COUNTY OF YORK
MEMORANDUM

DATE: March 28, 2019

TO: York County Board of Supervisors

FROM: Neil A. Morgan, County Administrator /\/L/\

SUBJECT: Community Clean-Up Efforts

Over the past few weeks, we’ve discussed at Board meetings and among ourselves the
litter problem along our roads. The Department of Public Works conducted a week-long
blitz to remove the trash which I shared with you last week and believe it made a noticea-
ble difference. The real difference will only be made when our citizens join us in our
community clean-up partnerships.

With the arrival of daylight savings time and nicer weather, more of our residents will
venture out and hopefully sign up for one of the many clean-up campaigns offered by the
County with support from your Beautification Committee. Public Affairs and DPW are
promoting these partnerships online, on TV, and on social media. Attached are screen-
shots of the homepage and Solid Waste pages featuring the programs, including Adopt-A-
Spot and Clean the Bay Day, mentioned by Chairman Shepperd during the March 19
Board of Supervisors meeting.

Staff will keep us updated on how the efforts are going, and you will hear an update at
your April 16 meeting as it relates to the Beautification Committee.
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COUNTY OF YORK
MEMORANDUM

DATE: March 23, 2019

TO: York County Board of Supervisors

FROM: Neil A. Morgan, County Administrator /) M

SUBJECT: Compensation Recommendations for FY20

Offering a comprehensive and competitive total compensation package, which includes
both salary and benefits, is not only an effective recruiting tool, but is just as essential for
the retention of our current workforce. Additionally, we know that a total compensation-
based retention strategy will not succeed unless it combines a market-based salary structure
along with an environment that is competitively distinctive. Bottom line, we must remain
agile and be prepared to review data on a consistent basis and adjust our response as the
labor market and workforce needs evolve.

Our strategy as an organization is to engage and retain individuals who will be good
stewards of our resources, as well as highly regarded representatives of the community.
As with any retention strategy, we start with our strategic initiatives and an assessment of
the principles and values that drive behavior in our organization. This is an overall driver
in who we hire, who we keep, and how we reward our workforce. The employees who
share our organization’s vision are the ones we will strive to retain. By developing a
retention strategy around the right employees, the County will be much more effective in
retaining its employees during any economic period. Implementing compensation and
benefits programs that reward the right behavior and performance will help attract the right
people to the organization, and it will also help the best people become more productive.

While it is important we look to our neighboring and surrounding localities for market data,
it is also imperative we keep abreast of some of the national economic trends. Some of
those trends include comprehensive data in regards to the annual Consumer Price Index
(CPI) and the annual Social Security Cost-of-Living Adjustment (COLA), in addition to
the overall wage growth in different sectors. Figure 1 below illustrates how the County’s
General Wage Increases (GWI) compares to some of these national trends over the last 10
years.

The chart also illustrates that the County did not provide a General Wage Increase to our
employees over several years, and in later years we did some catch-up. Our overall ten
year average compared to the national data is on par with the COLAs provided by Social
Security, but slightly below average when comparing to the CPI.
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Figure 1

According to the Bureau of Labor Statistics, the median weekly earnings in the United
States continues to rise. From 2000 to 2018, the national median weekly earnings rose
approximately 48 percent for those with a high school diploma or higher, meaning the same
jobs that paid $30,000 in 2000 are now paying nearly $44,000 to attract and hire qualified
staff. Our Human Resources Department tested this statistic against some County positions
and have seen similar starting salary growth changes. More jobs are being created, and
people have more choices than ever before, especially with the unemployment rate now at
3.8 percent. We must keep abreast of labor market changes and address the job market
skills gaps, as well as skill gaps within York County. For the most part, we have been able
to address these gaps and continue to progress as an employer of choice for our local
population; and this will remain so only as long as we keep all these factors in mind during
the compensation analysis process.

York County provides employees the opportunity to share feedback when they leave
employment with the County. From those surveyed in the last two years, over one-third of
those who responded said the main reason they left was for more salary; and only half
agreed with the exit survey statement “My salary was fair, considering my duties and
responsibilities.” This feedback is crucial and tells us that some of our employees are
choosing employers in the surrounding localities based on pay alone. Our excellent quality
of life, their relationship with their supervisor, and our competitive benefits may not always
hold the same value and weight for each employee as earning a competitive salary.
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As you know, I believe an excellent organization is comprised of three things: great people,
a plan of action, and the tools to do the job. Our employees are highly valued and are our
biggest asset. Each year we conduct an evaluation of multiple variables before making a
recommendation for compensation, and I feel that this year’s recommendation is a prudent
one.
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