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SALARY PROPOSAL REQUEST FORM

No,

INSTRUCTIONS: Submit only one propasal per form. Each proposal should contaln speclfic justification as raguasted below. Proposals requlring Mayeral review must be

subenittad to the Human Resgurces Department by July 24, 2009, Al propasals must be forwarded to the Parsonnet Dapartment no later than July 31, 2019, LATE PROPOSAL
WALL NOT BE ACCEPTED.

Indlvidual amployees gannot submit a proposal for thelr own position or on behalf of a group of employaes ar an entire classification.

PROPOSAL! Please Indieate the type of salary proposal by placing a check In the appropriate box below.

X} speclal salary adjustment for exlsting classificationfs):
List classiRcationsfs (a)Fire Dispatcher, (b)Fire Dispatch Supervisor, (¢)Fire Dispatch Administrator
Current Monthly Salary {Step £} (8) 54,666 : (b) $5,366 ; (c) £6.5638 Percentage of Adjustment 25%

Basis for adjustment: {Check appropriate boxfas] halow and sttach additional pages as needed.)

Significant change in dutles and rasponsibilities (Please describe In datail.]

{nappropriate supervisory differantial,

Turnover (Indicate the number of Individuals who have left along with names, dates, and reasons For 1saving, if possible,)
Re;ruiﬂng problams (Provide « detailed explanation of problems experienced.)

Other

[ New Classification:

Propased tlassification title Proposed monthly salary

e R OO

Basls for request: Explain brelow why a new classification s necessary and how the dutles of the propased new class differ from thosa of axisting ¢lasses.

[ Deletion of Existing ClasslAcation:
Classification title

Basls for request: Explain below why this classification ks no longer needed,

LI witle Changes

Lurrent title of classification

Praposed new title

Basls for request: Explain below why the proposed ttte Is more appropriate than the current title,

SUPPORTING JUSTIFICATION FOR PROPOSAL: It [s your respansibility to provide detailed and specific documentation to support this
request. Unlass detalled Justification is submitted to support each of the items checked above, the Civil Service Commission may deny th
regquest to study the proposal. Attach additional pages if more space is needed,

Brent Peterson Fire Dispatch Supervisor 7/30/2019

Proposed by: (Please print name) Title Date

MEA - etV 4 - 1£30/2019
Departmenit Head or Employee Organization Slgnature Date

C5-1587(Rev. 6-15)



Fire Dispatcher Series Salary Proposal

We respectfully request that the Fire Dispatcher series within the Fire-Rescue Department be
considered for a Special Salary adjustment based on the retention issues that continue to
plague the Emergency Command and Data Center, specifically in the Fire Dispatch Supervisor
classification.

The core staff of the Emergency Command and Data Center, Fire Dispatchers are responsible
for answering telephone and radio communications for Fire & Medical incidents for the cities of
San Diego, Poway, Chula Vista, National City, Imperial Beach and Coronado. A recent Citygate
report highlights the sheer magnitude of incidents handled by the Emergency Command and
Data Center respective to the three other agencies that are tasked with the same
responsibilities within the county, {ATTACHMENT A}

Those other agencies responsible for Fire & Medical incidents for the remainder of San Diego
county are also paid at a significantly higher rate than the Fire Dispatch series. E-step Fire
Dispatchers in San Diego are compensated at an hourly rate of $26.83. NorthComm
Dispatchers are compensated 17% more at a top step of $31.45 (ATTACHMENT B), Heartland
Fire JPA 15% more at a top step of $30.83 (ATTACHMENT C), and Cal-Fire 18% more at a top
step of $31.72 (ATTACHMENT D). These three centers can also offer a pension to their new-
hire personnel.

The Emergency Command and Data Center utilized APCO International “Project Retains” for a
clearer understanding of appropriately staffing their dispatch center to handle the volume of 9-
1-1 calls for service they receive on a yearly basis. APCO, which is nationally recognized,
advised that the minimum staffing for the center should always be 12, Presently because of its
inability to retain trained and qualified personnel, the Emergency Command and Data Center
struggles to maintain staffing of 8 dispatchers at all times, and routinely resorts to incredible
numbers of mandatory overtime hours just to maintain the largest Fire-Dispatch center in the
county at skeleton levels. (ATTACHMENT E)

The request is made in response to the increasing high turnover rate within the classification,
and the resulting inability to remain competitive with other similar jurisdictions in the retention
of dispatchers. Loss of qualified and experienced dispatchers and our inability to hire and
retain qualified candidates has been extremely challenging. It has been very inefficient and a
waste of our resources to spend countless hours to recruit and train staff only to see them
leave to other jurisdictions for higher pay and superior benefits.



The inability to move beyond skeleton staffing levels, which includes dropping lower than even
minimum staffing, all while providing services to over 2 million citizens, is a direct result of this
inability to establish any competitiveness in salary.

As a result of the recent trends of staff turnover due to candidates/staff finding better paying
jobs elsewhere, we are constantly recruiting; requiring job posting, conducting interviews,
reference checks, background/medical clearance, and thereafter training only to repeat this
process over again.

In the Citywide Human Capital Fact Book, prepared by the Office of the City Auditor, it is shown
that Dispatcher 1 had the highest “Turnover Rate” in the entire City of San Diego with 12 of the
20 separations coming from the Fire-Rescue Department; turnover that, with other
classifications, cost the City roughly $39M in 2017 (ATTACHMENT F). The entry level
classification that feeds directly into the Fire-Dispatcher classification is Dispatcher 1. However
now that compensation levels have lagged so far behind the rest of the county the turnover
rate in the Fire-Dispatcher classification has increased significantly over the last two years.

In FY18 the Emergency Command and Data Center lost 12 personnel, 5 of which listed better
pay as their reason for separation:

FY 18

Jackson Benjamin | Fire Dispatcher Resigned better pay | 7/8/2017
Ross Rochelle | Fire Dispatcher Resigned better pay | 7/15/2017
lto James Dispatcher 1 Resigned better pay | 7/12/2017
Garcia Diana Dispatcher | Resigned 8/4/2017
Santa Cruz Amy Dispatcher | Resigned 8/13/2017
Walters Evan Dispatcher | Resigned better pay | 9/26/2017
McGee Cathie Fire Dispatcher Retired 10/7/2017
Sierra-Reyes | Pamela Dispatcher | Resigned 10/18/2017
Guillen Edgar Dispatcher | Resigned 3/12/2018
Wheeler Starla Dispatcher | Resigned 4/12/2018
Young Michael | Fire Dispatcher Retired 5/30/2018
Wright Nick Fire Dispatch Supervisor | Resigned better pay | 10/26/2017

In FY19 the Emergency Command and Data Center lost another 10 personnel, 3 of which listed

better pay as their reason for separation:

FY 19
Bsaibes Maroun | Fire Dispatch Supervisor | Resigned better pay | 8/17/2018
Hunter Debra Dispatcher | Resigned 9/14/2018
Datu Ryan Dispatcher | Resigned 9/21/2018




Wood Stephen | Dispatcher I Resigned better pay | 10/5/2018
Geiger Michelle | Fire Dispatcher Resigned better pay | 11/2/2018
Doehr Michelle | Dispatcher | Resigned 3/27/2019
Dodd Kayla Dispatcher Il Resigned 6/3/2019

Quiroz Daniel Dispatcher | Resigned 6/5/2019

Sanchez Fernanda | Dispatcher | Resigned 6/24/2019
Arimendez | Daniel Dispatcher Il Transferred to PUD | 6/24/2019
Brown Sharon Fire Dispatch Supervisor | Retired 7/24/2019

The Fire Dispatch Supervisor classification, of which there are 7 budgeted, losing two personnel

due to higher pay is a 28% reduction in staff in less than two years to outside employment.
Couple these losses with the total losses over the last five years and the numbers are

staggering.
FY 17
Helms Nichole Dispatcher | Resigned better pay | 8/12/2016
Arnold Christopher | Dispatcher | Resigned 9/23/2016
Goodwin Katie Dispatcher | Resigned 11/05/2016
FY 15/16
Galbicka Stephanie | Fire Dispatcher Retired 4/16/2015
O'Reilly Caitlin Dispatcher | Resigned, better 4/27/2015
opportunity
Salisbury Christine Fire Dispatcher Resigned, better pay 10/22/2015
Lacy Stefanie Fire Dispatcher Resigned 11/17/2015
Serna Consuelo Dispatcher | Resigned 12/28/2015
Galbicka Edward Fire Dispatch Supervisor | Retired 1/1/2016
Scally Rebecca Dispatcher | Resigned, better pay 4/11/2016

The Fire Dispatcher series is controversial due to the nature at which Personnel evaluates
classifications. The classifications of Dispatcher | and Dispatcher Il feed into the Fire Dispatcher
and Police Dispatcher Series. While they are by a technicality not “part of that series”, when
faced with the difficulty of the job and the horizon of less pay for equal work compared to their

counterparts in other agencies, frequently employees who would promote out of their training

class into the Fire Dispatcher series leave due to better pay elsewhere.

All Dispatcher positions are budgeted at Fire Dispatcher or Police Dispatcher positions as those
are the classifications needed to be filled at the end of training. In the Fire-Rescue Department




there is no change in duties between that of a Dispatcher |, Dispatcher Il or Fire Dispatcher. All
roles and functions remain the same.

This is significant to note for two specific reasons. The first being that the evaluation of the
Dispatcher | & Il classifications will be taken out of context for the overall retention issues in the
Emergency Command & Data Center as the retention issues for Dispatcher | & II's specific to the
Fire-Rescue Department will be altered by the Police Department. Secondly, understanding
that the Dispatcher | & |l classifications that are training to attain Fire Dispatcher status should
be included with overall Fire Dispatcher retention is key.

In 2017 and 2018 (wherein these losses in FTE were accumulated), staffing for Fire Dispatchers
topped at 43 budgeted FTE. Over that time period, 20 personnel left at an approximately 50%
turnover ratio. Note, there were no retirements in those years. This is fotal attrition. While
the Emergency Command and Data Center continues to pull from the Dispatcher 1 eligible list,
they continue to bleed personnel with an average retention from training classes hovering at
25% (the last recruited class has retained 2 of 8 personnel),

An increase of 25% overall, would not only help to retain qualified and trained staff but it would
help draw highly qualified and talented applicants. Aidingin retention of employees who
express liking their job but needing an increase in compensation in order to maintain the
increasing costs of living in the City of San Diego. (ATTACHMENT G)

Due to these varied factors, a comprehensive classification study would be invaluable for our
department to assess the findings and consider all possible options for enhancing our retention
efforts.

ATTACHMENTS: A - CityGate Associates Section 5 Merger Assessment
B - NorthComm JPA Job Announcement Bulletin
C - Heartland JPA Job Announcement Bulletin
D - Pay Scales California HR
E - Citywide Human Capital Fact Book
Section 3: Retention and Separations
F — Letters from separated employees

G- APCO “Project Retains” Staffing Estimate
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San Diego Fire-Rescua Departir
Metro Zone Emergency Command and Dal

SECTION 5—MERGER ASSESSMENT

54  PRESENT MERGER OPPORTUNITIES

5.1 Pr’éface

The overall term of “mergers” can have as many meanings as there are reactions by the people
involved in the discussion. A merger project for public safety dispatch operations can be
something as simple as implementing equipment capable of sharing functionality, to co-locating
in a single facility but yet maintaining aufonomous operations and workforces. It can also be
everything from contracting. services to the full implementation of & new governmental unit to
provide all pieces of the public safety dispatch package. Merger projects are generally conceived
to either achieve financial or operational advantages, or both. The success or failure of a
cooperative merger of any type will depend upon a developed plan and support for the plan,
along with adequate funding and implementation. It may also depend upon the will and belief of
the political leadership present before, during, and after the project.

Table 4—Large Fire/EMS Dispatch Centers in San Diego County

e § Grved fige ¢ : ansole
e : R 0050 e iﬁ@i‘ﬁ*ﬂﬁﬂﬁﬁﬁgﬁ AR
Heartland 42,918 383,314
North Comm 64,839 685,374
CAL FIRE 29,469 o
Total 329,772 43 146 38

* Goronado Fire Depariment was added in July of 20186. _
* Due 1o the Couniywide footprint of-coverage and responsiblities of CAL FIRE and 1is contract agencles, no estimate of
population served was found.

Using figures In the above tables, handling all of the incidents from these agencies in a single
center it would take approximately 33 consoles (utilizing a national standard practice of
attributing one console per 10,000 incidents). Agein, using a nationally recognized average
figure for required floor space for these consoles, a single facility would need approximately
4,950 square feet (33 consoles muttiplied by 150 square feet per console). In addition, there
would be additional floor space needed for offices, training, menagement, Quality Assurance,
and technical support personnel plus breakrooms, storage, equipment, ete.

Of course, not all of the above-agencies desire to merge into one single entity.

Sectlon ,SmMerger,Assessmenf _ 7 page 43

ATTACHMENT A



Job Bulletin
ATTACHMENT B

NORTH COUNTY DISPATCH JPA HUMAN RESOURCES DEPART. ... v ot e+ e s mran e

Fire
Communications
Dispatcher-
Latersal

An Equal Opportunity Employer

| SALARY RANGE (approximate)
DRdEds ' »  $53,808.00 - $65,412.,00 Annually

iR G H g S LGRS

This posting s for the North County Dispatch JPA Dispatch; vacancy location is 16936 El Fuego, 92067,
Rancho Santa Fe, CA. ’

POSITION INFORMATION

THE AGENCY: North County Dispatch Joint Powers Authority was formed in June of 1984. The JPA consists
of elght-member agencles and nine contract agencies who agree to jointly exercise all powers for the
purpose of providing dls- patching and emergency communication services for fire protection, medical and
sacurity services. The JPA-serves over 400 square miles with a tokal combined population of approximately

hittps://secure. government] obs.com/print_bulletin.cfm?jobID=2082404 &shared Window=0 2/1/2019
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ATTACHMENT C

The Ideal Candidate:

The ideal candidate works well within a team environment, can foilow Inst

independently when necessary, Further, they should have the ability to demonstrate the following:

Remain calm and focused in stressful and unusual situations and environmenis; '

Able to learn new and complex skills, with adaptability to new circumstances and unigque situations;

Able to understand directives/policies and apply them to complex scenarios;

. earn Fire Depariment and Medical terminology, jurisdictional boundaries and available types of emargency services;
Read, intarpret and give directions from maps and computer G15 mapping; ' '

Knowledge and experience with Mictosoft Office suite _

Rapldly evaluate circumstances to make sffective and sound operational decisions with minimal supervision.

Ability to learn geagraphic features and areas within our JPA and Contract service areas,

Can effectivaly follow directions given by the Director, OPS Manager, Supervisar, Zone Duty Chief, Incident Commander
or Chief Offlcer.

Communicate effectively and concisely in writing, verbally and with the use of a cormputer;

Retain and recall complex infarmation presented verbally and In writing and accurately communicate It to others;

Have the ability tc work at a confined workstation for an extended amount of ime during long-term incidents;

Be availahle for emergency call-back to meet the needs of the organization;

Able to be flexible with work hours, including but not limited to holidays, weekends, extended shifts, day and night shiits;
Preferably, have basic radlo knowledge of VHF and 806 MHz, 811Computer Alded Dispatch systems and 8-1-1 phone
system;

Must be able to multi-task during high activity while collaborating with co-workers and field fire units;

Can coordinate phone, radio and roan activity fo process all incoming information accordingly.

Compensation and Benefits Qverview

TS EIGa

S e oA S e e
including: o

l@@ﬁ@ﬁ&@ﬁl@ an excellent salary and benefits package

A multi-year Heartland Fire Dispatcher Association { HFDA) Memorandum of Understand (MOU) Agreement.

July 1, 2018 through June 30, 2018 Annual Salary Range $47,757 - $57,803
ough June 30, 2020 Annhual Salary Range $50,827 - $61,277

Retirement: Heartland has a two-tier CalPERS retirement system: Employses hired after January 1, 2013, will be enrolted
in the PERS Pension Reform Act (PEPRA), which provides 2% at 62. Employees hired after January 1, 2013, that are
pre-existing PERS membars may be eligible to participate In the 2.7% @ 55 if they meet the CalPERS Classic Enrollee
eligibility. All employees pay the full 8% (or normal cost) smployse contribution,

A 457 Deferred Compensation Plan and a FLEX benefit-spending plan are availabla.

Insurance: In Fiscal Year 18/19 and 19/20, $850.00 per month Is aflocated as part of our cafeteria plan. This amduint may
be spent on haalth Insurance for self and dependents including dental and CalPERS health plan, with the remalnder paid
to the amployse in cash. Flscal Year 20/21 the monthly benefit will increase to $1,000 to those employses who
particlpate in a CalPERS Health Plan, If sn employee chooses to not participate In a qualified Cal PERS Health Plan
under the Authority, the cafeteria benefit will be forfeited by the employee.

Term life insurance, in the amount $50,000.00 is provided by the Authority.

Holidays: 12 days annually, provided as part of vacation accrual.

Sick Leave: Acctued at a rate of 5.52 hours bl-weekly.

Vacation: Accrued at a rate 3.07 hours bl-weekly for 1-5 years, 4.80 hours bi-weekly for 8-10 years, 5,07 for 10-15 and
6.14 hours bl-weekly following completion of the fifteenth and succeeding years of service.

Othér benefits: Disability insurantce programs, dental; monthly $50 bilingual stipend, uniform allowance,




Schem Class

ATTACHMENT D

Code Full Class Title
Pay
Compensation Period SISA Footnotes
L 5591200 - $7,400.00 0119
XP38 9877  CLINICAL SOCIAL WORKER (HEALTH FACILITY)
A $4,34400 - $5880.00 0119 450 471
S  $5011.00 - $7.631.00 0119 450 471
T $539500 - $§182.00 0119 450 471
U  $5979,00 - §$7,631.00 0119 450 471
vV $843300 - $8182.00 0119 450 471
XP35 9872  CLINICAL SOCIAL WORKER (HEALTH/CORRECTIONAL FACILITY)-SAFETY
A 5434400 - $5689.00 0119 R1 448 450 474
P $6,279.00 - $8,012.00 0119 R1 448 450 474
QG $6,755.00 ~ $8,592.00 0118 R1 448 450 471
S $5011.00 - $7,631.00 0119 R1 448 450 471
T  $5,39500 - $8,182.00 0119 R1 448 450 471
U $5,979.00 - $7,631.00 0119 R1 448 450 47%
Vo $8,433.00 - $8,182.00 01 19 RY 448 450 471
DE10 2086 CLOTHING CENTER MANAGER
$3,870.00 - $4,595.00 0443
JWT6 4726 COASTAL PROGRAM ANALYST |
A $351200 - $3,9090.00 011921 121
B $3,623.00 - $4,318.00 041921 124
C  $4,344.00 - $5,438.00 1921 1214
JW74 4735  COASTAL PROGRAM ANALYSTII
$5,223.00 - $6,542.00 0119
JW72 4762  COASTAL PROGRAM ANALYST Il
$5917.00 - §7,351.00 0119
JW70 4763  COASTAL PROGRAM MANAGER
$6,495.00 - $8,070.00 0119
VX82 8951  CODES AND STANDARDS ADMINISTRATOR | (NON-PEACE OFFICER)
$6,073.00 - §$7,548.00 - 011934
VvX81 BO50  CODES AND STANDARDS ADMINISTRATOR Il (NON-PEACE OFFICER)
$6,534.00 -~ $8,132.00 011934
VX80 9008  CODES AND STANDARDS ADMINISTRATOR Il {NON-PEAGE OFFIGER)
$7,857.00 ~ $8,926.00 011934
QK46 8854 COMMERCIAL VEHICLE INSPEGTION SPECIALIST
A $3,281.00 - $4,100.00 SI8A 012021 138
B $3,728.00 - $4.706.00 0120 21 138
K14 8430  COMMUNICABLE DISEASE MANAGER |
$5,383.00 - $6,685.00 0119
Kilz 8431  COMMUNICABLE DISEASE MANAGER Il
$5,017.00 - $7,351.00 0119
Ko 8402  COMMUNICABLE DISEASE MANAGER I
$6,495.00 - $8,070.00 0119
K18 9052  COMMUNICABLE DISEASE REPRESENTATIVE
A 5347800 - $3.949.00 01 21 197
B $3623.00 - $4,318.00 0121 167
KI32 8404  COMMUNICABLE DISEASE SPECIALIST |
$4,975.00 - $5,228.00 0119
KI30 8403  COMMUNICABLE DISEASE SPECIALIST il
$5,465,00 -~ $6,841.00 0119
CRO0O 1670  COMMUNICATIONS OPERATOR
A $3,52900 ~ $4,861.00 0121 R1 368
B $3,0083.00 -~ $5400.00 0121 R1 368
CR95  1687%  COMMUNICATIONS SUPERVISOR
$4,379.00 - $6,020.00 0143
EM25 2549  COMMUNITY COLLEGE PROGRAM ASSISTANT |
A 5487800 - $6,103.00 0119 047
F 5408500 - $5085.83 0118 047
EM30 2560 COMMUNITY COLLEGE PROGRAM ASSISTANT Ii
A $5,800.00 - $7,372.00 0119 047
F  54908.33 - $6,143.33 0119 047
TTA5 4779  COMMUNITY LIAISON REPRESENTATIVE, STATE HOSPITALS
$5,816.00 - $7,284.00 0119

[N Ny

[EENGE I I G T Y

12

12

12

12

12

12

12

12

12

12
12

12

12

12
12

12

12

12
12

12

m m mme

I fm T P TR

NN N

R18
R19
R19
R19
R18

R18
R19
R18
R18
R18
R19
R19

515

RO1
RO1
RO1

RO1

301

S

507

507

Mo7

R12
R12

S01

S0

501

RO1
RO1

RO1

RO1

RO7
ROY

507

R21
R21

R21
R21

§1¢

Pay Scales/CalHR Net: Updated 6/11/2019

Page 22- A



APCO RETAINS

e APCO

Ihternatmnal

Page 1 of 2

ATTACHMENT E

APCO RETAINS.

San Diego Fire Communications - Estimate Staffing For Coverage Positions

Dlractiona: Staffing for coverage pesiiions 1s basad on the numbar of tasks or work slatlens that must be voverad and the hurmbar of hours eagh pasiticn musl be
coverad, Below, "Posltlons” is tha hsumber of seals where this organlzational Job lagk Is done.

How Is this calculalad?

Fosition

Dispatchar

12

% 24

Xy

® 52,14

- Click on Position for Analysis

Total Coverage
Hours

10811424

Posltions needing to & coverad

Hours per day does thls position neads to be
coversd

Days per waek doss this posillon needs to be
coverad

WWeeks per yaar doss this pesition needs lo be
coverad

= {08114,24 Tolal houre neading coverage

Poslilor
Supervisal

] . 1

Poroxm
x7

* §2,14

Total Coverage
Hours

8760.62

Fositions naaging lo he sovered

Hours per day does this posiiien neads to e
covered]

Days por week dogs this poellion nesds Lo he
covarat|

Weaaks par yaar toes this posillon needs lo be
coversd

= §769.52 Tolal hours nseding coverags

NAWM Staff Needed

1817 68.29

Binpioyee Avallakliiy

1517

10511424+ 1517=  89.20

12

£9.20 % (¢

+(12*.01) o

NAWH Staff Needed

1812 4.83

Empioyos Avallahility

1812
8750.52 +1812= 4.8

12
B3x "
aBIR(1+ {12001

hitps://retains.apcointl.org/toolkit/staffing/estimatecp/

Turnover Rale FTE

12 7.8

Net Avallable Work [Hours
INAWH) for this Peshllon

Base Full Tima Equivalent
(FTE) needed to cover this
pasiiian

Tumaver raig (%)

Adjusted Full Time
Eqtiivalenl (FTE}) eslimate for
{he position of Dispetcher

Turiwver Rate FTE

12 544

Net Available Work Hours
{MAYWH) for Ihis Posllion
Base Full Time Equivalent
IFTE) neaded io cover Lhis
position

Tumover rals (%)

Ad|usted Full Time
Equivalent {FTE) estimate for
Ihe posiilon of Supervigor

2/5/2019

1



APCO RETAINS S — Page 1 of 1

PAPQ APCO RETAINS.

San Diego Fire Communications - Determine Net Available Work Hours (NAWH)

Direstions: These lables eummanize gmployes svailahilly to handle catl taking and dispatch furellons Tn the center. This [ simitar to a ghlft reief fastor but It s
begad on hours, This adjusiment Is appropriate for toverags and valuma-infiuenced positions anly. Geleulzte Nel Avellshin Work Hours (PAWEH) ueing average

allogated time or ayarage gelual lme for aach category. Use Ihe “Othar eolumn 'o adjust for ime off that may he unique to your center, Round &ll celeulations to
the nearaat whold number, The result is the average avaliablilty for each persen n that posliien, ’

Note! The nunibars you: enter shauld ba tha average per parsol for each noslilon,

- Goverage Posifions (independent of volume) -

Covarage Popitlona ara hased on a partioular laak o work statlon thal must be staffed of Veavarad,"

Total Raolidayi Slek Personal Training Miligary! Meall Total otal Hours NAWH
i Contract  Vacation lLeave Leave lLaave FMLA ofe. o Other Unavaitahla Par
i Posttion  Hours Leave Hours Houre  Hours Hours Hours Houre . Hours Pgrson
lwwl [w... T e B el 1 . h.,...]
pipaihor {2080 | {60 ] Bl ] [m] (k] tet7
. — B —— .
suparvisor {2080 | ] 24 Y ] {105! o 71 2 - wew

] Save Input I

Save & Estimale Stafiing for Coveraga Posltions » l

All material® 2019 ARPCO Intomaticnal, ina, All Rights Resarved,

In aase of ieshnleal dificullles contasl [atalne@@apcaintl.org

https://retains.apcointl.org/toolkit/staffing/nawh/ 2/52019



ATTACHMENT F

Section 3: Retention and Separations -
Which classifications have had the most turno ver?

Throughout 2015-2017, separations from the City in terms of sheer numbers have been
dorminated by classifications within the San Diego Police Department (SDPD). However, this
is because SDPD has a large workforce. The turnover rate is actually significantly higher
among many other classifications throughout the City.

%xh’hit ’%E f%nm_lai Separations Rate ("Turnover Rate”) and Total City Separations, 2015-2017

{lassific i with the Higrest Tumover Bates and Classifications with the Highest Total Number of Separations?
Total Separations
{ti =)

Dispatcher 1% 8700 00 b o it T T e i e e 20

Structural Engineering Associate ._}; RIS _ i

Grounds Maintenance Worker 1 26

Combination Inspector 2 RS R 10

Associate Planner #5000 00 o <16

Deputy City Attorney 53

Police Officar 1 64

Citywide Career Average [ 2251

Police Detactive 50

Police Sergeant 56

Police Officer 2 186

0% 10% 20% 30% 40% 5C%

Turnover Rate

*Dispatcher 1 separations were from multiple departments: 12 from the Fire-Rescue Departmant, 5 from the
Transportation & Storm Water Department, and 2 from SDPD over the peiiod of 2015-2017.

Sources: QCA, based on separation data provided by the Parsonnel Department and City workfores counts in SAP.

*Naote that turhover rates are average annual turnover rates over the period 2015-2017. Auditors rmacde some judgmental exciusions from the
turnover percentage data: e.g. classifications needed at least 10 separations over thé period to be included. Auditors also did notinclade some
classifications with higher expected rates of turnaver such as Managemeant Interns, Pool Guards, Police and Fire Recrults, ate.
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Section 3: Retention and Separations
What does turnover cost the City?

Estimates of true turnover costs can vary widely depending on the nature of the position and
quality of the departing worker, expected new workers, etc, Using a rough estimate of
replacement costs, the cost to the City of recent voluntary employee turnover may be

around %539 million annually,'

Additional “soft costs"—such as impact to team morale, disruption to continuity of service,
loss of institutional knowledge, etc.—can exist as well.

$ 3 9 M Potential cost of voluntary employee turmnover to the City in 2017
Potential annual cost savings from decreasing the City's
® voluntary turnover rate by 1%

Sources: OCA, based on review of literature related to turnover costs, City workforce data within SAP, separations data provided by the
Personnel Depariment, and Adopted Budgets.

12 Auditors utilized a voluntary turnover cost model developed by Deloitte with City-spacific information regarding the slze of the workfarce,
volunitary turnover rate, City revenues, and personnel expenditures per employee 1o produce the estimates above. We suppleranted that
estimate with a less rigorous rule of thumb of 6-9 months of an employes’s salary and wages, which produced a figure of around $24 millicn
annually, We note a range of debate of ue costs and estitation with both models and in other literature on turnover costs.
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ATTACHMENT G

June 11, 2019
Rochelle Roas

8401 Sunrise Avenue

La Mesa, California, 91941
To Whom It May Conoern:

1 write this letter as a former Fire Drspatchei of the San Diego Fire-Reseue Department from 2012 to 2017, who

resigned from employment with the City of San Diego to accept a significantly higher paying Fire Dispatcher
positon with Cal Fire — 8an DMego.

I can confidenily say, without unwavering opinion, that in my 17 years as an Emergedcy Services Dispatcher,
working for San Diego Fire-Rescue was the one department | was most honored and proud to be a part of,
Despite the low staffing levels, long shifts with mandatory overtime, and the highest call volume of all fire
dispatch agencies in the eounty, the dedication and professionalism that T witnessed amongst my peers
superseded that of any coramunications center I have been employed with over the duration. of my dispatching
cateer, It is well known that the San Diego Fire-Rescue Dispatchiers are tluly top noteh in this indusiry, going
above and beyond for both the residents they serve and other allied agencies Wlthln San Diego county.

My deelsion to resign from San Diego Fire-Rescue for a higher paying position was a very tough one to maks
and created  lot of internal conflict, For as happy and satisfied ag | was professionally, as a single income
family, [ had an urgent need for a higher eaming potential and Cal Fire - San Diego could offer me that,
Unfortunately, San Diego Fire-Rescue is the lowest paying Fire Dispatch agency in San Diego County, A top
step Fire Dispatcher will earn a considerably higher salary at Nogth Comm, Heartland, and Cal Fire — San

Diego. A department’s pay scale is one of the top competitive factors when hiring and retaining quality
employeses,

The San Diego Fire-Rescue Dispatchers with longevity are worth their weight in gold. It is so ineredibly
imporiant to develop and foster relations with seasoned Dispatohers and hold onto those who have years and
years of experience and knowledge about the cities they dispateh for and the funictions of the department, If the
City of San Disgo Fire Dispatcher’s pay was comiparable to that of the other three Fire Dispatching agencies in
San Diego County, 1 am confident that I would still be employed as 4 San Diego F 11e-ResLue Dispatcher and
have a very long and rewarding career with the department.

Thank you,

Ro ke, R0-04.-

Rochelle Ross



To Whom It May Concern,

My name is Ben Jackson, and | am currently employed by the Orange County Fire Authority.
Prior to my employment here, | was a Dispatcher for the San Diego Fire-Rescue Department.
While employed there, | was very happy with my job and contributions to the department. |
enjoyed my work “family” and the environment.

It was difficult, however, to earn enough to support my family with my earnings from SDFD. The
pay is much lower than other dispatch agencies, even those that are less busy and smaller. |
eventually left SDFD for OCFA primarily for financial reasons. Upon being hired at the OCFA, a
slightly larger organization but with a lower call volume, | began earning significantly more as a
brand-new employee than I had as a 3 year employee at SDFD.

| believe that the dispatchers at SDFD deserve better wages. | think that it would improve

morale, and mare importantly retention.

Ben Jackson
619-609-6108



Nick Wright

From: Lynn, Tracy <TLynn@sandiego.gov>
Sent: Thursday, July 11, 2019 1:51 AM
To; Nick Wright

Subject: FW: Michelle Geiger

From: michelle geiger [mailto:geigerm911@gmail.com)]
Sent: Wednesday, July 10, 2019 8:15 P

To: Lynn, Tracy <TLynn@sandiego.gov>

Subject: Michelle Geiger

To whom it may concern,
My name is Michelle Geiger. | worked for San Diego Fire for 7 years. Although, 1 enjoyed working for San Diego fire |
was offered a position with another agency that offered higher pay and better benefits. | accepted the offer in

November 2018. | am thankful for the time I had at San Diego fire, and the experience | gained.

Respectfully,
Michelle Geiger



