Minute Book 86 587

MOUNTAIN BROOK CITY COUNCIL
PRE-MEETING DISCUSSION
AUGUST 25,2014

The City Council of the City of Mountain Brook, Alabama met in public session in the Pre-council
Room (A106) of City Hall at 6:15 p.m. on Monday, the 25th day of August, 2014. The Council President Pro
Tempore called the meeting to order and the roll was called with the following results:

Present: Amy G. Carter, Council President Pro Tempore
William S. Pritchard, II1
Jesse S. Vogtle, Jr.
Jack D. Carl
Lawrence T. Oden, Mayor

Absent: Virginia C. Smith, Council President

Also present were City Attorney Whit Colvin, City Manager Sam Gaston, and City Clerk Steven
Boone.
1. AGENDA

1. One-time pension benefit payment for RSA and CIGNA retirees. (Resolution Nos. 2014-106, 107,
108, and 109 were added to the formal agenda.)

2. Parks and Recreation organizational and staffing study presentation — Steve Eagan of The Mercer
Group (Appendix 1).

3. Expungement Law update — Steve Shaw.
4. Review and discussion of the issues to be considered at the 7 p.m. meeting.

Upon conclusion of the City Council’s review of the other formal [7 p.m.] agenda issues, Council

President Pro Tempore Carter adjourned the meeting.

Steven Boone, City Clerk
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1000 Writlock Avertie
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wwanenxrerauploc com
June4,2014
Mr. Sam Gaston
City Manager
56 Church Strect

Mountain Brook, Alabama 35213

Ms. Shanda Wiiiiama

Parks & Recreation Superintendent
3698 Bethune Drive

Mountain Broak, Alabama 35223

Dear Mr. Gaston and Ms. Willlams:

The Mercer Group, Inc. is pleased to present our Draft Report for the Mansgemeat and
Organizational Study (the M Study) af the Parks & Roereation Department.

QYERVIEW OF THE REPORT

Our report s based on our propasal of September |, 2013 and is presented in the following ten
chaplers. Becausc Parks & Recreation (Parks) is smaller than Public Works, we are organizing
the Parks report by functions instead of by divisions as in the Public Works report. Esch chapter
presents findings, analyses, and recommendations relating to thet chapter's topics.

1. Overview of the Projoct

II. Current Situation

NLParks & Recreation Assessment
1V, Implementation

V. Exhlbits

Mr. Sam Gaston, Clty Manager
Ms. Shanda Williams, Parks & Recreation Superintendent
City of Mountaln Brook, Alabama

June 4,2014
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QVERALL ASSESSMENT OF THE DEPARTMENT

The Department of Parks & Reereation Is providing a high leve! of service to the City of
Mountaln Brook and its resid Manag d i itted to meeting

an are
the expectations of the Mayor and Clty Couneil, the ll’n;k Board, the City Managor,
strategic partners (such as Mountain Brook Schools and several athletic assoclations), and
Mountain Brook residents, Parks staff Is knowledgeable, hard-working, and cobesive.

With 8 new Suy practices and phllosophy will he changlng (and
are improving per staff Interviews) as in the Department of Pubfle Works.
Kep Strenely

» Anenergetic and cohesive Park Board
> Quality and quantity of resources and work performed by Parks siaff
» Knowledgeable and t oo ok

> The new Purks Superintendent
» A new facility and good equipment, with a couple of exceptions

Key Wepknegres

The strategle direction of the d and its ax well as those of strategic
partners (c.g., MB Athleties) is not elearly and formally defined

Strategic partners in delivering recreation services operate VERY independently with
little collaboration about service delivery options

Staffing levels (before a position was added to the budget)

Lack a formal maintenance management system with few performance, activity, and cost
of service measures and reports

Lack an asset sysiem with i
public infrastructure

Kev Opportunities

» New spproach to ing and

> GIS, assct and
available in the City

» New appronches to delivering services (higher standards, cross-utilization, employee
. bl e ing vs. In-house, collaborati

vV VvV Vv V¥

~f und eonditi for

with the new Superintendent
and other tech ppii

already

Kex Threog

» Emergencies like tomadoes and bad storms
» Not filling vacant positions or cuts to current staffing levels

August 25,2014
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Ms, Shanda Williams, Parks & Recreation Superintcodent
City of Mouniais Brook, Alsbama
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KEY FINDINGS AND RECOMMENDATIONS

‘The Mountain Brook Parks & Recreation Deplrlment Isan =ﬂullv¢ ateward of lhe Clty'’s
parks and recreation Infrmstructure and Is to the of

clected officials and citizens, particularly in terms of parks lppeunnce and field condiilons,

Parks' satisfaction scores from the 2014 Citizen Survey conducted by the ETC Instituta
were very high (90% of respondents scored 4 or 5 on & S-point scale where 5 is “very satisfied™)
compared 10 an average score of 71% for the comparative group of 53 commuaities. Parks'
scores [or six parks-specific questions also were very high (76% to 94% scored 4 or 5 vs. 62% to
T7% in other communities).

Scores on the Mercer surveys were very high compared to other cllents and to 2003 Parks &
Recrestion results. See Chapicr 1} and Exhibit 3-6 in Chapter V for details. The Values Survey,
however, indicates the need fo work on and communicate departmental values.

Our report, therefore, recommends fine-tuning and expansion of what is in place and
evolving with a relstively new Superintendent.

Ksy recommendations are:

1.) Gogvernance: Purks Board members are well-qualified and commitied to parks and
recreation services. The Board operates cohesively as an effective advisor to the Mayor
and City Council, the City Manager, and to the Parks Superintendent.

Create o single "Friends of the Parks” j (a ittee or foundation) to raise
funds for speclal needs.  This group would subsume a relohvely Inactive *Friends of
Jemison Park.” The City has a long history of champions rising up to generate public
interest and funds for projects like the Crestline Tot Lot. Thia group would formalixe this
championing process.

2.} Strategic Direction: Review the department’s vnlues to confirm employee Ilndemmdlng
and buy-In, as well x5 develop missl and p
meusures to ensure City officials have o full undmundmz of the mum on their
investment in Parks & Recreation staff and other resources.

Create o Functional Business Plan for the department to document these and other
sirategic clements. The plan would connect to the ded Parks & R
Plan, which would serve as a long-range needs relating to Infr
recreatlonal services.

and

Mr. Sam Gaston, City Mansger

M, Shanda Williams, Parks & Recreation Superintendent
City of Mountain Brook, Alabsma

June 4, 2014
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3) M&Dﬂmﬁm. Continue to review the mix of In-house and contracted
services usml Mercer's Dcclmm Crllarla jar Conlraclln,g and Callaboralwn The
current mix of secvice pr p to other and
industry best practices.

Create a coordinating body, perhaps called the Mountoin Brook Parks & Recreation
Coordinating Council, to ensure all parties involved in serving the community are
colinborating optimally and that ail identified community needs are mel.

4.) Oreanization and Staffing: Continue the current organization plan as shown on Exhibit
1 We support creation of the Odd Jobs crew, funding of the 16™ positlon, and edding a
17" position if the Parks Board and Mayor and City Council approve higher standards for
parks and islands. The 17 position would be added to the Route Crew.

We understand the Parks Crew Labor Supervisor position will be reviewed by the
Jefferson County Personncl Board. Our analysis of the responsibilisies of the Parks,
Route, and Complex Labor Supervisors do not find a distinet difference In duties, staff to
supervisor, or areas of responsibility, Perhaps all three positions should be reviewed?

We like the practice of rotating crews between the Route and Complex Crews, and
suggest It be expanded 10 inelude the Parks Crew, This change expands eross-utilization
possibilities across the department.

5.) Qnorations Moppgementi A3 In Public Works, we support Improvements in operational
recardkeeping and reporting to bettor “mannge the numbers,” which 10tal over 22,000
available work hours for 14 ﬁeld emplvyeu (at 1,600 working hours each year). Parks
may need an Asset M System to ish this objecti

Continue current seheduling and work day practices, which seem highly effective, but
tighten the Junch period protocol through better routing to save travel time to/from the
yard both at lunch time and at the end of the day.

6.) Resoyrce Mapagemen: Review equipment and tool needs for the next budget cycle.
Continue the practiee of the Odd Job Crew meintaining equipment, but ensure small
engine mechanics ere eertified.

Invest in enhancements nt certain parks where amenitics are oging and identify future
needs through the Parks & Recreation Master Plan.

With the develop of Parks Functional Business Plan and better work/cost data from
“managing the numbers,” add a return on Investment element 1o the budget process.

Develop an Absence Policy to limit moming cali-ins.
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Mr. Sam Gaston, City Manager

Ms, Skanda Willlams, Parks & Recreation Superintendent
Clty of Mountaln Brook, Alsbama

Jone 4, 2014
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NEXT STEPS

The next step in the study process s to review the Draft Report with you two then create an
updated draft for the Project Steering Commiliee, the Parks Board, and Parks & Recreation staff
(at a highlight level).

Then, once we determine eorrections, clarifications, and edits, we will prepare a final report and
make s Final Presentation to the Mayor and City Council, the Parks Board, and Parks employees.

After the presentation, the Clty and Parks need 10 review and fine-tune, then foliow, the
Implementation Plan described In Chapier IV and on Exhibit 9 to ensure recommendations in
the Mercer study are fully implemented,

wE b

If you have any questions or require ding our proposal, please call
Stove Egan, our project manager and lead consuitant, at 770-425-1775,

Very truly yours,

THEMERCER GROUP, INC,
James L. Mcrcer, President snd CEO (Project Director)
Stephen D. Egan, Jr,, Senlor Viee-President (Project Manager and Lead Consuitant)
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| 1. OVERVIEW OF THE PROJECT |
This chapter of the report describes the project's purpase, obj cape, issues, deliverables,
and schedule.

A.SCOPE OF THE PROJECT

Slmilar to many well-run clties, Mountain Brook Is eoncerned ebout the level of services
provided to its citizens and the resources required to deliver these services.

With a new Parks Superintendent snd value recelved from a prior study In Public Works, the
City beliaves this Is a good time for an independent, objectiva roview of the management,
organization, and operations of the Parks & Recreation Dapartment (Parks or the Parks
Departmeot).

Issues to be studled are a comblnatlon of the lasues that Mercer reviews In our comprehensive
Management and Operntions studles, s well as issues of primary concern to the City of
Mountain Brook.

City Issues

In our telephone conversation with the City Manager and initial meeting with the Project
Sleen'ng Committee, we identified the following key City Issues (o be reviewed in the study:

1. zational Culture: Is workforce monale, cohesion, and k high?
(See Chapter Il, Current Situatlon)
1. O Does the

plm mclud: sppropdme spans of eonuol
i levels, functional i and
(See Clupler VI, Organization nnd Smﬂ'mg)

3. Staffing: Are staffing levels ad 10 obji dards of and
responsibilitics assigned? Does Parks need foc a Parks Mumlennnne Supcmsor position.
(See Chapter VI, Orgmmuon and Staffing)

4. lonal pollcles, and fully defined and
implemem:d’l Am these adequate for the Cahaba River Park and maintenance of lslands.
Can Parks keep up with work assigned?

(See Chapter V11, Operations Management)

5. Facillties and Equlpment: Are there enough fields? What is the impact of a growing
Lacrosse leaguc on field availability? 1s equipment adequate? What about sharing &
bucket truck with Publle Works?

(See Chapter VIII, Resource Munagement)

THEMERCER GROUP, INC, 3
Draft Mazagement Study of the Mountain Brook Parks & Recreation Department (6/4/2014)

Minute Book 86

J:\Minutes & Agendas\Council\2014\20140825 Minutes.doc

ercer issiie;

Mercer's Fifty Manag Issues for which are at the core of
all of our management and operations reviews, also were revnewed and assessed in this study.

Goverpance
1. Legal structurc/form of government
2. Role of goveming and advisory boards and committees
3. Staff support 1o these boards and committees
4. Pohey makmg and declsmn making processes
5.

of and with legul,

y, snd policy req

Service Dellvery Structure

6 Orunmml!oml lounon of. seme:s and activities both in and outsids the city
ng city g P
t lnler;ovcnuntnlal coopemuon across the nglon

9. Use of altermative service delivery such as inter-local agr 3
contracts, and privatization
10. Comparison with indusisy best practices, benchmark communities, and Mercer's national
experience
Plannlng
11. Strategic plnnmn; process compued to the Mereer Model
12, Alignment of vision, mission, g-term goals, and short-t bjectives (as

they impact services levels, organization, and lufﬁng)
13, Capital projects pllnmng process, documents, and wcmghl

14, Financial plnnnmg and bud 1, gh

15.0p 1 planaing p and ',.‘
Manazement

16. Senior izath

17. Internal workings of the management team

18. M, porting and i

19. D of policies and proced

20. Customer and stakeholder relations and

21 Orgnmunonll culmr: and values (as they impact orgsnization and staffing)
2. h phiy and | relations (as they impact organization
and siaffing)

THE MERCER GROUP, INC, 2
Draft Massgement Study of the Mouniain Brook Parks & Recreation Departmest (6/4/2014)

QOnerations Management

23. Work standards and specifications

24. Work planning and scheduling

25. Unit and crew organizalion and staffing
26. Job clussifications, roles, and duties

27. Adequacy of facilities, tools, technalog; ications, and "
28. Unit and crew supervision
29, Unit and crew op wnrk flow, p and cost-effecti
30. Yard, l support, and sdministrative support i
3. Actmtylnd performance reporting and analysis
32. & plans and p
Resouree Management
33. Human R policies, practices, and p

34. Training and career development program
35. Safety and risk management program
36. Entployee and labor relations

37. Financial management and reporting

38. Financlal transactions and processes

39. Project and sctivity cost accounting

40. Rates, fees, charges, and eost recovery practices
41. Internal service fund operations and charges

42, Information systems mensgement and support services
43. Computer and mhnolozy plieations (hardware and
44. Records ing d ing. and GIS

45. Puschasing and jad
46. Warehouse and stores opemlons

47. Facilities management
48, Facility and grounds maintenance operations

49. Fleet and equipment management
50. Equipment specifications, procurement, and replacement

3
{6142014)
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We also city and d {evel lssues based on the Mercer Model for Managing in
Laan Times. Koy issues and challengas reviewed ars:

1) Strateglc Dircctiom Although many govemments have “strategies, gools, and
objectives,” many fack o full many more
fail to eary down the g de plan to d
plaps.”  Often, thcrefm. the work of departments and cmploycc: is not Ahgm:d with the
govemment'’s vision, stratcgies, and goals, and the various planning processes lack cohesion.

2.) Service Dellvery Structure: Semce delivery ll\emnum range from fiill consolidations

(City-County or City-City/Town) to {Fire or Ulilities) to collabomtion

for specific services (911 Center or solid waste) to geoperiion In funding social

services or the arts. Mcrcer's Decislan Criteria for Conirocting (sce Attachment C) can assist in
determining what options might work In specific circumstances,

3.} Organizatlon and Shmng Plans: Do decisions for the Strategic Direction and Service
Delivery Structure result in a mission-driven ornmuuon md staffing plan? Are the right
people in place to manage the ization and to cost jvely deliver services?

4) Oy
18 one of many ways to ensure local g But, In additlon,
govemments need Ways 10 nssess und monitor the dly-lo-day and hour-to-hour aperational
efficicncy of staff, units, and programs. We call this “Managing the Numbers”

5) Budgel and Finaneial Management: Although it l: hard to raisc taxes, chlrgcs, and
utllity fees in economle hard time, loul B can imp mdnmu od and

1o ensure and p are
defined goals and objectives, operating cfﬂclenlly and effectively, and giving s :ohd return on
the government's investment in people, facilities, equipment, and other resources.

and Prod y Impr The

6.) People Management: Key needs for every government are 10 retain good employees and
develop new hires and lower p The d ppil of pay plans (Includmg
perfonnum:e-bued revmd:). benefits pack i and training

I and the llke can bring employees to higher levels of
perl‘om:m:e and limit turmover and the attendant costs to hire, train, and retain good employees.

7.) Tachnology Investmsnts: For ycars, central sdministrative departments have invested in
resourca management systems and public works/uilities In technology lo manage ficld
operations, plants, and facllities, Other g have not ly followed that
trend 1o apply Asset and Work Mumgemtn( Systcm:, GIS, GPS units on vehicles, and hand-held
field data recorders. A strategic approach is needed to oplimize these resources and select
relisble software and hardware vendors.

4
Draft Brook Parks & Recreation Department (6/4/2014)

Study of the

B. PROJECT ACTIVITIES

The Project started in December 2013 and required about six months to complete as we were
concurrently doing o study of the Emmet O'Neal Library. Project activities included:

» Intervicws with city officials, bers of the Parks & R Board (Parks Board),
stekeholders (Mountain Brook Schools, athletic iath support d
directors, and Parks employees to gain an understanding of the City and of the
department;

> Review of city and Parks-related documents and reports; and

that were

» Application of Mercer surveys and pleted by fourteen Parks

employees.

The detailed project schedule by task and subtasks, with time frames and milestones, is
presented in Chapter 111 of our proposal. The schedule provided time for:

A Kickoff meeting with the Project Steering Committee,

Parks staff 10 complete questionnaires and surveys.

On-site Interviews, slte vislts, and observation of work.

Data collection, research, and benchmarking.

Analysis of information and data collccted during the study, development of preliminary
findings end aliematives, end preparation of a drafi report.

Project and status reports.

Review of the draft report with the Project Steering C
1o the Parks and Recreation Board and Parks employees.

» Preparation of a final report, followed by 8 final presentation to the Mayor and City
Council and to the Parks Board.

VYV YVYVVYyY

along witha

The consultant was responsible for the following deliverables:

% Interim Status Reparts: These informel reports to the Clty Manager and Parks
Superintendent, as well as a short presentation to the Parks Board, were delivercd at key
project milestones defined at the project kickoff meeting,

» Draft and Final Reports: We pnpuod Dnn and l-‘mal Reponts for the project, which
detailed our findings, plan.

» Presentatlon: Presentations to the Mayor and City Council and to the Parks Board were
made at the conclusion of the project.

THE MERCER GROUF, INC, s
Draft Management Study of the Mountaln Brook Parks & Recreation Department (6/4/2014)
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| II. CURRENT SITUATION l

This chapter of the report describes the Clty of M in Brook; the serviees and
resources of the Parks & Recrclnon Department; and reviews the results of interviews, surveys,
and ires applicd in the ) Study of the ds

A, CITY OF MOUNTAIN BROOK
The Clty of M ity and a suburb of Birmingham.

Mi in Brook had a population of 20,413 as if the 2010 Census ond 20,369 s of a 2012
estimste, with refotively llcvw. controlied growth, The City is noted for the quality of fife and the
excellence of its school system, parks, and recreation programs,

The city was incorporated in 1942 and is governed by & Mayor and five-member City Council,
which appoints a City Manager to run daily operations,

The City's misslon Is to be “l fessional izati itted to  and 1l
which p fullp in enh the quality of life for residents.™
Ky elty values arc Integrity, Safety, Education, C S ip, and Beauty.

For Fiseal Year 2014, the City employs about 225 people and has an annual all funds budget
(including copital peojects) of $39,158,179. Budgets for major funds are:

» QGeneral Fund: $32,065,367
» Capital Projects Fund: S 2,030,848
> Parks Board Fund: § 114,300 (net of the cliy's General Fund contribuioo)

As a full servica community, elty departments include Police, Fire, Parks & Recreation,
Finance and Administrative Services, Public Works, Inspeetions, and Planning.

A Library Board governs the Emmet O’Neal Llbrary In Crestline Vilinge with day-to-day
management by the Library Director who reports to the Board.

L]
Draft Study of the M in Brook Parks & Recreation Department (6/42014)

B. DEPARTMENT OF PARKS & RECREATION
Services

The staff, strategic partncrs, and contraetors of the Plrlu and Recrsation Department
provide a range of services for elty and b ding, but not limited to:

Administration

Capitnl improvements planning

Construction projects

Fleld maintenance, including dugouts, fences, and seoreboards
Twf maintenance

Park maintenance

Building maintenance

Grounds mantenance

Smatl Eagine equipment maintenance
Youth recreation programs

YVVVVYVVYVYYY

Several operating and support scrvices are p by other g non-profit

assoclations, and contractors:
> Ml C 4

Ficld lights
Field lighting effectiveness study
Major construction projects

Pest cantrol

Sceurity guard

Trades (ss nceded)

» Recmtion Recreational semces e dehveud by severnl non-profit athictic
or private

Mountain Brook Athletics
Mountain Brock Soccer

Mountain Brook Lacrosse
Mountain Brook Gymnastics
Traveling teams

Private gyms and exercise facilities
Country Clubs

services include:

THE MERCER GROUF, INC, 7
Draft Management Study of the Mountain Brook Parks & Recreation Department (6/4/2014)
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Resources

Budget

The FY 2014 budget provides $1,160,470 in op ng funds for the Dep. of Parks &
Recreation.  Special Projects, funded by the Geoeral and Capital Improvements funds, add
$554,250 for improvements af Cakiaba River Parks and Improvements at varinus parks,

Reveaue sources and the number of employees are shown on Table I and expenditures
categories and capital projects on Table 2.

Tablel
Overall Budgets for FY 2012, 2013, 2014

i Revenue Categorics FY 2012 Fy 013 FY 2014 Share of
H Actual Profected Budget 14 Budpet
Transfer from General Fund $937,186 | $1,015,980 $996,190 89.7%
Associntion Fees 62,93 66,600 66,600 6.0%
Board of Education Fees 43,571 44,700 44,700 4.0%
12,215 639 0 0.0%
4,435 3,108 3,000 3%
125 3318 0 0.0%
et $1,060,470 $1,134,545 $1,110,490 100.0%
EMPLOYEES; Full-timaand | 16 FT 16FT ISFT
Seasonal 4 Scasonal {4 Seasonal | 4 Seasonal

Tabled
Overall Budgets for FY 2012, 2013, 2014

Expendlture Categories FY 2012 FY 2013 FY 2014
Actual Projected Budget
Personnel (Saiaries, Overtime, $707,267 $703,174 $735,030
Benefits, S1aff Development)
Supplies and Expenses 80,511 62,341 71,000
Contract Services 24,367 17978 21.600
Repairs & Maintenance 76,097 N1 84,600
Utilities and Communications 62,703 61,200 60,600
Specinl Projects 95,972 75,750 750
Equipment Replacement 121,480 139,385 132,910
Transfer n
TOTAL: Actusior Budget _ | $1,168.397 | 81,134,545 151,110,490 | 100.0%
CHANGE: Year-t0-Year =2.9% -2.1% H

THE MERCER GROUP, INC; 8
Draft Masagement Study of the Mountaln Brook Parks & Recreation Deportmest (6/4/2014)

affin

Exhibits 1 tn Chapter V show the most current Organization aed Staffing Chart for the
department, The current plan shows a total of 16 positions assigned to major functinns and
erews as detailed below.

The Sup:rlutendenl Feports 10 the Cxty Manager and advises the Parks Board. The
F Is appointed by the City M
Bt igned to each 1 unlt are identified below. Positions on
the most recent organization and staffing chart may be usod slightly differsntly than implied by
the chart. Exccptions or recent changes are noted below.

» Admb {2): Superintendent and Office Manager
» Complex Crew (4); Labor Supervisor and Laborer (3 with new position for the
spring/summer sparts scason)

> 0dd Job Crew (2): Skilled Labarer (2)

Note that two Skilled Laborers were recently moved from the Complcx Crew to an Odd
Jobs Crew under the direction of the Sup and supp g oll other crews

Turf Crew (3): Turf Grass Supervisor, Skilled Labarer, and Laborer
Route Crew (2): Labor Supervisor and Laborer
> Parks Crew (3): Labor Supervisor, Skilled Laborer, and Laborer

v v

Budgeted positions by position title are listed below. The Skilled Laborer nnd Laborer
positions are classificd by the Jefferson County Personncl Board (JCPB or Persnnnel
Board):

> Superintendeat (1)

Labor Supervisors (3)

Turf Grass Supervisor (1)

> Skilled Laborers (4)

> Laborers (6)

» Officc Manager/Adminlstrative Assistant (1)

vv

A sixteenth position, a Laborer, was budgeted In FY 2012 and FY 2013, but not feuded In
FY 2014. This posltion recently was added to the budger to cover workload for Cahaba River
Park.

Parks’ FY 2014 budget asked that 2 Labor Supervisor be reclassified to a Parks Maintenance
Supervisor, but the request was not funded,

THEMERCER GROUP, INC, ’
Draft Management Study of the Mountaln Brook Parks & Recreation Department (6/4/2014)
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arks and Faciiitie:

The Parks Department op out of & new d tucked st the back/bottom of the
Mountaln Brook Sports Complex with access to 1-459 via a rear access road and the City via
the high schaol. Parks shares the area with Mountain Brook High School and the Gymnasties
facllity. The Parks operations facilily includes an operotions building (office, shop, and indeor
storage), pasking lot, outside equipment storage sheds, and materials storage arens.

Otber parks and recreation facilities include the foliowlag sites that total about 110 acres:
> Cababa River Park: 4.7 acre linear park Is under development.
Canterbury Park; .6 acre park with a playground and pienic tables.
Crestline Tot Lot: A .4 acre pocket park with playground equipment for young kids.

»
>
» Irondale Furnace Park: 9 scre park with a walking rail and historical feature.
¥ Jemison Park: 54 acre lincar park and greenway with .6 mile walking trail.

»

Mountaln Brook Atbletle Complex: 10-acre focility wrapping around the high schools
includes six baseball/softball ficids, three soccer fields, six tennis courts, a children’s
playground, concession stand, and restroom facilities.

v

Mountain Brook Presbyterian Church: 1.7 acre park with & .7-mile puhlic waiking
Uil that circles the church,

» Overton Park: A 3.1 acre purk (with the Chabad Certer) has 8 playground, rest rooms,
walking path, lown, teanis and basketball courts, and a pavilion available for rental.

» Rathmell Sports Park: This complex has six M ficlds, o ion erea,
and rest room facility. In cooperation with the clty, the complex was deveioped and Is
operated and maintained by the Mountaln Brook Sports Foundation (a pertnership of
soccer and lacrosse organizations).

School Sports Flelds: Parks maintoins 12.8 acres of sports ficlds ot Brookwood
Elementary School, Mountain Brook Elementary School, Mountuin Brock Junior High
School, Crestline Elementary School, and Cherokee Bend Elementary School.

Trails and Sldewalks: A growing network cannects the three villages and Jemison Park.

v

v v

Traffic Islands and Other Locatlons: 113 locations across the city totaling 5.51 acres.
Of these locations, 100 are independent of City pasks, mostly traffic islads.
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Eauipment
The Parks Superintendent provided an laventory of cquipment that includes:
» 9 vehicles (scc below)

» 27 miscell, pieces of (8. mowers, trailers, troctors, Bobeats) and small
engine items {¢.g., weed whackers, blowers, generators)

> 2l shoptools

Mzjo: equipment items assigned to erews are listed below:
» Administration (1): 2004 Dodge Durango
» Compiox Crow (1)1 201 I Ford F-150
> 0Odd Jobs Crew (1): 2009 Ford F-350
> Turt Crew (3): 2008 Ford F-150 (Supervisor), 2012 Ford F-350 (2)
» Route Crew (1): 2013 Ford F-350
» Parks Crew (1): 2009 Ford F-350
> Shared ltems (I): 1999 Ford F-350 (fucl truck)

It appears that most mainline vehlcles and equipment are relotlvely new and replaced, for the
most part, at the end of an items useful life.
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C. SWOT ASSESSMENT
Introduction

The SWOT A is the result of intervi lviog almost 50 peaple with a stakc in the

services of the Department of Parks & Recreation, mcludmg the liaison from the City Council,

Clry Manager, Finance Dlrector, City Planner, various stakeholders, strategic partners, and
supervisors and empioy

The A isa ilation of the perspectlves of these people on four 1opics:

> Strengths: What the Department should be proud ol‘ does well, and is nolsd for.
Services and accomplishments that City officials, stakeholders, and citizens

> Weaknesses: Situations, services, methods, and policles needing improvement, fine-
tuning, or overhaul. Resource needs beyond the current budget.

> Opponuolﬂw Servlce dehva idess, frew or expanded services, new ideas and
pp possible collab ete.

> Threats: Events or situations that would cause the “wheels 10 fall off.” Typlcally, many
of these threats are the result of state and national factors.

For esch topic, major themses are identified wben discussed in a significant number of the
inlerviews. Each theme is presented bused on a compilstion of the insights of all parties
interviewed.

Nota that these findings are the percentions of the parties interviewed and may not
securatsly raflect the current situation or represcnt & consensus of parsons interviewed, In
some cases information Is out-of-date or Incorrect and In others the comments aceurntely reflects
the current sltuation. So, care must be taken not to overreaet to any percelved positives or
negatives In the SWOT Assesymenl.
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din,

Exhibit 2 in Chapter V provides a detailed y of by persons intervi and
completing questionnaires, which are broken down into four categories:

» Overall Assessment (compiling all interview categories),
» City officials and ataff,

» External stakeholders, and

» Department employees.

From this detailed assessment, Mercer glezned the following key findings for the Department
of Parks & Recreation.

Major Current Strengths

> Strong, well-coord Park & ion Board

> New Park intendent (“lots of have been fixed” with her comling,
including orgmlulion plan, staffing, and employee attitudes)

» Skills, of d siafl’

> Quality and cowdllwn of parks and athletic fields (“ineredible,” “outstanding™)

» Puths and Sidewalks Plan nearly implemented

> Schools-Parks/City and Associations-Parks/City reloti ip

Maior Current Weakpessey
> Need s Iong-term vision nnd plan for parks nnd recruuon (Comprel\umve Parks &
Plan and d Parks D lan)

» Need more playing fields, partl blz fields for i

> Impoct of traveling teams on for jonal-ievel sports

» More internal structure, sy:lemg and cootrols (e.g., enforced tardiness policy)
> Is the depariment on cruise control?

ture ortunities an. allenges

> Cahaba River Park

» Community Center with gyms (but Iack of support in the past)

» Kesping up with partici] pcllon in emcrglng and growing sports, like lacrosse recently
» Provide adeq for ipation a1 the ioo level for older kids

Major Threats

> Natlonal recession affecting the local economy and city revenues
> Cuts in staffing or equipment replacement funding
> Hiring employees with the wrong oftitude
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D. 2014 CITIZEN SURVEY

In 2014 the Clty of Mountaln Brook contracted with the ETC Institute to conduct a citizen
survey on satisfactiva aod needs, Purks and Recreation findings are:

> 90% wors very satisfied or satisfied with the quality of City parks and reereation
programs and faciiltles eompared to 71% In 52 other communitics, with a rangc of
50% to 95% in all communlties,

> 27% Indicated parks and 7 I 1 and facilities as thelr 1*, 2%, or 3™
cholce In requiring empbasis on the nul two years.

» 85% were very satisfied or satisfied with Mouniain Brook as a piaec to play and for
lelsure, which is related to, but a bit different, than services of the P&R Department

> Satlsfaction with varying aspects of Parks and Recreation were high. The total very
satisfied and satisfied ratings for these aspects and other community scores are:

Maintenance of City parks (94% and 77%)

Youth Programs through MB Athletics (8% and 69%)

Ease of registering for programs (84% and 62%)
Maintenrnce of sidewalks and walking (rails (84% and 56%)
Outdoor athletic ficlds (82% and 69%)

Youth Programs through MB Soccer (82% and 69%)
Number of walking 1rails (80%)

Number of City parks (77% and 71%)

Fees charged for recreational programs (76%)

» Services requiring the most emphasis over the next two years as rated [*, 2%, or 3™
priorities are:

Muintenance of sidewalks and walking trails (43%)
Maintenance of elty parks (35%)

Number of walking troils (35%)

Number of City parks (25%)

Outdoor athletic fields (23%)

Youth Programs through MB Athletics (18%)

Fees charged for recreational programs (9%)
‘Youth Programs through MB Soccer (5%)

Ease of registering for programs (4%)

> On a scale of 1 (Highest) to § (Lowest), expansion of tralis and sidewalks (2.84) are
second only to road resurfacing and new parks and fields (3.3) ora fourth,

e e e e 00 0
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E. COMPARATIVE ANALYSIS

verview of the Comparative Analysi

in the comparative anslysis (see Table 3 that follows) we pravide high-level data and statisticai
analyses of Mountaln Brook and four otber cites suggested by the Clty Manager:

> Homewood, Alobama
» Birmingham, Michigan
» Hinsdale, Ninois

» Lake Forest, [linois

Data elements collected Include:

> Population as 0f 2010

¥ Size In square miles

> Total number of parks

» Total parks acreage

» Tolal aumber of ball fields and gyms

> Most recent budget for Parks Maintenance (but not Recreatlon)

Analyses conducted include:

> Acres per 1000-population

> Parks per 1000-population

> Ball fields per 1000-population

» Parks Maintenance cost per copita

Eindings

For years the Natl R and Parks latlon (NRPA) ded 10 acres of
parkland per 1000 residents and prior to this standard MRPA 1983 recommended 6.25 to 10.5
acres of developed open space per 1000 residents. As of 2011, however, these standards are in
the process of changing 10 & more data-driven measurs. Standards that may opply 1o Mountain
Brook ere:

> Total Parks Acreage 127 1o 214 acres using the 1983 standard (MB = 110 acres)
> DaschallSofthall Flelds: 1 of each per 5,000 residents = 8 fields (MB = 6)

> Soccer Flelds: 1 per 10,000 residents = 2 fields (MB = 3 + Rathmell + Schools)
> Swimmlag Pool: | per 20,000 residents = 1 pool (MB = private pools)
>
b d

Tennls Courts: 2 per 2,000 residents = 10 (MB = 7 + Schools + Private)
Tralls: 1 per communlty or region (MB = Severa! tralls, but not fully connected)
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Highlights of the Comparative Analysi:
DESCRIPTOR | MTN Four City | Bir Hinsdale, [H ) | Lake
BROOK | Average Tilinoks Alobams Fores,
Iilinols
Bagline Doty
2010 Popuiation | 20,413 20,339 20,103 i6316 25,262 19,375
Arca (Sq. Miles) ] 12.20 8.75 4.5 4.64 430 1724
Parks Board Yes 75% Yes | No Yes Yes Yes
#of Parks s 15 n it 8 i2
Psrks Acres (1) | 110 i36 28 i30 85.5 200+
+isiands | +tslands +[siands +ROW +Cemetery
+More +Fucilities | +Forestry
Miics of Trails | Get 12 2 None 3 3
Ball Fields is 0 10 § 10 i3
Special is See Citles | Golf (2) Plaiform Soccer Park | Lake
Facilities irondale Racquet Clud | Tennis Beach
Rathmeii Ice Areno Lodge Ponds
Dog Park Pooi Roc, Cur.
Mini Park (3) | Skats Park Goif
Lake ice Skating Sr.Cu.
Parks Budge: (2) | $1,110,490 | $1.547.220 | $1,067,610 | $,i21,269 | $1,500,000 | $2,500,000
Parks Siaff i§ 12 11 (NoGolf) | § 21 Get
Larks Analvais:
Park Acres per
1000-residents: | 5.39 6.96 637 1 342 10.32
Truils Miles per
1000-residents: | Get 50 10 NA B1 1.6
Ball Fields per
1000-residents | .73 AB .50 .36 A0 £7
Budeet
Ansivly:
Psrks Only Cost | $54.40 s $s3.11 $66.68 $59.38 $129.00
per Resident:
Porks Staff per
1000-residents: | .78 36 .58 30 k<) Get

(1) Acreags axcludes golf coorses

) Parks Budgst for Homewood is estimated based on 3iaffing snd operatlag expenses and for
Laka Forest s estimated based oa staffing

(3) NRPA Standard for acres per 1000-resideots (10 in sha past) Is cbanging 10 s national survey-
based aumber
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Findings (Continued)

The Comparative Analysis dats in Table 3 yields the foliowing insights on Mountain Brook
parks and recreation services and facilitis. Mercer was required to do a bit of
extrapolation to break out Parks Only costs ond staff from lotal Parks nnd Recreation
figures In some communitles:

» Parks Bosrd: Three of four comparslive communities have sdvisory Parks and
Recreation Boards.

> Parks Acreage: Except for Lake Forest as a bit of an outller In total fand ares parks
acreage, each community has a rciotively simiiar number of parks and parks acreage.

3 Malatenance Responsibliitles: Incrense acreage for islands and rights-of-way, as weil as
the cemetery, forestry, and facilities in some communities.

» Trails: Only Hinsdale, the smallest community in land ares lacks internoi trails. But.
Hliinois communitics often benefit from trails in regional forest preserves.

> Ball Ficlds: Buscball, softball, and soccer fields are fairly similar across the
communities,

v

Special Facilitles: Other communities tend to have o significant oumber of special
facilities nol found in M in Brook or provided by private organizati These
includo a Recreation Center, Senior Center, Dog Park, and lake/beach facility.

» Parks Maiatenaoee Budget: Bresking out parks only expenses from parks AND
recreation budgets fs difficuit in Homewood and Lake Foresl. Excluding these two
communities, the budgets for Mountain Brook, Hinsdale, and Birmingham are very
similar.

> Parks Maintenaoce Staff: Staffing lovels sisoc are all over tho map and reflect the
speclfic composition of the parks mai and lated A In each
community parks and recreation department. How Hinsdale gets by with five parks
mainienance positions is o bit of @ mystery, likely solved by parks® inclusion in a public
works type department where staff is cross-utilized,
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F. EMPLOYEE SURVEYS
Overview of the Surveys

To gather employee dan and perceptions, we applled five Mercer Group surveys; the
Maosgement Pbllosophy Prefils (MPP) (sece later in the reporl); and an
rgaoi VOp | Q ire (see later In the report).

The five empioyee surveys are:

P> Values

» Orgonizationat Ciimate

» GRIPES or Management Practices
> Resources

> Personaei Practices

The detailed results of the erployee surveys issued to Parks empioyees are provided in Exhibit
3 snd the master survey documents are provided as Exhiblts 4 (surveys), S (questionnaire), and
6 (MPP), all In Cbapter V.

In total, we p d fourteen p from Parks & Recreation employecs, which
is close to o 100% responsc rate, The data in the survey reports are reported by the foilowing
three Employce Types:

> All  All Parks Employces
> 001  Supervisors (6)
» 002 Non-Supervisors (8)

Because of the small number of employees in Parks, we do not report scores by function or crew,
which only have 2.3 employees companed to Mercer's minimum reporting standard of six people in
an Organizational Category.

Mercer’s Minl und High Per S ds, overeli seores for Parks, and overali
scores for recent Mercer clients, are shown on Table 3 thal foliows for GRIPES, Resources,
Personnei Praetices, and the OCS. Note we include citywide and Parks scores for Mountain
Brook from our 2003 study of city departments for comparison.

Overali, the surveys resuitcd in scores relatively comparable to the 2003 Parks surveys (but
3 of 4 scores ave slightiy highcr) and the best results for other Mercer cllents nationaiiy and
regionally (Coiorade Clty).

However, lower scores for individual faeiors (liko Staffing) may indicate issues and challenges
10 address as noted in the following pages and chapters of the report.

13
Brook Parks & Recreation Department (6/4/2014)

Draft Study of the ¥
Tabls4
Employee Survey Scares for Mountain Brook & Recent Mercer Clients
CLIENT GRIPES | RESOURCES | PERSONNEL | ORGANIZATIONAL |
PRACTICES |CLIMATESURVEY |
Mercer Standard
High Performanca 4.0=Good 4.0=CGood 4.0=Good 60% Agree/<30% Disagres
Minimum 3.0=Adequate { 3.0=Adequate | 3.0~Adequate | 50% Agree/<40% Disagres
Problematic Under 2.5 Under2.5 Under2.5 <50% Agree/40% Disszree
Min Brook Parks
20i3-2014 R 375 342 67.76% Agrer
2{,000-populstion | 80.0% 18.67% Undecided
Suburban 13.57% Disagree
Higher income
2003 la7 364 3.0 56.82% Agree
21,000-populotion | 32.0% 20.30% Undecided
Suburban 22.88% Disagree
{ Higher income
i
2003 2.4 336 298 58.55% Agree
21,000-population | 76% 15.66% Undecided
Suburban 25.78% Disagroc
Higher Incame
Colorado City
12,000-popuistion | 3.46 348 m T292% Agree
Suburban 83% 11.25% Undscided
| Higher income 13.83% Disagree
Munachusetts
2.36 244 kAL 39.03% Agres
30,000-population | 6044 15.33% Undecided
Suburben 45.59% Disagree
Mixed income
Unionized
Texas City
$3,000-popuistion | Not Used | 3.07 27 $1.67% Agres
Urban 15.66% Undecied
Mixed income 32.66% Disagree
Compacables 291 3.00 2.88 54.54% Agree
Axerses 71.5% 14.42% Undecided
31.05% Disngree
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Results of the Surveys

Values Survey

This survey asked Parks empl, five Yes-No lens about the status and applleation of
organizational values:
> Values Statement: 50% of Parks employces indicated a formal values statement is in
place.
> Ci 1 of the S Only 36% of Parks employees Indicated that values
are communicated or posted,
» Employos luput Only 14% of Parks employees, likely supervisors, indicated that values
are doveloped with employes input. Values secm to have been crcated by the prior
Superintendent.

» Relationshlp to Clty Values: 57% of Parks employces indicated that dep valucs
are related to City values, which is surprising based on scoces for the first three questions.

> Values Lived Day-to-Day: Although not all Parks einployees could identify o formel set
of values, 77% indicated a values system is lived out day-to-day.

Based on the use of the Values Survey In other cllents, Mercer likes to sec thet Yes scores
are twice the No scores. Mountaln Brook Parks & Recreation did not meet this standard.

The survey also asked employecs to list values in place in the department, with a list of sample
values provided from other Mercer clients. The valucs most frequently identified across the
department are listed below:

» Community
Stewardship
Integrity

Respect
Sofety

>
»
>
»
» Keeps Parks Clean
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Qrganizatiops! Climate Survey (OCS)

The OCS measures tha state of tha organizstion’s culture, Intemal relotionships, end
employee attitudes toward work based on sixty indicators or statements grouped into twelve sub-
scales.

This survey is scored on o percentage for Strongly Agree + Agree, Undecided, and Strongly
Disagree + Disagree choices.  Based on the applicatlon of the OCS in over 100 other cllents, we
have developed the following Mercar Standards (or Goals):

» High Performance: Agrea score of at least 60% with a Disagree score under 30%
> Minlmum: Agree score of at least S0% with a Disagrec score under 40%
» Problemotle Scores: Agree scores below 50% and Disugree scores ut or above 40%

The twelve factors (8/k/o sub-seales) rated by employces are:

Career Opportunities

Compensation and Benefits

Employee lavolvement

Information and Communications

Management Competence

Productivity and Service

Quality Emphasis

Receptivity to Change

Understanding of Organizational Goals

Work Group Problem Solving (among managers and supervisors)
Waork Group Coordination and C ion (among employees)
Working Conditions

VYVVYYVYVYYVYYVYY

The department’s overall average of 67.76% Agree, 18.67% Undecided, and 13.57%
Disagree meets our High Performance Staodard. Only the Comp and Beneflts
(58.57%) subscale bas on everall seore below 60% Agree. Still, the ovenall score is very
posltive, except for non-supervisors scores on two subscales.

Supervisors (74,17% Agres) ars about 18% overall more positive than Non-Supervisors
(56.09%), meaning Agrec scores arc higher and Disagree scorcs are lower for supervisors.
Normally we see & spread closer to 10% than 20%, so Parks Supervisors are much more positive
than pon-supervising employees.

Surprisingly (because of the new facility and Superintendent), non-supervisors ratc Working
Conditions (45% Agree) and Roceptlvity to Change (50% Agree) somewhat low.
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GRIPES Survey

This servey measures the adequacy of a variety of manogement practlecs, such as Jrowih
(personal development and trsining, Respect and recognition, Information, Poteatial tapped,
Empowerment, and Support...hence the acronym GRIPES.

Most factors arc scored on a five-point scale with 1=Poor, 2=Fair, 3=Average/Adequate,
4=Cood, and S=Excellent, with Potential scored as a pe~miage. Based on the survey's
application in over 50 other elients, Mercer’s Standards (or Goals) for this survey are:

» High Performance: 4.0=Good or 70% Potential
> Minimum: 3.0=Adequate or 60% Potential
> Problematie: Approaching (Under 2.5) or under 2.0«Fair and under 60% Potcntiat

The department’s overall GRIPES score Is 8 salid 3.12, which cxcceds our Minimum
Standard. Potentizl is a robust 80%, which meets our High Parformanee Standord.

A few factors, howevar, bed lowar scoves, cither for the department as a whole or for a division
or section:

»> Tralning Hours: Both Supervisors (2.6) and Non-Supervisors (2.0) rate this faetor low.
The adequacy of training hours is & recurring issue in studies of mainteuance-oriented
organizations.

Respact by Elected Officials: Both Supervisors (2.67) and Non-Supervisors (2.0) rate

this factor low. Thls score ofien Is low for agencles located away from City Hall because
these employces seldom have £ face i ion with public offieials,

Rewards: Non-Supervisors (1.86) ruted this factor very low, which corresponds to o
somewhat low Compensation & Benefits score on the OCS.

v

A4

» Informotion: Non-Supervisors rated these two factors under 2.5=Problematie. Perhaps
this is o hold-over score from the prior sdministration?

> Support: Non-Supervisors rate suppor! from Support Services department and Elected
officials at or only slightly above 2.0~Poor. Again, this may be because Non-Supervisars
have limited contact with City Hall officials and staff, so don’t see the positive things that
come from decislons of the Mayor and City Councll and the Parks Board, and the work
of City staff.
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Resources Survey

This survey mensures the odequeey of & vericty of resources provided through the budget.
This survey is scored on a scale of 1 (Poor), 2 (Fair), 3 (Adequate), 4 (Good), and 5 {Excellent).
Based on the application of the Resources Survey in over 50 other clients, we hove developed the
following Mercer Standards (or Goais):

> High Performance: 4.0=Cood
> 3.0=Average/Adoquat

» Problematie: Approaching (under 2.5) or below 2.0 (Fair)

The nlne fectors rated by employees ore:

Staffing

Facility

Vehicles

Tools

Gear

Office Equipment

Computers

Materials

Other Resources (such as training funds and contrects)

VVVVYVYVVYVY

The Department’s overall score is 3.75, is very elose to our High Performance Standard,
Only two scores for Non-Supervisors were below 3.0, our minimum standard:

> Stalfing (2.63): The surveys were administered before the City approved the 16™
posltion 3o this score might be higher if the surveys were administered today.

> Geor (2.88): This score Is close to our Minimum Standard, Per interviews, this score
may be more roflective of complaints obout sharing a back hoe with Public Works and
the condition or number of some ground maintenance equipment than personel gear.
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Personnel Practices

This survey measures the effectt:
management functions and activities.

resource

of § 1 admini lanA

This survey also is scored on a scale of 1=Poor, 2=Fair, 3=Average/Adequate, 4=Ggod, and
S5=Excellent. Note that scores on this survey tend to be % 10 | point lower than scores on the
Resources Survey. Based on the application of the Personnel Administration Survey in over 50
other clients, Mercer has developed the foliowing standards/goals:

» High Performance: 4.0=Good
» Minimum: 3.0=Average/Adequalc
» Problematie: Approaching (under 2.5) or below 2.0 (Fais)

The ten factors rated by cmployees are:
> Hiring Process

Career Ladders

Training

QOrievances (by employecs)

Discipline (by the city)

Performance Evalustions

Pay

Benefits

Labor Relations

Morale

VYYVVYVVYVYVY

The departincat’s overall score (3.42) mects our Minimum Standsrd. Unlike other clients,
the Personnel Practices score is elose 10 the Resources score (ofien they ale .5 apart with
Resources higher).

Agnn. Non-SuptrvInr: nu  some factors lower than 3.0, our minimum standard. Training,
and Di actions) are only slight low a1 2.88. Two factors,

howevu, are moving lowud 2 5=Pmblem:nlc

> Performance Evatuatlons (2.67): The overall score is slightiy below our Minimum
Standard. Lower scores on this factor are in a smafler

» Pay (2.71): This score connects 1o lower scores on Compensation & Benefits in the OCS
and Rewards in GRIPES.
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Recommendations

1. Issues and Opportunities from the Surveys: The foliowing key issues need 1o
be reviewed and impraved by the City and/or the Parks Department.

¢ Organizatlonal Valocs: The Porks Superintendent should meet with Non-
Supervisors to review the reasons for lower scores on tho Organizational Values
questions, With ncw Icadership, now is a good time to revisit these foundational
cuitural elements.

. Oq-oiutlon-l Climate: The Parks Superintendent, and in some cases the City,

also should review the reasons for lower Non-Supervisar scores on Compensation

& Benelits, Working Condlllons, and Receptivity 1o Change, as well as

but ising for a d with high citizen survey marks, for

lower scores on Quallty Emphasis and Productivity & Customer Service. These

last two subscales are KEY service delivory measures and should be at least at the
60% Agree level and moving toward 70% Agree.

¢ GRIPES/Management Practices: The Parks Supcrintendent also should review
the rcasons for lower scores for Training Hours, Respect by Elected Officials,
Rewards, Information (by Non-Supervisors), and Support,

® Resources: Although most Resources scores are excellent, the Parks
Superintendent should review lower score for Staffing to see if It is a hold-over
from before the City approved the 16 position.

The Parks Superintendent and the City's HR Director
should review the lower scores for Pay and Performance Evaluations. As with
DPW, we think new maangement in Parks will results in higher scores on city and
department-controiied factors.

2. Future Use of the Surveys: We recommend that our clients repent the Employee
Surveys obout 24 months after our report Is delivered 10 measure progress in making
improvements and changes identified in the surveys. For example, now would be a good
time 10 repeat the employee surveys in the Public Works Department.
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G. ORGANIZATION/OPERATIONS QUESTIONNAIRE
QOverview

Exhiblt § In Chapter V of the report provides a Master Copy of the Organization and
Operatlons Questlonnaire, which was completed by fourteen Parks employces.

These questionnaires were the basis for ludmdull interviews with Parks employees. lssues,
Ideas, and chali from the and interviews were compiled and addressed in
various sections and chapters of the report as described below.

> l‘.mplnyu Job Hlnory, Work GOlll, and Special Sld!ls. This Information provides
kg? on emp 5 plan, staffing plan, and

i of the d This i ion is used ONLY in aggregate or

to identify ovcnidmg themes and is NOT used to cndquc Individual employess.

> Streagtbs, Weakacsses, Opportunlties, and Threats: This information supports the
SWOT Asscssment carlier In this chapler.

» Department Vislon, Misslon, Goals, and Objectives: This information supporis
Strategic Direction in Chapier 111,

> Emplayae Job Description, Job Duty Acalysis, Blcklag,. and Truasfers: This

supports the O and Staffing Analysis in Chapter 111
Operatl P! This Infk supposts the Operations M
section of Chapter 1L
Key Fludings
» Employee Portlelpati ployecs were very open in completing the qucsiionnaire

and in providing ideas and suggestions in each part of the questionnaire. Similerly, they
were willing 1o answer the consultant’s questions and explain what they wrote in the
Questionnaire during Interviews,

> Strategic Direction: Only a few empioyees have a ciear understanding of the
depariment’s fong-1erm Vislon. Most say Parks should continue doing what it has been
done for & long time or wait until the Superintendent decides.
Similarly, the Mission Statcmont Is unclearly or only pastly understood by employees.
Most in a general way said It shouid be “to serve the citizens and keep parks looking
good.” Employec understanding of strategic direction gets murkier as the 1opics get more
specific (Goals, Obj and Perf ).

IHE MERCER GROUP, INC. 6
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> Speelal Skills: Employecs |dentified » number of special skills and experience that might
be of use to the department and the City. These include:

Flowers

Landscaping

Weiding

Small engine mechanic
Audio enginecr

Small business operstion
Conerete work

Cash processing

Ball field set-up (2)
Floor maintenance

> Job Duty Aualysis | n the show n relnti ! i
and cohesive job strueture wnh clwiy assigned supervisors, rehuvely current job
descriptions (ali but onc 75% or 100% accurate), s clear list of mssigned dutics, very
limited backlog of work, and few suggestions 1o transfers of job duties 1o or from another
cmployee.

» Operatlons M. Only % of the employ
this partof the qmonnme

Recommendatlons;

3. Issues and Opportunities from the Queslionnaires: The following key issues
need to be reviewed by the City and Parks. Specific recommendations for these issues
are provided in other parts of the report as noted in pareotheses

offered op ! suggestions in

e Rework the dep 's sirstegic directi luding vision, goals, obji
and perﬁ;mnu measures (See Chapter 11}, Strategic Direction)
* Beter the d 's mission as listed on the web site

{also see Chapter liI, sngic Direction)

o Assess if speeial skilis ldentified on the gquestionnairs have value to the
department or the City (see Chapter 111, Organization and Staffing)

o Assess the value of operalional suggestions (see Chapier 1Il, Operations
Management)

4. Future Use of the Questl ires: the Organi and Op
Questlonnaire is only used during & management study and not repeated in 24 months
like the Employee Surveys. The City and deparument, however, are weleome 1o re-opply
this survey as needed or beneficial in the future,
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H. MANAGEMENT PHILOSOPHY PROFILE

Qverview
Thc Mnlgemenl Phﬂuophy Pmﬁle (MPP} was distributed (o six 1
the S Office and four Labor Supervisors. A mmer copy of

the MPP is provided as Exhibit 6 In Chapter V of the rcport.

We usked these managers to pate themselves on twelve Indlcators of managemeot
philosophy, which are clustered into three mzjor categories, and at two polnts in time (Today
and a future Target). Esch Indlcator allows the manager to select from a flve-step raage of
seoring cholces botwoen two axtremes (one dentifled asi and the olbor as 5 with grades 2,
3, and 4 in bstween):

> Personality:

» Type (Introvert 1o Extrovert)

» Risk-Taking (None 10 Lots)

« Initintive (Very Reactive to Very Proactive)

» Solutions (Mostly Feelings to Mostly Analysis)

> Work Focus:

& Pegple (Very Intemal to Very Extemal)
»  Work (Mostly Details to Mostly Macro)
*  Resources (Mostly Things 1o Mostly People)
» Time (All in the Past to The Past 0 a Year+)

> Relatloaships:

*  Status (Mostly s Boss to Mostly Empowering)
»  Delcgation (Very Central to Mostly Broadly Delegated)
» Decislon (Mostly Closed to Mostly Open)

«  Communjcations (Very Formal to Very laformal)

Basleally, the lower the scors the closer one is to the first of the two Management Philosophy
extremes and the higher the score the closer one is to the second extreme. So, someone scoring |
or 2 on Personality-Type would be very or hat 1, d and scoring 4 or §
would be somewhat o7 very Extroverted.

Mercer reviewed each supervisor's responses proposed an optimal score for each of the
twelve criteris. These scores willed shared only with esch supervisor and aggregnted for the
management team as a whole in the report.,
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Findings

The results of tha MPP arc compilcd on Table 4 that follows. At the bottom of Tablc 4, we
provide thres Indexes that are explained below:

» Mercer Standard Compti: Index: M: the degree to which the Taday and
Target scores of managers complies with Mercer's Suggested Score (or Goal) for their

level of position.
o High Compliance; Managers are within .5 of the Mercer Standard on [0 to |2 of
the twelve factors. Above Expectation,

agers are within .5 of the Mercer Standard on 7 to 9
of the twelw faclors. Al Expectation,

¢ Low Compliance: Mansgers are within .5 of the Mercer Standard on fewer than
7 of the twelve factors. Below Expectation and Needs Improvement,

» Group Transition Index: Measures the amount of change that manogers say they need
to make in order to transition from their Today to their Target scores. Criteria measured
include the number of managers with changes, numbers of factors with changes, the range
of changes {+/-), and the average change (+/-).

e Low Trausition: A small number of Managess in the group indicate only a small
number (1-2) of factors to be changed and/or a high numerical (>2 points) change
for only a few factors. Ammm

. T4 ore in the group Indlcate o modcrate number
(3-4) of factors 10 be chnnged and/or high numerical (>2 polnts) change for more
AtExpectation,

factors.

o High Transition: A large number of Managers in the group indleste a high
number (>5) of factors 1o be changed and/or a high numerical change (>2 points)
for several factors. Below Expectstion and Needs Improvement,

» Group C Index: the of the group’s Management
Philosophy by the number and percentage of indicators having more than a I-point
difference smong the scores of the group of managers.

» High Coheslveness: Most managers are close to each other In their ratings of
individual factorss with only a few factor (1-3) scores varying more than 1-polnt up
or down.

Mod,

Cobest Man, aze close to each other in their ratings

of individual foetors with some (4-6) scores varying more than §-point up or

down. At Expeciation,

* Low C Only some are close to each other in their rating of
individual factors with several (7-12) scores varying more than I-point up or
down. Below Expectation and Needs [mprovement,
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Tables
Results of the Management Philosophy Profile for Parks
Category and | Scoring Is & flve-step scale| TODAY TARGET MERCER
indicator | with Jow to bigh cholces
Type 1=introvert (o Smexiravert 33 42 351040
Risk-taking I=low o S=high 23 32 301035
Inltiative 1=reactive to S=proactive 3s 4 151040
Solutlons 1=feellngs to S=analysis 238 a5 151040
Peaple I=intornal to S=externul 30 32 301035
Work 1=details to S=macro 13 33 30w3is
Resources I=things to S=people 33 3.5 30w3s
1=past to S=future 33 43 401045
Status 1=boss to S=empowering 40 s 151040
Delegation 1=central to Swdeccniralized 3.0 33 351040
Decisions I=closed to S=open process 30 as 351040
Communications | I=formal to S=informe! 3.5 4.0 351040
MERCER Measures the number of | Above Ator Near Below
STANDARD factors on which the group’s | Expestation | Expectation | Expestation
COMPLIANCE | Fuwre score s within .S- [ 10-12 mest 7109 meet Unaer 7 meet
.-_ x polnts of the Mercer Standard | MercerGoal | Mercer Goal | Mercer Goal
Parks Score- [ Posltive mova from Needs | 6= Below 12= Good
Comptlance: | Improvement 10 Good
GROUP Measures the amount of | Abpyp Ator Near
TRANSITION | change needed 1o move from | Expeciasion | Expectation | Expectation
INDEX the Today to the Targe! by the | 25% manegers | 0% managers | 75% managers
number of managers with { 1-2 factars 34 factonn 5+ factors
changes, number of factors | -§ to+5 <G or+10 <15 o +1$
changing, range of changs, | +/-3.5 average | +/-6.5 oversge | +/-9.5 average
and averngy change (+/-)
Pearks Score- | Overcorrected 1n  moving | 50% = $4% =
... Toanslitoe: | from Todmy to Target At or Nesr. At or Nesr
GROUP Measures the cohesiveness of | Above At or Nesy Below
COMESIVENESS | the group’s Management Espsstition | Expectation
INDEX Philosophy by the number § 1.3 factors 46 factors 7-12 factors
and percentage of Indicators | vary by »1 vary by >| very by >|
having more than & 1-point | point point point
diffarence among the Target
scores of the managers
Parks Score- | Today to Target does notf 1l of (2= 1iof 12w
Cobestvaness: | bring managers logether Below. Below
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Recommendations

S. Management Philosophy: Clearly It's a brand new ballgame uader tha new
Parks Superlotendent, just llke in Publle Works in 2011. Employees in Parks
comment on the positive changes In communication levels, tone, and professionalism with
the new Superintendent.

Although, the overall angclIFuluxc scores are in high compliance with Maroer Goals, |.he
need for some imp in the d s overall
cvident in two indexes:

o Transitlon: Tho Parks Superintendent should ensure the department revisits the
management philosophy as TargevFuture scores scem 10 overcompensate from
Today scores. Rethink indlvidusl Tazge! scores based on Mercer goals and
management team discussion.

e Cobeslveess: The Parks Superintcndent should work 10 make the management
team more cohesive intemally. Again, use Mercer goal to reconsider individual
Target scores and to discuss differences umong individual managers. Enhanced
cohesiveness Is most important between the Superintendent and the Labor
Supervisors.

Mercer will review these issues with the Superintendent, supemnm, and xufrdunng our
revlcw of the Dmn Rzpon and lead them through an exercise or two 10 improve
and i hilosophies to enhance cohesion.

[-3

. Future Use of the MPP: We recommend that our clienis repeat the Management
Philosaphy Profile about 24 months after our report is delivered 10 measure progress in
muking immprovements and changes identificd in the surveys.

THEMERCER GROUP, INC. 3
Dralt Management Study of the Mountaln Brook Parks & Recreation Department {6/4/2014)

August 25,2014

APPENDIX 1



598

[ III. PARKS & RECREATION ASSESSMENT |

This chapter of the report ptuenu findings, analyses, nnd ueommenduhon: related to the six

major categ in our 50 Issues for Org (G

Strllegxc Direction, Servlee Dehvery Structure, Orpmullon lnd Staffing, Opendons
and R

A. GOVERNANCE

L) Legal Structure
Findlngs

The Parks & Recreation Board (Parks Board or the Board) Is authorized and empowered under
Section 11-36 of the Alshama Code and under Section 38 of the City Code of Ordinances.
Language used in the state and city codes Is very similar. In summary, these State and Clty
eode sections Indleate:

» The board is called the “Recrention Board” and has five to ninc members (the City
seiected nine), who are sppointed by the City Council.

» The board Is charged with adopting ruies and regulation to direct, supervise, and promote
recreatlon programs and parks facilities.

> The board, with the approval of the city council, may sppoint a municipal director of
recreation s its executive officer, as well as employ staff.

» Employee salaries are to be fixed by the City Council (or in Mountsin Brook by the
pracesses of the JefTerson County Personnel Board),

In practlee, the Board Is called the Parks Board and its role Is advisory 1o the Mayor and City
Council. The Parks Board acknowledges this role with a rare exception.

Parks & ion Is & dep of City and budgeted of
the City, not the Board. Salaries are set by the Jefferson County Personnel Boud under dnﬂ‘enm
statutes and codes,

atlops

7. Legal Strueture: No changes recommended.
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2.) Parks and Recreation Board
Findings
Mereer attended two board meetings of the Parks Board aod Interviewed ell but one board

member, as well a3 the Clty Councll lialson, Clty Munager, Parks Superinteodent, and
soveral policy-level stakceholders. We learned:

> The bosrd Is seen and ucts a3 an advisory body to the Mayar, City Councll, and City
Manager. it reviews ideas and makes recorumendations on parks and facility needs. For
example, 8 memorial bench in Jemison Park.

» The board is composed of high-level, experienced people with & strong commitment to
recreation and parks services in the City, Members inciude people who grew up in
Mountain Brook, have or had kids perticipating in various athletic programs, cosched
kids, are o member on the Tree Commission, work at o garden shop, work in commercial
real csiate, and formerly worked in the Parks Department.

» The board members say they work well together to deveiop policies, rules, and
regulations and to identify future necds for the community. A City Council member is
asslgned as s liaison 10 the board and the Clty Manager often atiends meetings (as he
does with the Tree Commission).

% The Board has not created o long-term Vision for park and recrention serviecs In the City
and, similarly, has not recommended the City eonduct {or gotten the City to budget) a
Parks and Recreation Master Plan (hmugh the Planning Depariment. This pian, iike
trensportation and facilities plans, often is a :ub-componem to a city's long-range
Comprehensive Plan.

» The Parks Superintendent, cwrent and pnor. do ° good Jjob of briefing 1he boord on plw.
activities, and necds. A written S Report is p d &t each meeting.
The MB Athletic Associstion repmcnmlve on lhe board also gives an oral report on
activities at each meeting.

Recommendationg
8. Parks and R ion Board: We ge the Board to press the City and the
Parks D: to develop a long-term vislon for parks and recreatlon services in the

City. In the Strategic Direction section of Chapter II, we will identify possible long-term
needs, with & focus on services not eurrently provided and looming facility shortfalls,
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3, Friends of the Mountain Brook Parks

Eindings

Mountsin Brook parks and recreation services are supported by several omnhﬂlnns:
» Priends of Jemison Park: This group Is moderstely active

and improvements for Jemison park and associated truils, Membets ‘tend to live adjacent
10 the park along Cahaba Road,

Sports Associntionn: These associations raise funds through participation fees to support
sports programs. in the case of Mountain Brook Soccer and Laerosse, they hove teamed
a3 major partners with the City to develop Rathmell Park, which they operate and
maintain,

v

What Mountaln Brook lacks Is a citywlde “Fricnds of tha Parks™ group simllar to the
Friends of the Emmet O'Neal Library. In other communlties, these "friends” groups provide
funds and encouragement for:

» New parks,

» Parks iinprovements and expansions,

» Parks maintenance and major updates,

» Consideration of emerging trends, and

> Children's scholarship for sports snd cuitura pragrams.

Notwithstanding the lack of a strong cltywide “friends” preup, Mountain Brook residents
historically have risen up to support needed investments in parks snd recrestion services,
including the Crestline Tot Lot, T-ball, Lacrosse, and the new Cahaba River Park. A
“champion" tends to come up with an idea and sell it to eity residents, the Parks Board, and the
City Council. Once enough funds are raised, often wilh significant privatc donations, the
projects is initiated.

1 nda

9, Friends of the Parks: Create a cltywide “Friends of the Parks™ group or a “Parks
Foundation” to rmaise private funds for parks and recreation needs, including
s :

playing/practice ficids and 1 sports {not or traveling teams?,
34
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B. STRATEGIC DIRECTION

1) Mercer Model for Strategic Planning

Figure I on the following page outlines the Mercor Model for Strategle Planning In the
Publle Sector based on our experience and on Jim Mercer’s 1991 book, Stmtegic Planning for
Public Managers. Our model Ineludes several key steps and processes:

» Preparation: Define an Approach to planning (Top-Down or Bottom-Up?),
Commitment and Tralnmg, Steering Committee, and Planning Horizon.

» S g: Compile C City Councll, Clty staff, stakeholder,
and Interest group expecutlonl; prepars a SWOT Analysis; identlfy Shared Values and
Guiding Principles, analyze the Organizational Climate; and define Environmental
Factors affccting operstions.

> Misst Define at the G 1 (What b 10 be in?), Functional,
Department, and Programmatic levels.
> Critical Suecess Factors: Identify 5 10 7 things that define success.

v

Critleal Sucecss Indleators/Gauges: Measure such things s positive changes, improved
efficiency, reduced tumover, and erhanced cltizen satlsfaction.

Strategles: Decide what to do, risks and rewards, costs and benefits, goals aud
objectives.

v

v

Internal and Gap Assessmeats: Define & future state and compare it to the present.

v

Contlngency Planning: Provide options and plans to respond to unforeseen occurrences.

v

Integration of Functlonal and Tactlcal Plans: Allgn departments, divisions, programs,
grants, and the itke to the overall community expeciations, vislon, values, mlssion, and
strategles.

Evaluatlon and Feedback: Closs the loop so the strategic plan can be updated and
improved periodicaily based on the experience of all parties involved.

v
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THE MERCER GROUP
Local Government Strategic Planning Model
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A key ¢ballonge In creatlng or uy glc and F Plans is the
extent to which several planning Initiatives arein place and are aligned:
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Vision Statements looking out 0 to 20 years,
Statement of Core Values (or Guiding Princlples).

Citywide gics based on Envi Scanning and the SWOT Assessment.
Misslon statements (citywide and for departments)
Operational and Tactica) plans (for d ivisi j i and

cemployees), which Includes contingency planning,

Financial plans (including annual budgets, long-term capltal Improvement plans, and
caterprise plans).

Functional, program, and/or process pians (often cross-departmental as for the
development review process).

36

2.) Parks & Recreation’s Strategic Direction
Eindings
> Strategic Planning Process: The City and the Parks & Recreation Department bave

an informal strategic planning process that is relatively short-term (a year or two) and
centers on decisions made during preparation of the annual operating and capital budgets.
A major visionary focus is capital needs (new and rehabilitation).

» Functional Business Plan; The Parks & fon D has develop

THE MERCER GROUF, INC,
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some, but not all, key elements of a functional business plan,

e Vision: Neither the City nor the department have a formal Vision Statement
looking out ten to twenty years. Notwithstanding, both seem to fully understand
the strutegic outcomes expecied by citizens, ciected officlals, and other
stakeholders, Key clements of that lelon are wonderml looking parks (passive
and active) and Isiands, as well as g PP i l‘or adulis
and chiidren. The new Parks Superi d elelrly d

cxpectations when hired and wants o “take parks to a higher Jevel” with more
“attention o detail.” Shc expressed a gon) that eity parks and island will look at
least as good as private residences (“beautification”).

Values: The Clty has defi ned these lhINd values (v/k/a [uiding princlples):
Intcgrity, Safety, Educati and Beauty. The Parks
Department uses these vlluu a3 well, but has not tailored a Values Statement to
the organlzational requircments of Parks. Values Identified in the cmployee
surveys for this study for the most part mirror clty values, with Respect added:

Integrity

Safety

Communlty
Stewardship

Ciean Parks (Beauty)
Respect

AR N

* Mission: Both the City and the department have mission sintements, with a
degree of overlap.

"Cltyx“A,“' 20t lited 10 T k eand
1l which p full partici in enhancing the quality of
Hife for its residents.”
¥ Parks Dcpartment: “The Parks & Recreation Department strives to
imprave the well-being of the residents of the city by providing an
stiractive, clean, and safc environment for active and passive recreational
activities” (from the city’s web sitc). Note the mission focus is
infrastructure maintenance for which all of Parks” stalY is dedicated.

37
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o Strategies, Goals, and Objectives: thcr tho City nor lhe department have
formaliy-defined les, goals, and obji for hing the mission.
But, there is o common understandlng of wbat is to be done and how to do it,
particuiarly 03 much of Parks’ work is repetitive daily, monthly, or scasonal.
Again, the budget proccss provides guldance an what is expected and what is
needed to meet these expectations,

. Performlnce Measures: The Clty and the department do not have l‘ormnl

but ions are cleasly
for field nnd park conditions (tur[, mowing, safety, and cleanliness).

Recommendationy

10.Strategic Planning Process: As the Pasks Superintendent institutes more formal

managemen! practices, she and her management team should review the department’s

vision, values, and mission In an open process that encourages cvery cmployec to

pertivipute. Repeut this process every three to five years o3 required to meet current and

future challenges.

In lddmon, the dcpmmenl sbould consider and develop a set of golls. objectives, and
ibed below) during thet process und in consultation with

the Mayor, City Councii, Park Board, City Manager, Flnance Direetor, and City Pianner.

11.Fuactional Busioess Plan: While not getting ::¢ compiex or bureaucratic. the

department should expand key clements of a functional business plan as noted below.

2) Vislon: As noted above, Parks should develop at least & ten-year vision statement
thet addresses where the department expecis (o be in 2025, The vision could
include » discussion of:

¥ Services to be provided

v Semce delivery (in-housc vs. Jeoll ive services
v and staffing and staffing needs)

v Flclhly and equipment nesds

¥ Other resource necds

b) Values: We like the current list of City velues. From the Employee Suiveys,
however, we learncd that department-levei values need 1o be deveioped, with
Respect as a starting polnt for unique Park-related values,

¢) Mission: The current mission statement seems to suit the department’s rolc, but
does not Include language on the "Recreation” side of the department’s and the
Board's name. Under Scmee Delivery Structure that follows, Mercer discusses
ways 10 i g for R ion inlo the City's and the department’s

strategic planning process.

38
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Brook Parks & Recreation Dapartunent (6/42014)

d) Strategies, Golll. and Objeellves. Each function or crew should dcvclop
targeted goals, and obj to support of the mission
statement. These ideas ahould be simple and limited to a few key areas of service

that are the responsibility of each csew,
Goals and Objectives identificd in the Parks questionnaires include:

Prepare written Vision and Values Statements for Parks
Transition from the former to the current Superintendent
Brings parks conditions to e higher standard (so they are as beawiful as
residential propertics)

Upgradc ball ficld conditlons

Open the Cahaba River Parks

Purchase or upgrade a few equipment iiems (ractor)
Solve problems and work togcther better

Cross-train and rotate cmployees

Staff up to fully mect assigned responsibilities

Be safc

Create a great working environmeot

Improve communicatlons

Cseate monetary incentives for high performance

Fund all proposed projects in full

¢) Performance Mensures: Each function or crew should develop 2 or 3
performance measures for ongoing and project work that Inciudes three elemenis
for each measure:

¥ Output (e.g., how many units of service did we deliver?)

¥ Outcome (¢.g., how did our work improve city life?)

¥ Cost (e.g., what dld a unit of service cost?)
Exhibit 7 In Chapter V provides some examnles of common parks & recreation
performance measures,

AR N N N S AN SN
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C.SERVICE DELIVERY STRUCTURE
L) Parks &Recreation Services in Mountain Brook

dig;

As with most parka and recreation agencies, services are delivued dmgh a variety of providers,
including Parks staff, other clty d and partners,

» In-House Services: Services provided ln-boun: by Parks empioyees are the result of
years of work rl wod ofteo through the City's
annual operating and capital budgets. Major arcas of service are:

o Administrative and cleriea! support

o Customer service requests (direct to Parks or forwarded from City Hali)

e Construction (limited scope projects)

¢ Facility management and maintenance at the Parks facility, the Sponts Compiex,
and at city parks and trails.

¢ Mainienance of athietic fieids in city parks and at schools

o Small engine maintenance

® Herbicide opplicotion

o Mosquito control

» City Sopport Services: The Parks Department Is supported by several City
departments in providiog services. From interviews with eity departmeot heads and
DPW managers and supcrvisors (in the DPW study), service support for the most part [s

cxeeilent and inciudes:
. Budgetis it ylblo and receivable, buman
payroil, purchasing, i and the like

o Fire: GIS system, but the system is little used by Parks
o Planning: Paths and Sidewalks Pian, Land Use Plan, and Village Master Pians,

® Pubiic Works: Vebicie maintenance, equipment sharing, concrete work, large
trees, ieaf disposal, and sidewnlks and traiis construction.
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» Collaboration ond Coordination: Parks’ primarily coilaborative rel ips are
with City Schoois and athlctic associstions.
L Brook Pubiic Schools: Parks maintoins and the following
program jonal itics at the following city schools:
¥ High School

v Junlor High School
v Elementary Schools (Brookwood, Cherokee, Crestllne, and Mountain
Brook)

» Mountain Brook Athletics: This private associate provides most recreational-
level athletie programming within Mountain Brook, both outdoor and [ndoor.
The director coilaborates with Parks and the Parks Board.

¢ Mountain Braok Soccer and Lacrosse: These private associntions provided
most of the funds for and operate and maintain Rathmell Park.

® Other Athletic Associations: Aiso sponsar competitive, travelling teams.

> Contracted Services: A significant number of services are contracted out to the
private sector. It oppears from interviews that most of these service providers are doing 8
good job for the City. Major contract services ara:

Ball field lights (exeept minor problems)
Major eieetrical work

Large trees (or DPW)

Large construction projecis

Concession stands

Major repairs on cquipment (mowers, ctc.)
Junitorial services at the Parks Facility
Leaf pickup along streets

Like in Public Works, contracting dccuxons are based on past history with limited formal

nmlysu o! costs and Buased on studies for other Parks md
these d aod collab services seem

oa the nlrlue. But, Parks iacks a detailed analysis to confirm this set of contract

and collsborative relationsbips best serves the City.

In our deeisi king model, and coilaborations should be used for scidom
perfomud services, when special equipment end training are tequired, when staff iacks
time or trafning to perform a task, in unique circumstances, and where there is a good
supply of private sector contractors or public zector partners.
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Recommendations

12.Recreation Services Collaboratioo: The serviee dellvery modei for parks &
Tecreation services in Mountaio Brook has two distinet sides. Parks maintcoanee is the
responsibility of the Parks Department, with heip from Pubiic Works and private sector

contractors.
Recreation services, however, are pnvided pnmnnly by ouulde pumu. the private
athletic assoclations, and not by city d: p are very
mdcpendenl of each other and provide distinet servieu

C of fon services, therefore, is a ehali in M i Broolgbuthu

worked up to this point iikely becauss everyone knows each other ond is willing 10
cooperate. A great deai of reliance i is plued on the Executive Director of Mountain
Brook Athletics to puil togethes o meet ity needs, outside
of competitive soccer and facrosse at Rathmeli Park.

We suggest, therefore, that the City of Mountain Brook and its recreation services

partners form a eoilaborative body. perhaps cailed the Mountaln Brook Recrcation

Coordinating Council to assist in assuring that all community recreational needs are

hem] met and thal faciiities and fieids are adequate and scheduied aptimaily to serve all
P iarly kids. Members wouid incluck

Pnrk.! Board member and City Councii laison

Porks and Recreation Superintendent

City Pianner (meesiog facilltator)

Mountain Brook Schoois represcntative

Mountain Brook Athietics representative

Mounuin Brook Soccer and Lacrosse representatives
Others as identificd by the above

13.Structure of Maintenance Services: With only fimited inergovemnmental
relationships, the primary service delivery question is what services shouid be provided
in-house and what shouid be contracted. Compared to other focal govemments,
Mountain Brook’s process for answering this question seems relatively informa! and is
based on decisions mado years ago and carried on year after year.

Although tho present mix of contracied services seems reasonabie based on other efient,
we mcommend the Depnrlmenl be a bll more formai in analyzing the bencfits of
g and g, with a p focus on di ining what it eosts (o
provide i in-housz services 5o these costs can be eompnred to contract pnvldm This
recommendation may indicate the need for & more intensive process for measuring time
and materials invested in ecrtain tasks.
Exhibit 8 describes the Mercer Model for Collaboration ond Contraeting Deelsions.
Once activity cosls arc delermined, we suggest Parks usc the modei to eompure the
benefits of in-house vs. contract operation for major activities.

IHE MERCER GROUP. INC, 2
Draft Masagement Study of the Mouutalo Brook Parks & Recreation Department (6/42014)

D. ORGANIZATION AND STAFFING
.) Parks 4]

Findings

Exbibit 1 shows the (atest version of the Organization and Staffing Plan for the Parks &
Reereation Department. The plan defines six () organizational divisions, five of these work
crews, with sixteen positions:

» Superintendent (Grade 23)

» Turf Grass Supervisor (Grade 18)
¥ Labor Supervisor (Grade 15)

> Administratlve Cierk (Qrade 13)
P Skiiled Laborer (Grade 12)

» Laborer (No Grade Assigned)

These positions are assigned to the various erews and units as foliows:

> A (2 dent and Office Manager
» Complex Crew (4): Labor Supervisor and Laborer (3 with the new position assigned for
the spring/summer sports season)

> 0dd Job Crew (2): Skiiled Laborer (2). Note that two Skilied Laborers were recently
moved from the Complex Crew to the Odd Jobs Crew under the directinn of the
Superintendent in order to suppo! sii othier crews

> Turf Crew (3): Tusf Qrass Supervisar, Skilied Laborer, and Laborer

> Route Crow (2): Labor Supervisor and Laborer. Note that the third position oo Exhibit 1
is currently assigned o the Compiex Crew.

» Parks Crew (3): Labor Supervisor, Skilied Laborer, and Labarer.

In eddition, ane seasona! and three summes Laborers are sdded (o suppiement the fuil-time work
force due to summer season demands. Hours funded amount to almost two

In the past ths department bas been assigned other positions, not currently approved or
budgeted, including:

» Parks Muintenance Supervisor (Qrade 17)
» Administrative Assistant (Grade 16)
» Truck Driver (Grade 13)

Overtime is budgeted nt 6.28% of Salarics, most of which is used to cover pre-scheduied evening
and weekend shifts ot the Sports Compiex.
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E. QOPERATIONS MANAGEMENT

.) The Mercer Model for “

Qrgayization and gtaffing lsgves Identifled in interviews and surveys Includu

» Organization Plan: ing the Num,

» Parks Maintenance Supervisor Position: This Grade 17 position has been
proposed as an upgrade to ons Labor Supervisor position (Grade 15), eurrently
assigned to the Parks Crew. Crention of this position also is seen as n kind of
consolation prize for one internal candidato for the Parks Superintendent position.
The other intemal candidate ewurrently occupics the Turf Grass Supervisor

Mereer nmnuy behms in the value of "Mt

/ Ilw“ bers" in all d but most

especially in d y and prioritization is
critical. Elements of an effective Operations Mamg:mem pmgnm mclude

position, which is classified as Grade 18. The City Manager and Parks > Opeuﬂonnl Plans: In eoruunmon with ﬂ\e pnonues of elected officials and scnior
Superintendent support this reclassification, with a final decisioo by the Jefferson Plans, budgets, and other
County Personnel Board. Thelr reasons are: documents, d:pammnu lhould develop Functional Business Plans that define:
¥ Responsibility for 73 aeres scaitered across the clty (most of any crew) . ies and conditi for public
v Numbet of structures in city parks (most of any crew) o Stratcgies, detailed goals and objectives, nnd alist of wark -cuvnm
ty
v ired knowledge of plant ial ® General schedules for projects, p p g work, and (from
v Alabama Pestieide A Apphulou License pnor peti for ipated
v Pomble fnmre growth in lesponslbllmr.i (e.g. Clhabn River Purk) . (people, facilities, and planned
v bility for duling and safety utillzation of these resources
4 Em‘-’“"‘)’ the assistant 1o the Packs Supesintendent o Funding needs in operating and caphal budgets 1o carry out the plan
* Admloistrative Support: Some administrative work (e.g., time and leaving . plan and progr to foster bility
accounting for all employees) now is done by the Parks Crew Supervisor, an R i
ual assi is work appears better placed with the Office M . > Standards, Guidelincs, Policies, and Procedures: Based on the Business Plan,
unususl assigament. This work s Tpiseed TR departments should define technical, efficieney, cost, produetivity, and performance
» Staffingt standards, both loumully and for contractors.  These standards should Include
and p ives for service requests, complaints, emergencies,
¢ :d‘::"“'l Emgh’::: The ﬁlﬂndln?h:l‘ld\e :T”'l:’dni.' Lnbo;ul',lg:nﬂc cnrll!nl nnd routlne work. Al an opcruuonn.l level, policics, standing orders, and procedures
lnxllu {,:;;'S: €5, en‘:.m P! °[':"n the mmP 4 Bm nl mdoél.‘; éo\l!lxcll .;;ﬂ\:dm should be defined for all responsibilities, activities, and tasks to meet these standards.
s higher lons for parks and, particularly, islands, the » Work Scheduling and M Ongoing and emergency work (bascd on
Route Crew may need another Laborer in the future. peior i should be p d into yearly, monthly, weekly, and daily
s Crew Retations: The Complex and Route crew members (Skilled Laborers and schedules, and work coordinated across crews to aceomplish all work assignments. Crew
Laborers only) rolale every two weeks (formerly monthly). The Labor supervisor should cnsure work is on schedule and all materials and equipment supplied,
Supervisors do not rotate. The Parks Crew does not particlpate In erew rotations. :D‘Vm‘;‘ e '0‘:"3“'" with other c;;mllld‘n?ﬂ‘l;nll:r " mm;n‘- 13: department director
t perviso s
* Tralolng and Cross-Trainlng: Work performed is mainienance In nature, mee s ™ weeldy * sotre montyy,
Training requirements, except for supervisors, is technical (equipment use, > Time, Workload, and Cost Data: Departments should collect and compile time
maintenance technlques, and the like). The Parks Superintendent would like to data for people and equipment by pre-defined activities and projects, as well as data on
increase technical training and cross-training across crews. work performed and muterials used. They then should dmlop fully-loaded (including
o Pesticide License: The Parks S waould like members of the Odd Job supervislon, non-productive time, benefits, and central suppont services) project and
Crew to get their Alabama Pesticide Applicators Licensc, which covers petivty costs 0 allow ia cp and service p
Forictd ides, etc.
>

* Small Englna Mecbanle: Mowers, blowers, and other parks equipment Is
maintained primarily by a member of the Odd Job Crew. Some more complex
work is contracted. In the past, Parks had a Small Engine Mechanie posltion.

THE MERCER GROUP, INC, 4
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Actlvity and Cost Repornng Depmmenu should compile and compare work

d to work stand: goals, and , and pllns in order to report nionthly
N City managenient and elected officials on mcem activities, planned sctivities, new
issues end chuollenges, and the status of the Functional Business Plan.
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Recommendations Eindings
14.0rganization Plan: » Operational Pians: Parks has not prepared o complete inventory of public

8) Parks Malntennnce Supervisors Mercer understands and accepts the reasons
stated for creating » Parks Maintenance Supervisor posltion through a
reclassification of one Labor Supervisor,

However, the Labor Supervisor for the Complex Crew also has significant
responsibilities, including the ongoing need to satisfy customers (parents and
kids) using the ball fields at the complex. In addition, the Laber Supervisor for
the Route Crew will have enhanced expectations in the Future as noted earlier,
These positions also may be candidates for reclassificstions in the future.

Admianistrative Work: Move all administrative work (time reporting, payroll,
stc.) from the Parks Crew Supervisor to the Office Manager.

£

15.Staffing:

2) Additlons] Emplnym B(cept for our commeot about the Route Crew, eurrent
staffiog (s ad for vacation and sick leove average
1-2 people. See the Humnn M section for on
controlling employee absenteeism.
The Parks Superintendent should discuss the idea of higher siandards for the
appearance of parks and island with the Parks Board and City Council. Assuming
these bodies agree, add one position to the Route Crew for a tota! of seventeen.
All crews would then have at least three people assigned.

b) Crew Rofatlons/Cross-Trainlog: Consider adding the Parks Crew to the rotation
plan to enhance skill levels and cross tmining across the work force

¢} Tralning: Develop a Training Plan that starts with o Skilly thuirmun Matrix
for cach budgeted position. These skills would include pruning techniques,
knowledge of plant and shrubs, pesticide application, and care of sports fields as
Identified by the Parks Supervisor. Then develop an ongoing tralning program to
ensure worker skills are adequate for the work assigned.

d) Pesticide/Herbiclda Licenses: We encourage the Odd Jobs Crew to get these
licenses.

¢} Small Engine Mechanic: Although we don't believe Parks needs @ dedicated

Engine Mechenic, the member of the Odd Job Crew working on equipment

should teke traioing, ns needed, to become certified to work on this equipment.
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infrastructure {c.g., signs, trees, parks amenities) and has not prepared conditions
assessments for these assets. The department, howmr, has an excelleot knowledge of
assigned infrastructure, ond routinely visits and works in each park, island, and playing
field to visually note cooditions and maintenance needs.

The department Iscks & software system to Inventory, manage, and maintain these assets.
The City's GIS system, however, may help with this lnvemory For ex-mple, the
department did not have readily-avsilable acre statistics for city parks to use in this study,
The Parks Superintendent used Google Maps to estimatc acreage for this report.
Software products to manage assels and opmuou: (e.g., work orders) are cataloged by
the American Public Works Associntion in its annual Buyers Guide. Several noteworthy
vendors are: Alden Systems (In Birminghaml),-Cartegraph, CitiTeck Systems, Cityworks,
Logic Concepts, and PubWorks Trocker.

The City through its urban planning program has oot developed 4 long-range Parks and
Recreation Master Plan to nssess y needs for and programs and
develop e plan for meeting these needs. As noted eardier, pllymg end practice ficlds may
have availabllity Issues in o few years. The Citizen Survey gives high marks to what is in
place today, but does not provide a clear guideline as to what Is needed In the future.

Standards, Guidelines, Policles, and Pmcednre' Most standurds, guidelines,

policies, and procedures are informal and based on | with

md opanllons responsibilities. Agun. however, Parks .mployce: bave developed a good
8 0 in p g their work and are committed to exeellence.

Porks performs mmy recurring and seasonal tesks that supervisors, crew leaders, and

employees appear to understand and perform well,  And, the Parks Superiniendent Is

Interested In codifying these guidelines.

Work Scheduling and M ¢t: Work follow weckly or seasonal
schedules that are well known 10 each crew, Except for the Odd Jobs crew, which
receives work assignments cach moming from the Parks Superintendent, the work week
follows long-cstablished pattems for mowing and trimming, trash collection, Complex
serviees, and the like, Work requirements follow sports seasons for the Complex and
Turf Crews to ensure fields and amenities ere ready for opening day.

Crew supervisors work y with crew the day and are Mly
aware of resource and other needs, The Parks
with each crew supervisor in the morning, at lunch, and at the end of the day as needad

but management team meetings are rare,
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» Time, Workload, and Cost Data: Collection of time, work accomplished, and
cost data to “manage the numbers” is limited. An avtoinated Work Mnnagamem System
is not used. L ingly, thc National R says smaller
Parks Departments seldom use this type of automated tool to mansge end track work.
Mountain Brook scems in the edge of whether or not to expand automation of this data.
In any case, the process and system need to be relatively simple.

> Activity snd Cost Reporting: Reports on Parks activities focus on “what we did
this month,” which the Park Superintendent presents to the Parks Board at their meetings.
Cost reports are not prepared below the level of the operating and capital budgets.

Recommendations

16.0perations Management: We support the Parks Superlntendent’s interest in
Improving the process of "mannging the numbers.” We encourage development of:

¢ Annual asset i and
. Anmul opernﬂons pluu for each crew that incosporates the findings of the
y and

. Stunduda and guidelines for major non-construction activities, starting with
maintenance of traffic islands assigned to parks

o Written pollcies and procedures for mujor

. ion of written ! and
crew

®  Activity and cost reports for major activities performed by each crew (c.g., for
each large park, Islands as & group, the Complex, playing ficlds)

o Weekly management team meetings (crew leaders and office manoger)

Monthly staff mectings, perhaps in conjunction with the monthly safety meeting

Compil of ion and will be difficult until Parks scquires and
implements an sutomated Asset and Work Management Systemn. We suggest the
department explore the capabilities of emGovPower's work order and activily reporting
system used by the DPW Qarage as o possible tool to support “managing the numbers.”
Also, Parks should explore the capabilities of the Clty's GIS and system from other
vendors listed in the APWA Buyer's Guide, including Alden Systems located in
Birmingham,

Like in Public Works, cxtension of the lunch hour due to travel time to/from the Parks
yard likely reduces the productivity of the Route, Parks, and Turf Crews. We suggest the
Parks Superintendent work wilh each crew supervisor to optimize daily work routes to
reduce travel time around Junch and to ensure the retumn time at ths cnd of the day Is
optimized at 3:10 to 3:15 PM, depending on the need to cleanup and recharge materials
and tools for the next work doy. In the momings, crews leave the yard for work
assignments at a reasonable time.

for cach

weekly
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F. RESQURCE MANAGEMENT

The Resource Management section presents general findings, issues, and recommendations for
six Resource Management functions:

» Equlpment Manogement,
> Facilities Manngement,
> Financill lnd Budgetary Mlnugemenl,

L
R M

» Personnel A and

» Technology Applicatioo.

Findings

> Equi P Bat is wellp
to be “very ') and well. ged and
needs were expressed hy employees:

Parks must borrow Public Works’ bucket truck and it may not be available

A tractor necds to be replaced and & trencher attachment purchased

Some weed eaters and blowers are getting old

Need 8 leaf vacuum

Nced a “stick” edger ($250)

Short a few tools

by the Clty (the City is said
d by Parks. Only s few Issues or

d by the Odd Jobs Crow appears to meet department
needs. More difficult tasks or work on large mowers ls contrected out. The department
had a Small Engine Mechanic in the past.

Work on Individual pieces of equipment is tracked on an Exce) spreadsheet, with a page
for each picce. Buosically this spreadsheet serves as a work log.

Vehicle Jocation is not tracked with an on-bosrd computer tracking system, which is an
increasingly common feature in the public sector, particularly for equipment moving
across the city. This feature might be beneficial for the Route, Parks, and Turf Crews
that operatc cross the Clty,

Vehicles wre fueled at the Public Works Yard, which is not partieularly convenient to the
Parks yard. Arca gas siations, if P&R used fuel cards, also are not particularly
canvenlent to Parks and Recreation. The small tank at Parks is for mowers and the like.
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> Facilities Management: The new Parks facillty is a significant upgrade from the
old sheds at the top of the liill. When considering functionality of the complex, however,
a few issues are evident:
e Porking is limited
»  Vehicle flow is restricied as vehieles move between the bullding end the fencc ot
the rear drop off
*  Water runolf at the back of the facility feeds into materials piles
o Additionnl security cameras are needed (per stafY interviews)

Existing parks, for the most past, are wonderful, slthough some amenlties are aging
(lights, drinking fountains). The City, however, lacks some parks facilities and recreation
services eommonly found in communities your size:

Arts and Crafls Programs

Dog Park

Publie Swimming Pool

Recreation Center with gym(s) and exercise fecility

Senior Center and Programs

Skateboard Park

Stakeholders interviewed for the study say some of these facililies and programs are
availnble through private gyms and country elubs located in the City.

A ficld lighting study is funded through the current budget.

‘The number of practiec/plnying ficlds, per Mountain Brook Athletics, are near capacity
for cusrent recreation and sports programs. In & fow years, fields may not be adequate to
mcet demands per Mountain Brook Athlctics.

Through the Parks Board, cliizens can propose memorisls for friends and relatlons. A
typical memorial Is 8 bench In Jemlson Park.

Facility rental can be requested oaline through the City's web site.

» Fi ial and Bud M The City provides well for Parks’
operlunz and capital ne:ds. md manages money conscrvatively, A fow depantment-wide
issues, however, are evident:

¢ Budgeting: The City’s budgeting process and the Parks budget Is primarily
financlal with limlted formal documentation and consideration of goals and
objectlves, planned activities and projects, and return on investment.

The Parks budget ollocates funds to ons operating cost center ond to capital
projects. The budget worksheets provide lots of details and explanations ot the
account level. 1t'a casy to read and understand.

50
Brook Parks & Recreation Department (6/472014)

¢ Financlsl Management: The Clty’s Finance Department drives Parks’ role In
financlal management activiiles (accounts payable, accounts receivable, payroll,
and the like).

Administrative stsff in Parks scems to understand its role and Finance's policics
and procedures. As noted earlier in Organization and Staffing, however, the
Parks Crew Supervisor now is responsible for administrative tasks that seem
better assigned to the Office Manager.

¢ Techuology: The Clty uses the emGovPower suite of software to manage
finances, fixed assets, payroll, purchasing, and the like. From interviews with the
Parks Superintendent and Office Mi the system seems to suit their needs,
lllhnudi a few aclivities are a bit cumbersome, like hund-carrymg the signed
payroll print-out down to City Hall instead of using electronic signaturcs.

> Materials M. t and :‘w

o I Y Control: | of
ively informoll; hylhePubl"

* Proeurcment Autbority: The department can spend up to $1,000 before necding
o generl(e a purcha.w onier ﬂlrough mece Mlbaugh many citles have a
larger d hority, this is 8 ble Jevel for the

types of supplies and materials Parks purchases.

Only a limited number of Parks employees are on store accounts or have P-Cards
t Cards), causing some degree of inconvcnience when parts or

supplies are needed per employee Interviews.

supplies, and tools are managed

» Personnel Administration/Human Resource Management:

¢ Classlfieatlon aad Cempensation; Position classifications are determined by the
Jefferson County Personnel Board. Positions are re-rated periodically or upon

request of the City.
o Pollcies and Procedures: The depmmenl elther facks n policy related to lote
asrival and at or Is not enfc d Severnl employees noled

the Inconvenience caused by moming ulluhu (2-3 people out per day). Although
attendancc is better than in the past, it's still not optimsl.

© Rewards: Beyond the basic pay plan, monstary and non-monetary rewards are
lirited or non-existent. These could include awards, small monetary rewards for
high performance (e.g., gas cards), or pay for certifications.
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o Safety and Training: Parks holds a monthly safety moeting and the Parks Crew
Supervisor is on the City's Safety Commitice, which meets quarterly. At the
dcpmnwn( Sefety Mecting, Parks empl can nsk the dent general
questions. The department had a Sl(‘ely Manual that js poﬁed by the time clock.
Training for new hires is Informal and on-the-job. Similarly, employen training
genenlly is informal and reloted to technical functions of the job (.., mower
operation). Parks docs not have a position-by-posltion Training Plan,

The Parks Superintendent bas ambitions to expand and improve training,
particulurly to improve job performance and the conditlon of parks, as well as for
the Odd Job Crew 1o get certlfications.

Supervisory training ls available through the Jefferson County Personnel Board.

A mandatory drug test program Is in place and the Park Superintendent is
commilted to making sure all employces participnte,
Successlon Planolng: Last fall's hiring of a new Parks Superintendent has
resolved needs for the fi future,

> Technology Appllcaﬂon’ As noud wllcr, the department has not autometed asset
via systems soluti We
rmGavPomr. which is used to manage the DPW'*s flect operation, has work order and
inventory control modules that might be used by Parks,

As noted in the DPW study, GIS is used in o limited way, ynmnnly for maps. The City
has not located and mvenioned muny cl(y assels (e. 8 parks, signs, trees), as a first step
lo d ing assets dition and les needed to keep these assets
up to standards,

Parks uses Microsoft Wlodows 7 and Microsoft Office 2003, both of which are behind
most current versions. The Parks facility is connected 1o the City’s network. IT support
staff from the Finance Departmeot are 5aid to do an excellent job in support of Parks’ IT
needs.
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Recommendations
17.Resourcc Management:

2) Eguipment Magagement: In the next budget cycla. the Parks Superintendent should
work with Parks employees 1o identify all equipment and tool needs, Including the
items listed in our findings.

The Odd Jobs Crew should continue to mllmain small engloe equipmem. but as ooted
earller should get certifications as approp The Excel h

way to track repairs until Parks has an Asset Mxnawnml Information Synem
Consider the value of vehicle tracking software to track the location and routing of
P&R trucks and crews.

Scck more convenient fueling options, most llkely privaie gas statlons using fuel
cards.

b) EIS.IMH_MLMJM- The new facility Is excellent and a huge upgrede from the
pnor facility, but has some structural limitations in puhnl and vehiclc flow as noted
in the findings. The water run-off and security camera issues eppear to be easily
solvable,

The City needs to commission a Parks and Recreation Master Plan to be overseen by
the City Planner. This plan typically is a component of the City's General or
Comprehensive Plan, along with the Traffic Plan, Faclllties Plan, and Drainage Plan.
The plan would:

¥ Inventory current facilitics and programs,

v Assess citizen and community interesis for the future, perhaps through a
survey or at feast stakeholder and citlzen focus groups,

¥ Describe parks and recreation trends nationally, and

v’ Project communlty needa into the future, with a focus on emerging sports and
the number of playing/practice fields.

<) Financial Management: The Parks Supcrintendent should includc goals and
objectives and performance measures In Parks’ budget submission to go beyond
numbers (o something like & retum on investmeat,
With the City's help, the Superintendent should review emGovPower's capabilities to
automate more financlal functions, such as payroll and inventory control.

All financial and sdministrative functioos should be shificd to the Office Manager.

d) Materials Mansgement: Increase the d ity to $1,000, if
not nlmdy implemented after the Public Works sludy. based on levels applied in
other Mercer clients. Increase the number of people nn store accounts and P-cards

(perhaps all Skilled Laborers?) to improve crew efficiency.
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3) uel I 1 Work with the Persannel Board to review the
classification and mai work p by the Parks Crew Supervisor
as a foundation for potential reclassification to Parks Maintenance Supervisor. Do
not consider administrative work that should be shifted to the Office Manager.
Include ail Labor Supervisors in the reclasslfication process.

Eghance the Safety and Tmnu1| Prngnms, pmicullrly the trainlng of new hires,
skill enh for current of a formal Training Plan.
Either expand the monthly Safety Meenng 1o include general departmental topics or
have a second meeting for gencral topics. In addition, hold weckly management team
meetings.

With the assistance of the Finance Director (also the HR Director) creste and
implement an Employce Absence Policy 1o coves vacations, sick leave, and other
leave, with a pasticular focus on moming call-ins. Track sick lesve used by each
employes and set an annual goal that mirors industry best practices (perhaps no mare
than 6 days per year?).

Develop rewards for cost-saving or efficiency-gaining suggestions and for the
employee of the month/year.

Ensure the Drug Test Program covers all employees over the period of two years.

0 Techuology Anppilcatioms Expand spplication of technology to asset and work
management, mcludlng QIS. But, don't make the system so complicated it bogs
down Parks staff in data eniry, which means tracking only major activities end not
detailed tasks.

As needed, upgrade Mlcrosoft products to most current verslons (perhaps a cltywide
lssue).

THEMERCER GROVP. INC, 4
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[ 1V. IMPLEMENTATION |
This chapter oftbenpon presents an Impi Process, Schedule, and Issues and
Chaik 1o support of’ dations in the Mercer Report.

A. IMPLEMENTATION PROCESS

The Impiementation Process began early in the project as the consultant mer with public
offi clnls. City and DPW wnd stafl during fuct ﬁndmg lcnvme: and the
review of preliminary ideas. The process 1 a3 we p d and d the Draft
Reports.  The process o implement the recommendations is buod on a structure of Oversight
and Management, Technicat Actlons and C and and R

Oversight and M

ent

The Clty Manager is the natural person 1o manage and oversce the implementatioo process and
periodically report to the City Council. His role should include:

General ight of Parks i

Facilitation of meetings and reports.

Policy development, review, and decisions.
Contract and agreement review and approval.
Flnance and budgeting.

Communications and public relations,

Technical Acrlons and Coordination

In support of the Clty Manager, the Pnrkl and Recmuon Superinteodent, and Parks supervisors

actions.

YVYVYVYY

should serve as the 1 for the Parks and Recrratlon
Assessment. This group would be ruponsuble for:

> Devel of detailed impl: plans

» Supplemental analyses that may be nquurad

> Management and tracking of progress in implemeating recommendatians.

> Development and implementatioo of new policies, organization and staffing plans, wark

processes, buslnm pncllns. et

> and tnterd P

> Measurement and ptucnulmn of budgetary impacts and changes.

> Development of Implemeotatlon activity and performance reports to the City Manager.
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imllarty, the Parks Superintend, ns needed. would organize Techaleal Committees for
Speellic datl These would ioclude Parks supervisers and
employees, as well as City management such as the City Planner, a3 required for each

These i would have dutics similar to the Implementation

Management Committee,

Reporting and Monitoring

The Department Committee should receive reporta from the Technlcal Commitices, then provide
quarterly Status/Progress Reports to the Clty Manager for review and actlon.

These Quarterty Reports should cover:

> Progress 10 dm onthe lmplememnhno of the twmty-rour stmeg;u.
> lssucs, ob and ch affecting

> Services delivered and performance against weed upon standards and specifications.
» Upcoming sctivities in the quarter to follow.

The Manager would incorporate lheu repotu lmo his Qu-rm-ly Reports to the Mayor and
Clty Council uniil all

THE MERCER GROUP, INCG, 56
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B. IMPLEMENTATION ISSUES

The following impl oo issues and need to be rescived to ensure the
community makes progress on implementing recommendations in the Mercer Report.
Mavor end City Councll

> Ensure the City's Strategic Direction is clear and Parks fully understands It role and
citizen expectations, Commissioning (he Parks and Recreatian Plan is a key aclivity in

cladfying future needs.
> Continue to Jnvest In Parks Infrastructure and resources end services,
» Cootinue to work with the Parks Board to ensure it to have strong
’s Managey,

> Assist Parks in facilitating development of the Parks and Recreation Plan. (City Plaaner)

» Assist Parks as it explores automation of asset and work management processes, expands
use of QIS, and spplies new modules from emGovPower. (Finance Director and IT
support staff)

> Work with the Pcrsonnel Board on classification and other human resource management
issues. (Finance Director)

Parks Board
¥ Assist in defining the meaning of a “higher level of service” for islands and parks.
> E devel of a few, ingful perfc that are tracked
thlvughout the year and reported monthly.

Parks and Recration Department

» Review/ipdate depurtmental values to ensure all employees understand and buy Into
them.

> Resolve any employee survey or questionnaire issues within Parks® control.

» Contlnue 1o evolve Parks' sysitem for “managing the numbers™ based on the
Superintendent’s goals and Mercer's Model for Managing the Numbers.

» Work with the City and the Personnel Board on classification and other human resource
management issues, particularly the Absence Pollcy.
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C. IMPLEMENTATION PLAN AND SCORECARD
Implementation Plan

Msjor Implementatlon actions are Identlfied on Table 6 that follows. For each action liem the
plan identifies:

» A Reference to the page in the text where the recommendation is discussed,
> A priority Ranking,
> A suggested Complcuon Date,
> The Ible for Impl lon of each datk
» Comments and a(pllnauons. and
> Costs and/or Savings.
Key Impl, lon actlons snd tl bles are highli below:

> Track and take action on Parks-controlled issues and opportunities In the employee
survays and questionnaizes by late summer of 2014 and reapply the surveys in late 2015
10 measure progress.

» Update Park’ values and define goals, objectives, and perfc related to
the mission by the end of 20i4.

% Continually assess the mix of in-house and contract/collaborative services.

> Based on final approval by the Parks Board and City Council regarding a “higher level of
service,” adjust the su!ﬁnu plan i in the next budget (o add a Laborer position, and watch
for staffing impli of the numbers" over time.

» Improvo openuoru and resource g issues and challenges over the oext year or
two, ing the numbers,” ioo planning, and classification.

> R } ities to expand ion of Parks functions in 2014, particular]
the areas of asset and work management, G1S, and financial accounting, then xmplemenl
in 2015,

econmmendati

18. Implemenmnon Process and Plan: In the very near future, sel up the

process as detailed eariier and finalize the
lmplemenuxlon Ploz In Exhiblt 9.
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Table§
Preliminary Implementation Pian for the P&R Study

RECOMMENDATION PAGE | RANK | RESPONSIBILITY | 58§ IMPACT
1. _Track Survey Issues arks Superintendent None
2. _Futury Uise of Surveys arks Superintendent 53,000 1o redo
3. Track Questionnalre 'arks Superintendent None
Opportunities S
4. _Future Use of Questionnaires 26 B Parks Superintondent None
5. Adjugt the Monagsment 30 B Parks Superintendent Supervisory
Philosophy Trlnlng
{ 6. _Future Use of MPP 30 B Parks Superintendent None
7._ Legal Structure KT NA No Changes Nong
8. Develop s P&R Vislon 2 A City Mansger See Strategic
P&R Board Direction
o Parks Superintendent
9. Createn Citywide Friends of the |33 A Mayor & Council None {s net
Parks organization City Manager fund-raiser)
P&R Suerd
- Parks Superindendent |
10. Implement a Strategie 37 A Mayoe & Councll "Staff Time
Planning Process City Manager
P&R Board
Parks Superintendent
1L Develop & Functionat Business 37 A P&R Board Sl Time
Plan Parks Superintendent
Parks Stafl’
12, Improve Collsboration with 4l A Mayor & Councll SwfT Time
Communlty Partners City Manager
P&R Board
Parka Superiniendent
13. Enhance Maintenance Services 4] B Parks Superintcndent Implement DPW
Work Order
System
4. Adjust tha Organlzatlon Plan: Mayor & Councll
(s) Parks Malnienance 4" B Clty Manager () Upgrade
Supervisor P&R Board
(b) Administrative Works 4« A Parks Superiotendent None
15. Adjust Staffing and Assignments: Mayor & Councll
(a) Add a Laborer (17 position) | 44 A City Manager (s) $30,000 !
(b} Other “ B P&R Board (b] None |
Parks Superintendent
16, Improve Operatlons Mgt. 47 A Parks Superiniendent
17, Improve Resource Mgt. 52 B Parks Superintendent $20,000 for Parks
Master Plan
18. Track Impiementation Progress | 57 A All Staff Time
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| V. EXHIBITS

‘This chapter of the report provides eight exhibits that provide data and analytical tocls to support
our findings and recommendations in the text of the report.

> Exhibit 1: P&R Organization Plan

» Exhiblt 2: Results of the SWOT Assessment

» Exbibit 3: Resuits of the Employee Surveys

» Exhibit 4: Master Empioyee Survey D

» Exhibit §: Master Organizational Questi i

> Exhibit 6: Master Management Philosophy Profile

» Exhibit 7: Performance Indicators in Public Services
» Exhibit 8: Mercer’s Decislon Criterla for Contracting

THEMERCER GROUP, INC, 0
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Exhibit2
RESULTS OF THE SWOT ASSESSMENT
The SWOT A iles findings fmm i iews with City officials, members of the

the Parks and R ion Board, d , and external stakeholders (e.g., athletie
association, school principals and athletic dmctor:. md landscope architect) in order to identify
Emerglng Issues and Challenges.

The assessment Identifies:

> 8§ hs: Current areas of 1l high-value services, areas receiving
customerlmkeholder proise, and the like, These strengths should be protected and
enhanced by the Management Study.
> Weal Current weak areas needm; Improvement, low-value services, arens
iving /stakehold: d the like. These wenknesses should be
resolved or signifi improved hy the Mi Study.
» Opportunitles: Opp lties are future opp it hall Ideas, altematives,
and les that may be appl to the City. These opportunities should
be | d Into datlons for future service expansions, enhancement, and

recngineering by the Management Study.

» Threats; Threats arc nationnl, regional, and local threats that would cause the “wheels to
fall off” and compmmiu the organlzation’s ability to provide services per the
cxpcmnons of city officials, customers, and stakeholders. These include national
receasions; the lmpul of federal and state Iaws, natural disssters; resource shortages;
facility and equip ltations; loss of key employees, and ciie like.

Whea recording lssues and idess lu the assessment, we look far themes across the group of
Interviewees. Wo present a list of key issues and Ideas, as well o3 Ilats for eub-categiorles
such as: .

B City Offieiala, which includes, as appropriate to each client, elected officials, City
City support dep: and advisory b t1eds and committees.

> External Stakeholders, which includes customers, cltizens, collaborative partners, and
regulatory agencles.

> Department Employees, full-time, part-time, seasonal, and imbedded coatractors.

62
Dralt Study of the Brook Parks & Recreation Department (6/4/2014)

L.} Overall SWOT Assessinent with Key Ideas and Issues
Maior Current Strengths

Strong, well dinated Park & jon Board

New Park Superintendent ("lots of weal have been fixed” with her coming,
including org-muuon plan, sllﬂ' ing, and employee attitudes)

Skills, exp and of d staff

Quality and condition of parks and athletic fields (“incredible,” “outstanding’)
Paths and Sidewalks Plan nearly Implemented

Schools-Parks/Clty and Assoclatioos-Parks/City relationships

Major Current Weaknesses
> Nced o long-term vislon and plan for parks and recreatlon (Comprehensive Parks &
i d Par]

VVvVvyVY VvV

Plan and 1 Business Plan)
> Need more plnymg fields, pnmculnrly big fields ror pncucu
> Impactof g teams on opp for level sports

> More internal s(mcnm. systems, and controls (¢.g., enforced tardiness policy)
> Is the department on cruise control?

jor Future ili lie

» Cahaba River Park
» Community Center with gyms (bul lack of support in the past)
» Keeping up with pnmclpn(mn in ;mergm; end growing sports, like Incrosse recently

» Provide adeq; for participetion at the ion level for older kids
Major Threats
» National ion nffecting the local y and city

» Cuts In staffing or cquipment replacement funding
¥ Hiring employces with the wrong attitude
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2.) City Officials, including the Park Board

SWOT comments are listed below for Clty Officials (Council Liaison, City Manager, Finance
Director, snd City Planner) and the Parks Board. Comments listed multiple times are at the top
of each category and belded.

Current Strengths

Strong Parks Board (work well togetb
New Superintendent and stefT’
Director of MB Athietics

Csbsabs River Park (and porks In genernl)
Psths and Sldewslks Plan

Champion-driven process for Identifying and providing parks and programs
Publle proactively expresses needs

Field condition and scheduling

Parks, trnils, sidewalks, and beautification

Expectations arc surpassed

Ci W ess

Need more ficlds, particularly Big flelds to cover practica aceds
Planning for P&R can be driven by | rather than
Need 2 Parks & R tion Plon and g Functional Busl,
Parks programs said to be mature and on “auto-pilot.”

Lost staff time around lunches

“Byzantine” structure of athletie providers (no “clearinghouse™)
Reactive opprocch to implementing identified need (wait for land)
High cost of land in the city (lend-locked)

Limited opportunities for regional partnerships for athletics
City lacks a R /C: ity Center (but al i
sector and ot country clubs)

Need more gyms

Need more staff with new park coming

Malntaining triangles (100+)

Need & Dog Park

Need a governing board Instead of an advisory board

" “In syne™)

“ongoing

VYVVYY VYVYVY

Plan for the department

ileble In the private

VVVYVYY VYVYVVYVY VYVYVYyY
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Future O) nl G

» Cahaba River Park

Community Center (but Isck of support ln past)

Supp fees for 1d

Keeplag up with participation in emerging and growing sports (like Iacrossc)

Few adult and senior programs at present

Greater “ownershlp” of triangles by neighborhoods

Suppl l fees for Idents non-property owners
Managing “memorials” in the parks
Providing ion-level sports opp as ehildren get older and face the
competition of traveling teams (What (o do with kids “IeR behind?™)

Threaty

» None identified

VVYVYVYVY YVvyv
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3.) External Stakeholders

SWOT comments are listed below for the City's landscape architect, sthletic assoclations, and
City schools. Comments listed multiple times are at the top of each category and botded.

Current Strength
> Parks does a great job on fields (“Ineredible” and “outstanding™)
» Schools-Parke/City relationshlp and partnership (s commnnity effort 1o ralse
Mountain Brook's kids)

» Trails and Sidewalks Plan
> Turf Crew

Current Weaknessey
> Impact of traveling teams on recreatlonal sports
P> Need a long-tarm Vision for Parks & Recrestlon to include programs, ficlds,
recreational sarvices

> Enough staff at the Sports Complex?

> Minor necded improvements at the Sports Complex and other parks

> Movwing work might be better scheduled with schools to avoid the infrequent times the
schools have early moming activities outside

re O, itie: hallen;

» Community Center with gyms

> Providing facilities and fields for emerging or growing sports
Threats

> None identified
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4.) Parks Deparpment Employees
ngth:

Quality of serviees (make the city look good and citzens proud)

Dependobls, consistent, and talented stafl

Parks, Compiex, and flelds

Staff comradery and teamwork

Parks staff says a lot of weaknesses bava been flxed with the new Superintendent
(c.g., organtzation, attltudes)

Current

YVYVYYVYY

3 Safety record
¥ Cross-training and variety of stafT skills
> Ability to work with the publle
> Islands and playing fields In great condition
¥ Cleanliness of parks
Current Weaknesses
¥ No set policy on I or ab (only vaguo guideli;

» Bemore involved with other departments

> Increase awarencss of detsils in grounds maintenance

» Some equipment is nceded, needs (o be replaced, or needs to be upgraded
> Some supervisors could help more with crew’s work

» Clean the road signs

P Rotate crew members among crews

Future Opportunities and Challenges

Establish and enforce rules

Advanczment opportunities (but limits with JCPB)

Training for current jobs and to suppen promotion (e.g., supervising)

Ensure consistent workioad within and scross crews

Better communications

Upgrede the Sports Complex (lights, trash cans, water fountains, rest rooms, heaters)
Upgrade some equipment (e.p., blowers)

Limit large truck traflic in tho villsges

VVYVYVVYVY

reats

> Not gatting tha job done or done right due (o too faw peapls
» Hiring employses with tha wrong attitade

> Not keeping playgrounds up to codo
» Economy and national policies
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Exhibjt3
RESULTS OF THE EMPLOYEE SURVEYS
Tho Mercer Group asked employces of the Mountain Brook Parks & Recrestion Department to
complete several employee surveys and questionnaires. Master copies of these documents are
provided as Exhiblts 4, 5, and 6 that follows this exhibit. Thuc lool: along w:(h intervlews and
d the

data collection, arc Mercer’s primary means of
services agencies.

L) Overview of the Surveys

Mereer applied four surveys and one questi Ire that oll emp

> Values Survey,

» Organizational Climate Survey (OCS),

> GRIPES or Management Practices Survey,
% Resource Management Survey, and

» Organizational and Jobh Duty Questlonnal

In additlon, we asked supervisors to complete our Management Philosophy Profife.

In total, we d fourteen from Parks & Recreation employees, which
Is close to a 100% responsc rate. Because of the relatively small number uf employees in the
department, survey results ase not reported by division or crew.  Instend we present the survey
data In three ways,
> All Employees (14)
> Supervisors (6), including the intendent, Office Manager, Turf Grass Supervisors, and
three Labor Supervisors

> Non-Supervisors (8), including Skilled Laborers (4) and Laborers (4)

K In the ! ires is used for the SWOT Assessment, the organizstion and
staffing review, and the operations cvaluation.

IHE MERCER GROQUE. INC, €8
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2.} Description of Mercer’s Employee Surveys

» ORGANIZATIONAL CLIMATE SURYEY (OCS): Presents  list of sixty statements or
questions designed to mensure the health of the culture of each agency based on the
following twelve cultural factors (five questions for each factor).

Career Opportunities

Compensation and Benefits

Employee Involvement

Information and Communications

Management and Supervisory Competence
Understanding of Organizatlonal Goals

Productivity and Services

Quality Emphasis

Receptivity to Change

Working Conditions

Work Group (Managers and Supervisors) Problem Solving
‘Wark Group (teams) Coordination and Coaperation

Scoring options are Strongly Agree, Agree, Undecided, Disagree, and Strongly Disagree,
The results arc compiled into three scores (Strongly Agree + Agree, Undeclded, and
Stongly Dissgree + Disagrec). Scores compared to Mercer's Minimum end High
Performance Standards are shown on the tables that follow.

v

VALUES SURVEY: Asks employees to [dentify Key Values using sample valucs in the
public sector to help frame their response. The survey also asks these questions:

Are values documenied In a formal Values Statement?

Aro values glven to employees and posted in work sites?

Arc values created with employee input?

1f o large organization, are division/unit values created and linked to the overall
Values Siatement?

o Are values lived, even [f informally, on a daily basis?

‘We expect the number of Yes answers to be nt least double the number of No answers.
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» GRIPES SURVEY) The "Do You Have GRIPEST" survey help Mercer understand key
maenagement practices in each agency. Factors rated are:

¢ Growth: Organizational Support and Training Hours
* Respect: By supervisors, senjor managers, elected officlals and other depariments,
and through rewards

¢ Informatlon: To do your job well and to understand policics and business decisions

* Patential: The degree 1o which the agency taps employee skills and experience (not
& measure of productivity!)

s Empowerment: Adequacy of authority to muke decision on the job

o Support: From administrative staff in (he agency, senior agency managers, central

administrative suppost (in the County and Hospltal), and from elected officials and
others downtown

Most foctors are rated from No/None to Always, which are converted into scores of 1, 2, 3,
4, and 5, with Po(ennnl rated ﬁomﬂ%lo 100%. Scores also are compared to Mercer's
High Perft dards on tho tables that follow.

> RESOURCES SURVEY: Asks cmpl 10 rate and on a the following nine
categorics of resources:

o Siaffing
Facility

Vehicles

Tools

Qear

Office Equipment

Computers

Materials

Other Resources (contracts, [cascs, technical supyutt, capital projects, fees)

Foctors are rated as Poor, Fair, Ad: Qood, and llent, which are d into
scores of L, 2, 3, 4, and 5. Scores also are compared 1o Mercer's Minimum and High
Performance Standards on the tables that follow.
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> PERSONNEL PRACTICES SURVEY: Asks employoes o rate and comment on the

llowing ten human p

¢ Hiring Process

o Career Laddcrs

. Tninin;

. initiated by the empl

. initiated by the employer)

. Perrommcc Evaluations

o Pay

o Beneflts

s Labor Relations (related to unlon employees 20 note rated in this study)

* Monle
Factors arc rated as Poor, Fair, Ad Good, and li which are d into
scores of 1,2, 3, 4, and 5. Empll scores also are compared to Mercer's Mini and

High Performance Standards on s the tables that follow.

> MANAGEMENT PHILOSOPHY PROFILE (Ror Supervisors Only): Asks mangers
and supervisors oply to define their current and targeted phl)mphy toward managing based
on the following twelve criteria with each rated on a continuum from the first to the sccond
factor.

P lity: Type (i to d)
Pcmmlhty. Risk-taking (Timited to extensive)
Personallty: Initiative (reactive to proactive)
Personallty: Solutions (feclings to analysis)
‘Wark Focus: People (internal to external)
‘Work Focus: Work (details to broad issues)
Work Focus: Resources (things to people)
Work Focus: Time (past to fulure)
Relatlonships: Status (boss to empowering)
Relatl Beleants Wisnited or & Va lot)
Relationships: Declslons (open or closed)
Relatlonshing: ¢ PR

to formal)
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3.) Calcularion, Analysis, and Reporting of Surve sults
Organizational Categories

Because the only has 15 empl we did not scare the surveys by Organizational
Categorics (¢.g., Administration, Complex Crew, Parks Crew, Route Crew, and Tutf Crew). A
small number of employees in each category (2-4) might compromiss confidentiality of
individual scores, particularly If we reported scares in each eategory by Employee Type.

Emplovee Types

The Mercer Group reviewed each survey doeument, scored them, and compiled scores in three
ways:

> All Employees

» Managers and Supervisors (Employee Type 001)

» Other Employees (Employee Type 002)

ee Com
Comments on each suxvey were reviewed by u:e Mercer projeu manager and added to the
SwOT Issues list, enough emp| on a given
subject.

ing the Results

‘The pages that follow provide detailed reporis on the scores for each survey, as well as an
analysis of the scores.

Mgjor findings from the surveys are included in the text of the rcport to highlight fow scores,
areas needing improvement, and potenticl action items.

THE MERCER GROUP, INC, n
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4.) Resuts for the Mountain rks & Recreation aroment

Values Survey

UESTIONS Yes No
| Documented In writing
| Given to all empioyees or posted
Created with employee input 1
Related 10 agency-wide values
Lived each day even if informal i

Key Values Listed in Survey Community
(mentioned In more than Y of the | Stewardship
employee surveys) Integrity
Respect
Safety
Keep parks clean
MERCER STANDARD Yes = at least two times No

ANALYSIS OF THE SURVEY RESULTS

» The Values Survey for the Parks & Recreatioo Depariment only meets the Mercer
Standard in the Jast question (values mre lived doily).

P The other questions are a toss-up, with very few employees having input to the creation
of curreat values.

> Therefore, work is needed in updating the department’s values with the participation of
cmployees.

» The first three values sbove are suggested by Managers (001) ond the last three by
employees (002).
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0 fzations] Cli s (0CS)

|SUBSCALES ___~~ |All Employees |Supesvisors | Noo-Supervisors
Carecr Opportunitles 62.86%/20.00% | 73.33%/13.33% [ 55.55%/25.55%
Compensation & Benefits $8.57%/18.57% | 30.00%/13.33% | 42.50% / 22.50%
Empioyee Involvement T1.71%/20.00% | 93.33%/ 6.67% |55.00%/350.00%
Information & Communications 32.86%/ 7.14% | 100.0%/ 0.00% | 70.00%/12.50%
Management Competence 65.71%/ 20.00% | 73.33%/20.00% {60.00%/20.00%
Organizational Goals 72.86%/ 11.43% | 83.33%/ 6.67% {65.00%/15.00%
Productivity & Customer Service | 71.43%/ 8.57% | $6.67%/ 6.67% | 60.00%/10.00%
Quality Emphasis 65.71%/14.29% | 60.00%/ 6.67% | 55.00%/20.00%
Receptivity to Change 62.86%/18.57% | 80.00%/16.67% | 50.00%/20.00%
Working Conditions 60.00%/ 12.86% | 30.00%/10.00% | 45.00% /15.00%
Work Group Problem Solving 68.57%/11.43% | 80.00%/13.33% ! 60.00%/ 10.00%
(by managers and supervisors)
Work Group Coordination T0.00%/ 7.14% | 90.00%/ 6.67% | 55.00%/ 7.50%

crew members,

OVERALL SCORES 61.76%/13.57% | 74.17%/10.00% | 56.09%/ 17.34%
NUMBER OF SCORES Fourteen Stx Eight
MERCER'S MINIMUM >50% Agroe >50% Agree >50% Agree
STANDARD <40% Disagree <40% Disagree <40% Disagree
MERCER'S HIGH >60.0% Agrec >60.0% Agree >60.0% Agree
PERFORMANCE STANDARD | <30.0% Disagree | <30.0% Disagree { <10.0% Disapree

Notes: The first score is Strongly Agree + Agree and the second Is Strongly Disagree + Disogree
Undecided scores are not reported above
Agree scores under 50% and Disagree scores over 40% are bolded

ANALYSIS OF THE SURVEY RESULTS

» Overall Scores: Overnll, the scores are sbove the "ligh Performance Standard, with
several well above the standard (70+% Agree).

> Key Subsceles: Employee scores for Quality Emphasis (55% Agree) and Productivity &
Customer Service (60% Agrec) are lower than expecied based on Mercer interviews with
staff,

A4

Undecldad: Most Undecided scores are low (at/under 20%) except for employse scores
for Working Conditions (40.00%), which is surprising with the new facility;
Compensation & Benefits (35.00%); Work Group Problem Solving by managers
(30,00%); and Productivity & Customer Service (30.00%).

» Supervisors and Non-Sopervisors: The overail scores ure within +/- 18%, which is
nbove the Mercer study nom of - 10%. Subsule: with sugmr icant dnﬂ‘mnm are
& Benefits, E & C
Producuvny & Customer Semcc. Raccpuvny to Chnr.ge, Working Conditions, and Work
Group Coordination (by crew members).

THEMERCER GROUP, INC, K]
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GRIPES Survey
FACTORS { All Employees Sum s { Non-Supervisors
Growth-Organizational Heip .30 n 1.9
Orowth-Training Hours 2.30 2.60 2.00
Respeet-By Superviser 3.43 4.00 286
Respect-By Senior Manager 3.69 367 kN
R::pe:t-By Elected Officials 234 267 206

| Respect-Non-Monetary Rewards. 2.52 3.17 1.86
[ Tnformation-job Reiated 3.55 467 243
Information-Policies & Procedures | 3.24 4.33 2.14
Potentiai (Taicnts Tapped) 80.5% 90% 1%
Empowerment 354 4.50 2.57
Support-By Department 3.68 4.50 2.86
Support-By Management Team 3.84 4,67 3.00
Support-By Support Services 324 4.33 214
Support-By Eleeted Officlals 3.09 417 2.00
OVERALL SCORES 3.17 3.88 246
MERCER'S MINIMUM 3.00/ 60% 3.00/60% 3.00/ 60%
STANDARD
MERCER’S HIGH 4.00/70% 4.00/70% 4.00/70%
PERFORMANCE STANDARD
Notes: Scores well under Mercer's Minimum Standard (3.0) are bolded
ANALYSIS OF THE SURYVEY RESULTS

» Overalt Scores: Overll, the scores slightly exceed our Minimum Standard, but mainly
because of the influenee of very positive Supcrvisor scores.

> Key Factors: Potential Tapped and Empowerment are very pusitive for Supervisuss, but
not Non-Supervisors,

> Rupm and Support: Scores for Mercer clients tend to decline the higher up the
supervisor or elected official.

» Supervisors and Non-Supervisors: The scores are significantly different (1a2onel o
5 scale), except for Potcnunl which s positive for both, The difference is pamculnxly
great (over 2.0} for I jon-Job Related, Inf ion-Policies Iy
Support-Support Services, and Support-| Elecled Officials,
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Regources Survey

FACTORS AllEmployees Supervisors Non-Supervisors |
Staffing 3.07 3.50 263
Facility 3.8 4.00 375
Vebicles 3.61 3.83 338
Tools 3.78 4.17 3.38
Gear 3.53 4.17 2388
Office Equipment 4.00 3.50 4.50
Computers 3.80 4.00 3.60
Materials 4.18 417 420
Other Resources 4.10 4.00 4.20
OVERALL SCORES 377 3.53 3.61
MERCER'S MINIMUM 3.00 3.00 3.00
STANDARD

MERCE'S HIGH 4.00 4,00 4.00
PERFORMANCE STANDARD

Notes: Scores well under Mercer's Minimum Standard (3.0) are holded
ANALYSIS OF THE SURVEY RESULTS

P Overall Scores: Overall, the scores arc close to our High Pecformance Standard, but o
few Non-Supervisor scorcs are lower than our Minimum Standard (Staffing, Gear).

> Key Factors: Staffing is rated low by Non-Supervisars, perhaps driven by concerns
hout the time to fill vacant positions and the new work coming with Cahaba River Park.
In addition, the new Superintendent has not had time to fully transition to a new approach
10 mannging stafT,

> Supervisors and Non-Supervisors: With only a few exceptions (Staffing, Tools, Gear),
scores are within +/- .5 polnts of each other.
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Personnel Practices Sucvey
FACTORS Al Employees Supervisors Non-Supervisors
Hiring Process 19 4.17 380
Career Ladders 3.34 3.67 3.00
Training 3.50 4.17 2.83
Crisvances 132 3.80 233
Discipline 3.14 340 2.48
Performance Evaluations 340 420 267
Pay 186 300 b))
Benefits 4.05 4.67 342
Morale 3.8 4.50 3.14
OVERALL SCORES 349 398 303
MERCER'S MINIMUM 3.00 3.00 3.00
STANDARD
MERCER’S HIGH 4.00 4.00 4.00
PERFORMANCE STANDARD
Notes: Seores well under Mercer's Minimum Standard (3.0) are bolded
ANALYSIS OF THE SURVEY RESULTS
» Ovarall Scores: Ovenli, the scores are above the Minimum Standard for both
Supervisors and Non-Supervisors.
» Koy Factorni Tralning and Performance Evaluations aro slightly below our Minimum
Standard and Morale exceeds it,

» Supervisors and Non-Supervisors: The scoce difforence Is less than +- .5, except for
much lower Non-Supervisor scores for Carcer Ladders, Training, Grievances,
Performance Evaluations, Benefits, and Morale.
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Exhibit 4
MASTER EMPLOYEE SURVEYS
PARKS & RECREATION MANAGEMENT STUDY

Purpose: The Purpose of thess surveys is to allow you 1o express your views about working for
the City and for your department.

Codes, Not Names: Your name is not listed on the survey document. Instead, it is coded by the
following Organizational Categorics and Employee Types. If not afready marked, please circle the
Organizational Category and Employee Type that apply to you,

00~ ALL Emplayees

QORGANIZATIONAL CATEGORY:

EMPLOYEE TYPE: 005 - Managers and Supervisors

002 - Nou-supervisors

Survey Elements: The survey hos four parts that all employees will complete, plus o fifth part
for managers and supervisors:

* ORGANIZATIONAL CLIMATE SURVEY (OCS): Exhiblt 4-A presents # list of sixty
questions designed 10 measure the health of the culture of the organization based on tweive
cultural factors (five questions for each lactor). An overview of the OCS, instructions,
questions, and space for your comments are provided. This survey should take sbout 30
minutes to complete,

VALUES SURVEY: What are yow department’s current Key Values? Exhibit 4-B shows
sample values in the public seetor that may help your fme your response, and provides 3
sheet for you to list the valucs in place In your department. This survey should take sbout
t0 minutes to complete.

¢ GRIPES SURVEY: Plense completc the "Do You Have GRIPES?" worksheet (Exhiblt 4-
€) to help us better understand tho culture of the organization. Don't feel negative the title
of the survey as this was first developed to structure emp and issues during
8 team building and organizational development process. GRIPES will give & quick
indicator of organizational culture issues that compl and expands inf ion in the
OCS. This survey should take sbout 20 minutes to complete.
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MOUNTAIN BROOK PARKS & RECREATION

Overview of the Employee Surveys

¢ RESOURCES MANAGEMENT SURVEY: Exhlblt 4-D presents a series of Resource
Management issves to be rated, with space provided for explanations of you ratings. This
survey should take about | 5 minutes tu complete.

© MANAGEMENT PHILOSOPHY PROFILE (For Supervisors Only): Exhiblt 6 (in a
P d asks and supervisors to define their curent and torgeted
philosophy toward managing bassd on twelve criteria.  When returned, put it in a
separate envelope from the other surveys so the Mercer Group can give specific
feedback tn Indlvidual supervisors without compromislug canfidentiallty on the other
surveys.  This feedback will NOT be included in the final, written report, but shared
privately with each supervisar. We will, however, provide general comments o the
t philosophies of supervisors as a group in the report. This survey should take

about 20 minuies to complete.

Tips on Completing the Surveys: Fill easch survey out 63 best you can. In some cases,
except for the Organizational Climate Survey, a question may not apply. If so, please mark that
questioo “N/A," for Not Applicabie, and move on. Usually, the first idea that comes to mind is the
best answer. So, move along and don't get bogged down with a lot of analysis and deep thought.

Use of the Survey Information: These surveys and foliow-up presentations are your pAmary
Inputs to the Mercer Group's work with the eity. The questionnalre will be held in the strictest
confidence by the consultants and shared only among the consuiting team! For our report, we
will compile issues and data across the organization in a way that will not compromise your
position, job sccurity, or working relationships.

Questions: If you have any questions, please cantact Steve Egan, Mercer's project manager, by
phone at 770-425-1775 or by e-mail at segan@mercersrouning,com.

Thank you for your cooperntlon and commitment to the project.
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Exhibit 44
ORGANIZATIONAL CLIMATE SURVEY

N ocC

We are lmumed in your opuuon regarding the qunhly of your work life, mcludmx mhnonshxpu
and 3, AMong lnd wilh olhcr the
of and the eﬂ‘L of: systems. R

This is not a test - ﬂmmmrlxhrorwrmgmswm Just mark the answer that you
think best describes the current situation.

I re con| - No one will know how you marked your survey.
Only the Mercer Group consultants will see your survey response, and It will include Organizational
Category and Employee Type codes only, NO NAMESI]

ac - We will compilc the
results of the survey by the organizational 1 described below and
recorded on the cover page of your survey form, then repon beck you the results of the surveys
during an October visit to the City.

ORGANIZATIONAL CATEGORY ~ COQPE NOTFRS AND COMMENTS

All Employees 100 All employees

EMPLOYEE TYPE CODE NOTES AND COMMENTS
Managers and supervisos 001 Department, division, scction/unit supervisors
Employecs 002 All others

If you have any quuuom or concems about the coding of your survey, please talk with your
department head or supervisor, or call Steve Egan of the Mercer Group at 770-425-1775.

THEMERCER GROUP, INC, 20
Draft Management Study of the Mountain Brook Parks & Recreation Depariment (6/4/2014)

mmx_m,_qgs The Mercer Group’s Organizatlonal Climate Survey (OCS) Is a too] to
measure employee views on sixty questions that are compiled in the OCS report Into the
following twelve subscales:

Organization snd Department Gonh Tha extent to which employeu understend the
goals of the and see the relati ip between ional goals and the goals of

their department (or division).

Pmdueﬂvlly and Service: The extent to which employees believe that the organization
has s strong to service an efficient organlzation.

Quality Emphasis: The degree to which employ
maintaining high standards of quality for service.

focl the ization is dto

Mannpmnnt and Supervisory Competence: The extent to which cmployees have
conf idence in the knowledge nnd nbility of their supervisors, and feel productive working
hips arc easily establi:

Informatlon and Communlcations: The extent to which employees feel that they
veceive important and usefu) information from their supervisors, managers, top management,
and/or other departments.

Work Group Problem Solving: The extent to which employees feel that managers and
supervisors are interested in Identifying and solving problems rother than svoiding them or
pretending they don't exist.

Work Group Coordinatlon and Cooperation: The extent to which employees feel that
the people in their work group work together os & team.

feel that the

Employce Involvement: The degreo to which employ
iders their vi A

P

Receptivity to Change: The cxtent to which employees perceive the organization as
open and receptive to change.

Working Conditions: The degree to which employees feel that the amount of work
expected of them Is fair and equitable, and the 1ools, facilities, and equipment are adequate 10 do
the job.

Carser Opportunities: The degree to which employees feel that career advancement is
readily available to thase who are qualified and seek it.

Compensation snd Beneflts: The degree to which empl feel that the
package provided by the organization is fair and equitable,
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{L_INSTRUCTIONS
Please respond to the following sixty g to these i
1. PREPARATION: Check that the codes entered on caver page of the survey are
correct.

The Organizstional Category should roughly compare to your place in the
organizational chart, with some units combined (o ensure we have a minimum of six
peopls in each group (to ensure confidentinlityl).

Non-supervisory employees are in the Employee Type (002) and directors,
managers, and superintendents are in the Supervisor Type (001).

If you think the codes on your form are wrong, please check with your department
head before completing the survey.

2 RESPONSE: Reod each statement carefully, then declde how you feel about it,

Circle the response that best expresses your opinion (only one response per

questiont). Answer ALL questions! Provide comments after the last question or on
additional sheets of paper. Possible responses:

SA = Strangly Agree

A = gree

U = Undecided (It's OK to be nusure, but try to give an opinion)

D - Disagres

SD = Strongly Disagree

3. DEFINITIONS: Some terms used in the survey are defined below.

Work Group: The group of people with whom you work most frequently,
whlcheouldhucuw or an office group.

Sectlon/Division:  Major l units In a

Department: Parks & Recreation,

Organization: Parks & Reereation unless the
question is posed seeking an answer related to working for
the City.

Supervisor: ‘The person to whom you directly report.
Work Ares: The location of your office or primary work site.
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Ll ORGANIZATIONAL CLIMATE SURVEY

SA - Strongly Agree A-—Agree U - Undecided

D - Disagree 8D - Strongly Disagree

8 Most people unds d the goals of our SA AUDSD

2. We have xegullx meeungs in our department where SA AUDSD
everyone is d to discuss work-related probl,

3. My supervisor lets people know what is going SA AUD SD
on, which helps everyone do a better job,

4, There are many ways we could be more productive and SA A UDSD
efficient, but very few people in the seem to care.

s, The people in my work group are encouraged SA AUDSD
to work together ag a team.

6. Changes in procedures and work methods SA AUDSD
are easy to get opproved in this department.

7 Quite often, people in our department have to do more than SA AUDSD
is necessary because the woxk has not been planned properly.

8. My supervisor believes that the ideas of the people who do SA AUDSD
the work are Important to long-range plans,

9 lnortrformeloudvmmmymer,lllhlvelauek SA AUDSD

inanother or d

10.  Most employees In this department know what they areexpected  SA A U D §D
to do and produce quality work, even If it takes a little more time.

11 1fmy supervisor would only stop locking over my shoulaer, SA AUDSD
1 could get a Jot more work done,

12.  Incomparison with other people 1 know who do similar SA AUDSD
work, I'm not paid nearly enough.
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13.  The people in my work group understand how the goals SA AUDSD 37.  The goals of the depastment have very little to do with the SA A UDSD
of our group fit into the goals of the department. waork that [ and others in my group do every day.
14.  Inour department, we have good ways for dealing with SA AUDSD 38, My supervisor docsnt want to hear about problems. SA AUDSD
lirtle problems before they become big ones. He/she pretends they don't exist.
15.  The Information and/or direction we get from otherdepartments SA A U D SD 39 The people with whom [ work are familior with the SA AUDSD
is often incorvect, causing us to have to do the work over or correct it. s policles and p
16. My supervisor encournges us to find ways to do things better. SA A UD SD 40.  Weare often striving to improve service in this department. SA A UD SD
17. It sems that many of the peaple that | work with are more SA A UD SD 41 Therisalotof jealousy and bickering SA AUDSD
concerned about getting recognition for themselves than among people in my work group.
working together as a group,
42, The department has esteblished ways of doing things, and any SA AUDSD
18. My supervisor sctively secks out new SA A UDSD suggestions on how to do things differently are usuolly rejected.
Ideas and approaches for doing things.
43, The equipment and/or tools that we have in our group make SA AUDSD
19.  Asa general rule, the cquipment, tools, and supplies that SA AUDSD the job easier and the depariment more efficiont.
are needed to do our work are available when we need them.
44, When new procedures or policics are being developed, my SA AUDSD
20.  Loisof times, my supervisar isn't included in important SA AUDSD supervisor often asks for input from employeex.
decisions, nnd he/she finds out about changes after
the decision has alveady been made. 45, Our department plans for the future by preparing people for SA AUDSD
future positions through treining and education.
2l.  Inour department, promotions ere usually given to the poopleSA A U D SD . . .
who deserve them, regardless of how long they've been here. 46.  Inourdepartment, the emphasis is on quantity, not quality. SA A D sD
2. Mostemployees In this department take 8 lot of pride in what SA A UDSD 47, My supervisor tries 1o be "one of the guy/girls” Instead of SA A UDSD
they do and usually try a little harder 10 produce quality. majntaining the distance necessary to effectively lead employees.
23. My supervisor is someone I can go 1o when I need SA A UDSD 48, Most people in the department would agres that our system SA AUD SD
help or have a problem. for determining poy grades Is fair and equltable.
24, ltseems that some people in this department get paid SA AUDSD
more than they deserve, while others get paid less.
THE MERCER GROUP, INC, 34 THEMERCER GROUP, INC, 86
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25.  Sometimes it seems like one group is going in one SA A UDSD 49. The goals of our work group and our department are SA A UD SD
direction, and the other groups in the opposite direction. ; and with all emp
26, Inour work group, we don't hide our problems, we get SA AUDSD 50.  Many limes, we hnv.c to create a crisis in order to got SA AUDSD
them out in the open and solve them, anyone to pay attention 1o our problems.
27.  Theinformation I noed 1o do my job is readily available SA AUDSD 51. Mostofthe information I get about what the department SA AUDSD
in my department through my supervisor. is doing comes from the “grapevine.”
28 Aslong es my job gets done, nobody SA AUDSD 52, Everyone In my work group understands SA AUDSD
seems to care how much it costs, the impartance of providing good service,
29.  The people in this department arc willing to help cach SA AUDSD 53. Whenwnﬂimuhehmuwkpvugorbemcmowggupmd SA A UDSD
other oul when the need arises without worrying about another, they are usually handled in a timely and constructive way.
what job assigned to or what work for.
Job theye woup they 54, Itstoo hard get things changed in this depariment, niost SA A UDSD
30.  When the nced for change is obvious, my supervisor responds SA AUDSD people have just leamed to accept things the way they are.
quickly and implements the required change. )
55.  Somepeople in the department huve to work harder than others SA A UDSD
31, Genenily speaking, the department gets a good day’s SA A UDSD because some peaple don't have enough work asslgned to them.
work fom everyone.
56.  Inourdep Pl arc ged to be open about SA AUDSD
32. My supervisor often makes and implements decisions without SA A UD SD their opinions and feelings about work-related problems.
first disoussing them with the people who have 10 canry them out. .
57.  Getting ahead in our department is based more on your SA AUDSD
33, Itseems like we're always bringing in outslders to fill positions SA A U D SD performance than who you know.
when we have plenty of qualified people tight in the department.
BAY oL pecgle v 58.  There is not enough emphasis in our department on quality. SA AUDSD
34, Wespend a lot of time to imy our services SAAUDSD
g Prove 59. .Mo.n people in the department would agree that consideration SAAUDSD
35. My supervisor cvaluates people fairdy and on the besis of SA A UDSD is given to a person's ability to manage people before
their performance, rather than "playing favorites.” they are promoted.
36.  Most people in this department believe that our benefit SA A UDSD 60.  Iwould preferto be d based on my perf SA A UDSD
package is fair and better than plans in comparable communities, ruther than gening the same pay increases as everyone else.
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Exhibitd-B
ORGANIZATIONAL VALUES SURVEY

alu

3. CURRENT YALUES: Based on your work experience in Parks & Recreation and the Sample
Volues on the followlng page, please list values that are in place in your department. If there is

no formal Velues Statement, list what values are informally in place, positive ot negativel
(®
®)
©
@
© L
[}
®
M
2. STRUCTURE OF VALUES: Are Vaives:

IS Documented in a formal Values Statement?

b. Qiven to employees and posted in work siles?

[ Created and updated with employee input?

d Related to a citywide Values Statement?

. Lived, even If Informal, on ¢ daily basis?

] 5] o] {] (]
.ZD zl] z[] zl] zl]
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1. Sainple Values In Stte And Local Governiments

STATE COUNTY PUBLIC wORKS WATER
AGENCY GOYERNMENT DEPARTMENT UTILITY
Open commooleation | The best servics Build trust Open communieetions
delivery possible to all based on honesty,
Flexible, we serve Act with honesty and iistening, and
sccommodating, integrity approprisio feedback
And tolerant The planned,
progremmed Opon two-way Flexibility to be
Foir, honest, ion, and wise i creative and
cooperative use of our rescurces innovative
Encourzge involvement
Integrity Our people rre our most | and listening at all Optimistic
important resource levels
Responsibla and Respoct
innovative problem Exhibit tho highest Shared visions end
solving standards of honesty, common goals Loyalty (to zad from
trust, and iniegricy the utillty)
Humor Bacourage personal
Find and reward new prowth Hetpfulness
Empowermcat of and innovative ways to
employsss serve the customer Treat il peopln with Openneny
bettar and become respoct
Teamwork and more efficient Pasticlpatory
recognition Reward the right
Equal opportanity for | bebaviar aud couch Appreciative
Courtesy and respect | every citizen and positive behavior
employse based on thair Excclienco
Personal growth merits Value diversity
Integrity
Pride in our wock Eacoursge fun
Humaneqess,
Responsiveness Continuous sensitivity, srd
improvement compassion

90
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Exhibit 4-C
DO YOU HAVE ANY G-R-I-P-E-S?
L_GRIPES Worksheet
GROWTH Arc you growing, leaming, and expanding your personal skills and expertise
with the encouragement and help of the organization?
I No l Sometimes I Ofen Mostly Always I
How many annual Training howrs have JYou avemged the past three ycars?
Very Few SorLess 91016 17024 Over 24
RESPECT

I3 your work respecied) lmﬁ_\led‘ and recognized by your :ﬁzﬂmr’?
No Sometimes Often Mostly Always

By senior managers (i.0. the director, division heads) in your d nt?
No Sometimes Often Mostly Alwayy I

By directors of other ent?
No Sometimes Ofen I Mostly ‘ Always I

By elected officials and City managemenl.

L

No I Somelimes l

Often

Mostly ] Alwnys l

{NFORMATION Do you have the Information, sccess to help, and communications
technology lo do your job efficiently and cffectively...
l No l Somettmes l Often l Mostly ' Always '

and to undorstand tho bases for policies and business decisions that affect
your work and operation?

None

Somotimes

Often

Mostly | Atwsys |
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£ OTENTIAL Are you allowed and encournged to work at 100% of your potential? If not,
what percentage of your potential are you aliowed to apply right now?

By Potential, we mean the skiils, experience, and talents you have gained in
a lifetime of working and leaming. To what degree does the department tap

these skills?
2w | ew | w% | % [ tox |
EMPOWERED  Are you given ad to make decisions (or at least influence
decisions) and direct your suborduules in order to do your job, meet your
objectives, and sccomplish your mission?
No Sometimes Oftea | Mosty | Awaya |
S UPPORT Do you get the support (in tonms of services, resources, and encouragement)

you need to accomplish your mission from administratlve support units in
1t?

ur
Ne Sometimes I Ofien I Moty [ Always l
From d ent head and the nt’s mana: nt team?
No Sometimes Often Mostly Always
From F P Finance, Systems, and other

central ndmnmstmm and ort services?

I No I Suuvlmesl Often Mostly I Always I
From governing officials, Clty mansgement, and others at City Hall?

l No i Sometimes Often Mostly I Always l

to the GRIPES survey on

Please provide any for your resp

the next page.

THE MERCER GROUP, INC, 92
Draft Maaagenent Study of the Mouniain Bruok Parks & Recrestion Department (6/4/2014)

GROWTH:

RESPECT:

POTENTIAL:

EMPOWER:

SUPPORT:
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Exhibit 4-D
RESOURCE MANAGEMENT SURVEY
L.Adcquacy of Resources
Please provide a nmng (P-Poor. P=Falr, ge or Ad , G=Good, E=Excelient) of the
dequacy of the fr and provide explanations otlhomsom for your ratings.

STAFEING: Number of foll-tims, contract, temporary, and seasonal people; skill and
axperience mixt number of supervisors vs, workers; aumber of support pnaitions; etc.

Rating:

FACILITY: Location, size, layout, traffle flow, environmental conditions, parking, etc.
Rating: ..

YVEHICLES: Namber and mix of vehicles, features/specifications, availability, maintenance,
etc. Includes sutomoblles, trucks, construction equipment, other rolling stock, and the like.

Rating:_

TOOLS: Number and mix of tools, features/specifications, availability, maintenance, cte,
Incindes saws, drills, hand tnols, skop tonls, testing and measurement, analysis, and the like.

Rating:

54
Drait Brook Parks & Recreation Department (6/4/2014)

Study of the

GEAR: Number and mix of tools, pecifications, ilabi ete,
Inclndes uniforms, weapons, hardhats, shoes, vests, breathing apparatus, nnd the like,

Rating:

QFFICE EQUIPMENT: Number and mix, features/specifications, avallabllity, malntenance,
etc. Iociudes coplers, fax, lelephones, desks, chairs, bookcases, and the like.

Rating: __

: Number and mix, fi pecifications, b °, , support
services, training, ete. citywide k, desk handheld devices,
GIS, survey equi CAD, office systems, and the like.

Ratng: ..

MATERIALS: Office, maintenancs, construction, training, ctc.
Ratizg:

OTHER RESQURCES: Contracts and leases, technical support services, capital projects
funding, fees and charges for services, operating budgot, ete.,

Rating: ..

IHE MERCER GROUP, INC. 95
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L. Personnel Adminisiration
Piease provide a rating (P=Poor, P«Fair, A=Average or Adequate, G=Good, E=Excellent) for the
following topics, and provide explanations of the reasons for your ratings.
HIRING PROCESS: Advertising, tests, interviews, hiring decislons, notifications, cte.
Rating: iz

CAREER LADDERS: Job classillcations, promotions within and across departments, etc.
Raling;

TRAINING: Funds and time for work-related seri P 1 , ote.
Rating: __

DISCIPLINE: Process, adminlstration, timeliness, falrness, communication, etc,
Rating:

THE MERCER GROUP, INC, 96
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Raling:

PAY: Compared to the City jobs; P to other gt and private smpioyers in
the area; rewards for performance, ekills, and certifications; ete,

Rating:

BENEFITS: C to other g and private ) in the ares, mix of
benefit programs, flexibility, adminlstration, ete.

Rating: ..

LABOR RELATIQNS: City-unton relationship, tone of contract negotiations, timely renowai
of eontracts, ndequocy of representation In dealings with the City, etc.

Retiog:

MORALE! Current level of morale, relationships with supervisors and other employces, ete.
Rating:
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Exhibit5
ORGANIZATION AND OPERATIONS QUESTIONNAIRE
FOR PARKS & RECREATION MANAGEMENT STUDY

Name: Tite:
Division; Section:
Laeation: Phone: —

The purpose of this questionnaire is to aliow you to express your views obout your respousibilitics,

kload, reporting relationshi perat: fucilities and equipment, eommunieations, and
management practices. Please answer each question in terms of your organizational unit (division
or section), even where the questionnaire says department!

This questionnaire, employee surveys, and your imterview are your primary inputs 1o the
Monagement Study. The questionnaire will be beld in the strictest canfidence by the
consultants and shared only among the coosulting team! For our report, we will compile
bsues and data across the organization in & way that will not eompromise your position, job
securlty, or working relationships.

Piease complete the ionnai lly ond do not ask others for Lelp in answerirg questions
of developing data. Rely on your own knowledge and readily available data and materials. It
should take no more than one hours to compliete the questionnaire.

Answer each questinn to the best of your ability. Your answers should be complete, but need not be
in great detail. If a question does not apply 10 you, mark it *Not Applicoble or "N/A.” If you nced
more space or wish to provide added information, please insert this materia! immedintely behind the
page it relates 10 and number it the same as the question being Li..\vered.

If you have any questions, please contact Steve Egan, the Mercer Group's project manager, by
phone at 770-425-1775 or by e-meil ot yegan@mercergroupine.com.

By ( ), please seal your ! questionnaire in o large envelope and give it to (
), who will send it to me unopened. Thank you for your cooperstion and commltment to the project.

JTHE MERCER GROUP, INC, 9
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1. YOUR WORK BACKGRQUND

i Job History: Pleass tell us about your cducation and training, prior work experience, and
employment history with the organization, including when you first were hired. A personal
resume can be provided to answer this question.

2,  Future Goals: What arc your future work and carcer goals?

3. Speeial Skills; What spocia) skiils, experience, or talents do you have that might be of
value 10 the oiganization. For example, one of our clients needed somcone 1o oversee
training activitles. We found o Mainienance Worker who coordinated training for the
regional Boys Seouts Council and fit the job perfectly.
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7.
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1. SWOT ASSESSMENT

Strengths: What are the major strengths and fish fthe ization? What
ave you proud of? What necds to be preserved and protected?

(@
®)
©
[CH
Weaknesses: What services, policies, procedures, or practices need to be improved?
(@)
®)
©
@
Opportunlties: What would you add, expand, or enhance if you were in charge?
(O]
®) e e i
©
@

Threats: What event or circumsiance would prevent the organization from sccomplishing
[ts mission? What would make the wheels fall off?

@
®)
©
@
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11.
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IL._Y¢ VIE F Al N’S FU

Vision: What is the current Vision (j.e. the 10 or 20-year view of where the organization is
going) for the department? Does the Vision need io be betier defined or communicated?

Mission: What is the current Mission (i.c., it's purpose or reason for being) for the
depastment? Do they noed to be better defined or communicated?

Gosls: What should the depastment’s Goal's be aver the next three years?
@
®)
©
@

Objectives: What should your department's time-specific and quantifiable
Objectives be In the next fiscal year to support achievement of the departmental goals?

®)
®
©
@

101
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IV. YOUR CURRENT JOB DUTIES

12, Job Deseription: We will collect a copy of your lntest job description. How enrrent and
B4 —

accurste s 117 10099 (5% B0 Wheo was the last update?

Please list below any major responsibilities sdded (A), changed (C), or deleted (D) since
the job description was last updated.

® AJC/D

®) ACD

©) ACID

@ ANCD

13, Job Duty Analysis: Pleuse complete the Job Duty Analysis (Exhlbit $-A that follows)
{0 provide us a profile of how you allocate time 10 your duties, each duty’s contribution to
the misslon, cach duty's mandate, and units of service,

14.  Backlog: Do you have 2 backlog of wotk on any of your nctivities? If 5o, list the activity
ond time (in Lours, days, or months) to work down the backlog.

15.  Transfers To: Would any of your duties be better performed by another stafT member or
by another unii, section, or division? If 50, list them below end tell us wha olse should

perform each one?

(@) To Whom
b To Whom
(O] To Whom

16.  Transfers From: Would you better perform dutics now assigned to anothes stoff
member or by snother unit, section, or division? If so, list them below and te!l us who
should trensfer cach one to you?

O] From Whom
(®) From Whom
© From Whom

THEMERCER GROUP, INC, 10
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Exhibit5-A
JOB DUTY ANALYSIS

The Job Duty Analysis provides data on the major activities that you perform on a daily, weekly,
monthly, or annual basis. We will compile and analyze the dow in order to identify work
misplaced in the organization or essigned to the wrong person, excessive fragmentation of work
among several people, low priority ities that could be i or elimi and other
issues.

Please complete the Job Duty Analysis Form on the next page as follows:

> # and Short D p From your job llst each of your major job duties
(mast employees will have 6 t010). 1f you have more than twelve mujor activities, continue
on a second form. 1f 2 major duty is not shown on the job description, pleasc list it on the
form and note it is an addition to the list. Minor or infrequent duties should be grouped on
one line ("Other Duties”). We expect that these Other Duties in (ota} will represent a very
small percentage (under 10%) of your total wark hours.

» % Time: Estimate the percentage of time you spend on cech duty when you are working.
Ignore vacation, sick, and other non-productive time. The total of all duties should equal
100%1

v

Priority: Rank each duty's priority to completing the mission of your unit:

(A)  Highest priority in supporting the mission
(B)  Lower priority In supporting the misslon
(C)  Lowest priority ln supporting the misslon

\2

Autbarity: Identify the authorization or source of each duty by the following codes:

(D)  Depurtment or division policy
(C)  Citywide policy or requirement
(F/S) State or Federal law, regulotion, or mandate

¥ Unlts: Provide annual units of work produced for each activity, if known (c.g. number of
penmits, applications p d, hearings, or i Some activities will be ongoing
throughout the year (c.g. management) and the unit of work will be *1.*

103
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Exhibit 5-A
JOB DUTY ANALYSIS
NAME REPORTS TO
" Short Description of Duty % Time | Priority | Authority | Unlts
Other Dulles

100%
104
Draft Study of the Brook Parks & Recreation Department (6/4/72014)

V. OPERATIONS MANAGEMENT

17.  Operations Improvement: Arc there any operations, policies, procedures, systems,
forms, repors, or nmu;emmllﬁnanclal controls that impede cmdenl and effective service
delivery, ions, and your job perfc ? If 50, pleass identify
cach area below and provide & brief staternent of the problem. The consultants will follow-
up on each problem statement through Interviews.

®

®)

©

@

)
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Exhibit§
MANAGEMENT PHILOSOPHY PROFILE

1 0vegiew Of And Scorecard For The MPA

A supemmr : F phy is a bination of histher | h lo
work, and hips with subordi and other empl After revi (he twelve
criteria on Pugu E2 lnd E 3, complete the work sheet on Page E4, and enter vour scores
below:

» Today's score for each of the Criterin,

» The Target score you think you should be striving for in the future in order to maximize
your benefit 10 the organization and schieve your long-term work goals

Phil 1

The Mercer Group will insent 2 Mercer suggested seore fo: yuu based on our experience with
comparable positions und discuss it with you in & private Interview. This exercise will ke about
1$ minutes and should be used to prompt thought and introspection on how your work life can be
more satisfying, procuctive, and goal fulfilling. There are no righl answers, only insights that
hopefully will result in your personal and professional growth as a supervisor, as well ps an
enhanced organizational culture.

TARGET | MERCER

CATEGORY CRITERIA TODAY

PERSONALITY Tpe

Risk-toking

Inltiaitve

Solutions

IVORK FOCUS People

Work

Resources

Tine

RELATIONSHIPS Starus

Delvgasion

Decixions

Cummunication

THEMERCER GROUP, INC,
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IL_Instructions For Conpleting The MPP

‘Your Management mlosophy ond those of your mpenon. peers, and subordinates - has a direct
impost on the offe of ployce relations, mvlcc quamy. and
ommuuonul perromunce nnd. ln effect, the abllity to h its mission
These in with i ide mission, values, and operting
practices, are the building blocks of your organization's culture,

Described below are three mnjor u(qorlu (Perwnthty, Work Focus, and Relalionsmps) and
twelve factors that d the phy of supervisors at all levels in the
organization (department heads, division manum. unit supervisors, foremen, crew leaders, and
technicians). Each individual falls at or between the two alternatives listed below for cach factor.
Please read each of the iwelve faclors and rate yourselfon Page E-4 of the analysis.

PERSONALITY
Type: INTROVERTED with attention 10 internal operation; much time
speat in yeur office unnlyzm; operations and/or writing memos; end
less froquent i siaff, officials,

end stakeholders, ar

EXTROVERTED with attention to the extemal environment and
frequent contact wilh staff and frequent interaction with customers,
staff, officials, contrectors, and stakeholders.

Risk-taking: LIVITED with conservative end/or tradition-based nctions and a

lower tolerance for risks and negative consequences, or

EXTENSIVE with more open actions and decislons, and testing
new ldeas that break the mold, along with higher tulerance for risk
and negative consequences.

Initiative: REACTIVE (o the external environment and problems, or
PROACTIVE to environmental needs and aheed of problems.
FEELINGS and intuition drive most decisions, or

ANALYSIS and thinking drive decisions.

Solutions:

W
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People:

Work:

Resources:

Time:

INSHIP!
Status:

Delegatlon:

Decisiona:

Communlcations:

JTHE MERCER GROUP. [NC,
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INTERNAL with a focus on managing and controlling operations
and personnel (Inputs and efficiency), or

EXTERNAL with a focus on relations and
(outcomes and effectiveness).

You focus on DETAILS, such as workflow, procedures, systems,
and operations, or on

Broad, MACRO issues, visions, goals, and the “Big Piciure."
You focus on THINGS, equi isls, tools, P
reports, or on

PEOPLE, relationships, communications.

You focus on PAST events, issues, and probiems, oron
FUTURE events, issues, and opportunities.

You are the BOSS (or the Expert), or

You shlre power by EMPOWERING und cnabling your
s, andlor

Authority and work effort resides CENTRALLY in you end/or key
subordinates or co-workers, or

Authority and work effort is deicgated BROADLY to supervisors,
staff, and/or co-workers.,

A CLOSED process, Involving yourself and key advisors, or

An OPEN process, with many employces and siakeholders
involved.

INFORMAL, oml, multidirectional (up and down), nonhierarchical
and flexible communication systems are used, or

FORMAL, written, one directi ( d), hi jcal, and
inflexible systems are used,

I, Management Philosophy Worksheet
EERSONALITY i 1 3 ‘ s
Type Mostly | Stight Middieof | Slight Maostly
introvert | tntrovert the Road Extrovert Extrovert
Risk-taking No Few Middie of | More Lots of
Risks Risks the Road Risks Risks
Inliistive Very Slightly Middle of | Stightly Very
Reactive | Resctive the Road Proactive Proactive
Solutlons Mostly Slightly Feoling& | Slightly Mostly
Feeling Feeling Analysls Analysis Anslysis
WORK FOCUS ! : 3 ‘ s
=, =
People Very Slightly Internal & | Slightly Very
internal Intoral Externs| External External
Work Mostly Slightly Deulis& | Slighily Mastly
Detsils Details Macro Macro Macro
Resoorees Mostly Slightly Things & Slightly Mostly
Things Things People People People
Time Allin Pastto Pestio Pastto Pastto
the Past Today Week + Month + Year +
RELATIONSHIPS 1 2 3 4 s
—_—
Status Mostly Slightly Middleof | Slightly Mostly
A Boss A Bors the Rosd Empower | Empower
Delagation Very Slightly Middisof | Slighily Mostly
Central Central ths Rosd Broad Broad
Declslons Mostly Slightly Middleof | Slightly Mostly
Closed | Closed theRood | Open Open
Communications Very Slightly Middleof | Slight Very
Formal Formal the Road Informal Informal

IHE MERCER GROUP. INC,
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Exhibit7
PERFORMANCE INDICATORS IN PUBLIC SERVICES

The followi are applied in Tho Mercer Group’s Mansgement and
Omnluumul smdxu of Public Worh, Pubhc Sarvices, and Utlllty agencles. The indicators
1 Maercer's 50 M: Issuas for O p whlcharcnudla
fi such a3 g 3

assess performance issues related to
sexvice delivery. tions, and resource

Performance indicators may relate 1o inputs, outputs, and outcomes, aud, whers possible, present
a messursblo standard (sbeolute value or rangs of values), Theso model indicators and standards
are taifored to each consulting client during 8 Mercer Munagoment Study.

ddministration

1. Citizen Satisfaction with Public Services ut a high leve! from an annua! survey Qlikely &
Village-wide exerciss such as the National Citzen Survey).

2. Operuting and Cuplta) budgets delivered on time and fully meet Villsge standards.

3. Mnnlhly und Anmm.l Reports delivered on time cnd fully meet Village standands,

4. Di has loped and maintains a procoss for Mmagln( the Numbers

(utilization of peoplo, oquipment, and supplics and cost of service for major activities).

Public Services website up-to-dato per Village standards.

Event and cmergency motification system active (web, texts, emails).

Engineering

1. GIS in place to identify nndnup ullumm

2. Cost of archi ond engineering services as a p g0 of each capital projeot.
(Goal = <6%)

3. Time required to process mﬂnuﬂu pecmils and roviews. (Goals = Immedistely 1o 5
work dayy for minor permits and less than 3 wecks for major permits/reviews)

4. On time with documents supparting projects bid (timing set by Purchasing).

5. Online permit application and tracking availabls on the webaite (same with Community

Dovelopment Department),

bl

THE MERCER GROUP, INC, 1t9
Draft Managsment Study of the Mountain Brook Parks & Recreation Departmsnt (6/4/2014)

Facllities

1. Condition mting completed and updated annually for esch building per s regular
inspection progrem with more detailed inspoction conducted every 3-5 years by

connhmz AL B firm,

hedule in place and adhered to.
Tlmexequmdmmlkenpnu (Goals = 1 to 3 days for minor repairs and 2 weeks for
major repairy, unless bid out),
. HVAC systems work basleally all the lime.
. Cleaning/janitorial sarvice daily based on detailed standards.
. Internal and extermal security system in place, with controlled access, lighting, and

camerns.

e

owua

Fleet

1. Equipment Replacement Plan in placs and adbered to (with minor medifications based on

mmul revuw- of cquipment condition by Fleet Operations staff).

2. Pr bedule in place and adbered to,

3. 95% of vehicles and equipment avallablo for use on a daily basis with some equipment
(e-8., gurbage trucka) available to mest scheduled services.

. Adequate backups to meet schedulod services.

. Time required to make repairs (Goals = Immediste far very minor repairs, 1 day for
routine services like en oll change, 1 10 3 days for minor ropairs, and 2 weeks for major
Topairs, unless bid out).

. Major repairs assessed for in-house va. contract delivery based on in-house capabilitics,
cost, ond grroge work demand,

. Fleel oporsted as a self-sufficient Internal Service Fund.

. Mechanic billing rates based on full cost of service, not just saluries and benefits.

. Purts inventory turns over 4 to 6 times per year.

10. Obsolete parts reviowed duzing enaual inventory and culled out.

11. Parts markup under 15% of cost of the part.

Forestry
1, Tree invenlory oomploled and up-to-date,
2. Pruning program iu place and up-to-date.
3. Exaergency pruning of tres removal tasks completed in 4 to 24 bours of natice, if an
emergency situation, and 48 houn if ot

Lights and Signals

1. Asset inventory completed and up-to-date,

2. Assst mansgement system in place with routine maintensnce program.
3. Street light outages repnired within 36 hours.

4, Traffic élgnal problems repaired within 4 to 8 bours,

[*Y¥'S

woe o
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Parks Maintenance

i, Pusks saset inventory completed and up-to-date,

2. Asset Condition Assossment canducted annually, with s focus on playgrounds, bleachers,
and equipment that people rogularly use.

3. Paks maintecanco plan in place end implemented, including mowing, pruning,
bathrooms, picaio pavilions, end recreation centers,

Streets

1. Streets asset inventory completed and up-to-dato to nclude strects, curbs and gutters,
swales (if no curba), sidewalks, etc.

2. Stroet Condition Assessment conductsd cn 8 regular basls (Goal = Antual to three-year
cycls),

3. Streot Condition standard developed and spproved, such as an averago 80 rating.

4. Capital Improvements program In place and funded to meet Strect Condition Standard
and Assessment. Koy Indicator iv number of miles of stroety rebuild annually compared
to the total miles of strocts (Goal = Abont 5% per year or 20-year cycle for residential
stroots and s bit higher/} for ).

5. Street repairs completed in & timely manner (varies from 8 hours to inclusion in the next
CIP program).

Sewers

Sewer operations meet state and federal water quality rules and regulstions,

Sower oporates os & self-sufficient Enterprise Fund.

Sewer asset inventory completed sad up-io-date to include sanitary and storm sowers,
grates, manholos, lift stations, drainage structurcs, eto,

Sewer Condition A vis tolovising and i ion is completed oo & regular
basis,

> wpRe

Preventative Maintensnce Plan defined and fully implomented.

Greaso-Oil mitigation program in place,

. Sewer cleaning conducting for af least 1/3 of the systom annually,

Sower repairs completed in & timely manner (varics fom 8 hours to Inclusion in next CIP
program).

LEFIS

Trangit

1. On time performance.

2, Number of riders aod passenger miles annually.

3. Bus Coodition essossed daily and repairs made quickly.

4. Bus stops, if used, are cleanod up daily.

S. Rider satisfaction from regular sampling and enmual survey.

THE MERCER GROUP, INC, m
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Water Plant

1. Plans meots stoto and federal water quality standards, rufes, and regulntions,

2. Asset inventory completed and up-to-date,

3. Condition Assessment conducted or & regular basis (Goals = In-house inspection anmually
and an in-depth analysia by consulting engineer overy 3-5 years).

4. Preventativo Maintenance Plan defined and fully implemented.

S, Opentions Manual developed wnd updated every year, with stuff fully truined.

6. Water operates as & self-sufficient Bnterprise Fund,

7. Rates based on full cost of servico from rate study every 2-3 years.

Water Distributlon

L. Distribution system meets state and federal water quality rules and regulations.

2, Asset laventory completed and up-to-date,

3, Condiion Assessment conducted ot s regular basls,

4, Prevenutive Muinteoonce Plsn defined and fully impletsented, including valve exercise
and hydrant flushing progroms over no more than a two-year eycle.

S. Operations Maoual dovoloped and updated every yoar, with staff fully trained.

6. Main breake are repuired within 8 hours of notics (12" and under) and larger mains
within 24 hours.

7. Dead-end mains fhithed ns needed to maintain water quality in houses and businesses,

8. Hydrants are inspocted annuslly, painted, and repaired as noeded (Goal = No more than &
bandful of hydrants out-of-sesvico st any given time).

9. Water pressure meets water supply aad fire flow pressure slendards.

10. Water operates as 8 solf-sufficient Enterpriss Fund.

11. Rates based oz full cost of servics from rate study every 2-3 years,

THE MERCER GROUP, INC, 13
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ExhiGis
THE MERCER GROUP’S
DECISION CRITERIA FOR

COLLABORATION AND CONTRACTING

Our criteria for collaboration and controcting decision is based on our thirty years of work and
consulting experience in the public sector; research Including ideas in books like “Reinventing
Government;” and the lessons leamed from of coliaboration and j
opportunities for our consulting clients.

ria “ venting Government”

In "Reinventing Govemment,” Osbom and Gsebler identify the following criterin to axamina
the streagths and K of specific collab asd ing opportuoities:

> Service Speeificltyr How specifically con a service be defined so governments (the
providers) can tell producers what it wants?

> Avallability of Producers: Are there enough qualified producers o ensure competition?

> Efficlency and Effcetiveness: Can producers provide the servica afficiently and
effectively?

Scalu of tha Servica: How large an organization is needed to produce the service?
Relating Bonefits and Costs: To what degree do users pay directly for the benefits?
Responslveness to Custonuers: 1s the provider customer friendly and responsive?
Economle Equlty: Can the scrvice be provided equitably to all customers?

:g::z‘?for Minorities: Will mlnorities recelve odequate benefits from the service or

v ¥ Vv Vv V¥

> D to G Direction: Will the producer adequately follow the
F's policy and i In delivering the service or product?

Size of the G 1s the providing g big enough (and sophisticated
enough) to enabie it to provide effective oversight of another producer?

v
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Mercer Group’s Decision Criteria

Based on our experience and supporting research, the Mercer Group has developed 8 set of
sixteen decision erlteria to evaluate the feasibility of eooperative approaches 1o the delivery of
services. Some of these factors can be measured and quantified, while others must be assessed
on more intangible factors.

» Governance:
o Legol Authority: Do the governments have the legal authority to coliaborate?

* Polley Compll Docs the approach to collaborstion meet policy and
I of ench ity?

& Y req

Political Culture: Is the collsborative approach patible with the political
cultures, vislons, and values of each community?

o Communlty Suppert: Do citizens, the business community, major stakeholders,
and clected officials support collaboration in grzral and the specific proposal for
service collaboration that is on the tablc?

» Management:

¢ Management Culture: Are the g s and dt heads
ready for a collaborative approach?

¢ Management Skills: Do these manzgers have the skifls and experience to
effectively doliver the services under a collaborative model.

Admlnistration: Are policies, procedures, systems, and controls in place, or
ily developable, o admini 1

easily p PP 8
ion and financial 7
Are i ial, human and other inlstrative policies, systems, und
controls compatible, or easily mode compatible, including pay plans and union
agreements?
« Parformance M Are perft output and outcome
a collection p and reporting In place to establish, track, and
report performance?

THE MERCER GROUP, INC, 118
Draft Managerasnt Study of the Mountala Brook Parks & Recreation Department (6/4/2014)

August 25, 2014
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» Assets and Resources:

o Facilities and Infrastructure: Are facilities and other infrastucture odequate to
support the collaborative model? If not, can they be acquired at s reasonable cost
that does not undermine the financial model?

¢ Tech and technol d o support the
model? Ifnot. can uwy be ocquired of a reasonable cost that does not undermine
the financial model?

o Fiscal Capacity: Do the governments have the fiscal capacity to implement the
coliborative model? This question Includes the adequacy and reasonableness of
1ax revenues, user fees and charges, assessments, and contract fees to support the
collaborative model.

* People: Are the number and quality of service-providing staff adequate to
impiement the collaborative model? Are supervisors adequately skiiled to
manage assigned staff? 1f not, can they be noquired and/or trained ot a reasonable
cost that docs not upset the financial model?

> Services:

IHE MERCER GROUP, INC,
Draft Management Study of the Mountaln Brook Parks & Recreation Department (6/4/2014)

. O oot BT Cln :

o Service Lavel Expomtlonr Will the quantity of services produced match
and ions (oot too iow in particular)?

* Service inllty Expeemlcm- \V'll the quality of services produced mateh
(not too low in particular)?

be resoived to justify
| ing the collab h? These ges inciude different
nrglniuuoall and operational models, policies, ures, and techniques;
phyﬂul loudnns, organizstioo and staffing pluu; Job u;ponﬂbllilis and job
union  ag and gs, and gear
specifications.

o Fiscal

P P

ss: Does the collaboratt mako financinl and
ie scnsc for each go in terms of § cost savings, future
cost avoidance, potential gains in cfficiency, affordability of apportioned shares or
contract fees, and potential reductions in tax burdens?

116
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Tablel
Pros and Cous for Consolidation of All Public Safety Agencies

Creatlan of & jolot governing board

Some cost savings arc possible with
fewer senior managemeot staff and
possibly patrol officers and firefighters
{more of a Mnsociol benefit to the City)

Unified services to cover both City and
Town to ensure crime migration is dealt
with effectively

Better coordinatioo of services in
emergenclies and disonters

Better coordination of Poilee, Fire, and
EMS personnel on a daity basis

MAJOR ENABLERS/BENEFITS MAJOR INHIBITORS/DRAWBACKS

Some loss of political control and
ovorsight, but mmgnwd by a joint Pubhc
Safety Ct ittee serving as a g 3
board

Differeaces In current Fire aod EMS
models (department strueture and full-
time vs. paldeon-call firefighters

May lack an adequate Public Safety HQ
faciiity uniess some positions ean te
bused at tho proposed Regional Training
Center or other City/Town faciiities

Potentinl difficulty In determiniog cort
allocation methods (not & major problem)

Al

Higher levels of | ga aod,
possibly, patrol resources

More opportunitles for sdvancement and
speclalization, particularly for Town
officera

Less migration of officers to other
jurisdictions due to pay end shift
fimitations

Possibly fewer building and less
equipment to manage

serviee revenuc sharing or
sbifting may be diffieult to accomplish,
particularly with fec revenues booked to
the City's General Fund and per capita
{ess to the Town's General Fund. But
costs will be avoided as personnel and
equipment shift 10 a unified department

Conversion of unioo ogreements in Police
and Fir/EMS (iikely merged)

Conversion to common specifications for
equipment, vehicies, markings, lools, and
Bear

JTHEMERCER GROUP, INC. tis
Drafi Management Study of the Mountain Brook Parks & Recreation Departmeat (6/4/2014)

Iabled
Rating of Full Public Safety Consolidation

APPENDIX 1

Preliminsry research and fact finding is required to Identify genera) and opportunity-specific
foctors that influcnce opplicatlon of the Declsion Criteria and, therefore, the feasiblilty of GOVERNANCE e COMMENTS
colluboration or contracting: :,nﬁ———-—“lk Compllance = Possible
» Sirengihs, Weaknesses, Opportunlles, and Threatsi A SWOT Assessment provides o | Polhlcat Culiure = Possible 10 Unlikety | Uncenaln polltical support _ |
genera) und. g of the and and the degree to | Communlty Support = Possible 1o Unlikely | Probable iown opposhion
which organizational and operational imp are neoded. ANAGEM!
| Mansgement Culture ~Possible
> Organt [ Culture lnd M Philosopby: A cultuzal analysis indicates Mansgement Skills ~ Favorable to Possible Nezd to develop
how well the colfab Ing f “fit” together in terms of culture and [ Adminisiration — Posslble
management phulotophy | Perfomance Measures « Favorable
> Enablers and Inhibltors: These factors indicate tho feasibility of collaboration and Facltities/Tafrasructure - Potsible
contracting in terms of govemance, management, service delivery, and administrmtive | Technology - Possible
support issues, Fiscal Crpecity ~ Favorabie
Peuple = Fovorable 10 Possible Necd davelopment
The exhibits that follow present Decision Critcria Evoluatioo for o sample consoildation of all | SERVICES
Public Safety services of a City and a Town: Service Level Bxpectations
> Exhiblt 1 complles the pros and cons based on Enabiers and Inhibltors (boided items S‘W'Tm::léﬁ;wm:n Merge practices
i | perations] Eilectivoness { Megepractices |
are most importantl). Fiscal Effectiveness If savings renlized
> Exhiblt 2 presenting ratings for cach of the 16 decision criteria, conunents, and an | CATEGORY RECAE
ovenall feasibility rating. Note that some criteria are rated 4, between S=Feasible and Ogveenance i2
3=Possible, or 2, between 3=Possible and 1=Unllkely. | Management, IS
Resources 15
Services T}
Total Score: &0
COMMENTS Political Cullure and Community Support
rated Jow (2) as this option may not be
supporied by elected officials and cilizens.
Management Skills end People scores
likely would cise to 5 if a Public Ssfety
Dircctor in hired.
Mi Skilis and Operational/Fiscal
Effectivencss rated 4 as the City and
Town don’t have experience with this
model.
FEASIBILITY RATING GOOD

THE MERCER GROUP, INC, 17 THE MERCER GROUP. INC, 119
Draft Management Study of the Mountals Brook Parks & Recreation Department (6/472014) Draft Management Study of the Mountafo Brook Parks & Recreation Department (6/472014)
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City of Mountain Brook
Parks & Recreation Department

029
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City Council
City Manager Parks & Recreation Board
Sam Gaston
Superintendent
Shanda Williams
Turf Crew Complex Crew Odd Jobs Route Crew Parks Crew Office
Turf Grass Supervisor Labor Supervisor Skilled Laborer Labor Supervisor Labor Supervisor Office Manager
Allen Jones Don Lowe Sam Harris Dean Brazier Terry Webb LaTorya Mines
Skilled Laborer Joshua Hardin Skilled Laborer Skylier Harris Skilled Laborer
James Layne Brandon Harris Ken Johnson
Pierson Dick Vacant Shawn Smith
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MINUTES OF THE REGULAR MEETING OF THE
CITY COUNCIL OF THE
CITY OF MOUNTAIN BROOK, ALABAMA
AUGUST 25, 2014

The City Council of the City of Mountain Brook, Alabama met in public session in the City Hall
Council Chambers (Room A108) at 7:00 p.m. on Monday, the 25th day of August, 2014. The Council
President Pro Tempore called the meeting to order and the roll was called with the following results:

Present: Amy G. Carter, Council President Pro Tempore
William S. Pritchard, 11
Jesse S. Vogtle, Jr.
Jack D. Carl
Lawrence T. Oden, Mayor
Absent: Virginia C. Smith, Council President

Also present were City Attorney Whit Colvin, City Manager Sam Gaston, and City Clerk Steven
Boone.

The City Council President Pro Tempore stated that a quorum was present and that the meeting was
open for the transaction of business.

1L CONSENT AGENDA

Council President Pro Tempore Carter announced that the following matters will be considered at one
time on the consent agenda provided no one in attendance objects:

Approval of the minutes of the August 11, 2014 meeting of the City Council.

2014-101 Proclamation: Constitution Week Exhibit 1

2014-102 Proclamation: Gynecological Cancer Awareness Week Exhibit 2

2014-103 Authorize the City Manager to bind the City’s fiscal 2015 Appendix 1
Motion property and liability insurance policies with One Beacon

Insurance (no change in deductibles from the expiring policy)
effective September 1, 2014 as recommended by the Finance
Committee at its work session conducted on August 14, 2014

2014-104 Authorize the execution of two service agreements between the Exhibit 3
City and New World Systems with respect to 1) Aegis MSP and Appendix 2
Mobile server migration and 2) NCIC parsing

2014-105 Authorize the execution of a right-of-way encroachment Exhibit 4
agreement between the City and Ilene and Sanford Axelroth with Appendix 3
respect to the property located at 2235 Peacock Lane

2014-106 Authorize the lump sum pension benefit payment to persons who Exhibit 5
retired on or before January 1, 1995 (commonly referred to as
“CIGNA retirees”) under the same terms and conditions specified
in Section 2 of Act 429 of the Regular Session of the 2014
Alabama Legislature

J:\Minutes & Agendas\Council\2014\20140825 Minutes.doc August 25, 2014



622 Minute Book 86

2014-107 Elect to come under the provisions of Section 2 of Act 429 of the Exhibit 6
Regular Session of the 2014 Alabama Legislature with respect to Appendix 4
the payment of a one-time lump sum pension benefit payment for
the retirees of the City of Mountain Brook (MTB 2460)

2014-108 Elect to come under the provisions of Section 2 of Act 429 of the Exhibit 7
Regular Session of the 2014 Alabama Legislature with respect to Appendix 5
the payment of a one-time lump sum pension benefit payment for
the retirees of the Mountain Brook Park and Recreation Board
(MBP 4792)

2014-109 Elect to come under the provisions of Section 2 of Act 429 of the Exhibit 8
Regular Session of the 2014 Alabama Legislature with respect to Appendix 6
the payment of a one-time lump sum pension benefit payment for
the retirees of the Mountain Brook Library Board (MBL 4791)

Thereupon, the foregoing minutes, motion, and resolutions were introduced by Council President Pro
Tempore Carter and their immediate adoption was moved by Council member Pritchard. The minutes and
resolutions were then considered by the City Council. Council member Vogtle seconded the motion to adopt
the foregoing minutes, motion, and resolutions. Then, upon the question being put and the roll called, the vote
was recorded as follows:

Ayes: Amy G. Carter, Council President Pro Tempore
William S. Pritchard, III
Jesse S. Vogtle, Jr.
Jack D. Carl
Lawrence T. Oden, Mayor

Nays: None

Council President Pro Tempore Carter thereupon declared that said minutes, Motion No. 2014-103,
and Resolution Nos. 2014-101, 102, and 104 through 109 are adopted by a vote of 5—0.

2. ANNOUNCEMENT REGARDING THE NEXT REGULAR MEETING OF THE CITY
COUNCIL

Council President Pro Tempore Carter announced that the next meeting of the Mountain Brook City
Council will be held on Monday, September 8, 2014 at 7 p.m. in the Council Chamber of City Hall located at
56 Church Street, Mountain Brook, AL 35213. Please visit the City’s web site (www.mtnbrook.org) for more
information.

3. EXECUTIVE SESSION AND ADJOURNMENT

There being no further business to come before the City Council, it was moved by Council member
Pritchard that the City Council convene in executive session to discuss a matter involving a real estate
transaction. The motion was seconded by Council member Vogtle. The City Attorney certified that the
subject matter of the executive session is allowed pursuant to the Open Meetings Act. Then, upon the question
being put and the roll called, the vote was recorded as follows:

Ayes: Amy G. Carter, Council President Pro Tempore
William S. Pritchard, III
Jesse S. Vogtle, Jr.
Jack D. Carl
Lawrence T. Oden, Mayor

Nays: None
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Council President Pro Tempore Carter declared that the motion carried by a vote of 5-0 and then
asked that the members of the audience be excused. She also announced that the City Council shall not

reconvene upon conclusion of the executive session.

Steven Boone, City Clerk

EXHIBIT 1
PROCLAMATION NO. 2014-101

WHEREAS, The Constitution of the United States of America, the guardian of our liberties,
embodies the principles of limited government in a Republic dedicated to rule by law; and

WHEREAS, September 17, 2013, marks the two hundred twenty-seventh anniversary of the framing
of the Constitution of the United States of America by the Constitutional Convention; and

WHEREAS, It is fitting and proper to accord official recognition to this magnificent document and its
memorable anniversary, and to the patriotic celebration which will commemorate it; and

WHEREAS, Public Law 915 guarantees the issuing of a proclamation each year by the President of
the United States of America designating September 17th through 23rd as Constitution Week;

NOW, THEREFORE, I, Lawrence T. Oden, by virtue of the authority vested in me as Mayor of the
City of Mountain Brook, do hereby proclaim the week of September 17th through 23rd as

CONSTITUTION WEEK
and urge all residents to study the Constitution, and reflect on the privilege of being an American with all the
rights and responsibilities which that privilege involves.
EXHIBIT 2
PROCLAMATION NO. 2014-102

WHEREAS, gynecologic cancer is the fourth largest cancer killer of women in the United States and
more than 80,000 will be diagnosed this year alone; and

WHEREAS, the good health and well-being of women in our state are enhanced as a direct result of
efforts to spread awareness about gynecologic cancers and their symptoms and treatments; and

WHEREAS, among the health concerns facing today's society are cancers unique to women that
claim the lives of too many mothers, daughters, sisters and other loved ones— some of which have few signs
or symptoms, and which are often difficult to detect; and

WHEREAS, women's reproductive cancers vary widely, ranging from preventable, to easily detected
and treated stages, to the difficult-to-diagnose stage; and

WHEREAS, it is critical for women, physicians and all healthcare providers to recognize the risk

factors and symptoms of gynecologic cancers and to remember the importance of early detection in preventing
and treating this disease; and
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WHEREAS, continued progress in the battle against gynecologic cancer requires vigilant public
awareness and support for effective healthcare programs, services, scientific research and education; and to
this end, all educators, service providers, researchers and advocacy groups are urged to work together to
develop ways to inform more women about gynecologic cancer and to ensure that all women have access to
appropriate cancer screening services; and

WHEREAS, it is fitting to recognize the worthy goals of this observance and to promote efforts to
reduce the incidence of gynecologic cancer among our loved ones, and it is also crucial that all women take an
active role in learning the symptoms and risk factors associated with all forms of cancer, developing healthy
habits, and undergoing regular medical examinations so that any occurrence of this disease may be detected in
its early and treatable stages; and

WHEREAS, women must be well-informed about early signs and symptoms in order to benefit from
advances made in the treatment of these cancers; and

WHEREAS, it is incumbent upon the residents of the City of Mountain Brook, Alabama to work
together as concerned people to increase research in understanding the causes, finding effective screening and
prevention strategies, and developing improved therapies for gynecologic cancers; and

WHEREAS, groundbreaking research into the causes, detection and treatment of gynecologic cancers
is currently being performed in medical centers located in Alabama; and

WHEREAS, the State Capitol will be lit in teal, the designated awareness color for gynecologic
cancers, on Tuesday, September 2, 2014:

NOW, THEREFORE, I, Lawrence T. Oden, Mayor of the City of Mountain Brook, Alabama, do
hereby proclaim September 2, 2014 as

GYNECOLOGIC CANCER AWARENESS DAY
in the City, and encourage all residents to reflect upon the memory of those lost to these diseases, the bravery
of those currently battling these diagnoses, the need for increased awareness, screening and research so that all
women might be spared from them in the future, and encourage all residents to work together to raise
awareness of gynecologic cancers, and do commend this observance to all our residents.
EXHIBIT 3
RESOLUTION NO. 2014-104
BE IT RESOLVED by the City Council of the City of Mountain Brook, Alabama, that the City

Council hereby authorizes the execution of the following agreements between the City and New World

Systems:

1. Exhibit A — Aegis MSP and Mobile server migration services
2. Exhibit B — NCIC parsing services

APPENDIX 2

EXHIBIT 4
RESOLUTION NO. 2014-105
BE IT RESOLVED by the City Council of the City of Mountain Brook, Alabama, that the City

Council hereby authorizes the execution of an agreement between the City and Property Owners ILENE L.
AXELROTH and SANFORD B. AXELROTH with respect to a Public Utility easement encroachment for
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construction and maintenance of a retaining and privacy wall along, over and across a public utility easement
which runs along the rear of the Owners’ Property at 3525 Mill Springs Road, Mountain Brook, AL.

APPENDIX 3

EXHIBIT 5
RESOLUTION NO. 2014-106

BE IT RESOLVED by the City Council of the City of Mountain Brook, Alabama that the City
Council hereby authorizes the lump sum payment to persons who retired from the City of Mountain Brook on
or before January 1, 1995 (commonly referred to as “CIGNA retirees”) under the same terms and conditions as
specified in Section 2 of Act 429 of the Regular Session of the 2014 Alabama Legislature.

EXHIBIT 6
RESOLUTION NO. 2014-107

BE IT RESOLVED by the City Council of the City of Mountain Brook, Alabama that the City
Council hereby elects to come under the provisions of Section 2 of Act 429 of the Regular Session of the 2014
Alabama Legislature.

BE IT FURTHER RESOLVED by the City Council of the City of Mountain Brook, Alabama that
the City Council of the City of Mountain Brook, Alabama hereby agrees to provide all funds necessary to the
Employees’ Retirement Systems (ERS) of Alabama to cover the cost of the one-time lump sum payment as
provided for by said Act for those eligible employees retired from the City of Mountain Brook (MTB 2460)
with the aforementioned lump sum payment to be made by the ERS on or about October 15, 2014,

APPENDIX 4

EXHIBIT 7
RESOLUTION NO. 2014-108

BE IT RESOLVED by the City Council of the City of Mountain Brook, Alabama that the City
Council hereby elects to come under the provisions of Section 2 of Act 429 of the Regular Session of the 2014
Alabama Legislature with respect to retirees of Mountain Brook Park and Recreation Board (MBP 4792).

BE IT FURTHER RESOLVED by the City Council of the City of Mountain Brook, Alabama that
the City Council hereby agrees to provide all funds necessary to the Employees’ Retirement Systems (ERS) of
Alabama to cover the cost of the one-time lump sum payment as provided for by said Act for those eligible
employees retired from the Mountain Brook Park and Recreation Board (MBP 4792) with the aforementioned
lump sum payment to be made by the ERS on or about October 15, 2014,

APPENDIX 5

EXHIBIT 8
RESOLUTION NO. 2014-109
BE IT RESOLVED by the City Council of the City of Mountain Brook, Alabama that the City

Council hereby elects to come under the provisions of Section 2 of Act 429 of the Regular Session of the 2014
Alabama Legislature with respect to retirees of Mountain Brook Library Board (MBL 4791).
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BE IT FURTHER RESOLVED by the City Council of the City of Mountain Brook, Alabama that
the City Council hereby agrees to provide all funds necessary to the Employees’ Retirement Systems (ERS) of
Alabama to cover the cost of the one-time lump sum payment as provided for by said Act for those eligible
employees retired from the Mountain Brook Library Board (MBL 4791) with the aforementioned lump sum
payment to be made by the ERS on or about October 15, 2014,

APPENDIX 6
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insurance Renewal
City of Mountain Brook *
One Beacon One Beacon One Beacon
One Beacon Expiring One Beacon Increased Increased
Expired 2013 Policy 2014 Renewal 2015 Deductibles Deductibles
Premium $ 259,802 $ 299,507 S 264,465 $ 243,007 $ 238,007
15% -12% -19% -21%
Deductibles
General Liability S 5,000 S 5,000 $ 5000 $ 10000 $ 10,000
Property $ 1,000 $ 1,000 $ 1,000 S 25000 $ 25,000
Law Enforcement $ 10000 $ 10000 $ 10,000 $ 25000 $ 25,000
Auto Liability (3 oS 0 S 0 $ oS 5,000
Auto Property S 1,000 $ 1,000 $ 1,000 S 1,000 §$ 1,000
2012 2013 2014
Losses $ 37,299 § 12,696 $ 12,550
Auto (property/liab}) $ 14639 $ 1269 $ 12,550
General Liability 3 20,000 S 0 S 0
Property $ 2,660 S oS 0
Law Enforcement S oS 0 S 0

K Gacnec Copnmitlee recommudeDon

o)t - 03

J\Minutes & Agendas\Council\2014\20140825 Minutes.doc August 25, 2014

APPENDIX 1



(X

628 Minute Book 86

Document #: 1415-14A2A.
New World Sysiems

Pae i Koriia Dol on: ety

luly2.2014
ADDITIONAL SERVICES AGREEMENT
Chief Ted Cook
in Brook Police D
100 Tibbert Street

Mountain Brook, AL 35223
Dear Chief Cook:

New World Systems is pleased to provide additional services for an Aegis MSP and Mobile
server migratlon.

The attached form (Exhibit B) is to be reviewod and approved by you and/or your authorized
ive. It describes the additional services you have requested along with the related fees.

Other than for the purposes of internal review, we ask thst you treat our foes as confidential
infe jon. This is due to th petitive nature of our business.

The General Terms and Conditions from our original Licease Agreement arc incorporated and
continuo to apply. Any taxes or focs imposed from the course of this Agreement are the
responsibility of the Customer.

We thank you for your continued business with New World Systems. We look forward 1o
working on this project with you,

ACKNOWLEDGED AND AGREED TO BY:

W
(New Worid)
By:
Larry D. Leiaweber, President
By:
Authorized Signature Tide
Date: e __8/25/torf

Each individasl dgaing sbeve represeats that (s)hs has the requisite autherity fo executs this Agreement oa
behalf of the erganization for which (3)hs represents and that all the secexsary formalities bove boea met.

The “Effective Date™ of this Agreement is the latier of the fwo dates i the sbove signamure block.

PRICING IS VALID THROUGH SEPTEMBER 30, 2014,

Covporaie. $88 West Big Beaver Read » Suite 600 » Tray « Mickigen 4R0R4-4749 « 243.263-1000 S www.ncwwor idsystems.com
1413-14424 0702 Server by Sver

EXHIBITB
ADRDITIONAL SUPPORT SERVICES AND FEES

1. Service Fees and Travel Costy

The fixed fee for an Acgis MSP and Mobile server migration will be $16,500. (Plus all sctual and
reasonsble travel expenses and time incurred by New Wortd divided proportionately between all New
World customers vislted co s single trip.) The insuallation and imining support services are typically
performed s Customer’s premises but may be provided at New World national hesdquarters in Troy,
Michigan. Customer agrecs to reimburse New World for support trips canceled by Coxtomer less than
ten (10) days before the scheduled stat date to cover New World’e out of pocket costs and lost revenues.

Services to include:

) Confirm operating system Instaliation and hardware componests are configured properly.
b) Install SQL Server 2008 R2 application.

c) Install Acgis server components.

d) Install and configuration of ESRI components.

¢) Migrate GIS/Mapping data components.

0 Migrste database components.

8) Configure Acgis server to operate with database componeats.
b) Build test Acgis MSP server.

i) Build production Mobile Magagement Server.

j) Build test Mobile Mansgement Server.

k) Go-Live Support for transition to new production server.

Additional support services provided by New World outside the scope of this Agreement will be
provided at the Customer's daily rase in effect at that time, currently $1,200 per day.

3. Ravments for Services ynd Travel Costy

Support Scrvices will be billed as follows:

1) Amount invoicod upon the Effecive Date (100%) $16,500
TOTAL DUE. $16500

Al.llnveleowhehdin;ﬁmwﬂlbebilledweeuyfnnhepnvimcdmﬁtwwkAnyuxuo'feel
imposed from the course of this are the responsibility of the Customer and Customer agrees
fo remit when impased. if an exemption is claimed by the Customer, an exemption certificate must be
submitted to New World.

ALL PAYMENTS ARE DUE WITHIN FIFTEEN (15) DAYS FROM RECEIPT OF INVOICE.

Mauntsis Brook Police Dept, AL
1415-14A24A 0702 Server Mig Sves

CONFIDENTIAL Page2efl
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EXHIBIT A

Document #. {413-14ALA

B New World Systers

e PN o e ey

lune 26,2014
ADRPITIONAL SERVICES AGREEMENT
Captain Greg Hegood
Mouniain Brook Police Department
100 Tibbett Street
Mountain Brook, AL 35223
Dear Captain Hagood:

New World Systems Is pleased to provide additional services for NCIC Parsing.

The atiached form (Exhibit B) is to be reviewed and approved by you snd/or your authorized
represcatative. It describes the additional services you bave requested along with the related fees.

Qther than for the purposes of internal review, we ask that you eas owr fees as confideotial information.
‘This is due to the competitive nature of our business.

‘The General Terms and Conditions from our original License Agroement are incorporated and coatinnue to
spply. Any taxes or foes imposed from the course of this Agreement are the responsibility of the
Custoroer.

We thank you for your coatinued business with New World Systems. We look forward to warking on this
project with you.

ACKNOWLEDGED AND AGREED TO BY:

(New World)
By:

Larry D. Leinwsber, President

By:
Authorized Sigaature Title

Date:

Date: Y'/Ivf/zwl-f

Lach ladividual signing eheve sepresants that (s)hs has the requisite sutherity ts execute this Agreement oa
behnll uf th for which ()be and that all the aecossary formulities have beea met.

The “Effective Dats™ of this Agresment ik ths latter of the two dates in the sbovs sigasture block
PRICING IS VALID THROUGH SEPTEMBER 26, 2014.

Corparute. 888 West Big Beuver Rood » Seita 600 « Tray + Mickigem 480844749 » 248-269-1000 + wwwe nrwrworldiysioms com
141314414 0626 NCIC Persing

EXHIBIT B
ADDITIONAL SUPPORT SERVICES AND FEES

1. Suppert Services
Up 19 5 days have been allocated to provide NCIC Parsing. Actual usage msy be higher or lower based
on Customer’s requirements aad use sf these support services.

Support services are typically performed at Customer®s premises but may be provided st New World
national besdquarters in Troy, Michigan. Customer sgrees to reimburse New World for support trips
canceled by Custemer less than ien (10) days before the scheduicd start date to cover New World's out
of pocket costs and lost revenues.

3. SupoortScrvice Fees

The days cited above will be provided at the rate of $1,200 per day. Any additional support services
peovided by New World outsids the scope of this Agreement will be provided as an additional cost 81 the
Custoraer’s daily rate in effect at that time.

Based on ths days listed abovs, the support esrvice cost ls $6,000. (Plus alt actus! and reasonsble

travel expentes and time incwred by New World divided proportienately between all New World
customers visited on 8 single trip.)

3. Payments for Services and Travel Costy

Support Services will be billed as follows:

s) Amount invoiced upon the Effective Date (100%) $6,000
TOTAL DUE. S5000

All travel costs including time will be billed weekly for the previous calendar week. Anry taxes or fees
imposed from the course of this Agreement are the respoasibility of the Custemer aod Customer sgrees
to remit when i If an exemption is claimed by the Custorner, an cxemption certificate must be
submitted to New World. Payments are due within fifteen (15) days from recelpt of lnvolee,

Moustain Broek Pelice Dept., AL
1415-14A1A 0626 NCIC Parsing

CONFIDENTIAL Page2ef2
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A“"—RSEA.AF’EAL

ALABAMA RETIRED STATE EMPLOYEES ACSGTIATION { ALABAMA PUIZLIL CMPLISTELS ADVOCACY Lk tisd

MEMORANRUM

retiree
bonus

TO: Clty of Mountaln Brook

your

FROM: Uane Kelly

DATE: May 16, 2014

REs Retiree Bonus Authorization (ACT 2014-429)

ARSEAJAPEAL recently participated In the Alabama League of Municipalities (ALM)
Annual Convention held In Mobile, May 4-6, 2014. As always, the ALM provided a
successful event that our association was once agaln proud to be affillated with.

s of

Although our staff was able to visit with many attendees throughout the course of
the meeting, we know there were some we unfortunately missed. Because of that,
we wanted to be sure each city recelved a copy of the enclosed time-sensitive
information regarding our recently passed legislation that authorizes a one-time
bonus payment for your retirees.

(city, county. public board or stale agency)

service

year

On behalf of our 20,500 state and local government retirees, | urge you to give your
most serious consideration to providing this small and non-recurring bonus to your
retirees and beneficiaries.

X
X

retiree bonus formula

We are happy to answer any questions you might have regarding the steps necessary
to fund this bonus. Please call our office at 800-844-7732.

CALCULATE YOUR
ARSEAR APpEAL BONUS

Sy

Phase send me a iist of non-members who retired from

Phone __MHEQN

ame
Address

[:]YE!lwouldl'rketosharethegoodnewsandmorehfonnationabwtﬂxeBONUSMﬂmonmembem

452 Sovth Union Streer : i 324.834 9116
thontgomery AL, 36104 Lianie Koty Executiv Duscron 800°634.7732
WWW . ARSEA.CRG

)

—
b

ARSEAR \peaL

ALSBAMA RLT RIC STATE EMPLOTEEY ASSOCINTION | ALAGAMA PUEIIC b1 FLOFEES ADVOCACY LEAGUE

COLAs

Egrnted in Oct 13

Attn: City of Mountaln Brook

Having been signed into law, Act #2014-429 authorizes cities participating In the
Employees' Retirement System of Alabama to fund a one-time bonus for thelr
retirees.

NINIININ{N[N|NG I
0] 4 |NIN[I¥]Y|Y]Y

1IYIYIIYIYIY|Y{Y]Y(Y
12[/40[Y|Y|JYIYIYIY{Y|Y{Y[N|N
S5 |27|Y|INI[NIN|JY|[Y|N|N|IN|N|Y
44127 NIN|INJYIN|NJY]Y|NIN|N
157 |24 [133|NIN| IN[Y]Y[Y]|Y|Y[Y]Y}
8 JYINI|YIYiYiY]Y{Y]Y]Y]|Y
17 Y{YIINININ]Y]YIYiYiYY

9 WI_N_

1

10} YIN||Y]YINI{N|IN[NIN]Y|Y

Using a sliding scale formula and based upon length of creditable service ($2.00 a
month x 12 months x years of service) retirees with 25 years of service, for
example, would recelve a bonus of $600. Included In the leglsl Is 3 provlsl
for those with less than 25 years, providing a minimum payment of $300.

9 lso|N[N|[N[NININ|[N]Y[N]N]Y
rissiv|viiv|viviviv|v][y]|v]Y
Blsojvivlivlviviviv]vly[vly
1040 NIN[[NIN[YIYIY]Y]N]Y]Y
5 [37IN|N|[N[N[NININ]Y]Y ;
A AINGRONOEEE
13]25[N|Y][N|JYIYIN|N|N[N]Y|N
izl3eNiN|Iv]vIn[¥]VY][Y]Y]Y]Y
6 l2{y|yl|ylvylvy]Y]v[Y[n[n]®
20]7|NINS[Ylv]yY]Yv[v]¥][Y¥]Y

1
0]1 )
164,344.00 | 272 |87 |18S|N|N| [NIY]Y{Y]IY|N]JYIN]Y

]
1
0
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1
2

59

25

52

2
7

42

53

42

28

92
9
3
3

16

1

2
4
1

28

The importance of even this small, one-time addition to the benefits of your
retirees can hardly be overstated.

60,124.00 | 86
20,744.00f 238
28,950.00}) 53
13,932.00
57,646.00
986.00
10,150.00
12.050.00
710.00
1,474.00
680.00
13,340.00 f
259,300.00 | 469 [237]232{ v[N{Ty{¥ ¥l ¥|{v]v]y

4,914.00

4,304.00
36,646.00
8,966.00
28,006.00
20.404.00
107,656.00
95,502.00
21,682.00
27,000.00 | 50
21,852.00
1,554.00

28.474.00

ESTIMATED

2014 Bonus Cost Retiroes M NM '08 '07  '08 'DS ‘02 00 '33 '96 ‘%4 '3 90

There is a short window of opportunity for the cities to approve the funding for
this bonus. Unlike traditional cost of fiving adjustments (COLAs), the bonus cannot
be approved In subsequent years. If not granted In 2014, It goes away forever.
With that In mind, the following esti d cost of funding this one-time lump
sum bonus is being provided to you now:

S
$
$
S
$
S
$
S
$
S
$
$
$
$
$
$
$
s
$
$
$
S
$
$
s

Jefferson | §
Jefferson
Jefferson
Jefferson | $
Jefferson
Jefferson
Jefferson | $
Jeferson
Jefferson
Jefferson
Jeflerson
Jefferson
Jefferson
Jefferson
| Jefferson
Jefferson
Jeffersen
| Jefferson
Jefferson
Jefferson
Jefferson
Jefferson
Jefferson

Jefferson
Jefferson
Jefferson
Jefferson
Jefferson

COUNTY

$60,124

Per our legislation, RSA will pay the bonus in October for those cities opting to
grantit. RSA wlll then recoup the cost by addlnx It to each participating local
clties’ ly employer ib beginning October 1, 2015. (RSA will soon
provide the actual cost and steps necessaly to fund this bonus.) If you have any
questions please contact us at 334-834-9116.

Of Health

i
28124 3% by,

AGENCY

County Dep:

{2

ville Public Library
Jefferson - Blount - St, Clair Ment. Hith. Auth.

3

[Center Point Fire District

Concord Fire District
Forestdale Fire District

Bessemer
Center Point
Fairfield
Gardendale

Fultondalo
Gra

Adamsville
JArgo

450 Seuth Union Steeer Liang Keriv, ExEcutive Dimec v 334,834 3014
tonsgamery AL 36104 N cyTivg Distcros 8008447737
WW e ARSI ALCUG
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ARSEAJAPEAL 800.844.7732

Local Government Contacts

513 Montgomery Highway

Vestavia Hills, AL 25216
Phone: 205.978.0100

of Vestavia HI

L] o-.,

2

RESOLUTION--ACT 2014429
(Local Unit Retirces and Beneficiaries of D d Reti

<

Be it resolved that the INAME OF AGENCY) , through its governing

authority, elects to come under the provisions of Section 2 of Act 429 of

the Regular Session of the 2014 Legislature.

The _(NAME OF AGENCY) _agrees to provide all fands necessary to the
Employees’ Retirement System to cover the cost of the one-time lump

sum payment as provided for by this Act for those eligible retirees and

fin

ies of d d retirees of _(NAME OF AGENCY) _ with the

aforementioned Inmp xum payment being paid in October 2014.

CERTIFICATION

1, (NAME, OFFICIAL TITLE, NAME OF AGENCY)

s hereby certify

that the foregoing is a true and correct copy of the Resolution passed

on this day of » 2014,

Signature of Official

J:\Minutes & Agendas\Council\2014\20140825 Minutes.doc
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631

Prison Challenges
BY STATE SENALOR CAM WARQ

ur state it at 8 crossroads when it eomes

10 our prison system. People often ask me

why I am s0 passionate about this {ssuc. 1
say It s one of the biggest thresta to our state’s
G 3 fiscal heshth. Our prison system is currently
at 192% capacity, making it the moat overcrowded system In the
United States. Not only are they overcrowded, undesfunded, and
ot well respected, they are also under the serious threat of being
taken over by the federal government, which will result 1n whole-
sale release of viclent criminals. Any state that has had s foderal
takeover wiil tell you that It costs hundreds of millions of dollars
to come out from under puch 4 frderal recelvership. That is money
Alsbama simply doer not have.

And it gets worse finm there. There Ls not the potitical want or
will to raise taxes, and this ls not something we can build our way
out of even if we did have the money. Oue state 1s finally learning
ta live within its means ia terms of the General Fund budget,
but that budget is getting eaten alive by two line items: Medkcaid
and prisons.

‘We can argue uatil we sre blue In the face about the pros
and cony of Medicaid expansion, but we cannot just defund our
prisons. And we canaot atlow the worst of the worst criminals to
potentially be released back onto our streets. These guys did some
not terribly oice things to get Into the system, and a5 a soclety
we have deczeed we don't want them hanging around with the
freedom ta do It again.

Let me be clear: This Is going 1o be one of the least politically
populsr Lisues our state government must take on. We face some
hard cholces, but we are not one of the firat states (o go through
this. One of the wonderful things about the modern world In 2014
is the availability of information snd collaboration between gov-
ernments on “best practices” for seemingly intractable problems.

Two states in pacticular represent the best and worst of how to
o about prison reform: Texas and Californls. Californts Ignored
the problem for too long sod failed to make good decislons. A
federa] judge cventually come in and said they had to release 10%
of their prisoners scroes the board. Unfortunately that allowed a
whole host of terzible pecple 10 go free 1o commit heinous crimes.

‘Texas, on the other hand, combined seatencing seform with
a strenger approach to community carsections, probation end

COMTIHUED 0K PAGE 3

Why “Unfunded"” COLAs
Are Bad for RSA Membars

RY DAYID G. BRONNER

SA members have worked very hard to carn thelr pensions

uad expect 1o {or alrcady) depend on them tolive. They

deserve to know that those penslons are safe and secure—
batb now aad in the future. No one understands thas betier
than tha RSA,

Over time, the purchasing power of those penslons is
eroded by Increases in the cost ofliving. This makes lfa very
difficuk for retivees living on 8 fixed income. In the past, the
Legialature has granted Cost-of-Living Adjustments (COLAg)
to RSA retirees to offset thase Increnses. Often, those COLAs
were not prefunded.

Asy measure that increases RSA's inancial obligations
withoul providing sdditiona! funding for those new liabilitics
threatens the insnclal health of the entire sysiem and, as 3
result, huris Its members. One of the biggest threats ta the
financlal securicy and stability of the RSA is unfanded retlree
COLAs. These COLAS are considered unfunded if the mon-
bed necessary to pay for the raises is nat deposited up froat 1o
RSAY accounts.

COLAs for RSA retirets are very cxpensive. For example, -~
02014, 8 1% COLA for sll TRS and stets ERS retirees would
have cont $269.6 million, which means chat the bill for o 5%
COLA would have been over 81.3 billion. If that money Is
not placed In RSA'r accounts before It must begin paying the Q
COLA 1o retirees, the unfunded liabilities of the system will be

Thus, if s 5% unfunded COLA was
gives to retirees, the RSA would owe $1.3 billion more that it
has 135613 t0 cover.

Purthesmare, s COLA Increase goes on for  lifetime. The n"
RSA Ls still paylug s few members for ¢ COLA that was granted
In 1971, The unfunded COLAs pussed for the TRS ind ERS In <t
2008 und 2006 cont the RSA $11.2 million per month.

‘When the Legislature passes an unfunded COLA, they
ere spending money that the RSA does not have, Given the
uncertainty of todsy’s economy and markets, this harms RSAs
mbﬂ(qu\douxmmbm‘ﬁunddmmywmtd
mind If s COLA is passed, every effort needs to be made to
fund it because unfunded COLAS sre very barmful to RSA
members. @

EN

ARSEA/APEAL
Cost-of-Living Adjustment & BONUS History

2014 Lump Sum Bonus - $2 per month for
years of service.

2008 Lump Sum Bonus - $1 per month for
years of service.

2007 Lump Sum Bonus - $1 per month for
years of sexvice.

2006 7% of gross benefits for those retiring
prior to Octaber 1, 2008,

2005 4% of gross benefits for those retlring
prior to October 1, 2004

2002 3% of gross benefits.
2000 4% of gross benefits.

1998 4% of gross benefits plus $2.00 per
month for years of service.

1996 2% of gross benefits plus $1.00 per
month for years of service.

1994 2 % % of gross benefits plus $1.50 per
month for years of service plus $1.00 per
month for years of retirement.

1993 1.28% of gross benefit plus $1.28 per
month for years of service plus $1.28 per
month for years of retirement.

1990 $1.00 per month for years of service
plus $3.00 per month for years of retirement.

1988 $1.00 per month for years of service
plus $3.50 per month for years of retirement.

1985 32.00 per month for years of service.

1982 $1.00 per month for years of service
plus $1.00 per month for years of relirement.

1980 5% of gross benefit for those retired for
1-6 years, maximum - $30 per month. 0% of
gross benefit for those retired for 7-17 years,
maximum - $40 per month.

15% of gross benefit for those retired for more
than 17 years, maximum - $60 per month.

August 25,2014



632 Minute Book 86

By 2 3 - 2 vote on Monday, the Decatur Clty Councll voted against the 2014 bonus that ARSEA/APEAL

fully guided through the Alabama Legisl but time for the council members to
change their minds.

Because the deadline for approving the bonus is August 31, we urge all of our member to contact
Decatur’s mayor and the city council members who opposed the bonus and encourage them to
reconsider their positions.

Councilman Billy Jackson moved to approve the bonus, and Councilman Charles Kirby seconded the
motion and voted in its favor, but the other three members stood in opposition with Mayor Don Kyle

speaking against it, as well.

Council members Gary Hammon and Roger Anders did not make any statements about the bonus
during the meeting, but voted against awarding it.

Like the bonus that state retirees will receive In October, the local bonus is calculated using a sliding
scale formula of $24.00 a year x years of creditable service, 5o & retiree who worked 25 years would
receive $600.

Decatur Personnel Director Ken Smith estimated that awarding the bonus, would cost the city $161,000,
but the Retirement Systems of Alabama would provide the initial funding and officials would not have
to begin reimbursing the money, at a rate of $13,500 per month, until October of 2015,

As noted before, the deadline for approving the bonus is just a few weeks away, and we encourage our
members to contact the officials listed below and ask them to reverse course so this much needed bonus
may be given. Let them know that retirees living on a fixed income need the bonus to help combat the
rising cost of living. Urge them to do the right thing.

J:\\Minutes & Agendas\Council\2014\20140825 Minutes.doc
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Minute Book 86

May S, 2014

Attn: Mountian Brook Park & Recreation Board

Having been signed into law, Act #2014-429 authorizes public boards participating
in the Employees’ Retirement System of Alabama to fund a one-time bonus for
their retirees.

Using a sliding scale formula and based upon length of creditable service ($2.00 a
month x 12 months x years of service) retirees with 25 years of service, for
example, would receive a bonus of $600. Included in the legislation is a provision
for those with less than 25 years, providing a minimum payment of $300.

The importance of even this small, one-time addition to the benefits of your
retirees can hardly be overstated.

There is a short window of opportunity for the public boards to approve the
funding for this bonus. Unlike traditional cost of living adjustments (COLAs), the
bonus cannot be approved in subsequent years. If not granted in 2014, it goes
away forever. With that in mind, the following estimated cost of funding this one-
time lJump sum bonus is being provided to you now:

$1,502

Per our legislation, RSA will pay the bonus in October for those public boards
opting to grant it. RSA will then recoup the cost by adding it to each participating
local boards’ monthly employer contribution, beginning October 1, 2015. (RSA
will soon provide the actual cost and steps necessary to fund this bonus.) If you
have any questions please contact us at 334-834-9116.
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May 9, 2014

Attn: Mountain Brook Library Board

Having been signed into law, Act #2014-429 authorizes public boards participating
in the Employees’ Retirement System of Alabama to fund a one-time bonus for
their retirees.

APPENDIX 6

Using a sliding scale formula and based upon length of creditablie service ($2.00 a
month x 12 months x years of service) retirees with 25 years of service, for
example, would receive a bonus of $600. Included in the legislation is a provision
for those with less than 25 years, providing a minimum payment of $300.

The importance of even this smail, one-time addition to the benefits of your
retirees can hardly be overstated.

There is a short window of opportunity for the public boards to approve the
funding for this bonus. Unlike traditional cost of living adjustments (COLAs), the
bonus cannot be approved in subsequent years. if not granted in 2014, it goes
away forever. With that in mind, the following estimated cost of funding this one-
time lump sum bonus is being provided to you now:

$2,368

Per our legislation, RSA will pay the bonus in October for those public boards
opting to grant it. RSA will then recoup the cost by adding it to each participating
local boards’ monthly employer contribution, beginning October 1, 2015. (RSA
will soon provide the actual cost and steps necessary to fund this bonus.) If you
have any questions please contact us at 334-834-9116.

450 South Union Street Liane KELLY, EXECUTIVE DIRECTOR 3348349116
Montgomery, AL 36104 ' L 800.844.7732
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