
 

  

 

City of Tarpon Springs, Florida 
Board of Commissioners 

324 East Pine Street 
Tarpon Spring, Florida 34689 

(727) 938-3711 
http://www.ctsfl.us/agenda.htm 

   
BUDGET WORK SESSION AGENDA 

TUESDAY, JULY 15, 2025 
6:30 PM - CITY HALL AUDITORIUM  

CALL TO ORDER   
ROLL CALL   
AGENDA ITEMS   
1. Budget Advisory Committee Presentation 

2. Compensation Study Results 

3. Proposed Budget FY 2026 Overview  
4. Department Budgets - General Fund 

5. Miscellaneous 

ADJOURNMENT   
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Memorandum 

Date: July 8, 2025 

To: Mayor & Board of Commissioners  

Through: Tabatha Adkins, Human Resources Director 

From: Charles Rudd, City Manager  

Subject: FY 2026 Pay Plan & Organizational Changes/Re-Structuring  

 
BACKGROUND 
Each year as part of the budget development process the City evaluates: 

1. The need for annual COLA (Cost of Living Adjustments) 
2. Department re-organizations which may include internal re-alignments, reporting structures, 

and reclassifications of individual pay ranges.   
3. Unique pay adjustments for individual positions where necessary to keep pace with other 

pay/hiring trends and to address ongoing compression issues. 

This year, with direction of the Board of Commissioners, the City engaged with Management 
Advisory Group International, Inc. (MAG) to perform a comprehensive review and update of the 
City’s current pay plan, position classifications, overall organizational structure, and job 
descriptions.  Senior management staff actively participated in reviewing the proposed plan and 
advising the consultant. The final draft of the Pay and Classification Plan (redacted to protect 
employee information ) is attached for reference.  
 
The resulting Pay and Classification Plan , Organizational Reporting Structure, Department re-
organizations (which may also include pay adjustments), new position requests (funded and un-
funded) are presented for discussion in the overall FY 2026 Budget  
 
PAY AND CLASSIFICATION PLAN OVERVIEW 
The report includes 13 distinct sections, which may be grouped into three broad 
implementation areas:  
 Philosophy & Introduction (Sections 1, 2) 

 No Action Required 
 Compensation & Reward policy recommendations  (Sections 3,4,5,6) 

 Review and implement in conjunction with an overall review of City Policies & Rules 
 Recommended job classifications, pay plan, cost implementation plan, and FLSA 

recommendations (Sections 8,9,10,11,13) 
 Implement concurrent with the FY 2026 Budget  
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 Organizational analysis & recommendations (Section 12)  
 Implement concurrent with the FY 2026 Budget 

 
PAY BAND STRUCTURE & MARKET COMPARISONS 
 
MAG has established the pay plan structure for the City with pay ranges of 60% from minimum 
to maximum. There is a 5% differential between each pay grade.  Municipalities & Counties 
surveyed for comparison were Dunedin, Pinellas Park, Largo, Apopka, Plant City, Ocoee, Winter 
Garden, Pinellas County, & Pasco County. O*NET Online was also utilized to obtain private 
sector comparison data. 
 
MAJOR FINDINGS 
 

• Based upon market review, the City’s current pay plan is, on average, approximately 9% 
under market based upon salary range midpoint and 13.8% below at entry level. 

 
• Compression issues associated with hiring new employees at or near the same salary as  

long tenured employees 
 

• Existing salary range “pay bands” too narrow 
 

• City Manager Span of Control 
 
PAY PLAN IMPLEMENTATION COSTS: 

Implementation of the new pay plan includes adopting new job classifications & pay 
bands and implementing resulting pay changes as follows:  
 

o All current employees (unless there are unique circumstances identified by 
Human Resources) will receive a 3% Cost of Living Adjustment on October 1, 
2025 
 $509,837 current estimate cost 
 299 employees  
 

o Any employee below the minimum of their proposed pay grade range after the 
COLA is adjusted to their new minimum 
 $347,204 current estimated cost 
 110 employees 
 

o Those current employees whose pay is below their designated target salary, 
based upon time in current position, are provided an additional adjustment to 
further address internal salary compression.  
 $151,226 current estimated cost 
 167 employees 
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o Total Proposed Pay Plan Implementation costs: $1,008,267   

 Proposed Pay Plan implementation is fully accounted for in the FY 2026 
Draft Budget 

 Total cost includes approximately $80,000 in potential payroll cost 
increases which are associated with positions that are currently vacant.  

 The Finance Department has evaluated the actual cost of the initial 
implementation at approximately $922,939, which equates to a 5.37% 
increase over the current payroll.   

 By way of comparison the average annual percentage payroll increases 
over the last 5 years are: 
 2021 3% 
 2022 3% 
 2023 5% 
 2024 5% 
 2025 5% 

 
PROPOSED RE-ORGANIZATION AND  NEW POSITIONS:  

In addition to evaluating the City’s pay plan, MAG also evaluated the current organizational 
structure.  Every employee was provided an opportunity to participate in a position 
questionnaire to identify their current job duties and how their actual work aligned with their 
job classification/position description.  MAG also conducted formal interviews with the City 
management team and all department heads, using a prescribed format to discuss organization 
structure, service delivery, staffing levels and unmet needs. 
 
The most significant major finding in terms of organizational structure was the very broad span 
of control for the City Manager, with 13 department heads and top staff reporting directly to 
the City Manager. MAG’s recommendation in the report reduces the number of direct reports 
to the City Manager through a revised reporting structure which includes a Deputy City 
Manager and two Assistant City Managers. This proposed span of control is within the range 
found in other municipalities studied.   
 
Additional details of these proposed organizational changes are provided below (See attached 
Organizational Chart for reference), along with other proposed re-alignments and new position 
requests that are included in the FY 2026 Proposed Budget: 
  

• City Manager: Direct reports will include Deputy City Manager, Assistant City Manager (2), 
Police, Finance, Procurement, Information Technology, Human Resources, Economic 
Development, PIO Marketing 

• Deputy City Manager: Serves as the City Manager’s “second in command” and is the 
primary  Acting City Manager in his absence.  This position will also directly supervise the 
following departments; Library, Cultural and Civic Services, & Fire Department. Fire Chief 
Scott Young will assume this position, in addition to his current position as Fire Chief. 
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• Assistant City Manager (Infrastructure): Acting City Manager, as needed. This position will 
also directly supervise the following departments; Public Services, Project Administration, 
Public Works. Project Administration Director Bob Roberston will assume this position, in 
addition to his current position as Project Administration Director. 

• Assistant City Manager (Community Development): Acting City Manager, as needed. This 
position will directly supervise Planning & Zoning, Building, and Code Enforcement. Planning 
& Zoning Director Renea Vincent will assume this position in addition to her current position 
as Planning & Zoning Director. 

• Building Development:  
o Development Services Technician moving from part-time to full-time (accounted for 

in Pay Plan) 
• Library:  

o Moved from Cultural & Civic Services to independent department consistent with 
other municipalities 

• Public Services:  
o Utility Billing / Meter Readers transferred from Finance to Public Services 

• Public Works  
o Create two hybrid Assistant Director positions 
o Add Yard Waste Facility Operator position 

• Cultural & Civic Services 
o Transfer two positions (Theatre Technicians) from IT to Cultural Services (no 

additional associated costs). These positions were temporarily assigned to IT in 2019 
• Information Technology 

o New Information Technology Specialist position 
• Planning Department 

o Arborist position moved from Building Department to Planning and Zoning 
Department (no additional associated costs) 

• Police Department 
o New Dispatcher position 
o Code Enforcement moving under ACM position 

• Code Enforcement 
o A new part-time Code Enforcement Supervisor Position will be established 
o Division will report to ACM for Community Development 

• Human Resources 
o New part-time Administrative Assistant 
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SUMMARY TABLE OF ORGANIZATION CHANGES & NEW POSITION COSTS (BUDGETED) 
  

Organizational Changes and New Positions (Budgeted) 
    
Organizational Re-Alignment Costs   

DCM, ACM Hybrid Position Costs  $            45,251  
Part-time Code Enforcement Supervisor  $            40,114  

Sub Total  $            85,365  
Other  Funded Position Requests   

Public Works Assistant Director Hybrid Positions (2)  $            25,488  
IT Specialist  $            32,234  
Police Dispatcher (1)  $            31,403  
PT Admin position HR  $            17,244  
Yard Waste Operator  $            46,575  
Building  Dev Services Tech move from Temporary  to Full Time  $            25,684  

Sub Total  $         178,628  
    

TOTAL COST   $         263,993  
 
 
SUMMARY TABLE OF POSITION REQUESTS NOT CURRENTLY FUNDED IN FY 2026 BUDGET 

Additional Position Requests (Unfunded) 
     
Position Requests Department/Div Costs** 

Procurement Stores Clerk (Part time) Procurement  $         18,045  
Production Assistant  Cultural & Civic Services  $         20,889  
Police Dispatcher (1) Police  $         31,403  
Convert Traffic and Signage Tech to Senior Tech PW/Fleet  $           4,498  
Parks and Parkway Tech I (2 positions) PW/Parks & Parkways  $         72,178  
Emergency Mgmt. Assistant Fire  $         30,862  
Fire Inspector Fire  $         32,405  
IT Cyber Security Analyst Information Technology  $         33,198  
IT Applications Analyst Information Technology  $         33,198  

     
ADDITIONAL UNFUNDED TOTAL   $      276,675  
** Estimates shown are half-year funding     

 
 
REVISED & NEW JOB DESCRIPTIONS 
The consultant has produced updated job descriptions for all existing positions, as well as new 
job descriptions, as requested by the City.  The job descriptions have been reviewed by each 
Department Director and the Human Resources Director. 
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RECOMMENDATIONS: 
Review and provide direction on: 

• Classification and Compensation Study with Organizational Review Final Report 
o Implementation costs of Proposed Pay Plan and Position Classifications 

• Proposed Organization alignment changes and associated implementation costs 
• Additional Funded Position Requests  
• Unfunded Position Requests 

 
ATTACHMENTS 

• Classification and Compensation Study with Organizational Review Final Report 
(redacted, full report available via public records request). 

• Recommended Organizational Structure (Org Charts) 
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2025 PAY AND CLASSIFICATION 
PLAN

CITY OF TARPON SPRINGS
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BACKGROUND

• Management Advisory Group International, Inc. (MAG) 
• Comprehensive review and update of the City’s current pay, position classifications & overall 

organizational structure

 Job analysis of included classifications based on Current Job Profile Questionnaires 
(internal relationships); and

Market analysis (external competitiveness)
o Cities of Dunedin, Pinellas Park, Largo, Apopka, Plant City, Ocoee, Winter Garden,
o Pinellas County, Pasco County
o O*NET Online (aggregated salary information for the local area from the Federal Dept. 

of Labor, Bureau of Labor statistics to obtain private sector)
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Section 1:  Proposed Compensation  
        Philosophy
Section 2:  Introduction and Approach
Section 3:  Selected Compensation    

       Policies
Section 4:  Total Rewards
Section 5:  Proposed Retention Incentive 

       Pay Policy
Section 6:  Premium Pay Policies

• Section 7: Salary Survey Summary
• Section 8: Proposed Pay Plan
• Section 9: Alphabetical Classification 

           List
• Section 10: Classification Comparison 

              List
• Section 11: Implementation Cost   

              Detail Report
• Section 12: Organizational Analysis 

 Review
• Section 13: FLSA Recommendations

STUDY OUTLINE
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IMPLEMENTATION CONCURRENT WITH FY 2026 BUDGET 
(OCTOBER 1, 2025)

Section 8: 
Proposed Pay Plan

Section 9: 
Alphabetical 

Classification List

Section 10: 
Classification 

Comparison List

Section 11: 
Implementation 

Cost Detail Report

Section 12: 
Organizational 

Analysis Review

Section 13: FLSA 
Recommendations
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PLAN SECTIONS FOR FUTURE REVIEW 
AND IMPLEMENTATION

Section 3: Selected 
Compensation Policies Section 4: Total Rewards

Section 5: Proposed 
Retention Incentive Pay 

Policy

Section 6: Premium Pay 
Policies

SECTIONS 3-6 ARE ADDITIONAL 
POLICY RECOMMENDATIONS 
WHICH WILL BE EVALUATED 
CONCURRENTLY WITH AN 
OVERALL REVIEW OF CITY 

POLICIES & RULES 
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PAY PLAN MAJOR FINDINGS

Based upon market review, the 
City’s current pay plan is, on 
average, approximately 9% under 
market based upon salary range 
midpoint and 13.8% below based 
upon entry level. 

Compression issues

Existing salary range 
“pay bands” too narrow

City Manager Span of 
Control
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PROPOSED PAY PLAN COST IMPLEMENTATION

** INCLUDES APPROXIMATELY $80,000 IN PAYROLL COST INCREASES ASSOCIATED WITH VACANT POSITIONS 
(Per Finance Department, Actual Implementation Cost for Current Payroll is 5.37%)

**
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DETAILED REPORTING STRUCTURE

City Clerk/ 
Collector

City Auditor City Attorney

City Manager

City Manager
Direct Reports

Police

FInance

Procurement

IT

HR

Economic 
Development

PIO /Marketing

Deputy City Manager

Library Cultural & Civic 
Services

Perf. Arts Center

Heritage
Museum

Cultural Center

Train Depot 
Museum

Fire

EOC

Flood Plain 
Management

Assistant City Manager 
Community Development

P&Z

Arborist

Building Code 
Enforcement

Assistant City Manager 
Infrastructure

Public Services

Cemetery WTP

Water Dist

Water Sup/Wells

Meter Repairs/ 
Maintenance

WWTP

Lift Stations

Sewage 
Collectione

Utility Billing

Meter Readers 

Sustainability Recreation

Rec. Center

Golf Course

Special Events

Gro Group

Project 
Administration

Grants 
Administration

Project 
Management

Public Works

Assistant 
Director/Sanitation

Sanitation

Fleet Maint

Bldg & Grds 
Maint

Assistant Director/Rds 
& Streets Maint

Parks & Parkways

Roads & Streets 
Main

Stormwater

Marina
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ANNUAL PAYROLL INCREASE PERCENTAGES

1. Reduction for vacant positions
2. Includes budgeted positions for organization changes and new positions (no impact on 

unreserved fund balance)

1. 2.

3.00% 3.00%

5.00% 5.00% 5.00%

5.91%

5.37%

0.00%

1.00%

2.00%

3.00%

4.00%

5.00%

6.00%

7.00%

8.00%

9.00%

10.00%

2021 2022 2023 2024 2025 2026 Plan 2026 Actual
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SUMMARY RECOMMENDATIONS

APPROVE PAY PLAN IMPLEMENTATION
• Adopt new recommended pay ranges
• Accept new position descriptions
• Approve organization re-structuring & organizational chart(s)

APPROVE FY 2026 BUDGETED PAYROLL CHANGES
• Pay plan implementation adjustments (cola, adjustments to minimum, 

adjustments for compression)
• Other organizational pay adjustments and new positions
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2992 Reidville Road 
Spartanburg, SC 29301 
703-590-2750 – phone 

www.magintl.org 

Classification and Compensation Study 
      With Organizational Review 

Final Report 
for 

City of Tarpon Springs, FL

     June 17, 2025 

RFP No: 14 – 008

October 25, 2013
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MANAGEMENT  
ADVISORY  
GROUP INTL., INC. 

MANAGEMENT CONSULTING SERVICES 

June 15, 2025 

Charles Rudd  
City Manager 
City of Tarpon Springs, FL  
324 East Pine Street 
Tarpon Springs, FL 34689  
Phone: 1.727.938.3711 
Email: charlesrudd@ctsfl.us 

Dear Charles, 

Management Advisory Group International, Inc. (MAG) is pleased to present this Final Compensation & 
Classification Study Report to the City of Tarpon Springs.  

This report has been developed based on: 

• Job analysis of included classifications based on Current Job Profile Questionnaires (internal
relationships); and

• Market analysis (external competitiveness)

The Final Report is organized into the following Sections: 

• Section 1: Proposed Compensation Philosophy

• Section 2: Introduction and Approach

• Section 3: Selected Compensation Policies

• Section 4: Total Rewards

• Section 5: Proposed Retention Incentive Pay Policy

• Section 6: Premium Pay Policies

• Section 7: Salary Survey Summary

• Section 8: Proposed Pay Plan

• Section 9: Alphabetical Classification List

• Section 10: Classification Comparison List
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MANAGEMENT  
ADVISORY  
GROUP INTL., INC. 

MANAGEMENT CONSULTING SERVICES 

• Section 11: Implementation Cost Detail Report  

• Section 12: Organizational Analysis Review 

• Section 13: FLSA Recommendations 
 
 
Please note than sections 1, 3, 4, 5, and 6 are presented as “Best Practice” guidelines to assist the City 
with maintaining the study. The City reserves the right to adopt as is, alter, or outright reject the 
information. The guidelines should not be interpreted as an attempt by MAG to write or revise any 
existing policies. 
 
MAG would like to express our thanks to all employees and staff who have participated in this 
important project.  
 
Sincerely, 

 
Dr. Russell H. Campbell, Ed.D., MPA 

Chief Administrative Officer  

Management Advisory Group, Inc. 

12730 Fair Lakes Circle, Ste. 600 

Fairfax, Virginia 22033 

Office: 703-590-7250 

Cell: 803-260-6400 

Russell@maginc.org 
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SECTION 1.0 
Proposed Compensation Philosophy 

Management Advisory Group International, Inc. ©2025 
1
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1.0 – Proposed Compensation Philosophy 
 

 
The City of Tarpon Springs, FL strives to provide exemplary service to the community by being a model for 
21st Century municipal government operations. Recognizing the importance of our workforce of resolute 
and talented professional staff, we are committed to promoting organizational and community values 
that include exceptional service to the public; consistent and excellent performance; innovation; good 
fiscal, social, and environmental stewardship; and ethical behavior.  
 
To achieve and maintain our ambitious standards of service and performance, the City must continue to 
attract and retain well-qualified staff who exemplify the organization’s values. A public service 
environment that is attractive to such individuals depends upon many factors, including pride, teamwork, 
a competitive compensation program, and non-monetary benefits such as recognition in the workplace 
for accomplishments, professional development and opportunities for promotion and a positive work 
environment. The City is committed to being an “employer of choice” as part of an overall strategy of 
attracting and retaining talent that will uphold the City’s organizational values.  
 
The compensation program is committed to retaining and attracting high-skilled, high-performing staff 
capable of delivering the highest standards of public service to our community. The City expects all staff 
to consistently perform to those ambitious standards in their work performance, customer service, ethics, 
and passion for public service. The City strives to administer pay and benefits in a way that is fair and 
transparent to all, that provides equal pay for equal work, and that does not take into consideration race, 
ethnicity, religion, sex, gender, sexual orientation, gender identity or expression, or other factors 
unrelated to work performance.  
 
In order to provide competitive, sustainable, and responsible compensation, the City will consider the 
following:  
 
Total compensation which consists of but is not limited to direct compensation, e.g., salary; and indirect 
compensation such as health insurance, retirement, professional development, work life balance policy 
& programs, and time-off benefits.  

In evaluating competitive compensation, the City will consider:  
 

A. Financial sustainability as reflected by the City’s financial forecasts and revenue projections, 
competing service priorities, long-term liabilities, capital improvement and other asset 
requirements, and fund reserve levels.  
 

B. The “relevant labor market” which may vary depending upon classification but is primarily    
defined by geographic region (local and/or state-wide) and key markets (private and non-profit 
agencies) and if applicable, private sector when readily available and effectively comparable.  

 
C. “Internal Relationships” refers to the relative value of classifications to one another as determined 

by the City.  
 
 

 
2
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1.0 City of Tarpon Springs, FL 

  

 
Management Advisory Group International, Inc. ©2025 1-2 

D. The City will compare responsibilities, skill level, knowledge, ability, and judgment to determine 
similarity, and evaluate the equity of pay differentials.  

 

E. Other relevant factors may include unforeseen economic, regulatory, or service changes.  
 

F. Transparency with the community, recognizing that taxpayers and ratepayers fund all employee 
compensation and deserve commensurate value from all those who work for the City. This 
includes not only disclosure of the components of workforce compensation, but adequate 
advance notice of material policy changes in order to participate effectively in decision-making 
that affects the City ’s finances.  

 
Ideally, every three to five years, the City will evaluate its compensation structure, programs, and policies 

to assess market competitiveness, effectiveness and compliance with applicable State and federal law. 

This is with the understanding that more frequent adjustments to the compensation structure may be 

needed as a result of intermittent evaluations or other factors already cited. This will be accomplished by 

working with the City’s Human Resources staff to fairly approve compensation and benefits, utilizing all 

the resources and tools available to the City. 
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SECTION 2.0 
Introduction and Approach 

Management Advisory Group International, Inc. ©2025 
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2.0 – Introduction & Approach 

Introduction 
 
The City of Tarpon Springs contracted with Management Advisory Group International, Inc. (MAG) to 
conduct a compensation survey and assessment for all current City job classifications. This report presents 
the findings and recommendations of the study. MAG’s findings and recommendations are based on: 
  

• Current organizational structure 

• Discussions with Administration and review of current compensation practices 

• Feedback from Department Heads 

• Job analysis & Review based on employee completed Job Profile Questionnaires (JPQs) 

• Internal Equity and External labor market data 
 
The goal of the City for this project was to provide the foundation for an appropriate classification and 
compensation system and pay plan based on current compensation levels for similar public sector 
employers, and local market competitors. In response, MAG has developed a proposed pay plan and 
developed salary adjustment recommendations for current incumbents in City classifications.  
 
Project Focus 
 
The objectives of the study were to: 

• Conduct a review of all City job titles 

• Review salary and compensation data from similar/competitor organizations 

• Develop a revised classification plan 

• Develop a revised compensation and pay plan 

• Provide options for the City’s consideration to find a reasonable and cost-effective way to transition 
to the new plan(s) 

 

A list of project tasks and activities is indicated below by Exhibit 2-1.  
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2.0 City of Tarpon Springs, FL 
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EXHIBIT 2-1 
City of Tarpon Springs, FL  
 
PROJECT TASKS  
 

 
Project Initiation – Developed project proposal, work plan and timeline. Discussed with City  administration 

and revised project work plan. 
 
Initial Meetings – Discussed with employees, City leadership and key management to clearly define the 

scope, goal(s), and objective(s) for the proposed study. 
 
Developed/Distributed Salary Survey Instrument – Conducted a salary survey to gather compensation 

information from target organizations for selected City  benchmark classifications.  
 
Collected/Analyzed Compensation Data – Collected and reviewed compensation data from published data 

sources to augment salary market survey. 
 
Conducted Job Analysis – Performed analysis of compensable factors based on Job Profile Questionnaires.  
 
Developed Revised Pay Plan – Developed a preliminary proposed pay plan based on the results of the market 

salary survey, job analysis, and internal/external equity considerations. 
 
Developed Salary Adjustment Recommendations – Developed salary adjustment recommendations for all 

City  classifications based on the revised pay plan(s) and employee classification, current salary, and 
longevity in current position. 

 
Developed & Submitted Draft Report – Developed and submitted a Draft Report for City  review integrating 

the job analysis, proposed pay and classification plan, salary survey, and implementation 
recommendations.  

 
Revised Draft Report – Incorporated the City’s technical review of materials.  
 
Develop & Submit Final Report – Submitted a Final Report upon final review.  
 

 
 
Exhibit 2-2 illustrates a flow-chart process used for developing a proposed pay and classification plan.
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EXHIBIT 2-2 
City of Tarpon Springs, FL 
PROJECT FLOWCHART 
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2.0 City of Tarpon Springs, FL 

 
Management Advisory Group International, Inc. ©2025 2-4   

Approach Overview 

To begin the study, MAG requested and reviewed preliminary information from the City. At this time, 
MAG conducted initial discussions with administration and tailored several instruments to be used in 
conducting the compensation and classification analysis, including: 
 

• Job Profile Questionnaires (JPQs) 

• A review of current labor market data (Market Survey), which included several data sources 
comparable to the City 

 
The study methodology included: 
 

• Collection of current personnel, human resources, and organizational background information 

• Identification and selection of comparable agencies for the market data 

• Identification of classification benchmarks 

• Conducting a salary survey for selected positions 

• Analysis with recommendations concerning the relative ranking of City positions to develop a 
classification plan to ensure internal equity 

 
MAG developed job profiles for classifications covered in the study, based on the factors below, to identify 
an appropriate pay range. The development of a job profile typically includes numerous factors, such as: 
 

• Involvement with Data, People, and Assets 

• Experience/Vocational Requirements 

• Educational/Vocational Requirements 

• Mathematical Requirements 

• Communications Requirements 

• Judgment Requirements 

• Impact of Decisions 

• Complexity of Work 

• Safety of Others Responsibilities 

• Physical Requirements 

• Equipment Usage 

• Unavoidable Hazards 
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Initial Meetings and Orientation 
 
Upon acknowledgement to proceed, the project team communicated with staff to discuss the study’s 
objectives, along with the strengths and needs of the current organizational compensation management 
systems. City management provided input regarding the City’s preferences and needs for the systems to 
be developed. MAG’s representatives requested documentation about current compensation and 
classification programs, reviewed and discussed with management these systems, and developed an 
understanding of concerns to be addressed.  
 
The project team also discussed with staff an overview of the scope, content, and methodology of the 
study, encouraged employee cooperation and commitment, and established appropriate time limits for 
completing and returning necessary forms. 
 
MAG staff serve as a facilitator to bring these primary source data together in a meaningful way, organize 
it into a pay plan or plans, depending on the needs of the organization and to support and assist the 
organization with making crucial decisions regarding overall hierarchal placement of jobs. 
  
The study results and outcomes are not the result of decisions made in isolation by the consultant but are 
the result of the consultants working to bring together all of the different viewpoints of the stakeholders, 
assisting and supporting in ordering responsibilities of the work into a compensation and classification 
plan that serves as a starting point for making current and future placement decisions. 
 
Market Review 
 
The City of Tarpon Springs employs a wide range of jobs that contain a mix of work responsibilities found 
in both the public and private sectors. The market data utilized for selected benchmark positions reflected 
the variety of duties and responsibilities in which City employees engage. Market data is one of the key 
components of a classification and compensation study, as well as one of the more difficult and sensitive 
activities in the study process.  
 
In a collaborative effort with the Human Resources staff of the City, MAG developed a list of target 
organizations to be surveyed. Upon approval of the target list, the survey instrument, and the benchmark 
classifications, MAG reviewed the market and performed the technical analysis and evaluation of the 
collected data. 
 
Organizations typically included as targets in a salary survey are those that are: 
 

• Competing with the City for employees, for either lower level or higher-level positions 

• Geographically situated in such a fashion as to automatically be considered a competitor 

• Structured similarly to the City, or providing similar types of services 

• Attractive to highly valued employees for one reason or another 
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Surveyed: 

1. City of Dunedin, FL 
2. City of Pinellas Park, FL  
3. City of Largo, FL  
4. City of Apopka, FL  
5. City of Plant City, FL  
6. City of Ocoee, FL 
7. City of Winter Garden, FL   
8. Pinellas County, FL 
9. Pasco County, FL 
10. O*NET  

 
 

**Note: O*NET Online (aggregated salary information for the local area from the Federal Dept. of Labor, 
Bureau of Labor statistics to obtain private sector. 
 
Benchmark Classes 
 
The job classes included as benchmarks in the survey were clearly and concisely described. All classes had 
a clear and identifiable relationship with other City  classes and were representative of the various 
functional areas within the various work areas/units within the City . 
 
In the survey instrument, benchmark jobs were carefully described in a class profile. In addition to the 
statement of job duties and responsibilities, specific information pertaining to the education 
requirements and work experience needed for the class was included. The respondents matching class 
title, annual minimum and maximum salary, duty days, and annual hours were also included in the survey. 
  
The data from the survey were used to assist with the classification of the various jobs within the pay 
structure. It is important to note, however, that the market study simply serves as an indicator of market 
trends and the internal job analysis is the most critical element in determining pay grade assignments. 
 
Proposed Pay Plans 
 
Based on the uniqueness and diversity of positions within the City, MAG has proposed a single unified pay 
plan. Employees performing the same duties were placed in the same class and pay grade, regardless of 
the number of hours (PT/FT). 
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Implementation Costs 

MAG’s implementation options and recommendations consider the following: 

• Current salary

• Current job title or rank

• Length of time in current position (based on promotion date)

• Information from Administration, Department Head Interviews, and comments from initial draft

No employee should receive any additional salary adjustments once their salary has reached the 
maximum of the range. The recommendation is to freeze the salary until market data supports an increase 
in pay range maximum. Progressive governments often coordinate with MAG on an annual basis to refresh 
their market competitive position to ensure that they do not “lose ground” from a compensation 
perspective.  

Pay Plan Structure 

MAG has established the pay plan structure for the City with pay ranges of 60% from minimum to 
maximum. There is a 5% differential between each pay grade. The structure recommended is transparent, 
permits employees to have a perspective that provides some security, but it is still wholly dependent on 
the City’s ability to fund future structure adjustments. 

Plan Implementation 

MAG recommends that the new compensation structure goes into effect as soon as feasible along with 
the recommended salary adjustments. First, all current employees receive a 3% Cost-of-Living Adjustment 
(COLA). Then, any employee below the minimum of their proposed pay grade range after the COLA are 
brought up to that level. Finally, those current employees whose pay is below their designated target 
salary are provided an additional “equity” adjustment to reach the target salary, which is designed to spur 
individual movement within their respective pay ranges, address salary compression, and serves as a 
hedge against inflation.  

Please note that the system is hardwired to prevent any employee whose current salary exceeds the 
maximum of their proposed pay grade from receiving any type of adjustment. However, MAG strongly 
recommends that anyone above the maximum receive the 3% adjustment because a COLA is 
theoretically not considered a pay raise, but, rather, a hedge against the increased cost of living. MAG 
suggests that the new compensation structure go into effect at the start of the upcoming fiscal year.  

The total cost summaries for each department are noted in Sections 11. 

 Annualized Implementation Cost: $1,008,267 or a 5.91% increase to current payroll. 

**Note: Total Cost Numbers do not include Fringe Benefit Costs. 
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Salary Compression 

Salary compression, also known as wage or pay compression, is a pay differential that results from various 
causes, but that is often deemed unfair or unequal by members of the workforce within the organization. 
It is an issue that many management and human resources professionals deal with on a regular basis. 
There are numerous reasons for these kinds of differentials that occur, and they often seem justified at 
the outset. However, over time wage compression can lead to low morale and hurt feelings within the 
ranks of previously loyal employees. 
 
Examples of Salary Compression 

Salary compression is not a new concept. For example, it’s a widespread practice for an organization to 
offer a higher starting salary to sought after employees who may be “rock stars” or as someone who has 
a great deal to offer the organization. Higher pay is used as an incentive to lure the candidate. 
  
It is also seen when viewing fixed salaried professionals like managers and supervisors versus hourly 
employees who are eligible for rewards like shift differentials and overtime pay. Sometimes pay inequities 
are seen after a consolidation of two or more functional areas that were run very differently from one 
another previously. Wage compression can also occur in an organization with a sizable percentage of low 
wage earners when the low wage rates are increased; as new hires come on, they are earning the same 
amount as those who may have been with the organization for years. 
 
Impact of Wage Compression 

Impacts of wage compression can be seen on a one-to-one level or across entire organizations. Those 
whose pay is compressed, or who are receiving less money, are likely to be affected by low morale. They 
will feel discouraged, naturally. It doesn’t make sense to continue working just as hard when their efforts 
are not perceived as being compensated. This can lead to a more noticeable problem of deficient 
performance in employees, which hurts the bottom line and affects everyone. There may also be 
retention issues related to salary compression. 
  
Those who feel slighted are more likely to look for alternate employment. High turnover rates are costly 
to any organization. It may also be harder to recruit from within for higher level positions if employees 
see no economic benefit in accepting the added responsibility and work of a promotion. 
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Purpose of the Implementation Plan 

The foundation of the implementation calculation is one that is forward looking and does not look back 
on how current salaries came about. Transition to a new plan is not meant to change every pay decision, 
promotion or other legal changes in salary that have occurred over the tenure of the employee; nor is it 
meant to pretend the new pay structure should be retroactive in concept to the day an employee was 
hired.  
 
To the extent that any uniform formula may result in unintended consequences, there may be isolated 
instances where administrative adjustments would be needed in order to address an inequity that is not 
readily apparent. This is not intended to address internal inequities perceived by employees, which might 
result from previous pay structures or previous pay decisions.  
 
MAG assumes that all previous salary changes were based on information that was considered valid and 
appropriate at the time the decision was made. 
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3.0 – Selected Compensation Policies 

 
As part of the overall study, Management Advisory Group typically offers observations and 
recommendations regarding best practices in compensation policies. These observations are not 
meant to replace existing policies, but to provide a fresh look and compare Tarpon Springs 
compensation policies against “best practices.”  An objective statement of compensation policies 
also includes the expressed outcome to attract, reward, and retain qualified employees who can 
help the City achieve its mission. In support of the vision statement, MAG observations may assist 
the City as it strives to provide a total compensation program that enables the City to: 
 

• Attract and retain a high-quality and diverse workforce 

• Reward and retain qualified employees 

• Provide a fair and consistent framework for assigning jobs 

• Maintain salary structures at competitive market levels 

• Ensure fair and consistent pay practices 

• Comply with applicable laws and regulations 

• Operate within the constraints of fiscal resources 

• Be an employer that inspires excellence 
  
As an employer, the City embraces a fair and equitable compensation plan to support the 
achievement of the following goals.  
 
1. The City strives to provide a total compensation program that is fiscally sound, equitable and 

competitive in the defined marketplace.  
 
2. Both benchmarking of selected classifications and consideration of the job profile is used as 

a best practice for compensation of similar positions. 
 
3. Competitive ranges are established for all positions to provide the flexibility needed to adapt 

to market changes, maintain internal equity and address the needs of the City that will 
ensure an elevated level of service to the community. 

 
4. Starting pay for new employees is based upon education and work experience related to 

positional requirements as well as market conditions. 
 
5. Pay adjustments, other than allowances and supplements, are provided to employees when 

appropriate to address equity, market responsiveness, and consistency in the administration 
of the City’s compensation program.  

 
6. Employees are eligible for pay increases resulting from true promotions and reclassifications. 
 
7. Part-time/temporary employees may not be eligible for the same benefits as full-time 

employees. 
 
8. Fair Labor Standards requirements will be applied fairly and consistently to applicable 

positions. 
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9. Benefit plans and other non-cash compensation plans are reviewed periodically for 
competitiveness, cost effectiveness, and their value to employees and the City. 

 
10. Pay ranges for the City job groups are reviewed as needed, but not less than every five years.  
 
Compensation Policies: 
 
The following recommendations cover recommendations for both the implementation of the plan, 
as well as the on-going administration of the plan. 
 
Numerous opportunities exist for varied work experience and career advancement within the City. 
The following outlines how associated pay changes can be administered based on the category of 
change. All final decisions on the pay administration are subject to approval by the City Manager 
based on feedback from Human Resources. In all instances of employee/job reassignment, the 
employee would be placed in the range, not to exceed the maximum of the range unless specifically 
stated. Unless otherwise stated, any change in pay will be effective with the next full pay period. 
 
A. Reclassification  
 
1. When a job has been reclassified to a higher pay grade, the employee’s salary shall increase 

at least 5% in the new pay grade that includes the new salary but is not more than the 
maximum salary of the new pay grade.  
 
If the reclassification results in an upgrade of one pay grade, the employee’s pay will be 
moved upward by 5%. An upgrade of two or more pay grades will increase the employee’s 
pay by an additional 2.5% increase for each additional pay grade, up to a maximum of 20%.  

 
For general reclassifications done as a result of an internal or external compensation study, 
or as a result of a normal budget process review, if the employee has been in the position 
since on, or before, the first day of the fiscal year, the effective date of any approved change 
will be the first day of the fiscal year, or the effective date of implementation as approved by 
the City Commission.  

 
Otherwise, for an individual reclassification, done outside the normal budget cycle, the 
effective date of the pay increase will be consistent with the next full pay period.  

 
Reclassification or changes in pay grade, whether resulting from an internal or external 
compensation study or individual change in pay grade, shall not be retroactive with respect 
to calculating the new salary. 

 
Internal Equity Adjustments as a result of the implementation of a system-wide study shall 
not be subject to the same guidelines as the “Reclassification” guideline. Internal Equity 
Adjustments can be the result of the application of a formula, applied to all positions in the 
same pay plan, and are done to ensure that employees’ salaries are internally equitable and 
are not done to reflect an individual “job audit” of a single member incumbent.  
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Internal Equity Adjustments are also not tied to performance measures. The leadership may 
determine an Internal Equity Adjustment strategy that is separate and apart from the 
guidelines that cover reclassification. 
 
Internal Equity Adjustments, resulting from an internal or external comprehensive review, 
can be to a higher, or lower, pay grade and are not considered a reclassification, promotion, 
or demotion.  

 
2. When a job has been reclassified to a lower pay grade, the affected employee(s) shall have 

their pay adjusted accordingly. The employee’s salary will be placed within the salary range 
of the lower grade. The effective date will be the day following the City Commission’s 
adoption date of the budget and the change will be reflected in the next full pay period. If, 
after the pay grade adjustment, the employee(s) salary is greater than the maximum salary 
of the new pay range, the employee will continue to be paid at the higher rate of pay, the 
salary would be “frozen,” and the employee is typically ineligible for any pay adjustment until 
the range “catches up” with the salary and allows for movement. 
 

B. Promotion  
 
1. When an employee is promoted, as a result of a job change or job progression, to a higher 

pay grade position, within the same, or to a different, salary schedule, the salary placement 
within the new pay grade shall be determined as follows: apply 5% on the salary of the 
previous grade/schedule and salary for promotions of one pay grade, and an additional 2.5% 
for each additional pay grade up to a maximum of 20%. The resulting pay will be no less than 
the minimum of the new pay grade and no less than a 5% salary increase, but not more than 
the maximum salary of the assigned pay grade. The effective date will be the day of approval. 

 
2.  There may be times when the uniqueness of an individual job and level or necessary skills 

required by the City, and not just possessed by the incumbent, may require a higher salary 
schedule placement than stipulated in this section. Under such circumstances, the City 
Manager may approve a higher salary step within the assigned pay grade.  

 
C. Lateral Transfer  
 

A lateral transfer occurs when an employee is transferred from one job class to another in 
the same pay grade. When there is no change in pay grade there shall be no adjustment in 
base salary. A lateral transfer is not considered a reclassification or a promotion.  

  

 
17

Page 39 of 515



3.0 City of Tarpon Springs, FL 

 
Management Advisory Group International, Inc. ©2025 3-5 

 

Years of 
Experience 

Starting Pay Guidelines 

1 to < 3 Pay Grade Minimum 

3 to < 5 Pay Grade Minimum Plus 3% 

5 to < 7 Pay Grade Minimum Plus 6% 

7 to < 11 Pay Grade Minimum Plus 9% 

11 to < 15 Pay Grade Minimum Plus 12% 

15 to < 20 Pay Grade Minimum Plus 15% 

20 or more Pay Grade Minimum Plus 20% 

 
 

3. Internal Equity is an equally important consideration in filling a vacant position. Before a 
salary offer is made, Human Resources will also consider the current salaries, level of 
education, relevant licenses/certifications, and length of service in the same/similar job class 
or classes of current incumbents. It is the policy of the City to make every effort to avoid 
inverted salary relationships by bringing in newly hired employees at a salary that exceeds 
the current salaries of comparably placed existing employees in the same/similar job class. 
 

4. The Human Resources department may additionally consider a higher salary offer if the open 
position is determined to be a “hard to fill” position.  
 

5. “Hard to fill” positions will be designated as such by the Human Resources Department and 
will be based on the length of time the position has remained unfilled, the difficulty to recruit, 
the “mission critical” nature of the work and the market conditions of the position, at the 
time of a vacancy. 

 
6. Hiring Range is typically considered that the span in salary between the minimum of the 

range and the market point for most positions. For Directorships or Assistant Director-level 
positions, the qualifications of the applicant and/or the needs of the City should include the 
discretion to hire anywhere within the range. However, consideration should still be given 
to existing salaries of other employees who are in directly comparable leadership positions. 
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Future Salary Adjustment Recommendations 
 

The cost to implement and maintain the compensation system should be driven by changes 
in the labor market and/or internal relationships and should be applied globally to the 
system, which, in turn, adjusts each salary range. Compensation systems that are well 
maintained address two primary issues on an annual basis: 

 

• The cost to maintain competitiveness within the system 

• The cost to adjust individual salaries 
 

From time to time, the City may determine the need to adjust pay grades/ranges based on 
some factor, such as the Employment Cost Index (ECI) to maintain competitiveness at salary 
range minimums and hiring rates, as well as accommodate current incumbent pay 
progression within the grades. Ideally, funding permitting, the City should conduct a 
salary/market review periodically to assess market conditions and ensure a competitive 
posture in personnel recruitment and retention. At this time, a more detailed comparison to 
the external market, as well as to immediate competitors can be made using a 
comprehensive methodology such as that used in this review. MAG recommends that any 
adjustments to the pay plan be based on 50% of the approved COLA determined by the City 
Commission. For example, if the City Commission approves a 6% COLA, the pay ranges on all 
pay plans should increase by 3%. This will assist employee movement through their 
designated pay range because their actual increase is greater than the increase to the pay 
ranges. 

 
Proposed Compensation Plan  
 

Regardless of an organization's philosophy concerning advancement opportunities afforded 
to employees, it is essential that movements in the economy, and more specifically, the labor 
market in which the City competes, be addressed at the system level. Accordingly, salary 
administration procedures should take priority based on funding levels and the City’s 
philosophy on pay.  

 
Career Path vs Career Ladders 

 
Career Path vs Career Ladder What is the Difference?  
 
A career path is a track of employment with a progression of acquired education, experience, 
achievement, and responsibility, moving through job positions within a professional field or 
organization. For example, an analytical career path, a managerial track career path, or a 
quality management career path. 
 
A Career Path is designed to encourage students to enter a certain field of study (e.g., public 
health laboratory science) and to demonstrate the possibilities within that field of study. 
 
A career path for a field of study in laboratory science can begin with a position as a 
laboratory aide, then a laboratory technician, followed by a laboratory scientist.  
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This career path then opens a wealth of interrelated laboratory science tracks, and a 
professional can move from one track to another over the course of a career. 

 
A series of steps within a job classification, each with increasing responsibility as expertise is 
developed, allowing for recognition of professional growth. The steps on the career ladder 
may require competition for advancement. For example, progressing through the federal GS 
system, or moving from laboratory scientist I to laboratory scientist II to laboratory scientist 
III.   
 
A Career Ladder is designed to encourage and assist staff to further their professional 
development and to reward them for their commitment to professional growth and 
excellence without moving to a new career path. 

 
Employee Performance and Compensation in the Public Sector 

 
The theory of pay for performance is unquestioned. The practice is universal in the private 
sector and important to the growth of the U.S. economy. Rewarding superior performance 
has gained acceptance in all aspects of life. It’s now a global practice. 
 
Government is different from the private sector in three key respects though. Two of those 
differences—the fact that performance ratings and pay increases are not confidential, and 
that changes to the system inevitably involve politics—are likely to prompt resistance to 
program changes. 
 
A third difference is that in the private sector, pay for performance triggers continuous 
attention to performance metrics. For many organizations, the incentives that motivate are 
the prospect of year-end bonuses and gains from stock ownership. Both reinforce the 
importance of organizational success. In business, financial rewards are solidly entrenched. 
 
The transition to pay for performance in government should be managed as organizational 
change since it redefines the role of managers and their relationship with staff. Managers 
who have relied on micromanagement will need to relinquish control. Performance-related 
pay makes no sense where employees are tightly controlled. The problem of inflated 
performance ratings will have to end. It also changes employee jobs and career expectations.  
The highest hurdle promises to be creating performance processes that generate credible 
and defensible year-end ratings. 
  
Recognizing star performers as well as those whose performance is unacceptable is 
important to every employer. That’s obviously central to pay for performance. 
  
 
 
 
 

 
 

 
22

Page 42 of 515



3.0 City of Tarpon Springs, FL 

 
Management Advisory Group International, Inc. ©2025 3-9 

 

As a general proposition, we believe there are four fundamental requirements for an 
effective performance-based pay system: 
 

1. Performance expectations are clearly defined and understood 
 
2. Performance is measured accurately and communicated effectively by well-

intentioned, trained Managers 
 
3. The process is managed consistently across the organization 
 
4.  Differences in performance can result in meaningful differences in compensation 
     outcomes 

 
Government’s purpose is to provide critical services requiring collective support through 
political processes. Effectiveness and cost control are the primary measures of success. In 
contrast, private sector organizations must create profit to exist, so their standards are 
different. 
 
Although the transition to a pay for performance system is challenging, and requires a 
fundamental shift in thought processes and operations, it is an effective way of managing 
limited financial resources and rewarding key performers within government. 

 
Alternative Approaches to Compensation: Skilled -Based & Competency-Based Pay 

 
Traditional pay structures within organizations have traditionally been focused on the 
assigned job. Wages have been based on position and seniority and influenced by factors like 
the minimum wage and negotiation. Although skills and competence have been reflected 
indirectly, pay systems have not been designed to encourage the development of individuals. 
With technological advancements and the focus on productivity and quality, many 
organizations now recognize the need to focus on individual contributions. 
 
Skill-based Pay 
 
Skill-based systems have long been used to define jobs within the trades. Increasing skill 
levels are the determining factor in describing positions like apprentice, journeyman, and 
expert craftsman. Other examples of skill-based pay systems can be found among white-
collar jobs where the organization is providing a career progression based on increasing 
technical skill as an alternative to being promoted through various management levels. 
 
 
 
 
 

 
 
 
 

 
23

Page 43 of 515

https://bizfluent.com/info-8592642-comparison-strategic-traditional-pay.html
https://bizfluent.com/info-8592642-comparison-strategic-traditional-pay.html


3.0 City of Tarpon Springs, FL 

 
Management Advisory Group International, Inc. ©2025 3-10 

 

Competency Based Pay 
 
The term competency-based pay describes a system where rewards are based on the use of 
competence without consideration for results. The premise is that individual performance 
depends on having relevant competencies and higher levels of competence will produce 
superior performance. A competency base pay system focuses on individuals. 
  
In practice, competency-based systems are seldom used in a pure form. Competency may 
be one of the factors determining pay, but performance may also be a factor. 
 
Application 
 
While both skill- and competency-based pay systems are focused on individuals rather than 
jobs, how the individual is evaluated for pay purposes is different. Skill-based systems are 
better defined, having been used for years as the basis for defining certain jobs. Pay is based 
on skills verified by some type of assessment or certification. These pay systems have been 
applied both to blue-collar and white-collar jobs. In contrast, competency-based pay systems 
have been applied as components of a pay system and so far, have been applied to 
individuals at professional or management levels. 
 
Trends 
 
The tendency toward leaner organizations over the past few decades has contributed to the 
development of pay systems that favor employees with a broad base of skills and 
competencies. Some of the results related to this trend include reduced staffing levels and 
expectations of higher performance by individuals. 
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4.0 – Introduction to Total Rewards 

 
Total Rewards 
 
Total rewards are the monetary and non-monetary returns provided to employees in exchange for 
their time, talents, efforts, and results. It involves the deliberate integration of five key elements 
that effectively attract, motivate, and retain the talent required to achieve desired business results. 
The five key reward elements are: 
 

• Remuneration/Compensation 
• Benefits 
• Work-Life 
• Performance and Recognition 
• Development and Career Opportunities 

 
These elements represent the “tool kit” from which an organization chooses to offer and align a 
value proposition that creates value for both the organization and the employee. An effective total 
rewards strategy is the art of combining these five elements into tailored packages designed to 
achieve optimal motivation. This results in satisfied, engaged, and productive employees, who in 
turn create desired business performance and results. In this successful exchange relationship, the 
employee provides time, talent, effort, and results --- and the employer provides a total rewards 
package that is perceived as valuable by the employee. 
 
The Context for Total Rewards 
 
Total rewards operate in the context of an overall organizational strategy, organizational culture, 
and human resources strategy. Indeed, an organization’s exceptional culture or external brand value 
may be considered a critical component of the total employment value proposition. In addition, 
other external influences on an organization that affect total rewards design include: 
 

• Legal/regulatory issues 
• Cultural influences and practices 
• Competition 
• Labor market 

 
Total Reward Definitions and Examples 
 
Remuneration/Compensation 
 
Pay provided by an employer to an employee for services rendered (i.e., time, effort, and skill). 
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Remuneration/Compensation comprises four core elements: 
 
• Fixed pay – Also known as “base or basic pay,” fixed pay is nondiscretionary compensation that 

does not vary according to performance or results achieved. It usually is determined by the 
organization’s pay philosophy and structure. 

 
• Variable pay – Also known as “pay at risk,” variable pay changes directly with the level of 

performance or results achieved. It is a one-time payment and must be re-established and re- 
earned each performance period. 

 
• Short-term incentive pay – A form of variable pay; short-term incentive pay is designed to focus 

and reward performance over a period of one year or less. 
 
• Long-term incentive pay – A form of variable pay; long-term incentive pay is designed to focus 

and reward performance over a period longer than one year. 
 
Benefits 
 
Programs an employer uses to supplement the cash compensation that employees receive. These 
programs are designed to protect the employee and his or her family from financial risks and can be 
categorized into the following elements: 
 

• Social Insurance 
• Unemployment 
• Worker’s Compensation 
• Social Security 
• Disability (occupational) 

 
Group Insurance 
 

• Medical 
• Dental 
• Vision 
• Prescription Drug 
• Mental Health 
• Life Insurance 
• Accidental Death and Dismemberment Insurance (AD&D) 
• Disability 
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Pay for Time Not Worked 
 
These programs are designed to protect the employee’s income flow when not actively engaged at 
work. 
 

• At work (breaks, clean-up time, uniform changing time) 
• Away from work (vacation, government holidays, company holidays, personal days) 

 
Work-Life 
 
A specific set of organizational practices, policies, and programs, plus a philosophy, which actively 
supports efforts to help employees achieve success at both work and home. There are seven major 
categories of organizational support for work-life effectiveness in the workplace. These categories 
encompass compensation, benefits, and other human resources programs.  
In combination, they address the key intersections of the worker, his or her family, the community, 
and the workplace. The seven categories are: 
 

• Workplace flexibility 
• Paid and unpaid time off 
• Health and well-being 
• Caring for dependents 
• Financial support 
• Community involvement 
• Management involvement/culture change interventions 

 
Performance & Recognition 
 
Performance: A key component of organizational success, alignment of organizational, team and 
individual performance is assessed in order to understand what was accomplished, and how it was 
accomplished. Performance involves the alignment of organizational, team and individual effort 
toward the achievement of business goals and organizational success. 
 
Performance planning is a process whereby expectations are established linking the individual with 
team and organizational goals. Care is taken to ensure goals at all levels are aligned, and there is a 
clear line of sight from performance expectations of individual employees all the way up to the 
organizational objectives and strategies set at the highest levels of the organization. 
 
Performance is the manner of demonstrating a skill or capacity. 
 
Performance feedback communicates how well people do a job or task compared to expectations, 
performance standards and goals. Performance feedback can motivate employees to improve 
performance. 
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Recognition acknowledges or gives special attention to employee actions, efforts, behavior, or 
performance. It meets an intrinsic psychological need for appreciation of one’s efforts and can 
support business strategy by reinforcing certain behaviors (e.g., extraordinary accomplishments) 
that contribute to organizational success. Whether formal or informal, recognition programs 
acknowledge employee contributions immediately after the fact, usually without predetermined 
goals or performance levels that the employee is expected to achieve. Awards can be cash or non-
cash (e.g., verbal recognition, trophies, certificates, plaques, dinners, tickets, etc.). The value of 
recognition plans is that they: 
 

• Reinforce the value of performance improvement 
• Foster continued improvement, although it is not guaranteed 
• Formalize the process of showing appreciation 
• Provide positive and immediate feedback 
• Foster communication of valued behavior and activities 

 
Development and Career Opportunities 
 
Development: A set of learning experiences designed to enhance employees’ applied skills and 
competencies. Development engages employees to perform better and engages leaders to advance 
their organization’s people strategies. 
 
Career Opportunities: A plan for employees to advance their career goals and may include 
advancement into a more responsible position in an organization. The organization supports career 
opportunities internally so that talented employees are deployed in positions that enable them to 
deliver their greatest value to the organization. Development and career opportunities include the 
following: 
 
Learning Opportunities 
 

• Tuition assistance 
• Corporate universities 
• Innovative technology training 
• Attendance at outside seminars, conferences, virtual education, etc. 
• Self-development tools and techniques 
• On-the-job learning; rotational assignments at a progressively higher level 
• Sabbaticals with the express purpose of acquiring specific skills, knowledge, or experience 
• Coaching/Mentoring 
• Leadership training 
• Access to experts/information networks association memberships, attendance and/or 

presentation at conferences 
• Exposure to resident experts 
• Formal or informal mentoring programs in or outside one’s own organization 
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Advancement Opportunities 
 
Internships 
 

• Apprenticeships with experts 
• International assignments 
• Internal job postings 
• Job advancement/promotion 
• Career ladders and pathways 
• Succession planning 
• Providing defined and respectable “on and off ramps” throughout the career life cycle 

 
An Integrated Total Rewards Strategy 
 
Culture 
 
Culture consists of the collective attitudes and behaviors that influence how individuals behave. 
Culture determines how and why a company operates in the manner that it does. Typically, it is 
comprised of a set of often unspoken expectations, behavioral norms, and performance standards 
to which the organization has become accustomed. Culture change is difficult to achieve because it 
involves changing attitudes and behaviors by altering their fundamental beliefs and values. 
Organizational culture is subject to internal and external influences; thus, culture is depicted as a 
contextual element of the total rewards model, overlapping within and outside the organization. 
 
Environment 
 
The environment is the total cluster of observable physical, psychological, and behavioral elements 
in the workplace. It is the tangible manifestation of organizational culture. Environment sets the 
tone, as everyone who enters the workplace reacts to it, either consciously or unconsciously. 
Because they are directly observable and often measurable, specific elements of the environment 
can be deliberately manipulated or changed. The external environment in which an organization 
operates can influence the internal environment; thus, environment is depicted as a contextual 
element of the total rewards model, overlapping within and outside the organization. 
 
Attraction 
 
The ability of an organization to attract the right kind of talent necessary to achieve organizational 
success. The attraction of an adequate (and perpetual) supply of qualified talent is essential for the 
organization’s survival, and it is one of the key planks of business strategy. One way an organization 
can address this issue is to determine which “attractors” within the total rewards program brings 
the kind of talent that will drive organizational success. A deliberate strategy to attract the quantity 
and quality of employees needed to drive organizational success is one of the key planks of business 
strategy. 
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Retention 
 
An organization’s ability to keep employees who are valued contributors to organizational success 
for as long as is mutually beneficial. Desired talent can be retained on staff by using a dynamic blend 
of elements from the total rewards package as employees move through their career lifecycles. 
However, not all retention is desirable, which is why a formal retention strategy with appropriate 
steps is essential. 
 
Motivation 
 
The ability to cause employees to behave in a way that achieves the highest performance levels. 
Motivation is comprised of two types: 
 

• Intrinsic Motivation is linked to factors that include an employee’s sense of achievement, 
respect for the whole person, trust, appropriate advancement opportunities and others, 
intrinsic motivation consistently results in higher performance levels. 

• Extrinsic Motivation is most frequently associated with rewards that are tangible, such as 
compensation and benefits. 

 
There are also defined levels of intensity regarding motivation: 
 

• Satisfaction – how much I like things here. 
• Commitment – how much I want to be here. 
• Engagement – how much I will actually do to improve business results. 
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5.0 – Proposed Retention Incentive Pay Policy 

 

Purpose  

The purpose of the Retention Incentive Pay Policy is to recognize those employees who have faithfully 
served the citizens of the City of Tarpon Springs with their continued service as employees of the City. 
 
  

Rules for Longevity Pay  

A. Only full-time regular and part-time regular employees will be eligible to receive retention pay. Part-

time regular employees will receive retention pay that will be prorated based on the number of hours 

the employee normally works compared to a 40-hour week.  

B. Employees will be recognized for continued service to the City based on the number of completed 

years that the employee has worked for the City. The calculation payout is based on the employee’s 

anniversary date. 

C. Only continuous unbroken years of service will be credited when determining the amount of retention 

pay an employee is to receive. 

D. Employees who leave employment with the City, but are reinstated within thirty (30) calendar days 

of their date of termination will not have this period considered as a break in service for the purpose 

of determining the amount of retention pay. 

E. The following amounts of retention pay will be given to eligible employees based on the number of 

completed years of service to the City: 

Retention Incentive Pay Scale 
Years 

of 
Service Amount 

  

Years 
of 

Service Amount 

1 $200 11 $1,350 

2 $250 12 $1,500 

3 $350 13 $1,750 

4 $500 14 $1,900 

5 $650 15 $2,050 

6 $750 16 $2,200 

7 $850 17 $2,350 

8 $950 18 $2,500 

9 $1,050 19 $2,700 

10 $1,200 20 + $3,000 
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F. The retention pay will be paid as a lump sum on the employee’s anniversary date. The employee will 

be responsible for all applicable taxes associated with the retention pay. 

G. Continuation of retention pay distributions are contingent upon the approval of funding for this 

program by the City Council through the annual budget process. 
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6.0 – Premium Pay Policies 

 
 
The City of Tarpon Springs may develop written plans to provide additional compensation 
for nonexempt employees who work non-standard shifts or who are subject to call back. 
Such plans may include shift differentials, on-call pay, call-back pay, and/or premium pay. 
The City recognizes that certain work-related circumstances call for compensation in the 
form of premium pay in addition to an individual's base salary. 
 
Shift Differential  
 
A shift differential is a fixed amount of money expressed on a cents per hour basis. Shift 
differentials are provided for each hour actually worked to supplement base pay. Shift 
differentials apply only to the hours actually worked and are included in the regular rate of 
pay in the calculation of overtime. Pay rate increases are not applied to shift differentials. 
The shift differential may cause the hourly base pay rate to exceed the pay range maximum 
of the salary range without violating applicable Human Resources Policies and Procedures 
on wage and salary administration. The rate of pay for shift differential is $1.25 per hour. 
 
On-Call Pay  
 
Employees are on call when they are scheduled to respond if called back to perform work. 
Unless another amount is approved in accordance with this procedure, employees on call 
are paid one hour of straight time for each on-call period up to 24 hours. Such pay is for the 
inconvenience of being on call and is not for actual hours worked. On-call pay is included in 
the computation of the employee’s regular rate of pay, but it is not considered hours worked 
for the purpose of calculating overtime. Employees scheduled to be on call should be given 
advance notice when practical. Regardless of whether a written plan is in place, all 
employees entitled to on-call pay under federal, or state law will be compensated for such a 
time. Supervisors must notify the Department of Human Resources if employees not covered 
by a written plan are required to be on-call. Call-Back Pay Call-back pay is to compensate 
employees for the interruption and inconvenience when they are required to report to 
work at an unexpected time or day. Employees who are called back to work will be paid 
for a minimum of three hours, regardless of the number of hours worked. An employee 
who works more than three hours when called back will be paid based on actual hours 
worked. Travel time is not considered hours worked. Overtime pay will be based solely on 
actual hours worked. Call-back pay does not apply to scheduled work hours. Employees who 
are required to return to work two hours or less before their normal shift time and who 
continue working into the normal shift or who are held over beyond their normal shift are 
not considered called back and will be paid only for actual hours worked. Each employee is 
required to report to work when called back unless excused by the supervisor on duty. 
Employees may not evade contact or fail to respond when contacted.  
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Premium Pay  
 
The City may develop premium pay plans to provide additional compensation for exempt 
employees to ensure continuity of services during emergencies, unusual circumstances, late 
shift work schedules, weekend work, and holidays. Premium pay is at the rate of at least one 
and one-half times the employee’s regular rate of pay. Employees will not receive both 
premium pay and overtime pay (nonexempt) for the same hours of work regardless of the 
total number of hours the employee works during the week. 

Education, Licensure & Certification Pay 

The purpose of this policy is to provide guidance regarding additional compensation to 
eligible staff employees of the City who (after their employment date and completion of 
their Introductory Period) attain additional job-related or job-enhancing degrees from 
regionally accredited colleges and universities and/or job-related or job-enhancing 
professional certifications and licensures from appropriate agencies. 

 
The City encourages and rewards continuing education among its employees. Therefore, 
budget permitting, all regular staff who have satisfactory job performance may be 
considered for a salary increase upon completion of additional job-related or job-
enhancing degrees from regionally accredited colleges and universities and/or upon 
receiving select job-related or job-enhancing certifications or licensures. These 
certifications/licensures are frequently from nationally recognized certifying or licensing 
organizations. Regular part-time staff should receive a prorated amount based upon their 
full-time equivalency (FTE). For example, an eligible part-time employee of 0.50 FTE may 
be eligible for an amount equal to 50% of the $3,500 for a Master’s degree. 
 
Prior to enrolling in a degree, certification, or licensure program, the employee must receive 
appropriate approval by using a Request for Compensation for Additional Degrees, 
Certifications, and Licensures form.  Failure to do so in advance may result in denial of the 
request. 

  
Once the degree, certification, or licensure has been obtained, the employee should provide 
documentation of such accomplishment to their respective department. At that time, a 
A Personnel Action form should be submitted, along with a copy of the approved 
Compensation for Additional Degrees, Certifications, and Licensures Form, and the 
appropriate documentation from the employee to increase the employee's base salary. The 
Personnel Action form should only include the increase as it pertains to this policy and should 
not include other raises and/or merit increases. An increase in an employee's base salary 
should not be included using the budget process. 
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If an employee has an approved Compensation for Additional Degrees, Certifications, and 
Licensures Form and transfers to another department, the employee must seek full approval 
from the new department in order for the salary increase to be paid. The new department is 
not required to approve the form and/or salary increase. 

 
Increases, to the extent permitted under the City budget, will be effective the first of the 
month following the completion of the degree, certification, or licensure. 

Degree 

• Associates: $2,000 
• Bachelors: $3,000 
• Masters: $3,500 

Certification/Licensure 

• Certification: $1,000 
• Licensure: $1,000 

The types of certifications and licensures that may be rewarded are typically those that are 
nationally recognized across a wide variety of industries. These require continuing education 
to maintain the certification or licensure or have an expiration date. Although it is not possible 
to list all the designations, examples include Operators, Certified Public Accountant, 
Professional Engineer, Skilled-Craft Occupations, and Professional Architect. 
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Min Mid Max   

Job Class Title Averages For Each Job Class

Range 

Width
Min Mid Max

TARPON SPRINGS

Range 

Width

Salary Survey Results for TARPON SPRINGS, FL

RECREATION WORKER $31,081 $38,298 $45,514 46.4% $33,534 $44,438 $55,343 65.0%7.3% 13.8% 17.8%

SCHOOL CROSSING GUARD-PT $34,430 $39,307 $44,183 28.3% $31,937 $42,322 $52,707 65.0%-7.8% 7.1% 16.2%

UTILITY BILLING TECHNICIAN I $36,046 $41,454 $46,862 30.0% $33,534 $44,438 $55,343 65.0%-7.5% 6.7% 15.3%

CUSTODIAN-FULL TIME $34,053 $42,447 $50,842 49.3% $33,534 $44,438 $55,343 65.0%-1.5% 4.5% 8.1%

RECREATION LEADER-PART-TIME $35,591 $43,968 $52,344 47.1% $31,937 $42,322 $52,707 65.0%-11.4% -3.9% 0.7%

TECHNICIAN I $37,870 $45,947 $54,025 42.7% $33,534 $44,438 $55,343 65.0%-12.9% -3.4% 2.4%

LIBRARY ASSISTANT $37,690 $46,017 $54,343 44.2% $31,937 $42,322 $52,707 65.0%-18.0% -8.7% -3.1%

METER TECHNICIAN $39,146 $47,996 $56,846 45.2% $36,972 $48,993 $61,015 65.0%-5.9% 2.0% 6.8%

BUILDING DEVELOPMENT TECH $39,881 $49,431 $58,982 47.9% $35,210 $46,659 $58,108 65.0%-13.3% -5.9% -1.5%

OPERATOR TRAINEE $39,967 $49,505 $59,044 47.7% $38,820 $51,443 $64,066 65.0%-3.0% 3.8% 7.8%

WASTEWATER SERVICE WORKER $40,893 $49,639 $58,386 42.8% $36,972 $48,993 $61,015 65.0%-10.6% -1.3% 4.3%

POLICE RECORDS CENTER TECHNICIAN $40,347 $50,046 $59,746 48.1% $38,820 $51,443 $64,066 65.0%-3.9% 2.7% 6.7%

WATER SUPPLY PROTECT SPEC I $41,787 $50,149 $58,510 40.0% $36,972 $48,993 $61,015 65.0%-13.0% -2.4% 4.1%

BUILDING DEV PERMIT TECH I $39,986 $50,642 $61,299 53.3% $40,762 $54,015 $67,269 65.0%1.9% 6.2% 8.9%

HEAVY EQUIPMENT OPERATOR $41,438 $51,564 $61,690 48.9% $40,762 $54,015 $67,269 65.0%-1.7% 4.5% 8.3%

COLLECTION CLERK I $42,082 $51,944 $61,806 46.9% $35,210 $46,659 $58,108 65.0%-19.5% -11.3% -6.4%

TRAFFIC & SIGNAGE TECHNICIAN $41,337 $52,097 $62,856 52.1% $40,762 $54,015 $67,269 65.0%-1.4% 3.6% 6.6%

WASTEWATER COLLECTION TECH I $42,135 $52,312 $62,489 48.3% $40,762 $54,015 $67,269 65.0%-3.4% 3.2% 7.1%

WATER DISTRIBUTION TECH I $43,845 $53,987 $64,129 46.3% $40,762 $54,015 $67,269 65.0%-7.6% 0.1% 4.7%

MARKETING & EVENTS SPECIALIST $44,632 $54,257 $63,881 43.1% $38,820 $51,443 $64,066 65.0%-15.0% -5.5% 0.3%

WATER SUPPLY PROTECT SPEC III $45,968 $55,162 $64,355 40.0% $42,800 $56,716 $70,632 65.0%-7.4% 2.7% 8.9%

WASTE WATER PLANT OPERATOR "C" $45,166 $56,565 $67,963 50.5% $42,800 $56,716 $70,632 65.0%-5.5% 0.3% 3.8%

MAINT MECHANIC I / UTILITIES $46,368 $56,952 $67,537 45.7% $40,762 $54,015 $67,269 65.0%-13.8% -5.4% -0.4%

ACCOUNTING TECHNICIAN $44,550 $57,058 $69,566 56.2% $47,186 $62,528 $77,871 65.0%5.6% 8.7% 10.7%

CREWLEADER $45,096 $58,018 $70,940 57.3% $42,800 $56,716 $70,632 65.0%-5.4% -2.3% -0.4%

CODE ENFORCEMENT OFFICER $45,825 $58,290 $70,755 54.4% $40,762 $54,015 $67,269 65.0%-12.4% -7.9% -5.2%

WATER DISTRIB LEAD TECHNICIAN $48,166 $59,391 $70,616 46.6% $47,185 $62,528 $77,871 65.0%-2.1% 5.0% 9.3%

UTILITIES OPERATION SPECIALIST $47,247 $59,570 $71,893 52.2% $47,185 $62,528 $77,871 65.0%-0.1% 4.7% 7.7%

YARD WASTE FACILITY OPERATOR $45,972 $59,827 $73,681 60.3% $42,800 $56,716 $70,632 65.0%-7.4% -5.5% -4.3%

PUB SVS/PROJECT EXEC ASSISTANT $46,579 $60,095 $73,612 58.0% $47,186 $62,528 $77,871 65.0%1.3% 3.9% 5.5%

FLEET TECHNICIAN $47,458 $60,341 $73,223 54.3% $47,185 $62,528 $77,871 65.0%-0.6% 3.5% 6.0%

WASTEWATER PLANT OPERATOR 'B' $48,027 $61,169 $74,311 54.7% $47,186 $62,528 $77,871 65.0%-1.8% 2.2% 4.6%

WATER PLANT OPERATOR "B" $49,412 $61,969 $74,525 50.8% $38,820 $51,443 $64,066 65.0%-27.3% -20.5% -16.3%

LIBRARIAN I $51,284 $63,395 $75,506 47.2% $42,800 $56,716 $70,632 65.0%-19.8% -11.8% -6.9%

PROJECT INSPECTOR $51,276 $63,881 $76,485 49.2% $47,185 $62,528 $77,871 65.0%-8.7% -2.2% 1.8%

LEAD MAINTENANCE MECHANIC/UTIL $52,162 $64,150 $76,137 46.0% $49,546 $65,656 $81,765 65.0%-5.3% 2.3% 6.9%

Wednesday, April 2, 2025 Page 1 of 312:02:53 PM
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AUDIO-VISUAL COORDINATOR $50,904 $64,588 $78,273 53.8% $52,023 $68,939 $85,854 65.0%2.2% 6.3% 8.8%

ENVIRONMENTAL INSPECTOR $52,653 $65,175 $77,697 47.6% $47,185 $62,528 $77,871 65.0%-11.6% -4.2% 0.2%

CRIME ANALYST $50,383 $65,555 $80,726 60.2% $47,186 $62,528 $77,871 65.0%-6.8% -4.8% -3.7%

PAYROLL COORDINATOR $50,593 $66,619 $82,646 63.4% $52,023 $68,939 $85,854 65.0%2.7% 3.4% 3.7%

GIS MAPPING TECH $53,386 $67,001 $80,616 51.0% $52,023 $68,939 $85,854 65.0%-2.6% 2.8% 6.1%

DEVELOPMENT INSPECTOR I $52,880 $67,203 $81,525 54.2% $49,546 $65,656 $81,765 65.0%-6.7% -2.4% 0.3%

CONSTRUCTION FIELD INSPECTOR $53,360 $67,434 $81,508 52.8% $47,185 $62,528 $77,871 65.0%-13.1% -7.8% -4.7%

INSTRUMENTATION TECH / W W DIV $53,960 $67,944 $81,928 51.8% $47,185 $62,528 $77,871 65.0%-14.4% -8.7% -5.2%

EXECUTIVE OFFICE MANAGER $53,976 $68,127 $82,278 52.4% $52,023 $68,939 $85,854 65.0%-3.8% 1.2% 4.2%

EXECUTIVE ASSISTANT $53,198 $68,302 $83,406 56.8% $47,186 $62,528 $77,871 65.0%-12.7% -9.2% -7.1%

WATER PLANT OPERATOR 'A' $54,897 $68,855 $82,814 50.9% $47,185 $62,528 $77,871 65.0%-16.3% -10.1% -6.3%

SUSTAINABILITY COORDINATOR $54,422 $69,161 $83,900 54.2% $52,023 $68,939 $85,854 65.0%-4.6% -0.3% 2.3%

LEAD WASTEWATER PLANT OP "A" $52,956 $69,637 $86,318 63.0% $49,546 $65,656 $81,765 65.0%-6.9% -6.1% -5.6%

SENIOR PROCUREMENT ANALYST $55,984 $70,650 $85,317 52.4% $49,546 $65,656 $81,765 65.0%-13.0% -7.6% -4.3%

RECREATION SUPERVISOR $58,794 $73,967 $89,139 51.6% $49,546 $65,656 $81,765 65.0%-18.7% -12.7% -9.0%

PLANS EXAMINER $57,939 $74,032 $90,126 55.6% $57,356 $76,005 $94,654 65.0%-1.0% 2.6% 4.8%

FACILITIES MAINT SUPERVISOR $58,410 $74,680 $90,949 55.7% $47,185 $62,528 $77,871 65.0%-23.8% -19.4% -16.8%

INFO TECHNOLOGY SPECIALIST $59,343 $75,206 $91,070 53.5% $60,222 $79,805 $99,387 65.0%1.5% 5.8% 8.4%

PARKS MAINTENANCE SUPERVISOR $59,216 $75,470 $91,725 54.9% $57,356 $76,005 $94,654 65.0%-3.2% 0.7% 3.1%

HR/RISK MANAGEMENT COORDINATOR $59,758 $75,890 $92,022 54.0% $60,222 $79,805 $99,387 65.0%0.8% 4.9% 7.4%

DEPUTY CITY CLERK $59,811 $76,544 $93,277 56.0% $63,234 $83,795 $104,355 65.0%5.4% 8.7% 10.6%

CHIEF WATER PLANT OPERATOR $60,120 $76,824 $93,528 55.6% $57,356 $76,005 $94,654 65.0%-4.8% -1.1% 1.2%

SOLID WASTE SUPERVISOR $61,345 $76,992 $92,640 51.0% $54,624 $72,385 $90,147 65.0%-12.3% -6.4% -2.8%

BUDGET/FINANCIAL ANALYST $61,116 $77,048 $92,979 52.1% $54,624 $72,385 $90,147 65.0%-11.9% -6.4% -3.1%

POLICE DISPATCH SUPERVISOR $61,771 $77,910 $94,049 52.3% $47,185 $62,528 $77,871 65.0%-30.9% -24.6% -20.8%

CHIEF WASTEWATER PLANT OPERATOR $60,986 $78,143 $95,300 56.3% $57,356 $76,005 $94,654 65.0%-6.3% -2.8% -0.7%

UTILITIES MAINT SUPERVISOR $61,858 $79,620 $97,381 57.4% $60,222 $79,805 $99,387 65.0%-2.7% 0.2% 2.0%

STREETS AND STORMWATER SUPERVISOR $64,257 $81,778 $99,299 54.5% $63,234 $83,795 $104,355 65.0%-1.6% 2.4% 4.8%

ENVIRONMENTAL COMPLIANCE OFFICER $66,851 $83,796 $100,742 50.7% $57,356 $76,005 $94,654 65.0%-16.6% -10.3% -6.4%

GRANT PROJECT SPECIALIST $67,442 $84,285 $101,127 49.9% $60,222 $79,805 $99,387 65.0%-12.0% -5.6% -1.8%

FLEET MANAGER $69,337 $88,461 $107,584 55.2% $57,356 $76,005 $94,654 65.0%-20.9% -16.4% -13.7%

IT SYSTEM ADMINISTRATOR $70,353 $90,118 $109,884 56.2% $66,396 $87,984 $109,573 65.0%-6.0% -2.4% -0.3%

GIS ADMINISTRATOR $71,522 $91,314 $111,106 55.3% $63,234 $83,795 $104,355 65.0%-13.1% -9.0% -6.5%

RECREATION SUPERINTENDENT $72,883 $92,561 $112,239 54.0% $66,396 $87,984 $109,573 65.0%-9.8% -5.2% -2.4%

PRINCIPAL PLANNER $73,426 $93,389 $113,352 54.4% $63,234 $83,795 $104,355 65.0%-16.1% -11.5% -8.6%
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EMS COORDINATOR/FLOODPLAIN 

ADMINISTRATOR

$74,795 $93,731 $112,666 50.6% $66,396 $87,984 $109,573 65.0%-12.7% -6.5% -2.8%

ECONOMIC DEVELOPMENT MANAGER $73,842 $93,857 $113,872 54.2% $69,714 $92,383 $115,051 65.0%-5.9% -1.6% 1.0%

ACCOUNTING MANAGER $74,450 $96,803 $119,156 60.0% $63,234 $83,795 $104,355 65.0%-17.7% -15.5% -14.2%

WATER DIVISION MANAGER $76,327 $96,824 $117,321 53.7% $66,396 $87,984 $109,573 65.0%-15.0% -10.0% -7.1%

FACILITIES MANAGEMENT SUPERINT $77,982 $98,513 $119,044 52.7% $63,234 $83,795 $104,355 65.0%-23.3% -17.6% -14.1%

PROJECT ASSISTANT DIRECTOR $78,656 $99,015 $119,374 51.8% $76,861 $101,853 $126,846 65.0%-2.3% 2.8% 5.9%

CYBER  SECURITY ENGINEER $79,174 $99,706 $120,239 51.9% $73,201 $97,003 $120,804 65.0%-8.2% -2.8% 0.5%

WASTEWATER DIVISION MANAGER $78,716 $100,529 $122,342 55.4% $66,396 $87,984 $109,573 65.0%-18.6% -14.3% -11.7%

DEPUTY BUILDING OFFICIAL $82,725 $105,689 $128,652 55.5% $69,714 $92,383 $115,051 65.0%-18.7% -14.4% -11.8%

DISTRICT CHIEF $85,516 $107,086 $128,655 50.4% $80,703 $106,944 $133,185 65.0%-6.0% -0.1% 3.4%

FIRE CAPTAIN/FIRE MARSHALL $86,460 $109,315 $132,170 52.9% $76,861 $101,853 $126,846 65.0%-12.5% -7.3% -4.2%

GOLF COURSE MANAGER $87,942 $109,928 $131,914 50.0% $63,234 $83,795 $104,355 65.0%-39.1% -31.2% -26.4%

ASSISTANT FINANCE DIRECTOR $89,517 $114,526 $139,534 55.9% $76,861 $101,853 $126,846 65.0%-16.5% -12.4% -10.0%

PROJECT ADMIN DIRECTOR $92,198 $114,929 $137,660 49.3% $88,976 $117,908 $146,839 65.0%-3.6% 2.5% 6.3%

IT ASSISTANT DIRECTOR $90,410 $116,010 $141,610 56.6% $76,861 $101,853 $126,846 65.0%-17.6% -13.9% -11.6%

UTILITIES SUPERINTENDENT $92,540 $117,316 $142,093 53.5% $80,703 $106,944 $133,185 65.0%-14.7% -9.7% -6.7%

DIRECTOR OF PLANNING & ZONING $96,911 $123,846 $150,781 55.6% $88,976 $117,908 $146,839 65.0%-8.9% -5.0% -2.7%

PROCUREMENT SERVICES DIRECTOR $97,740 $125,105 $152,470 56.0% $84,739 $112,293 $139,847 65.0%-15.3% -11.4% -9.0%

BUILDING DEVELOPMENT DIRECTOR $99,094 $126,815 $154,536 55.9% $88,976 $117,908 $146,839 65.0%-11.4% -7.6% -5.2%

POLICE MAJOR $99,080 $128,241 $157,403 58.9% $84,739 $112,293 $139,847 65.0%-16.9% -14.2% -12.6%

DEPUTY FIRE CHIEF $102,371 $131,369 $160,368 56.7% $84,739 $112,293 $139,847 65.0%-20.8% -17.0% -14.7%

CITY CLERK $101,650 $134,024 $166,398 63.7% $98,075 $129,983 $161,890 65.1%-3.6% -3.1% -2.8%

ASSISTANT CHIEF OF POLICE $103,555 $136,192 $168,830 63.0% $88,976 $117,908 $146,839 65.0%-16.4% -15.5% -15.0%

LIBRARY DIRECTOR $115,245 $143,972 $172,699 49.9% $66,396 $87,984 $109,573 65.0%-73.6% -63.6% -57.6%

HUMAN RESOURCES DIRECTOR $116,869 $151,144 $185,418 58.7% $88,976 $117,908 $146,839 65.0%-31.3% -28.2% -26.3%

INFO TECHNOLOGY DIRECTOR $117,562 $154,312 $191,062 62.5% $88,976 $117,908 $146,839 65.0%-32.1% -30.9% -30.1%

FINANCE DIRECTOR $120,227 $155,569 $190,911 58.8% $98,075 $129,983 $161,890 65.1%-22.6% -19.7% -17.9%

PUBLIC WORKS DIRECTOR $119,969 $157,626 $195,283 62.8% $84,739 $112,293 $139,847 65.0%-41.6% -40.4% -39.6%

FIRE CHIEF $124,434 $160,853 $197,273 58.5% $98,075 $129,983 $161,890 65.1%-26.9% -23.7% -21.9%

CHIEF OF POLICE $122,439 $162,833 $203,228 66.0% $98,075 $129,983 $161,890 65.1%-24.8% -25.3% -25.5%

PUBLIC SERVICES DIRECTOR $127,779 $165,700 $203,621 59.4% $88,976 $117,908 $146,839 65.0%-43.6% -40.5% -38.7%

CITY ATTORNEY $145,734 $185,094 $224,454 54.0%

CITY MANAGER $161,303 $204,854 $248,405 54.0% $123,933 $164,231 $204,530 65.0%-30.2% -24.7% -21.5%

$66,520 $84,447 $102,373Survey Averages 52.61% $58,446 $77,452 $96,457

-13.81% -9.03% -6.13%

65.04%
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Ann Min Mid Ann Max

City of Tarpon Springs FL
96

Code Proposed Class Title Hrly Min Hrly Max

Proposed Pay Plans

UNIFIED
$29,690 $47,493200 $14.27 $22.83$38,591 $18.55

GOLF COURSE ATTENDANT430

GOLF COURSE FOOD & BEV ATTENDANT450

$32,734 $52,361202 $15.74 $25.17$42,547 $20.46

GOLF COURSE OPERATOR460

$34,370 $54,979203 $16.52 $26.43$44,674 $21.48

GRO GROUP/ HORTICULTURE INSTRUCTOR510

$36,089 $57,728204 $17.35 $27.75$46,908 $22.55

CUSTODIAN230

PARKS & PARKWAYS TECHNICIAN I990

RECREATION WORKER930

SCHOOL CROSSING GUARD950

STORES CLERK970

TICKET SERVICES REP1030

$37,893 $60,614205 $18.22 $29.14$49,254 $23.68

DEVELOPMENT SERVICES TECHNICIAN9028

LIBRARY ASSISTANT II670

MARINA TECHNICIAN I9021

PARKS & PARKWAYS TECHNICIAN II99020

RECREATION LEADER900

RECREATION LEADER/GRO GROUP890

SOLID WASTE TECHNICIAN I9025

STORMWATER TECHNICIAN I99017

STREETS TECHNICIAN I99018

$39,788 $63,645206 $19.13 $30.60$51,716 $24.86

CEMETERY SERVICE WORKER I120

CITY BUILDING & GROUNDS TECHNICIAN III1010

MARINA TECHNICIAN II9022

PATRON SERVICES COORDINATOR780

SOLID WASTE TECHNICIAN II9023

STORMWATER TECHNICIAN II1000

STREETS TECHNICIAN II99019

UTILITY BILLING TECHNICIAN I1070

$41,777 $66,827207 $20.09 $32.13$54,302 $26.11

COLLECTION CLERK I160

PRODUCTION ASSISTANT9027

WASTEWATER SERVICE WORKER1140

WATER SERVICE WORKER1240

$43,866 $70,168208 $21.09 $33.73$57,017 $27.41

BUILDING DEV PERMIT TECH I90

CEMETARY SERVICE WORKER II9032

COLLECTION CLERK II170

COLLECTION SPECIALIST180

GRAPHICS DESIGN & MARKETING COORD.740

METER TECHNICIAN750

POLICE RECORDS CENTER TECHNICIAN810

TRAFFIC & SIGNAGE TECHNICIAN1040

UTILITY BILLING TECHNICIAN II1080

Sunday, June 15, 2025 Page 13:00:24 PM
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Ann Min Mid Ann Max

City of Tarpon Springs FL
96

Code Proposed Class Title Hrly Min Hrly Max

Proposed Pay Plans

UNIFIED
$46,059 $73,677209 $22.14 $35.42$59,868 $28.78

ASSISTANT GOLF PROFESSIONAL50

CODE ENFORCEMENT CLERK140

CRIME SCENE TECH, PROPERTY CLK220

DIGITAL EVIDENCE TECHNICIAN300

HEAVY EQUIPMENT OPERATOR530

MAINTENANCE RECORDS TECHNICIAN730

PARKS MAINT COORDINATOR770

WASTEWATER COLLECTION TECH I1100

WASTEWATER DIVISION COORDINATOR1130

YARD WASTE FACILITY OPERATOR1290

$48,362 $77,361210 $23.25 $37.19$62,861 $30.22

LAW ENFORCE SUPPORT SPECIALIST580

MAINT MECHANIC I / UTILITIES700

SENIOR TECHNICIAN960

WASTEWATER PLANT OPERATOR "C"1090

WATER DISTRIBUTION TECH I1160

WATER DIVISION COORDINATOR1190

WATER PLANT OPERATOR 'C'1230

WATER/WASTEWATER OPERATOR TRAINEE760

$50,781 $81,229211 $24.41 $39.05$66,005 $31.73

ACCOUNTING TECHNICIAN I30

CODE ENFORCEMENT OFFICER150

CREWLEADER200

HEAVY EQUIPMENT CREWLEADER99016

LIBRARIAN I640

MAINT MECHANIC II/ UTILITIES710

SOLID WASTE CREWLEADER9024

WASTEWATER COLLECTION TECH II1110

WATER DISTRIBUTION TECH II1170

$53,320 $85,290212 $25.63 $41.00$69,305 $33.32

ACCOUNTING TECHNICIAN II40

COMMUNICATIONS DISPATCHER1920

CONSTRUCTION FIELD INSPECTOR190

CRIME ANALYST210

CULTURAL SERVICES ADMINISTRATOR270

FIRE SUPPORT COORDINATOR400

FLEET OPERATIONS COORDINATOR410

FLEET TECHNICIAN420

GOLF SHOP SUPERVISOR500

LEAD WASTEWATER PLANT OPERATOR  'B'610

LIBRARIAN II650

MAINT MECHANIC III / UTILITIES720

PROJECT INSPECTOR820

REC PROGRAM & ATHLETIC COORDINATOR860

RECORDS/SOFTWARE SPECIALIST880

SENIOR STORMWATER TECHNICIAN99014

SENIOR STREETS TECHNICIAN99015

$55,986 $89,554213 $26.92 $43.06$72,770 $34.99

Sunday, June 15, 2025 Page 23:00:24 PM
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Ann Min Mid Ann Max

City of Tarpon Springs FL
96

Code Proposed Class Title Hrly Min Hrly Max

Proposed Pay Plans

UNIFIED
$55,986 $89,554213 $26.92 $43.06$72,770 $34.99

ACCOUNTING SPECIALIST20

BILL TECH II/DIVISION COORDINATOR70

BUILD DEV MUNICIPAL ARBORIST80

DEVELOPMENT INSPECTOR I280

ENVIRONMENTAL INSPECTOR320

FACILITIES MAINT SUPERVISOR380

INSTRUMENTATION TECH / W W DIV560

INSTRUMENTATION TECH/WATER DIV570

LEAD CEMETERY OPERATOR110

LIBRARY OPERATIONS COORDINATOR690

REC SPECIAL EVENTS & VOL COORDINATOR870

WASTEWATER COLLECTION TECH III1120

WATER DISTRIBUTION TECH III1180

WW COLLECTION LEAD TECHNICIAN1280

$58,785 $94,032214 $28.26 $45.21$76,408 $36.73

EXEC ASSISTANT - PUB SVS/PROJECT830

EXECUTIVE ASSISTANT340

EXECUTIVE ASSISTANT - BLDG DEV350

EXECUTIVE ASSISTANT - PUBLIC WORKS840

EXECUTIVE ASSISTANT P & Z360

LEAD METER REPAIR TECHNICIAN1270

SENIOR PROCUREMENT ANALYST1810

THEATER PRODUCTION TECHNICIAN60

WATER PLANT OPERATOR 'B'1220

$61,724 $98,734215 $29.68 $47.47$80,229 $38.57

ACCOUNTING COORDINATOR10

CODE ENFORCEMENT SUPERVISOR99011

EXECUTIVE OFFICE MANAGER370

GIS MAPPING TECH480

GOLF COURSE ASSISTANT MANAGER1570

HUMAN RESOURCES SPECIALIST1620

LEAD MAINTENANCE MECHANIC/UTIL590

LEAD WASTEWATER COLLECTIONS TECHNICIAN9033

LEAD WATER DISTRIB TECHNICIAN1150

PAYROLL COORDINATOR790

POLICE DISPATCH SUPERVISOR800

RECREATION SUPERVISOR1800

SPECIALS EVENTS COORDINATOR99004

THEATER PRODUCTION TECHNICIAN SENIOR9026

UTILITIES OPERATION SPECIALIST1060

WATER PLANT OPERATOR "A"9031

$64,810 $103,670216 $31.16 $49.84$84,240 $40.50

BUDGET/FINANCIAL ANALYST1340

ENVIRONMENTAL SCIENTIST330

LEAD WASTEWATER PLANT OPERATOR "A"600

LEAD WATER PLANT OPERATOR 'A'1210

$68,051 $108,854217 $32.72 $52.33$88,452 $42.53

CEMETERY SUPERVISOR1360

Sunday, June 15, 2025 Page 33:00:24 PM
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Ann Min Mid Ann Max

City of Tarpon Springs FL
96

Code Proposed Class Title Hrly Min Hrly Max

Proposed Pay Plans

UNIFIED
$68,051 $108,854217 $32.72 $52.33$88,452 $42.53

DEVELOPMENT INSPECTOR IV290

PARKS MAINTENANCE SUPERVISOR1690

PLANS EXAMINER1710

SOLID WASTE SUPERVISOR1820

SUSTAINABILITY PROGRAM MANAGER980

UTILITIES CUSTOMER SVC MANAGER1860

$71,453 $114,297218 $34.35 $54.95$92,875 $44.65

CULTURAL & CIVIC SVCS ASSIST DIR.1840

ENVIRONMENTAL COMPLIANCE OFFICER310

GRANT PROJECT SPECIALIST1590

HR/RISK MANAGEMENT COORDINATOR1600

INFO TECHNOLOGY SPECIALIST550

PIO/MARKETING SPECIALIST99003

$75,026 $120,012219 $36.07 $57.70$97,519 $46.88

ACCOUNTING MANAGER1310

CHIEF WASTEWATER PLANT OPERATOR1380

CHIEF WATER PLANT OPERATOR130

CRA MANAGER99013

FACILITIES MANAGEMENT SUPERINT1530

FLEET MANAGER1560

GIS ADMINISTRATOR470

GOLF COURSE MANAGER1580

INFO. TECHNOLOGY SPEC./LASO9029

PRINCIPAL PLANNER1730

STREETS AND STORMWATER SUPERVISOR1830

UTILITIES MAINT SUPERVISOR1870

WATER CONVEYANCE SUPERVISOR1900

$78,777 $126,012220 $37.87 $60.58$102,395 $49.23

EMC/FLOODPLAIN ADMINISTRATOR1520

IT SYSTEM ADMINISTRATOR1660

PLANNING SUPERVISOR1700

$82,716 $132,313221 $39.77 $63.61$107,514 $51.69

WASTEWATER DIVISION MANAGER1890

WATER DIVISION MANAGER1910

$86,852 $138,928222 $41.76 $66.79$112,890 $54.27

CYBER  SECURITY ENGINEER260

DEPUTY BUILDING OFFICIAL1460

$91,195 $145,875223 $43.84 $70.13$118,535 $56.99

ASSISTANT DIR. RECREATION SERVICES1790

DEPUTY CITY CLERK1480

ECONOMIC DEVELOPMENT MANAGER1510

FIRE CAPTAIN/FIRE MARSHALL390

FIRE DISTRICT CHIEF1500

HUMAN RESOURCES ASSISTANT DIRECTOR99006

IT ASSISTANT DIRECTOR1650

PLANNING & ZONING ASSISTANT DIRECTOR99005

PROCUREMENT ASSISTANT DIRECTOR99012

PROJECT ADMIN ASSISTANT DIRECTOR1760

Sunday, June 15, 2025 Page 43:00:24 PM
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Ann Min Mid Ann Max

City of Tarpon Springs FL
96

Code Proposed Class Title Hrly Min Hrly Max

Proposed Pay Plans

UNIFIED
$91,195 $145,875223 $43.84 $70.13$118,535 $56.99

PUBLIC SERVICES ASSISTANT DIRECTOR1770

PUBLIC WORKS ASSISTANT DIRECTOR99007

UTILITIES SUPERINTENDENT1880

$105,569 $168,868226 $50.75 $81.19$137,219 $65.97

FIRE DEPUTY CHIEF1470

POLICE MAJOR1720

$110,848 $177,312227 $53.29 $85.25$144,080 $69.27

ASSISTANT CHIEF OF POLICE1320

CITY CLERK/COLLECTOR1390

FINANCE ASSISTANT DIRECTOR1330

INTERNAL AUDITOR1640

$116,390 $186,177228 $55.96 $89.51$151,284 $72.73

BUILDING DEVELOPMENT DIRECTOR1350

CULTURAL & CIVIC SVS DIRECTOR1450

DIRECTOR OF PLANNING & ZONING1490

ECONOMIC DEVELOPMENT DIRECTOR99001

HUMAN RESOURCES DIRECTOR1610

LIBRARY DIRECTOR1670

PROCUREMENT SERVICES DIRECTOR1740

PROJECT ADMIN DIRECTOR1750

PUBLIC SERVICES DIRECTOR1780

PUBLIC WORKS DIRECTOR850

RECREATION DIRECTOR99002

$128,320 $205,260230 $61.69 $98.68$166,790 $80.19

CHIEF OF POLICE1370

FINANCE DIRECTOR1540

FIRE CHIEF1550

INFO TECHNOLOGY DIRECTOR1630

$141,473 $226,300232 $68.02 $108.80$183,886 $88.41

ASSISTANT CITY MANAGER99008

$155,974 $249,495234 $74.99 $119.95$202,734 $97.47

DEPUTY CITY MANAGER99009

$171,961 $275,069236 $82.67 $132.24$223,515 $107.46

CITY MANAGER1400

197 Active Proposed Classes in the UNIFIED Pay Plan
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Proposed Class List By Title

City of Tarpon Springs FL

Proposed Class Title Code Pay Plan Grade Min Mid Max #

A
10ACCOUNTING COORDINATOR 215 $61,724 $98,734UNIFIED 1$80,229

1310ACCOUNTING MANAGER 219 $75,026 $120,012UNIFIED 1$97,519

20ACCOUNTING SPECIALIST 213 $55,986 $89,554UNIFIED 1$72,770

30ACCOUNTING TECHNICIAN I 211 $50,781 $81,229UNIFIED 1$66,005

40ACCOUNTING TECHNICIAN II 212 $53,320 $85,290UNIFIED 1$69,305

1320ASSISTANT CHIEF OF POLICE 227 $110,848 $177,312UNIFIED 2$144,080

99008ASSISTANT CITY MANAGER 232 $141,473 $226,300UNIFIED 0$183,886

1790ASSISTANT DIR. RECREATION SERVICES 223 $91,195 $145,875UNIFIED 1$118,535

50ASSISTANT GOLF PROFESSIONAL 209 $46,059 $73,677UNIFIED 1$59,868

B
70BILL TECH II/DIVISION COORDINATOR 213 $55,986 $89,554UNIFIED 1$72,770

1340BUDGET/FINANCIAL ANALYST 216 $64,810 $103,670UNIFIED 1$84,240

80BUILD DEV MUNICIPAL ARBORIST 213 $55,986 $89,554UNIFIED 1$72,770

90BUILDING DEV PERMIT TECH I 208 $43,866 $70,168UNIFIED 3$57,017

1350BUILDING DEVELOPMENT DIRECTOR 228 $116,390 $186,177UNIFIED 1$151,284

C
9032CEMETARY SERVICE WORKER II 208 $43,866 $70,168UNIFIED 1$57,017

120CEMETERY SERVICE WORKER I 206 $39,788 $63,645UNIFIED 1$51,716

1360CEMETERY SUPERVISOR 217 $68,051 $108,854UNIFIED 1$88,452

1370CHIEF OF POLICE 230 $128,320 $205,260UNIFIED 1$166,790

1380CHIEF WASTEWATER PLANT OPERATOR 219 $75,026 $120,012UNIFIED 1$97,519

130CHIEF WATER PLANT OPERATOR 219 $75,026 $120,012UNIFIED 1$97,519

1010CITY BUILDING & GROUNDS TECHNICIAN III 206 $39,788 $63,645UNIFIED 1$51,716

1390CITY CLERK/COLLECTOR 227 $110,848 $177,312UNIFIED 1$144,080

1400CITY MANAGER 236 $171,961 $275,069UNIFIED 1$223,515

140CODE ENFORCEMENT CLERK 209 $46,059 $73,677UNIFIED 1$59,868

150CODE ENFORCEMENT OFFICER 211 $50,781 $81,229UNIFIED 1$66,005

99011CODE ENFORCEMENT SUPERVISOR 215 $61,724 $98,734UNIFIED 0$80,229

160COLLECTION CLERK I 207 $41,777 $66,827UNIFIED 2$54,302

170COLLECTION CLERK II 208 $43,866 $70,168UNIFIED 1$57,017

180COLLECTION SPECIALIST 208 $43,866 $70,168UNIFIED 1$57,017

1920COMMUNICATIONS DISPATCHER 212 $53,320 $85,290UNIFIED 5$69,305

190CONSTRUCTION FIELD INSPECTOR 212 $53,320 $85,290UNIFIED 1$69,305

Sunday, June 15, 2025 Page 1 of 7
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Proposed Class List By Title

City of Tarpon Springs FL

Proposed Class Title Code Pay Plan Grade Min Mid Max #

99013CRA MANAGER 219 $75,026 $120,012UNIFIED 0$97,519

200CREWLEADER 211 $50,781 $81,229UNIFIED 1$66,005

210CRIME ANALYST 212 $53,320 $85,290UNIFIED 1$69,305

220CRIME SCENE TECH, PROPERTY CLK 209 $46,059 $73,677UNIFIED 1$59,868

1840CULTURAL & CIVIC SVCS ASSIST DIR. 218 $71,453 $114,297UNIFIED 1$92,875

1450CULTURAL & CIVIC SVS DIRECTOR 228 $116,390 $186,177UNIFIED 2$151,284

270CULTURAL SERVICES ADMINISTRATOR 212 $53,320 $85,290UNIFIED 1$69,305

230CUSTODIAN 204 $36,089 $57,728UNIFIED 5$46,908

260CYBER  SECURITY ENGINEER 222 $86,852 $138,928UNIFIED 1$112,890

D
1460DEPUTY BUILDING OFFICIAL 222 $86,852 $138,928UNIFIED 1$112,890

1480DEPUTY CITY CLERK 223 $91,195 $145,875UNIFIED 1$118,535

99009DEPUTY CITY MANAGER 234 $155,974 $249,495UNIFIED 0$202,734

280DEVELOPMENT INSPECTOR I 213 $55,986 $89,554UNIFIED 2$72,770

290DEVELOPMENT INSPECTOR IV 217 $68,051 $108,854UNIFIED 2$88,452

9028DEVELOPMENT SERVICES TECHNICIAN 205 $37,893 $60,614UNIFIED 1$49,254

300DIGITAL EVIDENCE TECHNICIAN 209 $46,059 $73,677UNIFIED 1$59,868

1490DIRECTOR OF PLANNING & ZONING 228 $116,390 $186,177UNIFIED 1$151,284

E
99001ECONOMIC DEVELOPMENT DIRECTOR 228 $116,390 $186,177UNIFIED 0$151,284

1510ECONOMIC DEVELOPMENT MANAGER 223 $91,195 $145,875UNIFIED 1$118,535

1520EMC/FLOODPLAIN ADMINISTRATOR 220 $78,777 $126,012UNIFIED 1$102,395

310ENVIRONMENTAL COMPLIANCE OFFICER 218 $71,453 $114,297UNIFIED 1$92,875

320ENVIRONMENTAL INSPECTOR 213 $55,986 $89,554UNIFIED 1$72,770

330ENVIRONMENTAL SCIENTIST 216 $64,810 $103,670UNIFIED 1$84,240

830EXEC ASSISTANT - PUB SVS/PROJECT 214 $58,785 $94,032UNIFIED 1$76,408

340EXECUTIVE ASSISTANT 214 $58,785 $94,032UNIFIED 3$76,408

350EXECUTIVE ASSISTANT - BLDG DEV 214 $58,785 $94,032UNIFIED 1$76,408

840EXECUTIVE ASSISTANT - PUBLIC WORKS 214 $58,785 $94,032UNIFIED 1$76,408

360EXECUTIVE ASSISTANT P & Z 214 $58,785 $94,032UNIFIED 1$76,408

370EXECUTIVE OFFICE MANAGER 215 $61,724 $98,734UNIFIED 1$80,229

F
380FACILITIES MAINT SUPERVISOR 213 $55,986 $89,554UNIFIED 1$72,770

1530FACILITIES MANAGEMENT SUPERINT 219 $75,026 $120,012UNIFIED 1$97,519

Sunday, June 15, 2025 Page 2 of 7

 
51

Page 71 of 515



Proposed Class List By Title

City of Tarpon Springs FL

Proposed Class Title Code Pay Plan Grade Min Mid Max #

1330FINANCE ASSISTANT DIRECTOR 227 $110,848 $177,312UNIFIED 1$144,080

1540FINANCE DIRECTOR 230 $128,320 $205,260UNIFIED 1$166,790

390FIRE CAPTAIN/FIRE MARSHALL 223 $91,195 $145,875UNIFIED 1$118,535

1550FIRE CHIEF 230 $128,320 $205,260UNIFIED 1$166,790

1470FIRE DEPUTY CHIEF 226 $105,569 $168,868UNIFIED 2$137,219

1500FIRE DISTRICT CHIEF 223 $91,195 $145,875UNIFIED 3$118,535

400FIRE SUPPORT COORDINATOR 212 $53,320 $85,290UNIFIED 1$69,305

1560FLEET MANAGER 219 $75,026 $120,012UNIFIED 1$97,519

410FLEET OPERATIONS COORDINATOR 212 $53,320 $85,290UNIFIED 1$69,305

420FLEET TECHNICIAN 212 $53,320 $85,290UNIFIED 4$69,305

G
470GIS ADMINISTRATOR 219 $75,026 $120,012UNIFIED 1$97,519

480GIS MAPPING TECH 215 $61,724 $98,734UNIFIED 1$80,229

1570GOLF COURSE ASSISTANT MANAGER 215 $61,724 $98,734UNIFIED 1$80,229

430GOLF COURSE ATTENDANT 200 $29,690 $47,493UNIFIED 15$38,591

450GOLF COURSE FOOD & BEV ATTENDANT 200 $29,690 $47,493UNIFIED 5$38,591

1580GOLF COURSE MANAGER 219 $75,026 $120,012UNIFIED 1$97,519

460GOLF COURSE OPERATOR 202 $32,734 $52,361UNIFIED 1$42,547

500GOLF SHOP SUPERVISOR 212 $53,320 $85,290UNIFIED 1$69,305

1590GRANT PROJECT SPECIALIST 218 $71,453 $114,297UNIFIED 1$92,875

740GRAPHICS DESIGN & MARKETING COORD. 208 $43,866 $70,168UNIFIED 1$57,017

510GRO GROUP/ HORTICULTURE INSTRUCTOR 203 $34,370 $54,979UNIFIED 1$44,674

H
99016HEAVY EQUIPMENT CREWLEADER 211 $50,781 $81,229UNIFIED 1$66,005

530HEAVY EQUIPMENT OPERATOR 209 $46,059 $73,677UNIFIED 8$59,868

1600HR/RISK MANAGEMENT COORDINATOR 218 $71,453 $114,297UNIFIED 1$92,875

99006HUMAN RESOURCES ASSISTANT DIRECTOR 223 $91,195 $145,875UNIFIED 0$118,535

1610HUMAN RESOURCES DIRECTOR 228 $116,390 $186,177UNIFIED 1$151,284

1620HUMAN RESOURCES SPECIALIST 215 $61,724 $98,734UNIFIED 2$80,229

I
1630INFO TECHNOLOGY DIRECTOR 230 $128,320 $205,260UNIFIED 1$166,790

550INFO TECHNOLOGY SPECIALIST 218 $71,453 $114,297UNIFIED 2$92,875

9029INFO. TECHNOLOGY SPEC./LASO 219 $75,026 $120,012UNIFIED 1$97,519

560INSTRUMENTATION TECH / W W DIV 213 $55,986 $89,554UNIFIED 1$72,770
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Proposed Class List By Title

City of Tarpon Springs FL

Proposed Class Title Code Pay Plan Grade Min Mid Max #

570INSTRUMENTATION TECH/WATER DIV 213 $55,986 $89,554UNIFIED 1$72,770

1640INTERNAL AUDITOR 227 $110,848 $177,312UNIFIED 1$144,080

1650IT ASSISTANT DIRECTOR 223 $91,195 $145,875UNIFIED 1$118,535

1660IT SYSTEM ADMINISTRATOR 220 $78,777 $126,012UNIFIED 1$102,395

L
580LAW ENFORCE SUPPORT SPECIALIST 210 $48,362 $77,361UNIFIED 1$62,861

110LEAD CEMETERY OPERATOR 213 $55,986 $89,554UNIFIED 1$72,770

590LEAD MAINTENANCE MECHANIC/UTIL 215 $61,724 $98,734UNIFIED 1$80,229

1270LEAD METER REPAIR TECHNICIAN 214 $58,785 $94,032UNIFIED 1$76,408

9033LEAD WASTEWATER COLLECTIONS TECHNICIAN 215 $61,724 $98,734UNIFIED 1$80,229

610LEAD WASTEWATER PLANT OPERATOR  'B' 212 $53,320 $85,290UNIFIED 1$69,305

600LEAD WASTEWATER PLANT OPERATOR "A" 216 $64,810 $103,670UNIFIED 4$84,240

1150LEAD WATER DISTRIB TECHNICIAN 215 $61,724 $98,734UNIFIED 1$80,229

1210LEAD WATER PLANT OPERATOR 'A' 216 $64,810 $103,670UNIFIED 3$84,240

640LIBRARIAN I 211 $50,781 $81,229UNIFIED 1$66,005

650LIBRARIAN II 212 $53,320 $85,290UNIFIED 3$69,305

670LIBRARY ASSISTANT II 205 $37,893 $60,614UNIFIED 11$49,254

1670LIBRARY DIRECTOR 228 $116,390 $186,177UNIFIED 1$151,284

690LIBRARY OPERATIONS COORDINATOR 213 $55,986 $89,554UNIFIED 1$72,770

M
700MAINT MECHANIC I / UTILITIES 210 $48,362 $77,361UNIFIED 1$62,861

710MAINT MECHANIC II/ UTILITIES 211 $50,781 $81,229UNIFIED 4$66,005

720MAINT MECHANIC III / UTILITIES 212 $53,320 $85,290UNIFIED 1$69,305

730MAINTENANCE RECORDS TECHNICIAN 209 $46,059 $73,677UNIFIED 1$59,868

9021MARINA TECHNICIAN I 205 $37,893 $60,614UNIFIED 1$49,254

9022MARINA TECHNICIAN II 206 $39,788 $63,645UNIFIED 1$51,716

750METER TECHNICIAN 208 $43,866 $70,168UNIFIED 3$57,017

P
990PARKS & PARKWAYS TECHNICIAN I 204 $36,089 $57,728UNIFIED 10$46,908

99020PARKS & PARKWAYS TECHNICIAN II 205 $37,893 $60,614UNIFIED 3$49,254

770PARKS MAINT COORDINATOR 209 $46,059 $73,677UNIFIED 1$59,868

1690PARKS MAINTENANCE SUPERVISOR 217 $68,051 $108,854UNIFIED 1$88,452

780PATRON SERVICES COORDINATOR 206 $39,788 $63,645UNIFIED 1$51,716

790PAYROLL COORDINATOR 215 $61,724 $98,734UNIFIED 1$80,229
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Proposed Class List By Title

City of Tarpon Springs FL

Proposed Class Title Code Pay Plan Grade Min Mid Max #

99003PIO/MARKETING SPECIALIST 218 $71,453 $114,297UNIFIED 0$92,875

99005PLANNING & ZONING ASSISTANT DIRECTOR 223 $91,195 $145,875UNIFIED 0$118,535

1700PLANNING SUPERVISOR 220 $78,777 $126,012UNIFIED 1$102,395

1710PLANS EXAMINER 217 $68,051 $108,854UNIFIED 1$88,452

800POLICE DISPATCH SUPERVISOR 215 $61,724 $98,734UNIFIED 1$80,229

1720POLICE MAJOR 226 $105,569 $168,868UNIFIED 1$137,219

810POLICE RECORDS CENTER TECHNICIAN 208 $43,866 $70,168UNIFIED 2$57,017

1730PRINCIPAL PLANNER 219 $75,026 $120,012UNIFIED 2$97,519

99012PROCUREMENT ASSISTANT DIRECTOR 223 $91,195 $145,875UNIFIED 0$118,535

1740PROCUREMENT SERVICES DIRECTOR 228 $116,390 $186,177UNIFIED 1$151,284

9027PRODUCTION ASSISTANT 207 $41,777 $66,827UNIFIED 1$54,302

1760PROJECT ADMIN ASSISTANT DIRECTOR 223 $91,195 $145,875UNIFIED 1$118,535

1750PROJECT ADMIN DIRECTOR 228 $116,390 $186,177UNIFIED 1$151,284

820PROJECT INSPECTOR 212 $53,320 $85,290UNIFIED 2$69,305

1770PUBLIC SERVICES ASSISTANT DIRECTOR 223 $91,195 $145,875UNIFIED 1$118,535

1780PUBLIC SERVICES DIRECTOR 228 $116,390 $186,177UNIFIED 1$151,284

99007PUBLIC WORKS ASSISTANT DIRECTOR 223 $91,195 $145,875UNIFIED 0$118,535

850PUBLIC WORKS DIRECTOR 228 $116,390 $186,177UNIFIED 1$151,284

R
860REC PROGRAM & ATHLETIC COORDINATOR 212 $53,320 $85,290UNIFIED 1$69,305

870REC SPECIAL EVENTS & VOL COORDINATOR 213 $55,986 $89,554UNIFIED 1$72,770

880RECORDS/SOFTWARE SPECIALIST 212 $53,320 $85,290UNIFIED 1$69,305

99002RECREATION DIRECTOR 228 $116,390 $186,177UNIFIED 0$151,284

900RECREATION LEADER 205 $37,893 $60,614UNIFIED 7$49,254

890RECREATION LEADER/GRO GROUP 205 $37,893 $60,614UNIFIED 1$49,254

1800RECREATION SUPERVISOR 215 $61,724 $98,734UNIFIED 1$80,229

930RECREATION WORKER 204 $36,089 $57,728UNIFIED 1$46,908

S
950SCHOOL CROSSING GUARD 204 $36,089 $57,728UNIFIED 6$46,908

1810SENIOR PROCUREMENT ANALYST 214 $58,785 $94,032UNIFIED 2$76,408

99014SENIOR STORMWATER TECHNICIAN 212 $53,320 $85,290UNIFIED 1$69,305

99015SENIOR STREETS TECHNICIAN 212 $53,320 $85,290UNIFIED 1$69,305

960SENIOR TECHNICIAN 210 $48,362 $77,361UNIFIED 3$62,861

9024SOLID WASTE CREWLEADER 211 $50,781 $81,229UNIFIED 1$66,005

Sunday, June 15, 2025 Page 5 of 7

54
Page 74 of 515



Proposed Class List By Title

City of Tarpon Springs FL

Proposed Class Title Code Pay Plan Grade Min Mid Max #

1820SOLID WASTE SUPERVISOR 217 $68,051 $108,854UNIFIED 1$88,452

9025SOLID WASTE TECHNICIAN I 205 $37,893 $60,614UNIFIED 0$49,254

9023SOLID WASTE TECHNICIAN II 206 $39,788 $63,645UNIFIED 2$51,716

99004SPECIALS EVENTS COORDINATOR 215 $61,724 $98,734UNIFIED 0$80,229

970STORES CLERK 204 $36,089 $57,728UNIFIED 2$46,908

99017STORMWATER TECHNICIAN I 205 $37,893 $60,614UNIFIED 0$49,254

1000STORMWATER TECHNICIAN II 206 $39,788 $63,645UNIFIED 1$51,716

1830STREETS AND STORMWATER SUPERVISOR 219 $75,026 $120,012UNIFIED 1$97,519

99018STREETS TECHNICIAN I 205 $37,893 $60,614UNIFIED 3$49,254

99019STREETS TECHNICIAN II 206 $39,788 $63,645UNIFIED 1$51,716

980SUSTAINABILITY PROGRAM MANAGER 217 $68,051 $108,854UNIFIED 1$88,452

T
60THEATER PRODUCTION TECHNICIAN 214 $58,785 $94,032UNIFIED 1$76,408

9026THEATER PRODUCTION TECHNICIAN SENIOR 215 $61,724 $98,734UNIFIED 1$80,229

1030TICKET SERVICES REP 204 $36,089 $57,728UNIFIED 3$46,908

1040TRAFFIC & SIGNAGE TECHNICIAN 208 $43,866 $70,168UNIFIED 1$57,017

U
1860UTILITIES CUSTOMER SVC MANAGER 217 $68,051 $108,854UNIFIED 1$88,452

1870UTILITIES MAINT SUPERVISOR 219 $75,026 $120,012UNIFIED 1$97,519

1060UTILITIES OPERATION SPECIALIST 215 $61,724 $98,734UNIFIED 1$80,229

1880UTILITIES SUPERINTENDENT 223 $91,195 $145,875UNIFIED 1$118,535

1070UTILITY BILLING TECHNICIAN I 206 $39,788 $63,645UNIFIED 1$51,716

1080UTILITY BILLING TECHNICIAN II 208 $43,866 $70,168UNIFIED 1$57,017

W
1100WASTEWATER COLLECTION TECH I 209 $46,059 $73,677UNIFIED 2$59,868

1110WASTEWATER COLLECTION TECH II 211 $50,781 $81,229UNIFIED 2$66,005

1120WASTEWATER COLLECTION TECH III 213 $55,986 $89,554UNIFIED 1$72,770

1130WASTEWATER DIVISION COORDINATOR 209 $46,059 $73,677UNIFIED 1$59,868

1890WASTEWATER DIVISION MANAGER 221 $82,716 $132,313UNIFIED 1$107,514

1090WASTEWATER PLANT OPERATOR "C" 210 $48,362 $77,361UNIFIED 5$62,861

1140WASTEWATER SERVICE WORKER 207 $41,777 $66,827UNIFIED 2$54,302

1900WATER CONVEYANCE SUPERVISOR 219 $75,026 $120,012UNIFIED 1$97,519

1160WATER DISTRIBUTION TECH I 210 $48,362 $77,361UNIFIED 2$62,861

1170WATER DISTRIBUTION TECH II 211 $50,781 $81,229UNIFIED 4$66,005
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1180WATER DISTRIBUTION TECH III 213 $55,986 $89,554UNIFIED 1$72,770

1190WATER DIVISION COORDINATOR 210 $48,362 $77,361UNIFIED 1$62,861

1910WATER DIVISION MANAGER 221 $82,716 $132,313UNIFIED 1$107,514

9031WATER PLANT OPERATOR "A" 215 $61,724 $98,734UNIFIED 1$80,229

1220WATER PLANT OPERATOR 'B' 214 $58,785 $94,032UNIFIED 3$76,408

1230WATER PLANT OPERATOR 'C' 210 $48,362 $77,361UNIFIED 1$62,861

1240WATER SERVICE WORKER 207 $41,777 $66,827UNIFIED 4$54,302

760WATER/WASTEWATER OPERATOR TRAINEE 210 $48,362 $77,361UNIFIED 1$62,861

1280WW COLLECTION LEAD TECHNICIAN 213 $55,986 $89,554UNIFIED 0$72,770

Y
1290YARD WASTE FACILITY OPERATOR 209 $46,059 $73,677UNIFIED 3$59,868

197  Job Classes
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Min Mid Max 

Proposed Pay Plan:  UNIFIED

Grade

City of Tarpon Springs FL

Class Comparison List By Pay Plan

Proposed Class Title Original Title

Annual Range

Working Title

$29,690 $47,493200 $38,591

G/C ATTENDANT TEMP 27,040 29,120GOLF COURSE ATTENDANT 28,080

G/C ATTENDANT TP  P/T 

SEASONAL

27,040 29,120GOLF COURSE ATTENDANT 28,080

GOLF COURSE ATTENDANT 27,040 29,120GOLF COURSE ATTENDANT 28,080

G/C FOOD & BEV ATTENDANT  

PT

27,040 27,664GOLF COURSE FOOD & BEV ATTENDANT 27,352

$32,734 $52,361202 $42,547

GC/SHOP OPERATOR PT 28,288 37,648GOLF COURSE OPERATOR 32,968

$34,370 $54,979203 $44,674

GRO GROUP/ HORTICULTURE 

INSTRU

31,937 52,707GRO GROUP/ HORTICULTURE INSTRUCTOR 42,322

$36,089 $57,728204 $46,908

CUSTODIAN-FULL TIME 33,533 55,342CUSTODIAN 44,438

CUSTODIAN-PT TEMP/CITY 

BLDGS

33,533 55,342CUSTODIAN 44,438

CUSTODIAN-TEMP/NOT 

BUDGETED

33,533 55,342CUSTODIAN 44,438

TECHNICIAN I 33,533 55,342PARKS & PARKWAYS TECHNICIAN I 44,438

RECREATION WORKER 33,533 55,342RECREATION WORKER 44,438

SCHOOL CROSSING GUARD-PT 31,937 52,707SCHOOL CROSSING GUARD 42,322

STORESCLERK 33,533 55,342STORES CLERK 44,438

TICKET SERVICES REP 31,937 52,707TICKET SERVICES REP 42,322

$37,893 $60,614205 $49,254

DEVELOPMENT SERVICES 

TECHNICIAN

0 0DEVELOPMENT SERVICES TECHNICIAN 0

LIBRARY ASSISTANT II 31,937 52,707LIBRARY ASSISTANT II 42,322

LIBRARY ASSISTANT II 31,937 52,707LIBRARY ASSISTANT II 42,322

TECHNICIAN I 33,533 55,342MARINA TECHNICIAN I 44,438

TECHNICIAN II 35,209 58,108PARKS & PARKWAYS TECHNICIAN II 46,658

RECREATION LEADER-PART-

TIME

31,937 52,707RECREATION LEADER 42,322

RECREATION LEADER-TEMP 

SUMMER

31,937 52,707RECREATION LEADER 42,322

RECREATION LEADER/GRO 

GROUP PT

31,937 52,707RECREATION LEADER/GRO GROUP 42,322

TECHNICIAN I 33,533 55,342STREETS TECHNICIAN I 44,438

$39,788 $63,645206 $51,716

6/15/2025 3:01:42 PM
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Min Mid Max 

Proposed Pay Plan:  UNIFIED

Grade

City of Tarpon Springs FL

Class Comparison List By Pay Plan

Proposed Class Title Original Title

Annual Range

Working Title

$39,788 $63,645206 $51,716

CEMETERY SERVICE WORKER 36,971 61,014CEMETERY SERVICE WORKER I 48,993

TECHNICIAN III 36,971 61,014CITY BUILDING & GROUNDS TECHNICIAN III 48,993

TECHNICIAN II 35,209 58,108MARINA TECHNICIAN II 46,658

PATRON SERVICES 

COORDINATOR

35,209 58,108PATRON SERVICES COORDINATOR 46,658

TECHNICIAN II 35,209 58,108SOLID WASTE TECHNICIAN II 46,658

TECHNICIAN II 35,209 58,108STORMWATER TECHNICIAN II 46,658

TECHNICIAN II 35,209 58,108STREETS TECHNICIAN II 46,658

UTILITY BILLING TECHNICIAN I 33,533 55,342UTILITY BILLING TECHNICIAN I 44,438

$41,777 $66,827207 $54,302

COLLECTION CLERK I 35,209 58,108COLLECTION CLERK I 46,658

PRODUCTION ASSISTANT 0 0PRODUCTION ASSISTANT 0

WASTEWATER SERVICE 

WORKER

36,971 61,014WASTEWATER SERVICE WORKER 48,993

WATER SERVICE WORKER 36,971 61,014WATER SERVICE WORKER 48,993

$43,866 $70,168208 $57,017

BUILDING DEV PERMIT TECH I 40,761 67,268BUILDING DEV PERMIT TECH I 54,015

BUILDING DEVELOPMENT TECH 35,209 58,108BUILDING DEV PERMIT TECH I 46,658

CEMETERY SERVICE WORKER 36,971 61,014CEMETARY SERVICE WORKER II 48,993

COLLECTION CLERK II 36,971 61,014COLLECTION CLERK II 48,993

COLLECTION SPECIALIST 36,971 61,014COLLECTION SPECIALIST 48,993

MARKETING & EVENTS 

SPECIALIST

38,819 64,065GRAPHICS DESIGN & MARKETING COORD. 51,442

METER TECHNICIAN 36,971 61,014METER TECHNICIAN 48,993

POLICE RECORDS CENTER 

TECHNICI

38,819 64,065POLICE RECORDS CENTER TECHNICIAN 51,442

TRAFFIC & SIGNAGE 

TECHNICIAN

40,761 67,268TRAFFIC & SIGNAGE TECHNICIAN 54,015

UTILITY BILLING TECHNICIAN II 38,819 64,065UTILITY BILLING TECHNICIAN II 51,442

$46,059 $73,677209 $59,868

ASSISTANT GOLF 

PROFESSIONAL

38,819 64,065ASSISTANT GOLF PROFESSIONAL 51,442

CODE ENFORCEMENT CLERK 38,819 64,065CODE ENFORCEMENT CLERK 51,442

CRIME SCENE TECH, PROPERTY 

CLK

42,799 70,632CRIME SCENE TECH, PROPERTY CLK 56,716

DIGITAL EVIDENCE TECHNICIAN 42,799 70,632DIGITAL EVIDENCE TECHNICIAN 56,716

HEAVY EQUIP OPER/TEMP PT 40,761 67,268HEAVY EQUIPMENT OPERATOR 54,015

6/15/2025 3:01:42 PM
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Min Mid Max 

Proposed Pay Plan:  UNIFIED

Grade

City of Tarpon Springs FL

Class Comparison List By Pay Plan

Proposed Class Title Original Title

Annual Range

Working Title

$46,059 $73,677209 $59,868

HEAVY EQUIPMENT OPERATOR 40,761 67,268HEAVY EQUIPMENT OPERATOR 54,015

MAINTENANCE RECORDS 

TECHNICIAN

40,761 67,268MAINTENANCE RECORDS TECHNICIAN 54,015

PARKS MAINT COORDINATOR 40,761 67,268PARKS MAINT COORDINATOR 54,015

WASTEWATER COLLECTION 

TECH I

40,761 67,268WASTEWATER COLLECTION TECH I 54,015

WASTEWATER DIVISION 

COORDINATO

40,761 67,268WASTEWATER DIVISION COORDINATOR 54,015

YARD WASTE FACILITY 

OPERATOR

42,799 70,632YARD WASTE FACILITY OPERATOR 56,716

$48,362 $77,361210 $62,861

LAW ENFORCE SUPPORT 

SPECIALIST

40,761 67,268LAW ENFORCE SUPPORT SPECIALIST 54,015

MAINT MECHANIC I / UTILITIES 40,761 67,268MAINT MECHANIC I / UTILITIES 54,015

SENIOR TECHNICIAN 42,799 70,632SENIOR TECHNICIAN 56,716

LEAD WASTEWATER PLANT 

OPERATOR "C"

47,185 77,871WASTEWATER PLANT OPERATOR "C" 62,528

WASTE WATER PLANT 

OPERATOR "C"

42,799 70,632WASTEWATER PLANT OPERATOR "C" 56,716

WW COLLECTION LEAD 

TECHNICIAN

47,185 77,870WASTEWATER PLANT OPERATOR "C" 62,528

WATER DISTRIBUTION TECH I 40,761 67,268WATER DISTRIBUTION TECH I 54,015

WATER SUPPLY PROTECT SPEC I 36,971 61,014WATER DISTRIBUTION TECH I 48,993

WATER DIVISION COORDINATOR 40,761 67,268WATER DIVISION COORDINATOR 54,015

WATER PLANT OPERATOR 'C' 38,819 64,065WATER PLANT OPERATOR 'C' 51,442

OPERATOR TRAINEE 38,819 64,065WATER/WASTEWATER OPERATOR TRAINEE 51,442

$50,781 $81,229211 $66,005

ACCOUNTING TECHNICIAN 47,185 77,871ACCOUNTING TECHNICIAN I 62,528

CODE ENFORCEMENT OFFICER 40,761 67,268CODE ENFORCEMENT OFFICER 54,015

CREWLEADER 42,799 70,632CREWLEADER 56,716

HEAVY EQUIPMENT OPERATOR 40,761 67,268HEAVY EQUIPMENT CREWLEADER 54,015

LIBRARIAN I 42,799 70,632LIBRARIAN I 56,716

MAINT MECHANIC I / UTILITIES 40,761 67,268MAINT MECHANIC II/ UTILITIES 54,015

MAINT MECHANIC II/ UTILITIES 42,799 70,632MAINT MECHANIC II/ UTILITIES 56,716

CREWLEADER 42,799 70,632SOLID WASTE CREWLEADER 56,716

WASTEWATER COLLECTION 

TECH II

42,799 70,632WASTEWATER COLLECTION TECH II 56,716

WATER DISTRIBUTION TECH II 42,799 70,632WATER DISTRIBUTION TECH II 56,716

6/15/2025 3:01:42 PM
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Proposed Pay Plan:  UNIFIED

Grade

City of Tarpon Springs FL

Class Comparison List By Pay Plan

Proposed Class Title Original Title

Annual Range

Working Title

$50,781 $81,229211 $66,005

WATER SUPPLY PROTECT SPEC 

II

38,819 64,065WATER DISTRIBUTION TECH II 51,442

$53,320 $85,290212 $69,305

ACCOUNTING TECHNICIAN II 47,185 77,870ACCOUNTING TECHNICIAN II 62,528

COMMUNICATIONS DISPATCHER 47,185 77,871COMMUNICATIONS DISPATCHER 62,528

CONSTRUCTION FIELD 

INSPECTOR

47,185 77,870CONSTRUCTION FIELD INSPECTOR 62,528

CRIME ANALYST 47,185 77,871CRIME ANALYST 62,528

DEPARTMENT ADMINISTRATOR 35,209 58,108CULTURAL SERVICES ADMINISTRATOR 46,658

FIRE SUPPORT COORDINATOR 38,819 64,065FIRE SUPPORT COORDINATOR 51,442

FLEET OPERATIONS 

COORDINATOR

47,185 77,871FLEET OPERATIONS COORDINATOR 62,528

FLEET TECHNICIAN 47,185 77,870FLEET TECHNICIAN 62,528

GOLF SHOP SUPERVISOR 35,209 58,108GOLF SHOP SUPERVISOR 46,658

LEAD WASTEWATER PLANT OP 

'B'

47,185 77,870LEAD WASTEWATER PLANT OPERATOR  'B' 62,528

LIBRARIAN II 49,545 81,765LIBRARIAN II 65,655

LIBRARIAN II 49,545 81,765LIBRARIAN II 65,655

MAINT MECHANIC III / UTILITIES 47,185 77,871MAINT MECHANIC III / UTILITIES 62,528

PROJECT INSPECTOR 47,185 77,870PROJECT INSPECTOR 62,528

REC PROGRAM&ATHLETIC 

COORDINAT

42,799 70,632REC PROGRAM & ATHLETIC COORDINATOR 56,716

RECORDS/SOFTWARE 

SPECIALIST

47,185 77,871RECORDS/SOFTWARE SPECIALIST 62,528

SENIOR TECHNICIAN 42,799 70,632SENIOR STORMWATER TECHNICIAN 56,716

SENIOR TECHNICIAN 42,799 70,632SENIOR STREETS TECHNICIAN 56,716

$55,986 $89,554213 $72,770

ACCOUNTING SPECIALIST 49,545 81,765ACCOUNTING SPECIALIST 65,655

BILL TECH II/DIVISION 

COORDINA

47,185 77,871BILL TECH II/DIVISION COORDINATOR 62,528

BUILD DEV MUNICIPAL 

ARBORIST

47,185 77,871BUILD DEV MUNICIPAL ARBORIST 62,528

DEVELOPMENT INSPECTOR I 49,545 81,765DEVELOPMENT INSPECTOR I 65,655

ENVIRONMENTAL INSPECTOR 47,185 77,870ENVIRONMENTAL INSPECTOR 62,528

FACILITIES MAINT SUPERVISOR 47,185 77,870FACILITIES MAINT SUPERVISOR 62,528

INSTRUMENTATION TECH / W 

W DIV

47,185 77,870INSTRUMENTATION TECH / W W DIV 62,528

INSTRUMENTATION 

TECH/WATER DIV

47,185 77,870INSTRUMENTATION TECH/WATER DIV 62,528

6/15/2025 3:01:42 PM
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Min Mid Max 

Proposed Pay Plan:  UNIFIED

Grade

City of Tarpon Springs FL

Class Comparison List By Pay Plan

Proposed Class Title Original Title

Annual Range

Working Title

$55,986 $89,554213 $72,770

CEMETERY LEAD OPERATOR 47,185 77,870LEAD CEMETERY OPERATOR 62,528

LIBRARY OPERATIONS 

COORDINATOR

47,185 77,871LIBRARY OPERATIONS COORDINATOR 62,528

REC SPECIAL EVENTS&VOL 

COORDIN

42,799 70,632REC SPECIAL EVENTS & VOL COORDINATOR 56,716

WASTEWATER COLLECTION 

TECH III

47,185 77,871WASTEWATER COLLECTION TECH III 62,528

WATER DISTRIBUTION TECH III 47,185 77,871WATER DISTRIBUTION TECH III 62,528

$58,785 $94,032214 $76,408

PUB SVS/PROJECT EXEC 

ASSISTANT

47,185 77,871EXEC ASSISTANT - PUB SVS/PROJECT 62,528

EXECUTIVE ASSISTANT 47,185 77,871EXECUTIVE ASSISTANT 62,528

EXECUTIVE ASSISTANT - BLDG 

DEV

47,185 77,871EXECUTIVE ASSISTANT - BLDG DEV 62,528

PUBLIC WKS EXECUTIVE 

ASSISTANT

47,185 77,871EXECUTIVE ASSISTANT - PUBLIC WORKS 62,528

EXECUTIVE ASSISTANT P & Z 47,185 77,871EXECUTIVE ASSISTANT P & Z 62,528

WATER SUPPLY PROTECT SPEC 

III

42,799 70,632LEAD METER REPAIR TECHNICIAN 56,716

SENIOR PROCUREMENT 

ANALYST

49,545 81,765SENIOR PROCUREMENT ANALYST 65,655

AUDIO-VISUAL COORDINATOR 52,022 85,854THEATER PRODUCTION TECHNICIAN 68,938

UTIL OPERATOR/WATER PLANT 

OP C

42,799 70,632WATER PLANT OPERATOR 'B' 56,716

WATER PLANT OPERATOR "B" 0 0WATER PLANT OPERATOR 'B' 0

WATER PLANT OPERATOR 'B' 47,185 77,871WATER PLANT OPERATOR 'B' 62,528

$61,724 $98,734215 $80,229

ACCOUNTING COORDINATOR 52,022 85,854ACCOUNTING COORDINATOR 68,938

EXECUTIVE OFFICE MANAGER 52,022 85,854EXECUTIVE OFFICE MANAGER 68,938

GIS MAPPING TECH 52,022 85,854GIS MAPPING TECH 68,938

GOLF COURSE ASSISTANT 

MANAGER

49,545 81,765GOLF COURSE ASSISTANT MANAGER 65,655

HUMAN RESOURCES ASSISTANT 36,971 61,014HUMAN RESOURCES SPECIALIST 48,993

HUMAN RESOURCES 

SPECIALIST

52,022 85,854HUMAN RESOURCES SPECIALIST 68,938

LEAD MAINTENANCE 

MECHANIC/UTIL

49,545 81,765LEAD MAINTENANCE MECHANIC/UTIL 65,655

Lead Wastewater Collections 

Technician

49,545 81,765LEAD WASTEWATER COLLECTIONS 

TECHNICIAN

65,655

6/15/2025 3:01:42 PM
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Min Mid Max 

Proposed Pay Plan:  UNIFIED

Grade

City of Tarpon Springs FL

Class Comparison List By Pay Plan

Proposed Class Title Original Title

Annual Range

Working Title

$61,724 $98,734215 $80,229

WATER DISTRIB LEAD 

TECHNICIAN

47,185 77,870LEAD WATER DISTRIB TECHNICIAN 62,528

PAYROLL COORDINATOR 52,022 85,854PAYROLL COORDINATOR 68,938

POLICE DISPATCH SUPERVISOR 47,185 77,870POLICE DISPATCH SUPERVISOR 62,528

RECREATION SUPERVISOR 49,545 81,765RECREATION SUPERVISOR 65,655

AUDIO-VISUAL COORDINATOR 52,022 85,854THEATER PRODUCTION TECHNICIAN SENIOR 68,938

UTILITIES OPERATION 

SPECIALIST

47,185 77,870UTILITIES OPERATION SPECIALIST 62,528

WATER PLANT OPERATOR "B" 0 0WATER PLANT OPERATOR "A" 0

$64,810 $103,670216 $84,240

BUDGET/FINANCIAL ANALYST 54,623 90,146BUDGET/FINANCIAL ANALYST 72,385

ENVIRONMENTAL SCIENTIST 57,355 94,653ENVIRONMENTAL SCIENTIST 76,004

LEAD WASTEWATER PLANT OP 

"A"

49,545 81,765LEAD WASTEWATER PLANT OPERATOR "A" 65,655

LEAD WATER PLANT OPERATOR 

'A'

49,545 81,765LEAD WATER PLANT OPERATOR 'A' 65,655

WATER PLANT OPERATOR 'A' 47,185 77,870LEAD WATER PLANT OPERATOR 'A' 62,528

$68,051 $108,854217 $88,452

CEMETERY SUPERVISOR 57,355 94,653CEMETERY SUPERVISOR 76,004

DEVELOPMENT INSPECTOR I 49,545 81,765DEVELOPMENT INSPECTOR IV 65,655

DEVELOPMENT INSPECTOR IV 57,355 94,653DEVELOPMENT INSPECTOR IV 76,004

PARKS MAINTENANCE 

SUPERVISOR

57,355 94,653PARKS MAINTENANCE SUPERVISOR 76,004

PLANS EXAMINER 57,355 94,653PLANS EXAMINER 76,004

SOLID WASTE SUPERVISOR 54,623 90,146SOLID WASTE SUPERVISOR 72,385

SUSTAINABILITY COORDINATOR 52,022 85,854SUSTAINABILITY PROGRAM MANAGER 68,938

UTILITIES CUSTOMER SVC 

MANAGER

57,355 94,653UTILITIES CUSTOMER SVC MANAGER 76,004

$71,453 $114,297218 $92,875

TARPON ARTS MANAGER 63,233 104,355CULTURAL & CIVIC SVCS ASSIST DIR. 83,794

ENVIRONMENTAL COMPLIANCE 

OFFIC

57,355 94,653ENVIRONMENTAL COMPLIANCE OFFICER 76,004

GRANT PROJECT SPECIALIST 60,222 99,386GRANT PROJECT SPECIALIST 79,804

HR/RISK MANAGEMENT 

COORDINATOR

60,222 99,386HR/RISK MANAGEMENT COORDINATOR 79,804

INFO TECHNOLOGY SPECIALIST 60,222 99,386INFO TECHNOLOGY SPECIALIST 79,804

$75,026 $120,012219 $97,519

6/15/2025 3:01:42 PM
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Min Mid Max 

Proposed Pay Plan:  UNIFIED

Grade

City of Tarpon Springs FL

Class Comparison List By Pay Plan

Proposed Class Title Original Title

Annual Range

Working Title

$75,026 $120,012219 $97,519

ACCOUNTING MANAGER 63,233 104,355ACCOUNTING MANAGER 83,794

CHIEF WASTEWATER PLANT 

OPERATO

57,355 94,653CHIEF WASTEWATER PLANT OPERATOR 76,004

CHIEF WATER PLANT OPERATOR 57,355 94,653CHIEF WATER PLANT OPERATOR 76,004

FACILITIES MANAGEMENT 

SUPERINT

63,233 104,355FACILITIES MANAGEMENT SUPERINT 83,794

FLEET MANAGER 57,355 94,653FLEET MANAGER 76,004

GIS ADMINISTRATOR 63,233 104,355GIS ADMINISTRATOR 83,794

GOLF COURSE MANAGER 63,233 104,355GOLF COURSE MANAGER 83,794

INFO TECHNOLOGY SPECIALIST 60,222 99,386INFO. TECHNOLOGY SPEC./LASO 79,804

PRINCIPAL PLANNER 63,233 104,355PRINCIPAL PLANNER 83,794

STREETS AND STORMWATER 

SUPERVI

63,233 104,355STREETS AND STORMWATER SUPERVISOR 83,794

UTILITIES MAINT SUPERVISOR 60,222 99,386UTILITIES MAINT SUPERVISOR 79,804

WATER CONVEYANCE 

SUPERVISOR

60,222 99,386WATER CONVEYANCE SUPERVISOR 79,804

$78,777 $126,012220 $102,395

EMC/FLOODPLAIN 

ADMINISTRATOR

66,395 109,572EMC/FLOODPLAIN ADMINISTRATOR 87,984

IT SYSTEM ADMINISTRATOR 66,395 109,572IT SYSTEM ADMINISTRATOR 87,984

PLANNING SUPERVISOR 66,395 109,572PLANNING SUPERVISOR 87,984

$82,716 $132,313221 $107,514

WASTEWATER DIVISION 

MANAGER

66,395 109,572WASTEWATER DIVISION MANAGER 87,984

WATER DIVISION MANAGER 66,395 109,572WATER DIVISION MANAGER 87,984

$86,852 $138,928222 $112,890

CYBER  SECURITY ENGINEER 73,201 120,804CYBER  SECURITY ENGINEER 97,002

DEPUTY BUILDING OFFICIAL 69,714 115,051DEPUTY BUILDING OFFICIAL 92,382

$91,195 $145,875223 $118,535

RECREATION SUPERINTENDENT 66,395 109,572ASSISTANT DIR. RECREATION SERVICES 87,984

DEPUTY CITY CLERK 63,233 104,355DEPUTY CITY CLERK 83,794

ECONOMIC DEVELOPMENT 

MANAGER

69,714 115,051ECONOMIC DEVELOPMENT MANAGER 92,382

FIRE CAPTAIN/FIRE MARSHALL 76,860 126,846FIRE CAPTAIN/FIRE MARSHALL 101,853

DISTRICT CHIEF 80,703 133,185FIRE DISTRICT CHIEF 106,944

IT ASSISTANT DIRECTOR 76,860 126,846IT ASSISTANT DIRECTOR 101,853

PROJECT ASSISTANT DIRECTOR 76,860 126,846PROJECT ADMIN ASSISTANT DIRECTOR 101,853

6/15/2025 3:01:42 PM

64

Move this position to 227 (no additional pay adjustment)

Page 84 of 515



Min Mid Max 

Proposed Pay Plan:  UNIFIED

Grade

City of Tarpon Springs FL

Class Comparison List By Pay Plan

Proposed Class Title Original Title

Annual Range

Working Title

$91,195 $145,875223 $118,535

PUBLIC SERVICES ASSISTANT 

DIRECTOR

80,703 133,185PUBLIC SERVICES ASSISTANT DIRECTOR 106,944

UTILITIES SUPERINTENDENT 80,703 133,185UTILITIES SUPERINTENDENT 106,944

$105,569 $168,868226 $137,219

DEPUTY CHIEF 84,739 139,847FIRE DEPUTY CHIEF 112,293

POLICE MAJOR 84,739 139,847POLICE MAJOR 112,293

$110,848 $177,312227 $144,080

ASSISTANT CHIEF OF POLICE 88,975 146,839ASSISTANT CHIEF OF POLICE 117,907

POLICE MAJOR 84,739 139,847ASSISTANT CHIEF OF POLICE 112,293

CITY CLERK/COLLECTOR 98,074 161,890CITY CLERK/COLLECTOR 129,982

ASSISTANT FINANCE DIRECTOR 76,860 126,846FINANCE ASSISTANT DIRECTOR 101,853

INTERNAL AUDITOR 98,074 161,890INTERNAL AUDITOR 129,982

$116,390 $186,177228 $151,284

BUILDING DEVELOPMENT 

DIRECTOR

88,975 146,839BUILDING DEVELOPMENT DIRECTOR 117,907

CULTURAL & CIVIC SVS 

DIRECTOR

88,975 146,839CULTURAL & CIVIC SVS DIRECTOR 117,907

TARPON ARTS MANAGER 63,233 104,355CULTURAL & CIVIC SVS DIRECTOR 83,794

DIRECTOR OF PLANNING & 

ZONING

88,975 146,839DIRECTOR OF PLANNING & ZONING 117,907

HUMAN RESOURCES DIRECTOR 88,975 146,839HUMAN RESOURCES DIRECTOR 117,907

LIBRARY DIRECTOR 66,395 109,572LIBRARY DIRECTOR 87,984

PROCUREMENT SERVICES 

DIRECTOR

84,739 139,847PROCUREMENT SERVICES DIRECTOR 112,293

PROJECT ADMIN DIRECTOR 88,975 146,839PROJECT ADMIN DIRECTOR 117,907

PUBLIC SERVICES DIRECTOR 88,975 146,839PUBLIC SERVICES DIRECTOR 117,907

PUBLIC WORKS DIRECTOR 84,739 139,847PUBLIC WORKS DIRECTOR 112,293

$128,320 $205,260230 $166,790

CHIEF OF POLICE 98,074 161,890CHIEF OF POLICE 129,982

FINANCE DIRECTOR 98,074 161,890FINANCE DIRECTOR 129,982

FIRE CHIEF 98,074 161,890FIRE CHIEF 129,982

INFO TECHNOLOGY DIRECTOR 88,975 146,839INFO TECHNOLOGY DIRECTOR 117,907

$171,961 $275,069236 $223,515

CITY MANAGER 123,933 204,529CITY MANAGER 164,231

6/15/2025 3:01:42 PM
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Implementation Report - Introduction

     The results provided in the implementation 

reports are dependent upon the settings that 

are established and stored for each report, 

allowing numerous implementation costs. 

There is no limit to the number of 

implementation scenarios that can be stored.

     In the detail section of each implementation 

report, two rows are used to display data for 

each employee.  The top row displays the 

employee's current Class, Grade and Salary 

information, while the second row displays the 

proposed Class, Grade and Salary.  In addition, 

the details of important dates, seven different 

adjustments to current salary, the employee's 

FTE, Position # and Name are also displayed. 

For privacy, each of the items that can be 

shown in the report, can also be hidden. 

     When step plans are being considered, the 

implementation report can show the cost 

difference between using open range 

calculations and step calculations in the same 

plan.

     Implementation reports can also display or 

hide all detail, and print only the summary data 

desired.  Available summaries include a 

summary for each department, each pay plan, 

and for the total organization.

     The report settings used to prepare each 

implementation report are shown at the 

beginning of each implementation report, to 

allow verification of the assumptions used 

when the report was prepared.

     Implementation reports provide detailed and summarized information about implementation costs.

SAMPLE Implementation Report Settings Screen (example only - not live settings)

 

Tuesday, June 17, 2025 Pg 1 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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Report Settings 

1Report Name: Implementation Report

Summary Only

Include Organizational Experience adj

Calculation Parameters

Set Maximum Years of Service Cap to 100

Set Maximum Adjustment to the Range Maximum
Calculate a Flat % Adjustment of 3

Calculate Adj. Above Min after the first 1

year(s) of service

year(s) of service

Flat Percent AdjustmentManagement

After StepBefore Min Adj

After OrgExpAfter Min Adj

After AssigmentAfter Market

After Max

Show Department Summary

Show Pay Plan Summary

Show Grand Totals Summary

Print As Plan Type

Open Range

Set Alowable Experience Days Using Promotion Date

Day(s) Organization Experience

Set Years to Reach Grade Market to 7

Set Years to Reach Grade Maximum to 30

Increment Current Step by

0

Include Stipends

# Adjustments

4

Apply Flat % Adjustment

%

Implementation: 

Calculate % Using Current Salary

10/1/2025

Allow 1 additional day adjustment for 0

Standard Annual Work Days 260

Standard Annual Work Hours 2080

Standard  Hours / Day 8

Tuesday, June 17, 2025 Pg 2 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: CEMETERY    Dep't Code: 14-6

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for CEMETERY

4Current Payroll $198,464 # Positions

# Not Adj 0Flat 3% Adjustment $5,954 # Positions Adjusted (any type) 4

Adjustment To Minimum $5,227 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $3,149 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $14,329

% Change 7.22%Proposed Payroll $212,793

Tuesday, June 17, 2025 Pg 4 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: CITY BUILDINGS & GROUNDS    Dep't Code: 12-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for 

12Current Payroll $503,289 # Positions

# Not Adj 0Flat 3% Adjustment $15,099 # Positions Adjusted (any type) 12

Adjustment To Minimum $2,089 # Adjusted To Minimum 4

Adjustment Towards Mkt Point $0 # Adjusted Towards Mid Pt 0

Adjustment For Compression $6,564 # Adjusted For Compression 8

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $23,751

% Change 4.72%Proposed Payroll $527,040

Tuesday, June 17, 2025 Pg 6 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: CITY BUILDINGS & GROUNDS    Dep't Code: 12-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for CITY BUILDINGS & GROUNDS

12Current Payroll $503,289 # Positions

# Not Adj 0Flat 3% Adjustment $15,099 # Positions Adjusted (any type) 12

Adjustment To Minimum $2,089 # Adjusted To Minimum 4

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $6,564 # Adjusted For Compression 8

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $23,751

% Change 4.72%Proposed Payroll $527,040

Tuesday, June 17, 2025 Pg 7 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: CITY CLERK    Dep't Code: 9-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for CITY CLERK

4Current Payroll $363,764 # Positions

# Not Adj 0Flat 3% Adjustment $10,913 # Positions Adjusted (any type) 4

Adjustment To Minimum $9,765 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $8,380 # Adjusted For Compression 4

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $29,057

% Change 7.99%Proposed Payroll $392,821

Tuesday, June 17, 2025 Pg 9 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES

Page 92 of 515



City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: CITY MANAGER    Dep't Code: 2-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for CITY MANAGER

2Current Payroll $232,967 # Positions

# Not Adj 0Flat 3% Adjustment $6,989 # Positions Adjusted (any type) 2

Adjustment To Minimum $17,461 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $0 # Adjusted For Compression 0

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $24,450

% Change 10.49%Proposed Payroll $257,417

Tuesday, June 17, 2025 Pg 11 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: CODE ENFORCEMENT    Dep't Code: 10-11

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for CODE ENFORCEMENT

2Current Payroll $95,078 # Positions

# Not Adj 0Flat 3% Adjustment $2,852 # Positions Adjusted (any type) 2

Adjustment To Minimum $4,367 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $560 # Adjusted For Compression 1

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $7,779

% Change 8.18%Proposed Payroll $102,857

Tuesday, June 17, 2025 Pg 13 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES

Page 94 of 515



City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: COLLECTION CENTER    Dep't Code: 9-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for COLLECTION CENTER

4Current Payroll $173,380 # Positions

# Not Adj 0Flat 3% Adjustment $5,201 # Positions Adjusted (any type) 4

Adjustment To Minimum $4,561 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $2,356 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $12,119

% Change 6.99%Proposed Payroll $185,498

Tuesday, June 17, 2025 Pg 15 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: CULTURAL SERVICES    Dep't Code: 16-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for CULTURAL SERVICES

8Current Payroll $323,247 # Positions

# Not Adj 0Flat 3% Adjustment $9,697 # Positions Adjusted (any type) 8

Adjustment To Minimum $43,051 # Adjusted To Minimum 3

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $1,117 # Adjusted For Compression 4

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $53,865

% Change 16.66%Proposed Payroll $377,112

Tuesday, June 17, 2025 Pg 18 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: ECONOMIC DEVELOPMENT    Dep't Code: 2-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for ECONOMIC DEVELOPMENT

3Current Payroll $231,505 # Positions

# Not Adj 0Flat 3% Adjustment $6,329 # Positions Adjusted (any type) 3

Adjustment To Minimum $6,813 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $53 # Adjusted For Compression 1

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $13,195

% Change 5.70%Proposed Payroll $244,700

Tuesday, June 17, 2025 Pg 21 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: FINANCIAL ADMINISTRATION    Dep't Code: 3-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for FINANCIAL ADMINISTRATION

7Current Payroll $524,698 # Positions

# Not Adj 0Flat 3% Adjustment $15,741 # Positions Adjusted (any type) 7

Adjustment To Minimum $392 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $3,293 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $19,426

% Change 3.70%Proposed Payroll $544,124

Tuesday, June 17, 2025 Pg 23 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES

Page 98 of 515



City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: FIRE DEPARTMENT/EMERGENCY MANAG/PUBLIC SAFETY FIRE    Dep't Code: 11-5

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for FIRE DEPARTMENT/EMERGENCY MANAG/PUBLIC SAFETY FIRE

1Current Payroll $89,696 # Positions

# Not Adj 0Flat 3% Adjustment $2,691 # Positions Adjusted (any type) 1

Adjustment To Minimum $0 # Adjusted To Minimum 0

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $0 # Adjusted For Compression 0

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $2,691

% Change 3.00%Proposed Payroll $92,387

Tuesday, June 17, 2025 Pg 25 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: FIRE/CIVIL DEFENSE    Dep't Code: 11-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for FIRE/CIVIL DEFENSE

9Current Payroll $976,560 # Positions

# Not Adj 0Flat 3% Adjustment $29,297 # Positions Adjusted (any type) 9

Adjustment To Minimum $624 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $2,184 # Adjusted For Compression 2

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $32,105

% Change 3.29%Proposed Payroll $1,008,664

Tuesday, June 17, 2025 Pg 27 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: GOLF COURSE - FOOD SERVICE    Dep't Code: 49-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for GOLF COURSE - FOOD SERVICE

5Current Payroll $64,064 # Positions

# Not Adj 0Flat 3% Adjustment $1,922 # Positions Adjusted (any type) 5

Adjustment To Minimum $4,357 # Adjusted To Minimum 5

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $1,604 # Adjusted For Compression 5

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $7,884

% Change 12.31%Proposed Payroll $71,948

Tuesday, June 17, 2025 Pg 29 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: GOLF COURSE - GREENS OPERATIONS    Dep't Code: 49-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for GOLF COURSE - GREENS OPERATIONS

20Current Payroll $450,085 # Positions

# Not Adj 1Flat 3% Adjustment $12,894 # Positions Adjusted (any type) 19

Adjustment To Minimum $29,602 # Adjusted To Minimum 18

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $6,427 # Adjusted For Compression 17

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $48,923

% Change 10.87%Proposed Payroll $499,008

Tuesday, June 17, 2025 Pg 32 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: HARBORMASTER    Dep't Code: 10-6

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for HARBORMASTER

2Current Payroll $82,710 # Positions

# Not Adj 0Flat 3% Adjustment $2,481 # Positions Adjusted (any type) 2

Adjustment To Minimum $1,282 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $395 # Adjusted For Compression 1

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $4,159

% Change 5.03%Proposed Payroll $86,868

Tuesday, June 17, 2025 Pg 34 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: HUMAN RESOURCES    Dep't Code: 5-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for HUMAN RESOURCES

4Current Payroll $301,379 # Positions

# Not Adj 0Flat 3% Adjustment $9,041 # Positions Adjusted (any type) 4

Adjustment To Minimum $13,507 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $2,339 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $24,887

% Change 8.26%Proposed Payroll $326,267

Tuesday, June 17, 2025 Pg 36 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: INTERNAL AUDIT    Dep't Code: 4-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for INTERNAL AUDIT

1Current Payroll $122,058 # Positions

# Not Adj 0Flat 3% Adjustment $3,662 # Positions Adjusted (any type) 1

Adjustment To Minimum $0 # Adjusted To Minimum 0

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $0 # Adjusted For Compression 0

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $3,662

% Change 3.00%Proposed Payroll $125,720

Tuesday, June 17, 2025 Pg 38 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: LIBRARY    Dep't Code: 15-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for LIBRARY

17Current Payroll $732,062 # Positions

# Not Adj 0Flat 3% Adjustment $21,962 # Positions Adjusted (any type) 17

Adjustment To Minimum $29,091 # Adjusted To Minimum 9

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $20,319 # Adjusted For Compression 12

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $71,371

% Change 9.75%Proposed Payroll $803,433

Tuesday, June 17, 2025 Pg 41 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: MANAGEMENT INFORMATION SERVICES    Dep't Code: 3-4

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for MANAGEMENT INFORMATION SERVICES

11Current Payroll $871,850 # Positions

# Not Adj 0Flat 3% Adjustment $26,156 # Positions Adjusted (any type) 11

Adjustment To Minimum $13,894 # Adjusted To Minimum 3

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $7,094 # Adjusted For Compression 5

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $47,143

% Change 5.41%Proposed Payroll $918,993

Tuesday, June 17, 2025 Pg 44 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: METER READERS    Dep't Code: 3-33

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for METER READERS

4Current Payroll $183,977 # Positions

# Not Adj 0Flat 3% Adjustment $5,519 # Positions Adjusted (any type) 4

Adjustment To Minimum $6,785 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $5,334 # Adjusted For Compression 4

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $17,639

% Change 9.59%Proposed Payroll $201,616

Tuesday, June 17, 2025 Pg 46 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: METER REPAIR/MAINTENANCE    Dep't Code: 43-4

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for METER REPAIR/MAINTENANCE

2Current Payroll $85,772 # Positions

# Not Adj 0Flat 3% Adjustment $2,573 # Positions Adjusted (any type) 2

Adjustment To Minimum $10,798 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $311 # Adjusted For Compression 1

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $13,682

% Change 15.95%Proposed Payroll $99,454

Tuesday, June 17, 2025 Pg 48 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: NON-DEPARTMENTAL/ W/S    Dep't Code: 88-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for NON-DEPARTMENTAL/ W/S

5Current Payroll $328,163 # Positions

# Not Adj 0Flat 3% Adjustment $9,845 # Positions Adjusted (any type) 5

Adjustment To Minimum $7,336 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $4,063 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $21,244

% Change 6.47%Proposed Payroll $349,407

Tuesday, June 17, 2025 Pg 51 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: PARKS & PARKWAYS    Dep't Code: 14-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for 

15Current Payroll $703,490 # Positions

# Not Adj 0Flat 3% Adjustment $21,105 # Positions Adjusted (any type) 15

Adjustment To Minimum $699 # Adjusted To Minimum 2

Adjustment Towards Mkt Point $0 # Adjusted Towards Mid Pt 0

Adjustment For Compression $1,565 # Adjusted For Compression 5

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $23,369

% Change 3.32%Proposed Payroll $726,859

Tuesday, June 17, 2025 Pg 53 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: PARKS & PARKWAYS    Dep't Code: 14-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for PARKS & PARKWAYS

15Current Payroll $703,490 # Positions

# Not Adj 0Flat 3% Adjustment $21,105 # Positions Adjusted (any type) 15

Adjustment To Minimum $699 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $1,565 # Adjusted For Compression 5

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $23,369

% Change 3.32%Proposed Payroll $726,859

Tuesday, June 17, 2025 Pg 54 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: PLANNING    Dep't Code: 8-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for PLANNING

5Current Payroll $484,340 # Positions

# Not Adj 0Flat 3% Adjustment $14,530 # Positions Adjusted (any type) 5

Adjustment To Minimum $985 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $298 # Adjusted For Compression 1

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $15,813

% Change 3.26%Proposed Payroll $500,153

Tuesday, June 17, 2025 Pg 56 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: POLICE DEPARTMENT    Dep't Code: 10-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for POLICE DEPARTMENT

23Current Payroll $1,273,182 # Positions

# Not Adj 0Flat 3% Adjustment $38,195 # Positions Adjusted (any type) 23

Adjustment To Minimum $6,847 # Adjusted To Minimum 4

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $9,931 # Adjusted For Compression 13

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $54,973

% Change 4.32%Proposed Payroll $1,328,155

Tuesday, June 17, 2025 Pg 60 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: PROJECT ADMINIS/PROJECT ADMINIS/GENERAL GOVERNMENT    Dep't Code: 50-1

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for PROJECT ADMINIS/PROJECT ADMINIS/GENERAL GOVERNMENT

5Current Payroll $461,205 # Positions

# Not Adj 0Flat 3% Adjustment $13,836 # Positions Adjusted (any type) 5

Adjustment To Minimum $0 # Adjusted To Minimum 0

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $0 # Adjusted For Compression 0

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $13,836

% Change 3.00%Proposed Payroll $475,042

Tuesday, June 17, 2025 Pg 62 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: PROTECTIVE INSPECTIONS    Dep't Code: 12-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for PROTECTIVE INSPECTIONS

11Current Payroll $729,655 # Positions

# Not Adj 0Flat 3% Adjustment $21,890 # Positions Adjusted (any type) 11

Adjustment To Minimum $6,068 # Adjusted To Minimum 3

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $2,459 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $30,416

% Change 4.17%Proposed Payroll $760,071

Tuesday, June 17, 2025 Pg 65 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: PURCHASING    Dep't Code: 3-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for PURCHASING

3Current Payroll $251,900 # Positions

# Not Adj 0Flat 3% Adjustment $7,557 # Positions Adjusted (any type) 3

Adjustment To Minimum $8,135 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $2,564 # Adjusted For Compression 1

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $18,256

% Change 7.25%Proposed Payroll $270,156

Tuesday, June 17, 2025 Pg 67 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: PW Administration    Dep't Code: 40-1A

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for PW Administration

1Current Payroll $135,623 # Positions

# Not Adj 0Flat 3% Adjustment $4,069 # Positions Adjusted (any type) 1

Adjustment To Minimum $0 # Adjusted To Minimum 0

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $0 # Adjusted For Compression 0

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $4,069

% Change 3.00%Proposed Payroll $139,692

Tuesday, June 17, 2025 Pg 69 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: RECREATION    Dep't Code: 14-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for 

14Current Payroll $481,869 # Positions

# Not Adj 1Flat 3% Adjustment $14,011 # Positions Adjusted (any type) 13

Adjustment To Minimum $3,099 # Adjusted To Minimum 3

Adjustment Towards Mkt Point $0 # Adjusted Towards Mid Pt 0

Adjustment For Compression $12,895 # Adjusted For Compression 11

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $30,006

% Change 6.23%Proposed Payroll $511,875

Tuesday, June 17, 2025 Pg 71 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: ROADS & STREETS    Dep't Code: 41-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for ROADS & STREETS

9Current Payroll $431,066 # Positions

# Not Adj 0Flat 3% Adjustment $12,932 # Positions Adjusted (any type) 9

Adjustment To Minimum $3,532 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $5,495 # Adjusted For Compression 2

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $21,959

% Change 5.09%Proposed Payroll $453,025

Tuesday, June 17, 2025 Pg 74 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: SEWAGE COLLECTION    Dep't Code: 46-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for SEWAGE COLLECTION

7Current Payroll $320,378 # Positions

# Not Adj 0Flat 3% Adjustment $9,611 # Positions Adjusted (any type) 7

Adjustment To Minimum $10,302 # Adjusted To Minimum 4

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $2,672 # Adjusted For Compression 5

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $22,586

% Change 7.05%Proposed Payroll $342,963

Tuesday, June 17, 2025 Pg 76 of 102Report# 1
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: SEWAGE LIFT STATIONS    Dep't Code: 46-4

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for SEWAGE LIFT STATIONS

8Current Payroll $466,267 # Positions

# Not Adj 0Flat 3% Adjustment $13,988 # Positions Adjusted (any type) 8

Adjustment To Minimum $1,321 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $3,392 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $18,701

% Change 4.01%Proposed Payroll $484,968

Tuesday, June 17, 2025 Pg 78 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: SEWAGE TREATMENT    Dep't Code: 46-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for SEWAGE TREATMENT

17Current Payroll $1,173,591 # Positions

# Not Adj 0Flat 3% Adjustment $35,208 # Positions Adjusted (any type) 17

Adjustment To Minimum $5,795 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $2,687 # Adjusted For Compression 4

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $43,689

% Change 3.72%Proposed Payroll $1,217,280

Tuesday, June 17, 2025 Pg 82 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: SOLID WASTE/SANITARY LAND    Dep't Code: 41-5

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for SOLID WASTE/SANITARY LAND

4Current Payroll $222,405 # Positions

# Not Adj 0Flat 3% Adjustment $6,672 # Positions Adjusted (any type) 4

Adjustment To Minimum $1,579 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $2,510 # Adjusted For Compression 2

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $10,761

% Change 4.84%Proposed Payroll $233,166

Tuesday, June 17, 2025 Pg 84 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: STORM WATER/STORM WATER PRO/PHYSICAL ENVIRONMENT FL    Dep't Code: 48-2

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for STORM WATER/STORM WATER PRO/PHYSICAL ENVIRONMENT FL

7Current Payroll $388,063 # Positions

# Not Adj 0Flat 3% Adjustment $11,642 # Positions Adjusted (any type) 7

Adjustment To Minimum $0 # Adjusted To Minimum 0

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $3,267 # Adjusted For Compression 4

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $14,909

% Change 3.84%Proposed Payroll $402,972

Tuesday, June 17, 2025 Pg 86 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: UTILITIES ADMINISTRATION    Dep't Code: 40-1

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for UTILITIES ADMINISTRATION

5Current Payroll $405,650 # Positions

# Not Adj 0Flat 3% Adjustment $12,170 # Positions Adjusted (any type) 5

Adjustment To Minimum $4,888 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $1,493 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $18,551

% Change 4.57%Proposed Payroll $424,201

Tuesday, June 17, 2025 Pg 88 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: UTILITIES CUSTOMER SERV    Dep't Code: 3-32

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for UTILITIES CUSTOMER SERV

4Current Payroll $204,915 # Positions

# Not Adj 0Flat 3% Adjustment $6,147 # Positions Adjusted (any type) 4

Adjustment To Minimum $5,437 # Adjusted To Minimum 1

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $1,552 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $13,137

% Change 6.41%Proposed Payroll $218,052

Tuesday, June 17, 2025 Pg 90 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: VEHICLE MAINTENANCE    Dep't Code: 41-7

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for VEHICLE MAINTENANCE

6Current Payroll $369,587 # Positions

# Not Adj 0Flat 3% Adjustment $11,088 # Positions Adjusted (any type) 6

Adjustment To Minimum $6,538 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $540 # Adjusted For Compression 2

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $18,166

% Change 4.92%Proposed Payroll $387,753

Tuesday, June 17, 2025 Pg 92 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: WATER DISTRIBUTION    Dep't Code: 43-3

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for 

12Current Payroll $580,915 # Positions

# Not Adj 0Flat 3% Adjustment $17,427 # Positions Adjusted (any type) 12

Adjustment To Minimum $25,227 # Adjusted To Minimum 10

Adjustment Towards Mkt Point $0 # Adjusted Towards Mid Pt 0

Adjustment For Compression $5,073 # Adjusted For Compression 12

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $47,728

% Change 8.22%Proposed Payroll $628,643

Tuesday, June 17, 2025 Pg 94 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Proposed Pay Plan UNIFIED

Dep't Name: WATER/WATER TREATMENT/PHYSICAL ENVIRONMENT W-S    Dep't Code: 43-5

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for 

13Current Payroll $787,097 # Positions

# Not Adj 0Flat 3% Adjustment $23,613 # Positions Adjusted (any type) 13

Adjustment To Minimum $41,799 # Adjusted To Minimum 8

Adjustment Towards Mkt Point $0 # Adjusted Towards Mid Pt 0

Adjustment For Compression $11,629 # Adjusted For Compression 10

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $77,041

% Change 9.79%Proposed Payroll $864,138

Tuesday, June 17, 2025 Pg 97 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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Proposed Pay Plan UNIFIED

Dep't Name: YARD WASTE    Dep't Code: 41-9

Original

Proposed

Class

Title Code #

Step Salary

Experience Adjustments

Position #Grade

Min Max

FTE

Duty

Hire Date

Exper.Date

Promotion

Days All'd

Flat %

Min Comp

Step

Asgn Employee NameOrgExp

% Chg

Mid

Mid

Compa

Ratio

Unit Name:     Unit Code: 

Summary for YARD WASTE

5Current Payroll $244,225 # Positions

# Not Adj 0Flat 3% Adjustment $7,327 # Positions Adjusted (any type) 5

Adjustment To Minimum $3,951 # Adjusted To Minimum 2

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $5,662 # Adjusted For Compression 3

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $16,940

% Change 6.94%Proposed Payroll $261,165

Tuesday, June 17, 2025 Pg 101 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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City of Tarpon Springs FL Implementation Report

Summary for City of Tarpon Springs FL

Current Payroll $17,050,188 # Positions 301

# Not Adj 2Flat 3% Adjustment $509,837 # Positions Adjusted (any type) 299

Adjustment To Minimum $347,204 # Adjusted To Minimum 110

Adjustment Toward Mid $0 # Adjusted Toward Mid# Adjusted Toward Mid Pt 0

Adjustment For Compression $151,226 # Adjusted For Compression 167

Adjustment To Step $0 # Adjusted To Step 0

OrgExp Adjustment $0 # OrgExp Adjustments 0

Stipends / Supplements $0 # Assignment 0

Total Applied Adjustments $1,008,267

% Change in Total Payroll 5.91%Proposed Payroll $18,058,454

FICA Rate: 0

Proposed Payroll plus FICA $18,058,454

Tuesday, June 17, 2025 Pg 102 of 102Report# 1

REDACTED TO ONLY SHOW DEPARTMENT SUMMARIES
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12.0 Organizational Analysis Review 

The City has sought consulting assistance to conduct an Organizational 

Analysis Review. This work effort is part of the scope of work in the RFP. 

The City requested a review of the City’s organizational structure as 

compared to best practices of local governments for efficiency and effec-

tiveness, to make recommendations to modify the organizational struc-

ture for improvements in efficiency and/or effectiveness based on re-

view and findings. 

MAG conducted formal interviews with the City management team and 

all department heads, using a prescribed format to discuss organization-

al structure, service delivery, staffing levels, and any unmet needs. 

The most significant major finding in terms of organizational structure 

was that the span of control for the City Manager was too broad, with 13 

department heads and top staff reporting directly to the City Manager. 

MAG’s recommendation in the report reduces the number of direct 
reports to the City Manager to 10, consolidating a few of the 
departments, and retitling others. This span of control is within the 

range found in other municipalities studied. Also of significance is a 

recommendation for a Deputy City Manager over selected functions, and 
two (2) Assistant City Manager positions over community development 
and infrastructure functions.

Current Organization Structure 

The current organizational structure provided by the City indicates 13 

direct reports to the City Manager position. They include: 

• Economic Development Director;

• Project Administration (Project Administrator title);

Management Advisory Group International, Inc. 
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• Fire, which includes Emergency Management;

• Police, which includes Code Enforcement;

• Public Services, which includes Public Utilities, Recreation, Golf

Course, and Cemetery;

• Public Works, which includes Maintenance (City Buildings and

Grounds, Storm Water, and Roads and Streets), Fleet Maintenance,

and Marina;

• Finance;

• IT;

• Procurement;

• Human Resources;

• Cultural Services;

• Building Development; and,

• Planning and Zoning.

The last seven (7) departments and functions in the above list show in 

the current organization chart provided as if they report to 

“Administrative Services”. However, there is no position of Administra-

tive Services Director or equivalent. So, all of those positions actually re-

port directly to the City Manager (as confirmed by the department 

heads and job questionnaires completed). 

The organizational chart on the following page reflects the current or-

ganization structure. It covers two (2) pages. MAG  is recommending an
organization structures for consideration in the pages to follow the 

current organizational chart.  

Management Advisory Group International, Inc. 
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FY 2022

City of Tarpon Springs, Florida
Organizational Chart

by Department
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Recommended Organizational Structuring

Following additional staff input, MAG is providing, on the following page, 

a recommended structure for the City’s consideration. It reduces the

number of reporting relationships from the current 13 to 10. This is

partly achieved through consolidating selected functions under two (2) 

Assistant City Manager (ACM) positions and a Deputy City Manager 

(DCM).

Similar to the current structure are: 

• the direct reporting to the City Manager for Police, Finance,

Procurement, IT, HR, Economic Development, and PIO (new).

Differences from the current structure include: 

• creation of a Deputy City Manager over Fire, Library, and Cultural and
Civic Services;

• movement of the Golf Course as part of Recreation;

• creation of a PIO/Marketing position;

• movement of Project Administration under an Assistant City Manager

for Infrastructure Services; and,

• creation of an Assistant City Manager/Community Development over

Building, Planning and Zoning and Code Enforcement.

This structure reduces the number of direct reports, consolidates similar 

functions, creates a few new positions (ACM, DCM, PIO), and is similar to 

the organizational approaches found in many agencies. 

Management Advisory Group International, Inc. 
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Recommended Organizational Structure 
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Departmental Comments and Recommendations 

Office of the City Manager: 

The City Manager has been with the City a short time and is determining 

the strengths of management staff quickly.  

Because of the City Manager’s background, there is a preference for di-

rect supervision of the Economic Development Manager. 

The current org chart for this office is as follows: 

A Public Information Officer/Marketing Specialist position is 

suggested for the City, as a direct report to the City Manager.

No other positions are suggested for the Office of the City Manager. 

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Police Department 

The department has made efforts in the challenge to recruit minority 

and female candidates, and should work extensively with HR and the 

City Manager to accomplish that objective. 

The current shift scheduling for Police Officers is 42 hours, according to 

contract. There are several options that can be evaluated (beyond this 

scope) through an outside study. The number of Police Officers appears 

to be sufficient at this time. For scheduling alternatives, an outside, inde-

pendent review of shift scheduling should be considered. 

Dispatch is a PSAP (Public Safety Answering Point), with six (6) Dispatch-

ers. This allows for essentially one (1) and sometimes two (2) on duty at 

any one time. The Department has sought additional Dispatch positions 

to enable staffing at least two (2) at any one time. This would require an 

additional 3-4 positions. An additional 1-2 Dispatchers would allow for 

two (2) on staff during peak periods of calls for service (CFS). While calls 

for service have remained relatively stable over the last few years, the 

work demands and requirements for Dispatchers have increased. 

The Information Technology position is technically under the IT Depart-

ment, although it is funded by Police and is shown in the organizational 

chart. This appears to have worked out so far. 

Code Enforcement is currently within the Police Department. While this 

is a practice among some municipalities, typically, the code enforcement 

function is located in a building, planning and zoning environment. MAG 

recommends that Code Enforcement be moved from the Police Depart-

ment to a reporting relationship to an Assistant City Manager (ACM) 

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Police Department 

In addition, future consideration should be provided to establishing a 

marine unit within the Police Department. That would require a boat 

(not just a Zodiac or Jon Boats), and one (1) to two (2) Police Officer po-

sitions. Perhaps alternative scheduling options discussed above would 

enable the City to staff a marine unit during daytime or peak hours. 

Below is the current organizational chart for the Police Department. The 

Police Chief should report directly to the City Manager. 

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Fire Department 

Similar to many other municipalities, the Fire Department has had chal-

lenges hiring certified Firefighters and Paramedics. MAG’s compensation 

recommendations should be helpful on this issue. The City is fortunate 

that there has been limited turnover in the Fire Department, even as the 

number of annual calls has increased in recent years. 

The staffing levels in the department appear to be sufficient, with the 

number of stations and shifts to be covered. Future considerations 

should include an EMS/Operations Chief (as a third Deputy) to help man-

age the increasing volume of EMS focused responsibilities. 

No other staffing recommendations are made at this time. Within five 

(5) years, an outside review should be considered to determine whether

a fourth fire station is needed. That would imply 12-15 new positions, if

it is determined to be necessary.

The current organization is noted below. The Fire Chief should report di-

rectly to the Deputy City Manager.

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Public Services Department 

This department includes several functions, including public utilities, 

cemetery, golf course, and recreation.  

The City has the same challenge as many other municipalities in the re-

cruitment of qualified Plant Operator positions. MAG’s compensation 

recommendations should be helpful in that regard. 

Staffing levels have remained stable over the last several years and ap-

pear to be sufficient to accomplish stated goals. In the future, 

consideration should be given to adding an Environmental Manager and 

an Engineer position. 

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Public Works Department 

Current functions in Public Works (as part of Public Services) include 

Fleet Maintenance, Maintenance (of buildings, grounds, roads), Marina, 

Parks, and Sanitation. MAG suggests that Public Works remain under  an 

ACM. Staffing-wise, consideration should be given to establishing 

another Mechanic position. Current organization charts include: 

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Public Works Department 

Current organization charts include: 

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Cultural Services 

This department provides a variety of services, and reports directly to 

the City Manager. The recommended chart establishes the department

under a DCM. This is a very active department. Staffing, although a 

challenge to manage hours, is adequate for the current number of 

events. If the number of events is increased, consideration should be 

given to adding a Production Technician. The current organization 

appears as follows: 

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Building Department 

This department is currently a standalone department reporting 

directly to the City Manager. MAG’s organizational option suggests that

this department report to an Assistant City Manager, who would 

supervise related functions to improve coordination of related 

activities. 

Demands on the department have increased in the last several years, 

although the staffing level has remained stable. If handling of business 

tax receipts was made the responsibility of the City Auditor, and han-

dling of public information requests for permits was made the responsi-

bility of the City Clerk’s Office, the staffing level in the Building Depart-

ment could remain the same. If these responsibilities remain in 

Building, consideration should be given to establishing an additional 

Technician.  

The current organization follows: 
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Departmental Comments and Recommendations 

Planning and Zoning Department 

This department is currently a standalone department reporting 

directly to the City Manager. MAG’s organizational option suggests that

this department report to an Assistant City Manager, who would 

supervise re-lated functions to improve coordination of related 

activities. 

Demands on the department have remained fairly stable in the last sev-

eral years, and the staffing level has remained the same. The work is 

not entry level due to its complexity and public interactions and Board 

support. Staff is supported by professional consulting assistance. No 

additional positions are recommended. 

Managing the Strategic Plan should be moved from the Planning Direc-

tor to the Assistant City Manager position. 

Records management in this department should be addressed 

internally to ensure good retention and management. 

Below is the current organization (although the Senior Planner was re-

classified to a Planning Supervisor): 
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Departmental Comments and Recommendations 

Finance Department 

This department reports directly to the City Manager. MAG’s 

recommendation is to maintain that relationship.

Recruiting for the Assistant Finance Director has required hiring well 

into the range. The Accounting Manager position is vacant and may also 

require hiring into the pay range. Within five (5) years, the City may 

want to consider establishing a Payroll Manager position. 

The current organization follows: 
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Departmental Comments and Recommendations 

Procurement Department 

This department is a standalone department that reports directly to the 

City Manager. 

The staffing level is normal for a municipality the size of Tarpon Springs, 

although future staffing may require a Stores Clerk position. 

Management Advisory Group International, Inc. 
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Departmental Comments and Recommendations 

Information Technology Department 

This department is a standalone department that reports directly to 

the City Manager.  

The staffing level is slightly low for a municipality the size of Tarpon 

Springs and the increasing demands of data management and cyberse-

curity issues. An IT System Administrator was added in FY 2025. 

Hiring qualified candidates is a challenge for Information Technology. 

That trend of competing with the private sector will continue, however, 

MAG’s compensation recommendation should be helpful.  

Over the next five (5) years, additional staffing to support cybersecurity 

issues, data management, and cloud-based services will be necessary. 
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Departmental Comments and Recommendations 

Human Resources Department 

This department reports directly to the City Manager. MAG's 
recommendation is to maintain that relationship. Typically,

municipalities prefer to have HR as a direct report to the City Manager 

due to its organization wide function, sensitivity, and personnel manage-

ment. 

There are currently four (4) positions in Human Resources. This level of 

staffing is normal for a city with an employment level similar to Tarpon 

Springs. 

Human Resources should be tasked with overseeing the implementation 

of the classification and compensation study. 

No other staffing recommendations are provided. 

Management Advisory Group International, Inc. 
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Proposed Class Title Exempt Occ CategoryCode
Proposed 

Grade

Proposed 

Pay Plan

City of Tarpon Springs FL

Proposed Class FLSA Recommendations List

ACCOUNTING COORDINATOR 10 215 UNIFIED

ACCOUNTING MANAGER 1310 219 UNIFIED

ACCOUNTING SPECIALIST 20 213 UNIFIED

ACCOUNTING TECHNICIAN I 30 211 UNIFIED

ACCOUNTING TECHNICIAN II 40 212 UNIFIED

ASSISTANT CHIEF OF POLICE 1320 227 UNIFIED

ASSISTANT CITY MANAGER 99008 232 UNIFIED

ASSISTANT DIR. RECREATION SERVICES 1790 223 UNIFIED

ASSISTANT GOLF PROFESSIONAL 50 209 UNIFIED

BILL TECH II/DIVISION COORDINATOR 70 213 UNIFIED

BUDGET/FINANCIAL ANALYST 1340 216 UNIFIED

BUILD DEV MUNICIPAL ARBORIST 80 213 UNIFIED

BUILDING DEV PERMIT TECH I 90 208 UNIFIED

BUILDING DEVELOPMENT DIRECTOR 1350 228 UNIFIED

CEMETARY SERVICE WORKER II 9032 208 UNIFIED

CEMETERY SERVICE WORKER I 120 206 UNIFIED

CEMETERY SUPERVISOR 1360 217 UNIFIED

CHIEF OF POLICE 1370 230 UNIFIED

CHIEF WASTEWATER PLANT OPERATOR 1380 219 UNIFIED

CHIEF WATER PLANT OPERATOR 130 219 UNIFIED

CITY BUILDING & GROUNDS TECHNICIAN III 1010 206 UNIFIED

CITY CLERK/COLLECTOR 1390 227 UNIFIED

CITY MANAGER 1400 236 UNIFIED

CODE ENFORCEMENT CLERK 140 209 UNIFIED

CODE ENFORCEMENT OFFICER 150 211 UNIFIED

CODE ENFORCEMENT SUPERVISOR 99011 215 UNIFIED

COLLECTION CLERK I 160 207 UNIFIED

COLLECTION CLERK II 170 208 UNIFIED

COLLECTION SPECIALIST 180 208 UNIFIED

COMMUNICATIONS DISPATCHER 1920 212 UNIFIED

CONSTRUCTION FIELD INSPECTOR 190 212 UNIFIED

CRA MANAGER 99013 219 UNIFIED

CREWLEADER 200 211 UNIFIED

CRIME ANALYST 210 212 UNIFIED

CRIME SCENE TECH, PROPERTY CLK 220 209 UNIFIED

CULTURAL & CIVIC SVCS ASSIST DIR. 1840 218 UNIFIED

CULTURAL & CIVIC SVS DIRECTOR 1450 228 UNIFIED

CULTURAL SERVICES ADMINISTRATOR 270 212 UNIFIED

CUSTODIAN 230 204 UNIFIED

CYBER  SECURITY ENGINEER 260 222 UNIFIED

DEPUTY BUILDING OFFICIAL 1460 222 UNIFIED

DEPUTY CITY CLERK 1480 223 UNIFIED

DEPUTY CITY MANAGER 99009 234 UNIFIED

DEVELOPMENT INSPECTOR I 280 213 UNIFIED

DEVELOPMENT INSPECTOR IV 290 217 UNIFIED

DEVELOPMENT SERVICES TECHNICIAN 9028 205 UNIFIED

DIGITAL EVIDENCE TECHNICIAN 300 209 UNIFIED

DIRECTOR OF PLANNING & ZONING 1490 228 UNIFIED

ECONOMIC DEVELOPMENT DIRECTOR 99001 228 UNIFIED

Sunday, June 15, 2025 Page 1 of 5

* FLSA Disclaimer: MAG consultants are not attorneys and do not offer legal opinions. The

exemption status of any job classification should be reviewed by competent legal counsel.
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Proposed Class Title Exempt Occ CategoryCode
Proposed 

Grade

Proposed 

Pay Plan

City of Tarpon Springs FL

Proposed Class FLSA Recommendations List

ECONOMIC DEVELOPMENT MANAGER 1510 223 UNIFIED

EMC/FLOODPLAIN ADMINISTRATOR 1520 220 UNIFIED

ENVIRONMENTAL COMPLIANCE OFFICER 310 218 UNIFIED

ENVIRONMENTAL INSPECTOR 320 213 UNIFIED

ENVIRONMENTAL SCIENTIST 330 216 UNIFIED

EXEC ASSISTANT - PUB SVS/PROJECT 830 214 UNIFIED

EXECUTIVE ASSISTANT 340 214 UNIFIED

EXECUTIVE ASSISTANT - BLDG DEV 350 214 UNIFIED

EXECUTIVE ASSISTANT - PUBLIC WORKS 840 214 UNIFIED

EXECUTIVE ASSISTANT P & Z 360 214 UNIFIED

EXECUTIVE OFFICE MANAGER 370 215 UNIFIED

FACILITIES MAINT SUPERVISOR 380 213 UNIFIED

FACILITIES MANAGEMENT SUPERINT 1530 219 UNIFIED

FINANCE ASSISTANT DIRECTOR 1330 227 UNIFIED

FINANCE DIRECTOR 1540 230 UNIFIED

FIRE CAPTAIN/FIRE MARSHALL 390 223 UNIFIED

FIRE CHIEF 1550 230 UNIFIED

FIRE DEPUTY CHIEF 1470 226 UNIFIED

FIRE DISTRICT CHIEF 1500 223 UNIFIED

FIRE SUPPORT COORDINATOR 400 212 UNIFIED

FLEET MANAGER 1560 219 UNIFIED

FLEET OPERATIONS COORDINATOR 410 212 UNIFIED

FLEET TECHNICIAN 420 212 UNIFIED

GIS ADMINISTRATOR 470 219 UNIFIED

GIS MAPPING TECH 480 215 UNIFIED

GOLF COURSE ASSISTANT MANAGER 1570 215 UNIFIED

GOLF COURSE ATTENDANT 430 200 UNIFIED

GOLF COURSE FOOD & BEV ATTENDANT 450 200 UNIFIED

GOLF COURSE MANAGER 1580 219 UNIFIED

GOLF COURSE OPERATOR 460 202 UNIFIED

GOLF SHOP SUPERVISOR 500 212 UNIFIED

GRANT PROJECT SPECIALIST 1590 218 UNIFIED

GRAPHICS DESIGN & MARKETING COORD. 740 208 UNIFIED

GRO GROUP/ HORTICULTURE INSTRUCTOR 510 203 UNIFIED

HEAVY EQUIPMENT CREWLEADER 99016 211 UNIFIED

HEAVY EQUIPMENT OPERATOR 530 209 UNIFIED

HR/RISK MANAGEMENT COORDINATOR 1600 218 UNIFIED

HUMAN RESOURCES ASSISTANT DIRECTOR 99006 223 UNIFIED

HUMAN RESOURCES DIRECTOR 1610 228 UNIFIED

HUMAN RESOURCES SPECIALIST 1620 215 UNIFIED

INFO TECHNOLOGY DIRECTOR 1630 230 UNIFIED

INFO TECHNOLOGY SPECIALIST 550 218 UNIFIED

INFO. TECHNOLOGY SPEC./LASO 9029 219 UNIFIED

INSTRUMENTATION TECH / W W DIV 560 213 UNIFIED

INSTRUMENTATION TECH/WATER DIV 570 213 UNIFIED

INTERNAL AUDITOR 1640 227 UNIFIED

IT ASSISTANT DIRECTOR 1650 223 UNIFIED

IT SYSTEM ADMINISTRATOR 1660 220 UNIFIED

LAW ENFORCE SUPPORT SPECIALIST 580 210 UNIFIED

Sunday, June 15, 2025 Page 2 of 5

* FLSA Disclaimer: MAG consultants are not attorneys and do not offer legal opinions. The

exemption status of any job classification should be reviewed by competent legal counsel.
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Proposed Class Title Exempt Occ CategoryCode
Proposed 

Grade

Proposed 

Pay Plan

City of Tarpon Springs FL

Proposed Class FLSA Recommendations List

LEAD CEMETERY OPERATOR 110 213 UNIFIED

LEAD MAINTENANCE MECHANIC/UTIL 590 215 UNIFIED

LEAD METER REPAIR TECHNICIAN 1270 214 UNIFIED

LEAD WASTEWATER COLLECTIONS TECHNI 9033 215 UNIFIED

LEAD WASTEWATER PLANT OPERATOR  'B' 610 212 UNIFIED

LEAD WASTEWATER PLANT OPERATOR "A" 600 216 UNIFIED

LEAD WATER DISTRIB TECHNICIAN 1150 215 UNIFIED

LEAD WATER PLANT OPERATOR 'A' 1210 216 UNIFIED

LIBRARIAN I 640 211 UNIFIED

LIBRARIAN II 650 212 UNIFIED

LIBRARY ASSISTANT II 670 205 UNIFIED

LIBRARY DIRECTOR 1670 228 UNIFIED

LIBRARY OPERATIONS COORDINATOR 690 213 UNIFIED

MAINT MECHANIC I / UTILITIES 700 210 UNIFIED

MAINT MECHANIC II/ UTILITIES 710 211 UNIFIED

MAINT MECHANIC III / UTILITIES 720 212 UNIFIED

MAINTENANCE RECORDS TECHNICIAN 730 209 UNIFIED

MARINA TECHNICIAN I 9021 205 UNIFIED

MARINA TECHNICIAN II 9022 206 UNIFIED

METER TECHNICIAN 750 208 UNIFIED

PARKS & PARKWAYS TECHNICIAN I 990 204 UNIFIED

PARKS & PARKWAYS TECHNICIAN II 99020 205 UNIFIED

PARKS MAINT COORDINATOR 770 209 UNIFIED

PARKS MAINTENANCE SUPERVISOR 1690 217 UNIFIED

PATRON SERVICES COORDINATOR 780 206 UNIFIED

PAYROLL COORDINATOR 790 215 UNIFIED

PIO/MARKETING SPECIALIST 99003 218 UNIFIED

PLANNING & ZONING ASSISTANT DIRECTO 99005 223 UNIFIED

PLANNING SUPERVISOR 1700 220 UNIFIED

PLANS EXAMINER 1710 217 UNIFIED

POLICE DISPATCH SUPERVISOR 800 215 UNIFIED

POLICE MAJOR 1720 226 UNIFIED

POLICE RECORDS CENTER TECHNICIAN 810 208 UNIFIED

PRINCIPAL PLANNER 1730 219 UNIFIED

PROCUREMENT ASSISTANT DIRECTOR 99012 223 UNIFIED

PROCUREMENT SERVICES DIRECTOR 1740 228 UNIFIED

PRODUCTION ASSISTANT 9027 207 UNIFIED

PROJECT ADMIN ASSISTANT DIRECTOR 1760 223 UNIFIED

PROJECT ADMIN DIRECTOR 1750 228 UNIFIED

PROJECT INSPECTOR 820 212 UNIFIED

PUBLIC SERVICES ASSISTANT DIRECTOR 1770 223 UNIFIED

PUBLIC SERVICES DIRECTOR 1780 228 UNIFIED

PUBLIC WORKS ASSISTANT DIRECTOR 99007 223 UNIFIED

PUBLIC WORKS DIRECTOR 850 228 UNIFIED

REC PROGRAM & ATHLETIC COORDINATOR 860 212 UNIFIED

REC SPECIAL EVENTS & VOL COORDINATO 870 213 UNIFIED

RECORDS/SOFTWARE SPECIALIST 880 212 UNIFIED

RECREATION DIRECTOR 99002 228 UNIFIED

RECREATION LEADER 900 205 UNIFIED

Sunday, June 15, 2025 Page 3 of 5

* FLSA Disclaimer: MAG consultants are not attorneys and do not offer legal opinions. The

exemption status of any job classification should be reviewed by competent legal counsel.
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Proposed Class Title Exempt Occ CategoryCode
Proposed 

Grade

Proposed 

Pay Plan

City of Tarpon Springs FL

Proposed Class FLSA Recommendations List

RECREATION LEADER/GRO GROUP 890 205 UNIFIED

RECREATION SUPERVISOR 1800 215 UNIFIED

RECREATION WORKER 930 204 UNIFIED

SCHOOL CROSSING GUARD 950 204 UNIFIED

SENIOR PROCUREMENT ANALYST 1810 214 UNIFIED

SENIOR STORMWATER TECHNICIAN 99014 212 UNIFIED

SENIOR STREETS TECHNICIAN 99015 212 UNIFIED

SENIOR TECHNICIAN 960 210 UNIFIED

SOLID WASTE CREWLEADER 9024 211 UNIFIED

SOLID WASTE SUPERVISOR 1820 217 UNIFIED

SOLID WASTE TECHNICIAN I 9025 205 UNIFIED

SOLID WASTE TECHNICIAN II 9023 206 UNIFIED

SPECIALS EVENTS COORDINATOR 99004 215 UNIFIED

STORES CLERK 970 204 UNIFIED

STORMWATER TECHNICIAN I 99017 205 UNIFIED

STORMWATER TECHNICIAN II 1000 206 UNIFIED

STREETS AND STORMWATER SUPERVISOR 1830 219 UNIFIED

STREETS TECHNICIAN I 99018 205 UNIFIED

STREETS TECHNICIAN II 99019 206 UNIFIED

SUSTAINABILITY PROGRAM MANAGER 980 217 UNIFIED

THEATER PRODUCTION TECHNICIAN 60 214 UNIFIED

THEATER PRODUCTION TECHNICIAN SENIO 9026 215 UNIFIED

TICKET SERVICES REP 1030 204 UNIFIED

TRAFFIC & SIGNAGE TECHNICIAN 1040 208 UNIFIED

UTILITIES CUSTOMER SVC MANAGER 1860 217 UNIFIED

UTILITIES MAINT SUPERVISOR 1870 219 UNIFIED

UTILITIES OPERATION SPECIALIST 1060 215 UNIFIED

UTILITIES SUPERINTENDENT 1880 223 UNIFIED

UTILITY BILLING TECHNICIAN I 1070 206 UNIFIED

UTILITY BILLING TECHNICIAN II 1080 208 UNIFIED

WASTEWATER COLLECTION TECH I 1100 209 UNIFIED

WASTEWATER COLLECTION TECH II 1110 211 UNIFIED

WASTEWATER COLLECTION TECH III 1120 213 UNIFIED

WASTEWATER DIVISION COORDINATOR 1130 209 UNIFIED

WASTEWATER DIVISION MANAGER 1890 221 UNIFIED

WASTEWATER PLANT OPERATOR "C" 1090 210 UNIFIED

WASTEWATER SERVICE WORKER 1140 207 UNIFIED

WATER CONVEYANCE SUPERVISOR 1900 219 UNIFIED

WATER DISTRIBUTION TECH I 1160 210 UNIFIED

WATER DISTRIBUTION TECH II 1170 211 UNIFIED

WATER DISTRIBUTION TECH III 1180 213 UNIFIED

WATER DIVISION COORDINATOR 1190 210 UNIFIED

WATER DIVISION MANAGER 1910 221 UNIFIED

WATER PLANT OPERATOR "A" 9031 215 UNIFIED

WATER PLANT OPERATOR 'B' 1220 214 UNIFIED

WATER PLANT OPERATOR 'C' 1230 210 UNIFIED

WATER SERVICE WORKER 1240 207 UNIFIED

WATER/WASTEWATER OPERATOR TRAINEE 760 210 UNIFIED

WW COLLECTION LEAD TECHNICIAN 1280 213 UNIFIED

Sunday, June 15, 2025 Page 4 of 5

* FLSA Disclaimer: MAG consultants are not attorneys and do not offer legal opinions. The

exemption status of any job classification should be reviewed by competent legal counsel.
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Proposed Class Title Exempt Occ CategoryCode
Proposed 

Grade

Proposed 

Pay Plan

City of Tarpon Springs FL

Proposed Class FLSA Recommendations List

YARD WASTE FACILITY OPERATOR 1290 209 UNIFIED

Sunday, June 15, 2025 Page 5 of 5

* FLSA Disclaimer: MAG consultants are not attorneys and do not offer legal opinions. The

exemption status of any job classification should be reviewed by competent legal counsel.
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RECOMMENDED REPORTING STRUCTURE (OVERVIEW)
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Project 
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Public Works

City Manager Direct Report 
Depts
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PIO/Marketing
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DETAILED REPORTING STRUCTURE
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BUDGET WORKSHOP

FY 2026 PROPOSED BUDGET

JULY 15, 2025

CITY OF TARPON SPRINGS, FLORIDA
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FY 2026 PROPOSED BUDGET

The Budget Process to date:

➢ All Funds have been balanced, General Fund 
balanced with no use of unassigned fund balance 
(unrestricted reserves), tenth straight year.

➢ City Manager met with Department Heads

➢ Budget Advisory Committee reviewed the Budget 
with Department Heads

➢ Budget Public Hearing was on June 17, which 
included the survey results and citizen requests 
for the budget.
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FY 2026 PROPOSED BUDGET

Items in Process that effect the Budget:

➢ Compensation Study

➢ Stormwater Revenue Sufficiency Study

➢ Water & Sewer Revenue Sufficiency Study

➢ Capital Projects
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FY 2026 PROPOSED BUDGET

Total City Budget and Largest Funds:

4

FY 2026 Percent of FY 2025 Budget

Proposed FY 2026 Approved Increase Percent Main Reason for

Budget Budget Budget (Decrease) Changes Increase (Decrease)

Total City 119,280,121$  86,155,894$ 33,124,227$  38.4%

Largest Funds

General Fund 37,487,051$    37.33% 36,047,675$ 1,439,376$    3.99% Pay/Benefit increases; Funding 1% Reserve

Water-Sewer Fund 36,825,280$    36.67% 26,236,577$ 10,588,703$  40.4% Capital Projects based on proposed CIP

Sanitation Fund 8,588,885$      8.55% 8,266,311$    322,574$        3.9% Contract increase 3% maximum

Penny Fund 13,984,291$    13.93% 4,585,522$    9,398,769$    205.0% Capital Projects based on proposed CIP

CRA Fund 3,466,719$      3.45% 1,013,703$    2,453,016$    242.0% Capital Projects Orange St & CRA Master Plan

Stormwater Fund 5,657,097$      5.63% 2,164,450$    3,492,647$    161.4% Stormwater Plan Projects & Annual Pipelining

Golf Course Fund 6,788,076$      6.76% 2,240,083$    4,547,993$    203.0% New Clubhouse 

Total 112,797,399$  112.33% 80,554,321$ 32,243,078$  

Total Proposed Budget

Percent Increases by Fund

Total City Budget
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FY 2026 PROPOSED BUDGET

5

COMPARISON BY CATEGORY

Expenditure Budgeted Budgeted Dollar Percentage

Classification FY 2025 FY 2026 Change Change

Personnel Services 36,984,288              38,900,887              1,916,599                 5.2%

Operating Expenses 28,071,476              29,035,791              964,315                     3.4%

Capital Outlay 13,827,081              36,145,941              22,318,860               161.4%

Debt Service 2,418,822                 5,237,691                 2,818,869                 116.5%

Grants and Aids 165,500                    253,000                    87,500                       52.9%

Transfers 3,057,593                 3,331,918                 274,325                     9.0%

Reserves/Other 1,631,134                 6,374,893                 4,743,759                 290.8%

Total Expenditures 86,155,894$            119,280,121$          33,124,227$             38.4%

PERCENTAGE OF EXPENDITURES BY CATEGORY

Expenditure

Classification Percentage

Personnel Services 32.7%

Operating Expenses 24.3%

Capital Outlay 30.3%

Debt Service 4.4%

Grants and Aids 0.2%

Transfers 2.8%

Reserves/Other 5.3%

Total Expenditures 100.0%

Total City Expenditures FY 2026

Personnel 
Services, 32.7%

Operating 
Expenses, 

24.3%

Capital Outlay, 
30.3%

Debt Service, 
4.4%

Grants and 
Aids, 0.2% Transfers, 2.8% Reserves/Othe

r, 5.3%

Budgeted FY 2026
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FY 2026 PROPOSED BUDGET

6

Budgeted Budgeted Percent

Estimated Revenues: FY 2025 FY 2026 Variance Variance Description 

Taxes

   Ad Valorem 15,617,138            16,236,221       619,083          4.0% 4.07%  Property Tax Value increase

   Utility Taxes 4,031,898               4,038,826         6,928              0.2% FY 2025 Electric 2% high

   Communication Service Taxes 974,745                  969,871             (4,874)             -0.5% FY 2025 1% high

   Sales & Use Taxes 4,130,038               4,226,536         96,498            2.3% Majority is Penny tax increase

Permits and Fees 3,664,218               3,725,714         61,496            1.7% Majority is Electric Franchise Fee increase

Intergovernmental 5,014,490               10,230,980       5,216,490      104.0% W/S Electric Grant $2m;Craig Park $2m-Sustainability Grant $400k

Charges for Services 39,014,967            40,998,451       1,983,484      5.1% Majority is increase for Enterprise Funds

Fines and Forfeitures 126,527                  128,803             2,276              1.8% Small increase Court and Code fines 

Interest 1,232,145               1,106,928         (125,217)        -10.2% Rate of return decrease

Miscellaneous 854,520                  3,858,604         3,004,084      351.6% W/S PFAS Settlement Water-Sewer Fund

Non-Revenues

  Transfers 3,057,593               3,331,918         274,325          9.0% Majority is increase in Sidewalk Improvement fund to $300,000

  Loan Proceeds 4,000,000               22,293,165       18,293,165    457.3% Multiple Capital Projects Financing

  Internal Services 3,031,498               3,198,239         166,741          5.5% Vehicle Maint and Risk Mgt personnel and operating increase

    Total Revenues 84,749,777            114,344,256     29,594,479    34.9%

Cash & Restricted Balances

   Brought Forward (Appropriated) 1,406,117               4,935,865         3,529,748      251.0% Increase in Impact and CRA funds

   Total Estimated Revenues 86,155,894$          119,280,121$  33,124,227    38.4%

Revenue Summary
City of Tarpon Springs - Fiscal Year 2026
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  GENERAL FUND
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FY 2026 PROPOSED BUDGET-GENERAL FUND

8

Highlights of General Fund Budget:

➢ Millage maintained at 5.37

➢ Property Taxable Value increase of 4.07%

➢ Funded Police and Fire Union Contracts third and final year

➢ Funded Police and Fire Pensions as required per Actuary

➢ Funded General Employees Compensation Study
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FY 2026 PROPOSED BUDGET-GENERAL FUND

MILLAGE RATES FULL SERVICE CITIES POPULATION GREATER THAN 20,000

9
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FY 2026 PROPOSED BUDGET-GENERAL FUND

10

New Positions in General Fund:

    Funded from 10/1/25:

 PT Code Enforcement Supervisor

 FT Building Department Technician from PT

    Funded for half year from 4/1/26:

 Police Dispatcher

 PT HR Administrative Assistant

 IT Specialist
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FY 2026 PROPOSED BUDGET-GENERAL FUND

11

Other Additions to General Fund Budget:

➢ Funded additional Marketing

➢ Funded Economic Development Sponge Docks

➢ Funding for additional Training of Employees
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FY 2026 PROPOSED BUDGET-GENERAL FUND

EXPENDITURE SUMMARY

12

Expenditure Budgeted Budgeted Dollar Percentage

Classification FY 2025 FY 2026 Change Change

Personnel Services 25,795,989           27,425,385           1,629,396            6.32%

Operating Services 9,281,974             9,135,655             (146,319)              -1.58%

Capital Outlay 353,111                238,011                (115,100)              -32.60%

Debt Service -                              -                              -                             0.00%

Grants and Aids 65,500                   153,000                87,500                  133.59%

Transfers/Other 551,101                535,000                (16,101)                 -2.92%

Total Expenditures 36,047,675$        37,487,051$        1,439,376$          3.99%

PERCENTAGE OF EXPENDITURES BY CATEGORY

Expenditure

Classification Percentage

Personnel Services 73.2%

Operating Services 24.4%

Capital Outlay 0.6%

Debt Service 0.0%

Grants and Aids 0.4%

Transfers/Other 1.4%

Total Expenditures 100.0%

General Fund Expenditures
COMPARISON BY CATEGORY

Personnel 
Services
73.2%

Operating 
Services
24.4%

Capital Outlay
0.6%

Debt Service, 

0.0%

Grants and 

Aids, 0.4%

Transfers/

Other
1.4%

Budgeted FY 2026
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FY 2026 PROPOSED BUDGET-GENERAL FUND

REVENUE SUMMARY

13

Budgeted Budgeted Percent

Source FY 2025 FY 2026 Variance Variance

Taxes

  Ad Valorem 15,088,885          15,685,853          596,968               4.0%

  Utility Taxes 4,031,898            4,038,826            6,928                    0.2%

  Communication Service Taxes 974,745               969,871               (4,874)                   -0.5%

  Local Business Taxes 119,898               108,121               (11,777)                -9.8%

Total Taxes 20,215,426          20,802,671          587,245               2.9%

Permits and Fees 3,079,808            3,160,946            81,138                  2.6%

Intergovernmental 4,165,604            3,891,114            (274,490)              -6.6%

Charges for Services 3,847,146            4,417,430            570,284               14.8%

Fines and Forfeitures 119,227               121,803               2,576                    2.2%

Interest 411,751               383,815               (27,936)                -6.8%

Miscellaneous 814,520               811,354               (3,166)                   -0.4%

Non-Revenue

  Transfers 2,807,593            2,906,918            99,325                  3.5%

  Debt Proceeds -                             -                             

  Reserves:

Unassigned -                             -                             -                             0.0%

Restricted 586,600               991,000               404,400               68.9%

Total Reserves 586,600               991,000               404,400               68.9%

Total Non-Revenue 3,394,193            3,897,918            503,725               14.8%

Total 36,047,675$       37,487,051$       1,439,376            3.99%

General Fund Revenue Summary
SUMMARY BY SOURCE
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FY 2026 PROPOSED BUDGET-GENERAL FUND

BUDGET INCREASE HISTORY

14
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FY 2026 PROPOSED BUDGET-GENERAL FUND

15

Expenditure Budgeted Budgeted Dollar Percentage

Classification FY 2025 FY 2026 Change Change Description

General Fund

City Commission 169,213              155,216              (13,997)          -8.3% Mayor no Health Benefits

City Manager 510,688              687,399              176,711          34.6% Compensation Study Increase, Marketing, Economic Development Sponge Docks

Finance 615,461              583,262              (32,199)          -5.2% Compensation Study Increase offset by Operating decrease

Procurement Services 293,800              308,432              14,632            5.0% Compensation Study Increase

Information Technology 1,187,293          1,042,085          (145,208)        -12.2% Compensation Study Increase, IT Tech Department to Cultural

Internal Audit 89,275                90,616                1,341              1.5% Compensation Study Increase

Human Resources 374,811              407,422              32,611            8.7% Compensation Study Increase, HR Software 50%

City Attorney 255,000              255,000              -                     0.0%

Planning 883,170              1,010,224          127,054          14.4% Compensation Study Increase, Code Enforcement Department from Police

City Clerk 480,730              527,143              46,413            9.7% Compensation Study Increase, Election Cost Increase

Police 11,576,513        12,263,112        686,599          5.9% Union wage increase, Police Pension contribution increase, Compensation Study Increase

Fire 7,577,452          7,933,737          356,285          4.7% Union wage increase, Fire Pension contribution increase, Compensation Study Increase

Building Development 1,453,255          1,388,878          (64,377)          -4.4% Tree Grant and Capital FY 2025, Compensated Study Increase

Public Services 1,736,655          1,632,678          (103,977)        -6.0% Community Center Grant FY 2025, Compensated Study Increase

Public Works 4,160,521          4,170,908          10,387            0.2% Compensation Study Increase

Cultural/Civic Services 2,722,014          1,274,131          (1,447,883)     -53.2% Library to its own Department, Compensated Study Increase

Library -                           1,800,112          1,800,112       100.0% New Library Department

Project Administration 188,799              195,091              6,292              3.3% Compensation Study Increase

Non-Departmental 1,773,025          1,761,605          (11,420)          -0.6%

Total General Fund 36,047,675$      37,487,051$      1,439,376       3.99%

SUMMARY BY FUND AND DEPARTMENT
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FY 2026 BUDGET PROCESS TIMETABLE

➢ July 15, 2025 First Budget Workshop with BOC

➢ July 22, 2025 City Commission establishes maximum 

  millage rate

➢ July 29, 2025      Second Budget Workshop with BOC

➢ August 7, 2025 Third Budget Workshop “BOC” if 

necessary   

➢ Sept. 3, 2025 First Public Hearing on Tentative  

   Millage and Budget

➢ Sept. 17, 2025 Second and Final Public Hearing
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City of Tarpon Springs, Florida
Annual Budget
FY 2025 - 2026

Table of Contents

Fund Department Page
Number Number Number

General Fund
001 General Fund Revenues 7

Expenditures:
001 0102 City Commission 12
001 0202 City Manager 15
001 0203 Economic Development 18
001 0302 Finance 21
001 0303 Procurement Services 25
001 0304 Information Technology Services 28
001 0402 Internal Auditor 32
001 0502 Human Resources 35
001 0505 Youth Employment Program 39
001 0702 City Attorney 41
001 0802 Planning 43
001 0902 City Clerk 47
001 1002 Police 51
001 1011 Code Enforcement 61
001 1033 Cops & Kids Donation 64
001 1102 Fire 66
001 1103 Fire Donations 74
001 1105 Emergency Management 76
001 1202 Building Development 80
001 1203 Facilities Maintenance 85
001 1204 Tree Bank 89
001 1402 Recreation 91
001 1403 Park & Parkways 96
001 1404 Recreation Donations 100

Fund Description

2

Page 179 of 515



City of Tarpon Springs, Florida
Annual Budget
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Table of Contents

001 1405 Community Center Donations 102
001 1406 Cemetery 104
001 1407 North Anclote River Nature Park 108
001 1502 Library 111
001 1503 Library Memorial 116
001 1602 Division of Arts/Historical Resources 118
001 1603 Division of Arts/Historical Resources Donations 123
001 1605 Heritage Center 125
001 1606 Safford House 127
001 1607 Safford House Donations 129
001 1608 Train Depot 131
001 1609 Heritage Museum Donations 133
001 1613 Sponsorships 135
001 1679 Performing Arts 137
001 4102 Roads & Streets 139
001 5001 Project Administration 143
001 8802 General Fund Non-Departmental 145

Special Revenue Funds
050 Hospital Lease - Revenues 150
050 8820 Hospital Lease  151
101 ARPA - Revenues 153
101 8830 ARPA 154
106 Local Option Gas Tax - Revenues 156
106 8602 Local Option Gas Tax 157
120 School Crossing Guard - Revenues 159
120 1004 School Crossing Guard 160
121 Handicap Fund - Revenues 162
121 1005 Handicap Fund 163
130 Police Impact Revenues 165
130 1090 Police Impact 166
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City of Tarpon Springs, Florida
Annual Budget
FY 2025 - 2026

Table of Contents

131 Fire Impact Revenues 168
131 1190 Fire Impact 169
132 Library Impact Revenues 171
132 1590 Library Impact 172
133 Recreation Impact Revenues 174
133 1490 Recreation Impact 175
134 General Government Impact Revenues 177
134 8890 General Government Impact 178
137 Transportation Impact Fee - City District 1 Revenues 180
137 8891 Transportation Impact Fee - City District 1 181
142 Federal Equitable Sharing - Revenue 183
142 1023 Federal Equitable Sharing 184
143 SAFER Grant - Revenue 186
143 1106 SAFER Grant 187
148 Public Art Fund - Revenues 189
148 1692 Public Art Fund 190
149 Land Preservation Fund - Revenues 192
149 1414 Land Preservation Fund 193
150 DER Recycling Grant - Revenues 195
150 1668 DER Recycling Grant 196
154 CRA Trust Fund - Revenue 198
154 1682 CRA Trust Fund 199
161 Police Education - Revenue 203
161 1007 Police Education 204
162 Confiscated Trust - Revenue 206
162 1008 Confiscated Trust 207
163 Employee Benefit Cost Deferral - Revenue 209
163 8855 Employee Benefit Cost Deferral 210

Capital Project Funds
301 Capital Project Fund - Revenue 212
301 8402 Capital Project Fund - Road Program 213

4

Page 181 of 515



City of Tarpon Springs, Florida
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302 Sidewalk Improvement Fund - Revenue 215
302 7002 Sidewalk Improvement Fund 216
307 1 Cent Local Option Sales Tax - Revenue 218
307 8603 1 Cent Local Option Sales Tax 219

Enterprise Funds
Sanitation

401 Sanitation - Revenues 221
401 4105 Solid Waste/Sanitary Land 222
401 4106 Landfill Closing 226
401 4108 Recycling 228
401 4109 Yard Recycling 230
401 4110 Lot Clearing 234

Water & Sewer
402 Water & Sewer - Revenues 237
402 0306 Information Technology Services - GIS 239
402 0332 Utility Billing 242
402 0333 Meter Readers 245
402 0903 Collection Center 248
402 4001 Utility Administration 251
402 4002 Sustainability 254
402 4302 Water Supply/Well Systems 257
402 4303 Water Distribution 259
402 4304 Meter Repair/Maintenance 263
402 4305 Water Treatment Plant 266
402 4340 Water Debt Service 270
402 4602 Sewage Collection 272
402 4603 Sewage Treatment 276
402 4604 Sewage Lift Stations 280
402 5001 Project Administration 284
402 8803 Water-Sewer Non-Departmental 287
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Sewer Impacts
403 Sewer Impact - Revenues 292
403 4683 Sewer Lines 293
403 8804 Sewer Non-Departmental 295

Water Impacts
408 Water Impact - Revenues 296
408 4383 Water Lines 297
408 4391 Water Impact w/Meter -Plant 299
408 8811 Water Non-Departmental 301

Marina
405 Marina - Revenues 302
405 1006 Marina 303

Storm Water
406 Storm Water - Revenues 307
406 4802 Storm Water 308
406 5001 Project Administration 313
406 8809 Storm Non-Departmental 316

Golf Course
407 Golf Course - Revenues 318
407 4902 Tarpon Springs Golf Course 319
407 4903 Golf Course - Food Service 323
407 8806 Golf Non-Departmental 326

Internal Service Funds
Vehicle Maintenance

505 Vehicle Maintenance - Revenues 328
505 4107 Vehicle Maintenance 329

Risk Management
510 Risk Management - Revenues 333
510 0504 Property/Liability Stop Loss 334
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