


Answer Questions

Discuss How to influence market

Review Cost of turnover

Present Innovative approaches

Discuss Current trends in labor market

Introduce Who we are







Leads Practice Area

Worked 15 years in city and county governments

Former city administrator

Received Doctorate in Public Administration



Over 25 years of compensation and classification 
experience

Over 10+ years in public sector. 

Former Compensation Manager.

BA in Human Resources Management, Masters in 
Industrial and Labor Relations from Cornell



Market Analysis, 
Compensation 

and 
Classification

Executive 
Recruitment

Organizational 
Studies

HR Technical 
Program for 

AMC



CURRENT 
TRENDS



Early 
Retirements

Career Changes Labor Shortage

Work From 
Home Options

Specialized 
Training  
Shortage

Making Sure Pay 
Is Competitive In 

Your Labor 
Market



Counties have created early retirement programs

Smaller departments have merged into larger ones 

Appointment of former elected positions

Create succession planning



People applying for jobs have nontraditional backgrounds 
(may need to increase training or onboarding)

People are leaving public sector (create onboarding and 
planning for new hires)

Tenured employees over 10-15 years is not as common 
as it once was



Reduced number of applicants

Shortage in IT, Attorney, Social Services, Public Health, Engineering

Entry level retail pays $20-$24

May need to recalibrate pay grids to make adjustments to align to market



Since the pandemic, telework has increased exponentially 

This is allowing counties to compete for talent in a much wider geographic area; it 
also means your employees could be recruited by more organizations than before 

Best in class organizations are instituting telework options for staff where it makes 
sense that an employee can work from home

This means that employees will need to be managed differently because of a more 
virtual environment



Appraisers CDL Nurses Police



With inflation at a 40 year high, public sector agencies are finding it difficult to attract and retain 
key employees

In making sure your pay is competitive, the first step is to determine where you want to pay 
compared to the market.  Are you OK being a bit below; do you want to lead the market, or do 
you want to be  around market

Determine who your market is, but do not only look at the market from a geographic 
perspective, consider who is providing similar services to you, who you recruit from, and to 
whom you lose employees

Make sure you are gathering information on your competitors regularly, at least every 2-3 years. 
If you do not, you may find yourself trailing the market and facing significant turnover



INNOVATIVE 
APPROACHES



Job Families

Innovative Benefits

Pay Plan Maintenance 



Why? Employees want to be able to grow and develop with the 
County

Design job families within specific areas or for cross functional 
jobs (like Admin Support) to create consistency across the 
organization

Create competencies that reflect the values of the organization 
and that distinguish one level from another



One option that started in the high-tech industry and higher 
education is the use of a sabbatical

After a period of time, normally around 5 years, the employee can 
take off with full pay for a designated amount of time (varying 
from a month to 3 months) 

Helps employees to recharge and refresh themselves creatively 



Providing tuition reimbursement is another low-cost way 
to retain employees

Cover the costs for a class, books and supplies (such as 
instruments for a lab class)

Offering this option can help motivate employees to 
increase their skill/knowledge in their field which also 
helps the County



With pets becoming an even more prominent part of the lives of 
employees, some employers are incorporating pets into their 
benefit option

Offering a pet friendly workplace is becoming more common

Other employers are offering pet insurance, sometimes with a 
small employer discount 



Updated Job Descriptions
Maintain Job 
Classification

Annual Market Review Calibrated Pay Structure

Employee 
Engagement



WHY NOT 
JUST DO A 
BETTER JOB 
OF 
MAINTAINING 
THE PLAN?

We maintain our highways annually, 
so that expensive reconstruction is 
avoided.

We maintain our vehicles, so they 
perform better and last longer.

We maintain our buildings.

Why not our salary plans?





Affects employee morale negatively

Lowers productivity

High cost to the organization



Varies by level within the organization

Actual cost can be between ½ to 2 times an employee’s salary 

Additional cost and time to onboard a new employee

Can lead to employee burnout and additional loss of employees if 
the vacancy is not filled quickly 



Managers have regular meetings with employees 
to see what matters to THEM

Provide opportunities for growth – either lateral or 
up in the County

Recognize employee achievements and celebrate 
successes within the group/department



Design benefits that align with the needs of 
your employees

Conduct exit interviews to determine why 
people are leaving

Get regular feedback from your employees so 
you can stop a problem BEFORE it starts



▪ Mark Goldberg

▪ markg@daviddrown.com

▪ Dr. Tessia Melvin

▪ Tessia@daviddrown.com
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