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Task Force Purpose

N
Appointed by Mayor and City Council

Charged with reviewing the cost of healthcare and
pension expenses for uniform, civilian and retired City
employees

Created as proactive measure to review City’s
programs and costs and provide recommendations on
how to ensure City maintains a strong financial
position for the future



Task Force Members

N
W. Reed Williams, Chair
Celina Burns, Community Business Leader
Ed White, Community Business Leader

Rebecca Waldman, City of San Antonio Civilian
Retiree Representative

Randy McGraw, San Antonio Police Officers
Association (SAPOA) Representative

Jerry Clancy, Police and Fire Uniform Retiree
Representative

Rosemary Calvillo, Community Business Leader with
Healthcare Expertise



Task Force Members
S [ —

Ogden Chamberlain, Service Employees International
Union (SEIU) Representative

Lt. Jerry Cortes, San Antonio Professional Firefighters
Association (SAPFFA) Representative

Buddy Morris, Community Business Leader with
Healthcare Expertise

Sam Dawson, Community Business Leader with Pension
Expertise

Woarren Schott, Community Business Leader with Pension
Expertise

Sheryl Sculley, City Manager



Work Performed By Task Force
N

Met 8 times beginning on October 28; with three focus
areds

1. General Fund Revenue and Expense Projections

Studied several projections to determine when Public Safety
could consume 100% of General Fund Resources

2. Pension Benefits and Cost for Civilian and
Uniform Employees

3. Healthcare Benefits and Cost for active and
retired Civilian and Uniform Employees



Work Performed By Task Force
N

Independent consultants utilized to review
projections, assumptions and provide information

Bartel Associates
Provided actuarial support

Modeled the relationship between public safety expenses to
general fund revenues based on historical trends and Task
Force assumptions

MHBT

Provided healthcare expertise to answer Task Force questions

Conducted comparative analysis of healthcare costs and
benefits



Task Force Meetings
N

Meeting 1: October 28, 2013

Presentation by City staff of City’s Budget

Introduction to City’s Healthcare and
Retirement Plans by City staff

Request by Chair to receive questions from
Task Force members



Task Force Meetings

Hired Consultant
(Bartel Associates)

Aggregated individual member questions into
logical groups

Assigned the questions to be answered by the
consultants or City staff



Task Force Meetings
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Meeting 3: December 9, 2013

Discussion of Task Force Charge by Mayor

City staff presented review of General Fund
Analysis Model

Consultants answered Task Force questions on
healthcare and pension plans

Fire & Police Pension Fund Chairman presented
overview of Fire and Police Pension Fund and
the Fire and Police Retiree Healthcare Fund




Task Force Meetings
N I —

City staff presented and discussed the Public Safety
cost components from FY 2003 to FY 2014

Bartel responded to questions and presented
clarifications on the pension and pre-paid healthcare
components of Public Safety Costs

Warren Schott presented an e-mail sent to the Task
Force on December 12, 2013 regarding Pension, Pre-
Funded Healthcare, and General Fund Comparison to
other cities

MHBT responded to additional questions from the Task
Force on healthcare



Task Force Meetings
N

Meeting 5: January 6, 2014

City staff responded to questions from the Task
Force on pension and healthcare benefits

Consultants responded to questions on pension
and healthcare raised at December 16™
meeting

Bartel presented General Fund Model scenarios
comparing historic and projected Public Safety
expenses to General Fund revenues

Task Force discussed scenarios and assumptions
and requested additional scenarios
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Task Force Meetings
N e —

Bartel presented the updated model scenarios

Task Force discussed individual scenarios

Task Force initiated discussion on potential
recommendations to City Council

Task Force members were asked to provide
City staff their recommendations for
documentation and discussion



Task Force Meetings
N

Meeting 7: January 27, 2014

Task Force discussed recommendations in four categories

Policy and Budget, Pension, Pre-Funded Healthcare, and Active
healthcare,

Task Force agreed on 7 categories for healthcare recommendations
Adequacy of benefits or benefits design
Premium contribution levels
Wellness Strategy

Negotiate Uniform Healthcare Plan Design and Healthcare
Premiums as part of Collective Bargaining Agreement

Stop-loss insurance Annual Reviews
Dependent Audits
Other Healthcare Recommendations
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Task Force Meetings
N e —

Developed final recommendations for Mayor

and City Council



FINDINGS & RECOMMENDATIONS

I



Task Force Recommendations

N I —
@ main recommendations developed by Task Force

86 individual recommendations submitted

Recommendations organized in 4 areas:

Policy and Budget
Pension

Pre-Funded Uniform Retiree Healthcare
Healthcare

Comprehensive Report including main
recommendations, individual Task Force members
recommendations and comments provided to the City
Council today and posted on City’s website
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General Fund Revenue and Expense Analysis -

Findings
N e —

2003 to 2013

Ove r 1.h e p CI SII. Compounded Annual
Category Growth Rate (CAGR)
10 years, .
. General Fund Operating Revenues
PU b I IC SCI feTy General Fund Expenses
spending has
grown faster

Total Public Safety Expenses

Uniform Compensation

th CI n G e n e I'CI I Uniform Pension
F U n d Uniform Pre-Fund Retiree
Healthcare

revenues Uniform Active Healthcare

Non-Personnel cost

Total Non- Public Safety Expenses
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General Fund — Fund Balance

N

* General Fund Fund Balance has decreased since FY 2011

* Moody’s cited lower General Fund ending balance as a challenge for the City to maintain

current bond rating. Affirmed AAA Rating with Negative Outlook
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$98.5
14.1

61.2
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$229.6 $232.6
$205.6 $206.5
48.5
29.6 27.0 800
$161.5  $159.7
30.5 31.2
$118.4
107.8 100.3 101.3 87.3
19.7
102.5 £l
75.5
68.2 79.2 79.8 84.7
48.1 ;
23.2 28.5
2005 2006 2007 ylolo}:] 2009 2010 2011
Budgeted Reserve Available Other Reserves

$216.5
$187.4
58.0
50.3
VAR
48.9
87.6 88.2
2012 2013*
*unaudited

[1] Other Reserves include Reserve for Encumbrances, Inventories of Materials and Supplies, Prepaids, and Designations.

[2] Beginning FY 2011, GASB 54 implemented, which restructured financial reporting by adding certain funds (Parks Acquisition, Economic

Development Incentive, Job Training, etc.) and removing the Public Education Government Channel fund.
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Policy and Budget Recommendations

N I —
Task Force Recommends that the City Council
establish policies and approve budgets that
assure Public Safety expenses are managed
in a balanced manner to the General Fund
revenues and to the expenditures
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Uniform Pension - Findings

N

Police & Fire Pension Fund is recognized as well
managed and well funded

Uniform Pension expenses are only growing slightly
greater than General Fund revenues

Contribution Rates
City contribution: 24.64%

Uniform employee contribution:12.32%
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Pension - Recommendations
I

The Task Force recognizes the Police & Fire Pension Fund is
well managed and well-funded, pension contributions are
only slightly growing more when compared to General
Fund revenues (.03% per annum)

The Task Force recommends that the City continue to study
active compensation and retirement benefits (i.e. wages
and pension) and submit those recommendations to the City
Council through the Intergovernmental Relations City
Council Committee as part of a future City of San Antonio
legislative program with disclosure to the Fire and Police
Pension Fund Board
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Pension - Recommendations
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City currently maintains Budgeted Financial
Reserves at 9% of General Fund Appropriations

It is recommended that the City Council considers
increasing the General Fund Budgeted Financial
reserves and General Fund Uncommitted Cash to
a minimum of 15% of General Fund Annual
Appropriations
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Pre-Funded Uniform Retiree Healthcare

Benefits
S

Contribution Rates
City contribution: 9.4%

Uniform employee contribution: 4.7%

Changes made to Pre-Funded Healthcare as
required by State Statue

Increases to Out of Pocket Maximums and Deductibles

Other changes made by Retiree Healthcare
Board

Generic Prescriptions
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Pre-Funded Uniform Retiree Healthcare

Recommendations
I

Task Force recommends that the City continue to
study pre-funded healthcare for retirees
including the exploration of bridge insurance
options under Affordable Care Act

Strategies should be presented to the City
Council through the Intergovernmental Relations
City Council Committee as part of a future City
of San Antonio legislative program with
disclosure to the Fire and Police Retiree
Healthcare Fund Board
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Healthcare - Findings
N

San Antonio is the only major City in Texas where
uniform employees pay $0 healthcare premiums for
themselves and their dependents

Civilian employees pay on average 30% of their total
healthcare cost, uniform employees pay 9%. National
average is 43%

Austin, Houston, Ft. Worth, and Dallas have the same
healthcare plans for uniform and civilians

Civilian employees on average have 1.2 dependents,
Uniform employees have 2.3. National norm is 1.2
dependents
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Healthcare Recommendations
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1: Adequacy of Benefits (Healthcare Plan Design)

Task Force recognizes that the uniformed healthcare
benefits are richer by a large margin than civilian
employees, peer cities in Texas and private
employers in San Antonio, as a result of mutually
collectively bargained agreements

It is recommended that City Council directs City staff
to review adjusting the uniformed level of healthcare
benefit to more closely align with civilians, other peer
cities, and public and private employers in San
Antonio

y{)



Healthcare Recommendations
I

2: Healthcare Contributions (Premiums):

The Task Force recognizes that the uniformed contribution
levels are richer by a large margin than civilian
employees, peer cities in Texas, and private employers in
San Antonio as a result of mutually collectively bargained
agreements

It is recommended that City Council directs City staff
to review adjusting the uniformed contribution levels
to more closely align with civilians, other peer cities,
and public and private employers in San Antonio
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Healthcare Recommendations
I

3: Wellness. Task Force recommends a vigorous
Wellness Strategy for all City employees

4: Negotiate Uniform Healthcare Plan Design
and Healthcare Premiums as part of Collective
Bargaining Agreement

Controlling healthcare costs should be a priority in

the next round of collective bargaining
negotiations

28



Healthcare Recommendations
I

5: Stop-Loss: Continue annual analysis of
stop-loss insurance

6: Dependent Audits: Implement regular
dependent audits of all City employees

29



Healthcare Recommendations

S [ —
7: Other Healthcare Recommendations

The City should expand on current education
and outreach efforts to explain healthcare
changes and to help employees become better
consumers of healthcare

Seek out potential collaborations or
partnerships with healthcare providers such as
UHS to provide additional access for
employees

30
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Conclusions and
Questions



General Fund Revenues and Expenses
FY 2003 — FY 2013




General Fund Revenues and Expenses - FY 2003 to FY 2013

.. 1

Beginning Balance
Beginning Balance
Accounting Adjustment

Adjustment for Allocation of Healthcare Cost in Self Insurance Fund

Use of 2-Year Balanced Budget Reserve
Use of Reserve for 50 Police Officers - COPS Grant

Total Beginning Balance

General Fund Operating Revenues 2

General Fund Expenses
Public Safety

Uniform Personnel Expense
Compensation
Pension
Pre-Funded Healthcare
Active Healthcare
Legal, Dental & Vision Insurance
Medicare & Life Insurance
Subtotal: Uniform Personnel

Civilian Public Safety Personnel Expense

Compensation (Wages & Other Pays)
Pension TMRS and Social Security
Active Healthcare
Pay-As-You-Go Retiree Healthcare
Medicare & Life Insurance
Subtotal: Civilian Public Safety Personnel

Non-Personnel Public Safety Support Expense 3
Total Public Safety Cost

Non-Public Safety Expenses
Civilian Personnel Expense

Compensation (Wages & Other Pays)
Pension TMRS & Social Security
Active Healthcare
Pay-As-You-Go Retiree Healthcare
Medicare & Life Insurance
Subtotal: Civilian Personnel

Non-Personnel Services Cost’
Total Non-Public Safety Cost

Total General Fund Expenses4

Ending Balance

Less Budgeted Financial Reserves (Incremental Amount)
Reserve for 2-Year Balanced Budget Plan

Ending Balance

Total Budgeted Financial Reserves
Reserves as % of General Fund Revenues

Public Safety as a % of Revenue

&tes

1. General Fund Beginning Balance adjusted for actual employee healthcare expenses incurred in the Self Insurance Fund. Accounting Adjustment represents the change in Commitments, Carry forwards and Inventory at the end of each fiscal year.

2003 to 2013
Compounded Annual Growth
Rate (CAGR)

4.1%

5.6%
5.1%
5.2%
9.2%
1.4%
4.9%

5.8%

3.3%
4.7%
6.4%
-0.2%
1.6%

3.6%

5.8%

5.6%

3.4%
2.4%
1.8%
-4.5%
2.9%

3.0%

3.8%

3.4%

4.8%

FY 2003 FY 2004 FY 2005 FY 2006 FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 FY 2012 FY 2013
4546 $ 41.48 61.24 $ 75.54 102.52 $ 80.30 85.07 72.04 63.02 19.23 8.28
- 2.88 (17.60) (10.72) (0.85) 2.28 2.56 3.90 (2.58) 2.39 6.41
11.06 16.03 0.64 (1.09) (3.77) 3.77 10.24 10.25 1.33 9.32 16.43
22.71 28.27 38.33 76.87 68.89
2.25
56.53 $ 60.39 44.28 $ 63.73 97.91 $ 86.35 120.57 114.46 100.10 107.81 102.27
627.25 $ 645.12 707.28 $ 773.28 792.77 $ 885.40 860.12 877.21 907.51 919.33 938.61
201.86 $ 217.90 227.97 $ 243.60 258.15 $ 278.00 294.52 306.46 314.91 326.90 348.08
44.06 47.37 49.05 50.83 54.10 57.24 61.56 63.50 65.79 68.67 72.27
15.02 16.44 17.04 17.43 18.56 19.79 21.30 21.93 23.53 23.91 25.04
21.46 26.79 26.36 29.41 28.51 31.36 33.73 36.87 41.93 43.56 51.71
4.61 4.63 4.56 4.70 4.72 4.81 4.94 5.08 5.09 5.10 5.31
2.81 2.96 3.16 3.28 3.49 3.60 3.85 3.97 4.11 4.29 4.52
289.81 $ 316.09 328.14 $ 349.24 367.53 $ 394.79 419.90 437.81 455.35 472.44 506.92
2763 S 21.78 2298 S 23.71 25.85 $ 28.44 31.43 30.78 32.80 35.11 38.12
3.93 3.62 3.92 4.20 4.62 5.03 5.66 5.71 5.86 5.61 6.23
2.84 3.29 2.91 3.25 3.70 3.17 3.70 4.62 4.18 5.01 5.26
0.72 0.79 0.86 1.05 1.05 1.07 1.11 0.90 0.91 0.78 0.70
0.48 0.41 0.39 0.44 0.46 0.45 0.47 0.46 0.49 0.52 0.56
35.59 $ 29.89 31.05 $ 32.64 35.67 $ 38.16 42.37 42.46 44.24 47.03 50.88
54.85 53.48 61.91 66.09 73.90 76.94 82.98 87.79 95.93 93.33 96.08
380.26 $ 399.46 421.10 $ 447.98 477.10 $ 509.89 545.24 568.06 595.52 612.80 653.89
78.11 $ 79.96 9159 $ 96.22 88.44 $ 92.81 93.81 102.04 96.87 106.70 109.53
13.42 13.82 15.96 16.76 15.31 15.83 16.75 17.37 17.71 16.32 17.08
12.90 14.89 12.74 14.06 14.22 11.57 12.54 14.43 13.27 15.16 15.49
3.28 3.60 3.76 4.54 4.02 3.89 3.78 2.82 2.90 2.35 2.07
1.28 1.31 1.48 1.55 1.41 1.52 1.43 1.55 1.48 1.62 1.70
108.97 $ 113.57 125.53 $ 133.15 123.41 $ 125.62 128.31 138.20 132.22 142.16 145.86
129.89 131.24 129.38 148.00 190.28 208.40 195.85 183.38 178.94 192.08 189.32
238.87 $ 244.81 254.92 $ 281.15 313.69 $ 334.02 324.16 321.58 311.16 334.24 335.18
619.13 $ 644.27 676.02 $ 729.13 790.79 $ 843.91 869.40 889.64 906.68 947.05 989.06
64.65 $ 61.24 75.54 $ 107.88 99.89 $ 127.83 111.30 102.03 100.93 80.09 51.81
23.17 5.36 19.59 20.05 10.99 0.68 3.58 1.91 2.84
22.71 28.27 38.33 76.87 68.89 6.84
41.48 $ 61.24 75.54 $ 102.52 80.30 $ 85.07 72.04 63.02 19.23 8.28 42.14
23.17 S 23.17 23.17 $ 28.53 4812 $ 68.17 79.16 79.84 83.42 85.33 88.17
4% 4% 3% 4% 6% 8% 9% 9% 9% 9% 9%
60.6% 61.9% 59.5% 57.9% 60.2% 57.6% 63.4% 64.8% 65.6% 66.7% 69.7%

2. General Fund Revenues adjusted for EMS activity from FY 2003 to FY2007. Prior to FY 2008 EMS was a separate fund and in FY 2008 it was incorporated into the General Fund. For purposes of this analysis General Fund Revenues and Expenses have been adjusted to reflect EMS activity prior to FY 2008.

3. Non-Personnel Cost includes Equipment Cost, Facilities Maintenance, Technology Support, Tools and Supplies.

4. General Fund Expenditures adjusted for EMS activity from FY2003 to FY2007. Prior to FY2008 EMS was a separate fund and in FY 2008 it was incorporated into the General Fund. Expenses also adjusted for the actual cost of healthcare which is recorded in a Self Insurance Fund.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Submitted by:

W. Reed Williams, Task Force Chair

Celina Burns
Community Business Leader

Rebecca Waldman
City of San Antonio Civilian Retiree Representative

Jerry Clancy
Police and Fire Uniform Retiree Representative

Ogden Chamberlain
Service Employees International Union (SEIU) Representative

Buddy Morris
Community Business Leader with Healthcare Expertise

Warren Schott
Community Business Leader with Pension Expertise

Ed White
Community Business Leader

Randy McGraw
San Antonio Police Officers Association (SAPOA) Representative

Rosemary Calvillo
Community Business Leader with Healthcare Expertise

Lt. Jerry Cortes
San Antonio Professional Firefighters Association (SAPFFA) Representative

Sam Dawson
Community Business Leader with Pension Expertise

Sheryl Sculley
City Manager
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration
This report transmits the recommendations made by the Task Force. The recommendations below were developed by the Task Force at the February

3, 2014 meeting and are intended to provide the Mayor and City Council with a summary of the individual recommendations made by every member.
Subsequent pages of the report provide the individual, detailed recommendations made by each Task Force Member.

Task Force Summary Recommendations Developed on February 3, 2014

Policy and Budget:
Public Safety expenses have been growing faster than the General Fund revenues. It is recommended that the City Council establish policies and

approve budgets that assure Public Safety expenses are managed in a balanced manner to the General Fund revenues and to the expenditures.

Pension:

The Task Force recognizes the Police & Fire Pension Fund is well managed and well-funded, pension contributions are only slightly growing more
when compared to General Fund revenues (.03% per annum). The Task Force recommends that the City continue to study active compensation and
retirement benefits (i.e. wages and pension) and submit those recommendations to the City Council through the Intergovernmental Relations City
Council Committee as part of a future City of San Antonio legislative program with disclosure to the Pension Board.

Pre-Fund Uniform Healthcare:*

The Task Force recommends that the City continue to study pre-funded healthcare for retirees including the exploration of bridge insurance options.
Strategies should be presented to the City Council through the Intergovernmental Relations City Council Committee as part of a future City of San
Antonio legislative program with disclosure to the Pre-Fund Board.

Healthcare

Adequacy of Benefits (Healthcare Plan Design): The Task Force recognizes that the uniformed healthcare benefits are richer by a large margin than
civilian employees, peer cities in Texas and private employers in San Antonio, as a result of mutually collectively bargained agreements. It is
recommended that City Council review adjusting the uniformed level of healthcare benefit to more closely align with civilians, other peer cities, and
public and private employers in San Antonio.

Healthcare Contributions (Premiums): The Task Force recognizes that the uniformed contribution levels are richer by a large margin than civilian
employees, peer cities in Texas, and private employers in San Antonio as a result of mutually collectively bargained agreements. It is recommended
that City Council review adjusting the uniformed contribution levels to more closely align with civilians, other peer cities, and public and private
employers in San Antonio.

Wellness: We recommend a vigorous Wellness Strategy for all City employees.

Notes:
1Uniform pension and pre-fund healthcare are governed by State Statute and any changes would require legislative action
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Task Force Summary Recommendations Developed on February 3, 2014 (continued)

Negotiate Uniform Healthcare Plan Design and Healthcare Premiums as part of Collective Bargaining Agreement: Controlling healthcare costs
should be a priority in the next round of collective bargaining negotiations.

Stop Loss: Continue annual analysis of stop-loss insurance.

Dependent Audits: Implement regular dependent audits of all City employees.

Individual Task Force Member Recommendations

Pages 5 through 20 of this report provide the recommendations made by individual Healthcare and Retirement Benefits Task Force
members. Recommendations are organized into the following Topics and Categories:

TOPIC - Policy and Budget
TOPIC - Pension
TOPIC - Pre-Fund Uniform Healthcare
TOPIC - Healthcare
Healthcare Categories
(1) Adequacy of Benefits (Healthcare Plan Design)

(2) Healthcare Contributions (Premiums)

(3) Wellness

(4) Negotiate Uniform Healthcare Plan Design and Healthcare Premiums as part of Collective Bargaining Agreement
(5) Stop Loss
(6) Dependent Audits

(7) Miscellaneous
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Policy and Budget

Task Force Recommendation: Public Safety expenses have been growing faster than the General Fund revenues. It is recommended that
the City Council establish policies and approve budgets that assure Public Safety expenses are managed in a balanced manner to the
General Fund revenues and to the expenditures.

Individual Task Force Member Recommendations Task Force Member

1. Public Safety budget as a % of the General Fund Budget

a.  Utilize the Bartell Model to develop a financial plan to obtain the target ratio to be established Reed Williams
by Council between Public Safety expenses and General Fund revenues

b. |recommend that the Public Safety Budget not exceed 60 percent of the total General Fund Sam Dawson
Budget and develop a policy and guidelines to maintain proper “healthy city” guidelines.

c. Consider a policy recommendation that public safety budget growth cannot exceed general Sheryl Sculley
fund revenue growth in a given year.

d.  Establish guidelines for the amount of the public safety budget as a percentage of the general Sheryl Sculley
fund.

Reed Williams

e. Recommend to the City Council that Public Safety in total, not just salaries, does not exceed a
percentage of General Fund Revenues.

f. | recommend that Wage rates, salaries and specialty pay established in the Collective Sam Dawson
Bargaining Agreement should include appropriate “stop-gaps” to ensure personnel costs,
pension plan contributions, and pre-paid healthcare contributions do not grow at a rate faster
than the City revenue.

2. Create an ongoing legacy cost task force to continue to study and recommend strategies to reduce Sheryl Sculley
the costs for pension and healthcare for civilian and uniform employees.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Policy and Budget (continued)
Individual Task Force Member Recommendations Task Force Member

3. Police and Fire Personnel Staffing Levels

a. There was a large growth in public safety personnel between 2006 and 2011. That growth Warren Schott
should be adjusted so that future trends do not incorporate one-time personnel increases.

b.  City Council and the community should discuss what level of staffing is required to best Warren Schott
protect its citizens. In recent Council surveys, public safety is the number one priority and
being a large percentage of the budget reflects that priority. If a reduction in personnel is
considered, then community should understand effect on response time and service.

c. Anyincreases in public safety are a direct result of citizens and Council asking for more fire Jerry Clancy
and police protection. | have asked for but never received the increases in Fire and Police
over the last 6 years or more (partially paid by Obama) and that's why public safety costs are
increasing faster than the revenue growth.

d. The current staffing procedure, officers per capita is not the right way to fight crime it's no Jerry Clancy
longer approved by anyone but SAPD and it is the most expensive of all.

e. If this committee does anything let’s get the true number of San Antonio fire and police the Jerry Clancy
citizens are actually funding, not budgeted vs actual.

f. In closing, we should demand the actual number of sworn police officers and fire fighters we Jerry Clancy
have. For anyone to say we have 2.11 police officers per 1000 citizens, shows their desire to
mislead the people of San Antonio. Park Rangers, Airport Police and School District Police do
not make house calls. Do the math 2.11 officers per 1,000 citizens would equal 2,954 Officers.
That will not happen.

4. Recent charts provided by staff segregating costs of public safety indicate that in addition to Warren Schott
health care there are other areas of the public safety budget that are increasing faster than
General Revenues. Management should implement cost-controls so those expenses do not grow
faster than General Revenues.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Policy and Budget (continued)
Individual Task Force Member Recommendations Task Force Member

5. The City should create a formal strategy and policy for Total Compensation for all classes of Randy McGraw
employees. Total Compensation Statements should be considered for all employees.

. . . - . Task F
6. Comprehensive compensation study that includes both civilian and uniform employees askrorce .
Recommendation
7. Maintaining the City’s excellent bond rating should be a top priority for a future task force and Ed White

collective bargaining session’s discussions. By doing so, this provides an independent and objective
view of the City's financial well being and allows the City to finance its priorities, infrastructure,
public safety equipment and vehicles at the lowest rates possible.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Task Force Recommendation: The Task Force recognizes the Police & Fire Pension Fund is well managed and well-funded, pension contributions
are only slightly growing more when compared to General Fund revenues (.03% per annum). The Task Force recommends that the City continue to
study active compensation and retirement benefits (i.e. wages and pension) and submit those recommendations to the City Council through the
Intergovernmental Relations City Council Committee as part of a future City of San Antonio legislative program with disclosure to the Pension Board.

Individual Task Force Member Recommendations Task Force Member

8. Irecommend a tiered pension plan program that could establish varying contribution rates and Sam Dawson
healthcare benefits. Different contribution rates and/or “base plans” should be established.

9. Develop a more balanced Pension contribution rate

a. Develop a more balanced approach for making contributions to the pension fund and pre-paid Sam Dawson
healthcare plan. Contribution rates should not be independent of portfolio growth rates.

b. Develop a more equitable contribution structure by the City to civilian and uniform pensions. Rebecca Waldman
The City currently contributes approximately 12% of civilian employee pay to the Texas
Municipal Retirement System (TMRS). In addition, the City contributes 6.2% toward Social
Security for a total of approximately 18.2% toward a civilian's retirement. The City currently
contributes 24.64% of uniform pay to the Fire and Police Pension Fund (no Social Security), or
6.44% more than is contributed by the City for civilian pensions.

10. The report (by Shawn Ury) clearly shows that Pension and Prefund Healthcare are NOT driving the Jerry Cortes
cost of “Public Safety” in the budget and should be removed from any further discussion.

Warren Schott
11. The Pension Fund is only slightly growing when compared to General Fund revenues (.03% per

annum) and therefore is not a large contributor to increases in “legacy costs” or public safety
expenditures. The Fund is well-managed, strategically balanced to avoid market downturns, and
the assumed rate of return is conservative. The Pension Fund is a key component to recruiting and
retaining qualified public safety personnel. Because of it 95% funding status, it also contributes to
the AAA bond rating of the City.

Compiled by Office of Management & Budget Page 8 of 39 February 19, 2014



City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Pension (continued)
Individual Task Force Member Recommendations Task Force Member

12. Analyze information from the SA Fire & Police Pension Fund to determine the average pension Rebecca Waldman
annuity by years of service as well as any lump sum distributions for current uniform retirees and
beneficiaries. Compare this with the same information for both civilian and uniform retirees who
have retired in the last five years.

13. Consideration should be given to increasing TMRS contributions for current civilian employees to Rebecca Waldman
the maximum amount allowed: 7% by civilian employees and 14% by the City. This would begin to
reduce the gap between the City's contribution for civilian and uniform employees.

14. Develop a proactive legislative strategy to assure that civilian retirees have TMRS cost-of-living Rebecca Waldman
increases on which they can rely. This could include addressing the current retroactive vs. ad hoc
nature of TMRS COLA increases, linking retirees' annual COLA increases to the same amount given
to active employees, as opposed to 70% of COLA CPI, or a link to some other benchmark, etc.
Civilian retirement annuities have not grown sufficiently to offset double-digit annual increases in
the cost of healthcare benefits.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Pre-Fund Uniform Healthcare

Task Force Recommendation: The Task Force recommends that the City continue to study pre-funded healthcare for retirees including the
exploration of bridge insurance options. Strategies should be presented to the City Council through the Intergovernmental Relations City Council
Committee as part of a future City of San Antonio legislative program with disclosure to the Pre-Fund Board.

Individual Task Force Member Recommendations Task Force Member

15. Eliminate pre-funded employee healthcare. Sam Dawson

16. Study the possibility of an alternative to the current uniform pre-paid healthcare program. One
possibility could be for the City to purchase an insurance policy for eligible uniform employees at Reed Williams
retirement until age 65 and a supplemental Policy after age 65.

17. Retiree Health Care Fund likewise is not growing as compared to General Fund revenues (.002% Warren Schott

per annum) and is not a contributor to increases in “legacy costs” or public safety expenditures.

The “pre-funding” of Fire and Police retiree health care is very beneficial and better than “pay-as-

you-go” plans, which is the case in most American cities. Members are required to contribute for

30-years, regardless of years of service, while City only contributes while members are employed

by City. City’s exposure for fire and police retiree health care is limited as the Fund must provide

health care to its members w/out additional contributions from the City. Dependents of retirees

pay full costs of health care.

Note: Recommendation #10 also applies to this topic.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Healthcare

Category 1: Adequacy of Benefits

Task Force Recommendation: The Task Force recognizes that the uniformed healthcare benefits are richer by a large margin than civilian
employees, peer cities in Texas and private employers in San Antonio, as a result of mutually collectively bargained agreements. It is recommended

that City Council review adjusting the uniformed level of healthcare benefit to more closely align with civilians, other peer cities, and public and
private employers in San Antonio.

Individual Task Force Member Recommendations Task Force Member

18. Reduce the “richness” of the insurance plan for public safety employee dependents. Sam Dawson

19. Adjust uniform benefits to match or more closely resemble civilians

a. Adjust adequacy of Benefits to match that of peers and civilian employees. Buddy Morris

b.  Plan design changes for civilian and uniform employees - offer equal medical plan Rosemary Calvillo
design/options (co-pays, deductibles, out of pocket expenses, out of network costs,
etc.).Provide same consumer-driven healthcare options

c.  Evaluate the benefits/savings that would accrue if active uniform & civilian employees as well Rebecca Waldman

as uniform and civilian retirees are all in one large health insurance pool.
20. Continue to offer Out of Network benefits at a reduced rate of coverage. Rebecca Waldman
21. Increase the City’s percentage contribution toward current civilian retiree health benefits. Current Rebecca Waldman

City contribution for retirees is an average of 70% as opposed to an average of 80% for pre-2009
active civilian employees.

22. The City should investigate private exchanges with insured risk characteristics and consider a Randy McGraw
defined contribution approach as opposed to a defined benefit approach
23. Cost sharing premium strategy employer/employee split - 1 to 3 years (i.e.). Year 1 - 85/15 split; Rosemary Calvillo

Year 3 —80/20 split.

D
24. Evaluate an option of “dependents/employer option first” policy. 5am Dawson
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Category 1: Adequacy of Benefits (continued)
Individual Task Force Member Recommendations

25. Consumer Driven Health Plan (CDHP) and Health Savings Account (HSA)

a.  Offer a Consumer Driven Healthcare Plan option for both civilian and uniform employees, but Rebecca Waldman
provide at least one other affordable option for those who want more traditional coverage.

b.  Both civilian and public safety policies should provide for consumer-driven healthcare Sam Dawson
options
c.  Consider converting the uniform/non-civilian plan to a consumer-driven plan commensurate Celina Burns

with the civilian City of San Antonio associates. Optimally, the plan would include an HSA

d. Expand the city's offering of Consumer Driven Healthcare Plans and Health Savings Accounts Sheryl Sculley
to uniform employees.

e. The City should consider contributions to employee accounts to promote Consumerism Randy McGraw

26. Spousal surcharge

a.  Charge more for spouses (if they are employed and their employer offers health insurance). Rosemary Calvillo
b.  Adopt a spousal surcharge for spouses who have alternate coverage options. Rebecca Waldman
c. Add a health plan benefit eligibility requirement that precludes dependent spouses who are Celina Burns

eligible for benefits as an active employee through their respective employer to be eligible
for coverage as a dependent spouse under the City of San Antonio plan.

27. Develop policies to reduce uniform dependent ratios such as: Sheryl Sculley
A) Requiring retired uniform employees who after retirement obtain other employment to
utilize that employer's healthcare plan, and
B) Requiring working spouses of active and retired employees to utilize healthcare from the
spouse's employer.
28. Offer the same dental insurance coverage, both HMO and PPQ, to civilian retirees that is available to active Rebecca Waldman
employees. Dental premiums are 100% paid by retirees. Currently, only a dental HMO plan is available to
civilian retirees.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Healthcare

Category 2: Healthcare Contributions

Task Force Recommendation: The Task Force recognizes that the uniformed contribution levels are richer by a large margin than civilian
employees, peer cities in Texas, and private employers in San Antonio as a result of mutually collectively bargained agreements. It is
recommended that City Council review adjusting the uniformed contribution levels to more closely align with civilians, other peer cities,
and public and private employers in San Antonio.

Individual Task Force Member Recommendations Task Force Member

29. Adjust uniform benefits to match or more closely resemble civilians (may be phased in)

a. Adjust contribution levels to match peers and civilian employees. Buddy Morris

b.  Phase-in, if necessary, the same healthcare plan options and benefit tiers for active uniform Rebecca Waldman
employees as are provided to active civilians and civilian retirees. This would include deductibles and
out of pockets as well as the same premiums for both uniform and civilian employees and their
dependents.

C. Adjust healthcare benefits for newly hired uniform employees while remaining competitive with Rebecca Waldman
other Texas cities.

d. Civilian and public safety active healthcare policies, costs, and plans should be the same. Sam Dawson

e. Public safety employees should pay a more equitable percentage of premiums, deductibles, and out Sam Dawson
of pocket expenses.

f. Implement a plan for active uniform employees to contribute to their cost for healthcare; different Sheryl Sculley
tiers of payment could be considered depending on employee tenure.

g. Align active uniform employee healthcare benefit plans with civilian healthcare benefit plans. All new Sheryl Sculley
uniform hires should pay the same premiums, out-of-pocket maximums, and deductibles as civilian
employees hired after January 2009.

30. Place a cap on the annual increase in the premiums current civilian retirees can be charged, possibly tied to Rebecca Waldman
the Consumer Price Index for healthcare services.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Healthcare

Category 3: Wellness

Task Force Recommendation: We recommend a vigorous Wellness Strategy for all City employees.

Individual Task Force Member Recommendations Task Force Member

31. Implement a stronger wellness program

a. Implement a rigorous wellness program that rewards employees for participation and better Buddy Morris
health metrics.

b.  Provide wellness services to both uniform and civilian employees as well as all retirees. Rebecca Waldman

c.  Expand the city's offering of wellness programs to uniform employees. Sheryl Sculley

d. The City should re-design its wellness programs and incentives or dis-incentives to drive true Randy McGraw

behavioral and discretionary decisions regarding the consumption of health care.

32. Include fitness testing as part of job requirements

a. Implement a wellness program with fitness testing incentives for all civilian and uniform Celina Burns
employees.
b. Require annual fitness testing for uniform employees as well as civilian employees who are Rebecca Waldman
required to perform physical activities. Provide appropriate support to meet fitness goals.
33. Implement a smoking cessation program with premium contribution incentives for all civilian and Celina Burns
uniform employees.
34. Charge a tobacco rate to employees. Rosemary Calvillo
35. The City should implement better measurement tools to actually gauge the effectiveness of its Randy McGraw

various programs and incentives with respect to wellness, absenteeism, productivity and the
return on investment of these programs.

36. The City should target high cost and chronic conditions for more affective risk avoidance and Randy McGraw
control.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Healthcare

Category 4: Negotiate Uniform Healthcare Plan Design and Healthcare Premiums as part of
Collective Bargaining Agreement

Task Force Recommendation: Controlling healthcare costs should be a priority in the next round of collective bargaining negotiations.

Individual Task Force Member Recommendations Task Force Member

37. Maintain healthcare plan design and premiums as part of Collective Bargaining Agreements

a. Do not remove active healthcare from the Collective Bargaining Agreement. | recommend
that this committee direct the city to make healthcare a priority in the next round of
collective bargaining. We should recommend that the city fully cooperate with the unions
and provide all available financial and health insurance related information requested by fire Jerry Cortes
and police during contract negotiations, so long as providing the information does not violate
medical or privacy laws. In this way both sides can understand the issue and come to a
negotiated resolution of the concerns raised by healthcare costs.

b.  Every benefit under discussion in the committee has been negotiated over the past 37 years
through the collective bargaining and approved by the city manager and sitting city council Jerry Clancy
members. That's where these discussions should be, not at this committee.

c.  Health care benefits and other compensation issues are required to be negotiated through
collective bargaining by law. NO benefit has been granted in the past without the approval of
the Council, Manager and unions. Since the law requires collective bargaining, the parties
should meet and address all compensation issues.

Warren Schott

d.  With the rising cost of health care, the parties should pay particular attention to addressing
health care costs increases, keeping in mind that fire and police have unique health care
needs. Consumer-driven strategies, wellness programs, and other creative health care
containment options should be considered. Shorter term or flexibility in adjusting health care
expenses should be considered as part of the new CBA.

Warren Schott
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Healthcare

Category 4: Negotiate Uniform Healthcare Plan Design and Healthcare Premiums as part of
Collective Bargaining Agreement (continued)

Individual Task Force Member Recommendations Task Force Member

38. Remove healthcare plan design and premiums as part from the Collective Bargaining Agreements

a. Remove healthcare from the CBA. Buddy Morris
b. Remove healthcare benefits from the Police and Fire Collective Bargaining Agreements. Rebecca Waldman
c. | would recommend that healthcare benefits and policies be removed from the Police and

. . . Sam Dawson
Fire Collective Bargaining Agreements.

Topic: Healthcare

Category 5: Stop Loss

Task Force Recommendation: Continue annual analysis of stop-loss insurance.

Individual Task Force Member Recommendations Task Force Member

39. Purchase stop-loss policy

a. Initiate an RFP bid process for medical stop-loss coverage for all plans in force. Celina Burns

b.  Purchase stop/loss policy to cover high cost claims. Rebecca Waldman

c.  Purchase stop loss policy. Rosemary Calvillo

d. The City should consider purchasing reinsurance to protect the plans from catastrophic Randy McGraw
losses.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Healthcare

Category 6: Dependent Audits

Task Force Recommendation: Implement regular dependent audits of all City employees.

40. Conduct regular dependent audits for all City of San Antonio employees

a. Implement dependent audits for all City of SA employees. Buddy Morris

b.  Conduct periodic dependent eligible audits for all civilian and all segments of non-civilian/ Celina Burns
uniform City of San Antonio employees.

c.  Undertake periodic dependent audits of uniform, civilian, and retiree dependents. Rebecca Waldman

d. Eliminate the “no dependents pay” philosophy. Sam Dawson

e. Perform dependent coverage audits. Sam Dawson

f. Conduct a dependent eligibility verification audit and confirm that every dependent that’s on Rosemary Calvillo

the plan is truly eligible to be on the plan. For new hires they would need to submit proof
before dependents are enrolled in the plan.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Healthcare

Category 7: Miscellaneous

41. Improve employee communication and education on healthcare topics

a. Communication: Regardless of the exact message, education and communication will be key in Rosemary Calvillo
getting employees to change their mindset (get buy-in).
i. Explain that the City is committed to providing employees with quality benefit programs

that support the needs of the employee and their family. The ongoing strategy and
commitment is to: 1) offer comprehensive insurance coverage and 2) make every effort
to minimize the rising costs of healthcare.

ii. The City is self-funded, which means the City accepts the financial responsibility for claim
payments, as well as management of the plan to include the Health Care Reform Law
enacted in 2010 and that this comes from the same budget that’s used for salary
increases, bonuses, etc. As the cost of health care goes up, there’s less to be spent on
the extras, just like their family budgets.

iii. Why are premiums increasing? Explain the increased use of health insurance, escalating
prescription cost, medical inflation, and the cost of new health care technology which
impact the growing cost of providing group health benefits. Other factors include plan
designs, plan coverage, experience rating, medical inflation, Heath Care Reform, etc.

iv. FAQs are good. These can be written or done as a video presentation. Videos can be
posted to the online enrollment site for employees to use.

v. Onsite group meetings to include spouses of employees. This is helpful in keeping the
rumors and misinformation to a minimum.

b.  Provide healthcare education to all employees and retirees to help them become more savvy Rebecca Waldman
healthcare consumers in an effort to reduce individual and City costs.
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City of San Antonio
Healthcare and Retirements Benefits Task Force
Recommendations for Mayor and Council Consideration

Topic: Healthcare

Category 7: Miscellaneous - Continued

c.  The City should improve the tools, education and engagement of plan members to enable Randy McGraw
them to make better consumption and lifestyle decisions.
42. Coordinate with University Health System (UHS) to access healthcare services provided to Bexar
County employees and their dependents through UHS’s network of health centers, including low
cost co-pays and discounted prescriptions, and access to onsite labs and imaging services.

Rebecca Waldman
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Summary
e ———

. San Antonio police and fire personnel receive compensation that is highly competitive with the six other large Texas
cities identified for comparison by the Task Force (Austin, Corpus Christi, Dallas, El Paso, Fort Worth, and Houston)

. Much of San Antonio’s strong relative position is due to the City’s longevity structure and premium pays, for which San
Antonio generally pays more than these other large Texas cities

. Cash compensation across jurisdictions should further be evaluated within the context of regional labor markets.
Across a broad range of occupations, the San Antonio metropolitan area tends to have lower wages than the labor
markets for most other large Texas cities (Austin, Dallas, Fort Worth, Houston)

— Adjusted for these regional differences, San Antonio’s already competitive total cash compensation compares
even more favorably

. This analysis does not compare overtime compensation across jurisdictions. In San Antonio for FY 2013:
— Rank-and-file police officers earned an average of $4,044 of overtime; $4,548 across all ranks
— Rank-and-file firefighters earned an average of $10,561 of overtime; $14,843 across all ranks

. Beyond cash compensation, San Antonio’s health and retirement benefits package is also generous in comparison to
the other large Texas cities evaluated

— Among these cities, only San Antonio requires no uniform employee contributions toward healthcare premiums,
such that the City’s contribution is the highest within this comparison grouping

— San Antonio also has one of the highest employer contributions towards police and firefighter pensions
— San Antonio is the only jurisdiction that contributes to the pre-funding of retiree healthcare
. When these costs for major benefits are added to regionally adjusted cash compensation:

—  City of San Antonio has the highest total costs for fire, and the second highest total costs for police among the
seven Texas cities evaluated



Police Compensation Overview i
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* In addition to base pay, longevity and other pay premiums represent a significant component of San
Antonio police officer total cash compensation

— On average, longevity and premium pays add over $20,000 per year to police officer base salary,
accounting for more than one quarter of the resulting total pay

*  San Antonio police officers are eligible to receive longevity pay and 17 additional premiums depending
on assignment, certification, and education. Relative to other Texas cities evaluated for comparison by
the Task Force, San Antonio:

— Provides the richest longevity pay structure, which tops out at 18% of base pay at 30 years of
service (YOS)

— Is the only city to offer a pay premium for “basic” certification; 32% of rank-and-file San Antonio
police officers receive this premium of $600 per year (and over 98% receive some level of
certification pay — up to $2,880 annually for Masters certification)

— Is one of just three cities to offer both certification and education pay premiums. Two of the other six
cities offer a pay premium for either certification or education, and two offer no pay premiums at all
for certification or education

*  Additionally, San Antonio offers among the most generous premiums for clothing allowance, shift
differential, and education pay

*  Overall, San Antonio rank-and-file police officers rank near the top of the comparison cities for cash
compensation, and are even more competitive when adjusting for regional labor market differences

«  Over and above this cash compensation, San Antonio also contributes more than the other large Texas
cities toward healthcare and pension benefits



Police — All Ranks

Average Cash Compensation (FY 2013)
e

* The table below details the components average police officer pay, as well as average pay
for all ranks within the bargaining unit above probationary police officer, for FY 2013

Police Officer All Ranks

Base Pay $59,404 $64,368
Longevity $3,394 $4,964
Overtime $3,184 $3,716
Shift Differential $2,945 $2,560
Leave Buy-back $2,138 $2,931
Police Certification Pay $1,853 $2,179
Education Incentive Pay $1,583 $1,897
Clothing Allowance $1,190 $1,191
Premium Pay $1,117 $1,185
Court Time/Overtime $860 $832
Other Compensation $1,841 $1,838
Average Cash Compensation $79.509 $87 662
per Employee

Analysis includes all bargaining unit members above rank of “Police Officer — Probationary.” Table summarizes actual
pay received between October 1, 2012 and September 30, 2013. Data provided by City of San Antonio; analyzed by

PFM.




Police Compensation Comparisons

Twenty Years of Service
R —————

Corpus Houston Fort Worth BEUER San_ Austin
Christi Antonio

El Paso

Police Officer (Post-Probationary)

giz?SCOmpensatlon (Regionally Adjusted) + Major Benefits $62.543  $70,983 $68,758 $78.691 $71,040 $93.386 $94.861

Overall Rank 7 5 6 3 4 2 1

Police Officer (20 Years of Service)

ggzthscompe”sat'on (Regionally Adjusted) + Major Benefits $96,772 $95992  $90.647 $106.813 $105584 $124.668 $130523

Overall Rank 7 5 6 3 4 2 1

Detective (20 Years of Service)

giz?scompensat'on (Regionally Adjusted) + Major Benefits $96,772 $95992 $113.675 $118,100 $116,253 $134,803 $141,982

Overall Rank 6 7 5 3 4 2 1

Sergeant (20 Years of Service)

Cash Compensation (Regionally Adjusted) + Major Benefits
Costs

Overall Rank 6 no match 5 3 4 2 1

$105,154 nomatch $111,612  $128,540 $122,386 $144,167 $152,548

Lieutenant (20 Years of Service)

g(a)\zPSCompensatmn (Regionally Adjusted) + Major Benefits $122,131 $107,118 $122,572 $140,103 $132,645 $157,418 $171,752

Overall Rank 6 7 5 3 4 2 1

Captain (20 Years of Service)

ggi‘scompensa“on (Regionally Adjusted) + Major Benefits )59 560 $116256 $173,134  $152,841 $144,133 $175.627 $194.766

Overall Rank 6 7 3 4 5 2 1

Figures for San Antonio assume maximum base pay
Police Sergeant job match for Corpus Christi not identified



Rank & File Police Officer Compensation

*  San Antonio police officers rank 2 of 7 among the Texas cities for total cash compensation at the
beginning of a career, and at 20 years of service (when an officer is eligible for normal retirement) when
adjusted for regional labor market differences

* Inaddition, San Antonio contributes more toward both pension and healthcare benefits than any of the
comparison cities

Corpus San

Post-Probationary Officer El Paso Houston . . Austin
Christi Antonio
Total Cash Compensation $45,843 $49,212 $54,492 $57,596 $59,292 $59,820 | $69,092
Regional Labor Market Adjustment 1.000 1.076 0.978 1.065 1.065 1.000 1.022
Total Cash Compensation, Regionally Adjusted $45,843 $45,736 $55,718 $54,081 $55,673 $59,820 | $67,605
Rank, Cash Comp (Regionally Adjusted) 6 7 3 5 4 2 1
City Pension Contribution $8,481 $10,679 $5,727 $13,383 $12,065 $14,444 | $13,468
City Healthcare Contribution $8,219 $12,343 $9,538 $3,575 $10,954 $19,122 | $13,788
Cash Comp (Regionally Adjusted) + Major Benefit Costs $62,543 $68,758 $70,983 $71,040 $78,691 $93,386 | $94,861
Overall Rank 7 6 5 4 3 2 1
Police Officer — 20 YOS Houston Corpu§ Fort Worth San.
Christi Antonio

Total Cash Compensation $68,306 $76,671 $74,728 $86,826 $83,882 $84,918 $98,948
Regional Labor Market Adjustment 1.076 0.978 1.000 1.065 1.065 1.000 1.022
Total Cash Compensation, Regionally Adjusted $63,481 $78,396 $74,728 $81,527 $78,763 $84,918 $96,818
Rank, Cash Comp (Regionally Adjusted) 7 5 6 3 4 2 1
City Pension Contribution $14,822 $8,058 $13,825 $20,482 $17,096 $20,628 $19,917
City Healthcare Contribution $12,343 $9,538 $8,219 $3,575 $10,954 $19,122 $13,788
Cash Comp (Regionally Adjusted) + Major Benefit Costs $90,647 $95,992 $96,772  $105,584 $106,813 | $124,668 | $130,523
Overall Rank 7 6 5 4 3 2 1

See appendix for technical notes 6



Rank & File Police Officer Compensation
7 WCI)Z‘K Years of Service -
Total Cash Compensation (Regionally Adjusted) + Major Benefit Costs
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See appendix for technical notes 7



Firefighter Compensation Overview
I ————

*  Much as with police officers, longevity and pay premiums represent a significant component of San
Antonio firefighter cash compensation

— On average, longevity and premium pays add over $23,000 per year to firefighter base salary,
accounting for nearly 29% of the resulting total cash compensation

«  San Antonio firefighters are eligible to receive longevity pay and 15 additional premiums depending on
assignment, certification, and education. Relative to other Texas cities evaluated for comparison by the
Task Force, San Antonio:

— Provides the richest longevity pay structure, which tops out at 18% of base pay at 30 YOS

— Is again the only city to offer a pay premium for “basic” certification; 80.1% of rank-and-file
firefighter receive this premium of $780 per year (and 99.8% receive some certification pay up to a
maximum of $2,100 for the Masters level)

— Is one of just two cities to offer EMT certification pay to firefighters who are not assigned to work in
EMS ($900 - $2,100 annually, depending on YOS)

«  Additionally, San Antonio offers among the most generous premiums for paramedic pay, and is one of
only two cities to offer a uniform allowance to firefighters ($720 in FY 2014 + $500 in commissary)

*  Overall, San Antonio rank-and-file firefighters rank near the top among the comparison cities for cash
compensation, and are even more competitive when adjusting for regional labor market differences

¢ Over and above this cash compensation, San Antonio again further contributes more than the other
large Texas cities toward healthcare benefits and among the highest levels for pensions



Fire — All Ranks

Average Cash Compensation (FY 2013)
R —————

* The table below summarizes average firefighter pay, as well as average pay for all ranks
within the bargaining unit above probationary firefighter, for FY 2013

« Overtime figures include “scheduled overtime” to conform with the Federal Labor

Standards Act
Firefighter All Ranks
Base Pay $57,284 $64,286
Overtime $10,561 $14,843
Longevity $2,411 $4,908
EMT/Paramedic Certification $1,503 $2,383 N
Bonus Leave Buy-back* $1,354 $1,391 ’Q;‘f"gisr'"sn'”‘ﬂzges all
Vacation Buy-back $1,467 $1,640 | membere above
Education Incentive Pay $1,167 $1,387 gslnléof_“Firefighter—
: t
High Class Pay $1,145 $943 | Tobje summarizes
Fire Certification Pay $926 $1,190 | actual pay received
Premium Pay $627 $581 ggtl";eae:docmber L
Other Compensation $1,846 $2,487 | september 30,
2013. Data
. provided by City of
Average Cash Compensation per $80.292 $96 040 | San Antonio;
Employee ' ' analyzed by PFM.

* - SAFD reports that FY 2013 represented abnormally high use of bonus leave buy-back because of
changes in the collective bargaining agreement that encouraged a spike in payouts. About 90% of rank-
and-file firefighters received bonus leave payouts in FY 2013.



Firefighter Compensation Comparisons
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Corpus

Christi Houston BEES

El Paso

Post-Probationary Officer
Cash Compensation (Regionally Adjusted) + Major Benefits

Costs $52,594 $75,682 $63,483 $71,870 $62,655 $88,792 $76,943
Overall Rank 7 3 5 4 6 1 2
Firefighter (20 Years of Service)

gg:[lSCompensatlon (Regionally Adjusted) + Major Benefits $77.858 $84,222 $85,522 $91,118 $93,992 $110,296 $110,499
Overall Rank 7 6 5 4 3 2 1
Fire Engineer (20 Years of Service)

ggi:‘scompe”sm'o” (Regionally Adjusted) + Major Benefits nomatch  $93,244  $87,801 $98,538 $98,238 = $118,270  $117,994
Overall Rank no match 5 6 3 4 1 2

Lieutenant (20 Years of Service)

ggi;Compensatmn (Regionally Adjusted) + Major Benefits $92,314 $93,244 $96,043 $106,912 $111,599 $127,332 $126,088

Overall Rank 7 6 5 4 3 1 2

Captain (20 Years of Service)

ggz?SCompensatlon (Regionally Adjusted) + Major Benefits $100,671  $104,886 $105,646 $117,758 $121,367 $141,622 $134,830

Overall Rank 7 6 5 4 3 1 2

District Chief (20 Years of Service)

giz?scompensa“o” (Regionally Adjusted) + Major Benefits $114,844 $117,733 $118,846  $132,752  $132,305 = $158,139  $145,450

Overall Rank 7 6 5 3 4 1 2

10



Rank & File Firefighter Compensation

«  San Antonio firefighters rank 1 of 7 among the Texas cities for total cash compensation at the beginning of a
career, and 2 of 7 at 20 YOS (when an officer is eligible for normal retirement), when adjusted for regional

labor market differences

* In addition, San Antonio contributes among the highest amounts toward both pension and healthcare
benefits. At 20 YOS, San Antonio trails Austin for the top ranking by $203 (0.2%)

Post-Probationary Firefighter

El Paso

BENES

Houston

Corpus
Christi

Austin

San

Antonio

Total Cash Compensation

Regional Labor Market Adjustment
Total Cash Compensation, Regionally Adjusted

Rank, Cash Comp (Regionally Adjusted)

City Pension Contribution
City Healthcare Contribution

Cash Comp (Regionally Adjusted) + Major Benefit Costs
Overall Rank

$37,447

1.000
$37,447

7

$6,928
$8,219

$52,594
7

$48,667

1.065
$45,697

$13,383
$3,575

$62,655

$42,675

1.076
$39,660

$11,479
$12,343

$63,483

$53,606

1.065
$50,334

$10,582
$10,954

$71,870

$53,754

0.978
$54,963

2

$11,181
$9,538

$75,682
3

$54,656

1.022
$53,479

$9,676
$13,788

$76,943

$55,968

1.000
$55,968

1

$13,702
$19,122

$88,792
1

20 YOS - Firefighter

El Paso

Corpus
Christi

Houston

BEEE

San
Antonio

Austin

Total Cash Compensation

Regional Labor Market Adjustment
Total Cash Compensation, Regionally Adjusted

Rank, Cash Comp (Regionally Adjusted)

City Pension Contribution
City Healthcare Contribution

Cash Comp (Regionally Adjusted) + Major Benefit Costs

Overall Rank

$58,767

1.000
$58,767

6

$10,872
$8,219

$77,858
7

$60,694

0.978
$62,060

$12,624
$9,538

$84,222

$61,066

1.076
$56,752

$16,427
$12,343

$85,522

$70,544

1.065
$66,238

$13,925
$10,954

$91,118

$74,481

1.065
$69,935

3

$20,482
$3,575

$93,992
3

$73,221

1.000
$73,221

2

$17,953
$19,122

$110,296
2

$83,597

1.022
$81,797

1

$14,914
$13,788

$110,499
1

See appendix for technical notes
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Rank & File Firefighter Compensation 2
T WCI)Z‘K Years of Service &

Total Cash Compensation (Regionally Adjusted) + Major Benefit Costs

$120,000 -
$110,296 $110,449
$100,000 -
$91,118 $93,992
$84,222 $85,522
$60,000 -
m Cost of Major Benefits
$40,000 -
E Total Cash
Compensation,
Regionally Adjusted
$20,000 -
$0 T T T T T T 1
El Paso  Corpus Christi  Houston Fort Worth Dallas San Antonio Austin

See appendix for technical notes 12



Technical Notes: Compensation Comparisons
]

«  Total cash compensation as shown includes: base pay, longevity, clothing allowance, patrol duty pay (where
applicable), certification pay (assumes Master level and Basic level, the most prevalent level attained among
San Antonio police and fire personnel, respectively), education pay (assumes Bachelors degree, the most
prevalent level attained among San Antonio public safety workers), and police shift differential (approximately
75% of San Antonio police receive shift differential; for comparison cities, the highest available shift payment is
shown where payments vary by shift).

— For individual police and firefighters, total cash compensation will vary based on factors such as years of
service, shift assignment, duty assignment, educational level attained, certification level attained, and
overtime hours worked

*  The effective date for the cash compensation analysis is 9/30/2013 for all cities, based on the survey timing.
Subsequent pay increases in all jurisdictions, where applicable, are not included so that a consistent point of
reference is established across the entire survey group . As a result, the figures shown for San Antonio do not
reflect the most recent (October 1, 2013) across-the-board wage increase of 3.0% for police and 3.4% for fire.

* Retirement and health benefit data included in this analysis was developed and provided by pension and
healthcare consultants working with the Task Force, and has not been independently evaluated or verified by
PFM. City healthcare contributions represent the average healthcare costs for active and retiree uniform
employees. Detail regarding which cash compensation items were “pensionable” for the City of El Paso could
not be confirmed; analysis assumes that all premiums shown are “pensionable.”

*  Regional cash compensation adjustments are based on the most recent (July 2010) occupational pay relatives
produced by the U.S. Bureau of Labor Statistics (BLS). These pay relatives control for the different types of
jobs prevalent in each region to isolate the typical geographic effect on wage determination by metropolitan
area across all occupations. The BLS does not produce pay relatives for the El Paso region, so no adjustment
is reflected for this city
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About PFM
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Founded in 1975, Public Financial Management, Inc. (PFM) is ranked as the top municipal
financial advisory firm in the United States. The firm has over thirty locations nationwide,
including its southwest headquarters in Austin.

The PFM Management and Budget Consulting practice has provided workforce consulting
services to state and local governments across the United States, and regularly conducts
wage and benefit analyses for some of the nation’s largest public employers. National
workforce clients include the City of New York (NY) Office of Labor Relations, New York
Metropolitan Transportation Authority, Commonwealth of Pennsylvania, State of
Tennessee, and State of Delaware.

In Texas, PFM has previously evaluated public safety compensation on behalf of the Cities
of Austin and Fort Worth.
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