ADMINISTRATION AND HUMAN SERVICES
STANDING COMMITTEE MINUTES
Monday, March 28, 2022

The meeting of the Administrative and Human Services Standing Committee was held on Monday,
March 28, 2022, at 7:11 p.m., remotely via Zoom. The following members were present:
Commissioner Markley, Chairman; Commissioners Bynum, Ramirez, Johnson, and Kane. The
following officials were also in attendance: Melissa Sieben and Alan Howze, Assistant County
Administrators; Renee Ramirez, Director of Human Resources; Shakeva Christian, Human
Resources Manager; Misty Brown, Chief Counsel; James Bain, Assistant Counsel; Kathleen
VonAchen, Chief Financial Officer; Jon Khalil, Assistant Counsel, Matt Willard, County
Appraiser; Janae Robbins, Deputy County Appraiser; Monica Sparks, Deputy UG Clerk; and Allie
Facio, UG Clerk’s Office.

Chairman Markley said before I call the meeting to order, I want to announce that due to COVID-
19, some committee members, staff, and the public are attending remotely via Zoom as well as on-
site.

All participants joining by phone should mute their phones when they’re not speaking to
avoid background noise. During the meeting, please make sure you announce yourself by name
and title every time you speak so the public that is observing knows who is speaking. This is
critical given the number of remote participants and is current guidance from the Kansas Attorney
General.

The public is allowed to participate by Zoom or submit comments by email prior to the
meeting, and those comments will be included in the record of the meeting. The public may also
indicate their intent to provide remote comment by contacting the Clerk’s Office by 5:00 p.m. on
the Thursday prior to the meeting. The public also will have an opportunity to provide brief
comments either by telephone or via Zoom from the lobby of the Municipal Office building.

Chairman Markley called the meeting to order. Roll call was taken and all members were present

as shown above.

Chairman Markley said there were no revisions to tonight’s agenda.



Approval of standing committee minutes from December 6, 2021. On motion of Commissioner
Ramirez, seconded by Commissioner Johnson, the minutes were approved. Roll call was

taken and there were five “Ayes,” Kane, Johnson, Ramirez, Bynum, Markley.

Committee Agenda:

Item No. 1 —211426...PROPOSAL: DRAFT REMOTE WORKER POLICY

Synopsis: Proposal for Remote Worker Policy for non-essential personnel, submitted by J. Renee
Ramirez, Director of Human Resources. This policy will be included in the Human Resources

Guide.

REMOTE WORK:
PROPOSED HUMAN
RESOURCES POLICY

Alan Howze, Assistant County Administrator, said I’1l kick this one off and then turn it over to
Human Resources for the first one, the Remote Worker Policy.

As we emerge—knock on wood—hopefully from COVID, we are seeking to kind of
update our policies and workplace practices that became commonplace and part of how we learned
how to do business over the course of COVID. One of those that was really critical to the ability
to continue to provide services and to do work was remote work. We quickly transitioned at the
beginning of the pandemic to provide opportunities and access for those who could work remotely
to do so. We recognized, as we’re now two years into it, that we don’t have a section in own
Human Resources policy that specifically speaks to remote work. So, as this becomes something
that is both commonplace across organizations and something that new employees can also come

to expect in workplaces that now is the time to take stock of what we’ve learned from that and to
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put a policy in place in our own Human Resources guide around remote work. So that is the draft
proposal to the Human Resources guide that you see here this evening.
I will turn it over to Renee Ramirez, Director of Human Resources, to provide an update.

She has been supported in this by SueZanne Bishop, from UG Legal Department.

Renee Ramirez, Director of Human Resources, said as Alan mentioned, the policy draft that we
bring forward to you is to address some of the things that we’ve been doing for the last two
years—remote working. This also is going to allow us to bring some type of standardization across

the organization for this type of work.

Remote work (also known as work from home
[WFH] or telecommuting) is a type of flexible
working arrangement that allows an employee
to work from an alternative work location
[AWL] outside of the traditional office
environment.

This policy in no way modifies the Unified
Government’s employee residency requirement

We’ll start off with definition of the remote work. Many organizations or many companies use
remote work. It’s also known as work from home or telecommuting. Basically, it’s a type of
flexible working arrangement that allows employees to have an alternative work location outside
of the traditional office environment. I do want to stress though that having this alternative work

location in no way modifies the Unified Government’s employees’ residency requirement.
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An overview of the policy is that remote work is going to be at the discretion of the employer.
Remote work is not available for all classifications within the Unified Government workforce, and
department directors and/or managers would be the ones to determine which employees are
eligible and under what circumstances if they can remote work. We will also be requiring remote
work agreements from departments to have their employees complete once a determination has

been made that a department is going to allow remote work.

THREE TYPES OF REMOTE WORK ARRANGEMENTS

* With approval, * With approval, for * For continuity of
may range from specific projects or operations during
one to several work assignments emergencies as
days per week or life events determined by the

and/or pay Mayor and/or the

period Commission or as
determined by the
County
Administrator

In this policy, we’re going to offer three types of remote work arrangements. The first is going to
be regular remote work where, with approval, it may range from one to several days per week
and/or in a certain pay period that an employee would have an alternative work location. There’s
also episodic remote work. With approval, there may be specific projects or work assignments or
life events that a director may want a specific worker to do, and this would give opportunity to
really provide focus for that episodic, that specific work assignment. The last one is the emergency

proclamation. This is for the continuity of operations during emergencies as determined by our
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Mayor and/or our commissioners, or as determined by the County Administrator. These past
couple of years we have been—especially during the heightened timeframe of COVID—we’ve

kind of been working under that proclamation.

EXPECTATIONS & RESPONSIBILITIES

We are going to outline some expectations and responsibilities for our employees as we engage in
this new work idea for remote work. Once department directors and/or managers have received
the approval from an Assistant County Administrator or, in some instances, the Interim County
Administrator, depending on who they directly report to, departments will then start collecting the
remote work agreements with their employees. But, again, we want for department directors to
actually submit an action plan to their ACAS or, again, the Interim County Administrator, so that
way, our administration knows the type of remote work that a specific department is going to have
their employees work.

Employees will be required to comply with all Unified Government policies, standard
operating procedures, and any directives just as though they were working in the office. We are
going to only allow virtual meetings to occur if an employee is working remotely. No in-person
meetings at the employees’ or managers’ homes. It is also expected that the employee will
maintain a satisfactory level of performance and be productive throughout their regular scheduled
workday. Employees are also going to be prohibited from engaging in any other gainful

employment during the employees’ regular Unified Government work schedule.
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EXPENSES, HARDWARE, SOFTWARE AND SUPPLIES

Departments responsible for expenses approved by the department
director and/or manager (minimal expenses)

Dept of Technology may provide equipment if approved in advance

Employees must provide a functioning internet service (no
reimbursement by the Unified Government)

Adherence to the Responsible Use of Information Technology policy

This next slide represents expenses, hardware/software, and supplies that may come about with
working remotely. If an employee has some minimal expenses, they will need to present those
minimal expenses to their department director and/or manager. At that time, the department
manager or director could approve those minimal expenses to come out of their respective
department’s budget. The Department of Technology may also provide some type of piece of
equipment for the employees to use such as a regular keyboard, a mouse, or earbuds so that way
they can participate in meetings and those types of things in order to complete their work
assignments. Employees must have functioning internet service. The Unified Government is not
going to reimburse remote workers for having the internet service.

Most importantly, we want to ensure that any employee, those that are eligible, who is
going to be able to remote work, that they adhere to the responsible use of Information Technology
Policy. I envision that when an employee or department has determined that an employee is going
to be eligible for this type of work assignment, that the department would check with Human
Resources to see if the employee is in compliance with the reasonable use of Information
Technology Policy. This is a mandatory training for all Unified Government employees, and they

have to be retrained on this policy every five years.
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WORKER'S COMPENSATION, LIABILITY
AND INSURANCE

“Coverage by worker's compensation or the Fire Department’s
Injury On Duty policy for bona-fide job-related work injuries
occurring at their home during defined work period

“UG not liable for any injuries to family members, visitors, or
others in the employee’s Alternate Work Location (AWL)

*Employee responsible to replace any UG equipment assigned to
them that becomes damaged beyond normal wear and tear

We do have to address workers’ compensation liability and insurance regarding this as well.
Coverage by workers’ compensation or in the Fire Department situation, injury On Duty Policy,
or a bona-fide job-related work injury occurring at their home during defined work period could
be a compensable injury that we would have to address. Remote workers would be required to
prove a casual connection between work and the injury itself. Any employee claiming a work-
related injury while remote working will need to go through an investigation to determine the
compensability of the claim that they are issuing with Unified Government. The UG is not liable
for any injuries to family members, visitors, or others in the employees’ alternative work location.

Employees would be responsible to replace any UG equipment assigned to them that
becomes damaged beyond normal wear and tear. We also would be recommending that
department directors have some kind of check off list on what they are assigning out to employees
to use for remote work; and also having some kind of clause in there that if they should break or

lose the equipment, that they would have to work with the Unified Government in replacing that.

MODIFICATION AND TERMINATION OF
REMOTE WORK

*Remote work agreements may be modified,
adijusted, or terminated at any time for any reason

*Employees may request the work agreement to be
modified, adjusted, or terminated

*Department director and/or manager may reassess an
employee’s eligibility for continued remote work as
situations change
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Modifications and termination of remote work. Again, remote work agreements may be modified
or adjusted or even terminated for any reason by a Unified Government director and/or manager.
Employees, likewise, may request that the work agreement be modified, adjusted, or terminated.
Department directors will always have the authority to reassess any employees’ eligibility to

continue to remote work as situations change.

WHAT ARE THE BENEFITS?

» Retaining top talent

» Being competitive in the job market

> Providing enhanced work / life balance that employees value

» Adapting to new work expectations, breaking the traditional mold of local
government work

»Embracing our differences, values, and cultures of our employees.
» Accepting that people have different work styles

#Branding the Unified Government as a premier employer in Wyandotte County

What are the benefits of remote work? Well, there are several benefits that we see that come from
remote work. It’s important to implement measures that retain top talent that we have in our
workforce. Having the option for an alternative work location for eligible employees also allows
us to be competitive in the market. It recognizes the work/life balance that many of our employees
value today. Adapting to new work expectations is a change for local governments as it breaks
the traditional mold that we’re accustomed to that we’re so used to just working in the office. It
also allows us to embrace our differences, our values, and our cultures of our employees.

I like to think of this as if we continue to limit ourselves to what we are comfortable with,
which is the traditional work styles of office work, then we lose the perspective of what is possible.
We don’t know what other opportunities will open up for us, as a municipality, to provide another
level of service to our community. I think having that openness to embrace the change of this
nature is very healthy for our organization. It recognizes and accepts that the organization
recognizes people do have different work styles. It’s a way for us to brand the Unified Government

as a premier employer in Wyandotte County.
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¥ Value employee work styles

¥ Always strive for excellence in the services

WHAT WE WILL | e o omminiy

VR h oth: h
CONTINUE TO DO offen Inoffon or by

'WE ARE
ONE TEAM - ONE UG/WYCOKCK

What we will continue to do. Adopting this type of a policy in our Human Resources guide will
continue to show how we value the work styles of our employees. It will always show our
commitment to always striving for the excellence in services that we provide to our community.
It shows respect for each other no matter where we office; in office or have a hybrid work plan.
And most importantly, we will continue to be one team, one UG WyCo/KCK. Thank you for

consideration of this policy, and I’ll take any questions at this time.

Chairman Markley said I think definitely the job market right now is a pretty crazy place. The
reality is that, [ would say, that craziness is driven in part by people’s demands for a more flexible
work environment. So, it is really critical for us to retain top talent even if it might not be what
we prefer or the work method that we would adopt for ourselves or would want to adopt if there
were no other issues at play. The reality is that there are other issues at play, and we really need
to do what we can to support and retain our talent here at the Unified Government. I’m certainly

in favor of this, and I appreciate your presentation.

Commissioner Ramirez said I second everything that Commissioner Markley said. You know
with COVID, our workforce has changed and what our workforce looks like and what work looks
like. I think we, as an organization, we have to be responsive and flexible in that manner to bring
in top talent to keep us as a premier employer within our community, and also to keep our
employees happy. Some days it might not be the best possible way for an employee to come in to
work. They might want to stay at home. They might need a day to just be with themselves while

they do their work. It opens our ability to—when I was working in our Parks and Rec, we always
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put mental health first with our employees. Mental health is important and this policy allows that
ability.

So, thank you, Renee, and your staff for bringing this forward and really looking at our
workforce and saying what we need to adapt to what is being changed. I honestly think, even
without COVID, I think we would have still gotten to the point where we are now with remote
work and just how workforce is changing overall. I want us, as an organization, to be adaptive to
that. I definitely do support this.

One question I have, and it might be hard to answer, but is there an estimation of how many
employees might be eligible for a work from home agreement?

Ms. Ramirez said well, I think that’s still to be determined. We are going to have to look
at probably the non-essential personnel to start off with. At this time, we don’t know which
departments are still working remotely or have those situations in place still. So, I think, again,
this brings us to the point of really standardizing this new way of doing business. I think we’ll be
able to determine that once we figure out kind of where our departments are sitting at today.

Commissioner Ramirez said okay. I figured that you all were still evaluating, but overall,
thank you for being responsive and adaptive to the outside and what’s happening. I look forward

to seeing how well this keeps our community and it keeps our employees engaged.

Chairman Markley asked, Clerk, were there any comments from the public or any questions from

the lobby? Ms. Facio said no comments were received.

Action: Commissioner Johnson made a motion, seconded by Commissioner Kane to
approve. Roll call was taken and there were five “Ayes,” Kane, Johnson, Ramirez,

Bynum, Markley.

Item No. 2 — 211427...UPDATE: FISCAL IMPACT OF MINIMUM WAGE AT $18 PER
HOUR

Synopsis: Discussion on the impact of raising the minimum wage to $18.00 per hour for staff and
potential compression issues and union implications, submitted by J. Renee Ramirez, Director of

Human Resources.
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UG Staff Minimum Wage
Increase Discussion

Alan Howze, Assistant County Administrator, said this is a follow-up informational only item
from the Commission discussion on $15.00 an hour. As you’ll hear in the presentation, we’ve
successfully executed that policy. The Commission had asked for additional information on the
fiscal impacts of $18.00 and $20.00 an hour. So, coming back to you this evening with additional

information on that per your request. So, with that, I’1l turn it over to Ms. Christian.

v

Items for Discussion

Factors driving Overview of Employees

Increase in Min Impacted and Recent

Wage $15/hour Adjustments
made

Budget Impact of Compression Workforce
$18/hr and $20/hr Issues
Min Wage Increase

Implications

Shakeva Christian, Human Resources, said the items that we’ll discuss are the factors driving
an increase in minimum wage. An overview of the employees impacted in the recent $15.00 an
hour adjustment made. We also will discuss the budget impact of $18.00 to $20.00 per hour
minimum wage for Unified Government employees. Talk a little bit about compression and then

other workforce implications.
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A

Factors Driving
Increase Iin
Staff Min Wage

* Recruitment and Retention
+  External market average starting wages increased
* Inflation/Cost of Living

Y

* UG compensation behind market

S
////// * Establish similar starting wage for similar position
= to prevent internal competition

-

~

+ Increase employee motivation and morale

Fv——

The factors driving the increase in staff minimum wage, of course, is recruitment and retention as
one of those. As you all are familiar with, the labor market is a tough place to be right now for
employers and so we’re looking at methods to help us to recruit and retain top talent. The external
market average salaries have increased over time. If you look at areas even such as fast food,
Walmart, they’re paying some competitive wages that even rival some of the wages that we have
here at Unified Government. Inflation and cost of living has gone up. The last CPI numbers I
found from October of 2020 to 2021 is at about 6.4%, which is higher than what we’ve seen in
previous years. It usually increases around 2% to 4% is what we’ve seen prior to this. The UG
compensation is currently behind market as well. We have been for some time, but these issues
are compounding that even more.

We also want to establish similar starting wages for similar positions within the Unified
Government. As you all are aware, we do have 13 bargaining units which comprises 13 different
pay plans and our non-union staff as well. So, trying to have those different pay plans compete in
terms of union negotiations and so forth. It does cause some internal competition and so if we
establish a similar starting wage, if could help with that. It could increase employee motivation
and morale. All studies show that money isn’t the number one motivator for employee

performance, but we can’t ignore that it does contribute to it.
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# of Classifications and
Employees Impacted

Employees #of Employee Groups #of
earning: Classifications Impacted Employees
Less than $15/hr* 9 Temp, Non-union, 82
AFSCME
$15/hr but less than $18/hr 14 Temp, Non-union, 70
AFSCME, Teamsters
$18/hr but less than $20/hr 32 Non-union, AFSCME, 150
Teamsters, LIUNA

*Data as of 1/5/22 - Recent union contracts resolve some items above. Increases to $15 for
several groups have taken place after 1/5/22

Cumulative total of 302
employees under
$20/hour

I do want to go over an overview of all the classifications and employees impacted by potentially
increasing the minimum wage to $18.00 or $20.00 per hour. This overview is based on data from
our payroll as of January 5™ of this year. Ikind of wanted to go over the entire year and then kind
of talk about what we’ve done and some of the areas that we would potentially need to change and
then other implications as well.

If we look at the employees earning less than $15.00 per hour, that was 9 classifications
that comprised of approximately 82 employees. There were temporary/seasonal employees in that
group; several non-union groups. Going back to the temporary and seasonal, it included jobs such
as the election workers, school crossing guards, the summer/seasonal lifeguards, positions of that
nature. We had a lot of employees in that group.

The non-union classifications included administrative support assistants, program aids, and
so forth. Then AFSCME, we had caretakers in that role. Like I said, the $15.00 per hour, we have
made some adjustments to get those individuals situated and adjusted to that minimum rate.
Individuals that fall between $15.00 per hour and $18.00 per hour comprised of 14 classifications
and approximately 70 employees, same similar temporary employees in that group.

We added some more non-union classifications that fall in that. Additional AFSCME
classifications would be added and then Teamsters’ employees, as of the payroll of January 5%,
were in that group as well. Looking at the group of employees that are between $18.00 and $20.00
per hour, there’s 32 classifications. Again, most of them, a lot of them are non-union and
AFSCME, Teamsters as the payroll of January 5®. There were some LiUNA employees in there,
but we’ll talk about some adjustments that are potentially being made to those groups. They have

approximately 150 in that category earning those wages.
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Recent Adjustments

Minimum $15 per hour
= Non-Union Staff received step increases to place
above $15 per hour

= Increased pay for summer/seasonal positions and
began recruiting/advertising at new rate

= 20 Election Workers wage rate increased to
$15/hour

= All other poll workers reclassified as contingent
workers.

Signed Letter of Understanding with AFSCME

= Inactivate pay ranges below $15 per hour

(No active employees are currently on these
Ranges)

= Adjust pay ranges with rates below $15 per hour

* 7 Caretakers below $15/hour
* Adjust remaining Caretakers on same range to
ensure tenure spread

= LOU finalized and signed by union 3/25/22

14

. O

The recent adjustments that we made, again, the minimum wage for non-union staff—they
received step increases to place them at $15.00 per hour. We did not make, at this time, any
adjustments to the salary ranges; we just adjusted those rates across the grid to get them to their
minimum rate of $15.00 per hour. We did increase the pay for summer and seasonal positions,
and we have begun recruiting and advertising that rate.

There were 20 election workers whose rate we would increase to $20 per hour. I’m sorry,
$15.00 per hour for those 20 election workers. We had several employees that work in the Election
Office as maybe one off, election here and there that we’re reclassifying their poll workers, putting
them into contingent employee roles that will be paid on a green check through Accounting. The
Election Office is working on finalizing those rates for those employees at this time.

We have a signed letter of understanding with AFSCME regarding the caretakers that are
currently paid below $15.00 per hour. So, there were seven caretakers that fell below that rate.
We would get them to the $15.00 per hour. We also want to adjust the caretakers on that same
range to ensure that there’s a tenure spread between—to recognize the tenure spread that they
previously had. Just so you know, there were also some pay ranges that were old and inactive that
were well below the $15.00 per hour rate in the AFSCME contract that we did agree to inactivate
through this LOU. The LOU has been signed by the union, and we are going to be working to get

those individuals compensated to $15.00 per hour through payroll processing as soon as we can.
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Budget Impact - Wages

TABLE 1
Estimated Wage Impact of Increasing Minimum Base Pay Hourly Rates (Union & Non-Unicn)
Impact of Increasing Hourly Rates to: A) $15 8) $18 €)$20

Group B- Employess with Group C - Eny

Difference Over | Base Pay Between$15.00  Difference Over |Base

erhour  BaseannualPay | and$17.99perhour  Base Annual Pay
$2.27,304 .

r | Total Base Pay Rate
e Annual Pay | annual Budget impact

Annual Pay, Base Rate

u 5979373 514,573 - - - 514,573
518/ Hour $1176.314 514 $2.435.782 $216478 - - 347,992
520/ Hour 51,308,202 5463,402 52.772.328 5493,024 36,133,566 266,677 $1.223,103

As far as the budget impact, this table shows three different groups of employees based on their
rates of pay and their budget impact for increasing at the different levels. So, Group A is the
employees that as of January 5™ earn less that $15.00 per hour. If we bump those individuals, it
would cost approximately $134K. Those same group of employees, if we take them to $18.00 per
hour, it would cost $331K on an annualized basis. Then those in that same group going to $20.00
per hour would cost us $463K.

Group B are the employees that earn between $15.00 per hour but less than $18.00 per
hour. This group, if we adjust them to the minimum of $18.00 per hour, would cost approximately
$216K. If we take them to $20.00 per hour, that would cost $493K.

Then, finally, the group of employees, Group C, that is paid at least $18.00 per hour but
less that $20.00. Their annualized salary cost would be $266K.

If you look at the very last column, it’s the cumulative total for each group. So, $134K to
raise it to $15.00 per hour, $547K cumulative cost for $18.00 per hour, and $1.2M accumulative

cost to raise it to $20.00 per hour.

Budget Impact - Non-wage Costs

TABLE 2
Estimated Unified Govt. Contribution* Impact of Increasing Minimum Base Pay Hourly Rates (Union & Non-Union)
Impact of Increasing Hourly Rates to: A) $15 B) $18 C) $20

ase fate suzms

$1.012,509

$126.925 $14,197 - - $14,197

b
$152.499 $9,770 $429,385 $37.362 E - s

$169,652 556,924 $476,961 $84,937 $1,080,857 546,968 5188,849

(CA (Socia! Security), 6.2%; FIC
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Outside of wages, it would also impact—we would also have extra costs associated with Unified
Government contributions such as KPERS, social security, FICA, and unemployment. For those
very same groups, if you look at their cumulative totals, we would have to add an additional $14K
for the $15.00 per our minimum wage, an additional $77K for the $18.00 per hour minimum wage,

and an additional $188K for the $20.00 per hour minimum wage.

Budget Impact - Fully Loaded Costs

TABLE 3
Total Estimated Impact (Wages and Unified Govt. Contributions) of Increasing Hourly Rates to: A) $15 B) $18 C) $20

Does NOT include costs associated with wage compression

Projected cost
associated

Estimated Total With 8%
Budgetimpact | comression factor

[ Raise Minimum Wage To....

415/ Hour $148,769 $185,961
$18 / Hour $625,124 $781,805

420/ Hour $1411.951 $1,764939

This last slide is basically the budget impact with the combined base salary plus the UG
contributions, $148K for $15.00 per hour, $625K for $18.00 per hour, and $1.4M for $20.00 per
hour. Other things that we have to consider is that there would be potentially ripple effects of
employees that supervise certain groups whose—the employees that they supervise would now
potentially earn more than they do or that they will be really compressed. Sometimes even in
similar positions across the Unified Government, it would cause some pay disparity. We’d have
to do a lot more research in looking into how that would impact at all these various levels, but we
do project that it would cost at least an additional 25% on top of what this budget impact for

additional costs associated with compression.
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Wage Compression

« B
additic

pact to address compression projected to cost approximately ar
al 25

« Additional analysis to dete ssion and equity im

Comprehensi ion analysis would
provide information on comparative wages and UG
position relative to market

So, again, the budget impact to address comparison is approximately 25%. We would review the
chain of command, memorandums of understanding, as well as internal equity to fix any
compression issues that happen as a result of those varying levels of minimum wage being
impacted. We would need to do a compressive compensation analysis to provide us with where
we are comparatively relative to the market. Right now, just fixing the minimum wage, it’s

basically piecemealing, so we need to look at the overall compensation structure as well.

v

AFSCME Teamsters
7 Caretakers under $15 per Recent contract ratification
hour (recent signed LOU) addresses employees under $15
Additional LOU would be per hour (starting wage $18.50)
need to address
- 27 employees between Would need additional LOU to
$15 and $18/nour address 18 employees under
-« 50 employees between $20/hour
$18 and $20/hour
LiUNA IBEW Non-Union
No employees under $18 No employees under $20 Adjustment made via step
per hour per hour under most recent increase for those under
. union contract and Career $15 per hour
Reached Tentative Development Plan
Agreement on Final MOU 21 employees under
that includes a Career $18/hour
Development Plan
49 employees under
o $20/hour

Workforce implications. Had a look at the unions that potentially could be impacted based on
adjusting those minimum wages. As I mentioned, there’s seven caretakers that earn less than
$15.00 an hour that have been taken care of via LOU that we will address and finalize. But should
we increase the rate to $18.00 per hour, AFSCME has 27 employees. If we increase the rate to
$20.00 per hour—there’s 50 employees in that category.

Teamsters contract. There was a recent ratification and signing of the union contract that

took their starting rate to $18.50 an hour, so there’s no employees currently under $15.00 per hour
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in that union. However, if we went with $20.00 per hour, there will be 18 employees that we
would need to address via LOU.

LiUNA has no employees under $18.00 per hour. We have reached a tentative agreement
regarding a final LOU that includes a career development plan that pretty much addresses most of
those rates of pay to around $20.00 per hour. The career development plan essentially is a plan
whereby employees could gain certain certifications or training and be reclassified to a higher rate
of pay and higher classification once they obtain those. We have finalized a red line of their
contract that includes that, and we’ll be looking forward to getting that finalized and approved
soon.

IBEW has been, their contract has been ratified and agreed upon and their rates. There are
no employees under $20.00 at this point for IBEW. They also have a similar career development
plan as LiUNA. I will say that there’s actually one employee in IBEW that’s at $19.50 per hour,
but under the career development plan and COLA next year, they’ll certainly be above $20.00 per
hour.

For non-union, again, we made those adjustments for the $15.00 per hour. If we go with
$18.00 per hour minimum for non-union, that would impact 21 employees. If we go with $20.00
per hour, that would impact 49.

That’s all the information that I had to share. I’'m open for discussion.

Chairman Markley said I will say, not because [ want to be a killjoy, but just because I think it’s
always a confusing way to think of things. All of these numbers are there on a going forward
basis. So, what Shakeva has shown us is not a one year cost, it’s an every year cost. Then,
assuming we are giving our employees raises annually, as I think we should be, then you’re giving
raises on top of this ongoing annual cost. So, I think a lot of times we see the number and we think

that’s a one-time payment, but we would have to be paying that annually.

Commissioner Johnson said I have a couple of thoughts on this. One, obviously, has to do with
the cost, obviously. Then the other is that we’re dealing with a person’s life here that, hopefully,
this could potentially make a big difference in. It’s hard for me to talk about increases across the
board and then on a consecutive basis without considering the conversations that we’ve had in

recent times about lowering mill levies and the impact that could have on the budget. While I'm
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a fan of both lowering mill levies etc., taxes, and then also giving our employees raises that will
make them competitive in the market, it’s very perplexing to say the least.

I guess the question that I would have is, there is an intrinsic cost of losing someone and
then having to hire and replace persons that we are losing in a situation we know has to do with
the rate of compensation. If a person is getting paid a certain amount of money, it’s not enough
for them to live. They go to a competing organization. We then have to rehire for those positions
and go through the cost of replacing them. Shakeva, have you and/or Renee been able to categorize

this in terms of the actual dollars it costs to replace persons when people leave for higher wages?

Ms. Ramirez said we are in the process of trying to determine what the cost per hire is for our
organization. That cost per hire is going to actually change, depending on the classification,
because the cost per hire for a police officer is going to be much greater than replacing
administrative support and that’s because of the training, equipment, things of that nature. We are
trying to come up with that number.

Commissioner Johnson said that would really help to, I guess, nuance the conversation
and at least help this commissioner to be able to make a more tangible decision with regard to this
perplexing issue. It’s not going away. We’re going to have to continue to deal with this. We may

be at a point in time when we don’t have a choice but to increase wages.

Chairman Markley said thanks, Commissioner. A very good point about the budget implications

of these discussions.

Commissioner Ramirez said I’'m going to come out and say it, we can’t have our cake and eat it
too. We all know what’s been proposed to us on the table. It’s a drastic and unnecessary change
to our budget. That unnecessary and drastic change would put this in jeopardy in some way, shape,
or form. Our employees are in City Hall or in home, wherever you work, every day, working for
this community. We need to do whatever we can to have their back. We need more employees.
The only way we’re going to do that is to pay them what they’re worth. Give them what they’re
worth. Like I said in the beginning, we can’t have our cake and eat it too. Our employees need

some TLC. I’'m willing and prepared to work with the Commission to give them the TLC that
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they deserve. But what’s been proposed on the table won’t—it will leave them behind, and we
can’t do that.

Thank you for bringing this forward. I want to continue having this conversation with the
Commission. [ want to find the solution that does well for our community, does well for our
employees, and is sustainable for us in the future budget wise. Those are the three things I want
when we look at this, looking at a minimum wage: best for the community, best for our employees,

and sustainable for us as an organization.

Commissioner Kane said I said this a hundred times. We need to be a better employer to our
employees. I did not know that we had so many employees working for under $15.00 an hour. I
think in order to retain them, to keep them, there’s always a cost for training regardless of what
level that they come in. And then after training is, can you retain them? Some of these McDonald’s
out there on I-70 going in towards Lawrence, they’re paying those people $20.00 to $21.00 an
hour. I want to hire good people. I want to keep the people that we have. I want to pay them a
better wage so they could have a better living themselves. As the other two commissioners said,

we’re going to have to bite the bullet and do what’s right for our employees.

Ms. Ramirez said I just wanted to point out. I appreciate the comments, and you are correct,
Commissioner. When we hire our employees, we have to look at this as an investment. We are
making an investment into the individuals that we’re employing here at the Unified Government.
It’s not just on the onset of hiring them. We have to continue that commitment to these employees
so that way we get them the proper training throughout their careers here. We want to provide

them with a career, not just a job here at the Unified Government.

Commissioner Bynum said I’'m curious. I see Kathleen VonAchen is on the call. I’'m concurring
with the remarks of all my fellow commissioners here as this relates to wanting to adequately
compensate our employees while being mindful of the hope for mill levy reductions that we
propose for the coming budget year. So, I’m just curious, from Kathleen’s standpoint. Did I
understand correctly, as we make our way through continuing the study that Renee and Shakeva
have undertaken, this would come into play with our budget cycle that we’re working in right

now? Would we be able to be shown this within a proposed 2023 budget so that we can see the
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total implication of the cost while we do work or trying to find some equitable way to bring some

mill levy relief? Does that question make sense? I'd like to hear from Kathleen, I guess.

Kathleen VonAchen, Chief Financial Officer, said well, sure. We can incorporate this work
into our budget analysis. I think the key point here with regards to the Revenue Act policies that
are being proposed or contemplated, is that it has to be done in conjunction with reviewing our
head count and our organizational—well, the Interim County Administrator is undertaking an
organizational review to determine whether there’s efficiencies that can be gained by reorganizing
our departments. And, of course, it kind of plays into PBB where we’re identifying services that
are of low priority that may need to be reduced or eliminated in order to reallocate resources.

It’s a complex question that you have to balance the revenue policy with the expenditure
policy. But then on the other hand, you want to continue to compensate the existing workforce to
the level that keeps them engaged in their work and where they’re making enough money to make
a living. So, it’s just a balancing act that we’re certainly going to be an interesting and challenging

level of discussions in the coming months.

Chairman Bynum said well, I really appreciate that. I guess what I’m saying is, when we are
brought at a starting point budget document; when a budget draft is brought, could we please see
the implications of this in addition to any other changes? And, Kathleen, what I’'m possibly
alluding to specifically is, in the past years when you’ve worked with us on budget retreats, you
had a spreadsheet that would change as we manipulated it. I just wonder if that kind of tool is
something that we could maybe have access to as we look at that first draft of a budget. This is a

cost that, I think, we want to support, but we’ve got to understand it’s implications.

Chairman Markley said this item is for information only. Clerk, did we have any comments
from the public or in the lobby? Ms. Facio said no comments were received, but we do have a
hand up in the attendees.

Chairman Markley said the hand went down. I think definitely the next step for this
discussion, because here it is for information only, is for that discussion to occur during the budget.

So, I think this committee is appreciative of the information and looks forward to having budget
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discussions that incorporate the information that has been presented here tonight so we can see

what those impacts might look like. Any final questions? Thank you, team, for your presentation.

Action: For information only.

Item No. 3 —211246...UPDATE: APPRAISER'S OFFICE
Synopsis: Departmental update from the Appraiser's Office, submitted by Matt Willard, County

Appraiser.

Standing
Committee
Appraiser's
Update

The Appraiser’s Office
does not create value.

People determine value by
their transactions in
the market.

The Appraiser’s Office has
the responsibility to
analyze those
transactions and appraise
properties based on
what’s happening in the
market .

Matt Willard, County Appraiser, said I’'m here with Janae Robbins, Deputy County Appraiser,
to update this committee on our office operations and just give the general overview of what we
do. Anytime I’m talking with any group, I think it’s important to state that the Appraiser’s Office

doesn’t create value, we’re not creating demand, we’re not creating supply. Market participants

March 28, 2022



23

determine value by their transactions in the market. We’ve got the responsibility to analyze those

transactions and appraise properties based on what’s happening in the market.

+ £ ¢ What/When

a

As of January 1st Discover, List and Value

g all Real and Personal Property
W Conduct Valuation Appeal Hearings
# + Informal

Vi

e + Small Claims Board of Tax Appeals
Sl s « Board of Tax Appeals

Loy bt - District Court/COA
B ™ o Certify Values to the County Clerk
- C\\ues -~ + Certification is due by June 1st
"V - o Allows for calculation of Mill Levies and equitable
, - oo N distribution of tax burden

The 10,000 foot view of what we do is, as of January 1%, discover, list, and value all real and
personal property in Wyandotte County. Part of that process is the hearing process anywhere from
Informal’s up to the Court of Appeals. The end result of that process is our certification of values
to the County Clerk. This occurs on or by June 1%, and it allows for a calculation of mill levies

and an equitable distribution of the tax burden.

Why

oo 3 : Article 11 of the Kansas Constitution
7 » Sets Assessment Rates and defines taxable

property generally

|

K.S.A Chapter 79
» Provides the statutory framework for
valuation and assessment of property taxes

Kansas Dept of Revenue Property Valuation
Division
 Provides rules and guidance as well as
performing annual audits for statutory and
statisical compliance

-
The statutory framework for this is contained in Article 11 of the Kansas Constitution. It generally
sets assessment rates and defines what taxable property is. The Kansas Statutes, Chapter 79, covers
more of the details on well, basically everything we do. We are overseen by the Kansas
Department of Revenue Property Evaluation Division. That is the organization that provides rules,

guidance, as well as performing annual audits for statutory and statistical compliance.
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Who

+ 25 FTE CURRENTLY (31.5 Budgeted)
o 10 Residential (62,000 Parcels)
o 4 Commercial (5,600 Parcels)
o 3 Personal Property (7,400 Accounts)
o 8 Administrative

,mf" LR '

The who. We currently have 25 staff members. Ten residential responsible for about 62,000

parcels. We have four staff members in commercial responsible for approximately 5,600 parcels.
We do have a Personal Property Division with 7,400 accounts. This is everything from
commercial machinery equipment to golf carts, to manufactured homes. We do have eight
administrative personnel who help with data entry and just making sure that everything keeps

running.

+ Annual Valuation of all Real and
Personal Property
o Reinspection of 11,000 parcels
per year

+ Cost, Market, and Income models
developed and updated annually

+ Maintain files on exempt
properties including IRB and EDX
exemptions

+ Coordinates with Economic
Development to help administer
the NRA program

So, the how. The general overview, again, is we do annual value of all real and personal property.
That includes annual inspections of approximately 11,000 parcels a year; annual development of
cost market income models for commercial and residential property. We also maintain exemption
files including IRB and EDX properties. We coordinate with Economic Development to help
administer the NRA Program. There is a lot of coordination that happens between the Appraiser’s
Office and the Clerk, Treasury, any number of offices related to property tax administration.

There’s a lot of communication, a lot of working data that happens there.
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The annual notice of value was

S mailed to property owners on
NOtlce Of March 15th.
Appraised
Value & This annual notice contains the

q 3 current and previous estimates
Clas Slﬁcatlon of value, a classification
breakdown, and information on
how to appeal.

[ know that everybody’s aware, notices of appraised value and classification were mailed on March
15t 1t’s the annual notice that contains current and previous estimates of value by classification.

On the back of that form, there’s information on how to file an appeal.

Informal Appeal Deadline is 4/14/2022
Appealing
g Start the process
Appralsed * Online at www.wycokck.org/AYPVO
Values * Returning the back of the form
* By requesting in person on over the
phone

Just generally concerning appeals. The informal deadline is April 14™ this year. There’s another
opportunity if the taxpayers don’t make the informal deadline or just want to appeal later. There’s
a payment under protest process that’s available once the tax bills go out. But concerning the
informal appeal process, several ways to request an appeal: online at the wycokck.org/AYPVO;
returning the back of the form, that can be in-person, that can be—we’ve got a fax number; and
then simply by calling in and saying, I’d like to have a hearing. We’ll start that process and get it

set up. We also accept walk-in appeals.
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* Public outreach including an
upcoming event at Memorial
Hall (April 9th 10-2)

* New parcel search website
(appr.wycokck.org)

» Mobile data collection

+ Online filing of personal
property renditions

+ Change detection analysis

Some initiatives that we’ve undertaken, apologized recently. This year there’s been a solid focus
on public outreach. Part of that is an upcoming event at Memorial Hall, April 9%, from 10:00 to
2:00. Just open format for folks that have questions about their parcel value, about the process.
Basically, I think property value related. We’ll have folks there available to answer those
questions. We’ve also deployed a new parcel search website at appr.wycokck.org. This website
contains property value information to include property record cards, property comp sheets on
residential properties, and it also includes mill levy information and tax information going back
on all properties. This summer, there is a project that’s underway to start using mobile data
collection devices. Two years ago, we started a system to allow for online filing of personal
property renditions. That’s been very well received. Also, this summer there’s a change detection
process, analysis process. We contracted a vendor to take our ortho photography and compare two
years, look for changes, and highlight those for us just in case there are items that we missed. The

analysis on that is going to pick up this summer as well.

Additional Info

Property search and tax info available at
appr.wycokck.org

General information about the process
available at wycokck.org/appraiser

"

Videos available on the Unified Government n
YouTube channel

Staff available at any time to answer
questions
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We do have a lot of additional information out there. Already discussed the property search and
tax info. We’re pretty proud of that here. It was years in the making. I’ve been real happy with
how that turned out. We’ve also got a great deal of general information about the process available
at our UG website, wycokck.org/appraiser. Lots of FAQs, lots of flyers, lots of questions that can
be answered there. We’ve been producing a series of videos that’s available on the Unified
Government YouTube channel as well as being posted to various other social media sites. As
always, we’ve got staff available to answer questions that anybody has during business hours and

plus a little bit.

8200 State Ave., Kansas City KS 66112

FOR MORE INFORMATION, DIE-SE-IL

PLEASE CONTACT QUR OFFICE wycoappraiser@wycokck.org

www.wycokck.org/appraiser

That’s all we have prepared, and love to stand for questions.

Commissioner Bynum said [ was curious at your public outreach event at Memorial Hall on, I
believe, you said April 9%, If someone brought their appeal form to that event, are you prepared
to accept those at that event?

Mr. Willard said prepared to accept them and actually prepared to hold hearings, assuming
the demand isn’t too great. So, the plan is to have it set up if somebody wants to do a walk-in
appeal at that event, have the equipment and people available to allow for that.

Commissioner Bynum said thank you, that’s great.

Chairman Markley said that is great. Any additional questions? All right. That was obviously
for information only. Matt, is there some on your website or somewhere that they can get
information if they missed that moment where you just told about your in-person event? Will it

be in our newsletters also? Mr. Willard said I believe it will be going out to the newsletters and
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on the UG Facebook page. It’s been published there. I think that happens today. That outreach
is just now getting started, but I believe it will be posted on the UG main page coming up. I don’t
think that’s happened yet.

Chairman Markley said okay, perfect. Any last-minute questions from the commissioners? If
not, we will thank Matt and that was our final item for the evening, and we are adjourned. Thanks
so much for your attendance and patience.

Action: For information only.

Public Agenda:

No items.

Adjourn:
Chairman Markley adjourned the meeting at 8:02 p.m.

am
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