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Presentation Notes
Rhea Cragun, Human Resources Director
I have the pleasure of being the first to present to you the annual Department presentations.


Human Resources:

Who We Are

Our Mission:

To support the goals and challenges of the City by promoting a work environment of:
Fair Treatment, Open communication, Accountability, Trust, and Mutual Respect

Human Resources Director:

Rhea E Cragun
Human Resources Specialist:
Tina Fifarek
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Who we are:
The HR Department is a part of the Administration Division
We have two employees, myself and our HR Specialist/Benefits Coordinator Tina Fifarek

Our Mission is to support the goals and challenges of the City
By promoting a work environment of:
Fair Treatment
Open communication
Accountability
Trust, and
Mutual Respect
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Adopted Budget History 2019 through 2023
2019 2020 2021 2022 2023 Adopted Budget Trendline
Administration 823,403 964,000 657,720 660,479 711,290 T S~
City Clerk 672,238 678,669 728,217 756,446 818,390 __...—-——'——'__"—_F_-
City Council 350,250 350,250 354,000 350,276 349,992 " T~
Economic Development 773,457 788,311 737,866 1,460,268 1,477,524 ____________—
Finance 1,027,465 976,162 1,020,137 996,869 1,045,419 W
Human Resources 405,069 389,673 403,405 426,633 494 877 —_—
Information Services 1,106,374 1,155,163 1,206,402 1,259,061 1,491,783 —
Insurance 291,575 343,000 415,564 463,537 511,391  _—————
Law 1,650,000 1,650,000 1,650,000 1,650,000 1,950,000 -
Permanent Fund 310,000 305,000 265,000 265,000 265,000 —
Planning 1,614,441 1,921,695 1,539,723 1,619,885 1,704,722 --"""‘\.\..,__.——--—-"

Grand Total 9,024,272 9,521,923 8,978,034 9,908,453 10,820,388 —
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As a part of the Administrative Division our budget rolls into the larger Administrative Budget.


Human Resources:

Budget

Programs Budgeted HR Budget 2023
Recruitment and Retention S77,800

Risk Management 58,885

Compliance $25,445

Employee Engagement $8,500

Health and Wellness S20,100

Total Budget (sans FTE Payroll) = $140,730
Total Budget (with FTE Payroll) = $494,876

m Recruitment and Retention m Risk Management

m Compliance m Employee Engagement

VAOI_DEZ m Health and Wellness
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Here is a quick view of our budget as approved for 2023
As you can see the bulk of our budget is for Recruitment and Retention and this includes:
Advertisements / Communications/ Job postings
Professional Fees for background checks etc.
Recruiting costs such as travel for candidates and onboarding
And contract services

Next is Compliance: this includes:


HUMAN RESOURCES
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Actual Adopted 2022 to 2023
Expenses Expenditure Estimate Budget Budget Changes
Dollar Percent
2018 2020 2021 2022 2022 2023 Change Change
FTE Payroll 244110 281,361 308,940 303,058 315,685 352,401 36,716 | 10.4%
Other Personnel 19,916 10,469 28,657 40,345 49,648 52,675 3,028 > 5.7%
Other Operating 24,136 14,133 9,256 37,600 26,300 49,800 23,500 |» 47.2%
Contracts 28,024 4,701 40,644 45,000 35,000 40,000 5,000 > 12.5%

Grand Total 316,187 310,664 387,498 426,003 426,633 494,877 68,244 |.’ 13.8%



Program:

Measured By:

Program:

Human Resources:

What We Do

HUMAN RESOURCES

Programs and related measures
Classification and Job Analysis: Position analysis for each position.
Classification and Job Analysis: Review of FTE needs assessment with open positions to detirmine best use of potential FTE
resource.
Classification and Job Analysis: Succesion planning and retention risk assesment.
Performance Management: Ongoing department and end user feedback, and systems enhancements for a consistent
Performance Review processes
Performance Management: Refine the Performance Improvement processes that benefit and develop the employee and
address unique department needs.
Recruitment and Retention: Hire the most qualified employees by pre -planning staffing needs.
Recruitment: Ensure an effective internal and external interview proces, and conduct thorough reference and background
checks.
Recruitment: Ensure competitive compensation package to aid in attracting the best candidate
Recruitment: Identify resources to attract and retain qualified and diverse applicant pool.
Recruitment: Identify the best and most cost effective recruitment sources.
Recruitment: Monitor cost to hire and time to fill.

Training and Coaching: Maintain and improve effective annual training programs for staff, supervisors and management.
Training and Coaching: Utilizing Coaching for Success
Training and Coaching: Utilizing On line learning systems, in person trainings, and virtual trainings

Equitable total compensation package for recruitment and retention

Performance Review: Accurate evaluations (Typically having a histogram to reflect "Normal" distribution) that provide usable
data for development and success of the employee

30 day time to fill for temp staff, 60 day time to fill for perm staff

Maintain 6.72% or lower turnover rate; monitor retention rates by conducting stay interviews at 30, 60 & 90 days post hire.
Performance Review: On time overall completion rate 90% and on time task completion of 85%

Risk Management: Work place Safety: Monthly review of near miss and accident reports by the Safety Committee
Investigations and Progressive Counseling: Invesigat and counsel on personnel and HR related issues and concerns.

Program:

Measured By:

Program:

Measured By:

Program:

Measured By:

Program:

Measured By:

HUMAN RESOURCES

Programs and related measures
Risk and Trends Analysis: Identifying potential risks and trends in the broader world and how they may impacted us here in
Valdez
Work place Safety: Complete Spring and Fall Safety inspections
Work place Safety: Foster and drive a culture of safety and safety compliance

Employee Satisfaction: Participation goal 47%
Increased reporting of near misses incidents
New: Lower Mod. Rate from previouse fiscal year
Safety: Improve overall loss control

Compliance: Employment Law: Maintaining compliance with employment laws and government regulations, providing
management and employee training, and developing appropriate and defensible policies and procedures.
Compliance: Policies: Maintain Personnel Regulations, HR specific policies and provide policy interpretation

Employee Satisfaction: Participation goal 47%

Employee Engagement: DE&I and Belonging Initiative

Employee Engagement: Employee Recognition

Employee Engagement: Employee Satisfaction Survey

New: DE&I and Belonging Survey: Participation goal 47%

Benefits and Compensation: Performance based merit system

Benefits and Compensation: Providing competitive wages and benefits; furnishing technical, interpersonal and career

development

Equitable total compensation package for recruitment and retention
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What we do:

Here is a long list of the programs and measures for the HR department.  Rather than go through each one of these, I will review the five main 5 categories they fall under.

The next few slides address each category with highlights of accomplishments and what's next…



Human Resources
What We Do

Performance Training and

Recruiting Management Coaching

Policies Reporting

Classification On Boardin Personnel Employment Leave
and Job Analysis 8 Actions Law Management

Workers- Risks and Trends Benefits Healthy Merits
Compensation analysis

Investigations Employee
and Progressive Satisfaction DE&l Initiative

Counseling Survey

Employee
Recognition
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Last year I reviewed with you the different services roles and responsibilities of the Human Resources Department.
This year, my thought was to focus more on some particular highlights of the past year and what we are looking forward to this year.

As a reminder, these are the five categories, (keep in mind there is some overlap)
Green: Recruitment and Retention
Brown: Risk Management
Blue: Compliance
Red: Employee Engagement
Black: Health and Wellness

Let’s jump right in…


" Recruitin Performance Training and
uman Resources. ¢ | | Management || Coaching

Recruiting and Retention

Last Year: This Year:

* Classification and Job Analysis Study » Training on use of the Classification tool
* Retention Risk Analysis and Compensable Factors for future

* Role out of Unified Dashboard analyses

* HR Metrics: .

Succession Planning
 Time to Hire: Avg 46 days v Peer Avg 58 days Career Pathing
e Total Hires: 9

March 2022 —15F§bruary 2023 Total Hires: 13 ® ASH RM Boa rd Of Directo rs
* Workforce Development Co-Director

>

Days

Avg. Time in

*
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Recruitment and Retention:

Over the past year:

We have completed the Classification and Wage Analysis
Human Resources is tasked with conducting periodic classification and wage analysis. 
This year we completed a job analysis and classification study of all positions 
To include reviewing Job Descriptions for accuracy, Compensable Factors, and correct FLSA status, etc.

Retention Risk Analysis
The HR Team completed a retention risk analysis across all departments to identify high, medium and low risk of all Leadership, Managers, and Hard to fill positions.

We have rolled out the NeoGov Unified Dashboard to all employees
This provides a one-stop shop for easy access across multiple pages: Perform, Training (Learn), OHC, Reports, etc

HR Metrics Met:
Time to Hire: 
46 days on average compared to our peers at 58. (This just included non-temp positions)
Last year we were at 35, However, we had an anomaly this year: In our search for a Head Librarian (as you see 114 days to hire.)
Remove this number and we stayed around 35-36. Even with the one spike we are still, on average below our peers. 
If you include temporary hires as well our average to hire is 19 days
[click on *]
Number of Hires: with a total of 98 hires (Use Link to slide 5)

So what is next:

Training on use of the Classification tool and Compensable Factors for future analyses
The study will be used to improve recruitment and retention efforts, ensure accuracy in job competencies and expectations, 
accurate and appropriate essential functions to ensure compliance with ADA, EEOC and other applicable laws.
Succession Planning
One of the opportunities identified early on by the HR team and verified by the study, was the need for a Succession Plan.
Using the classification study, the retention risk analysis completed by the HR team, and working with each department for their specific needs we will develop a Succession Plan.
Career Pathing 
We have, with the new study identified potential positions where career pathing can be used to attract and retain qualified applicants. 
We may look at the possibility of underfilling a position with a qualified candidate who needs some additional time or training. 
This gives us flexibility in recruiting but also allows us an opportunity to provide a career path for our employees. 

ASHRM Board of Directors
Workforce Development Co-Director
Giving back to our community and State. 
Coordination with Junior Achievement  - Attending Job fairs and guiding Juniors and Seniors in interviewing skills and resume building



Hires by Department
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Human Resources:

. . .
R IS k M aln ag emel I T oo | Risks and Trends
and Progressive :
analysis

Counseling

e Last Year: This Year:
e City Health and Safety Plan * Presentation by Safety Committee to
 Completion of Safety Inspections the AMLIJIA PERMS Conference
 Kudos from our AMLIJIA Representative <+ Spring and Fall Safety Inspections
e Reduction in costs: Capture full 5% e Safety Committee and Department
reduction cooperation
e Reduction of Experience Mod * ADA Facility Self-Inspection Checklist

Continue to Monitor External Risks
* PRIMA membership
e« OSHA

Training: Counseling and Coaching

* Training: Counseling and Coaching
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(Skip this slide – already discussed with Slide 3)

Number of Hires: with a total of 98 hires
As you see the largest number of Temp hires are in Building Maintenance, PRCS, and the Harbor
This number for last year was driven by a large number of Snow Plowers hired in February and March



Human Resources:

Compliance

Last Year: This Year:
* Role out of PowerDMS * New Federal Law
* HR Policies ] * Pregnant Workers Fairness Act
e City Wide Policies CITY OF VALDEZ e PUMP For Nursing Mothers Act
* Federal Reporting PERSONNEL REGULATIONS * Personnel Regulations
« (OSHA 300 * Review and Update
* ACA . * New Law compliance
* EOC-1 * Association Memberships:

 PSHRA (Formerly IPMA-HR)
e SHRM and ASHRM
o ¢ PRIMA
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Risk Management:

Over the past year:
City Health and Safety Plan 
Completed and reviewed by the safety committee
Completion Safety Inspections
Spring and Fall: 
A representative from AMLJIA was present during our Fall inspection
Kudos from our AMLJIA Representative
Reduction in costs: Our efforts will help us capture full 5% reduction
Reduction of Experience Mod
Counseling and Coaching Training


The Coming Year:
Presentation at the AMLJIA PERMS Conference
We will be presenting in a panel forum to representatives from communities and boroughs throughout Alaska

Spring and Fall Safety Inspections
Safety Committee and Departments are cooperating to make these a success
ADA Facility Self-Inspection Checklist (part of the Comp Plan priorities)

Continue to Monitor External Risks
PRIMA membership
OSHA 
Training: Counseling and Coaching


Human Resources:

Employee Engagement

Last Year: This Year:
 Employee Engagement and Activities  Employee Engagement Survey
* Public Service Recognition Week  DE&I and Belonging Plan
* International Fire Fighters Memorial day « Employee Activities:
* Public Saf(;ty Recognition * Public Service Recognition Week: May 7-13
Jsu?eteedn’; q ) * International Fire Fighters Memorial day
dt€ an 9}_’” Wee e Public Safety Recognition: May 14-20
e ' * Juneteenth
@. % > : « Safe and Sound Week: August 14-18
NV .
SAFE +=()  celebrating
%U D<A
amum2enz  Feats of Safety

-

' J:ﬁ«-{'tl
.‘t.' :
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The HR team stays abreast of employment laws and any changes.
It is our role to help managers and employees in the interpretation and application of these laws. 

Last Year:

Role out of PowerDMS
HR Policies
City Wide Policies 
Federal Reporting
OSHA 300
ACA
EOC-1

Next year

New Federal Laws:
PWFA and Pump for nursing Mothers

Personnel Regulation updates to include:
Review and Update
New Law compliance
“Pregnant employees may request a temporary change in duty assignment or transfer or other reasonable accommodation. Human Resources will review all such requests per ADA/ADAA guidelines and the Pregnant Workers Fairness Act (PWFA) and will determine if the request can be met.
 
In accordance with the Providing Urgent Maternity Protections for Nursing Mothers Act (PUMP for Nursing Mothers Act), for up to two years after the child's birth, any employee who is breastfeeding their child will be provided reasonable break times to express breast milk for the baby. The City has designated a room for this purpose in City Hall in accordance with State and Federal law. Employees not working in City Hall should contact Human Resources if another location is needed. Break time for expressing milk will be considered hours worked if the employee is working. 

Additionally, before making a claim of liability against the employer, an employee generally must first notify the employer that they are not in compliance and provide 10 days to come into compliance with the required accommodations.  ”

Association Memberships:
PSHRA (Formerly IPMA-HR): Public Sector HR Association
SHRM and ASHRM
PRIMA

Both Tina and I are SHRM certified



Human Resources: o
Health and Wellhess

Last Year: This Year:

Benefits Renewal 2023/2024
Benefits Renewal 2022/2023 * Negotiated -16% Stop Loss premium
Benefits enrollment FY21: 392 * Recommending change to EAP Carrier for
Active participants in Healthy Merits savings and improved services

. _ - Working with ERT for Employee driven Benefit
participation FY21: 80 review and improvement

Benefits enrollment FY22: 385
Active participants in Healthy Merits participation
FY22: 144
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Last Year
Employee Recognition, these are just a few 

Public Service Recognition Week:
International Fire Fighters Memorial day:
Public Safety Recognition Week
Juneteenth
Safe and sound week

This year:
Employee Engagement Survey
The Employee Engagement Surveywe had planned to roll it out last year but delayed it to be sure we had the right vendor and budget for
It s being developed and should roll out This quarter. 
This will give us an insight into how our employees are doing and feeling about the City as an employer
This is important so we know what's going well and what could be going better
And to inform our decisions for future employee development and engagement.

DE&I and Belonging: 
HR has the Lead for the DE&I and Belonging initiative
With a team of Directors and working from our Comprehensive Plan priorities we are developing a strategic plan
Along with the Engagement Survey we will be completing a pulse survey focused on DEI

Employee Recognition, And of course: these are just a few 

Public Service Recognition Week: May 7-13
International Fire Fighters Memorial day: May 
Public Safety Recognition is in May 14-20
Juneteenth
Safe and sound week in August anticipated the 14-18



Human Resources:

Closing Thoughts

On-Going Long-Term Goals
Job and Position fit

* Opportunity *Succession Planning *Career Growth

Our Mission is to
support the goals and
challenges of the City

by promoting a work Culture of Diversity Equity and Inclusion and Belonging
environment of Fair *Looking beyond hiring and onboarding

Treatment, Open Culture of Health and Safety

Communication, *Meeting our employee’s needs *Cost-effective

Accountability, Trust,

*Safety culture from the top down and from the bottom up
and Mutual Respect

Employee Satisfaction

ity of *Improvement year over year *Measurable data
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And finally Health and Wellness

As you know we are completing negotiations and renewal of the 2023-2024 Benefits
Locked in Stop Loss Rates at-16% below current

HR Works closely with the ERT  as we review our benefits each year: this way we can look for improvements our employees want/need while making sure we are cost-effective and frugal with the city’s money.

Healthy Merits is an employee-driven benefit that allows employees to participate in learning events, physical activities, biometric screening etc. 
Really take control of their own health.

Active participants in Healthy Merits participation FY22?




OPPORTUNITIES
IN EVERY SEASON
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Our Vision for the Future:
Job and Position fit for our employees, providing for better:
Opportunity 
Succession Planning
Career Growth
Culture of Diversity Equity and Inclusion and Belonging

Culture of Health and Safety
Benefits that meet our employees needs while still maintaining a cost effective program
Maintaining our safety conscious culture
Employee Satisfaction
Improvement year over year on Satisfaction Surveys
Measurable data we can build on

Again, Our Mission is to support the goals and challenges of the City By promoting a work environment of:
Fair Treatment,
Open communication, 
Accountability, 
Trust, 
And mutual respect
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