City of White House stood relative to peer municipalities
regarding compensation of employees in both base pay and total

compensation packages.

Compensation Study
City of Morristown, Tennessee

Evergreen Solutions was retained by the City of Morristown to conduct a
Compensation Study. Evergreen’s consultants examined employee wages
and benefits to assess the competitiveness of the existing compensation
and benefits system and to consider the functionality of the current
system. Evergreen worked with the administration to establish and
prescribe any necessary adjustments to the classification and
compensation pay plan and provided related strategies for

implementation.
g%

Classification and Compensation Study
City of Cleveland, Tennessee

Evergreen was hired by the City of Cleveland to conduct a Classification and
Compensation Study. The goals of the study are to: attract and retain
qualified employees; ensure positions performing similar work with
essentially the same level of complexity, responsibility, and knowledge,
skills, and abilities are classified together; provide salaries commensurate
with assigned duties; outline promotional opportunities and provide
recognizable compensation growth; provide justifiable pay differential
between individual classes; and maintain a competitive position with other
comparable government entities and private employers within the same

geographic areas.
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Employee Classification and Compensation Study
Blount County, Tennessee

Evergreen Solutions was retained by Blount County to conduct an
Employee Classification and Compensation Study for its workforce.
Evergreen conducted focus groups and interviews with employees and
employees completed a Job Assessment Tool (JAT) that identified work
performed. Evergreen presented to the Human Resources Director and
Mayor any resultant classifications recommended in the classification
study and provided for the maintenance of the new structure, including
periodic review, reclassification review procedure and promotion
guidelines.

For the compensation study, Evergreen identified survey labor market and
benchmark classes to use for a market analysis; conducted a
comprehensive compensation search utilizing other similar public sector
employers; completed internal salary relationship analysis, including the
development of appropriate internal relationship guidelines; developed
externally competitive and internally equitable salary recommendations
for each class included within the study in order to maintain appropriate
competitive position in relation to other employers within the region; and
assigned a salary range to each classification which reflected the results
of the market survey and the analysis of internal relationships. Evergreen
presented survey results to management to make a decision on overall
pay philosophy. In the end, Evergreen recommended appropriate
premium pay options to supplement the compensation plan. Examples
included options for pay for certifications, professional licenses, special
skills, temporary “acting” assignment at higher level duties, “on-call” and
“callout” pay, pay alternatives for exempt level workers not normally
eligible for overtime, and similar pay practices. Note: Evergreen Solutions
was again retained by the County to conduct a Compensation Plan

Update.
P>

Classification and Compensation Study
Madison County, Tennessee

Evergreen was hired by Madison County to conduct a Classification and
Compensation Study. Evergreen will perform a market analysis of similarly
sized cities and prepare a recommended compensation plan and salary
schedule. Evergreen will also review and update job descriptions to
uniformly reflect the distinguishing characteristics, essential job functions,
and minimum qualifications. Evergreen will determine placement and
classifications of current employees and review and recommend the proper
classification of the County’s current classifications. At the end of the study,
Evergreen will recommend a schedule for conducting future compensation
and classification studies to ensure the plan stays current and equitable in
the future.
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Employee Compensation and Classification Study
Mahoning County, Ohio

Evergreen Solutions was retained by Mahoning County to conduct an
Employee Compensation and Classification Study for all the County’s
1,746 employees. Employees participated in focus groups, interviews,
and a job analysis was conducted to determine the best classifications for
the work performed. Pay ranges were further analyzed in the public and
private sector to determine the appropriate pay levels for all included
jobs. Evergreen’s consultants also reviewed and updated existing job
descriptions and determined FLSA designations for each job
title/classification. Evergreen designed an implementation strategy for
the compensation system with the lowest financial impact on the County’s
operating budget and with the greatest gain to positions that fell outside
of a designated range. In the end, recommendations were made to
improve the fairness and equity in the current system.

I

Classification and Compensation Study
City of Seguin, Texas

Evergreen Solutions was hired to assist the City of Seguin in designing
and implementing a comprehensive classification and compensation plan
for its workforce of 330 full-time employees. The scope of the project
included two major components: (1) Working with a City management
team to revise the existing pay plan and structures; and (2) Evaluating
current salary structure and compensation levels for all regular, classified
positions and recommending appropriate adjustments.

Specifically, Evergreen’s consultants reviewed the City’s current
classification/compensation plan; surveyed management and identified
problem areas regarding the classification and compensation system;
conducted a salary survey to ensure external equity; reviewed current
policies and procedures; reviewed salary structure to determine
appropriateness; and provided technical assistance and training to City
staff to facilitate the implementation and the maintenance of the
recommended system and procedures. Note: Evergreen Solutions was
again retained by the City of Seguin in 2023 to conduct a Compensation
Benchmarking and Structure Analysis. Evergreen examined the City’s
salaries against the market and provided recommendations to allow the
City to be more competitive in recruiting and retaining talented

employees.
™
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Classification and Compensation Study and Staffing Analysis
City of Harlingen, Texas

Evergreen Solutions was retained by the City of Harlingen to conduct a
Classification and Compensation Study and a Staffing Analysis.
Evergreen’s consultants performed the following tasks:

e conducted a comprehensive evaluation of every job class within
the City to establish appropriate classification and pay grade
assignments as well as pay ranges and step progressions within
the ranges;

e conducted a compensation survey of the market including
comparable Texas municipalities, and, appropriate private sector
competitive employers;

e prepared a new salary structure based on the results of the survey
and best practice research;

e analyzed and recommended changes to the present
compensation structure to meet market analysis;

e reviewed current compensation plan (salary grade levels and
steps) to better understand current challenges in recruiting and
retaining employees;

e recommended and identified a consistent and competitive market
position that the City could strive to maintain;

e recommended appropriate salary range for each position based
on the proposed classification plan, the compensation survey
results, internal equity and external parity;

o reviewed staffing levels and make recommendations;

e prepared a new salary structure based on the results of the survey
and best practices;

e recommended implementation strategies including calculating the
cost of implementing the plan;

e identified any extreme current individual or group compensation
inequities and provided a recommended corrective action plan
and process to remedy these situations;

e recommended and provided implementation strategies related to
other key compensation practices, based on market demands;
and

e presented findings and recommendations to City Administration
as well as the Harlingen City Commission at a regularly scheduled

commission meeting.
%%1
%% Evergreen Solutions, LLC Page 4-59

Page 186 of 303




Classification and Compensation Study
City of Farmers Branch, Texas

Evergreen Solutions was engaged with the City of Farmers Branch to
conduct a Comprehensive Compensation and Classification Study. The
primary objectives of the study were to: review and revise current
classification system; determine relevant competitive markets; develop a
custom compensation survey to distribute to peer organizations; propose
guidelines for an improved or new compensation program and step/grade
plan; and provide recommendations to keep the current pay structure
competitive. In addition to the salary survey, Evergreen Solutions
conducted a benefits survey of market peers in order to compare the
City’s current benefits to those of its peers.

I

Classification and Compensation Study
City of Pflugerville, Texas

Evergreen Solutions was hired by the City of Pflugerville to conduct a
Classification and Compensation Study for its workforce of over 300 full-
and part-time employees. Evergreen analyzed each position within the
City by conducting interviews and job audits; evaluated employee position
descriptions and duties; interviewed department heads and managers;
and assessed classifications within positions (1, II, lll, or Lead, Foreman).

Evergreen reviewed current job descriptions, focusing on the purpose, job
scope, essential duties and responsibilities, education/training
requirements, physical job requirements, and working conditions,
determined FLSA status (exempt/non-exempt) for positions under federal
regulations, and recommended which positions were essential positions
in the event the City had a temporary closure. Based on this review,
Evergreen presented a proposed classification structure to City
management and incorporated input into the final classification
document, including a cost analysis for positions that would require
adjustments.

Evergreen surveyed the cities of Georgetown, Round Rock, Hutto, Cedar
Park, Leander, San Marcos, and College Station to compare
compensation and benefit structures in addition to minimum and
maximum rates of pay for select positions and will soon make
recommendations toward appropriate ranges for rates of pay for each
position identified. This included a minimum, mid-point, and maximum,
with 1st and 3rd quartile designations. A Salary Grade Chart was prepared
based on these recommendations and was presented to management for

final approval.
%%
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Comprehensive Compensation and Benefits Study
City of Rowlett, Texas

Evergreen Solutions was engaged with the City of Rowlett to conduct a
comprehensive compensation and benefits study. The primary goal of the
study was to ensure that the City was recognized as an employer of choice
that provides a viable, cost effective and competitive pay structure. The
study measured and provided a compensation analysis on (a) base salary,
(b) pay/step plans, (c) employer-provided medical benefits packages and
(d) any other incentive-based compensation options, to include “on call”
pay. Evergreen’s consultants identified any weaknesses within the
components of the City’s existing compensation package that would
negatively impact the organization’s ability to attract and retain talented

employees.
#

Job Classification, Salary Survey, Compensation Plan Study Services
City of Duncanville, Texas

Evergreen Solutions was engaged with the City of Duncanville to provide
professional Job Classification, Salary Survey, and Compensation Pay Plan
Study Services that allowed the creation of a comprehensive job
classification and compensation system and pay plans for employees
within the City. Evergreen’s consultants reviewed and analyzed the City’s
current structure and practices of job classifications and job descriptions
including: conducting orientation sessions; providing questionnaires;
conducting management and employee interviews; reviewing
qguestionnaire responses with supervisory and management staff;
performing a job analysis; and developing and/or revising job
descriptions.

Evergreen prepared a customized market survey of salaries of the local
and area municipalities that included all of the competitive markets
where the city recruited employees. Evergreen established a system for
an ongoing and easily understood maintenance of the new, or updated,
pay plan that was easy for employees to understand and for managers to
administer. The recommended pay plan effectively balanced market and
internal equity, supported the classification system, and promoted an
employee’s perception of organizational fairness and equity in the City.
Note: Evergreen was again retained in 2022 to conduct a Compensation

Study for the City.
™
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A Classification and Compensation Pay Plan
City of Amairillo, Texas

Evergreen Solutions was engaged with the City of Amarillo to develop a
Classification and Compensation Pay Plan for 2,835 employees.
Evergreen’s consultants: reviewed the City's existing classification/
compensation system; worked with the City's Human Resources Director
and staff to identify a market position for the City; gathered necessary
information through the use of questionnaires, job audits, some personal
interviews; discussed and determined the appropriate labor market for
the compensation survey; analyzed existing internal hierarchy based on
job relationships and proposed implementation methods to correct any
identified specific problems; developed a pay plan identifying specific
parameters; and reviewed and assigned all positions to an appropriate
pay grade. In the end, Evergreen recommended implementation
strategies including calculating the cost of implementing the study and
provided the Human Resources staff with training to maintain and revise

the system, as needed.

Human Resources Department Assessment (Classification and
Compensation Services)
City of Buda, Texas

Evergreen was engaged with the City of Buda to conduct a Human
Resources Department Assessment. Evergreen’s consultants provided a
job analysis questionnaire and procedures for future updating and new
position creation and developed and fully defined a systematic procedure
for evaluating positions using the "point factor method”. A worksheet was
developed for departments to request a job evaluation for upgrades
within a position or for a new position for submission to Human
Resources to ensure that job titles were consistently used on job
descriptions and the pay plan.

Evergreen further created a new cost effective, affordable compensation
structure and management plan that was systematically and equitably
acknowledge and rewarded an employee's performance and skills.
Evergreen desighed a compensation program that included a description
and justification of the pay philosophy, a completed pay structure, and
rules for moving employees through the pay structure based on their
increasing contributions in support of the City. Evergreen consultant’s
gathered actual salary data from market surveys, local governmental
agencies, benchmarked cities, and other appropriate data, as deemed
necessary.

The recommended compensation structure included a proposed
training/career progression plan, including documentation as appropriate,
and a plan that rewards employee performance fairly and equitably, with
measures that can be documented. Note: Evergreen was again hired in
2020 to conduct a Market Salary Update. Evergreen was also hired in
2023 to conduct a Compensation Study.
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Classification and Compensation Study
City of Lockhart, Texas

Evergreen Solutions was retained by the City of Lockhart to conduct a
classification and compensation study of its workforce. Employees
participated in focus groups, interviews, and a job analysis was conducted
to determine the best classifications for the work performed. In addition,
pay ranges were analyzed as well as benefits in the public and private
sector to determine the appropriate pay levels for all included jobs.
Recommendations were provided to improve the fairness and equity in

the current system.
&

Compensation and Classification Study
City of Denton, Texas

Evergreen Solutions was retained by the City of Denton to conduct a
Compensation and Classification Study for its 1,542 employees.
Evergreen worked with the City to develop a communication strategy and
plan that allowed the City to be informed and be as transparent as
possible and met and solicited feedback and input from different levels of
the City including employees, department directors/managers, and
executive management.

Evergreen conducted a comprehensive market compensation study and
provided recommendations to ensure that the City’s compensation
system supports the City’s mission, strategic objectives, and
compensation philosophy. Evergreen further conducted a job analysis for
up to 50 positions of concern to ensure appropriate pay grade
classification and address internal equity concerns and will evaluate
current pay grades, e.g. number of pay grades, including additions,
deletions, and/or consolidations; appropriate spread between minimum
and maximum of pay ranges, and recommend a strategy for
improvements. Evergreen reviewed and recommended solutions for a pay
for performance system/process.

4

Classification, Compensation, and Benefits Study
City of Portland, Texas

Evergreen Solutions was engaged with the City of Portland (City) to
conduct a Classification, Compensation and Benefits Study. Evergreen’s
consultants evaluated jobs within the City and the current pay and
benefits structure. A market survey of salary and benefits was conducted
among peers approved by the City. Based on the survey results,
Evergreen made recommendations for changes to the current
classification and compensation system, as well as provided a
maintenance tool that the Human Resources Department to use to keep
the system current and equitable. Training on this maintenance tool was
also provided. Note: Evergreen was again hired in 2024 to conduct a
Compensation Plan Update.
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Compensation and Classification Study
City of Beaumont, Texas

Evergreen Solutions was retained by the City of Beaumont to conduct a
Compensation and Classification Study for its 1,295 employees.
Evergreen examined internal equity to determine whether positions were
properly classified as well as external equity to determine whether the City

was competitive in the market.

Classification and Compensation Study
City of Kingsville, Texas

Evergreen Solutions was retained by the City of Kingsville to conduct a
Classification and Compensation Study for 1,172 employees. Evergreen
conducted a market salary survey and job analysis to determine internal
and external equity and updated the City’s personnel manual.

I

Compensation and Classification Study
City of Coppell, Texas

Evergreen Solutions was engaged with the City of Coppell to conduct a
Compensation and Classification Study. Evergreen reviewed existing job
functions by position as they pertained to the current and recommended
structure; examined current market position using peer comparisons;
developed a comprehensive labor market salary survey for the North
Texas region that included other local municipalities; analyzed existing
internal hierarchy based on job relationships and essential functions,
identified problem areas within the internal hierarchy system and
proposed implementation methods to correct identified problems;
developed a pay plan; reviewed and recommended assignments of all
positions to an appropriate pay grade, as well as made
recommendation(s) for corresponding education and experience
requirements by classification; reviewed and revised job descriptions; and
recommended implementation strategies including calculating the cost of

implementing the study results.
™
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Comprehensive Compensation and Benefits Study
City of Odessa, Texas

Evergreen Solutions was engaged with the City of Rowlett to conduct a
comprehensive compensation and benefits study for 1,140 employees.
The primary goal of the study was to ensure that the City was recognized
as an employer of choice that provides a viable, cost effective and
competitive pay structure. The study measured and provided a
compensation analysis on (a) base salary, (b) pay/step plans, (c)
employer-provided medical benefits packages and (d) any other incentive-
based compensation options, to include “on call” pay. Evergreen’s
consultants identified any weaknesses within the components of the
City’s existing compensation package that would negatively impact the
organization’s ability to attract and retain talented employees.

I

Employee Compensation Consulting Services
Fort Bend County, Texas

Evergreen was retained by Fort Bend County to provide employee
compensation consulting services for its 2,800 employees. Evergreen
conducted the following tasks:

e reviewed current compensation plan including policy groups and
salary structures;

e conducted Fair Labor Standards Act (FLSA) exempt/non-exempt
status review of all positions;

e analyzed internal equity and possible compression issues;

e completed salary survey of City and County governments in the
State of Texas as designated by the County;

e designed and executed a salary survey, analyzed results and
made recommendations; and

e evaluated and determined each employee’s proper step
placement on the newly approved salary grade structure.

Note: Evergreen was previously hired to conduct a similar study for the

County.
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Compensation and Classification Study
Brazoria County, Texas

Evergreen was retained by the Brazoria County to conduct a
Compensation and Classification Study. Evergreen developed a
compensation program for the County, evaluated current pay grades, and
developed a classification system to facilitate the ongoing compensation
analysis. Evergreen assessed position titles and identified appropriate
employee status in accordance with FLSA. Evergreen then developed
multiple alternative recommendations and a communication plan. Finally,
Evergreen reviewed and developed different policies procedures and
proposed different recommendations. Note: Evergreen was again hired by
the County in 2025 to conduct a similar study.

I

Classification and Compensation Study
Burnet County, Texas

Evergreen Solutions was retained by Burnet County to conduct a
Classification and Compensation Study. Evergreen’s consultants
conducted a job analysis to determine the appropriate classification
structure for the County and conducted an external salary survey to
determine the County’s competitiveness with peer organizations in the

labor market.

Salary Compensation Study
Hood County, Texas

Evergreen Solutions was engaged with Hood County to provide an update
of their classification and compensation system. Evergreen evaluated the
current system, collected and reviewed current environment data, and
evaluated and built the projected classification plan. Evergreen identified
a list of market survey benchmarks and conducted a market survey.
Evergreen’s consultants provided the County with the external
assessment summary, developed strategic positioning recommendations,
and developed and submitted draft and final reports and
recommendations for compensation administration. Additionally,
Evergreen updated and rewrote job descriptions, as necessary, based on

our recommendations.
%
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Classification and Compensation Study
Blanco County, Texas

Evergreen Solutions was retained by Blanco County to conduct a
Classification and Compensation Study. Evergreen’s consultant
conducted a job analysis to determine the proper hierarchy of jobs within
the County; conducted a salary survey and analysis to determine
competitive market rates; updated job descriptions; and prepared a final
report with cost analysis for implementation of all recommendations.

=

Classification and Compensation Study
Town of Prosper, Texas

Evergreen was hired by the Town of Prosper to conduct a Classification and
Compensation Study. Evergreen will perform the following tasks: review
existing job classifications, and related background information, and
propose recommended strategjes for the Town; classify benchmark jobs and
slot remaining jobs in appropriate classifications; review the current
compensation plan; develop and conduct a comprehensive compensation
and benefits survey; recommend implementation strategies to the Town;
conduct a compression analysis to include any recommendations for
implementation; and conduct a comprehensive training program for Human
Resources staff to ensure that the staff can explain and administer the new

system in the future.

Compensation Study
Grand County, Colorado

Evergreen Solutions was retained by Grand County to conduct a
compensation study. Evergreen performed the following tasks: reviewed
current personnel practices and policies that impacted pay and
performance; reviewed legal provisions and requirements, including
statutory requirements that could impact the study; conferred with the
County Manager, Elected Officials, Department Heads and Human
Resources Director in order to review input regarding their views of
compensation problems and needs, and identified specific areas of
concern; reviewed County jobs in order to prepare an appropriate pay
survey and fringe benefit questionnaire; prepared a survey tool that
sought entry level, mid-point and maximum pay for each key class
included; performed analysis of pay and benefit data provided by peer
organizations; prepared recommended pay grade and range schedules
and assignments to pay grades for each class of work; determined
appropriate internal relationships of the classes based upon classification
factors; and developed a salary schedule or schedules that met the needs
of the County’s compensation program and related to the County’s labor
market.
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Compensation and Classification Study
Garfield County, Colorado

Evergreen was retained by Garfield County to conduct a Compensation and
Classification Study for the County Administration’s and Elected Officials’
and 356 full time employees. Evergreen gave specific recommendations to
Garfield County in relation to the County’s market position and an
implementation plan; created and administered a custom survey to provide
a comprehensive review of the external labor market for identified
benchmark jobs; integrated relevant survey data; provided an analysis of
actual pay to the external labor market and identified the County’s overall
market position; revised and updated salary grade structures based on total
compensation philosophy; prepared implementation options and guidance
on the implementation of findings and recommendations; developed and
implemented a job evaluation and classification system; provided a
comprehensive review of job descriptions and an analysis of the
compensable factors of the job(s); identified key job families; recommended
job title consolidation; identified potential pay compression issues and
provided recommendations for solutions; and prepared implementation
options and guidelines on the implementation of findings and

recommendations.
%%

Classification and Compensation Study (Included Benefits Survey)
Ouray County, Colorado

Evergreen Solutions was engaged with Ouray County to conduct a
Classification and Compensation study, including wages and benefits, for
full-time and part-time employees of Ouray County. A job analysis was
conducted using existing job descriptions to determine the best
classifications for the work performed. Evergreen recommended the
deletion of outdated or unnecessary jobs descriptions as well as the
revision to current positions, if needed. In addition, a salary survey was
conducted to ensure external market equity by comparing Ouray County to
other county governments, local municipalities and local businesses as
appropriate. Recommendations were provided to improve the fairness
and equity in the current classification and compensation system.

&

Pay for Performance Study and Salary Survey
City of Manitou Springs, Colorado

Evergreen Solutions was retained by the City of Manitou Springs to
develop a performance-based pay structure and conduct a salary survey.
Evergreen made recommendations regarding enhancements needed to
the City’s current performance evaluation system and provided the City
with a performance evaluation tool.
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Comprehensive Compensation and Classification Study
City of Santa Fe, New Mexico

Evergreen Solutions was engaged by the City of Santa Fe to conduct a
comprehensive compensation and classification study for all City 1,326
employees, including non-bargaining employees and those covered by
collective bargaining agreements. Evergreen conducted orientations and
focus groups with general employees, and interviewed department
directors and other executive managers. Employees completed Job
Assessment Tools, and supervisors completed Management Issues Tools,
as needed. The data gathered through this process resulted in JAT scores
for each job title, placement of each job into an internal hierarchy, and
recommendations as needed for revisions to the current classification
structure.

Evergreen also worked with City Human Resources staff to conduct a
comprehensive salary survey. The results were combined with the internal
hierarchy analysis to generate recommendations for a comprehensive
compensation and classification structure. Evergreen provided detailed
recommendations for the implementation of a new structure and related
employee salary adjustments. Evergreen also assisted the City with
implementation of a revised performance assessment system which
include training with supervisors and staff, and creating and distributing
performance appraisal factor weighting forms. Note: Evergreen was
again hired in 2023 to conduct a similar study for the City.

#

Classification and Compensation Consulting Services
City of Albuquerque, New Mexico

Evergreen Solutions was retained by the City of Albuquerque to provide
Classification and Compensation Consulting Services for 6,500
employees. Evergreen’s consultants performed the following tasks:

o developed new classification and compensation structure (job
families, pay plans, grades, steps as applicable) including
recommendations for movement within structure;

e conducted a benchmarking analysis for placement of jobs within
the new structure;

e assessed and provided recommendations associated with
Premium Pay programs including but not limited to hiring
incentives, seniority-based pay (longevity pay), shift differential,
etc.;

e recommended resources needed to manage compensation
program into future (i.e., technology and human capital);
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e reviewed and updated job descriptions to accurately reflect
essential functions, minimum qualifications for education and
experience, required knowledge, skills and abilities, special
requirements, and physical and environmental conditions;

e ensured position descriptions were in full compliance with all
applicable federal, state, local statutes and regulations, including
the Fair labor Standards Act (FLSA) exemption status and
Americans with Disabilities Act (ADA); and

e ensured position descriptions were assigned within the
classification system, reflecting equitable placement between
various position responsibilities.

Note: Evergreen also conducted a workforce study to determine the
proper staffing of the City’s departments. In addition, Evergreen
previously conducted a classification and compensation study.

g

Salary and Benefits Survey
City of Carlsbad, New Mexico

Evergreen Solutions was retained by the City of Carlsbad to conduct a
Salary and Benefits Survey. The study included the evaluation of 50
union positions as benchmarks against the private and public labor
market in the State of New Mexico, and making recommendations to
improve competitiveness in alignment with the City’s strategic goals.
Evergreen used private sector data from ERI for data that was unavailable
from selected targets using a custom salary and benefits survey. In
addition, Evergreen collected average actual salary data for the
benchmarked positions. Evergreen’s recommendations improved the
competitiveness of the City and helped prepare the City for future

recruitment challenges.
™

Classification, Compensation, and Benefits Study
Ogden City Corporation, Utah

Evergreen Solutions was engaged with Ogden City Corporation to conduct
a Classification, Compensation and Benefits Study for its 1,250
employees. The goals of this study were to ensure that job descriptions
accurately reflect actual duties and maintain compensation levels that
are both internally and externally equitable.

Evergreen Solutions worked with Ogden City Corporation throughout four
project phases that involved:

e conducting a job analysis, including building a classification plan;

e documenting a compensation philosophy;
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e reviewing and analyzing the City’s total compensation plan,
including a market salary and benefits survey; and

e providing a comprehensive report containing recommendations,
an implementation approach, and guidelines for maintaining
classification and compensation policy updates and changes.

I

Classification Study and Compensation Survey
City of Page, Arizona

Evergreen Solutions was engaged with the City of Page to conduct a
Classification Study and a Compensation Survey for all employees. As
part of the study, Evergreen conducted orientation sessions, focus
groups, and interviews. Employees completed a Job Assessment Tool
(JAT) in order to analyze job duties and revise the current classification
structure. A salary and benefits survey was issued to local and regional
employers to assess market competitiveness. Based on the findings from
the classification and compensation review, a new pay plan as well as
policies and procedures were recommended to the City.

=

Classification and Compensation Study (Included a Gender Equity
Analysis
City of Prescott, Arizona

The City of Prescott retained Evergreen Solutions to conduct a
Classification and Compensation Study, including the development of a
compensation philosophy, to design and implement a comprehensive
total compensation plan and to classify all positions appropriately within
the plan structure. The study included a complete classification analysis
using the Job Assessment Tool job valuation methodology as well as a
statistical assessment of internal conditions and an assessment of
external equity including salary and benefits surveys of competing
organizations. The final report culminated in a series of findings and
recommendations that were designed to alleviate any strains on the
system and, if necessary, redesign or augment the existing system in
place at the City of Prescott. Note: Evergreen also ensured that the
solution that was recommended was equitable from a gender standpoint
by doing an analysis of the data collected.

4
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Compensation Study
City of Flagstaff, Arizona

City of Flagstaff was hired Evergreen Solutions to conduct a
Compensation Study for more than 1,000 employees. Evergreen’s
consultants performed the following tasks: evaluated the current
broadband pay plan structure; evaluated the current skill-based pay plan,
public safety, and general 2080 pay plan structures; conducted a market
salary survey of at least five other local government and private sector
peer organizations; developed a plan for the City’s strategic improvement,
including the identification of highly competitive positions within the City;
and developed recommendations and guidelines for the continued
administration and maintenance of the compensation system.

I

Classification, Compensation, and Benefits Study
Yavapai County, Arizona

Evergreen Solutions was engaged with Yavapai County to conduct a
Classification, Compensation, and Benefits Study for its 1,750 employees.
The purpose of the study was to develop a clear, equitable, consistent
and competitive classification and compensation structure that fosters
the retention and recruitment of qualified individuals while providing
opportunities for growth and development within the County. Evergreen
worked with the County to develop a compensation structure that was
fair, equitable, and competitive with other local governments in the
surrounding geographic market area from which the County recruits.
Evergreen further worked with the County to develop a classification
system that will facilitate ongoing compensation analysis and reporting
based on similarly-situated employees, similar skills, qualifications,
responsibilities, and pay, using job family grouping and EEO job
categories. Evergreen provided the County with a tool that the HR
department could use to continue that job evaluation process.

4

Compression Analysis and Pay Equity Study
Town of Prescott Valley, Arizona

Evergreen was hired by the Town of Prescott Valley to conduct a
Compression Analysis and Pay Equity Study. Evergreen reviewed the
strengths and weaknesses of the current pay plan(s) and pay practices for
the Town and discussed any pay compression issues that existed and
possible solutions. Evergreen conducted an internal pay equity analysis by
race and gender to ensure fairness and compliance with relevant
regulations and provided findings and recommendations to the Town to
correct any inequities that existed as well as strategies for promoting
fairness and equity in the Town’s compensation practices.
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Classification and Compensation Study
City of Boulder City, Nevada

Evergreen Solutions was engaged with the City of Boulder City to conduct
a Classification and Compensation Study. Evergreen’s consultants
conducted a job evaluation, classification review, and developed a
compensation system for all positions and job classifications in order to
made recommendations regarding the appropriateness, internal equity,
and external competitiveness of the City’s classification and
compensation plans. Evergreen developed an updated and well-
structured classification system as well as classification descriptions for
all positions that is legally compliant (including Fair Labor Standards Act
(FLSA) and Americans with Disabilities Act (ADA) requirements), internally
aligned, reflective of contemporary standards, and accurately reflected
current roles, responsibilities, duties, and qualifications. The study also
reviewed the City’s compensation structure by conducting a market salary
survey using comparator agencies. The compensation study contained
specific recommendations regarding the integration of all classifications
into a clear compensation structure, with the goal of developing a clearly
designed, internally equitable format that is flexible for career opportunity

and future growth.
I

Compensation Study
City of Long Beach, California

Evergreen Solutions was retained by the City of Long Beach - Long Beach
Management Association to conduct a Compensation Study. Evergreen
conducted a salary survey to determine whether the union positions
within the City’s Fleet Services Bureau were competitive in the market.

=

Comprehensive Classification and Compensation Study
City of Camarillo, California

Evergreen Solutions was retained by the City of Camarillo to conduct a
Comprehensive Classification and Compensation Study. The study
assessed the current classification schedule and pinpointed needed
changes in job duties, titles, salaries, and benefits. The study also
addressed the internal relationships within the organization to help
determine proper equity in the classification and compensation study and
also to help determine whether the existing salary and compensation
schedule was competitive and consistent with comparable employers. In
the end, Evergreen provided a defensible and technically sound basis for
compensating employees within the City. Evergreen also evaluated the
City’s current pay for performance plan and provided alternative
compensation recommendations, including Cost of Living Arrangement
structures. Up to 10 single job audits was also conducted.

%
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Classification and Compensation Study
City of Fresno, California

Evergreen was retained by the City of Fresno to conduct a Classification
and Compensation Study. Evergreen reviewed and evaluated the City’s
existing classification system and compensation structure for more than
1,000 employees; surveyed fifteen agencies mutually agreed-upon
between Local 39 and the City; reviewed classification specifications,
salaries, and other benefits; distributed and reviewed position description
guestionnaires and interviewed employees and management personnel;
drafted classification specifications; made recommendations on salaries,
and provided overall subject matter expertise and recommendations on a
classification and compensation structure that would meet the City’s
prime objective of attracting and retaining qualified talent to
classifications within this bargaining unit.

g

Classification and Compensation Study
City of Yucaipa, California

Evergreen Solutions was retained by the City of Yucaipa to conduct a
Classification and Compensation Study. Evergreen reviewed current
class specifications to ensure they were in line with current changes
and requirements in the law and identified class specifications that
needed to be updated to reflect current job duties and requirements
of the position, including physical requirements and essential job
functions that comply with the Americans with Disabilities Act (ADA). In
addition, Evergreen reviewed the City’s current organizational
structure and provided recommendations to ensure it is efficient and

effective.
&

Classification and Compensation Study
City of Thousand Oaks, California

Evergreen was hired to conduct a Classification and Compensation Study
for the City of Thousand Oaks. The purpose of the study was to conduct a
comprehensive evaluation and analysis of the City’s current
compensation structure and practices as the City desired a competitive,
equitable, sustainable structure that would be aligned with the labor
market to support the City in providing the highest levels of service to our
community by attracting, retaining, and motivating a talented and
dedicated workforce. Evergreen presented a Comprehensive
Classification and Compensation Study Report, updated job descriptions
and classifications, made salary structure adjustment recommendations
and created an implementation plan outlining next steps and timelines for
the City.
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Comprehensive Compensation Study
City of Crescent City, California

Evergreen Solutions was hired by the City of Crescent City to conduct a
Comprehensive Compensation Study. Evergreen performed a
comprehensive review of the City’s current compensation and
classification system which included: reviewing job descriptions;
identifying and making recommendations for directly comparable and
competitive agencies; completing an internal salary relationship analysis;
developing externally competitive and internally equitable salary
recommendations for each class; and developing an implementation plan

for the study results.
&

Consultant Services for a Study of the City’'s Compensation Plan and
Benefits
City of Sanger, California

Evergreen Solutions was hired by the City of Sanger to provide Consultant
Services for a Study of the City’s Compensation Plan and Benefits.
Evergreen will perform the following tasks: review current compensation
practices and related issues; review current listing of comparable cities
and recommendation of appropriate changes as necessary; meet with
Department Directors; hold orientation and briefing sessions with
employees; recommend salary survey benchmarks; conduct an internal
salary relationship analysis; provide recommendations for updating the
City’s classification and compensation plans; and train City staff in the

methodology used.
I

Classification and Compensation Study Services
City of Santa Ana, California

Evergreen was hired by the City of Santa Ana to conduct a Classification
and Compensation Study for its more than 1,675 employees. Evergreen
will provide recommendations for updating the City’s job architecture;
develop compensation strategies to withstand minimum wage increases
while maintaining appropriate pay differentials; create recommendations
for appropriate labor markets; and prepare a plan for the ongoing internal
administration and maintenance for the compensation plan. Note: This

project is nearing completion.
%
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Competency Model, Classification Analysis, & Compensation Study
City of West Hollywood, California

Evergreen was hired by the City of West Hollywood to conduct a
Competency Model, Classification Analysis and a Compensation Study.
Evergreen drafted a competency bank and provided the City with a report
and analysis of findings of the completed competency bank. Evergreen
also conducted a comprehensive salary, benefits and total compensation
survey of similar jobs with comparable public agencies in the City’s labor
market, reviewed the City’s classification structure, and provided
recommendations to the City’s Human Resources staff on how to
maintain the classification and compensation system moving forward.

&

Total Compensation Study
City of Moorpark, California

Evergreen was hired by the City of Moorpark to conduct a Total
Compensation Study. The goal of this study is to ensure that employee
compensation remains competitive and that recent organizational changes
as well as the effects of changes in retirement and health insurance costs
are taken into consideration. Evergreen will ensure that positions performing
similar work with the same level of complexity, responsibility and knowledge,
skills and abilities are classified together. Evergreen will also provide
salaries commensurate with assigned duties, clearly outline promotional
opportunities, and provide recommendations on staff alignment, reporting
relationships, and organizational structure. Note: This project is nearing

completion.
P>

Classification and Compensation Study Services
City of Bell Gardens, California

Evergreen was hired by the City of Bell Gardens to perform Classification and
Compensation Study Services. Evergreen will evaluate the present salary
structure as compared to the specific job market for comparable positions in
the public sectors, review current job classifications, confirm, and
recommend changes to hierarchical order of jobs. Evergreen will also
identify potential pay compression issues and provide potential solutions
and analyze and make recommendations for changes to the present
compensation structure to remain competitive in the job market. Note: This

project is nearing completion.
%
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Classification and Compensation Study
Inyo County, California

Evergreen was retained by Inyo County to conduct a Classification and
Compensation Study. Evergreen performed the following tasks: ensured
the County remains competitive in the job market when compared to
similar organizations throughout California; assessed classifications
relative to the requirements of "Exempt" and "Non-Exempt" status
pursuant to the criteria of the Fair Labor Standards Act; recommended
revisions to internal total compensation relationships that were
consistent, uniform, and sustainable for the County in consideration of its
budget constraints; identified positions in the County for which there were
no genuine comparable positions elsewhere within comparable agencies
and made recommendations to determine fair compensation; provided
modern job descriptions for certain positions; ensured equitable pay
relative to other County positions; and provided total compensation
recommendations to the County based upon internal and external total

compensation relationships.
I

Classification and Compensation Study
Calaveras County, California

Evergreen Solutions was retained by Calaveras County to conduct a
Classification and Compensation Study. Evergreen completed the
following tasks: reviewed and compared current salaries of identified
benchmark classifications; compared current salaries on the identified
benchmark classifications; reviewed and compared the County’s current
benefit packages; recommended where the County salary structure
should be to maintain a competitive presence, including surrounding
counties, not comparable in sizes, but located in surrounded areas; and
reviewed the County’s internal relationships among benchmark classes
and related classifications. Note: Evergreen previously conducted an
organizational structure and staffing analysis of the Health and Human
Services Agency and is currently conducting a compensation review for

elected officials.
J*

Compensation Review
Mariposa County, California

Evergreen was retained by Mariposa County to conduct a Compensation
Study. Evergreen performed the following tasks: met with labor unions
and Human Resources to identify benchmarks and targets for the salary
survey; evaluated existing job families and establish new job families as
needed to ensure consistency; evaluated the comparable market (i.e.,
salary and benefits); conducted routine progress meetings with Human
Resources and the County Administrative Officer; evaluated internal
equity relationships, with a specific focus on compaction, and suggested
salary adjustments as appropriate; determined whether the Deputy Clerk
of the Board Il should be aligned for salary purposes with the Executive
Assistant; evaluated whether the HHSA Program Assistant should be
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aligned for salary purposes with the HHSA Eligibility Specialist; produced
and delivered a final report detailing all classifications and families and

their place in the comparable market, specifically highlighting ones that
were not aligned with the job market.

I

Classification and Compensation and Equal Pay Study
City of Albany, Oregon

Evergreen Solutions was retained by the City of Albany to conduct a
Classification and Compensation and Equal Pay Study. Evergreen’s
consultants reviewed current job descriptions and compensation
structures to determine the need for modifications to assure external
competitiveness and internal equity by performing the following tasks:

e reviewed current job descriptions to analyze knowledge, ability,
education, experience, relevance, and hierarchical consistency;

e developed, distributed, and analyzed job specific questionnaires,
as needed, and conducted in-person interviews of select staff to
complete analysis;

e proposed, where appropriate, broad-banding of classifications, or
combining classifications into a series, if beneficial to achieve
alignment of similar positions;

e recommended additions, deletions, or modifications to existing
classifications and made FLSA determinations (exempt or non-
exempt status) for positions;

e surveyed comparator jurisdictions for both wages and total
compensation;

e analyzed results and developed appropriate pay structures for City
taking into account compression and internal equity;

e conducted equal pay analyses of recommended pay structures
that complied with House Bill (HB) 2005 and its implementing
administrative rules; and

e trained City HR staff on the methodology used to assess job

classifications in order to maintain internal equity when adding,
deleting, or modifying jobs in the future.
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Compensation Study
City of Bend, Oregon

Evergreen Solutions was retained by the City of Bend to conduct a
Compensation Study. The objectives of the study were to assist the City in
conducting a compensation study for all COBEA represented classification
descriptions as prescribed by guidelines; and assisted the City with
conducting a compensation study for all non-represented classification

descriptions.
P>

Professional Technical and Expert Services
City of Portland, Oregon

Evergreen was retained by the City of Portland to provide Professional
Technical and Expert Services for its more than 3,000 employees.
Evergreen reviewed positions and classifications represented by a
collective bargaining agreement, as well as newly represented and non-
represented classifications. Evergreen developed recommendations for
the most effective classification structure, revised existing classifications
and/or the creation of new ones, as well as made recommendations to
align individual incumbents to the most appropriate classification.

I

Compensation and Classification Study
Columbia County, Oregon

Evergreen Solutions was retained by Columbia County to conduct a
Compensation and Classification Study. Evergreen’s consultants worked
with the Compensation Study Committee (CoSC) to develop a
compensation system for the County, evaluated current pay grades,
conducted an equal pay analysis in compliance with the Oregon Equal Pay
Law, and developed a classification system to facilitate the continued
administration of the compensation analysis. Evergreen’s consultants
also assessed position titles and identified appropriate employee status
in accordance with FLSA. Evergreen then developed multiple alternative
recommendations and a communication plan as well as reviewed and
developed different policies procedures and proposed different

recommendations.
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Classification and Compensation Study
City of Ridgefield, Washington

Evergreen Solutions was engaged with the City of Ridgefield to conduct a
Classification and Compensation Study. The City had desired to maintain
an internally and externally equitable, yet market competitive,
classification and compensation plan. The City had strived to
competitively recruit and retain employees who would provide the best
service to the community. The City had not conducted an in-depth review
of the classification and compensation structure since 2015-16 and since
that time had grown from 37 to 52 FTE’s, including seven (7) new
classifications. In the end, Evergreen provided recommendations to
update the City’s classification and compensation structure in order to
better retain and recruit qualified employees. Note: Evergreen was again
hired in 2024 to conduct a Classification and Compensation Plan Update.

g

Job Classification Market Study
City of Bellingham, Washington

Evergreen was hired by the City of Bellingham to conduct a Job
Classification Market Study. Evergreen performed the following tasks:
conducted a market pay evaluation; collected salary and benefits data
from peer organization for benchmarked positions; performed a job
analysis of all bargaining unit classifications; conducted a job analysis
and updated job descriptions; analyzed the internal pay relationship
between positions; produced recommendations on strategy options for
more effective management of compression issues; and developed tools
and guidelines and provided necessary instruction to the City.

=

Total Compensation Study
Spokane County, Washington

Evergreen Solutions was retained by Spokane County to conduct a Total
Compensation Study for more than its more than 2,000 employees.
Evergreen reviewed total Compensation (compensation and benefits) for
225 regular, full-time positions and recommended possible wage
adjustments that align with the County’s compensation philosophy.
Additionally, Evergreen compared the County’s benefits package with
those offered in the same local market identified in the pay analysis.
Note: Evergreen was hired again in April of 2020 to conduct a
Classification Study for the County.
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Section 5.0
References
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5.0 References

In this section, we have provided you with the following three references that we feel demonstrate the
breadth and quality of the work our team has performed as it relates to the services being requested
by the City of Biddeford. We invite you to contact our client references as to the quality and
timeliness of our consulting projects. Additional references are available upon request.

Job Classification and Compensation Study
Town of Wethersfield, Connecticut
Contact Information: Fred Presley, City Manager, 505 Silas Deane Highway Wethersfield, Connecticut
06109, (860) 721-2801, fred.presley@wethersfieldct.gov
Pr
Classification and Total Compensation Review
City of Manchester, New Hampshire

Contact Information: Sharon Wickens, Finance Director, One City Hall Plaza Manchester, New
Hampshire 03101, (603) 624-6543, Idrabik@manchesternh.gov
Compensation Study

PE
City of Portsmouth, New Hampshire

Contact Information: Kelly Harper, Human Resources Director, 1 Junkins Avenue Portsmouth, New
Hampshire 03801, (603) 610-4478, kaharper@cityofportsmouth.com

pr
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Section 6.0
Cost Proposal
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6.0 (Cost Proposal

Evergreen Solutions, LLC is pleased to present our proposed cost to conduct a Classification and
Compensation Study for the City of Biddeford. We are committed to providing the highest quality
consulting services to our client partners for a reasonable price. Our firm is fortunate that our
overhead is minimal and our prices are reasonable so we can pass that price savings on to our
clients.

Our total, not-to-exceed, fixed cost to complete all tasks in our detailed work plan in Section 3 of our
proposal is $31,500. Our cost is all inclusive, and includes travel cost (meals and lodging),
transportation, fringe benefits, indirect cost (overhead), clerical support, and all other out-of-pocket
fees. Our cost includes two onsite visits to the City to perform the requested work as most of the
work can be conducted virtually.

Note: Any work outside of the scope of work would be billed at $150 per hour or would be negotiated
depending on the type of work being requested.

Our preferred payment schedule for all tasks in our work plan is as follows:

25% - upon completion of Tasks 1 - 2
25% - upon completion of Task 3

25% - upon completion of Tasks 4 - 6
15% - upon completion of Tasks 7 - 8
10% - upon completion of Tasks 9 - 11

Note: All invoices are due within 30 days of receipt or the project may be delayed in moving to the next
deliverable identified in the detailed work plan for the project.

We are willing to negotiate the time, scope, and price of the basic tasks, or any other options that the
City of Biddeford wishes to identify.
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- Paypoint HR

Classification and Compensation Study
Non-Union Positions
City of Biddeford, Maine

Paypoint HR, LLC

695 Santa Maria Lane
Davidsonville, MD 21035
(443) 336-4272
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Management Synopsis

Paypoint HR, LLC is submitting a proposal in response to the City of Biddeford’s request for
a comprehensive Classification and Compensation Study aimed at positioning the City as an
employer of choice. Our study will objectively assess job roles, organizational hierarchy,
and external market pay ranges for approximately 70 non-union employees, providing data-
driven recommendations for adjustments. The study will be completed within 16-20 weeks
at a firm fixed-price of $30,000 and will incorporate quantitative evaluations to support
informed decision-making on compensation and benefits.

Our methodology emphasizes collaboration with clients and employees to develop practical,
actionable recommendations and ensure their successful implementation. Paypoint HR
recognizes that employees are the City’s most valuable asset, and by including their input,
we help foster a workplace culture where they feel valued and engaged in public service.

We rigorously test our recommendations to ensure they align with sound business practices
and provide a structured framework for recruitment, retention, and compensation
management. Our goal is to equip the City with a sustainable and competitive compensation
strategy that supports long-term success in attracting and retaining top talent. Specifically,
we have developed an approach and methodology that incorporates the following:

e Market competitiveness.

e Recognition that compensation is comprised of more than just base pay levels.

e Consideration of changes in recent compensation trends and strategies.

e Customization of solutions that consider the diversity of needs present within the
Client’s organization and allows the Client to select the components and options
that best meet their overall needs.

Once the recommendations are made for updates to classifications and pay structures, the
city will be given our custom designed tools for implementation and ongoing
administration. We will create a custom Compensation Factor Scoring (CFS) system using
information gathered during the study and providing the city with access to the system to
help place positions in the future.
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Consultant Information

Paypoint HR is a cost-effective, innovative firm specializing in classification and
compensation solutions for the public sector. Founded in Maryland, our main office is
located in Davidsonville, with an additional office in Manteo, North Carolina. As an
independent Woman-Owned Small Business (WOSB), we have been helping public
organizations develop internally equitable and externally competitive pay plans since 2015.

Our unique approach integrates expertise from diverse fields, including organizational
design, compliance, research analytics, business strategy, and human resources. By
leveraging this multidisciplinary expertise, we collaborate with clients to develop strategic,
customized classification and compensation plans that enhance their ability to recruit and
retain top talent. We believe our firm stands apart by uniting specialists from multiple
disciplines to provide tailored solutions that give our clients a competitive edge in their
labor markets.

Paypoint HR’s team consists of recognized experts in human resource management who
understand that compensation management is not a “one-size-fits-all” approach. While we
adhere to established standards, our analysis is more thorough than our competitors,
incorporating both standard pay calculations and customized reports tailored to client
needs. We develop compliant job descriptions and pay plans based on the latest regulations,
reducing grievances and enhancing equity. Our recommendations also consider the
business and operational needs of organizations.

With decades of experience providing total compensation solutions to the public sector,
Paypoint HR has the executive staff and resources ready to deliver exceptional service. Our
response to the Statement of Work details our business history, personnel, and processes,
demonstrating our ability to meet the city's needs.

We are active members of WorldatWork and the Society for Human Resource Management,
continuously staying updated on emerging trends and best practices. Our personnel have
presented at industry associations, financial organizations, and universities and serve on
various boards. We conduct custom external market surveys and leverage industry data,
including recent survey reports, regulatory updates, and labor market trends. We welcome
client input on preferred survey sources and believe our expertise, proprietary software,
and extensive data resources set us apart from other contractors, ensuring the successful
achievement of project goals.

Our current workload allows us to commit the necessary staff members to the successful
completion of the project. We welcome the active participation of the project team
throughout the entire study but understand that they will be engaged with other priorities
as well. Paypoint HR expects support from the client in communication with key staff,
setting up meetings, providing meeting resources, as well as establishing reporting
relationships, milestones, and timelines.
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Karin Campbell and Dr. Rick Campbell are legally authorized to represent Paypoint HR and
will serve as the main contacts for the project.

Project Manager - Primary Contact Technical Director - Secondary Contact
Karin Campbell, SPHR, SHRM-SCP Dr. Rick Campbell, CCP
695 Santa Maria Lane 695 Santa Maria Lane
Davidsonville, MD 21035 Davidsonville, MD 21035
Karin@PaypointHR.com Rick@PaypointHR.com
(443) 336-4272 (540) 815-7837
Principals

Master of Business Administration, University of Texas
Bachelor of Science in Business Marketing, University of Maryland
SPHR, SHRM-SCP, IPMA-SCP

PROFILE
Strategic and accomplished Human Resources executive with over two decades of
experience in leading classification and compensation studies, organizational
consulting, and HR operations for public sector and nonprofit institutions.
Demonstrated expertise in project management, stakeholder engagement, labor market
research, compensation strategy, and HR compliance. Proven ability to lead large-scale
initiatives that improve organizational performance, ensure legal defensibility, and
support equity and retention.

CORE COMPETENCIES
e Public Sector HR Consulting
e (lassification & Compensation Studies
e Market Pay Analysis & Survey Design
e Strategic Planning & Implementation
e Labor Relations & Workforce Analysis
¢ Employee Communications & Change Management
¢ Total Rewards & Benefits Analysis
o Executive Reporting & Presentation
e Team Leadership & Development
e Quality Assurance & Risk Mitigation
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Ph.D. in Engineering Science and Mechanics, Penn State University
Bachelor of Science in Applied Mathematics, University of Virginia
Certified Compensation Professional (CCP), WorldatWork

PROFILE
Experienced executive and classification & compensation strategist with a Ph.D. in
Engineering Science and over 25 years of experience across aerospace, energy, and
public sector HR consulting. Founder of Paypoint HR, specializing in classification and
compensation studies for municipalities, sales compensation for businesses, and the
development of advanced SaaS tools. Skilled in quantitative analysis, leadership
communication, stakeholder engagement, and systems implementation.

CORE COMPETENCIES
Classification & Compensation Studies
Executive Communication & Public Engagement
Project Management & Implementation
Research Design & Statistical Analysis
Technical Writing & Presentation
SaaS Development & Application
Public Sector Consulting
Team Leadership & Training
Quality Assurance & Risk Mitigation
Salary Survey & Market Analysis
Fair Labor Standards Act Analysis

Additional Project Personnel

Master of Science in Environmental Management, Webster University
Master of Science in Environmental Science, Purdue University
Bachelor of Arts in Biology, Capital University

American Red Cross Disaster Response Team.

PROFILE
Results-driven Director of Quality Assurance with more than 15 years of experience in
compliance auditing, risk mitigation, and quality control across military and HR
consulting environments. Retired U.S. Army officer with over 22 years of distinguished
service, now applying military-grade QA/QC methodologies to public sector
classification and compensation projects. Skilled in developing, implementing, and
evaluating quality assurance processes that support equity, legal compliance, and
strategic HR outcomes.
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CORE COMPETENCIES
e Quality Assurance & Control (QA/QC)
e HR Compliance Audits & Standards
e Public Sector Risk Management
e ISO 9001 & Regulatory Compliance
e Environmental, Health & Safety Oversight
e Stakeholder Engagement & Communication
e Emergency Response Planning (NIMS/FEMA)
e Program & Project Management
e Training & Technical Documentation
e Vulnerability & Infrastructure Assessment

Bachelor of Arts in Criminal Justice, High Point University

PROFILE
Experienced Project Associate with over 15 years in the legal field and more than 2 years
supporting classification and compensation projects at Paypoint HR. Brings expertise in
legal compliance, document review, data quality, and administrative support. Strong
background in criminal justice, real estate, and insurance. Recognized for meticulous
research, regulatory compliance, and efficient coordination of project tasks and data
preparation.

CORE COMPETENCIES
e Project Coordination & Administrative Support
¢ Benefit Analysis
e Legal & Regulatory Compliance
¢ Document Review & Management
e Preliminary Data Analysis
e Research & Quality Control
e (lassification & Compensation Project Support
¢ C(lient Communications & Service
e Legal Procedures & Filing Systems
e (Cross-Industry Experience
¢ Confidential Records Management
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Bachelor of Science in Health Sciences, San Diego State University
Associate Degree in Nursing, Mira Costa College

PROFILE
Detail-oriented Quality Assurance Specialist with over 7 years of experience supporting
classification and compensation projects for public sector clients. Brings a background
in health sciences and nursing to her analytical and structured approach. Highly
experienced in job evaluation, market survey coordination, and documentation review.
Known for precision, follow-through, and effective collaboration in multidisciplinary
project teams.

CORE COMPETENCIES
e Job Evaluation & Classification Support
e External Market Survey Coordination
e Job Description Analysis
e Quality Assurance & Audit Review
¢ Report Design & Documentation
e Project Coordination & Milestone Tracking
e Data Verification & Benchmarking
e Public Sector HR Consulting
e Communication of Technical Concepts
e (Cross-Functional Team Collaboration

Master of Science in Criminal Justice, , Northeastern University
Bachelor of Arts in Liberal Arts, St. John’s College

PROFILE
Experienced technical writer and project team collaborator with 17 years of experience
supporting public sector and nonprofit initiatives. Brings over eight years of experience
working with Paypoint HR on classification and compensation projects, where she
contributes precise technical documentation and quality assurance deliverables. Proven
success in developing systems to ensure contract and grant compliance, analyzing data
for program effectiveness, and improving project communications and deliverables.

CORE COMPETENCIES
e Technical Writing & Editing
e Public Sector Contract Compliance
¢ (Grants Management & Reporting
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¢ Survey Development & Analysis

e Project Documentation & Quality Control
¢ Communication Systems Development

¢ Operations Management

e Stakeholder Reporting & Deliverables

Recent Studies

Project Title and

Organization .
& Service Dates

Classification & Compensation Study

Accomack County, Virginia 2023

Compensation Study

City of Alton, Illinois 2025

Compensation Study

City of Bath, Maine 2021 - 2022

Wage Compensation and Classification Study

Town of Berlin, Maryland 2022 - 2023

Classification Study and Total Compensation Study

City of Bellaire, Texas 2023 - 2024

Pay and Classification Audit - Consultation Services

Belknap County, New Hampshire 2021 - 2022

Employee Compensation (Wage and Benefits) and
City of Brentwood, Missouri Classification Consulting Services
2024

Classification Study

City of Broken Arrow, Oklahoma 2024 - 2025

Peer Market Survey and Job Salary Analysis

City of Brooklyn Center, Minnesota 2024 - 2025

Classification and Compensation Study

Town of Centreville, Maryland 2024 - 2025

Job Classification and Compensation Study

City of College Park, Maryland 2023 - 2024

Classification and Compensation Data Consultation
City of Columbia, Missouri Services
2018 - 2022
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City of Concord, New Hampshire

City of Cottage Grove, Minnesota

City of Delray Beach, Florida

Town of Derry, New Hampshire

City of Des Peres, Missouri

Town of Elizabeth, Colorado

Elko County, Nevada

Town of Enfield, New Hampshire

Eureka County, Nevada

City of Farmington, Missouri

City of Fort Morgan, Colorado

Town of Frederick, Colorado

Town of Front Royal, Virginia

Town of Goffstown, New Hampshire

Gratiot County, Michigan

City of Green Cove Springs, Florida

City of Hagerstown, Maryland

Classification and Compensation Study
2024 - 2025

Position Classification and Compensation System
2020 - 2025

Compensation and Classification Study
2024

Consulting Services for Classification and
Compensation
2023 - 2024

Comprehensive Compensation Study
2024

Compensation Study and Pay Equity Analysis
2025

Compensation and Classification Study
2019 - 2021

Classification and Compensation Study
2023

Compensation and Classification Study
2023 - 2025

Comprehensive Compensation Study
2025

Compensation Study & Analysis
2022 - 2023

Classification and Compensation Study
2023 - 2024

Compensation and Classification Study
2016 - 2018, 2022, 2023

Classification and Compensation Study
2023

Classification and Compensation Study
2022 - 2023

Comprehensive Classification and Compensation
Study
2024

Compensation and Classification Analysis
2023 - 2024
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Town of Highland Park, Texas

Village of Indiantown, Florida

Islamorada, Village of Islands, Florida

City of Jacksonville, Texas

Jefferson County, Missouri

Kent County, Delaware

Knox County, Illinois

Town of La Plata, Maryland

City of Lake City, Florida

City of Largo, Florida

City of Leander, Texas

City of Melbourne, Florida

Merrimack County, New Hampshire

Miami-Dade County, Florida

Millard County, Utah

City of Muscatine, Iowa

City of Newberry, Florida

Compensation/Benefit Study
2025

Compensation and Classification Study
2025

Compensation Classification and Job Study
2025

Compensation and Classification Study
2021 - 2022

Salary and Classification Study
2025

Compensation & Classification Study
2022 - 2023

Classification & Compensation Study
2019 - 2025

Organizational Design Study

2021

Classification and Compensation Study
2022

Classification and Compensation Study
2022

Compensation & Classification Study
2019 - 2020, 2022, 2023 - 2024

Citywide Compensation Study
2022

Compensation and Class Study
2025

Pay and Classification Study - Consulting Services
2023

Position and Compensation Study
2024 - 2025

Salary Survey and Compensation Analysis Services
2021 - 2022

Compensation Study
2023

Employee Classification & Compensation Study
2023

10
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Wage Compensation and Classification Study

Town of North Beach, Maryland 2023 - 2024

Comprehensive Compensation Study and
Town of North East, Maryland Classification Plan Development
2025

Classification & Compensation Study and Analysis

Nye County, Nevada 2025

Job Analysis and Compensation Study

City of Odessa, Missouri 2025

Compensation Study

City of Portland, Tennessee 2024

Compensation and Classification Plan

City of Raytown, Missouri 2021 - 2023

Pay and Classification Audit

Rockingham County, New Hampshire 2021

Compensation and Classification Study

Village of Scarsdale, New York 2023 - 2024

Job Analysis & Evaluation

City of Seabrook, Texas 2023

Compensation Plan Study

City of South Portland, Maine 2019 - 2020; 2024

Compensation and Classification Study

Southampton County, Virginia 2025 - 2026

Compensation Study

City of St Pete Beach, Florida 2023 - 2024

Classification and Compensation Study

City of Stuart, Florida 2019, 2024

Classification and Compensation Study

Town of Sunapee, New Hampshire 2024

Classification and Compensation Study

City of Tomball, Texas 2023

Compensation and Benefit Study

Town of Tonopah, Nevada 2025

Compensation Study

City of Villa Rica, Georgia 2023

11
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Scope of Work

Assessment of Needs

Paypoint HR has done a preliminary review of possible hurdles specific to the City of
Biddeford’s ability to attract, motivate, and retain employees. Furthermore, our project
history has familiarized us with projects similar in size, scope, and services. You can feel
confident our approach is time tested.

Our understanding of the project is that Biddeford is a full-service city that provides both
its residents and tourists with a full range of municipal services including but not limited to
police, fire, public works, and recreation. The city desires to update their current
compensation plan to keep up with current compensation practices. The purpose is to
attract and retain a high performing and engaged workforce that will continue providing
excellent service to those who live in the city.

Possible Challenges
Paypoint HR found the following issues as possible sources of challenges:

e Increase in community demands and expectations for service offerings paired with
limited resources to quickly adapt,

e Difficulty recruiting qualified individuals for certain positions,

e Job roles have changed due to changing technology, increased regulations, etc.,

¢ Increasing cost of employee benefits,

e Pay compression, external inequity, and perception of internal inequities, and

e A highly competitive labor market with other public and private employers in the
region competing for the same labor force.

These obstacles are independently problematic and collectively require a change from a
tactical management style to a strategic management philosophy. We believe developing a
long-term strategy for recruiting and retaining employees is the true intent of this RFP.
Paypoint HR understands we will be working with an appointed team leader, key leadership
staff, and stakeholders (Project Team) to validate the scope of services, methodology,
timelines, and other deliverables. We anticipate several virtual meetings, but we remain
flexible to meet your needs. We are planning that meetings will be used to kick-off the
project, employee briefing sessions, and presentation of the findings of the study.
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Methodology

Our methodology is comprehensive and encompasses all of the requirements specified in
the RFP. Phase 1 focuses on the Classification/Internal Components. Phase 2 focuses on the
Compensation/External Component. The standard methodology we will use to conduct both
phases of the study is laid out in the flowchart and delineated below.

Onsite Kickoff Meeting

Baseline Evaluation

Job Analysis w/
Onsite Briefing Sessions

- Design &
Dlstﬂbutc Survey

@ Classification
@ Combined
@ Compensation

Collect & Analyze:
Suryey Results)

Job Evaluation &
Onsite Focus Groups

Draft Classification
Structure & Reclassify

Develop Job Descriptions roale & Present
& Policy Guides I“mal Repor-l

Training & Support

Figure 1 - Process Flow Chart
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Paypoint HR plans to conduct the internal equity portion of the study prior to the external
portion of the study though some activities will be conducted simultaneously. The reasons
for this include:

e Job titles and job descriptions are, in the minds of the employees and their
supervisors, inextricably associated with the “worth of the work” or pay.
Compensation is often a highly emotional issue. By separating the two phases of the
study, even though elements of the phases may be conducted concurrently, it gives
us two separate yardsticks of measure.

¢ The compensation review will be completed when there is a full understanding of
the scope of work, thereby ensuring that the data developed from the labor market
and client’s classifications are correct.

Paypoint HR uses an expectation of excellence philosophy when approaching our projects.
Based on the size and scope of each project, we determine the most effective utilization of
resources and build our project team. We use secure, effective communication tools to
safely and transparently share information. This approach tends to take a people-centric
perspective, implementing short phases or steps that rely on ongoing feedback. This
continuously reshapes and refines the project path. The methodology has proven successful
over time and frees teams from using a cookie cutter approach to designing a custom work
product. Consequently, we offer a faster turnaround and a dynamic ability to quickly adapt
to changes.

Phase 1 - Classification/Competencies Component

Project Start and Initial Meetings

Baseline Data Collection and Initial Analysis

Job Analysis Collection and Completion

Job Evaluation and Classification Development

Draft Job Descriptions and Policy Guides

Develop Guide for Implementation of Changes and Draft Interim Report

MmO Owp

Phase 2 - Compensation Component

Identify Benchmark Positions and External Survey Comparator List
Design and Distribute Survey

Collect and Analyze Survey Data

Internal Relationship Analysis and Alignment

Preparation of Draft Report

Deliver Final Report and Deliverables for Implementation

mTHON® R

We will look at both qualitative data and quantitative data throughout both the
classification and compensation portions study. Statistical data allows us to capture a
snapshot of the existing plan and create baselines on the existing plan. This gives us a
starting point to uncover areas of possible review and revision recommendations.

14
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Phase 1 Classification/Competencies Component

This phase of the assignment will result in the study of all classes that includes the
comparison of classes within series and to other occupational levels within the
organization. Study tasks include project initiation and orientation, employee orientations,
creation of custom surveys for employees and managers, completion of Position Vantage
Point by employees, desk audits by managers and/or Human Resources, and interviews with
employees. The cumulative information gathered will culminate in the preparation of
revised or new class specifications, and a review process for all employees included in the
scope of the study.

Task 1A - Project Start

The project initiation phase encompasses all the steps required to initiate the project. This
task includes the following activities:

Kick-Off Activities

¢ Request pertinent materials prior to the project initiation meeting so that
Paypoint HR understands the scope of the study, an understanding of the client’s
current classifications, and is prepared to seek further relevant information during
the initial meetings.

e Obtain relevant information and statistical/anecdotal data on specific compensation
issues and policies. Obtain insight into perceived current compensation system
strengths and weaknesses. Identify current incumbents and gather any other
documentation to gain better understanding of the client’s operations.

¢ Meet Human Resources Director to discuss project context and methodology,
determine reporting relationships, and clarify project understanding and Milestones
to create the Communication Plan.

e Reach an agreement on a schedule for the project including all assignments and
project milestones/deliverables and deadlines for completion of the assignment.

e Establish an agreeable communication schedule while identifying potential
challenges and opportunities for the study.

e Schedule employee Kick-Off briefing sessions.

e (reate an Executive Announcement Letter for distribution to staff.

e Initial review of relevant materials, including: (a) any previous projects, research,
evaluations, or other studies that may be helpful to this project; (b) organizational
charts for departments and divisions along with related job descriptions; (c) current
position and classification descriptions, salary schedules, salary ranges, pay scales,
payroll reports, and classification systems; (d) strategic business plans and budgets;
(e) personnel policies and procedures; and (f) evaluation criteria.

e Discuss the Client’s strategic direction and the short-term and long-term priorities.

¢ Review any data provided by the Client that may provide additional relevant insight.

¢ Review internal career ladders to identify needs, make recommendations, and keep
positions competitive in the market.

¢ Maintain open lines of communication.

15
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EXECUTIVE LETTER OF ANNOUNCEMENT TEMPLATE
Dear Staff,

We are pleased to announce that the City has authorized a consultant 1o review the

Compensarion and Classificarion plans for the City's employees. The consulrant will conduct
the review with cor
classifications. The
appropriate for thy

DATA REQUEST LETTER TEMPLATE

After a thorough r{  Subject: Request for Information

resources firm to g

plans Paypoint HR is looking forward fo working with South Portland on this important project. In

order to get started, we will need some background information from you.
The well-respected

objectives: You should receive an excel file along with this letter with a sample format for providing the

majority of information. We will gladly accept supplemental materials though prefer workable
«  Conduct m documents whenever possible.
demograpl
and socioe
+  Prepare a(
labor mark
s Analyze cu
the positio|

The following is a checklist of the data you will need to generate and send to us:

Employee background data

Names and emails of Supervisors

Existing pay plan structure(s)

List of benefits - PTO, health, dental, vision, pension, wellness, etc.

«  Provide req Copy of:
guidelines o ) ) )
emplovees Job descriptions (preferably in a searchable document format)

o Organizational Charts

o Most recent programs, policies, and philosophy (manuals, agreements, handbooks,
collective hargaining agreements, etc.)

o Administrative policies and procedures

o Performance pay policies and budget

o History - when was current plan established, what changes have taken place and
why

~ Financial data such as revemies, budgets, annual reports, long-term and short-term
strategic plans, mission, vision, values, and other relevant material

Figure 2 - Sample Letter Templates

Task 1B - Baseline Evaluation

Paypoint HR will incorporate the accumulated knowledge and understanding of the project
gathered at this point into a main client file. Data will be collected throughout the project
and will be housed in this central location. The Baseline Evaluation Task evaluates the
current system as outlined and includes the following activities:

e Conduct a comprehensive preliminary evaluation of the client’s existing position
review process. Conduct any necessary question and answer sessions. Develop an
accurate database of client’s employees for study and review data as well as career
ladders. Understand the client’s approach to compensation and overall philosophy
on attracting and retaining competent staff.

¢ Review the existing pay structure and processes to look for potential problems to be
resolved. Determine the strengths and weaknesses of the current pay plan(s).

e Complete an assessment of the current conditions that details the pros and cons of
the current system as well as highlights areas for potential improvement in the final
adopted solution.
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e Conduct a thorough review of all background materials related to the client’s
classification system. Review information from the department head as well as
incumbents. Conduct interviews as appropriate.

e Document accepted compensation and classification philosophy and budgets based
on input from the Study Project Leaders and other key staff.

e Gain understanding of employee recruiting and retention processes to uncover
challenges in the local labor market and provide guidance on market positioning
strategies.

e Once a baseline is determined, establish the client’s current position as compared to
the local market using sources of data preferred by the client as well as
Paypoint HR’s resource library for consideration.

e Look at goals for recruiting and retention with regards to sustainable budget
amounts that will support recommendations on market position strategy.

e Consider both current and anticipated information technology programs, software
and staffing levels to support, implement, administer, and maintain the
recommendations given to the client by Paypoint HR.

Current Staff | #near | % near | # near | % near
Grade # Min Min Max Max
110 19 3 15.8% 1 5.3%
111 43 10 23.3% 5 11.6%
112 16 2 12.5% 1 6.3%
113 35 5 14.3% 6 17.1%
114 17 2 11.8% 2 11.8%
115 13 0 0.0% 0 0.0%
116 31 1 3.2% 2 6.5%
117 2 0 0.0% 0 0.0%
118 26 1 3.8% 4 15.4%

Figure 3 - Sample Baseline Evaluation

Task 1C - Job Analysis Collection and Completion

The job analysis portion of the study includes employee outreach. We find that by having
employee involvement, your staff will feel more valued. By gaining insight from employees
about their position and the overall pay structure, in their own words, the study
deliverables will be more relevant and as a result, employees will be more inclined to accept
recommendations.
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During this stage in the process, the following milestones will be met:

¢ Conduct employee briefing sessions to review the role of employees, the role of
supervisors, the scope of work to be covered by the study and to explain how to
complete the job analysis questionnaire (Position Vantage Point, or PVP.) It is
communicated to employees that this process is not a performance review, but
rather an identification of what should be required for new employees.

¢ Employees will be given a period to complete the PVP, usually 10 - 14 days.
Employees are encouraged to retain a copy of their responses for their records.

¢ Completed surveys are given to department heads for their review and input. Front
line supervisors often work in collaboration with department heads during this
process. Typically, this process takes 7 - 10 days.

e Department heads turn in the reviewed PVPs to Human Resources for any further
input with the final product then provided to Paypoint HR for analysis.

Task 1D - Job Evaluation and Classification Development

Task 1D of the project acknowledges the job analysis information and supporting material.
The city may have Paypoint HR utilize an existing classification method or choose to utilize
Paypoint HR’s Compensable Factor System (CFS). Once the job analysis PVP is distributed,
Paypoint HR will:

e Facilitate collection of job descriptions, desk audits, and supporting materials from
the Study Project Leaders or designated Human Resource department contact. The
job descriptions, audits, and supporting reports will be reviewed and analyzed in
detail along with other documentation to obtain an understanding of the duties and
responsibilities assigned to each position.

¢ Identify the classification of existing positions utilizing the existing job evaluation
system, review jobs, and characterize the internal equity relationships within the
organization.

e Review all class specifications with the Study Project Leaders. Review each
classification and score the classification using a point factor system or the system
that the client has in place. Include an evaluation of results.

e Develop preliminary recommendations for the classification structure. The
classification system designed at this point will be based solely on internal equity
relationships and will be guided by scores for each classification. Essentially, a
structure of classifications will be reviewed and classifications with similar scoring
would be grouped into pay grades. The final decision on the minimums and
maximums of the pay grades will be determined after the market data has been
collected.
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Evaluation Factors

[ )
Eﬁﬁﬁﬁ‘éﬁ?e// Background Skill
Certifications
Duties
Complexity
Independence
Impact and
Accountability
e Supervision and
Authority Environment Authority
e Interaction
¢ Environment

Figure 4 - Position Evaluation Factors (Example)

Prior to developing detailed class descriptions, our job evaluation will result in a
classification plan concept and employee allocation discussion with the Project Team. We
recognize the city will have its own factors to determine hierarchy. We will compare
changes in business needs and operations, as well as any reorganization, with the
established classification system and job families, as well as review internal relationships
between classifications.

Our job evaluation method involves a quantitative approach. The whole position
classification methodology examines your current evaluation criteria and augments it with
other factors as needed. Our analysis will include our assessment methodology. We will list
broad class concepts and highlight where significant changes may be recommended, such
as, expanding or collapsing class series in the same functional area and/or separating or
combining classifications assigned to different functional areas. We will review and analyze
current classification series, the number of classifications and classification levels, and job
families. We will also review, and update established titling guidelines for the studied
classifications for appropriate and consistent titling.

A detailed, incumbent-specific allocation list for each position included in the study will be
prepared, specifying current and proposed classification title and the impact of our
recommendations (reclassification upgrade or downgrade, title change, or no change). After
we have completed this process, a meeting will be arranged to review any recommended
changes to the classification plan with the Study Project Leaders.
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After preliminary approval of the class concepts and allocation lists, recommendations for
new and/or updated class descriptions will be developed for each proposed classification
following the format approved by the client.

From the review of the PVPs, desk audit reports and any interviews, we will update duties,
responsibilities, and minimum qualifications of each class specification, as necessary, or
develop new class specifications if duties, responsibilities, and minimum qualifications have
changed significantly. We will recommend new classification/class levels and/or operational
changes, business needs, and any reorganizations that require new classifications. Analysis
of FLSA, EEO, and ADA requirements will also be analyzed for compliance.

Index of Current to Recommend Job Classes

Trans
Current Job Class New Job Class

Superintendent of Printing Printing Supervisor T
1%/};%%(;[1* Services Project Delete D
Survey Party Chief Survey Party Chief N
Surveyor I Surveyor M,D
Surveyor Il Surveyor S,N
Utility Locator J
Switchboard Operator Clerical Assistant M,D
Systems Analyst Systems Analyst N

Transaction Codes

M - Merge into Other Class S - Split into Two or More Classes
T - Title Modification N - No Change

D - Delete Class Title J - New Job Class

Figure 5 - Sample Index of Current to Recommended Classes

The Index of Current to Recommended Job Classes is an alphabetical listing of all job
classes currently used by the client and the recommended disposition of each of those job
classes and titles. Current data is from the payroll, class specifications, and/or job
descriptions, classification plan, and PVPs. New data includes job class title and transaction
codes.
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Task 1E - Draft of Job Descriptions and Policy Guides

Task E of the project will draft a job class classification and allow for review by the city.
This task includes the following activities, principally for new job titles and those that have
substantially changed, namely:

e A draft copy of the revised/new class description with an allocation
recommendation will be submitted to the Project Leaders.

e Department Heads and managers will receive a copy of their employees' draft job
descriptions and will be asked to review their comments and feedback to verify and
concur with the information provided.

¢ Subsequently each manager, supervisor, and employee will be given an opportunity
to provide comments and concerns regarding any modifications to the classification
structure and specifications.

e Our experience has been that this is one of the most critical phases of the project
(but also one of the most time-consuming).

e Our proactive and effective communication process at this crossroad has always
avoided formal appeals, adversarial meetings, or major conflicts after the study.

e Paypoint HR will provide a format for the client to show each employee whose
position was studied, and how their position is being affected.

e The form will have two options for the employee's signature: one line is reserved for
employees who have read and agree with their draft job description; the other line is
reserved for employees who have read the draft class description and disagree with
certain parts, want to make changes, want to add or delete information, or have
general questions about the description and/or the process.

Task 1F - Develop Guide for Implementation of Changes and Draft Interim Report

A Draft Interim Report of the Classification Study will be completed and submitted to the
client for review and comment. The report will contain:

e A recommended classification plan.

e A classification implementation and maintenance manual, including documentation
regarding study goals and objectives, classification methodology, approach, and
process, as well as analysis and resulting recommendations.

e The recommended allocation list, and classification title changes.

e (lassification concepts and guidelines, as well as distinguishing characteristics and
other pertinent information for implementation and continued maintenance of the
pay plan.

Once we have received the city’s comments regarding the Draft Interim Report and have
made any necessary changes, a Final Classification Report will be developed that is
compliant with State and Federal Regulations.
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Phase 2 Compensation Component

This Section of the study will result in the development of labor market survey parameters
and the collection and evaluation of labor market survey data. The findings from the
compensation component will be reviewed and analyzed to look for areas of possible
improvement. Paypoint HR will create a pay structure that meets the city’s objectives. We
will give the city perspective on the economic impact adoption of the recommendations will
have on the city. This will make the factors for implementation clear and help anticipate
needed steps to meet the overall goals.

Task 2A - Identify Benchmark Positions and External Survey Comparator List

Task 2A of the compensation portion of the study will include identifying benchmark job
positions and identifying a mutually agreed upon list of external comparators to be
included in the external survey. To complete this, the following steps will be taken:

e Involving the Study Project Leaders and stakeholders as appropriate, in the decision-
making process.

e Agreement on which agencies are included PRIOR to beginning the study. Our
experience has shown that this is the most advantageous approach.

e Conducting a thorough review of all materials to date including employee database,
classification listing, interviews, compensation review, and meetings with the Project
Management Team. This will be closely followed by an exploration of the Project
Team’s overall strategic compensation vision.

e Thoroughly reviewing the various components of existing compensation plans and
policies as well as the regulatory environment surrounding compensation.

¢ Identifying highly competitive positions within the organization and customizing the
survey where appropriate.

¢ Reviewing and discussing how a compensation program might be designed to
support the organization’s business strategy and organizational objectives.

e Confirming and discussing the Project Team’s preferred percentile placement within
the marketplace.

¢ Acknowledging the organization’s policy with respect to internal pay equity and
employee perceptions of fairness.

¢ Addressing the Project Team’s philosophy with respect to employee retention
including the role compensation plays in retention issues.

¢ Reviewing the Project Team'’s philosophy with respect to fiscal sensitivity and
flexibility.

“Benchmark classes" are normally chosen to reflect a broad spectrum of class levels. The
positions that are selected normally include classes that are most likely to be found in other
similar agencies and will therefore provide a sufficient and valid sample for analysis.

Benchmark positions should encompass the entire range of positions from the beginning of
the pay ranges to the end. There should be a number of positions equally interspersed
among the pay scale. Positions that have been difficult to attract and retain excellent
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employees should be included. Paypoint HR will offer information and examples for the
Project Leaders to consider, which will provide a measurable, rational, fact-based
methodology to determine the relative job worth within the organization (as required by the
EEOC).

Client

Outlier

Figure 6 - [llustration of Economic Variance Using the Client as the Baseline

Paypoint HR will conduct an economic analysis of regional organizations to identify a
preliminary unbiased list of appropriate comparators. The purpose of this step is to ensure
the worthiness and legitimacy of using these organizations to develop recommendations.
This adds validity to the findings and yields defensible results. We will keep in mind the
Project Team’s criteria on such factors as degree of competition for obtaining and retaining
candidates for high quality staff, their location in the city’s traditional recruitment areas,
and their level of service. Paypoint HR uses objective parameters to determine the
legitimacy of findings. Below is a list of possible criteria to consider when selecting
organizations to be sampled:

Sample List of Selection Criteria

Median Housing Price Unemployment Rate

Median Household Income Labor Force Participation Rate
Cost of Living Adjustment Proximity

Population

Each organization considered is given a variance score related to data points and an
aggregate variance score is created. This will help identify the organizations whose results
will provide validity to the study. Upon identifying benchmark positions and the selected
comparators, Paypoint HR will then create the document for surveying the selected
organizations and conduct the external survey.
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Task 2B - Design and Distribute Survey

In Task 2B of the study, it is anticipated that the creation and distribution of the external
survey will take place. This analysis will include a detailed concise presentation of data to
be collected. The survey will include job titles along with a summary of each position. This
approach allows respondents to compare job description to job description and not just job
titles, therefore ensuring true "matches” from the survey respondents.

Paypoint HR will send the survey to all comparators and if necessary, complete Freedom of
Information Act (FOIA) requests. We conduct all of the survey distribution, data collection,
and analysis ourselves to ensure validity of the data and to enforce quality control. While
there is an industry standard of 5-15% response rate for surveys, Paypoint HR typically
receives 25-40% response rates. While the surveys are out for distribution, Paypoint HR will
further examine the existing compensation environment to establish a baseline and keep in
contact with the Project Team.

Task 2C - Collect and Analyze Survey Data

Job Summary

This work involves complex and responsible clerical support and staff
Administrative Assistant assistance activity. Perform research and retrieval of records, reports, 2080 | 23.18 | 37.1
forms, memoranda, letters, etc. HS_GED, + 2 yrs experience.

This position is responsible for administrative and supervisory work
City Clerk managing the various functions and responsibilities of the City Clerk's 2080 | 39.66 | 63.45
Office. Bachelor’s Degree, + 5 yrs experience.

This position is responsible for administrative and supervisory work in
planning, organizing, and coordinating administrative activities of the
City Clerk’s Office. Performs customer service functions including
information and assistance related to records research, responds to routine
questions, complaints, or requests for service. Associate’s Degree, + 3 yrs
experience.

Deputy City Clerk 2080 | 26.84 | 42.95

This is technical work conducting building inspections to ensure
buildings and structures are constructed and tested in compliance with
Building Inspector existing City codes, ordinances and statutes. Record and document all 2080 | 25.56 | 40.9
building inspections and prepare inspection reports. HS_GED, State of
Florida Standard Inspector Certification, + 5 yrs experience.

The work of a Planner is either in the category of current planning,
focusing on landscape and development project review, or in long-range
planning, focusing on land use, zoning, and land development regulation
amendments. Bachelor’s Degree, + 2 yrs experience.

Figure 7 - Sample of Job Summaries in External Survey

Planner 2080 | 24.35 | 38.96
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Following the distribution of the surveys, Paypoint HR will collect the data and conduct an
in-depth review of the survey results with the Study Project Leaders, as appropriate. The
purpose of this review is to identify any additional information needed or areas that require
further analysis. Paypoint HR will examine salary spread for all grades, ladders between
grades, and identify the possibility of positions being compensated differently than
intended from the existing plan. We will examine the distribution of employee salaries to
highlight challenges and conduct an analysis of wage compression using Paypoint HR’s
proprietary statistical processes, if requested. Positions that contribute to compression are
specifically identified for adjustment.

40).0%

mAll
30.0% r ® Parks & Recreation
m Public Safety
® Public Works

25.0%

20.0%

15.0%

10.0%

Percentage of Employees

0.0%

$23 5§51 $79
Hourly Salary

Figure 8 - Baseline Analysis of Client's Workforce

Task 2D - Internal Relationship Analysis and Alignment

To determine recommendations for internal equity, considerable attention will be given to
this phase of the project. It is necessary to develop an internal position hierarchy based on
the organizational value of each classification. By reviewing those factors, we will make
recommendations regarding vertical salary differentials between classes in a class series (if
recommended), as well as across departments.
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Figure 9 - Sample Internal Compression Analysis

Position Classification

Assistant City Manager

Police Chief
Fire Chief

Utilities Director

Chief Financial Officer

Public Works Director

Development Services Director

Human Resources Director

Neighborhood & Community Services Director

Parks & Recreation Director

CFS
Score

787.8
517.1
445.8
374.4
353.5
329.4
229.5
215.3
212.4
210.2

Figure 10 - Sample of Compensable Factor Score Results
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Paypoint HR analytically develops an internal hierarchy based upon the job analysis
responses. The goal of this critical step of the process is to address any internal equity
issues and concerns with the current compensation system. We look for compression and
inconsistencies. Our quantitative tool, Compensable Factor Score (CFS) system, allows us to
objectively compare between certain classifications.

We will create a sound and logical compensation structure for the various levels within each
class series, so that career ladders are not only reflected in the classification system but
also in the compensation system. The recommendations will contain pay differentials
between levels that allow employees to progress on a clear path for career growth and
development. Career ladders will be looked at both vertically and horizontally to mirror the
classification structure that was developed during the classification section of the study.
Paypoint HR’s Compensable Factor Score (CFS) formulation provides a framework to
construct an unbiased internal hierarchy of positions.

CGrade | bin | Max |
1 0.0 7.0

Education 11.16 ; o
Experience 4.65 2 7.0 7.5
3 7iss) 8.0
Complexity 7.60 4 8.0 8.6
Independence 3.30 5 8.6 9.2
6 9.2 9.9
Supervision Received 1.34 7 10.0 10.8
Supervision Responsibilities 1.21 8 10.8 1il 77
9 1157 12.8
Impact 7.84 10 12.8 14.0
Physical 0.47 11 14.0 15.4
12 15.5 1Al |
Working Condition 0.31 13 17.1 19.0
Interaction 9.30 14 19.0 21.3
15 21.3 24.0
Financial 1.05 16 24.0 27.1
17 27.1 30.9
Total Score | 4822 | 18 30.9 35.4
19 35.4 40.9
20 40.9 47.5
21 47.5 55.6

Figure 11 - Compensable Factor Score Example

The internal hierarchy is correlated with the findings of the external market, external
equity, by using Paypoint HR’s non-linear statistical algorithm. A 90% or greater correlation
is typical, lending to confidence that both the internal and external equity are sound and
appropriate.
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Paypoint HR may choose to supplement the survey data with information from our own
internal library. This helps to identify outliers and get a pulse on how the study results
compare to the market.
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Rt 31

$20.00

$10.00

Market Compensation (50th Percentile)

$0.00
0 100 200 300 400 500

CFS Score (Job Analysis Questionnaire)

Figure 12 - Sample Comparison of Internal / External Hierarchy

Task 2E - Preparation of Draft Report

Depending on the data developed from the internal analysis, we will review and make
recommendations regarding internal alignment of your salary structures including
combining or expanding groups or salary scales. We will develop recommendations for pay
grades and salary ranges for all classifications based typically on median salaries from the
comparable agencies based on the organization’s overall compensation philosophy and
policy. We will also analyze any pay compression issues to ensure internal equity, if
requested.

¢ We will conduct a competitive pay analysis using the market data gathered to assist
in the determination of external pay equity and the recommendation of a new base
compensation level for each classification studied.

e We will conduct a comparative analysis to illustrate the relationship between current
pay practices and the newly determined market conditions. We will also develop
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solutions to address pay equity issues. Our analysis includes information regarding
the financial impact of addressing pay equity issues for the city. The result is
intended to create a market adjustment and implementation strategy supporting
your goals, objectives, and budget considerations.

Positions will be categorized in a compensation ratio or “Compa-ratio” relating actual pay
rates to market rates to determine if they are in-line with the external market. Positions will
be classified by their Compa-ratio and determined to be either below, at, or above the
market rate. We use these findings to make corrections to pay for each position which
allows for fiscal impact analysis of recommendations.

Engineering | Engineering | Engineering

Technician Technician Technician Foreman
II 111 IV
Market
Percentiles

20% $32.31 $36.30 $39.16 $39.56
25% $32.96 $37.10 $40.05 $40.47
30% $33.67 $37.90 $40.93 $41.35
70% $38.82 $43.74 $47.25 $47.75
75% $39.45 $44.47 $48.06 $48.56
80% $40.27 $45.42 $49.10 $49.62
Mean $36.36 $40.95 $44.23 $44.69

Compa- o 5w ERr
Ratio -5.0% -6.9% 2.4% 8.1%

Figure 13 - Sample Compa-Ratio Results by Job Title

The Draft Final Report will be completed and submitted to the Study Project Leaders for
review and comment. The report will provide detailed compensation findings,
documentation, and recommendations. The report will include the following information:

e A proposed Salary Range/Plan document.

e Any alternative compensation plans identified.

¢ Reports addressing employees whose base pay either is below or exceeds the market
rate.

e The option to implement the recommended plan in phases.
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After an initial round of feedback from the Study Project Leaders, we will make edits and
resubmit the draft to the Project Team for review and approval. Final meetings with the
Project Team and stakeholders will be conducted and any final adjustments are made prior
to delivery of the final report to the appropriate stakeholders. Once all questions and
concerns are addressed, a Final Report will be created and submitted in a bound format and
electronic format.

Full-Time Positions Substantially Below Market (Compa-Ratio % Diff< -10%)

Accreditation Manager Human Resources Manager
Assistant Fire Chief IPP Administrator

Benefits Manager Lead Code Enforcement Officer
Communications Manager Structural Plan Reviewer
Executive Assistant System Administrator

Full-Time Positions Below Market (-10% < Compa-Ratio % Diff < -5%)

Accounting Manager Code Enforcement Officer

Agenda Coordinator Communications Supervisor
Assistant City Attorney II Crime Scene Investigation Supervisor
Building Maintenance Superintendent Cross Connect Control Specialist I
Chief Parking Facilities Administrator Data Analyst Accreditation Manager
City Manager Deputy City Clerk

Figure 14 - Sample External Market Results Summary

Task 2F - Deliver Final Report and Deliverables for Implementation

Paypoint HR typically works on tight schedules that demand extensive communication. We
first listen to our clients to understand their specific needs and then create
recommendations that fulfill the purpose of the study. Our final report reviews the city’s
background as related to the study and conveys complex concepts clearly and concisely. We
feel this is one of our strongest attributes. An area of communication where we particularly
excel is in the ability to communicate with employees at all levels of education and
background. The concepts covered during employee outreach are reflected in the final
report, as appropriate. This improves morale as the employees feel valued by knowing they
have been heard. We are a liaison and have discovered opportunities and issues that would
not have otherwise been utilized or addressed.
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The final report includes an Executive Summary that summarizes the study methodology
and gives recommendations for consideration by the city. The report highlights specific
areas where an opportunity exists to improve the city’s Classification and Compensation
programs. The strategic position of the existing plan is reviewed in relation to the findings
and shows comparisons. Recommendations that affect the city’s budget are reviewed and
their financial impacts are projected to ensure the city is able to support them. The Final
Report is developed in a way that is relevant to the current market as well as allowing the
city to make a long-term strategic plan for attracting and retaining staff. The work product
includes steps for implementation, training, and ongoing administration.

Our recommendations have been well received by our audiences. We have developed valued
relationships and are considered by our clients and their employees as a trusted advisor. We
welcome the opportunity to work with the city to prove ourselves as an excellent service-
oriented firm.

Recommendations

The fiscal impact of the recommendations below is approximate cost for salary adjustiments
only. It does not factor is associated costs for employee-related benefits.

50™ Percentile of Market

1. Raise the salary of 24 positions that are below grade minimum market, first, at a
cost of §24,169.

r

Raise the salary of 20 positions that are substantially below market, second, at a cost
of $248,318.

3. Raise the salary of 125 positions that are below market, third, at a cost of $550,160.

Total: 169 positions, §822,647

4. Raise the salary of 12 positions that are experiencing compression, fourth, at a cost
of $17,246.

5. Consider reclassifying the following titles, fifth, according to the city's personnel
policy manual.

» Community Services Division Manager
= Community Support Specialist

Figure 15 - Sample of Study Recommendations
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Summary of List of Standard Deliverables

e Kick-off meeting with Project Team and collaborative development of the Project
Communication Plan.

e Project planning and methodology.

e Briefing Sessions with All Employees to go over the scope of the project, their role,
and to give directions on how to complete the job analysis.

e Job Evaluation report completed using scores from job analysis responses.

¢ Comparator Analysis reports to identify localities that compete for labor with the
city.

¢ Development of agreed benchmark positions.

e External Market Survey for comparators with benchmark job titles and short job
summaries.

e Update of Job Descriptions, where applicable, to include FSLA, EEO, and ADA
compliance (sample provided upon request).

e Creation of Recommendations for Reclassifications report, including job title
simplification.

¢ Development of a Compensable Factor Scoring System tailored to the city for use
and maintenance of job evaluations and internal equity.

¢ Development of training for ongoing administration and implementation along with
supporting materials and manual.

¢ Development of a salary structure based on the survey findings and job evaluations.

e Survey finding reports showing options for strategic position as compared to
current position.

e Fiscal Impact report showing costs associated with the selected strategic market
position.

¢ Cumulative Final Report for presentation which shows methodology, procedures,
development of findings, work product deliverables, and the financial impact of
recommendations.

Implementation

Communication with the Project Team and key stakeholders are described at each step in
the process of our project methodology. We consider our audience for implementation to be
the Project Team, managers, and employees. We have tailored our process to involve each at
the appropriate times. We incorporate meetings, frequently asked questions,
questionnaires, informal appeals, reviews and feedback sessions. Various media is used
during the project to convey changes. We include online access to information, written
communication, forms, face-to-face meetings, electronic communication, as well as virtual
meetings.

Weekly progress reports will be provided to the Project Team. Paypoint HR will also provide
the Project Team status reports every two weeks and as requested. We keep our clients fully
abreast of all activities that Paypoint HR undertakes during our projects to ensure timely
completion and to short-circuit any issues that may arise.
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e Paypoint HR provides forms for discussions with personnel regarding how the
changes affect them individually.

e We create Job Discussion Request (JDR) and Job Discussion Guide (JDG) forms for
employees and their supervisors to complete and submit to the Human Resources
department. While employees may not always agree with our recommendations, they
have a "second chance" to ensure that they have been heard and to continue the
educational process regarding why specific recommendations were made.

¢ A manual of instructions and training materials regarding the administration of the
proposed compensation system.

¢ A list of implementation issues, schedules, fiscal impact statements, cost
projections, and communications surrounding our recommendations.

e A guide for rules, policies, and procedures for you in implementing, managing, and
maintaining the compensation system.

e Train the trainer sessions.

¢ Customized software, unique for each client based on the results of the study, and
support plan options.
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Tentative Timeline

Our professional experience is that comprehensive studies of this scope and for this size
organization take no more than 16 weeks to complete, allowing for adequate position
vantage point completion, interview time, classification description development,
compensation data collection and analysis, review of steps by the client, the development of
final reports, and any appeals.

The project will be delivered in two phases — Phase 1: Classification and Phase 2:
Compensation — totaling approximately 240 professional hours. Key activities include
project kickoff, job analysis, classification development, salary survey and market
benchmarking, internal equity review, and preparation of final deliverables. A customized
project schedule will be finalized with the City at kickoff to reflect internal availability,
review windows, and key decision points, ensuring that the process is both rigorous and
responsive to City needs.

Throughout the project, Paypoint HR will provide timely written progress reports and
schedule interim updates to the Project Team to ensure transparency and alignment. We
believe that consistent communication is critical to keeping the project on schedule and
addressing any emerging issues quickly and collaboratively.

Figure 16 - Tentative Project Timeline

. Esti
Month Phase Tasks & Milestones SLree
Hours
- Project kickoff and stakeholder meetings
November . . . .
Phase 1 - Review existing documentation and organizational
December 29 hrs
Tasks A-B  data
2025 e .
- Initiate job analysis process
- Complete job analysis collection from staff
December Phase 1 - Evaluate and classify positions 57 hrs
2025 Tasks C-E - Begin drafting job descriptions and policy
documents
Phase 1 - Finalize classification plan and interim report
January Task F - Identify benchmark positions and survey
February comparators 87 hrs
2026 Phase 2 - Distribute and collect compensation surveys
Tasks A-C - Begin market and internal pay analysis
February - Complete Cpmpensation analysis
Phase 2 - Draft and finalize reports
March . . . . 67 hrs
2026 Tasks D-F - Deliver presentations and implementation
materials
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Work Examples

—

Executive Summary

External Competitiveness Takeaway
Overall, job titles at the City of Bath are compensated 1.0% above market in the region.

Compensation is not lagging the market across most departments, as shown below, but
especially in Administration where compensation is substantially below market.

Department Market Position

Administration -14.3% below market
Assessing 0.0% at market
Clerk -4.7% below market
Facilities/Transportation -3.3% below market
Finance +0.8% above market
Fire +2.8% above market

Parks and Recreation Department  +1.3% above market

Planning and Development +5.0% above market
Police +3.2% above market
Public Works +3.5% above market
Overall 1.0% above market

Recommendations for holistic compensation adjustments for all job titles at the City is
delineated in the report. No wage reductions are recommended.

‘» Paypoint HR
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Recommendations

The fiscal impact of the recommendations listed below are approximate costs for salary
adjustments for non-represented positions. The fiscal impact does not factor in associated
costs for employee related henefits. The fiscal impact of collective bargaining adjustments

are not considered.

1. Raise the salary of 4 positions that are below the new grade minimum, first, at a cost

of §15,576.

¢ 1 Administrative Assistant - Cemetery ($1,495),

1 Deputy City Clerk (§2,174),

¢ 1 Deputy Finance Director ($4,579) and

1 Deputy Recreation Director (87,327).

2. Raise the salary of 5 positions that are substantially below market, second, at a cost

of §59,583.

¢ 1 Custodian - Facilities ($2,650),

* 1 Executive Assistant to City Manager,/Human Resource Director ($18,292),
¢ 1 General Assistance Coordinator ($1,460),

¢ 1T Coordinator ($19,747), and

e 1 WW Superintendent (§17,434).

3. Raise the salary of 2 positions that are below market, third, at a cost of $11,647.

* 1 City Clerk ($4,665), and
» 1 Director of Planning and Development ($6,982).

4. Adjust the salaries of positions that are near market with normal base-salary and

tenure adjustments.

(%]

Discontinue making base-salary adjustments to the salaries of positions that are

above or substantially above market until compensation is near market.

* Paypoint HR
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Table 3 - Economic Data of Bath and Potential Comparators

Community Population MHP MHI | coLA ’ U Rate R“;t‘;
Bath 8,319 $175,700  $48,252  99.0 54%  64.0%
Maine

“égud;‘::wggm 107,602 $158,200  $53,509  96.0 58%  65.5%
Auburn 23,187 $165,200 $49,719  97.0 5.7%  66.7%
Augusta 18,605 $144,800  $43,796  95.0 49%  58.5%
Bangor 32,005 $157,000 $46,625  97.0 54%  59.7%
Belfast 6,688 §190,500  $62,857  100.0 53%  57.9%
Biddeford 21,462 $245900  $53,120  104.0 54%  67.3%
Brewer 9,090 $162,100 $52,174 980 4.7%  65.3%
E::umn'?i,”a“d 292,307 $278,100  $73,072  110.0 45%  69.1%
Ellsworth 7,991 $178,400  $53,324  98.0 4.4%  68.1%
Franklin County 29,982 $139,800  $51,422 940 57%  60.8%
Hancock County 54,601 $212,700  $57.178 1020  45%  6l.6%
Kennebec County 121,753 $159,400  $55,365  96.0 49%  6L6%
Knox County 39,759 $213400 $57,751 1020  43%  61.7%
Lewiston 36,005 $140,600  $44,523  95.0 7.2%  62.2%
Lincoln County 34,201 $215400 $57.720  103.0  4.3%  58.6%
old Town 7,474 $135700  $42,679 940 4.4%  64.7%
Oxford County 57,550 $144,100 $49,204 94.0 5.9% 07.3%
Portland 66,595 $289,000  $60,467  109.0 5.2%  71.9%
Rockland 7,178 $172,800  $44,156  97.0 5.1% 64.1%
Saco 19,497 $258,000  $70517  109.0 5.0%  72.6%
Sagadahoc County 35,452 §$213,400 $63,694 103.0 4.3% 65.0%
Sanford 21,015 $171,200  $49,642  99.3 5.0%  64.0%
South Portland 25,548 $257,200  $69,200 1100  45%  71.6%
Waldo County 39,539 $163,000 $51,931  97.0 51%  60.7%
Waterville 16,577 $125,000 $38,862  93.0 6.0%  53.5%
Westbrook 18,633 $232,000  $59,460  105.0 54%  69.3%
York County 204,316 $252,300 $67.830 107.0  45%  66.3%

‘» Paypoint HR
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_Ovcrall Salary Distribution

The salary distribution for all emplovees is shown in Figure 1. The label “Percentage of
Employees” on the ordinate y-axis reflects the total number of employees. The three largest
departments, Fire, Police, and Public Works are highlighted.

A clear bimodal pattern does not exist which would demonstrate a two-tier compensation
structure for any department of overall. It is preferable if there is a clear broad-banded
bimodal distribution, that is, two bell curves, demonstrating both separation between
supervisory and non-supervisory compensation and career progression within these two

groups.

The concentration of employees in the upper end, top 20%, of the salary range (3 of 102, 3%)
in comparison to the lower end is not excessive, meaning that the organization is not top-
heavy with respect to compensation.

mAll

wFire

wPolice

Fublic Works

30.0%

Hourly Salary

Figure 1 - Salary Distribution
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Compensable Factor Score from Position Vantage Point

To assist in determining the internal hierarchy of positions in the County, the employees
and managers participated in the Position Vantage Point Job Survey. Questions asked in the
PVP are divided into four areas: Background, Authority, Skill, and Environment. In these

four areas, the following compensable factors were examined:

Education Complexity
Certifications Independence

Work Duties Impact

Work Experience Physical

Financial Authority Working Conditions
Supervision Interaction

Job descriptions were consulted to update both the minimum education level and minimum
experience level required for each position. The responses were then evaluated, producing
the Compensable Factor Score (CFS) as shown below. For positions, where there was
insufficient data from the employee/manager survey, job descriptions were consulted to fill

out the survey.

Table 23 - Compensable Factor Score

Position Classification

Finance Director/Assistant City Manager

Director of Cemetery, Parks and
Recreation

Director of Public Works

Chief of Police

Fire Chief

Deputy Director of Public Works
WW Superintendent

Deputy Chiel of Police

Deputy Fire Chief

Assessor

CEFS
Score

829.4
457.6
378.5
330.4
316.0
314.5
203.7
157.0
149.3

| B
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External Market Comparison

A summary of the findings of the external market analysis is presented in Table 24 through
Table 28. In Tabhle 29 through Table 33, the external market findings for all position
classifications is presented. The minimum, midpoint, and maximum hourly salary for each
position classification is presented first. The marker average (mean) and the various market
quantiles are then presented. Lastly the Compa-Ratio, the ratio of the grade's midpoint
divided by the 50th percentile from the external market, which measures the extent of the
deviation of the current salary range in comparison to the market median, is presented.

Table 24 - Full-Time Positions Substantially Below Markel (Compa-Ratio % Diff< -10%)
Arborist General Assistance Coordinator
Custodian - Facilities IT Coordinator

Director of Community & Economic

Development WW Superintendent

Executive Assistant to City
Manager/Human Resource Director

Table 25 - Full-Time Positions Below Market (-10% < Compa-Ratio % Diff < -5%)

City Clerk Director of Planning and Development

Detective

Table 26 - Full-Time Positions Near Market (-5% < Compa-Ratio % Diff < +5%)

Administrative Assistant - Cemetery Crossing Guard

Administrative Assistant - Fire Custodian - Recreation
Administrative Assistant - Recreation Data Entry/Analyst

Animal Control Officer Deputy Chief of Police

Assessor Deputy City Clerk

Assistant Assessor Deputy Director of Public Works
Bus Driver Deputy Finance Director

Chief of Police Deputy Fire Chief

Code Enforcement Officer Deputy Recreation Director

* Paypoint HR
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Table 29 - External Market Comparison - Non-Represented
Admin ‘ Admin ‘ Admin ‘ Admin Admin
Assistant Assistant Assistant Assistant Assistant
Cemetery Fire Police PW Recreation
Current
Scale
Minimum §19.21 $19.21 519.21 $19.21
Midpoint §22.29 §22.29 $31.25 §22.29 $22.29
Maximum $25.37 $25.37 $25.37 $25.37
Market
Percentiles
20% 519.46 519.24 $20.08 $18.96 $19.44
25% $19.94 $19.45 $20.16 $19.00 $19.88
30% $20.15 $19.53 $20.88 $19.08 $20.15
35% $21.61 $19.58 $21.45 $19.32 $21.07
40% $22.12 520.18 $21.47 $19.60 $21.74
45% $22.40 $20.52 $21.92 $19.67 $22.04
50% $22.60 $21.57 $22.39 §20.54 $22.06
23% $23.43 $22.09 523.06 $21.15 §22.13
GO% $24.52 $22.38 523.56 §21.55 §22.38
65% 52491 522.44 $24.97 $21.59 §22.64
70% $25.33 §22.44 §25.34 §21.82 $23.18
75% $25.64 $22.66 $26.99 §22.18 $23.87
80% $26.64 $23.05 $29.62 $22.70 $24.62
Mean $23.56 $21.37 §24.04 $20.90 $22.21
Cane -1.3% +3.4% +39.6% +8.5% +1.0%
54
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Proposed Salary Schedules

A recommended salary scale for all Non-Represented employees is shown in Table 34. The
spread between the minimum and maximum salary was set to 30% as the average spread
adopted by comparable communities from the external survey was 28.5%. The number of
pay grades was set to 16 to accommodate the range of CFS Scores. The Ladders, i.e., the
distance between grades, was set to be 7.5%. Larger Ladders were included to increase the
incentive for employees to seek positions of greater responsibility and to make it financially
beneficial.

It is recommended that in subsequent years after the adoption of the recommended pay
plan, the City should adjust the entire salary scale by the CPI annually as budget permits.

Table 34 - Proposed Salary Schedule - Non-Represented

Grade Min Mid Max

B0 $15.00 $17.25 $19.50
BO2 $16.13 $18.54 $20.96
RO3 $17.33 $19.93 $22.53
B04 518.63 $21.43 §24.22
BO5 $20.03 $23.04 $26.04
BOG 521.53 524.76 §27.99
RO7 $23.15 $26.62 $30.09
BO8 524.89 52862 $32.35
RD9 $26.75 $30.76 $34.78
B10 $28.76 §$33.07 $37.39
B11 $30.92 $35.55 $40.19
B12 $33.23 $38.22 §43.20
B13 $35.73 $41.09 $46.44
Bl4 $38.41 $44.17 $49.93
B15 $41.29 §47.48 $53.67
B16G 544.38 $51.04 $57.70

70
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_Proposcd Internal Equity

In Table 40, the resulting proposed internal equity for the City is presented for non-
represented job titles.

Table 40 - Proposed Internal Equity

Grade ‘ Title

B16 Finance Director/Assistant City Manager
B15

Chief of Police

Director of Cemetery, Parks and Recreation

Director of Public Works
Fire Chief

B13 Deputy Director of Public Works

Deputy Chiel of Police
B12 Deputy Fire Chiefl
WW Superintendent

B14

Assessor
Cily Clerk
Code Enforcement Officer
Bl1 Deputy Finance Director
Director of Community and Economic Development
Director of Planning and Development
Director of Sustainability and Environment
Facilities Director

Executive Assistant to City Manager/Human Resource Director

L0 IT Coordinator

Deputy Recreation Director
BO9 Foreman - Cemetery
PW Foreman

Arborist
B08 Work Leader - Recreation

BO7 Payroll Supervisor

Assistant Assessor
BOG Deputy City Clerk
Treasurer Clerk/Deputy Tax Collector

‘» Paypoint HR
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Recommended Salary Adjustments

A regression analysis of the CFS Score and the salary survey results indicate that market
median salary for all positions is predicted very well by the CFS Score. The coefficient of
determination is 94.4%, in other words, the knowledge, skills, and abilities identified in the
employee/manager Posirion Vantage Point job descriprion survey correlate very well with

the external markets’ valuation of the non-represented job positions at Bath.

In Table 41,salary recommendation for employees based on the external market findings is

presented.
Table 41 -Salary Adjustments - Non-Represented
Title
Administration

Executive Assistant to City
Manager/Human Resource Director

IT Coordinator
Markeling and Communication Specialist
Digital Media and IT Specialist

Assessing
ASSessor
Assistant Assessor

Cemetery, Parks and Recreation
Administrative Assistant - Cemetery
Administrative Assistant - Recreation
Custodian - Recreation

Deputy Recreation Director

Director of Cemetery, Parks and
Recreation

Laborer - Recreation

Work Leader - Recreation

Current

Rate

$28.59

$23.62
$22.29
$19.93

$37.03
$24.46

$19.21
$25.37
$16.69
$23.23
$45.82

$24.39
$29.37

New
Grade

B1O

B10
BO5
BO4

Bll
BOG

BOS
BOS
BO2
BOY

B14

BO4
BOS

New
Rate

$37.39
$33.11
$22.29

$19.93

520.03
$25.37
516.69
$26.75
§45.82
$24.39
$29.37
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Project Title and

Contact Name Contact Info .
Service Dates

Jennifer Johnston o7 (il LT, Classification and

HR Director Germeorzal, W13 EE0 Compensation Study

. (603) 230-3722
City of Concord TTohnston@ConcordNH.gov 2024 - 2025

The City of Concord employs 475 full-time employees engaged across 236 position
classifications The scope of work included the following areas of work:

A. Comparative Market Survey - The consultant shall conduct a comprehensive salary,
benefits and paid time off survey of comparable public sector jurisdictions and
appropriate private sector positions subject to the following stipulations:

1. The survey must reflect salary, benefits and a total compensation approach to
market comparisons (i.e. salary, incentives, stipends, benefits)

2. The survey instrument and methodologies used must conform to generally accepted
survey research methods and must be presented to the City prior to initiation of the
survey.

3. Benchmark classifications as outlined in the evaluation process must be used. A
minimum of 25 positions will be surveyed. We currently have 236 active
classifications.

4. The criteria for selection of comparable jurisdictions and other organizations must
conform to generally accepted methods and must be justifiable. The Consultant
shall evaluate the value and impact of alternative criteria proposed by the City. The
City Manager shall have final determination of the comparable jurisdictions and
other organizations to be surveyed.

5. A minimum of 8 organizations shall be surveyed for each benchmark position.

6. Survey findings must be presented in a suitable format to display rankings of
minimum salary, maximum salary, and average actual salary as well as the other
steps in the range. The report should include calculated mean, median, quartiles
and Concord’s percentile ranking for each benchmark.

7. Survey must identify incentives, stipends, longevity pay and other forms of
compensation used by comparable communities.

8. Surveys must include comprehensive analysis of the respondents’ benefits packages.
Consultant must include specifics on their approach to quantifying respondents’
benefits packages that includes a method to compare the relative value of these
packages’ vis a vis the City of Concord.

9. The Consultant shall recommend a Compensation Plan that covers all exempt and
non- exempt positions in the City.

10. The Consultant shall recommend improvements to the City’s Classification and
Compensation Plan and related Policies and Procedures as the consultant deems
appropriate.
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B. The Classification Evaluation System - The Consultant shall develop and provide the City
with an evaluation system which will meet the following requirements:

1. The system must meet the organizational values and meet the study objectives as
described in the background section.

2. It must consist of one system that can be used to evaluate all positions

3. It must be functional using information /data gathering questionnaires that assist
the City in complying with EEO requirements by delineating the essential functions
of the positions.

4. The system must provide for employee involvement in the position evaluation
process.

5. The Consultant must support all position classifications challenged or appealed by
employees.

6. The Consultant shall review & recommend updates to all current class specifications
as appropriate.

7. The Consultant shall provide updated labor grade assignments and compensation
ranges by labor group.

8. The system must be able to be easily maintained by the City after implementation to
allow for periodic update and evaluation of jobs and organizational structure.

Project Title and

Contact Name Contact Info .
Service Dates

101 East Third Street
Alton, IL 62002 Compensation Study
(618) 463-3500 x293 2025

AScoggins@CityofAltonll.gov

Amanda Scoggins
HR Director
City of Alton

The City of Alton employs 206 benefit-eligible full-time employees. The scope of work
included the following areas of work:

1. Provide a comprehensive evaluation of every job within the City to determine relative
worth within the organization for internal equity and for the establishment of pay

ranges and step progressions within the ranges.

2. Review all current job classifications, confirm, and recommend changes to the
hierarchical order of jobs using your evaluation system.

3. Establish appropriate benchmarking standards and conduct salary surveys as needed
for similar positions with comparable municipalities as required.

4. Identify potential pay compression issues and provide potential solutions.

46

*Paypoint HR

Page 258 of 303


mailto:AScoggins@CityofAltonIL.gov

5. Analyze and recommend changes to the present compensation structure to meet
market analysis. This recommendation may include recommendations for individual
positions as well.

Project Title and

Contact Name Contact Info .
Service Dates

Kathleen Beebe 2225 Lkndiesiar Lo Comprehensive

HR Coordinator Dy lRaies), WO GRS Compensation Study

. (314) 835-6107
Cloy i e e KBeebe@DesPeresMO.org 20

The City of Des Peres employs 100 employees in 62 unique job titles. The scope of work
included the following areas of work:

1. Assist in the development of a process to determine when long-term or returning
part-time employees receive pay increases. Our pay matrix has grades for part-time
employees. Some of the part-time positions are permanent, with the same person
holding the position for a number of years. Other part-time positions are more
seasonal, but the same person may return for multiple seasons.

2. Develop a standard format for job descriptions for all full-time employees that are
both ADA and FLSA compliant. Review all current job descriptions and propose
revisions to reflect actual job duties. The review may include use of employee and
supervisor questionnaires and individual interviews. Information gathered shall be
used to analyze the duties and responsibilities of each position to determine if it has
been appropriately classified.

3. Conduct a Fair Labor Standards audit of each full-time position for classification and
state an opinion as to whether each position is to be classified “Exempt” or “Non-
Exempt “.

4. The city will identify ten (10) comparable public entities in the metropolitan area for
salary survey purposes. Vendor should evaluate selections and make
recommendations on changes. Vendor shall identify specific positions for which
they believe comparisons to the private sector are appropriate.

5. Identify the process to be used in collecting data on salary and major benefits from
comparison cities and any process or technique to normalize the data between
comparison cities of differing sizes or service levels.

6. Identify the process to be used in collecting data on major fringe benefits including
but not limited to pension, health insurance, dental insurance, vision insurance, life
insurance, vacation benefits, sick leave and other leave policies.

7. Develop a pay grade and range for jobs (current pay plan attached) providing
starting, mid-point and top pay ranges including any intermediate ranges
recommended.

8. Identify the cost savings or additional costs associated with implementing the
recommended pay plan including any recommended transitional plans from the
current pay plan.
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9. Provide an administration manual including plan maintenance procedures.

10. Conduct an employee survey to assess current job duties and update job
descriptions accordingly.

11. Provide sample documents to be used to communicate the compensation system
change to current employees, and a summary document to communicate the full
compensation system to current and future employees, both to be provided in
reproducible hardcopy and electronic copies

12. The successful vendor will have a minimum of two presentations at a joint meeting
of the Audit & Finance Committee and Board of Aldermen including one to review
process and comparable city criteria and one to present findings and
recommendations.

Project Title and

Contact Name Contact Info .
Service Dates

Dee Jones S2L il e Classification and

i FL 3204
Human Resources Director Gitaeil Cove Su e, L SR Compensation Study

. ) (904) 297-7500 x3313
Cloy @i Creen Cove Spimte DJones@GreenCoveSprings.com 20

The City of Green Cove Springs employs 134 employees in 91 unique job titles. The scope
of work included the following areas of work:

Classification Study

1. Consultant to review current classification grade methodology and propose
recommended strategies for the City.

2. Employees to complete Position Descriptions Questionnaires (PDQ’s).

3. Consultant to conduct interviews and/or job audits as appropriate. Interviews
and/or job audits may be conducted individually or in groups based upon
classification.

4. Consultant to compare PDQ’s and interviews and job audit results to existing job
descriptions.

5. Consultant to update job descriptions to uniformly reflect the distinguishing
characteristics, essential job functions, minimum qualifications
(education/experience and knowledge/skills/abilities), working conditions (physical
demands, work environment, and travel requirements), and
certifications/licenses/registrations required for classifications as needed.

6. Consultant to identify Officials & Administrators, Professionals, Technicians,
Paraprofessionals, Administrative Support, Skilled Craft Workers, and Service
employees, including Fair Labor Standards Act (FLSA) status (exempt/non-exempt).

7. Consultant to present proposed recommendations to the HR Director and City
Manager for review prior to making any final classification determinations.
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8. Consultant to finalize class specifications and recommend appropriate classification
for each employee, including correction of identified discrepancies between existing
and proposed classifications.

9. Consultant to identify career ladders/promotional opportunities as deemed
appropriate.

10. Consultant to submit recommendations for appropriate implementation measures
that the Human Resources staff will need to take.

11. Consultant to provide a straightforward, easily understood, maintenance system
that the Human Resources Department will use to keep the classification system
current and equitable. The classification system should be provided in an electronic
medium. Maintenance should include annual activities, as well as the process we
would use in the review of the classification of individual jobs, as needed.

12. Consultant to conduct a comprehensive training program for Human Resources staff
to ensure that the staff can explain and administer the new system in the future.
The training program should be clearly spelled out in the proposal.

Compensation Study

1. Consultant to review current compensation plan (salary grade levels and steps) and
understand current challenges in recruiting and retaining employees.

2. Consultant to recommend and identify a consistent and competitive market position
that the City can strive to maintain.

3. Consultant to recommend comparable labor markets, including both private and
public-sector employers, for compensation survey.

4. Consultant to develop and conduct a comprehensive compensation and benefits
survey.

5. Consultant to recommend appropriate salary range for each position based on the
classification plan, the compensation survey results, and internal relationships and
equity. Prepare a new salary structure based on the results of the survey and best
practices.

6. Consultant to develop guidelines to assist City staff with determining the starting
pay for new employees based on knowledge and experience above the minimum
requirements of the position, how difficult the position is to fill, and market
competitiveness.

7. Consultant to recommend implementation strategies including calculating the cost
of implementing the plan.

8. Consultant to identify any extreme current individual or group compensation
inequities and to provide a recommended corrective action plan and process to
remedy these situations.

9. Consultant to make recommendations and provide implementation strategies
related to other key compensation practices, based on market demands, including
pay for performance, skill pay, special assignment pay, certification pay, bilingual
pay, promotional pay, and acting assignment pay.

10. Consultant to provide system documentation and computer formats/software to
administer compensation plan.
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11. Consultant to provide recommendations for the ongoing internal administration and
maintenance of the proposed compensation plan. Maintenance should include
annual activities such as a market survey.

12. Consultant to conduct a compression analysis to include recommendations for
implementation.

13. Consultant to conduct a comprehensive training program for Human Resources staff
to ensure that the staff can explain and administer the new system in the future.

The training program should be clearly spelled out in the proposal.

Project Title and

Contact Name Contact Info .
Service Dates

100 South Russell Street

Hazel Johnson Portland, TN 37148 Compensation Stud
Director of Human Resources (615) 325-6776 x232 202 4p Y
City of Portland HJohnson@CityofPortlandTN.go

A

The City of Portland employs 175 employees in 130 unique job titles. The scope of work
included the following areas of work:

e All positions and job descriptions on the proposed city authorization list are to be
studied, and employee interviews are to be conducted as necessary.

e Local governments within both Sumner and Robertson County are to be used for
comparison. The key is not simply comparing communities our size, but a
comparison should be based on the communities to which we lose employees. The
study should review wage and benefit information for local industry as provided by
the City’s Economic and Community Development Department.

e Give a recommendation for a phased implementation of the study, and how that
may apply to exempt and non-exempt employees if the plan cannot be implemented
in one budget cycle.

e Comparison of benefits and their value to wages will also be important. Example:
Compare employee “A” with a $37,440 yearly salary and employer paid health
insurance, to employee “B” with a $43,680 yearly salary and a 50% employer paid
health insurance.

¢ Recommend best practice for maintaining pay ranges. Such as updating the ranges
yearly or every 3 years according to cost of living.

¢ Evaluate the current police and fire step plans and offer recommendations to
compress or alter the current plan.

e (reate a new step plan for all other positions along with recommendations on how
to transition from current ranges.

e Provide methodology for developing steps and adding new positions to the plan.

e Present industry standards on how and when to progress within a step plan as it
applies to yearly evaluations, employees with recent disciplinary action, or sub-par
performance.
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¢ All information completed within the contracted study shall become the property of
the City. Any proprietary software data must be converted to excel spreadsheets to
be used and edited according to the needs of the City.

Project Title and

Contact Name Contact Info .
Service Dates

Duane D’Andrea HOD IR T seiranite Compensation and

Human Resources Director IDrgticyy Loearel, AL B3 Classification Study

. (561) 243-7125
Cloy o Wrellvzy ltiezicln DandreaD@MyDelrayBeach.com 20

The City of Delray Beach employs approximately 387 employees in 239 unique job
classifications. The scope of services for the project entailed conducting a survey of
comparable governmental agencies and private employers if applicable within South Florida
(Palm Beach, Broward and Miami-Dade Counties Only) to assess the external
competitiveness of the following:

a. Review current compensation plans for all employee groups (salary, grade levels and
steps) of approximately 240 positions.

b. Prepare a summary and make recommendations for revising the job classification
and salary plan that details the following: ensures fairness and competitiveness to
attract and retain qualified employees.; enables compensation decision making that
is based on valid data and is consistent and defensible across the organization; and
is flexible and responsive to changes in the City’s objectives or structure and is
simple to understand and can be clearly communicated to employees.

c. Determine comparable labor markets, including both private and public sector
employers for compensation survey. Establish appropriate benchmarking standards.

d. Consolidate the survey result in a clear, objective summary detailing the following:
agencies surveyed; position titles surveyed; and position titles that match City
position titles in level of responsibility, minimum requirements, and essential job
functions.

e. Conduct a comprehensive salary survey of job classifications in comparable
organizations to include salary ranges and actual salaries.

f. Based upon results of the survey, and review of internal relationships between
positions and classifications, recommend a revised Classification & Compensation
Plan.

g. Recommend appropriate salary range for each position based on the classification
plan, the compensation survey results, and the internal relationships and equality.
Prepare a new salary structure based on the results of the survey and best practices.

h. Based upon the recommended pay plan, review existing salaries to determine proper
placement within proposed classifications, and recommend appropriate “equity
adjustments” as needed.

51

#Paypoint HR

Page 263 of 303



Identify any extreme current individual or group compensation inequities and
provide a recommended corrective action plan and process to remedy these
situations.

Project Title and

Contact Name Contact Info .
Service Dates
. 7008 South Rice Avenue Classification Study and
Melanie Glaze : )
. Bellaire, TX 77401 Total Compensation

Director of Human Resources

Citv of Bellaire (713) 662-8271 Study

/ MGlaze@Bellaire TX.gov 2024

The City of Bellaire employs 188 Full-time equivalent employees across 160 classifications.

The Scope of Work to be provided includes conducting a comprehensive evaluation of every
job within the City to determine relative worth within the organization for internal equity
and for the establishment of pay ranges and step progressions within the ranges. The
Consultant will be required to review all current job classifications, confirm, and
recommend changes to hierarchical order of jobs using an approved evaluation system.
Additionally, the Consultant will be required to complete the following:

Classification Study

Vii.
Viii.

s

Review relevant background materials, including but not limited to organizational
charts, budgets, personnel rules, and job descriptions.

Conduct a comprehensive evaluation of existing job descriptions for City employees.
Establish appropriate benchmarking standards and conduct classification/salary
surveys as needed for similar positions with comparable Texas municipalities and
relevant private employers.

Review current classification grade methodology and proposed recommended
strategies for the City.

Meet with staff to discuss study and agree on methodology and Position Description
Questionnaire (PDQ) to be used.

Develop and distribute a PDQ to each employee.

Review and analyze completed PDQs for all employees covered by the study.
Conduct interviews and/or job audits as appropriate. Interviews and/or job audits
may be conducted individually or in groups based upon the classification.

Draft updated job descriptions to uniformly reflect the distinguishing
characteristics, essential job functions, supervisory responsibility and level of
authority, minimum qualifications (education/experience and
knowledge/skills/abilities), working conditions (physical demands, working
environment, and travel requirements) certification/licenses/registrations
requirements, and accurate ADA compliant language for classifications as needed.
Recommend deletion of outdated or unnecessary duties or classes.

Develop new classes as appropriate.
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xii.  Develop and identify viable career progressions within the classification plan.
xiii. Review various job series in terms of appropriateness.

xiv.  Confirm and recommend changes to the hierarchal order of jobs according to the
established methodology.

xv.  Identify EEO classes, including but not limited to Officials & Administrators,
Professionals, Technicians, Paraprofessionals, Administrative Support, Skilled Craft
Workers, and Service employees.

xvi.  Qualify the FLSA status (exempt/non-exempt) of each classification.

xvii.  Allocate all employees to an appropriate job class.

xviii.  Submit proposed recommendations to the City Manager and designated Human
Resources staff for review prior to making any final classification determinations.

xix.  Provide straightforward, easily understood, maintenance system that the Human

Resources Department will use to keep the classification system current and
equitable. This should be provided in an electronic format. Maintenance should
include annual activities, as well as the process to be used to review the
classification of individual jobs, as needed; and

Total Compensation Study

i.  Review current compensation plan and understand current challenges in recruiting
and retaining employees.

ii.  Recommend and identify a consistent and competitive market position that the City
can strive to maintain.

iii.  Recommend comparable labor markets, including both private and public sector
employers for total compensation (compensation and benefits) study. (For
comparator Cities, recommendations should demonstrate similarities between
Bellaire and cities of like size and area. This should include comparing factors such
as population, staff and budget size, growth rate, Ad Valorem Taxable Value, tax
rate, median household value, etc.).

iv.  Develop and conduct a comprehensive compensation and benefits survey.

v.  Analyze benefits data to provide a comparison of total compensation for Bellaire

vi. and comparators. Analysis should include:

1. Medical, dental, life, short-term disability, long-term disability, long-term care,
vision, and paid time off such as holidays, vacation, and sick leave.

2. Employer matches to employee retirement and/or deferred compensation

contributions.

Availability of and employer matches to Health Savings Accounts.

4. Pay incentives such as longevity, tuition reimbursement, and any other
innovative benefits/pay.

w

vii. Recommend an appropriate salary range for each position based on the
classification plan, the compensation survey results, and the internal relationships
and equality. Prepare a new salary structure based on the results of the survey and
best practices.
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viii. = Recommend and develop guidelines to assist City staff with determining starting
pay for new employees based on knowledge and experience above the minimum
requirements of the position, difficulty to fill and market competitiveness.

ix. Recommend and develop salary administration procedures regarding promotions,
demotions, and other position movements which may affect salary.

X. Recommend implementation strategies, including calculating the cost of
implementing the plan.

xi. Identify any extreme current individual or group compensation inequities and
provide a recommended corrective action plan and process to remedy.

Xii. = Make recommendations and provide implementation strategies related to other key
compensation practices, based on market demands, including pay for performance,
skill pay, special assignment pay, certification pay, bilingual pay, shift pay, on call
pay, and acting assignment pay.

xiii.  Provide system documentation and computer formats/software to administer
compensation plan.

xiv.  Provide recommendations for the ongoing internal administration and maintenance
of the proposed compensation plan. Maintenance should include annual activities
such as market survey.

xv.  Conduct a compression analysis to include any recommendations for
implementation; and

xvi.  Provide documentation of methodologies, techniques, and data used to make
recommendations.

Contact Name Contact Info Project Title and

Service Dates

7401 Baltimore Avenue
College Park, MD 20740
(240) 487-3536
Tway@CollegeParkMD.gov

Teresa Way-Pezzuti
Director of Human Resources
City of College Park

Job Classification and
Compensation Study
2024

The City of College Park employs 118 employees across 80 classifications. The scope of
work for the Job Classification and Compensation Study included:

e Review existing job descriptions and conduct comprehensive interviews where
necessary to update and/or create new job descriptions and ensure that they
accurately reflect duties performed by position incumbents and comply with
relevant federal, state, and county regulations. Job descriptions shall reflect
essential responsibilities and duties, minimum and preferred qualifications, and
working conditions and physical requirements. Provide electronic, editable copies to
City. Confirm the exempt or non-exempt status of each position, per Fair Labor
Standards Act requirements.

¢ Conduct market-based wage, salary, and benefits survey for all positions, to include
without limitation the identified peer group, to determine the competitiveness of the
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City’s total compensation package. Also, look at whether the City is paying a living
wage for our positions living here in the DC Metro area.

e Revise or develop wage and salary grades and ranges. Place each position into the
appropriate wage range or grade according to the market, the compensation
philosophy, and internal equity.

e Write a policy and process that enables the City to maintain the wage and salary
structure that is developed (or revised); including issues such as transfer,
promotion, demotion, red-circling, reclassification, new hire salaries, etc.

e Recommend an implementation plan for the new system. Include calculations for
the approximate cost of implementing the recommendations and a workable
timetable for implementation.

Project Title and

Contact Name Contact Info .
Service Dates

215 Sycamore Street

Muscatine, Iowa 52761 Compensation Study
(563) 264-1550 2023
SRomagnoli@Muscatinelowa.gov

Stephanie Romagnoli
Human Resources Manager
City of Muscatine

The City of Muscatine employs 144 employees across 86 classifications. The scope of work
for the Compensation Study included:

Review

¢ Review the current compensation and pay ranges for all positions not covered under
a collective bargaining agreement.

¢ Evaluate pay plan for appropriate internal equity.

e Positions will be evaluated in comparison to local economic market conditions for
entry level, professional, and management personnel. In order to accomplish the
external market review of positions, ten or more comparable organizations (e.g.
cities or counties) and a minimum of five major private and/or public sector market
competitors will be surveyed as determined in agreement with the city.

e Identify factors and appropriate weights which accurately reflect the value of the
different types of work.

Survey -
¢ Develop and conduct an external assessment or compensation survey evaluating all
current non-union and selected union job classifications by comparing actual job
content and duties of the classification to comparable job classification in other
comparable organizations.
e Provide a report between survey data and estimates of fiscal impact at various
percentage relationships to prevailing market rates.
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e Provide an alternate or additional cost proposal for surveying insurance plans, leave
policies, and retirement benefits.

Project Title and

Contact Name Contact Info ;
Service Dates
. A _
Donna Jentink 201 Highland Avenue Compensation &
HR Compensation Supervisor Largo, Florida 33770 (lassification Study
Citv of LIZr 9 B (727) 586-7349 2019 - 2020, 2022,
4 & DJentink@Largo.com 2023 - 2024

The City of Largo employs 232 non-represented employees across 168 job titles. The scope
of work for the Compensation & Classification Study included

¢ Conduct a comprehensive salary survey for the City’s Non-Represented positions to
determine and identify quality job matches for each job title.

e Conduct a compensation and classification study of the City’s job titles in the Non-
Represented Pay Groups: City Manager, Executive Management, Operational
Management, Professional/Technical, Temporary, and Variable.

e Review job titles and make recommendations for pay group, grade, range placement
of current and proposed positions based on the classification study and salary
survey.

e Review job families and career ladders and identify problem/concerns within the
internal hierarchy system and propose methods to correct.

e Prepare a framework for a new and improved compensation structure to include
definitions for each pay group identified, recommended pay ranges per group, and
the list of the job titles to be classified to each unique pay group and pay range.

¢ Determine if the Professional/Technical group should be further defined and
separated. Determine if the Operational Management group should be further
defined and separated (ex. a business track vs. technical career track).

¢ Perform a comprehensive compensation analysis to address internal equity and
compression issues considering employee compensation history, annual
compensation in relationship to pay range spread, midpoint, anniversary, education,
directly related years of experience and related factors to include state and federal
regulations.

¢ Conduct an analysis of the City’s administrative support classifications for the
purpose of recommending job descriptions that more effectively capture the
department’s administrative needs city-wide.

¢ Recommend specific job evaluation methodologies and approaches to ensure the
establishment and maintenance of a job evaluation and pay system based on
internal equity and competitiveness with the public sector and private sector (similar
sized organizations).

e Review and determine best practices and improved narratives to enhance the
process in which the City administers the following personnel actions and handling
of the transaction for the City’s consideration in updating the Personnel Rules and
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Regulations, Section VI: Pay and Classification Plan. Personnel Action Types: Starting
Pay, Rehire, Reclassification and Types, Delete/Add, Demotion, Promotion, Transfer,
Standby Time, and Call Back Time.

Project Title and

Contact Name Contact Info .
Service Dates
Kathy Carmody 23296 Courthouse Avenue o
) Classification &
Chief Human Resources Accomac, VA 23301 Compensation Stud
Officer (757) 789-3115 ; 023p Y
Accomack County KCarmody@CO.Accomack.VA.US

Accomack County employs approximately 335 employees in 150 unique job classifications.
The scope of services for the project included

1. Provide for a comprehensive evaluation of every position within the County
structure to determine relative worth within the organization (internal equity) and
for the establishment of pay ranges. Included should be a comparison and analysis
of salaries and wages of like or similar jobs (external equity) in comparable
government entities and private employers in Virginia and the general region for
which the County competes for a labor supply, as well as recommendations for
appropriate market pay for each position, with particular emphasis on positions that
have been identified as difficult to fill either through cost of competing, or technical
skills.

2. Provide for a job analysis of targeted, difficult to fill or compete positions within the
County for the purpose of determining specific duties, responsibilities, job
requirements and the creation of new job descriptions, if necessary for job families
and consistency across departments and constitutional offices. This process may
include interviews with employees and supervisors where necessary to confirm job
content as well as “desk audits” when appropriate.

3. Meetings are to be held with County officials to gather information regarding the
County’s current compensation and classification plan, and to discuss any specific
concerns of the County with respect to the development of a new pay plan. Later
meetings are to be held with County officials to present and discuss the firm’s
intended strategy for completing the analysis, discuss methodology, review the
overall scope of work for the project, and schedule for completion of all activities.

4. Meetings are to be held with department heads, supervisors and employees to
provide an overview of the compensation study, explain specific procedures to be
undertaken to collect job information, and provide an overview of the project
schedule. The County desires an approach that will involve employees, their
supervisors and department heads in upgrading the classification and compensation
system.
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5. Perform an analysis of both the wage and salary survey information to determine an
equitable and appropriate compensation and classification plan for the County.

6. Hold meetings with County officials to present findings and develop a transition
plan and implementation strategy for moving from the County’s current pay system
to the recommended plan. Additional meetings will also be held to discuss and
explain the recommended compensation and classification system and resulting
financial impact to the County’ Board of Supervisors’ personnel committee so that
they can be the conduit to the board as a whole during budget deliberations. The
implementation plan should contain the total cost for implementation as well as a
plan to phase-in over a three-year period.

7. Conduct training/informational sessions with all department heads and supervisors
with regard to the changes to the classification/compensation systems. Training
will be provided to the County staff in the use, maintenance, and administration of
the new systems.

Project Title and

Contact Name Contact Info .
Service Dates

333 Daniel Webster Highway
Boscawen, New Hampshire
03303 (603) 796-6873
wheath@merrimackcounty.net

Wendy Heath
Human Resources Director
Merrimack County

Pay and Classification
Study
2023

Merrimack County employs approximately 600 employees in 164 unique job classifications.
The scope of services for the project included

¢ Conduct an employee compensation and classification survey of public and private
employers within the County’s demographic location who provide services
comparable to the County’s job positions. Organizations chosen for comparative
data and analysis should be selected using rationale proposed by the Contractor and
with concurrence from the Merrimack County Human Resources Department.

e Prepare a comparative analysis that identifies the County’s competitive position in
the labor market.

¢ Analyze the County’s current pay practices, pay guidelines, policies, and
compensation structure.

e Provide recommendations for adjustments to salaries and hourly rates,
compensation guidelines, and policies that will promote retention, increase
competitiveness, reward employees, and assure equity in the County’s compensation
structure, including but not limited to;

a. Wage and salary rates and ranges to include percent spreads between job
classifications.
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b. Identifying internal equity and compression issues.

c. Shift and weekend differential analysis.

d. Annual cost of living adjustments.

e. Per Diem/On Call positions rate of pay methodology and potential wage
adjustments.

e Meet with County representatives, as required, to perform the services.
e Deliver a detailed report inclusive of work performed, findings, and

recommendations.
e Be available for a presentation of report to the Merrimack County Board of
Commissioners.
Contact Name Contact Info PTOJe.Ct LT AL
Service Dates
Kristie Lewis, Esq. S0 ket £ el Classification and
. Tomball, TX 77375 .
Director of Human Resources (281) 351-5484 Compensation Study
City of Tomball 2023

klewis@tomballtx.gov

The City of Tomball employs approximately 202 employees in 120 unique job
classifications. The scope of services for the project included

1. Classification Study

a. Review current classification grade methodology and propose recommended
strategies for the city.

b. Conduct interviews and/or job audits as appropriate. Interviews and/or job audits
may be conducted individually or in groups based upon classification.

c. Update job descriptions to uniformly reflect the distinguishing characteristics,
essential job functions, minimum qualifications (education/experience and
knowledge/skills/abilities), working conditions (physical demands, work
environment, and travel requirements), and certification/licenses/registrations
requirements for classification as needed.

d. Qualify the FLSA status for each job classification.

e. Finalize class specifications and recommend appropriate classification for each
employee, including correction of identified discrepancies between existing and
proposed classifications.

f. Identify career ladders or promotional opportunities as deemed appropriate.

g. Provide a straightforward, easily understood, maintenance system that the City and
Human Resources Department will use to keep the classification system current and
equitable. Maintenance should include annual activities, as well as the process
required to review classifications of individual jobs, as needed.
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2. Compensation Study

a. Review current compensation plan and pay practices (range adjustments,
compression, years of service, etc.) to understand current challenges in recruiting
and retaining employees.

b. Recommend and identify a consistent and competitive market position that the city
can strive to maintain.

¢. Recommend comparable labor markets, including both private and public sector
employers for compensation survey.

d. Develop and conduct a comprehensive compensation and benefits survey, to include
determination of total compensation.

e. Recommend appropriate salary range for each position based on the classification
plan, the compensation survey results, and the internal relationships and equality.
Prepare a new salary structure based on the results of the survey and best practices.

f. Recommend implementation strategies including calculating the cost of
implementing the plan.

g. Identify any extreme current individual or group compensation inequities and
provide a recommended corrective action plan and process to remedy these
situations.

h. Make recommendations and provide implementation strategies related to other key
compensation practices, based on market demands, including pay for performance,
skill pay, special assignment pay, certification pay, bilingual pay, promotional pay,
and acting assignment pay.

i. Provide recommendations for the ongoing internal administration and maintenance
of the proposed compensation plan. Maintenance should include annual activities
such as market survey.

j-  Conduct a compression analysis to include any recommendations for
implementation.

Project Title and

Contact Name Contact Info .
Service Dates

Debbie Duncan 10000 E 59 Street Compensation &

HR Manager LBy, IO E2 128 Classification Plan

: (816) 737-6006
Gty @it IKayyigo DebraD@Raytown.MO.US AULL = Abs

The City of Raytown employs approximately 109 employees in 68 unique job classifications.
The scope of services for the project included

Meet with the HR Manager and City Administrator at the initiation of each phase of the
study and to make oral presentations to the Selection Committee at the conclusion of each
phase. Ongoing and open communications between designated City representatives and the
consultant over the course of the study. All products and recommendations to comply with
applicable State and Federal laws and enhance the City's ability to obtain and retain
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qualified personnel. The consultant to review the current job descriptions and
Compensation and Classification Plan and determine the need for a new compensation
system, which would assure internal equity and external competitiveness.

Conduct a comprehensive compensation survey of external regional labor market for
designated positions and make recommendations for changes to the current classification
system or adoption of a newly designed compensation system, which assures internal
equity and external competitiveness. The method in which to perform this analysis is to be
determined by the consultant, and comparison cities to be included in the study will be
approved by the City of Raytown. The consultant to provide city staff with copies of the
final compensation study and proposed salary structure - the final number to be
determined. Design an implementation strategy for the updated compensation system
recognizing the financial impact on city operating process and greatest gain to positions
that fall outside of a designated range.

Upon implementation of the compensation system, the consultant required to provide
training to the HR Manager on the utilization and maintenance of the system. Additionally,
the consultant to provide necessary documentation and other materials so the City will be
able to maintain the system independently of the consultant following the implementation
of the job evaluation/compensation plan. The consultant to provide City staff with training
materials and policies and procedures for maintenance of the system.

Project Title and

Contact Name Contact Info .
Service Dates
Laura McIntosh 109 E. Main Street Compensation Study &
Director of Human Resources Front Royal, VA 22630 Update Employee
& Risk Management (540) 635-3929 Handbook
Town of Front Royal LMcIntosh@FrontRoyalVA.com 2022 - 2023

The Town of Front Royal employs approximately 185 employees. The scope of services for
the project included

Market Analysis. The Town of Front Royal would like a market analysis performed for the
Town’s classifications and compensations. To this end, the Offeror should conduct a
comprehensive benchmark analysis of all Town positions with comparators to include
surrounding counties, towns, and cities that compete with the Town’s employment market.
The comparators shall be determined by the consultant after consultation with the Town
and the Offeror shall prepare and deliver a detailed report and analysis of the benchmark
survey results for all positions compared to the market and how this analysis informs the
Town’s pay plans.

Development of a Recommended Pay Scale. The Successful Offeror shall develop a
compensation plan, the appropriate classification of all positions in the proposed plan,
options for implementing the proposed compensation plan in phases, and a pay
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compression analysis of all Town positions. The phasing would need to take into
consideration the need for wage adjustments, with the most critical positions being
addressed first, and the budget impact of each phase. The Town is interested in developing
policies and pay scales that align with the current “market” rate and are informed by the
comprehensive benchmark market analysis. Pay recommendations should be externally
competitive and internally equitable.

Project Title and

Contact Name Contact Info .
Service Dates

121 SW Flagler Avenue
Stuart, FL 34994

(772) 288-5322
RJohnson@CI.Stuart.FL.US

Classification and
Compensation Study
2019, 2024

Roz Johnson
Human Resources Director
City of Stuart

The City of Stuart has a total of 251 full-time budgeted positions with 79 in one of two
collective bargaining units and 40-45 part-time employees across 121 different
classifications.

Classification

e Conduct a job audit of selected benchmark positions, including general task analysis
by department. This review may include interviews with Department Directors,
division managers and other key personnel and/or employees to determine the
essential functions of each position. Benchmark positions to be determined by the
project team, input from Department Directors and guidance from the consultant.

e If deemed the appropriate method, prepare/provide a job analysis questionnaire for
City management approval. The City would facilitate its distribution and completion.

e Assign all jobs to salary grades based on an objective evaluation of compensable
factors related to the duties and responsibilities of the individual job.

¢ Refine job classifications/titles to accurately represent job duties and
responsibilities as necessary. Review supervisor/management titles and recommend
titling structure which defines consistent levels of responsibility across the
organization.

e Review a sampling of existing job descriptions and recommend updates, as needed,
including requirements of education, experience, knowledge, skills, and abilities.

e Map career ladders/promotional opportunities for selected classifications.

e Provide methodology for evaluating the classification of positions/jobs on an
ongoing basis. Train Human Resources personnel in the administration of the
proposed new/modified classification system.

e Assess FLSA designation for select positions.
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Compensation

e Review the current pay grade and salary ranges of City positions, including
recommending appropriate salary ranges based on compensation survey and study
results and appropriate salary range for each position.

e Evaluate current pay plan structure (i.e. number of pay grades, including additions,
deletions, and/or consolidations, appropriateness of pay range spread from salary
minimum to maximum).

¢ Conduct interviews, as necessary, with City Manager, Human Resources personnel,
and Department Directors for the purpose of clarifying and determining project
scope, selection of entities to be surveyed, and identification of benchmark
positions. Listing of the benchmark agencies to be utilized in the study shall be
subject to review and approval by the project and/or executive team prior to the
initiation of the work.

e Determine the appropriate labor markets for the study (non-bargaining, PBA, and
IAFF) and determine existence of relevant salary survey data.

¢ Develop and conduct an external compensation survey comparing benchmark
positions with other local government and private sector entities in order to identify
the City’s competitive position in the regional labor market. This compensation
survey shall include the actual salaries and tenure in position of employees in said
benchmark positions, with anomalies identified.

Project Title and

Contact Name Contact Info .
Service Dates

200 South Cherry Street

Robin Davis Galeshurg, TN 61401 Cla331f1cat19n &
County Treasurer (309) 343-7002 Compensation Study
Knox County 2019 - 2024

RDavis@CO.Knox.IL.US

Knox County employs approximately 349 full-time employees and 70 part-time employees
across eighteen departments with many positions covered by collective bargaining
agreements. The scope of work for the Classification & Compensation Study included

e Review and assess the County’s current compensation and benefit plan; conduct a
comprehensive compensation benefits comparability study; and recommend
revisions to the plan.

e Ensure the County’s compensation and benefit plan revision recommendations
reflect internal equity and external equity as compared with compensation for
similar work in comparable counties and in the private sector.

e Provide alternative recommendations demonstrating the methodology the County
should use to implement any new classification and compensation system, including
the placement of all employees within the classification and compensation system,
and the advantages, disadvantages, and financial impact of each alternative.
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Project Title and

Contact Name Contact Info .
Service Dates

20D i T v iy Position Classification

Joe Fischbach Cottage Grove, MN 55016 B T———

Human Resources Manager (654) 458-2883 -

City of Cottage Grove JFischbach@ 2020 - 2024
CottageGroveMN.gov

Cottage Grove employs 145 full-time and 12 part-time employees as well as 47 paid on call
Fire and 200 seasonal staff. Of this, 82 employees are organized into one of the following
unions: Cottage Grove Police Officers Federation, Inc., Law Enforcement Labor Services,
Cottage Grove Professional Firefighters Association, and International Union of Operating
Engineers. The scope of work for the Classification & Compensation Study included

Provide professional services with integrative support services to evaluate and analyze
needs, design, develop, and implement updates to the position evaluation and
compensation system that includes the following milestones:

¢ Evaluation and analysis of City needs and philosophy.

e Evaluation of existing job descriptions and the recommendations of revisions to
assure compliance with ADA and other State and Federal requirements.

e Thorough evaluation of changed positions to determine a job value, by assigning
points to the position based on standard factors, and a spot review of the current
position evaluations with recommendations for necessary revisions.

e Objective classification ranking and banding of each position and the provision of
internal pay equity.

e Provide a wage/labor market survey and the analysis of supporting data for the
development of the pay structure while assuring internal and external equity and
compliance with State Pay Equity Compensation Standards.

Provide recommendations and options for updating the evaluation and compensation
system.

¢ Provide system testing to assure compliance.

e Provide recommendations on a system for determining the validity for requests for
reclassification and/or compensation changes.

¢ Determine exempt and non-exempt status for each position.

e Provide implementation support and maintenance training on the system.

e Post contract services involving review of new job descriptions and determination of
points and salary for the new position as well as assistance with the first State Pay
Equity report following compensation review to assure compliance.
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Cost Proposal

PHASE 1 Classification Component

]

A Project Start and Initial Meetings 10
B Baseline Data Collections & Initial Analysis 19
C Job Analysis Collection/Completion 12
D Job Evaluation and Classification Development 19
E Draft Job Descriptions and Policy Guides 26
F Develop Guide for Implementation of Changes and Draft Interim Report 10

Subtotal Professional Hours 96

PHASE 2 Compensation Component

I

A Identify Benchmark Positions and External Survey Comparator List 10
B Design and Distribution of Survey 19
C Collect and Analyze Survey Data 48
D Internal Relationship Analysis and Internal Alignment 32
E Preparation of Draft Report 16
F Deliver Final Report and Work Products for Implementation 19

Subtotal Professional Hours 144

Total Estimated Hours of Phase 1 & Phase 2 240

The standard consulting rate for the senior personnel listed, consistent with the Federal
GSA schedule, is $125 per hour of service. The total, firm-fixed price fee would be $30,000.
Travel for a final presentation is included in the quote. Regular invoices, including a
thorough delineation of services rendered, would be on a net 30-day basis. Paypoint expects
support from the client in communication with key staff, setting up meetings, and
providing meeting resources, as well as establishing reporting relationships, milestones, and
timelines.

Provisions to Other Agencies: Paypoint HR agrees to make available to other Government
agencies, departments, and municipalities the prices submitted in accordance with said
terms and conditions therein, should any said governmental entity desire to buy under the
terms of the proposal.
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Appendix - Sample PVP Job Description Survey
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Position Vantage Point “Paypoint HR

First Name Last Name Job Location

Department Job Title Full-time / Part-time

Job Summary

Please provide a summary for the purpose of the position in one or two sentences.

Where Position Fits
Complete the structure using job titles to show where your job fits. Use official classification titles only, not working titles.

Supervisor’s Title

Job Titles of Peers / Co-workers (Reporting directly to same supervisor)

) J
J J

5
Jobs Reporting Direct to Position (f applicable)
J J
J J
J J
5

1/11
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Position Vantage Point « Paypoint HR

Education and Experience

Minimum Education Level that Should be Required for Job Title

No Degree Master Degree in a Related Field (MA/MS/MBA)

High School Diploma / GED Master Degree Not in a Related Field (MA/MS/MBA)
Trade School Certificate Specialist Degree in a Related Field

Associate Degree in a Related Field Specialist Degree Not in a Related Field

Associate Degree Not in a Related Field Doctorate Degree in a Related Field (PhD/JD/EdD)
Bachelor Degree in a Related Field Doctorate Degree Not in a Related Field (PhD/JD/EdD)
Bachelor Degree Not in a Related Field Other

Degree Field Required for Job Title (e.g., Finance, Business Administration, Civil Engineering)

Required Certifications, Training, and Licensing for Job Title (e.g., Driver’s License, CDL, CPR)

Upon entering position: the minimum number years of prior experience in profession required.
(e.g., For Police Lieutenant: 8 years as a certified sworn officer, all ranks including Officer and Sergeant)

0 1 2 3 4t05 6to7 8to 10 More than 10

Upon entering position: the minimum number of years in preceding job in job series required
(e.g., For W/WWTP Operator III: 3 years as a W/WWTP Operator II )

0 1 2 3 4to5 6to7 8to 10 More than 10
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Position Vantage Point

Equipment/Tools (e.g., GIS, Microsoft Office, Backhoe, Narcan)

Visual Acuity (check all that apply)
Clarity of vision at 20 feet or more

Clarity of vision at 20 inches or less

* Paypoint HR

Three-dimensional vision - ability to judge distance and space relationships

Precise hand-eye coordination

Ability to identify and distinguish colors

Regulatory (Enter number associated with category)

EEO Category Number (if known)

1 - Officials / Administrators
2 - Professionals

3 - Technicians

4 - Protective Service Workers
5 - Paraprofessionals

6 - Office / Clerical

7 - Skilled Craft Workers

8 - Service / Maintenance

FLSA Status and Exemption (if known)

1 - Non-exempt

2 - Exempt - Executive

3 - Exempt - Administrative

4 - Exempt - Computer

5 - Exempt - Professional Learned or Creative

3/11
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Position Vantage Point * Paypoint HR

Duties and Responsibilities (to identify major duties and responsibilities)

EXAMPLE Result Expected of the Work

Percent of time spent Payroll administration for the maintenance department
40%
Priority
(Select one) Tasks Required to Achieve Result
Essential X Collecting payroll information from department employees on a
Verv important weekly basis; reviewing the collected information to make sure
Ty imp that it is complete; forwarding all appropriate documentation
Important (timecards, requests for time off, etc.) to the business office

for processing.
Somewhat important

Marginal

Task 1 Result Expected of the Work

Percent of time spent

Priority

(Select one) Tasks Required to Achieve Result

Essential

Very important
Important

Somewhat important

Marginal

Task 2 Result Expected of the Work

Percent of time spent

Priority

(Select one) Tasks Required to Achieve Result

Essential
Very important
Important

Somewhat important

Marginal

4/11
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Position Vantage Point

Duties and Responsibilities (to identify major duties and responsibilities)

Task 3

Percent of time spent

Priority

(Select one)

Essential

Very important
Important

Somewhat important

Marginal

Result Expected of the Work

Tasks Required to Achieve Result

* Paypoint HR

Task 4

Percent of time spent

Priority

(Select one)

Essential

Very important
Important

Somewhat important

Marginal

Result Expected of the Work

Tasks Required to Achieve Result

Task 5

Percent of time spent

Priority

(Select one)

Essential

Very important
Important

Somewhat important

Marginal

Result Expected of the Work

Tasks Required to Achieve Result
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Position Vantage Point

Work Environment (Check all that apply)

Never Rarely Occasionally
(0%) (1% - 15%) (16% - 40%)
EXAMPLE: Standing X
Sitting
Talking
Hearing
Standing
Walking
Driving
Grasping, pulling, pushing

Stooping, kneeling,
crouching, crawling

Climbing or balancing

Repetitive wrist, hand
and/or finger movement

Work in high, dangerous
places

Work in confined spaces

Operate mechanical
equipment

Biohazard or bloodborne
pathogens

Required to wear respirator
Fumes or airborne particles

Risk of electrical shock

Frequently
(41% - 70%)

* Paypoint HR

Regularly

(over 70%) Specific Examples

Speaking at public events
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Position Vantage Point « Paypoint HR

Note: Answer each question independent of any preceding questions. For example: a position that
often involves complex and diversified tasks may also involve routine or repetitive tasks. Enter 1 to 5,
1 - Strongly Disagree with the statement to 5 - Strongly Agree.

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree Nor Disagree Agree Agree
1 ‘ 2 ‘ 3 ‘ 4 ‘ 5

Complexity (Answer all questions)

Question 1: This position involves routine or repetitive tasks, processes, or operations
requiring the application of well-defined rules, procedures, policies, guidelines, and/or
instructions.

Question 2: This position involves generally standardized tasks processes, or operations
requiring the choice of action within well-defined rules, procedures, policies, guidelines,
and/or instructions.

Question 3: This position involves generally diversified tasks, processes, or operations
requiring the choice of action within well-defined rules, procedures, policies, guidelines,
and/or instructions.

Question 4: This position involves occasional (16% - 40%) complex and diversified tasks,
processes, or operations requiring the development of rules, procedures, policies, guidelines,
and/or instructions..

Question 5: This position involves frequent (41% - 70%) complex and diversified tasks,
processes, or operations requiring the development of rules, procedures, policies, guidelines,
and/or instructions.

Independence (Answer all questions)

Question 1: My position primarily involves detailed work instructions with close
supervisory review.

Question 2: My position primarily involves detailed work instructions with regular
supervisory review.

Question 3: My position primarily involves general work instructions with regular
supervisory review.

Question 4: My position primarily involves broad latitude on work tasks with
regular supervisory review.

Question 5: My position primarily involves broad latitude on work tasks with
minimal supervisory review.
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Position Vantage Point « Paypoint HR

Note: Answer each question independent of any preceding questions. For example: a position that
involves employee training may also schedule tasks. Enter 1 to 5, 1 - Strongly Disagree with the
statement to 5 - Strongly Agree.

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree Nor Disagree Agree Agree
1 ‘ 2 ‘ 3 ‘ 4 ‘ 5

Supervision Received (Answer all questions)

Question 1: My position frequently (41% - 70%) is provided established policy and procedures.

Question 2: My position frequently (41% - 70%) is provided specific direction and task/project
information needed is generally available.

Question 3: My position frequently (41% - 70%) is provided general direction and task/project
information needed is generally available.

Question 4: My position frequently (41% - 70%) is provided general direction and task/project
information is usually not readily available and must be sought.

Question 5: My position frequently (41% - 70%) is provided minimal direction and task/project
information is regularly vague.

Supervision Responsibilities (Answer all questions)

Question 1: My position involves the training and guidance of other employees and
provides input to supervisors with respect to employee performance.

Question 2: My position involves the assignment and scheduling of tasks of others.

Question 3: My position is directly responsible for the performance of others.

Question 4: My position directs employee performance evaluation including
hiring, promotion, discipline, and termination.

Question 5: My position has absolute authority to hire, discipline, and terminate
employees with the involvement of human resources.

Question 6: Total number of people who report to your position in the organization.
(E.g., For a department head, all employees in the department would be included.)
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Position Vantage Point « Paypoint HR

Note: Answer each question independent of any preceding questions. For example: a position that
is occasionally somewhat strenuous may also be occasionally very strenuous. Enter 1 to 5,
1 - Strongly Disagree with the statement to 5 - Strongly Agree.

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree Nor Disagree Agree Agree
1 ‘ 2 ‘ 3 ‘ 4 ‘ 5

Impact (Answer all questions)

Question 1: Mistakes made in my position typically lead to only minor costs, waste,
or inconvenience.

Question 2: Mistakes made in my position may lead to some costs, waste, or
inconvenience.

Question 3: Mistakes made in my position may lead to significant costs, waste,
or inconvenience.

Question 4: Mistakes made in my position may lead to major costs, waste, or
inconvenience and short-term impact to the direction, goals, and
reputation of the organization.

Question 5: Mistakes made in my position may lead to major costs, waste, or
inconvenience and long-term impact to the direction, goals, and
reputation of the organization.

Physical (Answer all questions)

Question 1: On occasion (16% - 40%), my position is slightly strenuous often requiring
minimal physical exertion and/or lifting of minimal weight (< 5 pounds).

Question 2: On occasion (16% - 40%), my position is somewhat strenuous often requiring
light physical exertion and/or lifting of light weight (< 20 pounds).

Question 3: On occasion (16% - 40%), my position is strenuous often requiring
some physical exertion and/or lifting of moderate weight (< 40 pounds).

Question 4: On occasion (16% - 40%), my position is very strenuous often requiring physical
exertion and/or lifting of heavy weight (< 60 pounds).

Question 5: On occasion (16% - 40%), my position is extremely strenuous often requiring
substantial physical exertion and/or lifting of especially heavy weight (> 60 pounds).
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Position Vantage Point « Paypoint HR

Note: Answer each question independent of any preceding questions. For example: a position that
involves interaction with vendors may also involve interaction with senior managers. Enter 1 to 5,
1 - Strongly Disagree with the statement to 5 - Strongly Agree.

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree Nor Disagree Agree Agree
1 ‘ 2 ‘ 3 ‘ 4 ‘ 5

Working Condition (Answer all questions)

Question 1: My position rarely (1% - 15%) or never (0%) involves exposure to uncomfortable
temperature, noise, chemicals/gases, contagious diseases, airborne pathogens, and/or
physical trauma.

Question 2: My position often involves occasional (16% - 40%) exposure to uncomfortable
temperature, noise, chemicals/gases, contagious diseases, airborne pathogens, and/or
physical trauma.

Question 3: My position often involves frequent (41% - 70%) exposure to uncomfortable
temperature, noise, chemicals/gases, contagious diseases, airborne pathogens, and/or
physical trauma.

Question 4: My position often involves regular (over 70%) exposure to uncomfortable
temperature, noise, chemicals/gases, contagious diseases, airborne pathogens, and/or
physical trauma.

Question 5: My position often involves potentially life-threatening exposure
temperature, noise, chemical/gases, contagious diseases, airborne pathogens, and/or
physical trauma.

Interaction (Answer all questions)

Question 1: My position requires frequent (41% - 70%) interaction with employees or
supervisors within my work area.

Question 2: My position requires frequent (41% - 70%) interaction with employees and
supervisors of other departments.

Question 3: My position requires frequent (41% - 70%) interaction with administrative and
technical staff including those outside the organization, i.e., vendors.

Question 4: My position requires frequent (41% - 70%) interaction with executive level
employees, senior managers, and directors.

Question 5: My position requires frequent (41% - 70%) interaction with individuals outside
the organization including community leaders, citizens, and the media.
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Position Vantage Point « Paypoint HR

Note: Answer each question independent of any preceding questions. For example: position that
involves petty cash purchases may also manage the department budget. Enter 1 to 5,
1 - Strongly Disagree with the statement to 5 - Strongly Agree.

Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree Nor Disagree Agree Agree
1 ‘ 2 ‘ 3 ‘ 4 ‘ 5

Financial (Answer all questions)

Question 1: My position is responsible for minor/petty cash purchases.

Question 2: My position is involved with financial/budgetary matters including
purchase orders, payments, grant funds, employee benefits, and the like.

Question 3: My position manages the budget for the department / work unit.

Question 4: My position allocates funds for the various departments / work units.

Question 5: The greatest value that my position has purchasing authority without approval
by another individual or external authority. (Select only one)

None Less than $5,000 Less than $50,000
Less than $1,000 Less than $10,000 More than $50,000
Less than $2,500 Less than $25,000

Additional Information
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City of

Biddeford

FY26 YTD BUDGET
REPORT AS OF 12/31/25
50% OF BUDGET

GENERAL FUND

FUND ORG OBJECT ACCOUNT ACCOUNT DESCRIPTION

001 21101 60101 001-1102-21101-300-951-60101-  Dept Manager Salary Exp

001 21101 60121 001-1102-21101-300-951-60121-  Council/Stipend Expense

001 21101 60251 001-1102-21101-300-951-60251-  Conferences/Training Expense

001 21101 60256 001-1102-21101-300-951-60256-  Dues/Memberships Expense

001 21101 60500 001-1102-21101-300-951-60500-  Admin/Office Supp/Eqt Non-Cap

001 21101 60797 001-1102-21101-300-951-60797-  Miscellaneous Expense
21101 Total 21101 Mayor/Council

001 21102 60101 001-1102-21102-300-951-60101-  Dept Manager Salary Exp

001 21102 60102 001-1102-21102-300-951-60102-  Mid Mgmt Hrly Employee Wage Ex

001 21102 60105 001-1102-21102-300-951-60105-  F-T Employee Wage Exp

001 21102 60123 001-1102-21102-300-951-60123-  Car Allowance Expense

001 21102 60251 001-1102-21102-300-951-60251-  Conferences/Training Expense

001 21102 60252 001-1102-21102-300-951-60252-  Travel/Mileage Expense

001 21102 60253 001-1102-21102-300-951-60253-  Food/Lodging Expense

001 21102 60256 001-1102-21102-300-951-60256-  Dues/Memberships Expense

001 21102 60402 001-1102-21102-300-951-60402-  Phone/Celular/Paging Exp

001 21102 60500 001-1102-21102-300-951-60500-  Admin/Office Supp/Eqt Non-Cap

001 21102 60501 001-1102-21102-300-951-60501-  Operating Supp/Eqt Non-Cap
21102 Total 21102 City Manager

001 21103 60101 001-1103-21103-300-951-60101-  Dept Manager Salary Exp

001 21103 60105 001-1103-21103-300-951-60105-  F-T Employee Wage Exp

001 21103 60111 001-1103-21103-300-951-60111-  Overtime Wage Expense

001 21103 60251 001-1103-21103-300-951-60251-  Conferences/Training Expense

001 21103 60252 001-1103-21103-300-951-60252-  Travel/Mileage Expense

001 21103 60256 001-1103-21103-300-951-60256-  Dues/Memberships Expense

001 21103 60500 001-1103-21103-300-951-60500-  Admin/Office Supp/Eqt Non-Cap

001 21103 60501 001-1103-21103-300-951-60501-  Operating Supp/Eqt Non-Cap

001 21103 60502 001-1103-21103-300-951-60502-  Printing & Copying Expense
21103 Total 21103 City Clerk

001 21104 60107 001-1103-21104-300-951-60107-  Temp Employee Wage Exp

001 21104 60252 001-1103-21104-300-951-60252-  Travel/Mileage Expense

001 21104 60500 001-1103-21104-300-951-60500-  Admin/Office Supp/Eqt Non-Cap

001 21104 60502 001-1103-21104-300-951-60502-  Printing & Copying Expense
21104 Total 21104 Elections/Voter Registr

001 21105 60101 001-1105-21105-300-951-60101-  Dept Manager Salary Exp

001 21105 60102 001-1105-21105-300-951-60102-  Mid Mgmt Hrly Employee Wage Ex

001 21105 60105 001-1105-21105-300-951-60105-  F-T Employee Wage Exp

001 21105 60251 001-1105-21105-300-951-60251-  Conferences/Training Expense

001 21105 60252 001-1105-21105-300-951-60252-  Travel/Mileage Expense

001 21105 60253 001-1105-21105-300-951-60253-  Food/Lodging Expense

001 21105 60256 001-1105-21105-300-951-60256-  Dues/Memberships Expense

001 21105 60306 001-1105-21105-300-951-60306-  Other Prof/Consult Srvs Exp

001 21105 60310 001-1105-21105-300-951-60310-  Service Contracts Expense

001 21105 60500 001-1105-21105-300-951-60500-  Admin/Office Supp/Eqt Non-Cap

001 21105 60501 001-1105-21105-300-951-60501-  Operating Supp/Eqt Non-Cap

001 21105 60502 001-1105-21105-300-951-60502-  Printing & Copying Expense
21105 Total 21105 Assessing

001 21106 60101 001-1106-21106-300-951-60101-  Dept Manager Salary Exp

001 21106 60102 001-1106-21106-300-951-60102-  Mid Mgmt Hrly Employee Wage Ex

001 21106 60105 001-1106-21106-300-951-60105-  F-T Employee Wage Exp

001 21106 60111 001-1106-21106-300-951-60111-  Overtime Wage Expense

001 21106 60251 001-1106-21106-300-951-60251-  Conferences/Training Expense

001 21106 60252 001-1106-21106-300-951-60252-  Travel/Mileage Expense

TYPE REVISED ESTIM REV  ACTUAL YTD REVENUE REMAINING REVENUE % COLL

mmmmmmmmmmmm mmmm mmmmmmmmm mmmmmmmmmmm mmmmmm

mmmmmm

$10,000.00
$10,800.00
$2,045.00
$3,700.00
$704.00
$11,260.00
$38,509.00

$175,673.08
$145,554.48
$80,304.48
$8,592.32
$10,016.30
$435.00
$875.00
$2,870.00
$4,800.00
$2,808.00
$810.00
$432,738.66

$90,471.58
$263,756.16

$3,500.00
$5,834.00
$14,500.00
$380,331.74

$13,000.00
$270.00
$2,500.00
$12,000.00
$27,770.00

$117,951.92
$85,327.16
$87,964.65
$4,900.00
$500.00
$4,000.00
$580.00
$10,000.00
$0.00
$500.00
$9,000.00
$500.00
$321,223.73

$140,538.46
$104,400.00
$209,656.08

$0.00

$4,999.20
$5,479.70
$50.00
$0.00
$315.00
$2,704.43
$13,548.33

$122,057.68
$72,358.17
$39,921.51
$5,648.09
$185.00

$44,975.87
$133,267.66
$556.93
$109.51
$165.50
$70.00
$882.85
$15.45
$1,780.89
$181,824.66

$11,693.31
$0.00
$190.15
$6,878.14
$18,761.60

$58,637.05
$48,077.00
$37,666.77
$307.58
$0.00
$0.00
$620.00
$10,552.50
$1,296.15
$1,237.54
$4,276.29
$0.00
$162,670.88

$69,859.57
$37,600.00
$114,018.97
$2,120.38
-$340.00
$573.11

$5,000.80
$5,320.30
$1,995.00
$3,700.00
$389.00
$8,555.57
$24,960.67

$53,615.40
$73,196.31
$40,382.97
$2,944.23
$9,831.30
$435.00
$694.11
$2,870.00
$4,800.00
$1,716.05
$810.00
$191,295.37

$45,495.71
$130,488.50
-$556.93
$1,090.49
$784.50
$50.00
$2,617.15
$5,818.55
$12,719.11
$198,507.08

$1,306.69

$270.00
$2,309.85
$5,121.86
$9,008.40

$59,314.87
$37,250.16
$50,297.88
$4,592.42
$500.00
$4,000.00
-$40.00
-$552.50
-$1,296.15
-$737.54
$4,723.71
$500.00
$158,552.85

$70,678.89
$66,800.00
$95,637.11
-$2,120.38
$7,115.00
-$573.11
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001
001
001
001

001
001
001
001
001
001
001

001
001
001
001
001
001
001
001
001
001
001

001
001
001
001
001
001
001
001
001
001
001

001
001
001
001
001
001
001
001
001
001
001
001
001

001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001

21106
21106
21106
21106
21106

21107
21107
21107
21107
21107
21107
21107
21107

21108
21108
21108
21108
21108
21108
21108
21108
21108
21108
21108
21108

21109
21109
21109
21109
21109
21109
21109
21109
21109
21109
21109
21109

21110
21110
21110
21110
21110
21110
21110
21110
21110
21110
21110
21110
21110
21110

21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111

60253
60256
60306
60500

60101
60251
60252
60256
60305
60452
60500

60101
60102
60105
60106
60219
60251
60254
60255
60256
60320
60500

60101
60102
60105
60251
60252
60253
60256
60306
60500
60501
60797

60101
60102
60105
60111
60230
60251
60256
60306
60411
60453
60500
60501
60797

60214
60256
60259
60301
60302
60304
60306
60308
60310
60315
60319
60320
60325
60370
60371
60372

001-1106-21106-300-951-60253-
001-1106-21106-300-951-60256-
001-1106-21106-300-951-60306-
001-1106-21106-300-951-60500-

001-1107-21107-300-951-60101-
001-1107-21107-300-951-60251-
001-1107-21107-300-951-60252-
001-1107-21107-300-951-60256-
001-1107-21107-300-951-60305-
001-1107-21107-300-951-60452-
001-1107-21107-300-951-60500-

001-1108-21108-300-951-60101-
001-1108-21108-300-951-60102-
001-1108-21108-300-951-60105-
001-1108-21108-300-951-60106-
001-1108-21108-300-951-60219-
001-1108-21108-300-951-60251-
001-1108-21108-300-951-60254-
001-1108-21108-300-951-60255-
001-1108-21108-300-951-60256-
001-1108-21108-300-951-60320-
001-1108-21108-300-951-60500-

001-1109-21109-300-951-60101-
001-1109-21109-300-951-60102-
001-1109-21109-300-951-60105-
001-1109-21109-300-951-60251-
001-1109-21109-300-951-60252-
001-1109-21109-300-951-60253-
001-1109-21109-300-951-60256-
001-1109-21109-300-951-60306-
001-1109-21109-300-951-60500-
001-1109-21109-300-951-60501-
001-1109-21109-300-951-60797-

001-1110-21110-300-951-60101-
001-1110-21110-300-951-60102-
001-1110-21110-300-951-60105-
001-1110-21110-300-951-60111-
001-1110-21110-300-951-60230-
001-1110-21110-300-951-60251-
001-1110-21110-300-951-60256-
001-1110-21110-300-951-60306-
001-1110-21110-300-951-60411-
001-1110-21110-300-951-60453-
001-1110-21110-300-951-60500-
001-1110-21110-300-951-60501-
001-1110-21110-300-951-60797-

001-1106-21111-300-951-60214-
001-1106-21111-300-951-60256-
001-1106-21111-300-951-60259-
001-1106-21111-300-951-60301-
001-1106-21111-300-951-60302-
001-1106-21111-300-951-60304-
001-1106-21111-300-951-60306-
001-1106-21111-300-951-60308-
001-1106-21111-300-951-60310-
001-1106-21111-300-951-60315-
001-1106-21111-300-951-60319-
001-1106-21111-300-951-60320-
001-1106-21111-300-951-60325-
001-1106-21111-300-951-60370-
001-1106-21111-300-951-60371-
001-1106-21111-300-951-60372-

Food/Lodging Expense
Dues/Memberships Expense
Other Prof/Consult Srvs Exp
Admin/Office Supp/Eqt Non-Cap
Total 21106 Finance

Dept Manager Salary Exp
Conferences/Training Expense
Travel/Mileage Expense
Dues/Memberships Expense
Computer Support/Service Exp
Operating Equip Repair Exp
Admin/Office Supp/Eqt Non-Cap
Total 21107 Computer Services

Dept Manager Salary Exp

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp

P-T Employee Wage Exp
Incident Initiative
Conferences/Training Expense
E2E Leadership Training

Other Training
Dues/Memberships Expense
Advertising

Admin/Office Supp/Eqt Non-Cap
Total 21108 Personnel

Dept Manager Salary Exp

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp
Conferences/Training Expense
Travel/Mileage Expense
Food/Lodging Expense
Dues/Memberships Expense
Other Prof/Consult Srvs Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Miscellaneous Expense

Total 21109 Planning/Economic Devel

Dept Manager Salary Exp

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp

Overtime Wage Expense
Clothing/Uniforms Expense
Conferences/Training Expense
Dues/Memberships Expense
Other Prof/Consult Srvs Exp
Gasoline Expense

Vehicle Repair/Tires/Oil Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Miscellaneous Expense

Total 21110 Code Enforcement/Inspec

Retiree Health Premiums Expens
Dues/Memberships Expense
Unemployment Comp Exp

Legal Services Expense

Audit Services Expense

Registry of Deeds Fee Expense
Other Prof/Consult Srvs Exp
Actuarial Expense

Service Contracts Expense

User License Expense

Employee Assistance Program Ex
Advertising

Postage/Shipping Expense
Workers Comp Insurance Exp
General Insurance Expense
Vehicle Insurance Expense

mmmm

mmmmmmm

mmmmmmmmmmm mmmmmmmmmmm

mmmmmmmmMmmmmmm

mmmMmmMmMmmmMmMmMmmmmmmm m

$465,034.54

$115,362.00
$2,550.00
$350.00
$150.00
$15,000.00
$5,000.00
$150.00
$138,562.00

$115,445.52
$0.00
$218,655.36
$38,223.45
$143,600.00
$10,890.00
$15,550.00
$18,644.00
$299.00
$14,550.00
$2,200.00
$578,057.33

$129,143.84
$105,402.24
$207,421.92
$2,000.00
$1,000.00
$900.00
$1,645.00
$43,075.00
$1,000.00
$150.00
$13,250.00
$504,988.00

$104,333.18
$75,293.28
$332,162.21
$5,500.27
$500.00
$2,500.00
$515.00
$500.00
$1,400.00
$3,000.00
$1,400.00
$382.00
$400.00
$527,885.94

$205,732.91
$357,375.00
$7,500.00
$100,000.00
$81,900.00
$7,700.00
$20,000.00
$8,000.00
$28,799.00
$913,772.56
$16,400.00
$24,400.00
$26,900.00
$986,027.00
$47,700.00
$184,187.00

$149.92
$80.00
$10,917.50
$1,137.94
$236,117.39

$57,349.50

$68,877.57

$61,900.63
$34,358.45
$68,528.79
$20,547.44
$35,445.86

$9,996.16

$240,401.99

$18,018.74
$52,398.29
$103,114.96
$110.00

$53,409.12
$27,021.02
$151,195.99

$113,206.10
$18,750.00
$2,392.56
$108,674.28
$222,773.60
$5,240.83
$27,297.00
$0.00
$10,023.60
$294,384.18
$6,153.60
$5,875.72
$8,643.99
$503,361.55
$74,381.00
$86,877.00

-$149.92
$1,265.00
-$10,917.50
$1,182.06
$228,917.15

$58,012.50
-$1,750.60
$350.00
$150.00
$9,650.00

$69,684.43

$53,544.89
-$34,358.45
$150,126.57
$17,676.01
$108,154.14
$893.84
$15,550.00
$19,025.33
-$200.00
$6,248.59
$994.42
$337,655.34

$111,125.10
$53,003.95
$104,306.96
$1,890.00
$1,000.00
$740.96
$1,345.00
$42,575.00
$594.30
$150.00
$13,230.24
$329,961.51

$50,924.06
$48,272.26
$180,966.22
$5,164.94
$158.81
$2,500.00
$515.00
$500.00
$851.57
$3,000.00
$916.13
$272.06
$400.00
$294,441.05

$92,526.81
$338,625.00
$5,107.44
-$8,674.28
-$140,873.60
$2,459.17
-$7,297.00
$8,000.00
$18,775.40
$616,689.38
$10,246.40
$18,524.28
$18,256.01
$482,665.45
-$26,681.00
$97,310.00
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001
001
001
001
001
001
001
001
001
001
001
001
001
001

001
001
001
001
001
001
001
001
001
001
001
001
001
001

001

001
001
001
001
001
001
001
001
001
001
001
001
001
001
001

001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001

21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111
21111

21121
21121
21121
21121
21121
21121
21121
21121
21121
21121
21121
21121
21121
21121
21121

21122
21122

21123
21123
21123
21123
21123
21123
21123
21123
21123
21123
21123
21123
21123
21123
21123
21123

21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124
21124

60373
60377
60379
60380
60383
60402
60406
60500
60501
60502
60795
60797
60798
60799

60105
60111
60230
60310
60400
60401
60404
60405
60411
60450
60452
60453
60501
60509

60799

60106
60107
60111
60230
60310
60330
60400
60401
60404
60405
60450
60454
60500
60501
60509

60101
60102
60105
60106
60107
60111
60230
60251
60252
60253
60256
60306
60310
60365
60400
60402
60405
60410
60411
60450

001-1106-21111-300-951-60373-
001-1106-21111-300-951-60377-
001-1106-21111-300-951-60379-
001-1106-21111-300-951-60380-
001-1106-21111-300-951-60383-
001-1106-21111-300-951-60402-
001-1106-21111-300-951-60406-
001-1106-21111-300-951-60500-
001-1106-21111-300-951-60501-
001-1106-21111-300-951-60502-
001-1106-21111-300-951-60795-
001-1106-21111-300-951-60797-
001-1106-21111-300-951-60798-
001-1106-21111-300-951-60799-

001-1102-21121-300-952-60105-
001-1102-21121-300-952-60111-
001-1102-21121-300-952-60230-
001-1102-21121-300-952-60310-
001-1102-21121-300-952-60400-
001-1102-21121-300-952-60401-
001-1102-21121-300-952-60404-
001-1102-21121-300-952-60405-
001-1102-21121-300-952-60411-
001-1102-21121-300-952-60450-
001-1102-21121-300-952-60452-
001-1102-21121-300-952-60453-
001-1102-21121-300-952-60501-
001-1102-21121-300-952-60509-

001-1106-21122-300-952-60799-

001-1124-21123-300-952-60106-
001-1124-21123-300-952-60107-
001-1124-21123-300-952-60111-
001-1124-21123-300-952-60230-
001-1124-21123-300-952-60310-
001-1124-21123-300-952-60330-
001-1124-21123-300-952-60400-
001-1124-21123-300-952-60401-
001-1124-21123-300-952-60404-
001-1124-21123-300-952-60405-
001-1124-21123-300-952-60450-
001-1124-21123-300-952-60454-
001-1124-21123-300-952-60500-
001-1124-21123-300-952-60501-
001-1124-21123-300-952-60509-

001-1124-21124-300-952-60101-
001-1124-21124-300-952-60102-
001-1124-21124-300-952-60105-
001-1124-21124-300-952-60106-
001-1124-21124-300-952-60107-
001-1124-21124-300-952-60111-
001-1124-21124-300-952-60230-
001-1124-21124-300-952-60251-
001-1124-21124-300-952-60252-
001-1124-21124-300-952-60253-
001-1124-21124-300-952-60256-
001-1124-21124-300-952-60306-
001-1124-21124-300-952-60310-
001-1124-21124-300-952-60365-
001-1124-21124-300-952-60400-
001-1124-21124-300-952-60402-
001-1124-21124-300-952-60405-
001-1124-21124-300-952-60410-
001-1124-21124-300-952-60411-
001-1124-21124-300-952-60450-

Building/Boiler Insurance Exp
Surety Bonds Expense

Public Official Liab Insur Exp
Police Prof Liab Insur Exp
Insurance Deductibles
Phone/Celular/Paging Exp
Fiber/Internet Expense
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Printing & Copying Expense
Personnel Reserve
Miscellaneous Expense
Contingency

Airport Subsidy Expense

Total 21111 General Administration

F-T Employee Wage Exp
Overtime Wage Expense
Clothing Allowance Expense
Service Contracts Expense
Electricity Expense

Water Expense

Sewer User Fee Expense
Heating Fuel Expense
Gasoline Expense

Building Repair/Maint Exp
Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Operating Supp/Eqt Non-Cap
Cleaning Supplies Expense
Total 21121 City Hall Building Exp

Private School Transportation
Total 21122 Private Schools

P-T Employee Wage Exp

Temp Employee Wage Exp
Overtime Wage Expense
Clothing Allowance Expense
Service Contracts Expense
Equipment Rent/Lease Exp
Electricity Expense

Water Expense

Sewer User Fee Expense
Heating Fuel Expense

Building Repair/Maint Exp
Grounds Maint/Improve Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Cleaning Supplies Expense
Total 21123 Community Center

Dept Manager Salary Exp

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp

P-T Employee Wage Exp
Temp Employee Wage Exp
Overtime Wage Expense
Clothing Allowance Expense
Conferences/Training Expense
Travel/Mileage Expense
Food/Lodging Expense
Dues/Memberships Expense
Other Prof/Consult Srvs Exp
Service Contracts Expense
Recreation Program Expense
Electricity Expense
Phone/Celular/Paging Exp
Heating Fuel Expense

Diesel Fuel Expense

Gasoline Expense

Building Repair/Maint Exp

mmmmmmmmMmmmmmm m
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$96,145.00
$1,645.00
$32,459.00
$35,000.00
$8,000.00
$20,000.00
$28,320.00
$3,700.00
$8,100.00
$12,100.00
$389,796.30
$62,000.00
$700,000.00
$35,000.00
$4,448,658.77

$52,137.36
$922.33
$75.00
$46,518.00
$28,852.00
$4,200.00
$3,750.00
$22,000.00
$55.00
$14,700.00
$200.00
$40.00
$1,500.00
$3,152.61
$178,102.30

$25,136.00
$25,136.00

$91,994.20
$0.00
$1,456.50
$450.00
$18,880.00
$500.00
$18,000.00
$3,842.00
$1,500.00
$65,682.50
$55,000.00
$3,650.00
$2,000.00
$600.00
$5,100.00
$268,655.20

$105,403.91
$89,074.08
$505,483.92
$0.00
$105,100.00

$10,440.00
$13,000.00
$8,500.00
$1,500.00
$2,400.00
$2,250.00
$8,500.00

$27,724.00
$175.00
$33,448.00
$48,756.00
$17,637.00
$14,639.46
$2,695.40
$488.32
$36,630.41
$5,050.62
$284,588.35
$1,827.98
$38,238.54
$0.00
$1,999,934.09

$25,918.94

$0.00
$27,277.82
$15,294.12
$4,575.39
$785.46

$78,705.46

$0.00
$0.00

$34,213.67
$1,785.78
$0.00
$277.50
$10,714.70

$17,979.60
$32,380.70
$16.88
$136.48
$1,861.56
$753.43
$102,552.29

$52,399.04
$44,284.69
$212,878.19
$21,431.95
$62,655.68
$6,070.51
$6,904.00
$4,256.28

$60,022.35

$68,421.00
$1,470.00
-$989.00
-$13,756.00
-$9,637.00
$5,101.30
$25,624.60
$3,211.68
-$28,530.41
$7,049.38
$105,207.95
$60,172.02
$661,761.46
$35,000.00
$2,445,766.44

$26,218.42
$922.33
$75.00
$19,240.18
$13,557.88
-$375.39
$2,964.54
$21,415.43
$55.00
$9,245.48
$200.00
$40.00
$4,284.27
$1,553.70
$99,396.84

$25,136.00
$25,136.00

$57,780.53
-$1,785.78
$1,456.50
$172.50
$8,165.30
$500.00
$18,000.00
$2,471.93
$438.08
$47,702.90
$22,619.30
$3,633.12
$1,863.52
-$1,261.56
$4,346.57
$166,102.91

$53,004.87
$44,789.39
$292,605.73
-$21,431.95
$42,444.32
-$6,070.51
-$5,404.00
$1,483.72
$3,243.50
$3,500.00
$250.00
-$119.36
$3,087.92
$5,897.19
-$10,387.50
$6,217.09
$1,500.00
$1,757.13
$1,406.57
-$51,522.35
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21124
21124
21124
21124
21124
21124
21124

21125
21125
21125
21125
21125
21125
21125
21125
21125
21125
21125
21125
21125
21125
21125
21125
21125
21125

21128
21128

21131
21131
21131
21131
21131
21131
21131
21131
21131
21131
21131
21131
21131
21131
21131
21131
21131
21131

21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141
21141

60452
60453
60500
60501
60502
60509

60105
60251
60252
60256
60306
60402
60500
60501
60502
60730
60731
60732
60734
60739
60743
60747
60797

61199

40130
40500
60102
60105
60106
60306
60320
60400
60401
60402
60404
60405
60406
60450
60500
60501
60509

60101
60102
60105
60107
60111
60112
60121
60230
60251
60252
60253
60256
60258
60310
60325
60400
60401
60402
60404
60405
60410
60411
60450

001-1124-21124-300-952-60452-
001-1124-21124-300-952-60453-
001-1124-21124-300-952-60500-
001-1124-21124-300-952-60501-
001-1124-21124-300-952-60502-
001-1124-21124-300-952-60509-

001-1103-21125-300-952-60105-
001-1103-21125-300-952-60251-
001-1103-21125-300-952-60252-
001-1103-21125-300-952-60256-
001-1103-21125-300-952-60306-
001-1103-21125-300-952-60402-
001-1103-21125-300-952-60500-
001-1103-21125-300-952-60501-
001-1103-21125-300-952-60502-
001-1103-21125-300-952-60730-
001-1103-21125-300-952-60731-
001-1103-21125-300-952-60732-
001-1103-21125-300-952-60734-
001-1103-21125-300-952-60739-
001-1103-21125-300-952-60743-
001-1103-21125-300-952-60747-
001-1103-21125-300-952-60797-

001-1102-21128-300-952-61199-

001-1102-21131-300-952-40130-
001-1102-21131-300-952-40500-
001-1102-21131-300-952-60102-
001-1102-21131-300-952-60105-
001-1102-21131-300-952-60106-
001-1102-21131-300-952-60306-
001-1102-21131-300-952-60320-
001-1102-21131-300-952-60400-
001-1102-21131-300-952-60401-
001-1102-21131-300-952-60402-
001-1102-21131-300-952-60404-
001-1102-21131-300-952-60405-
001-1102-21131-300-952-60406-
001-1102-21131-300-952-60450-
001-1102-21131-300-952-60500-
001-1102-21131-300-952-60501-
001-1102-21131-300-952-60509-

001-1141-21141-300-953-60101-
001-1141-21141-300-953-60102-
001-1141-21141-300-953-60105-
001-1141-21141-300-953-60107-
001-1141-21141-300-953-60111-
001-1141-21141-300-953-60112-
001-1141-21141-300-953-60121-
001-1141-21141-300-953-60230-
001-1141-21141-300-953-60251-
001-1141-21141-300-953-60252-
001-1141-21141-300-953-60253-
001-1141-21141-300-953-60256-
001-1141-21141-300-953-60258-
001-1141-21141-300-953-60310-
001-1141-21141-300-953-60325-
001-1141-21141-300-953-60400-
001-1141-21141-300-953-60401-
001-1141-21141-300-953-60402-
001-1141-21141-300-953-60404-
001-1141-21141-300-953-60405-
001-1141-21141-300-953-60410-
001-1141-21141-300-953-60411-
001-1141-21141-300-953-60450-

Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Printing & Copying Expense
Cleaning Supplies Expense

Total 21124 Recreation

F-T Employee Wage Exp
Conferences/Training Expense
Travel/Mileage Expense
Dues/Memberships Expense
Other Prof/Consult Srvs Exp
Phone/Celular/Paging Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Printing & Copying Expense

G.A. Electricity Expense

G.A. Client Rent Expense

G.A. Food/Grocery Expense

G.A. Burials Expense

G.A. Heating Fuel Expense

G.A. Medical Expense

Seeds of Hope

Miscellaneous Expense

Total 21125 Health & Welfare Expens

Total Muni Svcs Allocation
Total 21128 Municipal Services

Cable Franchise Excise Tax Rev
Investment Income Revenue
Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp

P-T Employee Wage Exp

Other Prof/Consult Srvs Exp
Advertising

Electricity Expense

Water Expense
Phone/Celular/Paging Exp
Sewer User Fee Expense

Heating Fuel Expense
Fiber/Internet Expense

Building Repair/Maint Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Cleaning Supplies Expense

Total 21131 Communications

Dept Manager Salary Exp
Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp
Temp Employee Wage Exp
Overtime Wage Expense
Extra Holiday Pay Exp
Annual Stipend Pay Expense
Clothing Allowance Expense
Conferences/Training Expense
Travel/Mileage Expense
Food/Lodging Expense
Dues/Memberships Expense
Hiring Costs/EE Testing Exp
Service Contracts Expense
Postage/Shipping Expense
Electricity Expense

Water Expense
Phone/Celular/Paging Exp
Sewer User Fee Expense
Heating Fuel Expense

Diesel Fuel Expense
Gasoline Expense

Building Repair/Maint Exp

mmmmmm
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$800.00
$6,000.00
$2,800.00
$13,000.00
$2,800.00
$800.00
$902,141.91

$213,163.92
$399.00

$6,000.00
$320,000.00
$60,000.00
$13,000.00
$925.00
$3,108.00
$480,000.00
$0.00
$1,109,735.92

$1,376,487.00
$1,376,487.00

-$299,000.00
-$700.00
$83,165.04
$70,198.56
$11,347.50
$72,000.00
$5,600.00
$1,920.00
$440.00
$3,120.00
$140.00
$6,465.00
$960.00
$5,000.00
$100.00
$5,080.00
$100.00
-$34,063.90

$128,172.28
$219,202.90
$3,775,763.18
$70,000.00
$565,168.00
$139,159.00
$6,000.00
$132,645.00
$112,500.00
$1,000.00
$4,200.00
$4,427.00
$11,375.00
$77,998.00
$400.00
$20,000.00
$3,350.00
$16,000.00
$3,000.00
$22,000.00
$31,999.95
$11,819.00
$50,517.00

$979.34
$3,134.75
$1,327.93
$8,234.67
$157.48
$1,077.83
$524,602.15

$125,469.42

$0.00
$6,649.36
$185,691.53
$10,999.82
$3,375.00
$0.00
$32.95
$254,300.00
$0.00
$602,740.89

$935,907.70
$935,907.70

$0.00
$41,343.59
$34,232.38
$2,114.30
$30,000.00
$1,505.00

$67,014.08
$87,442.21
$1,744,387.57
$20,091.46
$330,137.46
$160,687.92
$38,750.00
$39,160.25
$74,475.14
$1,886.40
$5,414.58
$1,025.99
$692.24
$29,694.19

$13,844.04
$4,604.29
$10,800.17

-$179.34
$2,865.25
$1,472.07
$4,765.33
$2,642.52

-$277.83

$377,539.76

$87,694.50
$399.00
$420.00
$120.00
$4,913.30
-$237.28
$500.00
-$8,898.83
$100.00
-$649.36
$134,308.47
$49,000.18
$9,625.00
$925.00
$3,075.05
$225,700.00
$0.00
$506,995.03

$440,579.30
$440,579.30

-$299,000.00
-$700.00
$41,821.45
$35,966.18
$9,233.20
$42,000.00
$4,095.00
$1,920.00
$333.90

$4,808.46
$100.00
-$146,534.05

$61,158.20
$131,760.69
$2,031,375.61
$49,908.54
$235,030.54
-$21,528.92
-$32,750.00
$93,484.75
$38,024.86
-$886.40
-$1,214.58
$3,401.01
$10,682.76
$48,303.81
$400.00
$20,000.00
$1,486.12
$11,875.51
$1,283.49
$16,883.47
$18,155.91
$7,214.71
$39,716.83
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21141
21141
21141
21141
21141
21141
21141
21141
21141

21142
21142
21142
21142
21142
21142

21144
21144
21144
21144

21145
21145

21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146
21146

21147
21147
21147
21147
21147
21147
21147
21147
21147

21148
21148
21148
21148

60452
60453
60461
60465
60500
60501
60508
60509

60230
60400
60401
60402
60405

60101
60230
60402

60335

60101
60102
60105
60106
60107
60111
60112
60127
60230
60251
60252
60253
60256
60257
60306
60310
60325
60330
60400
60401
60404
60405
60411
60450
60452
60453
60500
60501
60502
60509
60603

60105
60111
60112
60230
60251
60256
60500
60501

60102
60105
60106
60111

001-1141-21141-300-953-60452-
001-1141-21141-300-953-60453-
001-1141-21141-300-953-60461-
001-1141-21141-300-953-60465-
001-1141-21141-300-953-60500-
001-1141-21141-300-953-60501-
001-1141-21141-300-953-60508-
001-1141-21141-300-953-60509-

001-1141-21142-300-953-60230-
001-1141-21142-300-953-60400-
001-1141-21142-300-953-60401-
001-1141-21142-300-953-60402-
001-1141-21142-300-953-60405-

001-1110-21144-300-953-60101-
001-1110-21144-300-953-60230-
001-1110-21144-300-953-60402-

001-1141-21145-300-953-60335-

001-1146-21146-300-953-60101-
001-1146-21146-300-953-60102-
001-1146-21146-300-953-60105-
001-1146-21146-300-953-60106-
001-1146-21146-300-953-60107-
001-1146-21146-300-953-60111-
001-1146-21146-300-953-60112-
001-1146-21146-300-953-60127-
001-1146-21146-300-953-60230-
001-1146-21146-300-953-60251-
001-1146-21146-300-953-60252-
001-1146-21146-300-953-60253-
001-1146-21146-300-953-60256-
001-1146-21146-300-953-60257-
001-1146-21146-300-953-60306-
001-1146-21146-300-953-60310-
001-1146-21146-300-953-60325-
001-1146-21146-300-953-60330-
001-1146-21146-300-953-60400-
001-1146-21146-300-953-60401-
001-1146-21146-300-953-60404-
001-1146-21146-300-953-60405-
001-1146-21146-300-953-60411-
001-1146-21146-300-953-60450-
001-1146-21146-300-953-60452-
001-1146-21146-300-953-60453-
001-1146-21146-300-953-60500-
001-1146-21146-300-953-60501-
001-1146-21146-300-953-60502-
001-1146-21146-300-953-60509-
001-1146-21146-300-953-60603-

001-1146-21147-300-953-60105-
001-1146-21147-300-953-60111-
001-1146-21147-300-953-60112-
001-1146-21147-300-953-60230-
001-1146-21147-300-953-60251-
001-1146-21147-300-953-60256-
001-1146-21147-300-953-60500-
001-1146-21147-300-953-60501-

001-1146-21148-300-953-60102-
001-1146-21148-300-953-60105-
001-1146-21148-300-953-60106-
001-1146-21148-300-953-60111-

Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Repair/Maint-CommunsEquip
Fire Boat Repair/Maint
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Ambulance Supplies Non-Capital
Cleaning Supplies Expense

Total 21141 Fire Dept.

Clothing Allowance Expense
Electricity Expense

Water Expense
Phone/Celular/Paging Exp
Heating Fuel Expense

Total 21142 Biddeford Pool Fire Dep

Dept Manager Salary Exp
Clothing Allowance Expense
Phone/Celular/Paging Exp

Total 21144 Emergency Management

Hydrant Rental Expense
Total 21145 Hydrant Rental

Dept Manager Salary Exp
Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp

P-T Employee Wage Exp
Temp Employee Wage Exp
Overtime Wage Expense
Extra Holiday Pay Exp

Health Club Dues

Clothing Allowance Expense
Conferences/Training Expense
Travel/Mileage Expense
Food/Lodging Expense
Dues/Memberships Expense
Professional License Fees Exp
Other Prof/Consult Srvs Exp
Service Contracts Expense
Postage/Shipping Expense
Equipment Rent/Lease Exp
Electricity Expense

Water Expense

Sewer User Fee Expense
Heating Fuel Expense
Gasoline Expense

Building Repair/Maint Exp
Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Printing & Copying Expense
Cleaning Supplies Expense
Vehicles Purchase Capital
Total 21146 Police Dept.

F-T Employee Wage Exp

Overtime Wage Expense

Extra Holiday Pay Exp

Clothing Allowance Expense
Conferences/Training Expense
Dues/Memberships Expense
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap

Total 21147 Police Investigative Se

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp
P-T Employee Wage Exp
Overtime Wage Expense
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$101,579.00
$111,025.00
$25,831.00
$3,500.00
$5,900.00
$9,480.00
$68,790.00
$4,600.00
$5,737,401.31

$3,000.00
$1,500.00
$200.00
$340.00
$3,700.00
$8,740.00

$11,592.58
$250.00
$580.00
$12,422.58

$733,685.84
$733,685.84

$143,654.40
$120,456.72
$4,326,352.70
$0.00
$32,407.85
$329,105.45
$83,532.15
$960.00
$74,800.00
$30,000.00
$6,900.00
$8,250.00
$1,980.00
$7,645.00
$16,400.00

$9,886.00
$65,208.00
$1,000.00
$800.00
$8,000.00
$65,550.00
$20,000.00
$13,736.00
$90,000.00
$3,500.00
$113,077.00
$4,500.00
$7,300.00
$100,000.00
$5,685,201.27

$493,719.97
$50,000.00
$11,503.01
$4,200.00
$4,400.00
$400.00
$500.00
$16,469.00
$581,191.98

$101,936.16
$1,248,477.84
$32,473.00
$132,692.03

$17,594.37
$60,590.01
$1,321.06

$1,685.09
$23,819.40
$1,258.46
$2,753,654.74

$545.47

$5,839.85
$0.00
$0.00
$5,839.85

$420,732.15
$420,732.15

$76,750.64
$58,802.19
$1,752,507.47
$45,571.43
$263.70
$335,805.82
$48,209.80
$0.00
$15,836.62
$9,011.00
$3,032.91
$11,717.79
$560.00
$5,540.00
$5,775.00
$722.51
$287.27
$3,494.81
$28,176.13
$534.10
$330.84
$2,922.26
$24,609.42
$8,523.25
$1,015.10
$36,520.94
$932.75
$80,640.90
$378.58
$3,525.06
$79,572.00
$2,641,570.29

$192,616.67
$33,595.70
$1,737.12
$114.95
$200.00
$345.00
$38.36
$1,825.22
$230,473.02

$48,624.72
$558,579.11
$23,982.72
$79,354.23

$87,198.25
$50,434.99
$24,509.94
$3,500.00
$1,443.05
$7,794.91
$44,970.60
$3,341.54
$2,986,960.19

$3,000.00
$1,500.00
$103.66
$340.00
$3,250.87
$8,194.53

$5,752.73
$250.00
$580.00
$6,582.73

$312,953.69
$312,953.69

$66,903.76
$61,654.53
$2,573,845.23
-$45,571.43
$32,144.15
-$6,700.37
$35,322.35
$960.00
$58,963.38
$20,989.00
$3,867.09
-$3,467.79
$1,420.00
$2,105.00
$10,625.00
-$722.51
-$87.27
$6,391.19
$37,031.87
$465.90
$469.16
$5,077.74
$40,940.58
$11,476.75
$12,720.90
$53,479.06
$2,567.25
$32,436.10
$4,121.42
$3,774.94
$20,428.00
$3,043,630.98

$301,103.30
$16,404.30
$9,765.89
$4,085.05
$4,200.00
$55.00
$461.64
$14,643.78
$350,718.96

$53,311.44
$689,898.73
$8,490.28
$53,337.80

Page 294 of 303



001
001
001
001
001
001
001
001
001
001

001
001
001
001
001
001
001
001

001
001

001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001
001

001
001
001
001
001
001
001
001
001
001
001
001
001
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21148
21148
21148
21148
21148
21148
21148
21148
21148
21148
21148

21149
21149
21149
21149
21149
21149
21149
21149
21149

21150
21150
21150

21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161
21161

21162
21162
21162
21162
21162
21162
21162
21162
21162
21162
21162
21162
21162
21162
21162
21162
21162

60112
60251
60252
60310
60317
60400
60402
60452
60500
60501

60105
60111
60230
60310
60402
60411
60453
60501

60400
60452

60101
60102
60105
60111
60230
60251
60252
60256
60310
60325
60400
60401
60402
60404
60405
60411
60450
60452
60453
60461
60500
60501
60505
60506
60509
60797

60105
60111
60230
60312
60313
60346
60410
60411
60453
60457
60462
60501
60503
60505
60506
60507

001-1146-21148-300-953-60112-
001-1146-21148-300-953-60251-
001-1146-21148-300-953-60252-
001-1146-21148-300-953-60310-
001-1146-21148-300-953-60317-
001-1146-21148-300-953-60400-
001-1146-21148-300-953-60402-
001-1146-21148-300-953-60452-
001-1146-21148-300-953-60500-
001-1146-21148-300-953-60501-

001-1146-21149-300-953-60105-
001-1146-21149-300-953-60111-
001-1146-21149-300-953-60230-
001-1146-21149-300-953-60310-
001-1146-21149-300-953-60402-
001-1146-21149-300-953-60411-
001-1146-21149-300-953-60453-
001-1146-21149-300-953-60501-

001-1146-21150-300-953-60400-
001-1146-21150-300-953-60452-

001-1161-21161-300-954-60101-
001-1161-21161-300-954-60102-
001-1161-21161-300-954-60105-
001-1161-21161-300-954-60111-
001-1161-21161-300-954-60230-
001-1161-21161-300-954-60251-
001-1161-21161-300-954-60252-
001-1161-21161-300-954-60256-
001-1161-21161-300-954-60310-
001-1161-21161-300-954-60325-
001-1161-21161-300-954-60400-
001-1161-21161-300-954-60401-
001-1161-21161-300-954-60402-
001-1161-21161-300-954-60404-
001-1161-21161-300-954-60405-
001-1161-21161-300-954-60411-
001-1161-21161-300-954-60450-
001-1161-21161-300-954-60452-
001-1161-21161-300-954-60453-
001-1161-21161-300-954-60461-
001-1161-21161-300-954-60500-
001-1161-21161-300-954-60501-
001-1161-21161-300-954-60505-
001-1161-21161-300-954-60506-
001-1161-21161-300-954-60509-
001-1161-21161-300-954-60797-

001-1161-21162-300-954-60105-
001-1161-21162-300-954-60111-
001-1161-21162-300-954-60230-
001-1161-21162-300-954-60312-
001-1161-21162-300-954-60313-
001-1161-21162-300-954-60346-
001-1161-21162-300-954-60410-
001-1161-21162-300-954-60411-
001-1161-21162-300-954-60453-
001-1161-21162-300-954-60457-
001-1161-21162-300-954-60462-
001-1161-21162-300-954-60501-
001-1161-21162-300-954-60503-
001-1161-21162-300-954-60505-
001-1161-21162-300-954-60506-
001-1161-21162-300-954-60507-

Extra Holiday Pay Exp
Conferences/Training Expense
Travel/Mileage Expense

Service Contracts Expense
Translation Expense

Electricity Expense
Phone/Celular/Paging Exp
Operating Equip Repair Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap

Total 21148 Police Communications

F-T Employee Wage Exp

Overtime Wage Expense

Clothing Allowance Expense
Service Contracts Expense
Phone/Celular/Paging Exp
Gasoline Expense

Vehicle Repair/Tires/Oil Exp
Operating Supp/Eqt Non-Cap

Total 21149 Animal Control Officer

Electricity Expense
Operating Equip Repair Exp
Total 21150 Street & Traffic Lights

Dept Manager Salary Exp

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp
Overtime Wage Expense
Clothing Allowance Expense
Conferences/Training Expense
Travel/Mileage Expense
Dues/Memberships Expense
Service Contracts Expense
Postage/Shipping Expense
Electricity Expense

Water Expense
Phone/Celular/Paging Exp
Sewer User Fee Expense
Heating Fuel Expense

Gasoline Expense

Building Repair/Maint Exp
Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Repair/Maint-CommunsEquip
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Construction Supplies
Equipment/Small Tools-Non-cap
Cleaning Supplies Expense
Miscellaneous Expense

Total 21161 PW Admin/Fleet Maint. E

F-T Employee Wage Exp
Overtime Wage Expense
Clothing Allowance Expense
Temporary Agency Help Exp
Construction Services Expense
Removal of Trees & Stumps
Diesel Fuel Expense

Gasoline Expense

Vehicle Repair/Tires/Oil Exp
Road Maint/Improve Non-Cap
Road Painting Expense
Operating Supp/Eqt Non-Cap
Road Salt Expense
Construction Supplies
Equipment/Small Tools-Non-cap
Street Signs Expense

Total 21162 Public Works Roads Main

mmmmmmmmmm

mMmMmMMmMMMmMMMMMMMMMMMMMMMMmMmmmm mmmmmmmm

mmmMmmMmMmmmMmmMmmmmmmm m

$51,740.00
$3,160.00
$3,000.00
$117,907.58
$5,800.00
$8,000.00
$40,000.00
$3,000.00
$1,000.00
$4,000.00
$1,753,186.61

$51,239.52
$550.00
$750.00
$32,925.00
$500.00
$875.00
$800.00
$375.00
$88,014.52

$73,722.00
$100,000.00
$173,722.00

$79,201.62
$281,178.01
$873,473.04
$76,593.91
$12,200.00
$6,000.00
$4,750.00
$735.00
$11,000.00
$190.00
$25,184.53
$5,127.00
$15,000.00
$4,800.00
$26,750.00
$18,144.00
$13,500.00
$12,000.00
$14,000.00
$2,000.00
$16,310.00
$5,950.00
$2,500.00
$20,500.00
$4,300.00
$1,225.00
$1,532,612.11

$948,891.60
$115,000.00
$18,050.00
$24,000.00
$28,000.00
$20,000.00
$81,139.00
$12,915.00
$192,415.00
$60,000.00
$111,888.00
$7,000.00
$275,000.00
$22,500.00
$12,700.00
$21,000.00
$1,950,498.60

$18,894.40
$1,089.00
$79.86
$91,414.60
$1,379.90
$3,637.94
$13,485.63
$502.50

$25,340.00
$19.01
$157.90
$16,462.96

$62,909.63
$29,011.31
$91,920.94

$40,378.74
$212,067.23
$297,481.86
$58,542.36
$7,149.89
$724.85

$12,320.42
$10,853.02

$434,873.58
$46,928.53
$7,965.54
$0.00
$5,888.26
$24,675.00
$27,073.37
$4,200.35
$68,585.02
$31,526.06
$113,168.37
$2,190.70
$21,616.63
$11,423.43
$3,634.30
$12,343.81
$816,092.95

$32,845.60
$2,071.00
$2,920.14
$26,492.98
$4,420.10
$4,362.06
$26,514.37
$2,497.50
$1,000.00
$3,674.49
$911,836.49

$25,899.52
$530.99
$592.10
$16,462.04
$500.00
$149.19
$800.00
$375.00
$45,308.84

$10,812.37
$70,988.69
$81,801.06

$38,822.88
$69,110.78
$575,991.18
$18,051.55
$5,050.11
$5,275.15
$2,143.53
$735.00

$18,699.48
$2,634.27
$7,000.87
$2,375.37
$23,282.07
$12,676.02
$11,398.02
-$320.42
$3,146.98
$2,000.00
$13,588.86
$3,902.44
$2,500.00
$13,747.08
$2,552.46
$1,225.00
$843,219.54

$514,018.02
$68,071.47
$10,084.46
$24,000.00
$22,111.74
-$4,675.00
$54,065.63
$8,714.65
$123,829.98
$28,473.94
-$1,280.37
$4,809.30
$253,383.37
$11,076.57
$9,065.70
$8,656.19
$1,134,405.65
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21164
21164
21164
21164
21164
21164
21164
21164
21164
21164
21164
21164
21164
21164
21164
21164
21164
21164

21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165
21165

21166
21166
21166
21166
21166
21166
21166
21166
21166
21166
21166
21166
21166
21166
21166

21167
21167
21167
21167
21167
21167
21167
21167
21167
21167
21167
21167
21167
21167
21167
21167

60102
60105
60111
60230
60311
60313
60340
60341
60345
60410
60412
60452
60453
60501
60502
60506
60797

60102
60105
60106
60111
60230
60313
60400
60401
60404
60410
60411
60450
60453
60454
60500
60501
60505
60506
60509

60101
60107
60310
60400
60401
60402
60410
60411
60450
60452
60454
60457
60501
60506

60101
60105
60230
60251
60252
60256
60257
60304
60306
60310
60402
60411
60452
60453
60500
60501

001-1161-21164-300-954-60102-
001-1161-21164-300-954-60105-
001-1161-21164-300-954-60111-
001-1161-21164-300-954-60230-
001-1161-21164-300-954-60311-
001-1161-21164-300-954-60313-
001-1161-21164-300-954-60340-
001-1161-21164-300-954-60341-
001-1161-21164-300-954-60345-
001-1161-21164-300-954-60410-
001-1161-21164-300-954-60412-
001-1161-21164-300-954-60452-
001-1161-21164-300-954-60453-
001-1161-21164-300-954-60501-
001-1161-21164-300-954-60502-
001-1161-21164-300-954-60506-
001-1161-21164-300-954-60797-

001-1161-21165-300-954-60102-
001-1161-21165-300-954-60105-
001-1161-21165-300-954-60106-
001-1161-21165-300-954-60111-
001-1161-21165-300-954-60230-
001-1161-21165-300-954-60313-
001-1161-21165-300-954-60400-
001-1161-21165-300-954-60401-
001-1161-21165-300-954-60404-
001-1161-21165-300-954-60410-
001-1161-21165-300-954-60411-
001-1161-21165-300-954-60450-
001-1161-21165-300-954-60453-
001-1161-21165-300-954-60454-
001-1161-21165-300-954-60500-
001-1161-21165-300-954-60501-
001-1161-21165-300-954-60505-
001-1161-21165-300-954-60506-
001-1161-21165-300-954-60509-

001-1161-21166-300-954-60101-
001-1161-21166-300-954-60107-
001-1161-21166-300-954-60310-
001-1161-21166-300-954-60400-
001-1161-21166-300-954-60401-
001-1161-21166-300-954-60402-
001-1161-21166-300-954-60410-
001-1161-21166-300-954-60411-
001-1161-21166-300-954-60450-
001-1161-21166-300-954-60452-
001-1161-21166-300-954-60454-
001-1161-21166-300-954-60457-
001-1161-21166-300-954-60501-
001-1161-21166-300-954-60506-

001-1161-21167-300-954-60101-
001-1161-21167-300-954-60105-
001-1161-21167-300-954-60230-
001-1161-21167-300-954-60251-
001-1161-21167-300-954-60252-
001-1161-21167-300-954-60256-
001-1161-21167-300-954-60257-
001-1161-21167-300-954-60304-
001-1161-21167-300-954-60306-
001-1161-21167-300-954-60310-
001-1161-21167-300-954-60402-
001-1161-21167-300-954-60411-
001-1161-21167-300-954-60452-
001-1161-21167-300-954-60453-
001-1161-21167-300-954-60500-
001-1161-21167-300-954-60501-

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp
Overtime Wage Expense
Clothing Allowance Expense
Operations Contracts Expense
Construction Services Expense
Waste Tipping Fee Expense
Non-Burnable Disposal Exp
Rodent Control Expense

Diesel Fuel Expense

Bottled Gas Expense

Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Operating Supp/Eqt Non-Cap
Printing & Copying Expense
Equipment/Small Tools-Non-cap
Miscellaneous Expense

Total 21164 Solid Waste Management

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp

P-T Employee Wage Exp
Overtime Wage Expense
Clothing Allowance Expense
Construction Services Expense
Electricity Expense

Water Expense

Sewer User Fee Expense

Diesel Fuel Expense

Gasoline Expense

Building Repair/Maint Exp
Vehicle Repair/Tires/Oil Exp
Grounds Maint/Improve Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Construction Supplies
Equipment/Small Tools-Non-cap
Cleaning Supplies Expense

Total 21165 Parks Maintenance

Dept Manager Salary Exp
Temp Employee Wage Exp
Service Contracts Expense
Electricity Expense

Water Expense
Phone/Celular/Paging Exp
Diesel Fuel Expense

Gasoline Expense

Building Repair/Maint Exp
Operating Equip Repair Exp
Grounds Maint/Improve Exp
Road Maint/Improve Non-Cap
Operating Supp/Eqt Non-Cap
Equipment/Small Tools-Non-cap
Total 21166 Cemetery

Dept Manager Salary Exp

F-T Employee Wage Exp
Clothing Allowance Expense
Conferences/Training Expense
Travel/Mileage Expense
Dues/Memberships Expense
Professional License Fees Exp
Registry of Deeds Fee Expense
Other Prof/Consult Srvs Exp
Service Contracts Expense
Phone/Celular/Paging Exp
Gasoline Expense

Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap

mmMmMMmMMmMMmMMmMmMmMmMmmMmMmMmmmMmmmmmmm mmmMmmMMmMmMmMmMmMmmmMmmmmmmm

mmmmmmmmMmmmmmmm

mmmMmmMmMmmmMmmMmmmmmmm m

$73,523.28
$327,983.04
$32,500.00
$6,650.00
$550,204.00
$4,500.00
$388,988.00
$37,000.00
$1,100.00
$48,338.00
$1,600.00
$5,500.00
$41,600.00
$4,150.00
$6,500.00
$1,300.00
$10,350.00
$1,541,786.32

$76,406.81
$278,977.68
$74,667.50
$26,300.00
$6,450.00
$30,000.00
$8,250.00
$10,500.00
$3,000.00
$8,000.00
$11,373.00
$1,500.00
$31,500.00
$47,910.00
$2,425.00
$1,400.00
$4,550.00
$9,000.00
$2,000.00
$634,209.99

$4,015.00
$24,978.00
$4,300.00
$400.00
$275.00
$324.00
$346.00
$460.00
$375.00
$1,800.00
$900.00
$5,000.00
$125.00
$850.00
$44,148.00

$118,890.72
$121,034.05
$800.00
$1,000.00
$750.00
$325.00
$800.00
$100.00
$37,500.00
$4,480.00
$1,250.00
$400.00
$875.00
$500.00
$1,300.00
$2,000.00

$45,798.87
$147,379.53
$26,924.37
$3,098.55
$219,580.12
$226.50
$227,174.44
$36,744.29
$0.00
$29,050.67
$425.62
$1,521.34
$84,796.75

$827,213.49

$49,802.85
$133,858.71
$12,776.50
$13,495.30
$5,424.41
$9,279.85
$4,559.33
$15,908.65
$1,107.53
$1,722.43
$2,817.74
$0.00
$16,624.02
$20,668.38
$219.16
$787.79
$581.92
$903.16
$32.61
$290,570.34

$4,014.00
$11,758.50

$21,703.17

$59,103.71
$60,169.25

$755.28
$1,339.11
$169.87
$0.00

$436.80

$27,724.41
$180,603.51
$5,575.63
$3,551.45
$330,623.88
$4,273.50
$161,813.56
$255.71
$1,100.00
$19,287.33
$1,174.38
$3,978.66
-$43,196.75
$1,402.25
$6,500.00
$610.62
$9,294.69
$714,572.83

$26,603.96
$145,118.97
$61,891.00
$12,804.70
$1,025.59
$20,720.15
$3,690.67
-$5,408.65
$1,892.47
$6,277.57
$8,555.26
$1,500.00
$14,875.98
$27,241.62
$2,205.84
$612.21
$3,968.08
$8,096.84
$1,967.39
$343,639.65

$1.00
$13,219.50
$4,300.00
$98.58
$138.79
$324.00
$255.73
$233.60
$375.00
$1,528.95
$900.00
$188.64
$125.00
$756.04
$22,444.83

$59,787.01
$60,864.80
$800.00
$910.00
$750.00
$325.00
$405.00
$100.00
$17,460.18
$3,724.72
-$89.11
$230.13
$875.00
$447.50
$1,300.00
$1,563.20
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21167
21167
21167

21168
21168
21168
21168
21168
21168
21168
21168
21168

21179
21179
21179
21179
21179
21179
21179
21179
21179
21179
21179

21181
21181

21185
21185
21185

21186
21186
21186

21199
21199

21201
21201
21201

21203

21204
21204
21204

21210
21210

21302

24101
24101
24101
24101
24101
24101
24101
24101

24102
24102
24102

60502
60797

60102
60251
60252
60256
60257
60306
60500
60501

60129
60201
60202
60203
60210
60211
60212
60213
60217
60218

60749

60750
60754

60751
60755

60799

60900
60907

60995

60602
6090042201
60906

40999

60107

40100
40110
40111
40112
40115
40406
40408

40120
40121

001-1161-21167-300-954-60502-
001-1161-21167-300-954-60797-

001-1161-21168-300-954-60102-
001-1161-21168-300-954-60251-
001-1161-21168-300-954-60252-
001-1161-21168-300-954-60256-
001-1161-21168-300-954-60257-
001-1161-21168-300-954-60306-
001-1161-21168-300-954-60500-
001-1161-21168-300-954-60501-

001-1106-21179-300-951-60129-
001-1106-21179-300-951-60201-
001-1106-21179-300-951-60202-
001-1106-21179-300-951-60203-
001-1106-21179-300-951-60210-
001-1106-21179-300-951-60211-
001-1106-21179-300-951-60212-
001-1106-21179-300-951-60213-
001-1106-21179-300-951-60217-
001-1106-21179-300-951-60218-

001-1102-21181-300-955-60749-

001-1106-21185-400-958-60750-
001-1106-21185-400-958-60754-

001-1106-21186-400-958-60751-
001-1106-21186-400-958-60755-

001-1106-21199-600-959-60799-

001-1102-21201-500-951-60900-
001-1102-21201-500-951-60907-

001-1102-21203-500-953-60995-

001-1102-21204-500-954-60602-
001-1102-21204-500-954-60900-42201

001-1102-21204-500-954-60906-

001-1102-24151-500-957-40999-

001-1300-21302-300-956-60107-

001-4001-24101-998-971-40100-
001-4001-24101-998-971-40110-
001-4001-24101-998-971-40111-
001-4001-24101-998-971-40112-
001-4001-24101-998-971-40115-
001-4001-24101-998-971-40406-
001-4001-24101-998-971-40408-

001-4002-24101-998-972-40120-
001-4002-24101-998-972-40121-

Printing & Copying Expense
Miscellaneous Expense
Total 21167 Engineering

Mid Mgmt Hrly Employee Wage Ex
Conferences/Training Expense
Travel/Mileage Expense
Dues/Memberships Expense
Professional License Fees Exp
Other Prof/Consult Srvs Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Total 21168 GIS Division

Insurance Buyout Pay
FICA/Medicare-ER Share Exp
MPERS-Employer Share Exp
457 Plan-Employer Share Exp
HPHC Ins Employer Share Exp
NNEBT Ins Employer Share Exp
S-T Disability ER Share Exp
L-T Disability ER Share Exp
RHSA Plan ER Share

College Reimbursment

Total 21179 Fringe Benefits

County Tax Expense
Total 21181 County Tax

Bond Principal Expense
Lease Principal Expense
Total 21185 Debt Service - Principa

Bond Interest Expense
Lease Interest Expense
Total 21186 Debt Service - Interest

Transfers out to Other Funds
Total 21199 Transfers Out

CIP Budget Holding
IT Improvements
Total 21201 CIP General Government

FD Equipment
Total 21203 CIP Public Safety

14 Foot Mower Attachment
PW CIP-Vehicle Replace/Adds
PW Facility Repairs

Total 21204 CIP Public Works

Use of Undesignated Fund Balan
Total 21210 Use of Prior Year F/B-C

Temp Employee Wage Exp
Total 21302 Crossing Guards

Current Property Tax Revenue
Tax Interest Revenue

Tax Lien Costs Revenue

Quit Claim Fee Revenue
Payments in Lieu of Taxes Rev
State Vets Tax Reimburse Rev
State Tree Growth Assess Rev
Total 24101 Property Taxes

Motor Vehicle Excise Tax Rev
Boat Excise Tax Revenue
Total 24102 Excise Taxes

mmmmmmmm
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$150.00
$56,000.00
$348,154.77

$78,989.04
$800.00
$170.00
$250.00
$275.00
$320.00
$75.00
$1,020.00
$81,899.04

$37,810.00
$1,578,448.24
$1,635,611.91
$182,328.56
$1,934,924.20
$2,522,962.79
$7,209.91
$5,833.35
$187,828.88
$24,600.00
$8,117,557.84

$1,808,299.13
$1,808,299.13

$2,184,749.94
$1,197,231.84
$3,381,981.78

$871,848.69
$159,345.00
$1,031,193.69

$150,000.00
$150,000.00

$2,148,710.00
$0.00
$2,148,710.00

$0.00
$0.00

0
0
0
$0.00

-$500,000.00
-$500,000.00

$0.00
$0.00

-$66,123,811.01
-$100,000.00
-$12,500.00
-$1,500.00
-$195,000.00
-$19,300.00
-$25,000.00
-$66,477,111.01

-$4,100,000.00
-$17,500.00
-$4,117,500.00

$0.00
$14,646.69
$157,198.03

$39,267.54

$32,673.28
$717,335.20
$975,915.80
$65,395.33
$905,667.10
$934,490.49
$5,739.82
$2,301.75
$71,006.91
$9,610.00
$3,720,135.68

$1,819,371.00
$1,819,371.00

$1,903,455.55
$629,297.29
$2,532,752.84

$425,235.99
$85,383.48
$510,619.47

$0.00
$0.00

$0.00
$8,995.31
$8,995.31

$15,023.08
$15,023.08

$12,324.91
$104,650.00
$12,782.20
$129,757.11

$0.00
$0.00

$5,310.00
$5,310.00

-$66,617,852.04
-$40,735.70
-$12,258.62

$0.00
-$50,000.00
-$15,262.00
-$38,311.50
-$66,774,419.86

-$2,436,584.31
-$3,349.60
-$2,439,933.91

$150.00
$41,353.31
$190,956.74

$39,721.50

$41,229.00

$5,136.72
$861,113.04
$659,696.11
$116,933.23
$1,029,257.10
$1,588,472.30
$1,470.09
$3,531.60
$116,821.97
$14,990.00
$4,397,422.16

-$11,071.87
-$11,071.87

$281,294.39
$567,934.55
$849,228.94

$446,612.70
$73,961.52
$520,574.22

$150,000.00
$150,000.00

$2,148,710.00
-$8,995.31
$2,139,714.69

-$15,023.08
-$15,023.08

-$12,324.91
-$104,650.00
-$12,782.20
-$129,757.11

-$500,000.00
-$500,000.00

-$5,310.00
-$5,310.00

$66,617,852.04
-$59,264.30
-$241.38
-$1,500.00
-$145,000.00
-$4,038.00
$13,311.50
$66,421,119.86

-$1,663,415.69
-$14,150.40
-$1,677,566.09

0.0
26.2
45.2

0.0
0.0

100.0
100.0
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24110
24110
24110
24110

24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111
24111

24112
24112
24112
24112
24112
24112

24113
24113
24113
24113
24113
24113

40122
40263
40264

40200
40201
40202
40204
40205
40206
40207
40208
40209
40210
40212
40213
40214
40215
40216
40217
40218
40220
40221
40229
40230
40232
40233
40234
40237
40239
40258
40259
40260
40262
40265
40266
40267
40268
40271
40272
40273
40275
40277
40278
40279
40285
40288
40294
40310
40317
40318
40319
40320
40321
40324
40556

40600
40601
40602
40605
40638

40297
40298
40299
40300
40307
40309

001-4004-24102-998-973-40122-
001-4004-24102-998-973-40263-
001-4004-24102-998-973-40264-

001-5001-24102-998-951-40200-
001-5001-24102-998-951-40201-
001-5001-24102-998-951-40202-
001-5001-24102-998-951-40204-
001-5001-24102-998-951-40205-
001-5001-24102-998-951-40206-
001-5001-24102-998-951-40207-
001-5001-24102-998-951-40208-
001-5001-24102-998-951-40209-
001-5001-24102-998-951-40210-
001-5001-24102-998-951-40212-
001-5001-24102-998-951-40213-
001-5001-24102-998-951-40214-
001-5001-24102-998-951-40215-
001-5001-24102-998-951-40216-
001-5001-24102-998-951-40217-
001-5001-24102-998-951-40218-
001-5001-24102-998-951-40220-
001-5001-24102-998-951-40221-
001-5001-24102-998-951-40229-
001-5001-24102-998-951-40230-
001-5001-24102-998-951-40232-
001-5001-24102-998-951-40233-
001-5001-24102-998-951-40234-
001-5001-24102-998-951-40237-
001-5001-24102-998-951-40239-
001-5001-24102-998-951-40258-
001-5001-24102-998-951-40259-
001-5001-24102-998-951-40260-
001-5001-24102-998-951-40262-
001-5001-24102-998-951-40265-
001-5001-24102-998-951-40266-
001-5001-24102-998-951-40267-
001-5001-24102-998-951-40268-
001-5001-24102-998-951-40271-
001-5001-24102-998-951-40272-
001-5001-24102-998-951-40273-
001-5001-24102-998-951-40275-
001-5001-24102-998-951-40277-
001-5001-24102-998-951-40278-
001-5001-24102-998-951-40279-
001-5001-24102-998-951-40285-
001-5001-24102-998-951-40288-
001-5001-24102-998-951-40294-
001-5001-24102-998-951-40310-
001-5001-24102-998-951-40317-
001-5001-24102-998-951-40318-
001-5001-24102-998-951-40319-
001-5001-24102-998-951-40320-
001-5001-24102-998-951-40321-
001-5001-24102-998-951-40324-
001-5001-24102-998-951-40556-

001-5002-24102-998-952-40600-
001-5002-24102-998-952-40601-
001-5002-24102-998-952-40602-
001-5002-24102-998-952-40605-
001-5002-24102-998-952-40638-

001-5003-24102-998-953-40297-
001-5003-24102-998-953-40298-
001-5003-24102-998-953-40299-
001-5003-24102-998-953-40300-
001-5003-24102-998-953-40307-
001-5003-24102-998-953-40309-

Snowmobile Registration Reimbu
Motor Vehicle Reg Fee Rev

IFW Registration Fee Rev

Total 24110 Registration Fees

Birth Certificate Fee Revenue
Death Certificate Fee Revenue
Burial Permit Revenue
Marriage Certificate Fee Rev
Marriage License Revenue
Resident Turkey License Rev
Resident Fishing License Rev
Massage Therapy License Revenu
Muzzle Loading License Rev
Duplicate License-Combo Rev
Coyote License Revenue
Pheasant Stamp Fee Rev
Duck Stamp Fee Revenue
Resident Hunting Lic Rev
Junior Hunting Lic Rev
Archery License Revenue
Resident Combo Lic Rev

Small Game License Rev

Bear License Revenue
Victualers License Revenue
Entertainment License Rev
Garage/Service Sta Lic Rev
Vendor License Revenue

Taxi License Revenue

Second Hand Dealer Lic Rev
Research Revenue
Advertising Costs Revenue
City Clerk Services Rev

Copies Revenue

Returned Check Fee Rev
Building Permit Revenue
Electrical Permit Revenue
Plumbing Permit Revenue
Junk Yard Permit Revenue
Code Violations Fine Revenue
Code Prof Review Fee Rev
ZBA Fee Revenue

Plan Bd Admin Fee Rev

Plan Bd Minor Subdivision Rev
Plan Bd Major Subdivision Rev
Plan Bd Site Review Rev

Plan Bd Cond Use/Oth1 Rev
Plan Bd Cont/Cond Zonel Rev
Plan Bd Shoreland Zone Rev
Sole Prioprietor Filing Fee Rv
Code Permit Application Fee Rv
Historic Preservation App Fee
Special Event Permit Fees
Accessory Dwelling Fee
Inspection Program Revenue
Cannabis Business License
Copies Sold Revenue

Total 24111 Gen Govt Licenses, Perm

Rental AT&T Cell ME Site Rev
Rental Verizon Cell ME Site Rv
Rental City Theater Revenue

Rental US Cellular ME Site Rev
Rental T-Mobile Cell ME Site R
Total 24112 Pub Srvcs Licenses, Per

False Alarm Fee Revenue
Ordinance Fines Revenue
Animal Cntrl Collections Rev
Police Reports Revenue

Court Ordered Restitution Rev
Blasting Permit Fee Revenue
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-$1,400.00
-$84,000.00
-$2,900.00
-$88,300.00

-$20,000.00
-$12,000.00
-$6,500.00
-$5,000.00
-$6,500.00
-$30.00
-$500.00
-$1,000.00
-$15.00
-$10.00

-$10.00
-$12,000.00
-$2,200.00
-$1,500.00
-$300.00
-$220.00
-$610.00
-$50.00
-$800.00
-$1,000.00
-$100.00
-$700.00
-$800,000.00
-$80,000.00
-$40,000.00
-$200.00
-$500.00
-$500.00
-$3,000.00
-$4,520.00
-$25,000.00
-$20,000.00
-$2,000.00
-$2,750.00
-$10,000.00
-$160.00
-$27,500.00
-$3,000.00
-$153,450.00
-$800.00
-$100,000.00
-$50,000.00
$0.00
-$100.00
-$1,395,015.00

-$33,891.00
-$18,742.75
-$960.00
-$43,442.10
-$32,864.00
-$129,899.85

-$30,000.00
-$1,000.00
-$2,500.00
-$5,000.00

$0.00
-$685.09

$0.00
-$41,510.85
-$875.00
-$42,385.85

-$10,340.80
-$5,589.40
-$1,549.00
-$3,359.40
-$3,876.00

-$540.00
-$972,819.21
-$46,993.17
-$18,059.00

-$18,740.00
-$850.00
-$1,000.00
-$400.00
$250.00
-$39,000.00
-$60.00

$0.00
-$1,151,909.63

-$16,795.26
-$12,243.07
-$960.00
-$25,811.91
$0.00
-$55,810.24

-$16,185.00
-$39.00
-$100.00
-$3,203.50
-$475.00
-$50.00

-$1,400.00
-$42,489.15
-$2,025.00
-$45,914.15

-$9,659.20
-$6,410.60
-$4,951.00
-$1,640.60
-$2,624.00
-$30.00
-$444.00
$200.00

-$210.00
-$50.00
-$400.00
-$186.65
-$83.50
-$160.00
$172,819.21
-$33,006.83
-$21,941.00
-$125.00
-$500.00
-$400.00
-$893.20
$1,255.00
-$25,000.00
-$11,844.00
-$1,400.00
-$2,750.00
-$6,160.00
-$70.00
-$8,760.00
-$2,150.00
-$152,450.00
-$400.00
-$100,250.00
-$11,000.00
$60.00
-$100.00
-$243,105.37

-$17,095.74

-$17,630.19
-$32,864.00
-$74,089.61

-$13,815.00
-$961.00
-$2,400.00
-$1,796.50
$475.00
-$635.09
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601

601
601
601
601
601

24113
24113
24113
24113
24113

24114
24114
24114
24114
24114
24114
24114
24114
24114

24120
24120

24121
24121

24122
24122

24123
24123

24124
24124

24125
24125
24125

24128
24128

24140
24140
24140

24150
24150
24150

24151
24151

24152
24152

24153
24153

24199
24199

44444
44444

35101

35102
35102
35102
35102
35102

40316
40460
40463
40630

40223
40231
40235
40302
40303
40304
40322
40700

40400

40401

40433

40402

40410

40404
40450

40405

40500
40501

40127
40559

40562

40559

40559

40801

33333

40250

40245
40246
40249
40253
40256

001-5003-24102-998-953-40316-
001-5003-24102-998-953-40460-
001-5003-24102-998-953-40463-
001-5003-24102-998-953-40630-

001-5004-24102-998-954-40223-
001-5004-24102-998-954-40231-
001-5004-24102-998-954-40235-
001-5004-24102-998-954-40302-
001-5004-24102-998-954-40303-
001-5004-24102-998-954-40304-
001-5004-24102-998-954-40322-
001-5004-24102-998-954-40700-

001-4006-24103-998-974-40400-

001-4007-24103-998-975-40401-

001-5001-24103-998-951-40433-

001-5002-24103-998-952-40402-

001-5003-24103-998-953-40410-

001-5004-24103-998-954-40404-
001-5004-24103-998-954-40450-

001-4012-24103-998-976-40405-

001-4009-24104-998-978-40500-
001-4009-24104-998-978-40501-

001-5001-24105-998-951-40127-
001-5001-24105-998-951-40559-

001-5002-24105-998-952-40562-

001-5003-24105-998-953-40559-

001-5004-24105-998-954-40559-

001-4099-24199-998-959-40801-

001-0000-11001-827-957-33333-

601-6001-35101-994-997-40250-

601-6001-35102-994-997-40245-
601-6001-35102-994-997-40246-
601-6001-35102-994-997-40249-
601-6001-35102-994-997-40253-
601-6001-35102-994-997-40256-

Parking Fines Revenue

PSAP Service Fees

Police Grants

Rental Verizon Cell Site

Total 24113 Pub Safety Licenses, Pe

Cemetery Fee Revenue

Septic Sludge Permit Rev

Solid Waste Annual Fee Rev

Street Opening Permit Rev

Recycling Revenue

Solid Waste Bag Sales Revenue

Large Bin Sales Revenue

Municipal Garage Labor Charge
Total 24114 Pub Works Licenses, Per

State Revenue Sharing Rev
Total 24120 State Revenue Sharing

State Homestead Exemption Rev
Total 24121 State Homestead Exempti

Fed Fish & Wildlife Rev Share
Total 24122 Gen Govt Intergovernmen

State G A Reimbursement Rev
Total 24123 Pub Srvcs Intergovernme

State Witness Fees Rev
Total 24124 Pub Safety Intergovernm

State Road Assist Program Rev
School Bus Electric Reimb.
Total 24125 Pub Works Intergovernme

State BETE Reimbursement Reven
Total 24128 State BETE Program Reim

Investment Income Revenue
Interest on Notes Rec Rev
Total 24140 Investment Income

Sale of City-Owned Prop Rev
Miscellaneous Revenue
Total 24150 Gen Govt Other

Arena Debt Serv Reimburse Rev
Total 24151 Pub Srvcs Other

Miscellaneous Revenue
Total 24152 Pub Safety Other

Miscellaneous Revenue
Total 24153 Pub Works Other

Transfer in from Other Funds
Total 24199 Transfers In

NON-REIMBURSABLE EXP
Total 44444 Encampment 2024

Inflow & Infiltration Fee Rev
Total 40250 Inflow & Infiltration F

Septic Sludge Disposal Fee Rev
Sewer Inspection Fee Revenue
Sewer User Fee Revenue
Sewer Current Interest Rev
Sewer Submeter Sales Rev
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-$25,000.00
-$378,232.00
-$20,000.00
-$20,988.00
-$483,405.09

-$10,000.00
-$100.00
-$3,000.00
-$22,525.00
-$66,000.00
-$100,000.00
-$27,500.00
-$120,000.00
-$349,125.00

-$4,254,393.34
-$4,254,393.34

-$799,402.07
-$799,402.07

-$7,000.00
-$7,000.00

-$622,393.10
-$622,393.10

-$2,500.00
-$2,500.00

-$200,000.00
-$25,000.00
-$225,000.00

-$348,792.42
-$348,792.42

-$875,000.00
-$16,500.00
-$16,500.00

$0.00
$0.00
$0.00

-$62,118.24
-$62,118.24

-$26,380.00
-$26,380.00

-$2,300.00
-$2,300.00

-$2,412,817.95
-$2,412,817.95

$0.00
$0.00

-$32,007.00
-$378,233.75
-$12,515.27
-$9,782.65
-$452,591.17

-$3,650.00

$0.00
-$17,620.00
-$57,642.89
-$25,683.05
-$13,176.00
-$50,550.50
-$168,322.44

-$2,188,515.25
-$2,188,515.25

-$640,428.00
-$640,428.00

$0.00
$0.00

-$181,372.33
-$181,372.33

-$172.02
-$172.02

-$333,858.00
$0.00
-$333,858.00

-$408,472.00
-$408,472.00

-$756.48
$20,124.23
-$20,880.71

-$560,000.00
-$139,101.75
-$699,101.75

$0.00
$0.00

$0.00
$0.00

-$35,880.17
-$35,880.17

$0.00
$0.00

$0.00
$0.00

$5,403.19
$5,403.19

-$15.00
-$15.00
-$366,976.60
-$17,427.99
-$199.46

$7,007.00
$1.75
-$7,484.73
-$11,205.35
-$30,813.92

-$6,350.00
-$100.00
-$3,000.00
-$4,905.00
-$8,357.11
-$74,316.95
-$14,324.00
-$69,449.50
-$180,802.56

-$2,065,878.09
-$2,065,878.09

-$158,974.07
-$158,974.07

-$7,000.00
-$7,000.00

-$441,020.77
-$441,020.77

-$2,327.98
-$2,327.98

$133,858.00
-$25,000.00
$108,858.00

$59,679.58
$59,679.58

-$874,243.52
$3,624.23
-$870,619.29

$560,000.00
$139,101.75
$699,101.75

-$62,118.24
-$62,118.24

-$26,380.00
-$26,380.00

$33,580.17
$33,580.17

-$2,412,817.95
-$2,412,817.95

$0.00
$0.00

-$5,403.19
-$5,403.19

$15.00
$15.00
$366,976.60
$17,427.99
$199.46

51.4
51.4

80.1
80.1

0.0
0.0

29.1
29.1

6.9
6.9

166.9
148.4

117.1
117.1

0.0
0.0

1,560.0
1,560.0

0.0
0.0

0%
0%

100%
100%
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601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601

601
601
601
601
601
601
601
601
601
601
601
601
601

601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601

35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102
35102

35103
35103
35103
35103
35103
35103
35103
35103
35103
35103
35103
35103
35103
35103

35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104

40503
60102
60105
60106
60201
60202
60203
60210
60212
60217
60251
60252
60257
60302
60304
60306
60310
60325
60331
60370
60372
60373
60382
60402
60404
60500
60501
60602
60603
60605
60700
60750
60751
60797
60798
60799

60102
60201
60202
60210
60212
60252
60301
60370
60406
60500
60501
60797
60799

60102
60105
60111
60129
60201
60202
60203
60210
60211
60217
60230
60251
60252
60253
60312
60313
60330
60342
60400

601-6001-35102-994-997-40503-
601-6001-35102-994-997-60102-
601-6001-35102-994-997-60105-
601-6001-35102-994-997-60106-
601-6001-35102-994-997-60201-
601-6001-35102-994-997-60202-
601-6001-35102-994-997-60203-
601-6001-35102-994-997-60210-
601-6001-35102-994-997-60212-
601-6001-35102-994-997-60217-
601-6001-35102-994-997-60251-
601-6001-35102-994-997-60252-
601-6001-35102-994-997-60257-
601-6001-35102-994-997-60302-
601-6001-35102-994-997-60304-
601-6001-35102-994-997-60306-
601-6001-35102-994-997-60310-
601-6001-35102-994-997-60325-
601-6001-35102-994-997-60331-
601-6001-35102-994-997-60370-
601-6001-35102-994-997-60372-
601-6001-35102-994-997-60373-
601-6001-35102-994-997-60382-
601-6001-35102-994-997-60402-
601-6001-35102-994-997-60404-
601-6001-35102-994-997-60500-
601-6001-35102-994-997-60501-
601-6001-35102-994-997-60602-
601-6001-35102-994-997-60603-
601-6001-35102-994-997-60605-
601-6001-35102-994-997-60700-
601-6001-35102-994-997-60750-
601-6001-35102-994-997-60751-
601-6001-35102-994-997-60797-
601-6001-35102-994-997-60798-
601-6001-35102-994-997-60799-

601-6001-35103-994-997-60102-
601-6001-35103-994-997-60201-
601-6001-35103-994-997-60202-
601-6001-35103-994-997-60210-
601-6001-35103-994-997-60212-
601-6001-35103-994-997-60252-
601-6001-35103-994-997-60301-
601-6001-35103-994-997-60370-
601-6001-35103-994-997-60406-
601-6001-35103-994-997-60500-
601-6001-35103-994-997-60501-
601-6001-35103-994-997-60797-
601-6001-35103-994-997-60799-

601-6001-35104-994-997-60102-
601-6001-35104-994-997-60105-
601-6001-35104-994-997-60111-
601-6001-35104-994-997-60129-
601-6001-35104-994-997-60201-
601-6001-35104-994-997-60202-
601-6001-35104-994-997-60203-
601-6001-35104-994-997-60210-
601-6001-35104-994-997-60211-
601-6001-35104-994-997-60217-
601-6001-35104-994-997-60230-
601-6001-35104-994-997-60251-
601-6001-35104-994-997-60252-
601-6001-35104-994-997-60253-
601-6001-35104-994-997-60312-
601-6001-35104-994-997-60313-
601-6001-35104-994-997-60330-
601-6001-35104-994-997-60342-
601-6001-35104-994-997-60400-

New Sewer Permit

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp

P-T Employee Wage Exp
FICA/Medicare-ER Share Exp
MPERS Employer Share Exp
457 Plan-Employer Share Exp
HPHC Ins Employer Share Exp
S-T Disability ER Share Exp
RHSA Plan ER Share
Conferences/Training Expense
Travel/Mileage Expense
Professional License Fees Exp
Audit Services Expense
Registry of Deeds Fee Expense
Other Prof/Consult Srvs Exp
Service Contracts Expense
Postage/Shipping Expense
Land/Building Lease Expense
Workers Comp Insuranct Exp
Vehicle Insurance Expense
Building/Boiler Insurance Exp
Pollution Insurance Expense
Phone/Celular/Paging Exp
Sewer User Fee Expense
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Equipment Purchase Cap
Vehicles Purchase Capital
Sewer Construc/ImproveCap
Depreciation Expense

Bond Principal Expense

Bond Interest Expense
Miscellaneous Expense
Contingency

Transfer Out to Other Funds
Total 35102 Sewer Operations

Mid Mgmt Hrly Employee Wage Ex
FICA/Medicare-ER Share Exp
MPERS Employer Share Exp
HPHC Ins Employer Share Exp
S-T Disability ER Share Exp
Travel/Mileage Expense

Legal Services Expense

Workers Comp Insurance Exp
Fiber/Internet Expense
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Miscellaneous Expense

Transfer Out to Other Funds

Total 35103 Sewer Ind Pretreat Prog

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp
Overtime Wage Expense
Insurance Buyout Pay
FICA/Medicare-ER Share Exp
MPERS Employer Share Exp
457 Plan-Employer Share Exp
HPHC Ins Employer Share Exp
NNEBT Ins Employer Share Exp
RHSA Plan ER Share

Clothing Allowance Expense
Conferences/Training Expense
Travel/Mileage Expense
Food/Lodging Expense
Temporary Agency Help Exp
Construction Services Expense
Equipment Rent/Lease Exp
Grit Disposal Expense
Electricity Expense

mMmMmMMmMMMmMMMMMMMMMMMMMMMMMMMMMMMMMMMMMM D

mmmmmmmmMmmmmmm

mMmMmMMmMMmMMmMMmMmMmMmmMmMmmmMmmmmmmm

$0.00
$88,529.78
$60,755.03
$79,315.62
$17,680.13
$21,180.95
$1,057.21
$57,620.82

$10,000.00
$8,000.00
$10,000.00
$128,923.00
$8,300.00
$1,240.00
$32,674.00
$8,852.00
$19,284.00
$15,073.00
$2,191.00
$5,000.00
$700.00
$30,000.00
$100,000.00
$24,873.00
$386,500.00
$1,137,760.00
$320,000.00
$65,200.00
$12,800.00
$25,000.00
$130,474.00
$2,812,863.14

$1,404.89

$27,551.57
$13,828.70
$44,949.61

$82,474.96
$313,909.92
$31,500.00
$3,074.00
$28,840.67
$22,826.50
$7,422.75
$289.44
$114,752.00
$4,680.00
$5,500.00
$1,350.00
$1,050.00
$50.00
$25,000.00
$233,000.00
$600.00
$12,000.00
$60,000.00

-$606,897.58
$26,854.48
$12,137.91
$16,341.50

$4,115.58
$355.04
$606.87
$6,848.89
$30.68

$215.44

$0.00
$13,849.04

$30,552.00
$0.00
$42,402.08
$0.00
$314,000.00
$33,547.25
$11,779.63
$0.00

$0.00
-$410,781.69

$830.56
$61.48

$0.00
$13,755.39

$52,898.59
$144,732.09
$24,724.91
$0.00
$16,311.96
$17,232.14
$3,496.22
$0.00
$61,154.13
$1,500.00
$3,561.33
$380.00
$0.00
$378.44
$19,150.98
$1,643.35

$0.00
$23,879.47

$606,897.58
$61,675.30
$48,617.12
$62,974.12
$13,564.55
$20,825.91
$450.34
$50,771.93
-$30.68
$2,848.35
$300.00
$350.00
-$145.00
$6,062.30
$8,000.00
$9,784.56
$112,549.84
$8,300.00
$1,240.00
$32,674.00
$0.00
$19,284.00
$1,223.96
$2,191.00
$2,639.94
$700.00
-$5,064.38
$69,448.00
$24,873.00
$344,097.92
$1,137,760.00
$6,000.00
$31,652.75
$1,020.37
$25,000.00
$130,474.00
$3,223,644.83

$574.33

$14,783.44
$13,828.70
$31,194.22

$29,576.37
$169,177.83
$6,775.09
$3,074.00
$12,528.71
$5,594.36
$3,926.53
$289.44
$53,597.87
$3,180.00
$1,938.67
$970.00
$1,050.00
-$328.44
$5,849.02
$231,356.65
$600.00
$12,000.00
$36,120.53
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601
601
601
601
601
601
601
601
601
601
601

601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601
601

35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104
35104

35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105
35105

60402
60410
60411
60450
60452
60453
60457
60500
60501
60505
60506

60101
60102
60105
60107
60111
60201
60202
60210
60211
60212
60217
60230
60251
60252
60253
60256
60257
60301
60306
60310
60313
60325
60330
60342
60370
60400
60401
60402
60405
60406
60410
60411
60450
60452
60453
60456
60500
60501
60506
60509
60510
60511

601-6001-35104-994-997-60402-
601-6001-35104-994-997-60410-
601-6001-35104-994-997-60411-
601-6001-35104-994-997-60450-
601-6001-35104-994-997-60452-
601-6001-35104-994-997-60453-
601-6001-35104-994-997-60457-
601-6001-35104-994-997-60500-
601-6001-35104-994-997-60501-
601-6001-35104-994-997-60505-
601-6001-35104-994-997-60506-

601-6001-35105-994-997-60101-
601-6001-35105-994-997-60102-
601-6001-35105-994-997-60105-
601-6001-35105-994-997-60107-
601-6001-35105-994-997-60111-
601-6001-35105-994-997-60201-
601-6001-35105-994-997-60202-
601-6001-35105-994-997-60210-
601-6001-35105-994-997-60211-
601-6001-35105-994-997-60212-
601-6001-35105-994-997-60217-
601-6001-35105-994-997-60230-
601-6001-35105-994-997-60251-
601-6001-35105-994-997-60252-
601-6001-35105-994-997-60253-
601-6001-35105-994-997-60256-
601-6001-35105-994-997-60257-
601-6001-35105-994-997-60301-
601-6001-35105-994-997-60306-
601-6001-35105-994-997-60310-
601-6001-35105-994-997-60313-
601-6001-35105-994-997-60325-
601-6001-35105-994-997-60330-
601-6001-35105-994-997-60342-
601-6001-35105-994-997-60370-
601-6001-35105-994-997-60400-
601-6001-35105-994-997-60401-
601-6001-35105-994-997-60402-
601-6001-35105-994-997-60405-
601-6001-35105-994-997-60406-
601-6001-35105-994-997-60410-
601-6001-35105-994-997-60411-
601-6001-35105-994-997-60450-
601-6001-35105-994-997-60452-
601-6001-35105-994-997-60453-
601-6001-35105-994-997-60456-
601-6001-35105-994-997-60500-
601-6001-35105-994-997-60501-
601-6001-35105-994-997-60506-
601-6001-35105-994-997-60509-
601-6001-35105-994-997-60510-
601-6001-35105-994-997-60511-

Phone/Celular/Paging Exp

Diesel Fuel Expense

Gasoline Expense

Building Repair/Maint Exp
Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Road Maint/Improve Non-Cap
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Construction Supplies
Equipment/Small Tools-Non-cap
Total 35104 P.W. Wastewater Mainten

Dept Manager Salary Exp

Mid Mgmt Hrly Employee Wage Ex
F-T Employee Wage Exp

Temp Employee Wage Exp
Overtime Wage Expense
FICA/Medicare-ER Share Exp
MPERS Employer Share Exp
HPHC Ins Employer Share Exp
NNEBT Ins Employer Share Exp
S-T Disability ER Share Exp
RHSA Plan ER Share

Clothing Allowance Expense
Conferences/Training Expense
Travel/Mileage Expense
Food/Lodging Expense
Dues/Memberships Expense
Professional License Fees Exp
Legal Services Expense

Other Prof/Consult Srvs Exp
Service Contracts Expense
Construction Services Expense
Postage/Shipping Expense
Equipment Rent/Lease Exp
Grit Disposal Expense

Workers Comp Insurance Exp
Electricity Expense

Water Expense
Phone/Celular/Paging Exp
Heating Fuel Expense
Fiber/Internet Expense

Diesel Fuel Expense

Gasoline Expense

Building Repair/Maint Exp
Operating Equip Repair Exp
Vehicle Repair/Tires/Oil Exp
Plant Operations/Maint. Exp
Admin/Office Supp/Eqt Non-Cap
Operating Supp/Eqt Non-Cap
Equipment/Small Tools-Non-cap
Cleaning Supplies Expense
Process Chemicals Expense
Laboratory Supplies

Total 35105 New Sewer Operations Ex

mmmmmmmmmmm

mMmMmMMmMMMmMMmMMMMMMMMMMMMMMMMMMMMMMMMMMMMMMMMmMmmMm

$5,750.00
$15,500.00
$8,100.00
$97,000.00
$20,300.00
$20,000.00
$20,000.00
$4,300.00
$3,100.00
$46,000.00
$13,000.00
$1,201,370.24

$57,541.50
$112,939.92
$442,902.38
$9,600.00
$57,091.00
$52,253.45
$68,692.06
$0.00
$162,486.41

$8,000.00
$5,500.00
$5,000.00
$250.00
$600.00
$302,000.00
$15,860.00
$231,500.00
$6,700.00
$4,900.00
$21,000.00
$4,900.00
$22,000.00
$2,800.00
$15,400.00
$119,000.00
$32,600.00
$13,000.00
$17,100.00
$14,600.00
$8,000.00
$0.00
$153,000.00
$26,100.00
$2,016,322.94

$1,752.84
$6,026.17
$2,216.60
$21,176.21
$40.40
$39,023.75
$19,822.94
$8.99
$21.97
$19,250.82
$6,172.28
$486,556.58

$29,184.51
$0.00
$238,080.89
$7,690.00
$31,823.97
$22,183.22
$30,506.95
$61.42
$70,583.10
$20.39
$2,238.25
$2,174.77

$0.00
$72,919.13
$0.00
$83,286.05
$2,500.69
$1,887.81
$6,953.24
$396.06
$84.96
$800.56
$6,418.71
$54,807.62
$5,957.84
$7,885.61
$3,217.26
$3,223.05
$11,521.24
$728.95
$81,081.51
$16,367.62
$801,504.83

$3,997.16
$9,473.83
$5,883.40
$75,823.79
$20,259.60
-$19,023.75
$177.06
$4,291.01
$3,078.03
$26,749.18
$6,827.72
$714,813.66

$28,356.99
$112,939.92
$204,821.49
$1,910.00
$25,267.03
$30,070.23
$38,185.11
-$61.42
$91,903.31
-$20.39
$4,017.97
$3,725.23
$5,700.00
-$30.85
$1,412.33
-$82.00
$500.00
$750.00
$8,000.00
$5,080.00
$1,101.07
$250.00
$600.00
$229,080.87
$15,860.00
$148,213.95
$4,199.31
$3,012.19
$14,046.76
$4,503.94
$21,915.04
$1,999.44
$8,981.29
$64,192.38
$26,642.16
$5,114.39
$13,882.74
$11,376.95
-$3,521.24
-$728.95
$71,918.49
$9,732.38
$1,214,818.11
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Gerry Matherne, Finance Director gerry.matherne@biddefordmaine.org

205 Main Street / PO Box 586 e Biddeford, ME
o City of Biddeford Government

(207) 571-0700 » www.biddefordmaine.org
@) @cityofsiddeford

Accounts Over or Under YTD as of 12/31/25 (50% of FY26)
Fund 001 — All expense accounts are currently at 50% or lower which is right on track.
Revenues are higher than 50%. We will continue to see a rise in most revenues, such as

excise taxes, revenue sharing, vital records, etc.

Interdepartmental Transfers are booked in January. These amounts will be in the next YTD
budget report.

Account #24151-40562 shows no payments made for the Arena debt Service reimbursement.

Finance Director is looking into this.

Fund 601 - Currently below budget
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City Council Approval Date

FY 26 CIP Allocation $  2,148,710.00 5/8/2025
FY 26 CIP Allocation for Vehicles $ 300,700.00 6/17/2025
[ Budgeted iated

015 Front End Loader $ 75,000 6/17/2025 $ 155,700 12/16/2025 $
698 Skid Steer Loader $ 35,700 6/17/2025 $ - 12/16/2025 $
Mid Excavator $ 75,000 6/17/2025 $ 75,000 12/16/2025 $
698 Mower (to zero steer) $ 45,000 6/17/2025 $ - 12/16/2025 $
61 F-600 (Recycling vehicle) $ 70,000 6/17/2025 $ 63,000 1/6/2026 $
Vehicles Total $ 300,700 $ 293,700 $
Paving $ 500,000 6/17/2025
Skate Park Study $ 35,000 6/17/2025

[Unalloctaed from CIP as of 6/17/2025 $ 1,313,010 6/17/2025 ]
Main Street Pump Station Project $ 1,000,000 9/2/2025
BFD-FY26-004 Hose Pack & $ 18,000 9/2/2025
BFD-FY26-001-Rescue Air Bags Replacement $ 14,000 9/2/2025
BPD-FY26-001-CAD/RMS System ($500,000 financed) $ 111,313 9/2/2025
DPW-FY26-003-3 Recycling 30-Yard Roll-Off Container $ 18,975 9/2/2025 XXX

[Unalloctaed from CIP as of 9/2/2025 $ 150,722 9/2/2025 ] $ 313,380.00

Total cost is $329,938. $155,700 reserved in CIP as down payment, $50K trade in, lease remaining $124,238
Requesting in FY27 CIP

Total cost is $173,700. $75,000 reserved in CIP as down payment, lease remaining $98700

Requesting in FY27 CIP

$59,691 with $2,000 trade in, additional $3,000 prep for new Chassis
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