
City Council Staff Report

Subject: City Staff Compensation
Author: Brooke Watters, HR Director
Department: Human Resources
Date: November 21, 2019
Type of Item: New Business – Contract Approval

Recommendation 
Staff recommends Council authorize the City Manager to execute a contract with 
Mercer Consulting to perform a comprehensive compensation and position classification
evaluation on approximately 140 full-time regular City positions. The proposed contract 
is not to exceed $130,000.  In response to recent organizational challenges regarding 
employee recruitment and retention, staff advertised a request for proposals (RFP) in 
order to consider the benefits of having a third party assess PCMC’s compensation and 
position classification structure and, if necessary, provide recommendations to improve 
internal practices.

Background
Park City Municipal seeks to recruit and retain a talented workforce in order to provide 
exemplary public services. Recently, recruiting efforts for positions throughout the 
organization have faced considerable recruitment challenges, sometimes resulting in 
prolonged vacancies and negative impacts on customer service. PCMC has also 
experienced an uptick in position turnover and overall employee retention. 

Anecdotal feedback shared with the Human Resources Department (HR) via exit 
interviews indicates a variety of plausible factors:

 Neighboring jurisdictions are offering very competitive wages;
 Park City has an extremely high cost of living;
 Affordable housing is virtually impossible to find for most employees;
 Commuting to Park City is no longer a necessary tradeoff with good paying jobs

closer to employees’ homes; 
 Low national and state unemployment; and
 Additional organizational expectations, such as increased workloads and regular

public meetings at night. 

Employees are arguably the most valuable asset to any organization, but particularly an 
organization that provides public services and community benefits that the private 
sector does not.  For example, personnel accounts for 64% of the City’s operating 
budget and holds decades of institutional knowledge and professional and technical 
expertise that cannot easily be replaced.

As a result, HR conducts a thorough comparative analysis every other year to attempt 
to provide the Council and the City Manager with market driven and comparative 
employee compensation recommendations.  However, as a result of the recent hiring 
challenges and number of prolonged vacant positions, HR is concerned it cannot 



combat the compensation of other jurisdictions and does not want to recommend new 
strategies or wage and benefit increases without a third party analysis to better 
understand their efficacy.

Analysis
Over the last decade, PCMC has made concerted efforts to attract a professional 
workforce while being responsible stewards of public funds.  Though some yearly 
increases are higher or lower, the average increase to wages over the last 10 years is 
3.65%.  PCMC faced a similar situation in 2015 (aggressive wage competition, low 
unemployment, and retention challenges).  In response, PCMC implemented pay 
increases that affected most City positions. This was an important step in retaining our 
current workforce, and seemed to work well for several years, particularly against 
“poaching” from Wasatch Back and Front jurisdictions with competitive opportunities. 

Despite the one-time adjustment, PCMC is once again having the same challenges. 
Specifically, PCMC has struggled to fill several key positions, including: City Engineer, 
Transit Manager, Assistant Transit Manager, Deputy Chief Building Official, Parking & 
Fleet Director, Tennis Director, and a host of other positions, such as Fire Marshall, 
Water Distribution Manager, Building Inspectors and Bus Drivers. In some cases, 
positions have remained unfilled for more than a year, while others remain unfilled (see 
analysis in Attachment A). To increase recruiting potential, some job descriptions have 
been amended to lower the minimum professional skills and competencies desired, and 
increase compensation, thereby undermining internal pay equity in order to protect our 
customer service levels.

It is no secret that Park City faces unique 
challenges. The country faces the lowest 
unemployment levels in 50 years, and Utah 
is now at 2.8%. Statewide private sector 
employment grew over 4% last year. 
Comparatively, this is lower than Colorado 
(2.9%), Wyoming (3.6%), Nevada (4.1%),
Arizona (4.9%), and California (4.1%). 
Making matters worse, housing and rental 
costs and availability are excessive by 
almost any measure. Locally, most new hires cannot afford to live nearby, requiring
successful applicants to commute.

Prior to advertising an RFP, HR discussed the challenges with managers and solicited 
input.  Since public employee compensation can be a sensitive topic, Managers 
preferred an outside entity assess and provide recommendation in order to retain 
objectivity.  In August, HR issued the RFP to include everything from pay grades and 
structures to evaluation of competition in our regional market.  Beginning with and 
focusing on hourly positions, we will also examine total compensation, which is an 
important recruitment tool that includes both pay and benefits.  



Three responses were received, and staff recommends working with Mercer Consulting.  
The scope of their RFP is included as Exhibit 3.  In addition, HR plans to convene two 
committees: 1) staff committee to work with Mercer and review and assess any and all 
information the consultant might require to conduct their analysis, and 2) Blue Ribbon 
Employee Compensation Committee comprised of local business owners, stakeholders 
with labor experience, Council, and staff.

Recommendation and Alternatives
Recommendation:  Contract with Mercer to analyze the City’s classification and 
compensation system and provide a recommendation based on the City’s 
position in the market.  75 years in business, Mercer is uniquely suited due to its size 
and resources to support the City’s compensation strategy, including how we relate to 
the marketplace and our ability to attract and retain a talented workforce.  Mercer
specializes in multiple disciplines, such as strategy and workforce analysis, 
organizational design and architecture, assessment and development, and employee 
rewards.  In addition, the access to regional information and professional capabilities
exceeded other vendors. Past projects include the City of Atlanta, Salt Lake City, and 
the National Academy of Sciences.  

Alternative A:  Select different vendor at a lower price.  Two other proposals were 
received. The second option most likely to meet City needs maintains a database of 
approximately 25% fewer positions, and less data than the preferred vendor. In addition, 
their experience of 3 years performing professional salary compensation results to a 
variety of entities was far less than our preferred vendor. This option is more cost 
effective, at approximately $40,000. Staff would also convene a blue ribbon 
commission.

Alternative B:  Perform analysis in-house, utilizing compensation information but 
re-evaluating the City’s pay philosophy and process.  Potential solutions might 
include using private sector data in addition to city/county comparables, changing 
process and/or standards, utilizing vendors above for a smaller, more affordable study 
of only difficult to analyze positions. Staff would also convene a local blue ribbon 
committee.

Funding 
Because of organizational workforce challenges and the direct link to departmental 
output and success, many different departments were asked to contribute to fund this 
effort. Funding sources include budgeted funds ($50k), which were specifically 
requested for this type of analysis, and additional funding from HR, Stormwater, Water, 
Sustainability, Building, Planning, Recreation, Economic Development, Organizational 
Development, and IT.  By sourcing from various budgets, staff is not requesting a 
budget amendment to award the RFP with Mercer.  

Exhibits
A Analysis
B Scope of work


