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CITY OF DALLAS
oate October 31, 2018

Honorable Members of the Government Performance & Financial Management
Committee: Jennifer S. Gates (Chair), Scott Griggs (Vice Chair), Sandy Greyson,
Lee M. Kleinman, Philip T. Kingston, Tennell Atkins, Kevin Felder

TO
sussect 2019 Compensation Study
On November 5, 2018, Nina Arias, Director of Human Resources will brief the
Government Performance & Financial Management Committee on the 2019
Compensation Study. | have attached the briefing materials for your review.

Please let me know if you have any questions.
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M. Elizabeth Reich

Chief Financial Officer

Attachment
c Honorable Mayor and Members of City Council Kimberly Bizor Tolbert, Chief of Staff to the City Manager
T.C. Broadnax, City Manager Jon Fortune, Assistant City Manager
Chris Caso, City Attorney (Interim) Joey Zapata, Assistant City Manager
Carol A. Smith, City Auditor (Interim) Majed A. Al-Ghafry, Assistant City Manager
Bilierae Johnson, City Secretary Nadia Chandler Hardy, Assistant City Manager and Chief Resilience Officer
Judge Preston Robinson, Administrative Judge Directors and Assistant Directors

“Our Product is Service”
Empathy | Ethics | Excellence | Equity



2019 Compensation Study

Government Performance & Financial
Management Committee
November 5, 2018

Nina Arias, (SHRM-CP)
Director, Human Resources
City of Dallas
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Overview

* Provide an overview of current state of our

compensation structure

e Review the proposed objectives for the 2019
Compensation Study

 Timeline and next steps
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Background — Compensation Structure

Compensation Strategy Total Compensation — Value Proposition

Philosophy Structure
st Identify CS?I?X'T;E:S Archji:)ebcture .
e — competitors Behavioral and Base Pay Incentive Pay
Lead, Lag . .
Anchors Hierarchies
Market Internal EERUEES -
. . Short and
Surveys — Equity — Merit, Pay for
Long Term
External Internal Performance Cash
Comparison  Comparison | .
ncentives
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Background — Job Architecture

Job Families
and
Functional
Areas

Competency
based Job
Descriptions

Career Levels
& Ladders

Career

. Job Structure
Categories

Employees

eExecutive eFinance eEntry
eManagement o|T eIntermediate
eProfessional eQOperations eAdvanced
eSupport eExpert
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Background — Talent Management

—_

Candidate
Sourcing and
Selection

Pav for Evaluation
y and Feedback

Qformance ‘ woaching)

Job

Architecture
(Competencies and y

Career
Development

Succession

\Planning
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Background — Compensation Maturity Curve

Reactive

Philosophy/
Strategy

Outdated or Non-
existent

Generic Jobs;

Structu rE/ unusable for
0 sourcing or

Job Profiles development
purposes

Assigned once,
never reviewed

Base Pay

Non-existent, basic
merit increases

Basic

Tied to
Organizational
Goals - reviewed
every 2-5 years

Well define roles;
used for sourcing
and development

Internal equity
observed; no
survey data used

Ad-hock bonuses
(RIFs, special
projects)

Lower Initial Cost- High Attrition

Lower Staff Quality/Fit
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Proactive

Total Comp

perspective,

adjusted for
market annually

Success profiles
and career ladders
based on
Competencies

Benchmarked for
industry and
Market; adjusted
periodically

Generic Pay-for-
Performance
program for
management

Strategic

Data driven, tied to
organization’s
performance and
outcomes

Integrated to and
used as foundation
for Talent
Management

Differentiated

base pay for top
> performers and

Hi-Potential
Employees

Strategic pay-at-

risk program for

key positions and
initiatives

Greater Long Term Gains

Higher Staff Quality/Fit




Other Issues

e Modest annual salary increases for over 20 years — COD 2 to 4% Vs. Average 3 to 5%

e Salaries needed to recruit new hires typically exceed that of peers

e Reorganizations and new jobs evaluated without organization-wide or market context
e Spans of control of 1:3 or lower, tied to ambiguity in job descriptions

* Non-competitive salaries result in:

Inability to attract, recruit, and retain talent

Internal promotions into jobs requiring two, three, and up to four level increases
Excessive use of Interim Assignment Pay (IAP) to cover vacancies

Excessive and disjointed equity adjustments and exceptions

3,237 Administrative Pay Exceptions - Since October 2017

B Doublefill (Special Request) | Equity Adjustment B Exceptional Pay New Hires
B Exceptional Pay Promotions M Interim Assigment Pay B Overfill (Special Request)
B Reclassification Request B Ad-hoc Surveys B Underfill (Special Request)

Equity
Reclassification Request, Doublefill (Special Adjustment,

Exceptional Pay Promotions, 667 | Interim Assigment Pay, 637 548 Ad-hoc Surveys, 497 Request), 471 302

Government Performance & Financial Management




Assessment

Compensation Survey Compensation Survey - Management
Q3 Overall, | am satisfied with the organization's pay structure. Q1 | am compensated fairly relative to the local market.
Answered: 317 Skipped: 0 Angwered: 72 Skipped: 0
S— weare=]]
e[ ~
Nelther Neither agree
satisfied no... nor disagroa

- e
Strongly
v
i =

O% 0% 20% 0%  40% EO%  GO% 0% 80N 90% 100%

ANSWER CHOICES RESPONSES ANSWER CHOICES RESPONSES
Very satisfied 0.85% 3 Strangly agree e :
caneted P ” Agree 2083% 15
Neither satisfied nor dissatsfied 21.14% & Nelmar agres nor cissgres 1o "
Dissatisfied A0.06% 127 Desagroe T =
Vory 4 20.82% o6 Strangry disagres 26.30% ®
TOTAL
TOTAL 317 "
[ COMMENTS
[ COMMENTS DATE DATE
1 Nt realy compared 1o the number of hours that are required 1o prolect the ives of clizens'and 252018 6:51 PM.
1 Afar 32 years my pay should be at least 23 dollars an hour TH1/2018 4335 PM thelr properties from flooding. This posilion and many olher posiions in this division ars on-call 24
heoirs 3 day, seven days per week we are nol able to reward smployees effectively for the sflorts
2 In my department, the next prometion (ddk/yr) is the highest psy grade | can be st while do 711/2018 4:03 PM
e oo L ghest pay e that they are required o put in.
3 o= ficaton i not inine with other Analyst 105540 P 2 & Btomey in my posiion for a privale corporation makes roughly doutie whal | make and other  G/22/2018 347 PM
grade murécipalities pay roughly 30% mare tan what my cument saiary is
4 Our structure is 10 one plans TH12018 1121 AM
mmwuom:yﬂlﬁmaummanprmmmg\m. 3 Pror Glassdoor - Markel rale for IT Project Manager ls 3100k GZAAE 126 FM
s - and pen - P —— 4 | feel the saiaray along with the high cost of insurance for 2 family greatly reducing the city 2112018 10:38 AM
it may seam 10 maks sense for e Gty but indhscusly is unfsr. COMPENIMENSS i compensation.
] | see others that don't putin near the mount of hours hal are paid much better, but belleve ifs 71072018 2:55 PM s The pey In suburoan clies s ncliceatly higher than that offered n Dallas for comparable BZAZ010 544 AN
beesuse he INGUSITY | FEpresent is ol well UErsiood and locked 81 more 38 3 “fun job” rsther bt
N the lang hoUr, Nighis, weekends, ravel and Sctusl work itis. 6 Gur praximity o the olher Commercial Alrport which is partislly owned by the Cly is 8 dear &2112018 920 AM
7 No because it squsl 1o the year | have been hers 71072018 252 PM coampe
7 We are under paid Tocal edties i
8 1 think the pay scale has a big pay range. THO2018 220 PM Srenderpe " SRR B8 AN
8 | ahways factor in the vakus of the long term pansio 200201
E] I should rot take 10+ years to reach top pay in yaur posiion when scoring exceplionsl every THI2018 10:10 AM ' long tem pension. 1o saTm
teview periad 9 Agree If his was my firsi job disagree based on my years of Exparience. 2002018 5:11 PM
1/25
8/42
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RFP Goals and Objectives

Compensation Strategy

Bonuses -
LT 3 Inte'rnal Merit, Pay Short and
U= i for Long Term
External Internal
. . Performance Cash
Comparison Comparison Incentives
| J\o
( N\ \ \
Competencies — Job
Market Place Identify SKA’s and Architecture .
— Lead, Lag competitors Behavioral and Base Pay Incentive Pay
Anchors Hierarchies
\ VAN J o J
e N
Philosophy Structure
\ J Y,

Benefits,
Work-life
Balance,
Recognition,
and Talent
Development

Total Compensation — Value Proposition
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Timeline

Task Name
Compensation Study - RFP & Implementaton
Define Project - Seek feedback
Document Requirements
Research and Target Vendors
Develop and Write RFP
Distribute RFP to Vendors
Select Vendor and Develop Contract
Conduct Compensation Study

Issue and Implement Recommendations
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Duration
TBD

3 wks
2 wks
1 wk
TBD
TBD
TBD

6 mons

0 days

Start

Tue 10/23/18
Tue 10/23/18
Tue 11/13/18
Tue 11/27/18
Tue 12/4/18
TBD

TBD

TBD

TBD

Finish

TBD

Mon 11/12/18
Mon 11/26/18
Mon 12/3/18
TBD

TBD

TBD

TBD

TBD




Next Steps

e Seek Council’s feedback on proposed strategy
e |[ssue RFP—-Q1 2019

* Bring back recommendations to Council for
implementation in FY2020
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2019 Compensation Study

Government Performance & Financial
Management Committee
November 5, 2018

Nina Arias, (SHRM-CP)
Director, Human Resources
City of Dallas
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