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Introduction 
On behalf of the Cuyahoga County Council Personnel Committee and Personnel Review Commission, the Arthur J. 
Gallagher (Public Sector Practice) facilitated eight (8) focus group discussions October 2-3, 2014.   The focus group 
participants were comprised of randomly selected non-bargaining unit employees.  The primary purpose of the focus 
groups was to solicit  feedback and ascertain employee perspectives on Cuyahoga County’s Employee Compensation 
and Classification System to include Pay Equity.    
 
Employees were also asked to provide our team with their perceptions of the County culture.  As a result, other 
supplemental concerns and issues were identified.  These perspectives and opinions of the focus groups were captured 
and documented for management informational purposes and are located in the appendix of this report. 
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COMPENSATION PHILOSOPHY 

Promote Cost Effectiveness 
The  majority of focus group participants indicated that they were not aware of a formal “County Compensation 
Philosophy.”  In lieu of this, focus group participants believed that the compensation philosophy is based on a need to 
send the public a message that the County is being cost effective and efficiently managed, even though long term 
employees and supervisors are disgruntled and dissatisfied with the manner in which they are compensated. 
 
Control of Performance Evaluations to Limit Pay Expectations 
A significant number of participants believe that the Human Resources Department instructed agency heads and 
managers to discourage high ratings on performance evaluations to contain or restrict salary increases. 
 
A New Compensation Philosophy should be established and communicated. 
Participants indicated that a new compensation philosophy should be established.  Many believed that the County 
would benefit from market based salaries.  Others supported internal equity as a preference.  However, most expressed 
support for a hybrid approach, combining the elements of both.  
 
 
 

 

 

OVERVIEW 
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Employees’ Perception of the County’s Compensation Philosophy 
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The current Classification System is used to Compress Salaries 
Many participants saw a connection between classification and compensation in that they believed the misuse or 
influence over the classification system has compressed salaries and restricts movement as a cost reduction strategy. 
 
Pay Equity Is Not Working 
No one was familiar with the County’s “Pay Equity” Policy.  Most believe that Pay Equity is prevalent among bargaining 
unit or union employees and non-existent relative to Non-Bargaining Unit employees. 
 
 
 
 

 

 

Employees’ Perception of the County’s Compensation Philosophy 
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COMPENSATION PHILOSOPHY 

Employees’ Perception of the County’s Compensation Philosophy 
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PROMOTE COST EFFECTIVENESS 
The majority of focus group participants indicated that they were not aware of a formal “County Compensation 
Philosophy.”  In lieu of this, focus group participants believed that the compensation philosophy is based on a need to 
send the public a message that the County is being cost effective and efficiently managed.  Nevertheless, long time 
employees and supervisors are disgruntled and dissatisfied with the manner in which they are compensated. 
 

Employees are Unsure of the compensation philosophy.  The perception is that the philosophy is:  

1. “Better, faster, cheaper.  Working more with less.”  

2. “We want you to do more for the least amount as efficiently as possible with fewer resources.” 

3. “There is no focused or timely approach to address fairness in compensation .”   
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COMPENSATION PHILOSOPHY 

Employees’ Perception of the County’s Compensation Philosophy 
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CONTROL OF PERFORMANCE EVALUATIONS TO LIMIT PAY EXPECTATIONS 
A majority of participants believe that the Human Resources Department instructed agency heads and managers to 
discourage high ratings on performance evaluations to contain or restrict salary increases. 
 

1. Managers are instructed to only give employees middle of the road reviews.  

2. The County does not encourage evaluations over a “3” because that leads to higher costs. 

3. Merit raises are done by someone who doesn’t know what you do everyday. 

4. Evaluations are subjective rather than objective. 

5. Evaluation points are artificial. 
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COMPENSATION PHILOSOPHY 
A NEW COMPENSATION PHILOSOPHY SHOULD BE ESTABLISHED. 
Participants indicated that a new compensation philosophy should be established.  Many believed that the County 
would benefit from market based salaries.  Others supported internal equity as a preference.  However, most expressed 
support for a hybrid approach, combining the elements of both.  
 

1. Compensation should be compared to similar markets and the rate of pay adjusted accordingly. 

2. A hybrid of both market rate pay and internal equity would work better in our county’s work environment.   

3. “We are behind Franklin County, Hamilton County, and Lucas County.”  The compensation philosophy should 
recognize Cuyahoga County as first in class. 
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COMPENSATION PHILOSOPHY 
THE CURRENT CLASSIFICATION SYSTEM IS USED TO COMPRESS SALARIES 
Many participants saw a connection between classification and compensation.  They believe that the manipulation of 
the classification system compresses salaries and restricts movement. 
 

1. There is no incentive to pursue management positions. 

2. Employees pursue higher pay by pursuing bargaining unit jobs.  

3. The current system encourages employees to be workers and not managers. 

4. The classification system is used to artificially limit or cap pay. 

5. The classification process is used to reduce and/or compress salaries.   

6. The existing classification system is too costly to implement. 
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PAY EQUITY 
 Are you aware of the County’s Pay Equity Policy? 
 
PAY EQUITY POLICY IS UNKNOWN AMONG PARTICIPANTS 
No one was familiar with the County “Pay Equity” Policy (Ordinance).   Most participants expressed the need to be 
informed about pay equity. 
 

1. Employees are not aware of pay factors that contribute to pay equity. 

2. If you are internal, pay equity is an automatic movement to step one.  Specifically, employees hired prior to the 
new administration feel that previously, every new employee was hired at step one based on past practice.  
However, newer practices have shown a shift in this policy practice and thereby causes a sense of unfairness.   

3. The policies are not really explained in the employee handbook /manual. 

4. The spirit of the policy may be a good thing, but it is not being implemented properly.   

 

PAY EQUITY POLICY: EMPLOYEES ARE UNAWARE 
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PAY EQUITY 
 Does the Pay Equity Policy work? 
 
PAY EQUITY IS NOT WORKING 
No one was familiar with the County “Pay Equity” Policy.  Most believe that Pay Equity is prevalent among bargaining 
unit or union employees and non-existent relative to Non-Bargaining Unit employees. 
 

1. Employees do not believe they are paid what they are worth.  

2. Employees believe that the current system does not support seasoned employees.  

3. Employees stated that they have not received raises in years. 

4. Unions exist in departments where they did not exist before; employees feel that union membership is the only 
way to ensure pay equity.     

5. Employees do not believe that working hard will pay off. 

6. There appears to be discrepancies in pay, across departments, in terms of equity.   

 

 

PAY EQUITY IS NOT WORKING 
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PAY EQUITY 
 Does the Pay Equity Policy work? 

 
7. The majority of employees do not believe that the pay equity policy works. 
8. A few participants believed the policy if in existence, to be political.  Political in the sense that the system only 

works for those who are connected with organizational leadership. 
9. A majority believed that employees with more seniority are compensated less than newer employees with less 

seniority.   
10. The majority of employees who understood what pay equity is, perceive the policy as both unfair and inequitable 

in application.   
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PAY EQUITY IS NOT WORKING 
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COMPENSATION 
 What do you see as the strengths of the current compensation system? 

 

COMPENSATION STRENGTHS 

 

BENEFITS ARE GOOD 
1. Medical benefits are good. 

2. Employees are reluctant to leave for fear of losing benefits. 

PAY IS REGULAR 
1. Employees agreed that regular pay is a strength. 

 
CURRENT SYSTEM HAS THE FEATURES FOR A GOOD SYSTEM 

1. The focus group discussions demonstrate the County’s willingness to listen.  
2. Employees, if lucky, can start at a good level.   
3. Although ineffective, the fact that there is a process for employees to request an examination and 

reclassification of their position (CPQ Process) is encouraging. However, much more attention is needed in this 
area by management.   

4. The Personnel Review Commission’s Intentions in terms of compensation fairness are good. The Equity 
Ordinance has to have teeth and oversight to be effective.   
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COMPENSATION 

The Employees’ perception of Compensation Weaknesses primarily focused on 3 areas: 

1. Current System Is Unfair to Non-Bargaining Unit Employees 

2. System Contributes to Low Morale and Low Productivity 

3. No Performance Incentives 
  
 
 
 

 

 

COMPENSATION SYSTEM WEAKNESSES 
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What do you see as the weaknesses of the current compensation system? 
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COMPENSATION 
 What do you see as the weaknesses of the current compensation system? 

WEAKNESSES: UNFAIR NON-BARGAINING UNIT PAY 

CURRENT SYSTEM IS UNFAIR TO NON-BARGAINING UNIT EMPLOYEES. 
 

1. The majority of employees indicated displeasure with subordinates (usually bargaining unit employees) earning 
more than their supervisors.  

2. Because bargaining unit staff compensation increases regularly, managers and supervisors are considering 
forming a union.    

3. Supervisors do not have the opportunity to advance in pay like their subordinates due to Union Collective 
Bargaining Agreements that have built in annual increases.  Compensation equity needs to be balanced.    

4. Non-bargaining unit employees do not have any power or anyone to advocate for them.  

5. Employees believe that the budget is being balanced “on the back” of non-bargaining unit employees.   

6. Compensation policies are not fair and consistent.   
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COMPENSATION 
 What do you see as the weaknesses of the current compensation system? 

 WEAKNESSES: LOW MORALE/PRODUCTIVITY 

SYSTEM CONTRIBUTES TO LOW MORALE AND LOW PRODUCTIVITY 
 

1. More tenured employees stay because they are vested in the County Retirement system, not because they 
believe that they are adequately compensated. This impacts retention of valued less tenured high performing 
employees.   

2. Morale is at the lowest point over the last decade due to current compensation arrangements.  

3. The current compensation system makes employees feel unappreciated and overworked.  
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COMPENSATION 
 What do you see as the weaknesses of the current compensation system? 

 

WEAKNESS: NO PERFORMANCE INCENTIVES 

 

NO PERFORMANCE INCENTIVES 

1. Employees believe that there are no incentives for high performance.  The current system does not reward 
superior performance from those that simply meet minimum expectations.   

2. Employees believe that clear and identifiable performance benchmarks for each agency should be established  
to recognize and reward achievement.  

3. Employees believe that incentives that recognize years of experience, education, and certification should be 
used in determining compensation. 

4. A majority of the focus group members believe that annual performance evaluations should  be used to reward 
employees for good performance.  However, in their overall opinion, this is not currently the practice. 
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CLASSIFICATION 

CLASSIFICATION SYSTEM STRENGTHS 

1. A base structure does exist.   

2. Some standards exist. 

3. Policies and ordinances exist. 

4. Employees must meet minimum standards and qualifications for all job classifications. 

5. The spirit of County policies is generally good.   

 
 
 

 

 

STRENGTHS: CLASSIFICATION SYSTEM 
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What do you see as the strengths of the current classification system? 
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CLASSIFICATION 

Employee Focus Group participants identified and elaborated upon 5 common themes when describing weaknesses of 
the current classification system: 

 
OUTDATED DESIGN 
Employees believe that the current classification system is not properly designed to accommodate today’s workforce 
and structure.  The classification system and policies are viewed as too rigid and need to be revised to provide more 
flexibility in response to work changes, technology and customer requirements.   
 
STEP SYSTEM 
There is a lack of understanding about guidelines for progressing through steps within classifications and pay grades. 
 
UPDATE JOB DESCRIPTIONS AND CLASSIFICATIONS 
Job Descriptions and Classifications are “outdated” and should be “updated.”  
 
MANAGEMENT 
Employees believed that salaries are controlled by the classification process, both on a case by case basis and 
periodically through County-wide HR policy. 

 
 
 

 

 

CLASSIFICATION SYSTEM WEAKNESSES 
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What do you see as the weaknesses of the current classification system? 
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CLASSIFICATION 

 
BARGAINING UNIT/ NON-BARGAINING UNIT 
Non-Bargaining Unit employees believe that they are treated unfairly under the current classification system. 
 
APPEALS CLASSIFICATION POSITION QUESTIONNAIRE (CPQ) 
Employees believe that the process for responding to classification issues and concerns is too slow, which further 
exasperates problems with fairness and responsiveness.   For appeals, employees use the CPQ, but the process does not 
work and is not administered effectively or in a timely fashion. 
 
  
 
 
 

 

 

CLASSIFICATION SYSTEM WEAKNESSES 
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What do you see as the weaknesses of the current classification system? 
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CLASSIFICATION  
 
 
What do you see as the weaknesses of the current classification system? 
 
OUTDATED CLASSIFICATION SYSTEM DESIGN 
Employees believe that the current classification system is not properly designed to accommodate today’s workforce 
and structure. 
 

1. There are no true classification distinctions. Differentiation of work is not indicative by classification 
assignment.  For example, an entry level clerk may be classified the same as a seasoned staff assistant. 

2. Inconsistencies on county pay schedule need to be looked at again.  Being paid for what I’m worth is 
important. 

3. Allows for unlimited assignments using “other duties as assigned.” Job titles don’t always match what 
employees actually do.  

4. We should reduce the number of classifications. 
5. There appears to be no standardization and it seems that our classification system is antiquated.   

 

 
                     

 
 
 

WEAKNESS: OUTDATED CLASSIFICATION SYSTEM DESIGN 
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CLASSIFICATION 
 
 
STEP SYSTEM 
There is a lack of understanding about the guidelines for progressing through steps within classifications and pay grades. 
 

1. There is really no accountability for defined step movement within grades. Employees are unclear of policy and 
they do not believe there is consistent application of step movements throughout the County. 

2. The steps were never implemented after retrofitting people into a classification.  

3. Career Levels— need clear line of sight on how you develop from one classification level to another. 

4. Employees are pigeon-holed into old classifications out of convenience. 

5. How to navigate through the steps is confusing and not always consistent.   

 

 

 
 

WEAKNESS: CAREER PATHS ARE UNCLEAR/AMBIGUOUS 
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What do you see as the weaknesses of the current classification system? 



CLASSIFICATION 

 What do you see as the weaknesses of the current classification system? 
 

OUTDATED JOB DESCRIPTIONS 
Job Descriptions and Classifications are “outdated” and should be “updated.”  
 

1. Job descriptions are not reviewed periodically for accuracy. 

2. Employees who constantly either take on additional duties or work outside of their duties establish new 
performance expectations without new compensation considerations.  

3. Today’s classifications and job duties do not match or consider the impact of technology and the use of 
technology to accomplish work. 

 

 

WEAKNESS: OUTDATED JOB DESCRIPTIONS 
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CLASSIFICATION 
 What do you see as the weaknesses of the current classification system? 
 
MANAGEMENT 
Employees believed that salaries are controlled by the classification process, both on a case by case basis and 
periodically through County-wide HR policy. 
 

1. Managers have no reason to embrace the value of internal equity and it is not on the list of priorities. 
2. Neither managers nor HR staff are considered classification experts. Currently outsourced. 
3. The County has a system of who you know and not what you know.  “Same circus, different clowns.”   
4. The Griffith Study set up classifications and the on-going implementation of these classification qualifications got 

changed.  
5. HR does whatever they want to do and there is no supervision. Their goal is to hold the line on salary increases, 

high ratings on performance evaluations, and step increases- all to promote cost savings. 
6. Some human resources staff see their role as to get the best talent regardless of the limitations or restrictions of 

the current classification system.  This leads to usurping policies and procedures and promotes distrust. 
7. Employees believe that an audit - from the outside— to review the classification system & processes would help.   
 

 
 

WEAKNESS: MANAGING TO COMPRESS SALARIES AND TO LOWER COSTS 
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CLASSIFICATION 
 What do you see as the weaknesses of the current classification system? 

 
MANAGEMENT (COMMUNICATION) 

1. Employees do not understand policies regarding issues such as the difference between Exempt and Non 
Exempt employee status and do not know where to obtain this information. 

2. There is a serious lack of communication organizationally from top to bottom.  Leadership, management, and 
employees need to receive the same and consistent messages regarding the formal County classification 
process.    

3. The HR Department needs to enhance internal and external communication among themselves. Too often, 
information shared with employees and Departments is viewed as inconsistent from a policy implementation 
stand point and thus causes confusion for managers, supervisors and employees.                   

 
 
 

WEAKNESS: POOR MANAGEMENT COMMUNICATION 
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CLASSIFICATION 
 What do you see as the weaknesses of the current classification system? 

 
EMPLOYEES ARE TREATED UNFAIRLY 
Non-Bargaining Unit employees believe that they are treated unfairly under the current classification system. 
 
 

 

 

WEAKNESS: EMPLOYEES ARE TREATED UNFAIRLY 

1. Using “other duties as assigned” to add duties to non-bargaining unit personnel is unfair, when bargaining unit 

personnel can refuse if duties are outside of their classification. 

2. Non-bargaining employees get extra pressure to perform whereas bargaining employees are not. 
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CLASSIFICATION 

 What do you see as the weaknesses of the current classification system? 
 
INEFFECTIVE, SLOW CPQ PROCESS 
Employees believe that the process for responding to classification issues and concerns is too slow, which further 
exasperates problems with fairness and responsiveness. For appeals, employees use the Classification Position 
Questionnaire (CPQ), but that process does not work and is not administered effectively or in a timely manner. 
 

1. It takes too long to fix classifications. 
2. Classifications have qualifications that are necessary, however qualifications appear to get changed arbitrarily.   
3. Employees who have gone through HRC/PRC  do not get real support.  Employees feel “ganged-up” on.  
4. Employees experience verbal abuse and insults during the CPQ process.  The process is neither employee, nor 

management friendly. 
5. There is an appeal system but it appears biased and it is not working for those who have used it - seems 

arbitrary. 
6. The CPQ process does not work.   
 

 

 

 

 

 

 

 

WEAKNESS: CPQ PROCESSES IS INEFFECTIVE 
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PROMOTION POLICY 

1. There is no awareness of a promotion policy.  If a policy exists, it should be shared with employees.   

2. HR has consistently instructed employees to refer to the policy manual.  There are various versions of the policy 
manual which generally do not include all updates.    

3. Employees usually receive emails on policy changes, but the meaning and application of the policy is 
communicated by HR staff inconsistently.  

4. Most people did not think the County had a promotion policy.  For the few who had some awareness, they do 
not understand it.   

 

PROMOTION POLICY: LACK OF AWARENESS 

2/23/2015 ARTHUR J. GALLAGHER 27 

 
LACK OF AWARENESS 
There appeared to be an overall lack of awareness of a County Promotion Policy. 

The County also has a new promotion policy. Is it 
effective? 



PROMOTION POLICY 

 

1.  There is no promotion potential.   

2.  Qualifications and years of service are not factored into promotional decisions. 

3.  There does not appear to be room for promotion.   

4. The promotion process is biased and is not connected to performance.  

5. Employees must apply for interim (which does not guarantee you the position) status first, in order to be 
considered for a promotion.    

 

PROMOTION POLICY: INEFFECTIVE 
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The County also has a new promotion policy. Is it effective? 
 

INEFFECTIVE PROMOTION POLICY 
Employees perceive the Promotion Policy as Ineffective. 



PROMOTION POLICY 

EMPLOYEE’S RECOMMENDATIONS 
Employee suggestions for improving the Promotion Policy: 
 

1. Use a merit system. Employees expressed serious concern that promotions be based on knowledge, skills, and 
qualifications and not be based on favoritism.     

2. Allocate points for being an incumbent. 
3. Groom internal employees for promotional opportunities.   
4. Increase value of experience.   
5. Develop new promotion policy standards. 

PROMOTION POLICY: RECOMMENDATIONS 
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Compensation 

COMPENSATION SYSTEM RECOMMENDATIONS 
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EMPLOYEE’S RECOMMENDATIONS 

1. Compare Cuyahoga County compensation with other comparable Ohio counties. 

2. Provide more information on pay range movement procedures. There is general belief that step movement 
within ranges is not allowed.     

3. Address the issue of compression (supervisors making less than their staff or new hires). 

4. Give raises to non-bargaining unit staff and bargaining unit staff on equitable terms. 

5. Implement tuition reimbursement. 

6. Implement COLAs. 

7. Pay according to skill. 

8. Adjust compensation to fair levels and sustain fairness by implementing movement within steps.  

9. Restore Longevity consideration and compensate accordingly. 
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Classification 

CLASSIFICATION SYSTEM RECOMMENDATIONS 
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EMPLOYEE’S RECOMMENDATIONS 
 
Update the Classification System 

1. Update job descriptions and modernize classifications. 

2. Take into account, years of experience, education, and classes towards certification as pay factors. 

3. Define  “other duties as assigned” to avoid abusive use. 

4. Update the classifications more often so that there can be an equitable distribution of work among 

classifications.  
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Classification 

CLASSIFICATION SYSTEM RECOMMENDATIONS 
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EMPLOYEE’S RECOMMENDATIONS 

Manage the Classification System for Results 

1. Have an incentive plan. 

2. Make sure that employees assigned to a position are actually doing the duties of that position.  

3. Conduct audits from the outside—review classifications & processes (Not current third-party vendor).   

4. Look at the extent to which licensure classifications and degrees are valued and considered for various 
positions.  

5. Check for redundancy in job classifications.  

6. Implement what you have already put in place – this would help.  

7. Develop a programmatic and fiscal plan to make the plan affordable—to implement. 
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Classification 

CLASSIFICATION SYSTEM RECOMMENDATIONS 
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EMPLOYEE’S RECOMMENDATIONS 

Effectively Manage the Step Process 

1. Re-Define and revamp step design.  

2. For career levels, provide clear line of sight on how you develop from one classification level to another. 

3. Better define how you move from step to step—clarity on how employees progress through the system.  

4. Communicate to all employees. 
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Summary of Focus Group Meetings 

▪ There is general dissatisfaction with the County’s Classification and Compensation System 
among non-bargaining unit employees. 

▪ Overwhelmingly, all focus groups by majority view the current system as being unfair and 
poorly administered. In particular, step movement within grades needs clarity.   

▪ Communication of the County’s pay policies to employees need dramatic improvement to 
include more flexibility to meet the needs of a changing workforce. 

▪ Many employees were not aware of the Personnel Review Commission’s Role or the 
advocacy it presents on their behalf.  

▪ Application of Classification and Compensation practices are not consistent in the County. 

▪ The Appeals\CPQ process must be improved to provide confidence in the current system and 
ensure appropriate classification, compensation and pay equity.   
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APPENDIX 
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CULTURE 
The Culture of Cuyahoga County government is perceived as negative, not good, by an overwhelming majority of focus 
group participants.  Key factors identified by employees include: 
 

 Poor Communication 

 Management system is flawed, there are varying levels of understanding regarding personnel policies and 
procedures 

 Poor evaluation processes  

 Unfair treatment of Non-Bargaining Unit Employees 

 Low Morale 

 

OVERVIEW 
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CULTURE 
▪ Employees feel disconnected and confused because communication is limited.  

▪ Employees feel that hard work is ignored and not rewarded or appreciated.  

▪ Employees do not believe that they have a voice or anyone to advocate for them with regard to employee issues or 
concerns.  

▪ Employees believe that if they spoke up, they would experience retaliation.  

▪ Information concerning HR policies and procedures is either unknown, or poorly communicated, or misunderstood.  

 

 

 

POOR COMMUNICATION 
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CULTURE 
 

 

 

MANAGEMENT SYSTEM IS FLAWED 

2/23/2015 

 

 

 

• Employees believe that decision making processes are too slow in regard to the CPQ process.  

• There appears to be no consistency between departments in the application of County policy.  

• A lot of tension exists between long-term County employees and new employees (who came in after County 
reform). Long term County employees feel that they are micro-managed to the point of being demoralized.     

• There is a lack of overall confidence in management because it is highly politicized.  

• The current system is characterized as subjective with no quantifiable performance measures. 
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CULTURE 
▪ Employees believe there is no incentive to be a line supervisor because bargaining unit employees are paid more and 

receive regular increases as a result of bargaining agreements.  Conversely, non bargaining unit employees do not 
receive raises. 

▪ Non-bargaining unit employees feel that they are not protected in the same manner as bargaining unit employees in 
regard to ensuring pay equity.   

▪ Non-bargaining unit wages are compressed in comparison with bargaining unit employees.    

▪ Employees believe that the pay imbalance that exists between bargaining and non-bargaining unit employees is 
fundamentally unfair. 
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UNFAIR TREATMENT OF NON-BARGAINING UNIT EMPLOYEES 
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CULTURE 
▪ Employees stated that morale is not good and at an all-time low. 

▪ The demands that are placed on staff now are incredible; it seems hopeless. 

▪ Employees are disgruntled. 

▪ Employees are frustrated because there are no rewards or incentives for the work that is done. 

▪ Employees feel undervalued. 

▪ Long-term employees (previous to County Reform) believe that their reputation is tainted and that new employees 
are considered honorable and truthful, and as a result, this has created an “Us vs. Them” environment. 
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LOW MORALE     
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HR 

HR RECOMMENDATIONS 
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EMPLOYEE’S RECOMMENDATIONS 

• HR should promote and ensure consistent classification and compensation policy application amongst all County 

departments.   

• HR should improve its responsiveness to its customers (County Employees).   

• Take more time to meet with and talk with employees to meet their needs.  

• Create HR policy that applies to everyone from the top down. 

• Develop training & guidelines for implementing performance management program. 

• Develop an effective and consistent communication plan. 
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HR 

HR RECOMMENDATIONS 
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 EMPLOYEE’S RECOMMENDATIONS 

• Conduct a review of HR operations and make recommendations for improvement. 

• Incorporate balanced feedback component in an improved evaluation process. 

• Provide commission oversight over HR.  

• Adopt policy that discourages retaliation or making employees feel penalized for questioning an evaluation or job 
classification. 

• Create an HR structure that is managed by a neutral party.  

• Establish fair grievance and appeals process. 
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OTHER RECOMMENDATIONS 
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RECOMMENDATIONS 

• Recommend that staff cuts be considered last when budget cuts have to happen. 

• Allow for negotiation and flexibility so as to potentially retain good employees. 

• Increase awareness of inconsistency at highest county levels. 

• Become a team based organization. 

• Look at total compensation such as parking fees, vacation time, flex time, hospitalization, etc. 
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OTHER CONCERNS  
 
Communication 
▪ Share general information on career advancement.  
▪ Express appreciation to raise morale.  
▪ Share honest feedback generated from the focus group discussions. 
▪ Implement exit interviews for employees leaving the County.   
▪ Share all HR policies and how they work. 
 
Consistency 
▪ Establish standards that cannot be changed by a new administration.   
 
Retention and Recruitment 
▪ Employee treatment must improve to attract and retain talent.   
 

 
 

OTHER CONCERNS 
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