
 

 

AGENDA 

NOTICE OF MEETING OF THE CITY COUNCIL OF 

SHAVANO PARK, TEXAS 

 

This notice is posted pursuant to the Texas Open Meetings Act. Notice hereby given that the 

City Council of the CoSP, Texas will conduct a Workshop Meeting on Tuesday, July 19, 2016 

scheduled at 6:00 p.m. at 900 Saddletree Court, Shavano Park City Council Chambers for 

the purpose of considering the following agenda: 

1. CALL MEETING TO ORDER 

 

2. PLEDGE OF ALLEGIANCE AND INVOCATION  

 

3. CITIZENS TO BE HEARD 

The City Council welcomes “Citizens to be Heard.” If you wish to speak, you must follow 

these guidelines. As a courtesy to your fellow citizens and out of respect to our fellow 

citizens, we request that if you wish to speak that you follow these guidelines. 

 Pursuant to Resolution No. 04-11 citizens are given three minutes (3:00) to speak 

during “Citizens to be Heard.”  

 Only citizens may speak. 

 Each citizen may only speak once, and no citizen may pass his/her time allotment to 

another person. 

 Direct your comments to the entire Council, not to an individual member.  

 Show the Council members the same respect and courtesy that you expect to be shown 

to you. 

 

The Mayor will rule any disruptive behavior, including shouting or derogatory statements or 

comments, out of order. Continuation of this type of behavior could result in a request by the 

Mayor that the individual leave the meeting, and if refused, an order of removal. In compliance 

with the Texas Open Meetings Act, no member of City Council may deliberate on citizen 

comments. (Attorney General Opinion – JC 0169)  

 

4. CITY COUNCIL COMMENTS 

Pursuant to TEX. GOV’T CODE §551.0415(b), the Mayor and each City Council member 

may announce city events/community interests and request that items be placed on future City 

Council agendas. “Items of Community Interest” include:  

 expressions of thanks, congratulations, or condolences; 

 information regarding holiday schedules; 

 an honorary or salutary recognition of a public official, public employee, or other 

citizen, except that a discussion regarding a change in status of a person’s public office 

or public employment is not honorary or salutary recognition for purposes of this 

subdivision; 

 a reminder about an upcoming event organized or sponsored by the governing body; 

 information regarding a social, ceremonial, or community event organized or 

sponsored by an entity other than the governing body that was attended or is scheduled 



 

 

to be attended by a member of the governing body or an official or employee of the 

municipality or county; and 

 announcements involving an imminent threat to the public health and safety of people 

in the municipality or county that has arisen after posting of the agenda 

 

5. REGULAR AGENDA ITEMS 

  

5.1. Presentation / discussion - City of Shavano Park Compensation Study - City 

Manager / Stephen Werling, Werling Associates  

 

5.2. Presentation / discussion - Replacement of the SCADA system in FY 2016-17 - 

City Manager 

 

5.3. Presentation / discussion - Overview of the FY 2016-17 budget process, current 

status and orientation on proposed FY2016-17 budget - City Manager / Finance 

Director  

 

5.4. Presentation / discussion - Goals, Objectives and City Council guidance for FY 

2016-17 budget - City Manager  

 

6. ADJOURNMENT 

Executive Sessions Authorized: This agenda has been reviewed and approved by the City’s legal 

counsel and the presence of any subject in any Executive Session portion of the agenda constitutes 

a written interpretation of TEX. GOV’T CODE CHAPTER 551 by legal counsel for the 

governmental body and constitutes an opinion by the attorney that the items discussed therein may 

be legally discussed in the closed portion of the meeting considering available opinions of a court 

of record and opinions of the Texas Attorney General known to the attorney. This provision has 

been added to this agenda with the intent to meet all elements necessary to satisfy TEX. GOV’T 

CODE §551.144(c) and the meeting is conducted by all participants in reliance on this opinion. 

Attendance by Other Elected or Appointed Officials: 

It is anticipated that members of City Council or other city board, commissions and/or committees 

may attend the meeting in numbers that may constitute a quorum of the other city boards, 

commissions and/or committees. Notice is hereby given that the meeting, to the extent required by 

law, is also noticed as a meeting of the other boards, commissions and/or committees of the City, 

whose members may be in attendance. The members of the boards, commissions and/or 

committees may participate in discussions on the same items listed on the agenda, which occur at 

the meeting, but no action will be taken by such in attendance unless such item and action is 

specifically provided for on an agenda for that board, commission or committee subject to the 

Texas Open Meetings Act. 

 

The facility is wheelchair accessible and accessible parking spaces are also available in the front 

and sides of the building. The entry ramp is located in the front of the building. Sign interpretative 

services for meetings must be made 48 hours in advance of the meeting. Call the City Secretary at 

210-493-3478 x240 or TDD 1-800-735-2989. 

  



 

 

CERTIFICATION:  

I, the undersigned authority, do hereby certify that the above Notice of Meeting was posted at 

Shavano City Hall, 900 Saddletree Court, a place convenient and readily accessible to the general 

public at all times, and said Notice was posted on the 15th day of July 2016 at 3:15 p.m.  

 

Zina Tedford 

City Secretary 



CITY COUNCIL STAFF SUMMARY  

Meeting Date: July 19, 2016      Agenda item: 5.1 

Prepared by: Bill Hill       Reviewed by:  Bill Hill 

      

AGENDA ITEM DESCRIPTION:  

5.1. Presentation / Discussion - City of Shavano Park Compensation Study - City Manager / 

Stephen Werling, Werling Associates  

 

 Attachments for Reference:  1) 5.1a Compensation Report 

 

BACKGROUND / HISTORY:  Council approved in the FY2015-16 Budget a compensation 

study with recommendations for salary pay scale update. After requesting bid proposals, the City 

Council awarded the contract to Werling Associates, Inc. The survey was distributed to 20 local 

cities with 17 participating.  Werling Associates also did a study for the City of Converse 

concurrent with our survey. 

 

DISCUSSION: On July 13th, Werling Associates presented the Compensation Report.  Bottom 

line is that our current wages are 14% below market averages. 

 

1. An important aspect to understand was the how the Pay Structure Grade Assignment Table 

recommendations were made.  We currently have a pay table that includes a pay grade system 

with each grade having 12 steps.  You will see that Werling proposes using the same grade 

system with a Pay Grade Minimum, a Pay Grade Mid, and a Pay Grade Max (we can add in the 

steps if that is what Council decides).  Both our current tables and Werling’s table propose a span 

of 45% difference from the Minimum (Step 1) and Maximum (Step 12).  Werling’s report 

indicates that most of our positions are placed in the wrong grade (too low) based upon the 

current job market wages.   

Werling gives two examples of how he determined the recommended grades on pages 8-11 in 

the report.  He explained this in detail at the workshop, but below may assist.  

To determine if we have the positions classified in the correct grade, Werling averages the wages 

of all employees in the same position to get an average salary and then compares that number to 

the midpoint of each grade in the table (page 17).  The grade selected is then determined by the 

closest to the mid-point.  The minimum and maximum pay is determined by the 45% range.   

In some cases where the majority of employees never spend more than a few years in that 

position (police and firemen), if you use the average pay to determine the minimum pay, then the 

X 



minimum pay is moved too low and is not reflective of the market.  Werling thinks that this may 

be what the previous compensation study did and why we are not competitive after four years. 

In these cases, Werling took the lowest paid employee from each city and averaged that amount 

to get the actual average minimum salary from each city.  Then instead of using the mid-point to 

select the grade, he compared the average minimum pay to the minimum pay (step 1) in the pay 

table and then selected that grade closest to it.   

In some cases, the grade selected using the “Minimum Average” is higher than the grade selected 

using the “Total Average” – that will probably have to be reviewed in more detail in person 

tomorrow.   

2. Werling also recommends that we implement an individual Pay Model, which uses minimum 

pay as the base and then calculates awarded pay based upon experience, tenue, education, 

certifications, and other factors.  He discusses this on page 15 and he demonstrated it in further 

detail at the workshop.  He has not yet calculated the cost implications using this method, which 

may be more or less than above.   

Now, work must be done to review the recommendations of the report and concur or revise in 

order to tailor specifically to Shavano Park.  The first step is to assign recommendations for each 

position.  Afterwards, each employee must then be assigned a recommended salary.  Finally, an 

implementation strategy must be determined based upon available revenues and cost 

implications.  Periodic reviews will occur in progress with Council.   

 

COURSES OF ACTION:  Varies 

 

FINANCIAL IMPACT:  Varies.  On page 12, Werling summarizes cost implications.  

COST IMPLICATIONS  

The cost to bring the employee’s pay to the minimum of the recommended pay grades is $253,031. 

The cost to bring all employees to the appropriate step in the new pay grade is $446,685. 

 The City will not likely be in a position to fully implement this increase (at least in one 

year).  Based upon guidance, Werling can tailor the final pay table to meet our requirements.   

 

MOTION REQUESTED:  N/A 
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INTRODUCTION 
 

Werling Associates, Inc. provides this base pay plan update for the City of Shavano Park.  The report 

provides the City Manager and City Council with the information to support the updated base pay plan.  

The updated base pay plan focuses on the organization’s concern for maintaining competitive pay relative 

to other similarly sized municipalities and follows standard compensation practice in providing salary 

survey information from various municipalities.  The report provides: a recommended pay range for each 

job; based on the market estimates and internal considerations; a recommended model for determining 

individual pay rates, as an option to the current step plan; and survey information on various pay 

differentials, additional pay, and benefits levels. 

 

WERLING ASSOCIATES, INC.’S ROLE 
 

Werling Associates, Inc. is a San Antonio, Texas based human resource management consulting firm 

specializing in compensation system design.  The analysis and recommendations reflect our knowledge of 

sound compensation practice.  Werling Associates, Inc. is a consulting firm and does not practice law.  As 

such, the analysis and recommendations represent our view as management consultants from a business 

perspective.  The organization should consider the information and interpretations contained in this report 

as reference points for decision-making, not as legal opinion or legal advice.  The organization should 

consult with an attorney on any legal matters associated with this report. 
 

The primary role of Werling Associates, Inc. in the base pay system update process is that of a technical 

consultant and advisor.  It is the responsibility of the management to make all final compensation 

decisions. 
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BASE PAY PLAN UPDATE 

 

OBJECTIVES 

 

To achieve the compensation philosophy, the compensation system has several specific objectives: 

 

 Enhance and support the organization’s culture, strategies, and objectives. 

 Ensure pay decisions are made within the organization’s long-term financial objectives, as with 

any financial decision, be conservative. 

 Standardize the wage determination process. 

 Establish wage levels that are competitive with those paid for similar work in the relevant labor 

market. 

 Assure that the organization meets the FLSA requirements with respect to exempt status. 

 

ASSUMPTIONS AND LIMITATIONS 

 

There are several limitation to any base pay plan update. 

 

 The survey process depends on the survey participants to provide accurate information with 

respect to base pay, total compensation, job matches and benefit information.  While errors may 

occur, the survey process assumes that any errors do not influence the final decision, when 

aggregated with the accurate survey data. 

 

 The survey process does not include information on individual characteristics that influence 

wages, such as performance, tenure in the organization, and previous experience.   
 

 The market analysis and job evaluation process assumes that the average reported wages reflect 

the pay of a fully qualified employee. 

 

LABOR MARKET  

 

There are three elements of the labor market that directly influence the base pay plan update.  The 

relevant labor market, the labor market conditions, and the level of wage inflation.  A brief review of 

these elements will assist in understanding the dynamics involved in determining the appropriate pay rate 

for the jobs under review.  

 

Relevant Labor Market 

 

The definition of the relevant labor market is one of the most important decisions in establishing a 

competitive compensation system.  Organizations define the relevant labor market in terms of demand for 

employees, competitors, and the supply of employees available in a geographical area.  The relevant labor 

market, in turn, determines the sources of comparative market data for the study.   

 

The base pay update defines the relevant labor market for most of the jobs in the organization as cities in 

the San Antonio area with a population below 25,000.  This definition, while appropriate, does not allow 

for comparison of wages paid by larger municipalities who may attract employees from Shavano Park or 

other small municipalities.  
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Labor Market Conditions 

 

San Antonio’s current unemployment rate of 3.4% is below the 4.0% to 5.0% rate that the government 

considers being full employment.  While the overall unemployment rate has not translated into any 

shortages of workers or any significant wage inflation for most jobs, there have been continuing reports of 

shortages for many skilled positions. 

 

The availability of or interest in training opportunities relative to the demand for new employees has 

created a shortage of skilled employees in a broad range of industries.  For example, the lack of formal 

training opportunities for some jobs specific to municipalities, such as City Secretary and Finance 

Director, significantly limits the supply of workers to all municipalities.  In other instances, the limited 

training opportunities tied with the increased scrutiny of employee characters, limits the availability of 

police and firefighter candidates.  These factors, when combined with the expansion of job opportunities 

in major cities, create a potentially difficult situation for small municipalities.   

 

Wage Inflation 

 

Several factors contribute to wage inflation.  The tight labor market for skilled positions places significant 

pressure on smaller municipalities to pay competitive wages to attract and retain employees.  The 

compensation management process also contributes to wage inflation.  First, municipalities typically 

adjust their entire pay structures by the cost of living.  This inflates wages even in situations where there 

is no underlying wage inflation.   

 

Secondly, organizations conduct periodic market studies to correct for any under payment of wages.  This 

process causes a significant increase in wages, especially at the entry level, which in turn causes other 

organizations to react in subsequent years.  This process causes a ratcheting effect on wages that increases 

the actual wage inflation.  There are at least four area municipalities who are conducting compensation 

studies at this time: Shavano Park, Converse, Balconies Heights, and Schertz.  These studies create a 

moving target in the pay determination process and require ongoing analysis rather than the typical two to 

three year cycle.   

 

A comparison of data from the 2010 Texas Municipal League, the 2012 San Antonio area municipality 

survey, and the current 2016 municipality survey confirms the impact of these factors on the wages for 

Police Officers, Firefighters, and some executive positions.  There has been significant wage inflation 

over the past five to six years for jobs in these areas.  

 

WAGE SURVEY DATA 
 

The availability of market data is critical to the success of the base pay plan update.  The update process 

uses a customized survey of local municipalities that match the relevant labor market.  The update process 

also uses data from the 2016 San Antonio Area Wage and Benefit Survey to augment the municipality 

survey.     
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Municipality Survey 

 

Werling Associates, Inc. conducted a survey of San Antonio area municipalities.  The City of Shavano 

Park Executives: William Hill, City Manager; Lara Feagins, Finance Director; and Zina Tedford, City 

Secretary; provided extensive support to increase the participation rate.   

 

Seventeen organizations provided actual wage data for 91 jobs.  The highlighted list identifies the 

organizations that have populations less than 25,000.  The analysis also excluded Boerne due to the 

relatively high wages that skew the reported averages in a small sample size.  

 

Table 1 

 

City of Alamo Heights City of Live Oak 

City of Balcones Heights City of New Braunfels 

City of Boerne City of Olmos Park 

City of Castle Hills City of Schertz 

City of Castroville City of Seguin 

City of Cibolo City of Selma 

City of Converse City of Shavano Park 

City of Fair Oaks Ranch City of Terrell Hills 

City of Leon Valley City of Universal City* 

* Provided minimum range information only. Data not included in raw data or computations. 

 

Each city received a questionnaire containing 95 jobs with a short job description.  The questionnaire 

asked the participants to provide the actual hourly base pay and hourly total compensation for all 

employees in the designated jobs.  Werling Associates, Inc. personnel reviewed the data for accuracy and 

if necessary, contacted survey respondents to confirm data submitted.  Additional emails and phone calls 

collected the related budgeted hours to allow the survey to report annual wages. 

 

The questionnaire also included a series of wage administration questions covering pay increases, auto 

and phone allowance, and additional pay options.  The respondents also provided responses to a series of 

benefit questions including leave, benefits offered, types of benefits plans, medical insurance, and 

retirement plans.   

 

The final survey report includes the actual data submitted by each respondent and summary statistic for 

each job including the average base pay and total compensation along with the average minimum base 

pay and total compensation.  The survey report also includes a summary of the wage administration and 

benefit questions.  

 

The accompanying wage survey report provides the market data used in the project. 

 

BASE PAY AUDIT 
 

The first step in the base pay plan update is a review of the current base pay plan.  The process included a 

complete review of all data related to the base pay plan including employee and job information, an 
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analysis of the current pay structure and step plan, and as analysis of the current pay relating to the survey 

data.  

 

Collect Relevant Base Information 

 

The organization provided the following information for all jobs and employees included in the project: 

 Current pay practices; 

 The job descriptions; 

 Departmental job hierarchy;  

 Career path;  

 Employee data; and 

 Other related information. 

 

Conduct employee meetings 

 

The senior consultant met with each employee to review the job description, to verify the employee’s 

work history, and to discuss any concerns relating to their current pay and pay expectations. 

 

The employees were extremely professional and had a very positive view about working for the City.  

Their comments reflected a clear desire to provide information without any negative comments. 

 

Work History 

 

Each employee reviewed his/her work history.  The update process will use this information if the 

Council decides to modify the pay determination process. 

 

Job Descriptions and Additional Duties 

 

The current job descriptions appear to be relatively accurate.  Only four employees identified any major 

errors in their job descriptions.  Werling Associates, Inc. will provide modified job descriptions to the 

City Secretary, Finance Director, Planning/Information Tech and the Investigator/Sergeant.  Most of the 

employees identified some additional duties that are not listed in the job description.  Most of the duties 

consisted of activities that organizations typically assign to employees in specific jobs.  For example, 

several Firefighters stated that they conducted Fire Inspections; others stated that they did vehicle repairs, 

plumbing and other similar activities while on duty.  The employees did not intend for the discussion of 

additional activities to solicit more pay, only to identify the full range of their contributions to the City.  

 

The discussion of job duties provided a clear indication that the City maintains a very lean workforce.  

The additional activities also indicate that the employees are very willing to provide extra support to the 

City.  Their only concerns appear to be recognition for the additional work and a concern that the 

additional work may interfere with their primary duties. 
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Pay Rates 

 

Most of the employees expressed an understanding that the City pays lower wages than most of the 

surrounding cities.  This awareness is has a direct impact on the retention of employees.  This is especially 

important as the City responds to the current market rates, and to the rates that the surrounding cities will 

establish for 2016 - 2017. 

 

Review Current Pay Structure 

 

The organization uses a standard pay structure with a minimum salary of $22,479, a 45% spread from the 

minimum to the maximum rate in each pay grade, a 5% differential between pay grades.  The current 

structure closely matches the general pay structures used by most organizations.  Exhibit 1 provides an 

expanded current structure that includes all potential pay grades. 

 

The City also uses a step plan that is common in government entities, but seldom used in the private 

sector.  The City’s step plan consists of twelve steps within each pay grade with a 3.44% step differential.  

In most instances the City hires an employee at the starting pay regardless of previous experience.  The 

employee then receives an annual increase to the next step.  The employee’s pay reaches the maximum 

pay rate after 11 years of service. 

 

Organizations typically update the step plan with cost-of-living adjustments to the entire structure on an 

annual basis.  Organizations also conduct periodic market studies every 3 to 5 years to reassign jobs to 

pay grades as needed. 

 

The step plans were popular from the beginning of pay plan design through the 1970s and remain in use 

by any government entities.  The step plans matched the labor market and employment practices through 

the 1940s to the 1970s.  There was a ready supply of entry-level workers and very limited wage inflation 

during the time-period.  The production and basic administrative jobs required limited training and did not 

provide an opportunity for significant variations in performance.  In addition, most employees stayed with 

the same employer for most of their career, especially in government entities. 

 

The change in the labor markets and employee expectations in the mid-1970s identified several 

weaknesses of the step plans.  The organizations could not easily adjust the step plans to incorporate 

significant changes in the inflation or unequal wage inflation across jobs.  The step plan locked the 

organization into a standard increase even if the economy experienced a recession.  The step plan 

provides all employees the same increase regardless of the wage inflation for a particular job.  The 

standard structure increase using the cost of living overpaid employees in jobs with low wage inflation 

and underpaid employees in jobs with higher wage inflation. 

 

Many managers responded to the inefficiencies of the step plan by inflating job titles to obtain higher pay 

grades, using previous experience to move employees to a higher step, or, in the case of executives, 

ignoring the step plan completely. 

 

Most private sector organizations retained the pay structures but eliminated the steps.  The open pay 

grades provided the flexibility necessary to pay employees in the new marketplace, but caused other 

problems.  The open pay grades gave managers nearly complete control of pay decisions.  This lead to 

inequities in pay between employees, preferential treatment of certain employees, and inefficient pay 

decisions.  
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The City’s step plan faces the same problem as other organizations.  First, the plan limits the City’s ability 

to hire experienced employees.  In effect, the City becomes a training opportunity for new employees 

entering a profession.  Second, the steps lock the City into guaranteed increases that may not match the 

marketplace.  The current step plan provides a 3.44% increase while the average increases have been at or 

below 3.0% since the recession. 

 

Third, the steps and the typical structure update process does not correct for wage inflation that is higher 

than the cost of living.  The steps overpay some employees while significantly underpaying employee in 

jobs with high wage inflation.  This is the reverse of what should occur if organization want to retain 

employees.  Fourth, the current step plan includes some illogical results.  For example, a Police Officer at 

step 3 would take a pay cut with a promotion to Corporal, step 1. 

 

The base pay plan update proposes an Individual Pay Model to replace the step plan and address the 

current market conditions. 

 

Conduct Initial Pay Audit 

 

The pay audit compares the employee’s current salary to the average total compensation reported in the 

survey.  The analysis uses the competitive compa ratio (current pay/market average) to evaluate the 

current salaries.  The expected competitive compa ration for a mature organization is 1.00, where the 

average salaries match the average market estimates. 

 

Exhibit 2 provides the current pay, market estimate, and competitive compa ratio for each employee.  The 

analysis shows that the average competitive compa ratio is 0.87 indicating that the salaries, on average, 

are 113% below the market estimates.  In addition, the City pays 83% of the employees less than the 

market average.   

 

Several factors may cause the lower than expected compa ratios.  The most common causes are the 

relatively low time on the job, the low starting wages, the step plan that does not give credit for previous 

experience, and the lack of additional pay provided by other cities. 

 

MARKET BASED JOB EVALUATION PROCESS 

 

The base pay plan update follows a standard process for establishing market based pay grades. The 

process starts with a policy statement relating to the pay policy relative to the relevant labor market.  The 

market based job evaluation process assigns jobs to the appropriate pay grade based on market rates and 

internal considerations. 

 

Establish the Pay Level Policy 
 

The City maintains a pay policy of meeting the average total compensation wages within the relevant 

labor market of similar sized cities in the San Antonio area.   

 

Implement a Market Based Job Evaluation Process  
 

The job evaluation process establishes general rules to provide a standard treatment of jobs based on the 

market data and internal organizational considerations.   
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The market-based process assigns each benchmark job with market data to the pay grade where there is 

the closest match between the adjusted market rate and the midpoint of the pay grade.  This ensures that 

the midpoint of the pay grade is within 2.5% of the adjusted market average.  The market-based process 

also considers the average minimum pay compared to the minimum of the pay grade is establishing the 

appropriate pay grade for some jobs.  

 

Example:  Chief of Police 

 

The Chief of Police data illustrates the job evaluation process.  The market average, highlighted in Table 

2,shows that average total compensation for the Police Chief is $87,503.  The job evaluation process 

compares the average to the midpoints in the pay structure shown in Table 3.  The process assigns the 

Chief of Police job to the pay grade with the closest midpoint, pay grade 34.  A comparison of the 

resulting pay range to the survey data shows that the minimum of the pay range is slightly above the pay 

for the lowest two Chiefs in the survey; the midpoint matches the average pay; and the grade maximum is 

slightly below the top pay in the survey. 

 

Table 2 – Police Chief Survey Data 

 

Org Name 

Survey Job 

Title 

Annual 

Total 

Comp 

Minimum 

Annual 

Total 

Comp 

Average  Chief of Police 87,503 87,503 

Alamo Heights Chief of Police 115,419 115,419 

Fair Oaks Ranch Chief of Police 107,326 107,326 

Selma Chief of Police 97,573 97,573 

Castle Hills Chief of Police 92,290 92,290 

Leon Valley Chief of Police 82,732 82,732 

Balcones Heights Chief of Police 81,474 81,474 

Olmos Park Chief of Police 71,770 71,770 

Castroville Chief of Police 70,656 70,656 

Shavano Park Chief of Police 68,283 68,283 

 

Table 3 – Pay Structure 

 

Pay 

Grade Minimum Midpoint Maximum 

30 59,643 73,064 86,484 

31 62,625 76,717 90,808 

32 65,756 80,553 95,348 

33 69,044 84,580 100,116 

34 72,496 88,809 105,121 

35 76,121 93,249 110,377 
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The City recently posted for the Chief of Police position.  The recommended pay grade allows the City 

potentially hire most of the Police Chiefs represented in the survey.  The City could potentially hire most 

of the Assistant Chief in the survey.  Table 4 provides the survey data for the Assistant Chief of Police. 

 

Table 4 – Assistant Chief of Police Survey Data 

 

Org Name Survey Job Title 

Annual 

Total 

Comp 

Minimum 

Annual 

Total 

Comp 

 Average Assistant Chief of Police 80,013 80,013 

Live Oak Assistant Chief of Police 106,239 106,239 

Converse Assistant Chief of Police 85,773 85,773 

Castle Hills Assistant Chief of Police 77,189 77,189 

Leon Valley Assistant Chief of Police 65,399 65,399 

Terrell Hills Assistant Chief of Police 65,466 65,466 

 

The analysis also uses the market average minimum total compensation for jobs with relatively high 

turnover, significant employment growth, and/or where organizations hire mostly entry-level employees.  

This ensures that the City’s starting pay matches the starting pay in the relevant labor market.  This 

applies to the Police and Fire Department for the City.  The job evaluation for the Police Corporal 

demonstrates the weakness in assigning pay grades based solely on the market average. 

 

Example:  Police Corporal 

 

The market average total compensation for the Police Corporal is $52,242, according to Table 5.  This 

translates to pay grade 23 in Table 6.  A comparison of the minimum of pay grade 23 to the minimum 

annual total compensation in Table 5 indicates the proposed minimum is slightly lower than the lowest 

minimum pay of any City, excluding Shavano Park.  In effect, the market average pay grade would not 

allow the organization to attract and retain employee. 

 

The average minimum annual total compensation in Table 5 is $50,509.  The job evaluation process 

compares the $50,509 to the minimum of the pay grades in Table 6. The closest grade minimum is in pay 

grade 27.  The minimum of pay grade 27 falls in the middle of the market data for starting pay and allows 

the City to attract and retain Police Corporals more easily than the market average pay grade.   

 

The comparison between the two methods identifies the potential weakness of using the market averages 

without considering the potential impact on wages. 
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Table 5 – Police Corporal Survey Data 

 

Org Name 

Survey Job 

Title 

Annual 

Total 

Comp 

Minimum 

Annual 

Total Comp 

 Average Corporal 52,242 50,509 

Selma Corporal 64,792   

Selma Corporal 63,794   

Selma Corporal 63,794   

Selma Corporal 62,691 62,691 

Castle Hills Corporal 59,363   

Live Oak Corporal 58,962   

Castle Hills Corporal 58,365   

Leon Valley Corporal 57,187   

Castle Hills Corporal 56,867 56,867 

Live Oak Corporal 56,784   

Leon Valley Corporal 56,151   

Live Oak Corporal 56,120   

Alamo Heights Corporal 55,910   

Alamo Heights Corporal 54,954   

Leon Valley Corporal 54,324 54,324 

Converse Corporal 54,222   

Live Oak Corporal 54,051 54,051 

Alamo Heights Corporal 53,310   

Alamo Heights Corporal 52,936   

Alamo Heights Corporal 51,896 51,896 

Terrell Hills Corporal 51,123   

Terrell Hills Corporal 50,654   

Terrell Hills Corporal 50,654 50,654 

Balcones Heights Corporal 50,523   

Converse Corporal 48,803   

Balcones Heights Corporal 48,360   

Olmos Park Corporal 48,195 48,195 

Converse Corporal 47,890   

Balcones Heights Corporal 47,320   

Balcones Heights Corporal 46,134   

Converse Corporal 45,553   

Balcones Heights Corporal 43,430 43,430 

Converse Corporal 43,212 43,212 

Shavano Park Corporal 42,553   

Shavano Park Corporal 42,553   

Shavano Park Corporal 39,770   

Shavano Park Corporal 39,770 39,770 
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Table 6 – Pay Structure 

 

Pay 

Grade Minimum Midpoint Maximum 

22 40,369 49,453 58,537 

23 42,387 51,926 61,464 

24 44,507 54,522 64,537 

25 46,732 57,248 67,764 

26 49,069 60,111 71,152 

27 51,522 63,116 74,709 

 

The final step of the market based job evaluation process assigns non-benchmark jobs to pay grades based 

on an analysis of internal job related factors that may influence compensation for the job.  The internal 

analysis may also adjust the market pay grades to reflect the internal relationships based on the same 

factors.  These factors include, but are not limited to reporting relationships within the organization, grade 

assignments of similar jobs in the organization, differences in job responsibilities, scope of 

responsibilities, skill requirements, specific knowledge requirements, managerial input, and other 

compensable factors.  The current analysis attempts to maintain the existing relationships between pay 

grades whenever possible. 

 

Example:  Police Department 

 

The Police Department recommendation provides an example of the internal considerations and the 

combined impact of the job evaluation options.  The average total compensation minimum from the 

survey established the initial pay grade for all jobs, except the Chief of Police.  The average total 

compensation from the survey establishes the Chief of Police pay grade.  The internal consideration 

established the relationships between the various jobs.  This reduces the pay grade for the Corporal in 

order to match the higher change in responsibility for a promotion to Sergeant. 

 

Table 7 – Police Department 

 

Job Title 

Current 

Pay 

Grade 

Total 

Comp 

Avg 

Pay 

Grade 

Total 

Comp 

Min 

Pay 

Grade Job Title Relation 

Relation 

Pay 

Grade 

Pay 

Grade 

Pay 

Grade 

Min 

Pay 

Grade 

Max 

Police Chief 30 34 38 Police Lieut. 2 34 34 72,496 105,121 

Police Lieutenant 26 29 32 Police Sergeant 3 32 32 65,756 95,348 

Police Investigator 24   Police Sergeant 0 29 29 56,803 82,366 

Police Sergeant 24 26 29 Police Corporal 4 29 29 56,803 82,366 

Police Corporal 21 23 27 Police Officer 2 25 25 46,732 67,764 

Police Officer 20 21 23     23 42,387 61,464 

 

Exhibit 3 provides the job title, various market pay grades, the recommended pay grade, and the pay range 

for each job based on the market estimates and the internal relationships.   
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EMPLOYEE PAY EVALUATION 
 

The employee pay determination component involves an evaluation of individual wages compared to the 

recommended pay ranges and an alternative process for establishing employee pay.  The analysis uses the 

compa ratio to evaluate the employee’s pay relative to the midpoint of the pay grades.  The compa ratio is 

the employee’s pay relative to the pay grade midpoint.  The compa ratio for the minimum of the pay range 

is 0.82.  The compa ratio for the maximum of the pay range is 1.18.  A compa ratio of 1.00 indicates the 

employee’s pay is at the midpoint of the pay grade. 

 

The expected average pay grade in a mature organization is between 0.95 and 1.05.  A fully qualified 

employee with seven years on the job should have a compa ratio of approximately 1.00.   

 

Exhibit 4 provides the individual pay analysis.  The current average compa ratio is 0.83.  The average 

compa ratio indicates that the City’s wages are approximately 17% below the expected wages in the 

marketplace.  In addition, the City currently pays 83% of the employees below the midpoint of the 

proposed pay grades and 64% below the recommended pay grade minimums.  The City currently pays 

one employee above the maximum of the pay grade.   

 

COST IMPLICATIONS 

 

The cost to bring the employee’s pay to the minimum of the recommended pay grades is $253,031.  The 

cost to bring all employees to the appropriate step in the new pay grade is $446,685. 
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ADDITIONAL PAY AND BENEFIT ANALYSIS 

 

The compensation plan update also reviews the City’s additional pay and benefit package compared to the 

results of the Municipality survey.  Overall, the City maintains competitive benefits compared to the other 

municipalities.  The following section provide a brief review of the pay and benefit options. 

 

Direct Compensation 

 

Annual Increases 

 

 Survey Shavano Park 

Average percentage wage increase provided for FY 2015 -2016. 2.83% 3.44% 

Average percentage anticipated wage increase for FY 2016 -2017. 2.68% 3.44% 

 

 

Auto and Phone Allowance 

 

  Auto Allowance Cell Phone Allowance Shavano Park 

Position 

# of 

Responses Average 

# of 

Responses Average Amount 

City Manager 7 5,443 10 842 $4,500 $900 

City Secretary 1 2,400 5 684   

Chief of Police 3 6,400 6 603 City Car City Phone 

Fire Chief 3 6,400 7 577 City Car City Phone 

Public Works Director 1 4,500 6 653 $4,500 $900 

 

 

Pay Options 

 

Exhibit 5 provides a complete summary of the pay options provided by the other municipalities along 

with the Shavano Park comparisons. 

 

Benefits 

 

Exhibit 6 provides the summary of the benefits comparisons.  



Werling Associates, Inc. 
 

City of Shavano Park 14  

RECOMMENDATIONS 

 

The compensation analysis presents a very challenging but unique opportunity to the City.  The base pay 

analysis shows that the City’s wages significantly lag the wages paid in other area municipalities.  In 

contrast, the benefit analysis shows that the City provide benefits that are at or above those offered by the 

other municipalities.  The lower wages provide the City with the unique opportunity to develop a strategic 

total compensation package without being encumbered by past practice or current obligations.  This 

allows the City to develop a compensation package that truly meets the needs of the City and the 

employees. 

 

The total compensation package may include the following elements: a pay level policy the identifies the 

desired mix of wages and benefits, a pay determination process that maintains equitable and competitive 

wages, pay incentives that focus employee activities on the City’s needs; and a flexible benefit package 

that allows for the city to provide exceptional benefits that meet the needs of the diverse workforce and 

maintains adequate cost controls.  

 

Pay Level Policy 

 

The total compensation pay level policy identifies the competitive level of overall compensation along 

with the desired mix of wages and benefits offered by the City.  The policy may include wages that are 

slightly lower than the market averages combined with flexible benefits that are more cost effective and 

more desirable to the employees than extra wages. 

 

Individual Pay Model (IPM) 

 

The primary decision in a base pay system is the pay for each employee.  The project uses an Individual 

Pay Model to determine the pay for each employee.  The Individual Pay Model (IPM) combines multiple 

job-related factors into a weighted equation to determine a target pay for each employee within a 

competitive pay range.  The IPM includes previous experience, time on the job, performance, and the 

current additional pay provided by the City, and certification pay.  The City may easily expand the IPM to 

fit any situation. 

 

The Individual Pay Model re-computes the employee’s pay each year rather than determining a 

percentage increase to the previous pay.  This insures that the employee’s pay is correct based on the 

factors in the model and breaks the link between the employee’s current pay and any past decisions; thus 

improving efficiency and reducing any potential liability for past pay decisions.  The IPM, when matched 

with a market based structure, provides the most complete and equitable process for determining the 

appropriate pay for all employees.   

 

Advantages 

 The most efficient model to allocate wages based on the need to retain and reward the best 

employees. 

 Provides a conservative estimate of the ideal expected pay. 

 Matches the organization’s overall pay philosophy in a competitive market. 

 Corrects many compensation problems including pay inequities, pay compression, inefficient 

pricing decisions, etc. 

 Provides an efficient pay determination process that mirrors the sophistication of other substantial 

financial decisions. 
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 Significantly reduces the risk of legal actions related to pay decisions. 

 

Disadvantages 

 Requires additional processes to evaluate the factors used in the model. 

 Requires a change in organizational culture related to compensation. 

 Requires a process to reduce overpayments to employees that are due to past inefficient pay 

decisions. 

 Results in a short term increase in labor costs to correct any past inequities. 

 Requires training for managers and employees to explain the change in pay practices. 

 

The initial Individual Pay Model equation is: 

 

Target Pay =  
Minimum of the pay grade * (1+ 

[(w) Previous experience +  

(w) Tenure in the job +  

(w) Performance + 

(w) Addl. job responsibilities+  

(w) Addl. education +  

(w) Marketability +  

(w) Certifications +  

(w) Any other job related factor 

(w) Managerial judgment)] 

 

Please note:  (w) = weights either dollars or percentage 

 

The City can use the Individual Pay Model for computing starting pay, promotional pay increases, and 

future equity adjustments.  The Excel program that supports the base pay plan contains all of the 

employee information to support the individual adjustments.    

 

Exhibit 7 provides sample Individual Pay Model computations for generic employees.  

 

Additional Pay 

 

The City offers very limited additional pay to employees.  The discussions with the employees indicated 

that the City offered additional pay in the past but discontinued the practice sometime around 2007 and 

2011.  The City currently provides certification pay for Paramedics and for PW/Wastewater Serviceman 

with Class C and Class D certifications.  The City previously offered additional pay for other 

certifications.  

 

The City should consider providing additional pay for job related certifications that provide direct benefit 

to the City, such as the Fire Inspector certification or the Fire Instructor certification.  The certifications 

directly save the City the cost of employing a Fire Marshall or Inspector.  The Instructor certifications 

also save the cost of hiring an outside consultant to train new employees.  The certification pay may also 

assist the City in developing employees for promotions. 

 

The Survey Benefits report in Exhibit 5 provides information showing the number of municipalities 

offering the various additional pay options and the average amount of the additional pay.   
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Recommendation 

 

The City may consider paying for the additional incentive by reducing the recommended pay grade 

assignments by one pay grade and adding the certification pay and other incentives to raise the potential 

pay to the market averages.  This process matches the practices in many of the other municipalities and 

ensures that the City receives a return for the additional pay. 

 

 

 

Flexible Benefits 

 

Flexible benefits provide an opportunity to provide additional benefits to the employees while actually 

reducing the overall compensation cost compared to offering higher wages.  Flexible benefits are non-

taxable, saving the City the cost associated with additional retirement contributions.  The flexible benefits 

also reduce the employee’s taxable income.  

 

Recommendation 

 

Provide a flexible benefit that has a defined level of benefits to increase employee satisfaction and at the 

same time maintain the costs for the City.  The City can develop the plan as stage two of the pay 

adjustment process.   

 

Market Adjustment Process 

 

The City faces two conflicting issues.  The relatively low pay compared to the market averages, coupled 

with the potential pay increases in several cities with similar pay levels, puts pressures on the City to raise 

wages in order to attract and retain good employees.  Conversely, the gap in wages is significantly higher 

than the annual budget for pay increases.  It will likely be significantly challenging to close the gap within 

two or even three years, especially given the continuing wage inflation for the police and fire department 

jobs. 

 

Recommendation 

 

The specific response depends on the availability of funds in 2016.  The City should increase wages to the 

extent possible over the next several years. 
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Exhibit 1 - Base Pay Structure 
 

Grade Min      Midpoint     Max 

10 22,479 23,252 24,052 24,880 25,735 26,621 27,538 28,483 29,460 30,470 31,516 32,597 

11 23,603 24,415 25,255 26,124 27,022 27,952 28,915 29,907 30,933 31,994 33,091 34,226 

12 24,783 25,636 26,517 27,430 28,373 29,349 30,361 31,402 32,479 33,593 34,746 35,937 

13 26,022 26,917 27,843 28,801 29,792 30,817 31,879 32,972 34,103 35,273 36,483 37,734 

14 27,323 28,263 29,235 30,241 31,281 32,358 33,473 34,621 35,808 37,036 38,307 39,621 

15 28,689 29,676 30,697 31,753 32,845 33,975 35,146 36,351 37,598 38,888 40,221 41,601 

16 30,124 31,160 32,232 33,341 34,488 35,674 36,903 38,169 39,478 40,833 42,233 43,682 

17 31,630 32,718 33,844 35,008 36,212 37,458 38,749 40,078 41,452 42,874 44,345 45,866 

18 33,212 34,354 35,536 36,759 38,023 39,331 40,686 42,082 43,525 45,018 46,562 48,159 

19 34,872 36,072 37,312 38,596 39,924 41,297 42,720 44,185 45,701 47,268 48,889 50,566 

20 36,616 37,876 39,179 40,526 41,920 43,362 44,856 46,395 47,986 49,632 51,334 53,095 

21 38,447 39,770 41,138 42,553 44,017 45,531 47,099 48,715 50,385 52,114 53,901 55,750 

22 40,369 41,758 43,194 44,680 46,217 47,807 49,453 51,150 52,904 54,719 56,596 58,537 

23 42,387 43,846 45,354 46,914 48,528 50,197 51,926 53,707 55,549 57,455 59,425 61,464 

24 44,507 46,038 47,622 49,260 50,954 52,707 54,522 56,393 58,327 60,327 62,397 64,537 

25 46,732 48,340 50,003 51,723 53,502 55,343 57,248 59,212 61,243 63,344 65,516 67,764 

26 49,069 50,757 52,503 54,309 56,177 58,110 60,111 62,173 64,305 66,511 68,792 71,152 

27 51,522 53,295 55,128 57,025 58,986 61,015 63,116 65,281 67,520 69,836 72,232 74,709 

28 54,099 55,960 57,885 59,876 61,936 64,066 66,272 68,545 70,896 73,328 75,843 78,445 

29 56,803 58,757 60,779 62,869 65,032 67,269 69,585 71,972 74,441 76,994 79,635 82,366 

30 59,643 61,695 63,817 66,012 68,283 70,632 73,064 75,570 78,162 80,843 83,616 86,484 

31 62,625 64,779 67,008 69,313 71,697 74,164 76,717 79,348 82,070 84,885 87,797 90,808 

32 65,756 68,018 70,358 72,779 75,282 77,872 80,553 83,316 86,173 89,129 92,186 95,348 

33 69,044 71,419 73,876 76,418 79,046 81,765 84,580 87,481 90,482 93,585 96,795 100,116 

34 72,496 74,990 77,570 80,238 82,999 85,854 88,809 91,855 95,006 98,265 101,635 105,121 

35 76,121 78,740 81,448 84,250 87,149 90,146 93,249 96,448 99,756 103,178 106,717 110,377 

36 79,927 82,677 85,521 88,463 91,506 94,654 97,912 101,270 104,744 108,336 112,052 115,896 

37 83,924 86,811 89,797 92,886 96,081 99,386 102,807 106,334 109,981 113,753 117,655 121,691 

38 88,120 91,151 94,287 97,530 100,885 104,356 107,948 111,650 115,480 119,441 123,538 127,775 

39 92,526 95,709 99,001 102,407 105,930 109,574 113,345 117,233 121,254 125,413 129,714 134,164 

40 97,152 100,494 103,951 107,527 111,226 115,052 119,012 123,094 127,316 131,683 136,200 140,872 

41 102,010 105,519 109,149 112,903 116,787 120,805 124,963 129,249 133,682 138,267 143,010 147,915 

42 107,110 110,795 114,606 118,549 122,627 126,845 131,211 135,711 140,366 145,181 150,160 155,311 

43 112,466 116,335 120,337 124,476 128,758 133,187 137,771 142,497 147,384 152,439 157,668 163,076 
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Exhibit 2 - Competitive Compa Ratio Analysis 

 

Name Job Title 

Annual 

Pay 

Total 

Compensation 

Average 

Competitive 

Compa 

Ratio 

Hill, William City Manager 120,182 122,954 0.98 

Tedford, Zina City Secretary 71,972 58,923 1.22 

Feagins, Lara Finance Director 71,972 74,744 0.96 

Vaccant AP/HR Assistant    

Knuffke, Marisa Permit/Receptionist Clerk 33,975 34,238 0.99 

Leeth, Curtis Planner/Information Tech 41,758   

       

Robles, Dawn Court Clerk 36,352 43,159 0.84 

       

Peterson, Brandon   Director PW  62,869 82,319 0.76 

Stone, Peggy  Pw/Water Office Mgr 43,681 41,557 1.05 

Barrera, Benjamin  PW Serviceman 35,936 29,871 1.20 

Salgado, Rudolpho B  PW Serviceman 31,401 29,871 1.05 

       

Graff, Christopher  Water Serviceman 30,360 29,871 1.02 

Ramirez III, Mike  Water Serviceman 29,349 29,871 0.98 

Lynch Jr, William F PW/Water Foreman 37,598 43,068 0.87 

Morales, Daniel PW/Water Serviceman 31,401 29,871 1.05 

       

Cantu, Gilbert Police Officer 36,616 46,264 0.79 

Casares, Robert M Police Sergeant 46,038 60,507 0.76 

Catoe, Amanda Police Officer 37,876 46,264 0.82 

Creed, David W Police Chief 68,283 87,503 0.78 

De Leon, Blanca Gisela Investigator/Sgt 49,260 61,860 0.80 

Ebrom, Matthew J Police Sergeant 47,622 60,507 0.79 

Flores, Ricardo Police Sergeant 47,622 60,507 0.79 

Garcia, Karen E Police Secretary 41,601 38,026 1.09 

Kerr, Michael Q Police Officer/Code 37,876 47,485 0.80 

Martinez, Carlos A Police Officer 40,526 46,264 0.88 

Nakazono, Mario K Police Sergeant 52,707 60,507 0.87 

Page III, Richard Interim Police Lt 50,757 68,961 0.74 

Quintanilla, Roland V Police Corporal 42,553 52,242 0.81 

Semlinger, Aaron A Police Corporal 42,553 52,242 0.81 

Torres, Aaron Police Officer 41,920 46,264 0.91 

Trimble, Christopher  Police Corporal 39,770 52,242 0.76 

Villanueva, Jamie Police Corporal 39,770 52,242 0.76 

       

Ambriz, Eric M Firefighter/Paramedic 48,955 55,638 0.88 

Dehart, Gregory S Lieutenant/A-Shift 49,397 57,710 0.86 

Fennell, Larry A Firefighter 43,313 55,638 0.78 

Garner, Jared N Firefighter/Paramedic 47,515 56,447 0.84 

Grose, Thomas C Lt/Paramedic 48,788 57,710 0.85 



Werling Associates, Inc. 
 

City of Shavano Park 19  

Name Job Title 

Annual 

Pay 

Total 

Compensation 

Average 

Competitive 

Compa 

Ratio 

Hernandez, Ivan A Capt/Paramedic B-Shift 62,824 65,807 0.95 

Keuper, Jeffrey Lt/Paramedic 48,788 57,710 0.85 

Lara, Michael Firefighter/Paramedic 44,776 55,638 0.80 

Mccord, Eric J Firefighter 39,134 55,638 0.70 

Mendoza, Angel Firefighter 39,134 55,638 0.70 

Mullins, Kyle W Captain/B-Shift 51,665 65,807 0.79 

Naughton, Michael P Fire Chief 80,845 86,779 0.93 

Rubio, Jason L  Firefighter  41,873 55,638 0.75 

Richards, II Samuel J Captain/C-Shift 57,182 65,807 0.87 

Tedrow, Adam W Firefighter/Paramedic 47,515 56,447 0.84 

Weaver, Sean M Firefighter/Paramedic 44,776 56,447 0.79 

Woodruff, Gregory A Firefighter 47,099 55,638 0.85 
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Exhibit 3 – Pay Grades 
 

Job Title 

Current 

Pay 

Grade 

San 

Antonio

Survey 

Pay 

Grade 

Total 

Comp 

Avg. 

Pay 

Grade 

Total 

Comp 

Min 

Pay 

Grade 

Link to Job 

Title Relation 

Relation 

Pay 

Grade 

Pay 

Grade 

Pay 

Grade 

Min 

Pay 

Grade 

Mid 

Pay 

Grade 

Max 

City Manager 36   41 30       41 102,010 124,963 147,915 

Police Chief 30   34 38 Police Lieut. 2 36 34 72,496 88,809 105,121 

Dir. Public Works 29   32 37       32 65,756 80,553 95,348 

Fire Chief 30   34 38       34 72,496 88,809 105,121 

Finance Director 29   30 35       30 59,643 73,064 86,484 

Police Lieutenant 26   29 32 Police Sergeant 3 32 32 65,756 80,553 95,348 

Fire Captain 24   28 30 Fire Lieutenant 2 30 30 59,643 73,064 86,484 

Fire Lieutenant 21   25 29 Firefighter 3 28 28 54,099 66,272 78,445 

Police Investigator 24     Police Sergeant 0 29 29 56,803 69,585 82,366 

Police Sergeant 24   26 29 Police Corporal 4 29 29 56,803 69,585 82,366 

Police Corporal 21   23 27 Police Officer 2 25 25 46,732 57,248 67,764 

City Secretary 29   26 30       26 49,069 60,111 71,152 

Firefighter 19   24 25       25 46,732 57,248 67,764 

Firefighter/EMT 19   25 25       25 46,732 57,248 67,764 

Planner/Inform Systems 22 22         22 40,369 49,453 58,537 

Police Officer 20   21 23       23 42,387 51,926 61,464 

Police Officer/Code  20           23 42,387 51,926 61,464 

Court Clerk 15   19 23       19 34,872 42,720 50,566 

PW Office Manager 16 16 18 23 Police Secretary 1 18 18 33,212 40,686 48,159 

Police Secretary 15 16 17 21       17 31,630 38,749 45,866 

AP/HR Asst. 15 16 16 20       16 30,124 36,903 43,682 

Permits Clerk/Recept.. 15 16 14 19       15 28,689 35,146 41,601 

PW Foreman 15   19 24 PW Serviceman 3 15 15 28,689 35,146 41,601 

PW Serviceman 12   12 15       12 24,783 30,361 35,937 
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Exhibit 4 – Individual Pay Analysis 
 

Name Job Title 

Annual 

Pay 

Pay 

Grade 

Grade 

Min 

Grade 

Mid 

Grade 

Max 

Current 

Compa 

Ratio 

Hill, William City Manager 120,182 41 102,010 124,963 147,915 0.96 

Tedford, Zina City Secretary 71,972 26 49,069 60,111 71,152 1.20 

Feagins, Lara Finance Director 71,972 30 59,643 73,064 86,484 0.99 

Vaccant AP/HR Assistant  16 30,124 36,903 43,682  

Knuffke, Marisa Permit/Recp. Clerk 33,975 15 28,689 35,146 41,601 0.97 

Leeth, Curtis Planner/Info.Tech. 41,758 22 40,369 49,453 58,537 0.84 

        

Robles, Dawn Court Clerk 36,352 19 34,872 42,720 50,566 0.85 

        

Peterson, Brandon Director Pw 62,869 32 65,756 80,553 95,348 0.78 

Stone, Peggy L PWWater Office Mgr 43,681 18 33,212 40,686 48,159 1.07 

Barrera, Benjamin PW Serviceman 35,936 12 24,783 30,361 35,937 1.18 

Salgado, Rudolpho PW Serviceman 31,401 12 24,783 30,361 35,937 1.03 

        

Graff, Christopher Water Serviceman 30,360 12 24,783 30,361 35,937 1.00 

Ramirez III, Mike Water Serviceman 29,349 12 24,783 30,361 35,937 0.97 

Lynch Jr, William PW/Water Foreman 37,598 15 28,689 35,146 41,601 1.07 

Morales, Daniel PW/Water 

Serviceman 

31,401 12 24,783 30,361 35,937 1.03 

        

Cantu, Gilbert Police Officer 36,616 23 42,387 51,926 61,464 0.71 

Casares, Robert M Police Sergeant 46,038 29 56,803 69,585 82,366 0.66 

Catoe, Amanda Police Officer 37,876 23 42,387 51,926 61,464 0.73 

Creed, David W Police Chief 68,283 34 72,496 88,809 105,121 0.77 

De Leon, Blanca Investigator/Sgt 49,260 29 56,803 69,585 82,366 0.71 

Ebrom, Matthew J Police Sergeant 47,622 29 56,803 69,585 82,366 0.68 

Flores, Ricardo Police Sergeant 47,622 29 56,803 69,585 82,366 0.68 

Garcia, Karen E Police Secretary 41,601 17 31,630 38,749 45,866 1.07 

Kerr, Michael Q Police Officer/Code 37,876 23 42,387 51,926 61,464 0.73 

Martinez, Carlos Police Officer 40,526 23 42,387 51,926 61,464 0.78 

Nakazono, Mario Police Sergeant 52,707 29 56,803 69,585 82,366 0.76 

Page III, Richard Interim Police Lt 50,757 32 65,756 80,553 95,348 0.63 

Quintanilla, Roland Police Corporal 42,553 25 46,732 57,248 67,764 0.74 

Semlinger, Aaron Police Corporal 42,553 25 46,732 57,248 67,764 0.74 

Torres, Aaron Police Officer 41,920 23 42,387 51,926 61,464 0.81 

Trimble, Christopher Police Corporal 39,770 25 46,732 57,248 67,764 0.69 

Villanueva, Jamie Police Corporal 39,770 25 46,732 57,248 67,764 0.69 

        

Ambriz, Eric M Firefighter/Paramedic 48,955 25 46,732 57,248 67,764 0.86 

Dehart, Gregory S Lieutenant/A-Shift 49,397 28 54,099 66,272 78,445 0.75 

Fennell, Larry A Firefighter 43,313 25 46,732 57,248 67,764 0.76 

Garner, Jared N Firefighter/Paramedic 47,515 25 46,732 57,248 67,764 0.83 
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Name Job Title 

Annual 

Pay 

Pay 

Grade 

Grade 

Min 

Grade 

Mid 

Grade 

Max 

Current 

Compa 

Ratio 

Grose, Thomas C Lt/Paramedic 48,788 28 54,099 66,272 78,445 0.74 

Hernandez, Ivan A Capt/Paramedic B-

Shift 

62,824 30 59,643 73,064 86,484 0.86 

Keuper, Jeffrey Lt/Paramedic 48,788 28 54,099 66,272 78,445 0.74 

Lara, Michael Firefighter/Paramedic 44,776 25 46,732 57,248 67,764 0.78 

Mccord, Eric J Firefighter 39,134 25 46,732 57,248 67,764 0.68 

Mendoza, Angel Firefighter 39,134 25 46,732 57,248 67,764 0.68 

Mullins, Kyle W Captain/B-Shift 51,665 30 59,643 73,064 86,484 0.71 

Naughton, Michael Fire Chief 80,845 34 72,496 88,809 105,121 0.91 

Rubio, Jason L Firefighter 41,873 25 46,732 57,248 67,764 0.73 

Richards, II Samuel Captain/C-Shift 57,182 30 59,643 73,064 86,484 0.78 

Tedrow, Adam W Firefighter/Paramedic 47,515 25 46,732 57,248 67,764 0.83 

Weaver, Sean M Firefighter/Paramedic 44,776 25 46,732 57,248 67,764 0.78 

Woodruff, Gregory Firefighter 47,099 25 46,732 57,248 67,764 0.82 
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Exhibit 5 – Pay Options 
 

Benefit 

# of 

Responses Average 

Shavano 

Park 

Education Reimbursement 1 1,350   

Education Level       

Associate's Degree       

     All Employees 3 667   

     Police 4 750   

     Fire 3 667   

Bachelor's Degree       

     All Employees 3 1,233   

     Police 4 1,425   

     Fire 3 1,233   

Master's Degree       

     All Employees 2 1,350   

     Police 2 1,350   

     Fire 2 1,350   

Longevity Pay 7 166   

Certification Pay     

Public Works 3 417   

     Level 1 2 440 $600  

     Level 2 2 480 $1,200 

     Level 3 1 900   

     Level 4       

EMS 2 520   

     Basic 2 650   

     Intermediate       

EMT 1 600   

     Basic 2 1,490   

     Intermediate 1 1,200   

     Advanced 2 4,180   

Paramedic     $5,200  

Police 0 0   

     Basic 4 775   

     Intermediate 4 1,335   

     Advanced 4 1,863   

     Master       

Fire Department 2 260   

     Basic 4 580   

     Intermediate 4 1,010   

     Advanced 4 1,440   
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Benefit 

# of 

Responses Average 

Shavano 

Park 

     Master       

      

Shift Differentials 1 2.00   

All Employees 1 3.00   

     Low 2 2.52   

     High 3 417   

Police Department 2 440 $0.87 
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Exhibit 6 – Benefit Coverage 
 

Benefits 

 

Paid Leave - Employees 

Other Than Fire 

# of 

Responses 

Avg. # of 

Days 

# of 

Responses 

Maximum 

Accrual 

Shavano 

Park 

Paid Holidays 10 11.50     11 

Bereavement 9 3.25     3 

Jury Duty 8 6.00     10 

Paid Personal Days* 2 1.00       

Paid Vacation Days           

    During 1st year of service 11 7.18 7 22.43 5 

   1 – 5 years of service 11 9.64 8 27.13 8 

   6 – 10 years of service 11 12.00 8 30.28 12 

   11 – 15  years of service 11 14.73 8 31.94 20 

   Over 15 years of service 11 18.77 8 35.22 20 

Paid Sick Days           

   During 1st year of service 9 11.67 6 0.00 13 

   1 – 5 years of service 8 11.75 6 79.40 13 

   6 – 10 years of service 8 12.00 6 79.80 13 

   11 – 15  years of service 8 12.13 6 80.00 13 

   Over 15 years of service 8 12.13 6 80.00 13 
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Healthcare 

 

Coverage - Medical* 

Employer Monthly 

Contribution 

Employee Monthly 

Contribution Shavano Park 

#  

Avg. 

Contribution #  

Avg. 

Contribution 

Avg. 

Contribution 

Avg. 

Contribution 

 Employee 11 $445.99 11 $37.71 $450  

 Employee & Spouse 11 $528.32 11 $450.33   

 Employee & 

Dependents 11 $521.70 11 $320.75   

 Employee & Family 11 $610.03 11 $743.60   

       

Coverage - Dental 

Employer Monthly 

Contribution 

Employee Monthly 

Contribution Shavano Park 

#  

Avg. 

Contribution #  

Avg. 

Contribution 

Avg. 

Contribution 

Avg. 

Contribution 

 Employee 10 $24.24 11 $3.66 26.08 $0.00 

 Employee & Spouse 10 $28.43 11 $26.90 34.88 $26.40 

 Employee & 

Dependents 10 $29.05 11 $32.85 33.57 $22.47 

 Employee & Family 10 $32.98 11 $54.51 39.11 $39.07 

         

Coverage - Vision* 

Employer Monthly 

Contribution 

Employee Monthly 

Contribution Shavano Park 

#  

Avg. 

Contribution #  

Avg. 

Contribution 

Avg. 

Contribution 

Avg. 

Contribution 

 Employee 9 $4.72 12 $3.30 $6.76 $0.00 

 Employee & Spouse 8 $5.03 11 $10.13 $10.14 $10.12 

 Employee & 

Dependents 8 $4.90 11 $10.99 $10.14 $10.12 

 Employee & Family 9 $5.77 12 $15.90 $10.14 $10.12 

 

 

Flexible Benefits Plan/Cafeteria Plan 

 

 Number Average 

Organization’s monthly contribution  4 305.00 

 

 

Retirement 

 

 Average Shavano Park 

Average percent contribution to all employees' retirement accounts 

as a percentage of total wages in 2015. 

15.10% 13.74% 

* The city of Shavano Park pay 2:1 @ 7%  
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Exhibit 7 – Sample Individual Pay Model 
 

 

1/1/2005

13 1/1/2010

2

12

1 24,783.00

2 24,783.00

3 30,360.82

0 35,937.36

Score Dollar Value

$24,783.00

0.00

0.00

0.00

4.84

4.11 1,529.36

6.50 3949.45

0 0.00

0 0.00

0 0.00

0 0.00

0.00 $0.00

0.00 $0.00

0.00

30,000

1.80%

30,540

30,262

30,540

1.80%

Additional Pay

2016 Target Base Pay:

2016 Base Pay:

Additional pay discretion:

2016 Performance

Additional Pay $ Education:

2017 Performance

2016 Increase:

2015 Base Pay:

2016 Minimum Increase:

2016 Minimum Base Pay:

Job #:

Required Education:

Required Experience:

IPM Category

External experience beyond job requirements (Related jobs):

External experience beyond job requirements (Same job):

Starting Pay:

Additional Pay $ Certification:

Additional Pay $:

Additional Pay $ Job Duties:

Factor

Internal experience beyond job requirements (Same Job):

Internal experience beyond job requirements (Related Jobs):

Credited Job Exerience:

Time on job at implementation:

Longevity Pay:

Employee Information

Jack Reynolds

Job Information

PW Serviceman

Pay Computation

Employee Name:

Employee Number:

Education

Date in Org:

Date on Job:

Pay Grade:

Grade Minimum:

Stating Pay:

Grade Midpoint:

Grade Maximum:

Job Title:
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Exhibit 7 – Sample Individual Pay Model 
 

 

6/1/2015

45 6/1/2015

3

25

1 46,732.35

2 46,732.35

1 57,248.47

0 67,763.60

Score Dollar Value

$46,732.35

5.58

0.00

0.00

0.00

5.58 3,843.74

1.08 3042.28

0 0.00

0 0.00

0 0.00

0 0.00

0.00 $0.00

0.00 $0.00

0.00

42,000

1.80%

42,756

53,618

53,618

27.66%

Additional Pay

2016 Target Base Pay:

2016 Base Pay:

Additional pay discretion:

2016 Performance

Additional Pay $ Education:

2017 Performance

2016 Increase:

2015 Base Pay:

2016 Minimum Increase:

2016 Minimum Base Pay:

Job #:

Required Education:

Required Experience:

IPM Category

External experience beyond job requirements (Related jobs):

External experience beyond job requirements (Same job):

Starting Pay:

Additional Pay $ Certification:

Additional Pay $:

Additional Pay $ Job Duties:

Factor

Internal experience beyond job requirements (Same Job):

Internal experience beyond job requirements (Related Jobs):

Credited Job Exerience:

Time on job at implementation:

Longevity Pay:

Employee Information

John Smith

Job Information

Firefighter

Pay Computation

Employee Name:

Employee Number:

Education

Date in Org:

Date on Job:

Pay Grade:

Grade Minimum:

Stating Pay:

Grade Midpoint:

Grade Maximum:

Job Title:



CITY COUNCIL STAFF SUMMARY 

Meeting Date: July 19, 2016      Agenda item:  5.2 

Prepared by: Brandon Peterson     Reviewed by:  Bill Hill 

     

AGENDA ITEM DESCRIPTION:   

5.2 Presentation / Discussion - Replacement of the SCADA system in FY 2016-17 – City 

Manager 

 

 Attachments for Reference:        1) 5.2a 2007 SCADA System upgrades letter 

2) 5.2b SCADA Cost Summary 

3) 5.2c 2015 Problem Log (May-Aug) 

4) 5.2d 2016 Problem Log (March- May) 

5) 5.2e 2014 WAC Minutes (SCADA Problems) 

6) 5.2f Water Department – Director’s six (6) month 

assessment 

7) 5.2g CoSP Existing/Potential Network 

Architecture w/notes 

8) 5.2h Description of SCADA System Benefits  

 

BACKGROUND / HISTORY:  The system is approximately 15 years old.  The software is 

MOSCAD which is antiquated and is not the industry standard.  Only one firm has operators 

(only two) that have only a basic understanding of the programming. Hardware is obsolete and 

some components cannot be bought new and replacement parts are harder to get.  The radios 

(Motorola) are not the industry standard and work poorly.  Malfunctions of the SCADA system 

are routine and occur multiple times in a week (often after duty hours or on weekends). Well #6 

does not communicate with the system, equipment is inoperable and replacement parts are not 

available.  When one well radio overheats in the summer, it shuts the whole system down.  There 

are a number other issues. A description of SCADA benefits is included in Attachment #8. 

 

DISCUSSION:  Problems with the SCADA system have been documented since 2007. On 

December 31, 2007 Mr. Ray Ashinhurst wrote a letter requesting evaluation of the SCADA 

system and provided supporting documents that outlined an extensive listing of shortfalls and 

challenges (Attachment #1). In this letter, he states that “due to budgetary constraints, the 

SCADA was not installed to work at its full potential.” 

 

The cost to purchase the SCADA in 2000 was approximately $78,000. Since 2008, the City has 

spent at least $161,705 in repairs/improvements (Attachment #2). This equates to approximately 

X 



$18,000 per year. Future repairs to the system are possible for only some components and 

continued repairs are not economically efficient. 

 

The City has continuously experienced SCADA issues over the years, however a detailed 

accounting/log does not exist. However, Lou Mintz did keep a log for a short time in 2015, 

which illustrates the nature and frequency of the problem (Attachment #3). Additionally, 2016 

problems are reflected in a log (Attachment #4) and 2014 issues captured in the WAC meetings 

(Attachment #5). Finally, the Director of Public Works/Water concluded in his six month 

assessment that the SCADA System needed replacement (Attachment #6). This conclusion was 

based upon numerous site visits and telephone calls with subject matter experts. 

 

For a recent example, on July 6th and 7th the SCADA system did not operate properly due to a 

combination of issues. 1) Communication lag time 2) VFD’s are not programmed into the 

SCADA system 3) Alarm messages are being skipped. 4) PLC cabinets and equipment are 

overheating 

 

As a result multiple problems occurred in maintaining proper water levels in the Shavano GST 

and EST. On July 6th PW/W Director and Willie began to manually adjusting pressure 

parameters within the Huebner VFD’s. Issue resolved at approximately 10:30 PM. 

 

On July 7th PW/W Director received first alarm at 6:30 am of EST not maintaining proper levels. 

Water Department spent the next couple of hours adjusting pressures and well pumps. 

 

During the evening the PW/W Director received an alarm at 9:30 PM with regards to the 

Shavano GST maintaining proper levels. Again the SCADA system could not be adjusted 

remotely. Issue was resolved at midnight. 

 

In October 2015, City Manager Hill requested a site visit with Prime Controls, the company that 

services our SCADA system. Prime provided a summary of the extensive number of issues with 

our existing system. Furthermore, they provided a diagram of the existing system with a diagram 

of a potential new system (Attachment #7). 

 

Discussions centered on whether significant upgrades to the system could be accomplished or 

whether the entire system should be replaced. Upgrades to the system would only bring the 

capability to that of 2010 technology and includes a number of issues. 

 

COURSES OF ACTION: Replace the entire SCADA with a current system or continue using 

the old obsolete system after doing significant upgrades. 

 



FINANCIAL IMPACT:  Replacement of the existing system is estimated to range between 

$175,000 to $250,000. The cost to upgrade the existing system and maintain it is unknown. 

During the budget process, refinement will be completed by getting cost estimates in order to 

more accurately budget.   

 

MOTION REQUESTED: Approve the replacement of the SCADA System in order to budget 

the replacement in the FY 2016-17 period.  



























































CITY COUNCIL STAFF SUMMARY  

Meeting Date: July 19, 2016      Agenda item: 5.3 

Prepared by: Lara Feagins      Reviewed by:  Bill Hill 

      

AGENDA ITEM DESCRIPTION: 

5.3. Presentation / discussion - Overview of the FY 2016-17 budget process, current status 

and orientation on proposed FY2016-17 budget - City Manager / Finance Director 

 

 Attachments for Reference:  Hard Copies provided at workshop 

       

 

BACKGROUND / HISTORY:   

 

DISCUSSION:  

Budget binders will be passed out at the meeting with information regarding budget basics, chart 

of accounts and historical data.  Throughout the budget process, you will receive additional 

information which will be added to your binders.  

COURSES OF ACTION:  N/A 

 

FINANCIAL IMPACT:  None Specific to this discussion.  

 

MOTION REQUESTED:  N/A 

 

 



CITY COUNCIL STAFF SUMMARY  

Meeting Date: 7-19-16       Agenda item: 5.2 

Prepared by:  Bill Hill      Reviewed by:  Bill Hill 

      

AGENDA ITEM DESCRIPTION: 

Presentation / Discussion – goals, objectives and City Council Guidance for FY  

2016-17 – City Manager 

 

 Attachments for Reference:  1) Draft FY 2016-17 Goals and Objectives 

       2) Staff Draft FY 2016-17 Goals and Objectives 

 

BACKGROUND / HISTORY:  The past two years during the budget process, City Council has 

prepared Goals and Objectives.  Last year, City Council selected seven overarching goals and 

then assigned various objectives to each goal.  This approved list was included in the annual 

budget as well as the Staff Department Goals and Objectives.   

 

DISCUSSION:  Using last year’s approved list of goals and objectives, Staff updated the list by 

removing strike though those objectives that have been or will be completed as a starting point 

(Attachment 1).  Council should first review the Goals and revise / add to the list.  Once goals 

are established, Council should establish supporting objectives.  Staff has worked a draft listing 

of FY 2016-17 goals and objectives by department (Attachment 2).  Council should review this 

list as a starting point for adopting some of the Staff objectives as Council objectives.  

 

During the Workshop on June 6th, Council reviewed the Mission, Values, Essential Task List, 

Strategic Goals and the objectives for the first four goals.  Staff has made revisions as discussed. 

The objectives supporting the last four goals require review and update.  

 

COURSES OF ACTION:  Revise Draft FY 2016-17 goals and objectives as required 

 

FINANCIAL IMPACT:  None directly, but approved objectives often have funding 

requirements in the future budget.  

 

MOTION REQUESTED:  N/A 

 

X 



Strategic Goals and Objectives 
 

Strategic Vision 

 

Shavano Park is a premier, diverse and welcoming community that celebrates our small town 

character, multigenerational heritage, urban energy, and natural habitat. 

 

Mission 

 

The City of Shavano Park provides exceptional leadership and delivers exemplary municipal 

services in a professional, cost-effective and efficient manner to citizens, business owners and 

visitors in order to facilitate economic growth and enable an exceptional quality of life and 

workplace consistent with our small town values and character. 

 

Values 

• Honesty  

• Integrity 

• Accountability 

• Excellence 

• Professionalism 

• Innovation  

• Inclusiveness  

• A commitment to Open, clear, proactive and transparent communications and Government 

• Responsiveness and Customer Service  

 

Essential Task List 

 

• Provide, Efficiently Use, and Protect Fiscal Resources 

• Man the Staff  Maintain Effective Staffing Resources 

• Provide and Maintain Infrastructure 

• Maintain a Superior Water System 

• Provide Police Services Protection 

• Provide Fire / EMS Services Protection 

• Conduct Municipal Planning 

• Enforce Ordinances / Standards consistently  

• Provide Outstanding Customer Service to citizens and visitors 

  



Strategic Goals 

 
• Provide excellent municipal services while anticipating future requirements  

• Protect and provide a city-wide safe environment  

• Protect City property values, while enhance ing resources and maintaining fiscal discipline  

• Maintain excellent infrastructure (buildings, streets and utilities)  

• Enhance and support commercial business activities and opportunities 

• Enhance the City image and maintain a rural atmosphere  

• Promote effective communications and outreach with citizens  

• Mitigate storm water runoff 

 

Objectives 

 

Provide excellent municipal services while anticipating future requirements  

 

• Provide exceptional customer service to citizens and visitors 

• Enforce ordinances / policies consistently  

• Create a Policy Continuity Book 

• Conduct a staff Compensation Study 

• Engage residents to participate in municipal planning 

• Review Contracts /Professional Services and request RFQs as appropriate 

 

Protect and provide a city-wide safe environment  

 

• Effectively conduct “Community Policing” to keep Shavano Park citizens safe 

• Actively respond to citizen concerns 

• Proactively enforce city ordinances, criminal statutes and Texas Transportation Code 

provisions violations 

• Proactively pursue reduction of neighborhood crime across the city 

• Consistently maintain average police and fire response times to 3-4 minutes 

• Routinely emphasize friendly “customer service” and image of to City while patrolling 

• Effectively communicate to citizens police security efforts in crime control measures and 

trends 

• Install a barbed wire fence along Cliffside Road as recommended by the City Engineer 

 

Protect City property values, while enhance ing resources and maintaining fiscal discipline 

 

• Investigate revenue enhancement options 

• Establish Reserve Policies  

• Initiate replenishment of the -Continue growth of the Oak Wilt Fund 



• Earn the Texas Comptroller Transparency Star Circle Award  

• Earn Government Finance Officers Association Budget Award 

• Continue funding of the Capital Replacement Fund 

• Maintain Reserves IAW our Fund Balance Policy 

 

 

Maintain excellent infrastructure (buildings, streets and utilities)  

 

• Develop / maintain a city-wide street assessment, maintenance, and replacement schedule 

• Assess options for NW Military Hwy; possible Metropolitan Planning Organization 

(MPO)  Project 

• Continue to implement asphalt preservation applications from DeZavala south through 

the “Estates” beginning on the west side of NW Military from Pond Hill to DeZavala – 

applications include crack seal and seal coat to assist in maintaining pavement conditions 

• Implement environmentally friendly parking options (City Hall South) 

• Establish a plan to paint, repair Elevated Storage Tank including efficient plan for 

supplying water to the residents of City of Shavano Park (CoSP) during refurbishing and 

repair period   

• Develop plan to replace the two (2”) inch water mains along the easement in vicinity of 

Cliffside Drive (200 block) 

• Investigate Replace the SCADA communications system 

• Assess existing street lights for cost savings and down lighting 

• Assess water system dead end issues  Investigate water system looping issues along 

Cliffside Drive 

• Initiate Assessment of city requirements for NW Military MPO project scheduled for 

2020. 

• Assess requirements of the Ground Storage Tank (GST) top (paint) 

• Develop a plan to replace street signs in the Shavano Creek subdivision  

 

Enhance and support commercial business activities and opportunities 

 

• Prepare a business directory as a Supplement to the Shavano Park Directory 

• Update Technical Codes 

• Complete a Certificate of Occupancy Ordinance 

• Revise the Table of Uses to require “CC” designation for Assisted Living Facilities 

• Review and update the Table of Uses for new business opportunities (O-1, B-1, and B-2 

Zoning Categories) 

• Consider a business fair 

 

 



Enhance the City Image while maintaining a rural atmosphere  

• Develop a “branding” campaign; rebrand Roadrunner Stickers 

• Gain “stylized” intellectual property rights to the Roadrunner image used on City Pylon 

signs 

• Emphasis friendly customer service and make opportunities to engage with public 

• Establish Hike and Bike trail north from Lockhill Selma to Salado Creek 

• Establish an effective tree plan and perform tree maintenance on all municipal property 

as needed 

• Consider solicitation of donation of a pavilion to the City for the City 

• Contract a professional landscaper for maintenance of City Hall property 

• Install monument signs on Cliffside 

• Monument completion, lighting and beautification for South and Southwest entrances to 

City 

• Plan the creation of a Veteran’s Memorial 

• Establish an effective Tree Committee 

• Earn Tree City USA recognition 

• Consider permanent green space on the municipal tract 

 

Promote effective communications and outreach with citizens  

  

• Develop a City Communications Plan 

• Develop a City Publications Policy 

• Create a Use of City Hall Policy 

• Conduct four City sponsored events (Arbor Day, Independence Day, National Night Out, 

December Celebration) 

• Create and maintain a new and improved website 

• Conduct written engagements with Citizens (Recycle Program, RR Stickers, Key 

Numbers, i-INFO)  

• Develop a plan for Movie night – 1x year 

 

Mitigate storm water runoff 

 

• Develop a prioritized plan to address City drainage issues 

• Consider drainage improvements  

• Provide maintenance of our storm water to include inlets and channels, ensuring proper 

drainage into our watersheds 

• Conduct a brush clearing project in the drainage from Bent Oak to Cliffside 

• Conduct a brush clearing project in the drainage from Cliffside to NW Military 

 



Administration Department – 601 
DRAFT 

 

Goals: 
 Provide exceptional customer service to citizens and visitors. 

 Provide, efficiently use, and protect fiscal resources through sound financial practices 

and procedures. 

 Hire and Maintain the best team possible based upon the resources available 

 Conduct effective master planning. 

 Enforce ordinances / policies consistently. 

 Improve communications effectiveness with citizens. 

 Provide planning and research support to City Staff and Council. 

 Maintain city IT infrastructure in coordination with IT contractor. 

 

Objectives: 
 Improve the accessibility of City communications by growing digital presence. 

 Maintain an informative and useful website. 

 Earn the Texas Comptroller Transparency Award. 

 Earn Government Finance Officers Association Budget Award. 

 Conduct a review and update the Employee Handbook. 

 Coordinate the completion of the Hike and Bike trail north from Lockhill Selma to Salado 

Creek. 

 Initiate assessment of city requirements for NW Military Hwy MPO Project scheduled for 

2020. 

 Analyze the current phone and internet system for upgrade / cost savings. 

 Continue to provide quality City presentations. 

 Improve the visual quality of City Council presentations. 

 
 
 
 
 



Public Works Department – 603 
DRAFT 

 

Mission Statement 

The Shavano Park Public Works Department conducts master planning and 
continuously provides essential public infrastructure services in a prompt, 

courteous, safe, efficient, and cost-effective manner to the citizens and business 
owners of Shavano Park in order to meet current and long-term infrastructure 

services. 

Goals: 
 Provide high quality services in the design, construction and renovation of streets, 

drainage, and transportation facilities. 

 Improve employee development to include educational training and development 

opportunities. 

 Maintain strategic partnerships with governmental agencies, private construction and 

consulting organizations to leverage resources essential to improving service, delivery 

and maximizing efficiencies. 

 Provide maintenance of our storm water to include inlets and channels, ensuring proper 

drainage into our watersheds. 

 Provide a service in a “customer first” manner.  

 

Objectives: 
 Implement a tree maintenance program around Fire Station, Public Works and the 

triangle property. 

 Continue to implement asphalt preservation applications beginning on the west side of 

NW Military from DeZavala to Huebner. Applications include crack seal and fog seal to 

assist in maintaining pavement conditions within City. 

 Continue to provide ground maintenance for the City Hall building, municipal tract, 

garden areas and islands throughout Shavano Park as well as maintain the integrity of 

the monuments throughout the City. 

 Replace the side shingle roof on City Hall, due to deterioration as a result of the six (6) 

recent leaks in the building 

 Build an additional overhang to house Public Works / Water heavy equipment 

 Investigate energy efficient ideas to help ensure city facilities are energy efficient.  

 Provide a full street evaluation and propose a 5 to 10 year street maintenance program. 

 Maintain a zero (0) lost time accident rate. 

 Improve the preventative maintenance program for Public Works equipment to include 

daily, weekly and monthly checks. 



 Provide effective safety and occupational training opportunities. 

 Improve work order communication and efficiency with field staff.  

 Partner with TxDOT to provide a clean right of way (ROW) along NW Military Hwy. 

 Coordinate as required with other service providers (City Public Service, San Antonio 

Water System, Bexar County, Cable providers, etc.) 

 Conduct brush clearing projects as required within public ROW within capability and 

include storm water clearage. (Cliffside/Bent Oak/NW Military). 

 Initiate an engineer study of Elm Springs to provide drainage solution to go along with 

TxDOT MPO improvements to NW Military. 

 Respond in a prompt manner to earn the trust of residents. 

 Begin assessment of city requirements for NW Military Hwy MPO Project scheduled for 

2020. 

 Provide mobile access to City inventory and service requests in Public Works trucks. 

 Provide additional computer in PW/W building for servicemen training.  



Fire Department -604 

DRAFT 
 
Mission Statement 
 

The City of Shavano Park Fire Department continuously works to prevent and 
suppresses fires, educates and rescues citizens, provides emergency medical 

services, promote public safety and foster community relations to the residences 
and businesses within Shavano Park in order to provide first-class protection to 

our citizens, business owners and visitors. 
 

Goals: 
 

 Develop an organization to effectively administer and manage the resources of the Fire 

Department. 

 Develop a system for minimizing the impact of disaster and other emergencies on life 

and property. 

 Provide an effective Emergency Medical Service system. 

 Provide an effective Fire Suppression and Prevention Program. 

Objectives: 
 

 Effectively communicate the Department’s mission and vision to employees, partners 

and stakeholders. 

 Recognize and scale to changing budgetary, fiscal, and regulatory conditions. 

 Seek to improve operational efficiency and effectiveness by shaping, enhancing, and 

adapting to changing circumstances. 

 Seek to maintain / improve our current ISO rating. 

 Cultivate and strengthen relationships with stakeholders, governing bodies, and our 

customers. 

 Foster a culture that emphasizes and enhances employee health and safety. 

 Promote a highly motivated and well-trained workforce. 

 Strive to complete the Texas Best Practice program. 

 Strive to maintain an average response time under 4 minutes. 

 Purchase a replacement ambulance with a new stretcher (12-14 month delivery). 

 Rebuild our current breathing air compressor. 

 Replace roof on fire department living quarters. 

 Replace 2 thermal imagining cameras, 3 EMS computers and 3 mobile data terminals.  

 Add two additional Paramedic pay slots to staff the second out EMS Unit. 



Police Department -605 
DRAFT 

 
Mission Statement 
 
The City of Shavano Park Police Department provides for the safety and security of 
the citizens and visitors of Shavano Park through the implementation of 24-hour 

proactive and customer-based policing across the City of Shavano Park jurisdiction 
in order that citizens, business owners and visitors may enjoy the peace and 

tranquility that the City offers. 

 
Goals: 

 Effectively conduct Community-Oriented Policing to provide safety and security of the 
citizens and visitors of Shavano Park. 

 Provide proactive enforcement of Texas Transportation Codes and criminal statutes. 

 Increase safety of citizens and officers through technology and training. 

 Reduce potential legal liabilities for City and employees by having a trained and prepared 
police force. 

 Publish and execute an annual training plan to increase professional development of 
employees, improve job performance, and mitigate safety hazards. 

 Work to acquire accreditation with Texas Police Chiefs Association (TPCA) Texas Best 
Practices. 

 
Objectives: 

 Reduce crime rates across the City. 

 Maintain average police response times to less than 3 minutes. 

 Assess manning requirements for Police Department. 

 Update 5 year historical crime assessment. 

 Upgrade the City Building Security System. 

 Improve comprehensive training program. 

 Continue to pursue grant opportunities 

 Work diligently to publish quarterly crime update 

 Secure replacement for Lt. position 



 Obtain Body Worn Cameras for PD transparency, officer safety and evidence 
enhancement 

 Continue to seek positive methods for enhancing Community Policing 

 Identify capital assets 

 Improving candidate pool and selection process. 

 Improve citizen/officer interaction through increasing public contact. 

 Improve communications with public through use of website. 

 Provide for CID officer training. 

 Assess emerging technology for officer safety. 

 Conduct study on TASERs and present to Council. 

 Submit final draft of revised Police Department policy manual (General Orders) to TPCA 
Best Practices.  

 Obtain barcode program and associated equipment for improved PD property and 
evidence inventory-keeping. 

 Assess current and future needs of police coverage. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Water Utility Department - 606 

DRAFT 
 

Mission Statement 
 

The City of Shavano Park Water Utility Department continuously 
provides safe and reliable drinking water and maintains essential public 

water infrastructure for the 685 connections within Shavano Park in 
order to provide long-term first-class water utility support to our 

citizens. 
 
Goals: 

 Continually provide safe and reliable drinking water through efficient treatment and 
delivery of water, exceeding environmental and public health standards. 

 Maintain essential public water infrastructure to include a capital replacement program. 

 Resource and maintain appropriate equipment and assets. 

 Maintain enough money in reserve to handle emergencies and long term capital 
equipment replacement. 

 Improve employee development to include educational training and development 
opportunities. 

 No preventable accidents. 
 

Objectives: 
 Maintain 100% compliance of all State and Federal regulations and laws associated with 

a water system. 

 Maintain a Superior Water System rating.  

 Replace communications for SCADA system 

 Install Cathodic protection at Shavano Ground Storage Tank 

 Maintain a safe working environment 

 Develop and implement a safety awareness and training program. 

 Develop and execute a fiscally responsible budget that meets mission requirements. 

 Refine capital equipment replacement schedule 

 Assess the water system dead end mains issue, that can be looped for looping solutions 
to lessen flushing and reduce loss ratio rate 

 Investigate relocation of water mains on NW Military prior to MPO project 

 Assess the needs and establish schedule to replace all undersized water mains within 
the system. 

 Continue to replace meters that have registered over 1 million gallons.  



 Insure State requirements are met by having two (2) additional certified licensed 
groundwater operators. 

 Provide additional educational opportunities when available 

 Send crews to continuing education training to earn credits and to improve knowledge 
of water systems. 

 Develop and implement a vehicle and equipment maintenance check list  

 Insure a strong preventative maintenance program by established daily, weekly and 
monthly maintenance program on water equipment, backhoe, bobcat, trucks, pumps 
and small equipment. 

 Investigate and provide documentation regarding other equipment requirements that 
would make crews more efficient. 

 Investigate emergency power supply for City buildings and water system.  

 Implement a Geographic Information System (GIS) program to include utilities, streets, 
and drainage information. 

 Improve SCADA monitoring by providing mobile access to SCADA in water trucks.  

 Provide additional computer in PW/W building for servicemen training.  
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