Southern States Utilities

BEFORE THE -
FLORIDA PUBLIC SERVICE COMMISSION
DOCKET NO. 950495 - WS

APPLICATION FOR A GENERAL RATE INCREASE

VOLUME 1
BOOK 11 OF 22

MINIMUM FILING REQUIREMENTS
PREFILED DIRECT TESTIMONY

,Containing ;
'DALE G. LOCK; CCP

FLORIDA PUBLIC SERVICE COMMISSI
 DOCKER, = i

—— EXHIBIT NO é__°__7__

DA e A5G ;

Dt

; HHM B
Ub022 Junzsg
FPSC-RLCORDS/REPORTING



10

11

12

13

14

15

16

17

18

19

20

21

22

23

DIRECT TESTIMONY OF DALE G. LOCK, CCP
BEFORE THE FLORIDA PUBLIC SERVICE COMMISSION
ON BEHALF OF
SOUTHERN STATES UTILITIES, INC.

DOCKET NO. 950495-WS



10

11

12

13

14

15

16

17

18

19

20

21

22

WHAT IS YOUR NAME AND BUSINESS ADDRESS?

My name is Dale G. Lock and my business address is 1000 Color Place,
Apopka, Florida 32703.

WHAT IS YOUR POSITION WITH SOUTHERN STATES
UTILITIES, INC.?

My position is Manager of Human Resources for Southern States Ultilities,
Inc. which I will refer to as "SSU" or the "Company".

WHAT IS YOUR EDUCATIONAL BACKGROUND AND WORK
EXPERIENCE?

I am a Certified Compensation Professional by the American
Compensation Association with 20 years of human resources management
experience, 13 years of which are in the regulated utility industry. I
obtained my Bachelor of Science degree in 1973 and a Masters in Science
degree in Industrial Psychology from the University of Central Florida in
1977. 1 was employed for six years in the Human Resources department-
of Florida Power Corporation where I was responsible for administering
compensation, benefits and policies. I also spent five years with General
Telephone of Florida where I was responsible for employment test
development and validation; compensation, supervisory and management
skills assessment; and EEO and affirmative action programs. I also
worked for the University of Central Florida for five years where I was

responsible for all aspects of personnel administration. Finally, I spent
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three years with Assessment Designs, Inc. where I designed management
and supervisory skills assessment center simulation exercises and
performed assessor mﬁning.

WHAT ARE YOUR PRESENT DUTIES AS MANAGER OF HUMAN
RESOURCES ?

I began my employment with Southern States in February 1993 as‘Human
Resources Administrator. In November 1994, I was promoted to the
positon of Manager of Human Resources. My duties include the
development and administration of SSU’s human resourcés i)rograms and
policies in the areas of recruitment, equal employment opportunity,
employee relations, training, benefits, compensation, job evaluation, and
performance appraisal. I am responsible for the content and administration
of our employee benefits programs including the Defined Benefit Pension
Plan, 401(k) Savings Plan, Medical/Life/Dental Plans, Short Term
Disability, Group Long Term Disability Plan-and Pre-tax Dependent &
Medical Reimbursement Account, Employee Assistance Program,
Unemployment and Worker’s Compensation.

WHAT ARE YOUR PROFESSIONAL AFFILIATIONS?

I am a member of the American Compensation Association, the Society for
Human Resources Management and the Industrial Relations Research
Association.

HAVE YOU EVER TESTIFIED BEFORE THE FLORIDA PUBLIC
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SERVICE COMMISSION?

Yes. I testified on behalf of Southern States in Docket No. 930945-WS,
the statewide jurisdiction docket.

WHAT IS THE PURPOSE OF YOUR TESTIMONY?

I will describe Southern States’ experience with FASB 106, provide
information supporting Southern States’ requested payroll costs, and give
an overview of Southern States’ human resources, payroll and training
departments’ operations which are designed to maximize efficiencies,
reduce costs and provide our customers with a labor force capable of
providing safe, efficient and sufficient service statewide.

COULD YOU BRIEFLY DESCRIBE THE HISTORY OF FASB 106,
CONCENTRATING SPECIFICALLY ON HOWIT HAS IMPACTED
SOUTHERN STATES?

In December, 1990, the Financial Accounting Standards Board adopted
SFAS No. 106 which was generally effective for fiscal years beginning
after December 15, 1992. I will refer to SFAS No. 106 as "FASB 106."
FASB 106 addresses the recognition and measurement of post-retirement
benefits other than pensions, which I will refer to as "OPEBS." OPEBS
are benefits that the employee receives from the employer when the
employee retires and are made up of medical care, dental care, life
insurance and other miscellaneous benefits. FASB 106 changed the

accounting for OPEBS from the "pay as you go" method (cash basis) to
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an accrual basis which recognizes the expense when the employee earns
the benefits. In other words, FASB 106 requires Southem States to
recognize OPEB costs as a liability on the Company’s financial statements
when they are earned, over the employee’s worldng life similar to pension
benefits and not when the benefits are paid.

HAS SOUTHERN STATES ADOPTED FASB 106?

Yes. The Company adopted FASB 106 on January 1, 1993.

IS SOUTHERN STATES REQUESTING. RECOVERY OF ITS OPEB
COSTS IN THIS PROCEEDING?

Yes. Southern States seeks OPEB cost recovery since the expense for
OPEBs should be recovered as the employer accrues them. OPEB
expenses should be paid for by the ratepayers for whom the employee is
performing services rather than future ratepayers. Southern States’ OPEB
costs for the year ended December 31, 1994 were $848,032. Exhibit
—__ (DGL-1) contains a copy of the actuarial valuation report of our
OPEB costs projected for the year ended Décember 31, 1994. The
valuation study was performed by Godwins, Booke and Dickinson.
WHAT IS THE PROJECTED 1995 NET PERIODIC OPEB COST
INDICATED IN THE MFRS?

The actuarially estimated 1994 net perio&c OPEB cost is $848,032. We
are not yet in receipt of the 1995 actuarial valuation report as of the time

of submission of the application for a rate increase in this proceeding. In
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1995, toreflect prior Commission orders, SSU budgeted only $787,150 for
above the line cost and $60,882 for below the line cost based upon a
weighted average of Commission disallowances in those prior proceedings.
In other words, SSU did not increase this budgeted cost in the MFRs to
reflect the prior total company OPEB costs of $992,525 which the
Commission had previously authorized in the Marco Island rate
proceeding, Docket No. 920655-WS. The company will update the 1995
and 1996 OPEB costs upon receipt of the actuarial valuation which is
expected in late June.

Since the Company is requesting final revenue requirements for the
projected year ending December 31, 1996, we have increased the 1995
OPEB costs indicated in the MFRs ($787,150) for that period by 8%. The
8% increase reflects the 1996 rate of medical inflation projected by
Godwins, Booke and Dickinson. Using an 8% medical inflation factor
results in a 1996 total OPEB cost of $850,122. We believe the 1996
Pprojection to be a conservative estimate based upon preliminary analyses
of 1995 OPEB costs conducted by Godwins, Booke and Dickenson.
HAS THE COMMISSION AUTHORIZED SOUTHERN STATES TO
RECOVER OPEB COSTS IN THE PAST?

Yes. As I just mentioned, most recently, in Order No. PSC-93-1070-FOF-
WS in Docket No. 920655-WS, (Marco Island), the Commission approved

total Company OPEB costs of $992,525. The Commission’s determination
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related to a projected test year ended April 30, 1993. As I also indicated
earlier, SSU did not include the $992,525 in the MFRs. However, we
intend to request that the Commission permit SSU to recover the actual
OPEB costs to be reflected in the Godwin’s Actuarial Valuation report for
1995, increased by 8%, in final rates. If the actuarial valuation we will
receive shortly exceeds the foregoing OPEB cost indicated for 1996 in tﬁe
MFRs, SSU will so notify the Commission and parties to this proceeding
and will request that the difference be used as an offset to any deduction,
if any, which the Commission may make to SSU’s requested revenue
requirements.

PLEASE DESCRIBE SOUTHERN STATES’ EFFORTS TO
CONTROL OPEB COSTS SINCE THE COMMISSION ISSUED ITS
ORDER IN DOCKET NO. 920655-WS.

Before describing our efforts since the order was issued, it must be
understood that the record in Docket No. 920655-WS confirmed that
Southern States already had taken significant steps in 1992 and 1993 to
control OPEB costs prior to the issuance of that order. These cbst control
measures included: significant steps to reduce costs by adopting and
communicating specific cost containment measures such as increasing
employee deductible amounts, decreasing SSU’s reimbursement amounts
for using out-of-network medical providers and user cost sharing by

significantly increasing both retiree and active employee premium
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contributions. Since then we have implemented further cost control
measures in each of the plan years for 1994 and 1995. Some highlights
of additional cost contdinment measures are as follows: significant medical
plan and coverage re-design to reduce excessive utilization costs;
additional new coverages provided for preventive care and physicals;
adoption of more aggressive managed care with professional utilization
review and use of a primary care physician as a gatekeeper; hospital,
surgical and mental health care precertification requirements; increased
deductible and coinsurance amounts; introduction of a two>(2) tier plan;
and escalated premium structure and conversion from an insured plan to
a lower cost, self-funded plan govemed by ERISA. I note that if it were
not for SSU’s size, we would not have been able to convert to a lower cost
self-f;unded plan at all. The specific control measures implemented during
the period 1992 through 1995 are provided in Exhibit ___ (DGL-2).

As further confirmed during Docket No. 920655-WS, Southem
States’ OPEB benefits program as a whole provided somewhat lower
benefits to our retirees than the average plan of 77 utilities nationwide,
eight of which were Florida utilities. In fact, Southern States’ medical
plan benefits to retirees at age 65 and over were the least generous of the
Florida udlities. Since that docket, we have not increased medical plan
benefits to active employees nor retirees and have been ;fcry aggressive in

medical plan cost control measures. In view of the forgoing, I believe it
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is likely that SSU’s benefits remain below the average of utilities
nationwide.

DO YOU HAVE ANY OTHER INFORMATION WHICH
CONFIRMS THE REASONABLENESS OF THE OPEB COSTS
SOUGHT BY SOUTHERN STATES FOR THE YEAR ENDING
DECEMBER 31, 1996? |
Utilities have traditionally attempted to offset lower pay rates than general
industry by providing superior employee benefits. SSU’s medical plan
benefits, however, are only average when compared to géﬁeral industry.
SSU’s medical, life, dental and long term disability costs as a percent of
payroll, are 11.1%. This ratio of medical benefits dollars as a percent of
total payroll dollars is identical to the national average of 11.1% for 1,057
employers reported in the most recent 1994 national Chamber of
Commerce Employee Benefits Survey.  Further evidence of the
effectiveness of our benefits cost containment measures is the fact that
SSU’s medical related benefits increased by 2.28% from 1992 to 1993
while the same 1,057 Chamber of Commerce surveyed companies
increased medical related benefits costs by 7.7% in the same period.
Based on these facts, we believe that SSU’s medical benefits are
consistent with the average for all industry and are thus reasonable. Further
SSU’s medical cost containment measures have been more successful than

general industry as a whole.
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COULD YOU DESCRIBE SOUTHERN STATES’ REQUESTED
PAYROLL AMOUNT FOR THE PROJECTED YEAR ENDING
DECEMBER 31, 1996, INCLUDING AN EXPLANATION OF THE
COMPANY’S PROJECTION OF PAYROLL INCREASES SINCE
THE HISTORIC YEAR ENDED DECEMBER 31, 1994?
Yes. For purposes of this filing, Southern States began with the actual
payroll for the historic year ended December 31, 1994. Pay increases for
merit increases are budgeted at 3% for both the years 1995 and 1996.
Three percent was the percentage of 1994 actual merit spending. Pay
increases for promotion are budgeted at 1.0% in both 1995 and 1996, again
based on 1% actual promotion increase spending in 1994. Pay increases
for license attainment are budgeted-at .25% in both 1995 and 1996 again
based on the same percent of 1994 actual spending. The step adjustment
pay increases for hourly non-technical employees have been phased out
following the last increase given on March 2, 1995. The market
adjustments recommended in the Hewitt Study will replace the step
adjustment increases. Market and equity adjustments are budgeted at 1.5%
in 1995 and 1996. |

In addition to the 1.5% equity adjustments budgeted, SSU is
seeking an additional 4.77% market pay adjustment to bring SSU and
Buenaventura Lakes employees closer to competitive market levels. This

market adjustment represents a significant addition to payroll expense
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December 31, 1996.

WHY IS SSU PROPOSING MARKET BASED SALARY
ADJUSTMENTS?

Hewitt Associates conducted an independent external market compensation
study for SSU which incorporated pay data from eighteen different survey
sources. Hewitt compared SSU’s pay for 50 different benchmark job
classifications against other state and national employer actual average pay.
Hewitt used data from employers who operate within the geographic
locations where SSU recruits and hires employees. I will refer to this

study as the "Hewitt Study.” A copy of the Hewitt Study is provided as
Exhibit ___ (DGL-3). The most notable below market pay rates were for
those paid to: plant operators, plant maintenance, rate department and
customer service personnel. These job categories comprise over 60% of
all SSU positions. To ensure the survey comparisons were relevant, all
plant operations, maintenance and meter reading jobs were compared
exclusively against the Florida League of Cities Wage Survey. Florida
cities and counties are among our toughest competitors for employees. In
1994, Florida cities and counties paid from 11% to 22% more than SSU
for the same job. Overall, SSU’s pay rates for the job categories analyzed

were found to be on average 17.3% below the surveyed market.

HAVE YOU EXCLUDED RATE DEPARTMENT POSITIONS FROM

10
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YOUR REQUESTED 1996 PAYROLL ADJUSTMENTS, AND IF SO,
WHY?

The SSU company-wide comparison of average pay to market average pay
was recalculated excluding the Rate Departmment positions. The
comparison group for the majority of Rate Department positions was the
electric utility industry. Because the Rate Department positions were so
far below the comparison market it was believed that including the Rate
Department positions would skew the study results. This is confirmed by
the fact that by excluding solely the Rate Department positions, the SSU
company-wide comparison number drops to 16.03% below the average
market pay. According to Hewitt, when actual pay levels are within +/-5%
of the market, they can be considered to be fully competitive. Assuming
that pay rates within 5% of the market are reasonably competitive, even
after excluding Rate Department positions, SSU currently is still more than
11.03% below competitive market pay levels.

HAS SSU CONDUCTED ANY ANALYSIS TO COMPARE THE
COMPANY’S SALARY STRUCTURE, AVERAGE SALARY AND -
TURNOVER RATES TO THE SALARY STRUCTURE, AVERAGE
SALARY AND TURNOVER RATES OF OTHER COMPANIES?
Yes, and in summary, SSU’s salary structure and average salaries are far
below market while SSU’s employee turmover rates exceed the market

significantly.

11
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Salary Structure. Salary structure refers to the pay ranges to which
jobs are assigned, in other words, the minimum and maximum of pay
ranges to which specific jobs are assigned. The SSU salary range
structures were originally established based upon 1988 salary survey data.
The last time SSU revised these salary ranges was in 1990 when they were
adjusted upward by 2%. No adjustments in salary structure have beén
made since then.

According to the Hewitt survey data, southern U.S. companies, on
average, raised their salary structure annually by 2.5% for hourly and 3.2%
for exempt employees in 1992, 2.6% hourly and 3.0% exempt in 1993, and
2.3% hourly and 3.0% exemptin 1994. All Florida companies on average
raised their salary structures by 2.1% hourly and 2.4% exempt in 1992,
2.2% hourly and 2.7% exempt in 1993, and 3.0% hourly and 3.1% exempt
in 1994. The foregoing demonstrate that for these three (3) years the
Florida labor market experienced a 7.8% compound growth rate in salary
range structures. This indicates that Florida employers on the average
increased their salary pay grade minimums and maximums by 7.8% in
those three years. During this same period, SSU was unable to increase
the salary ranges for our positions, thus SSU fell farther behind the
competitive labor market.

Salaries. According to the Hewitt survey data, in 1993, average

overall salary increase budgets in Florida were 4.0% hourly and 4.4%

12
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exempt and, in 1994, 4.1% hourly and 4.4% exempt. In the two years
from 1993 to 1994, the average Florida employee thus received an 8.57%
compound increase in €arnings. At SSU, during this same two year 1993-
1994 interval, SSU’s more conservative salary increase budgets for merit,
equity and step adjustments reflected a compound growth rate of 7.2%.
The actual growth in SSU’s actual average pay increased by only 1.44%
or from $27,168 in 1993 to $27,560 in 1994. This fact confirms that,
proportionately, SSU is filling more lower paid operator, maintenance and
customer service classifications than higher paid positions.‘Despite SSU
efforts to keep up with external market annual pay rate increases in the
past few years, SSU’s pay rates have remained significantly below the
external labor market. As I indicated above, the average SSU employee
eamed a base compensation of $27,168 as of 12/31/93. In contrast, in the
most recent 1993 National Association of Water Companies (NAWC)
survey of Investor-Owned Water Utilities, the average compensation for
employees of investor-owned water utilities in the southern United States
was $34,585.97. Average compensation nationally for investor-owned
water utility employees in 1993 was $39,109.15.

SSU has not been financially able to implement company-wide
salary adjustments due to our current and historically low earnings
position.

Tumover. As a result of our non-competitive wage and salary

13
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scale, SSU also has experienced high rates of turnover, as well as
difficulty recruiting. The percentage of turnover in 1992 was 13.2%, with
62 out of 469.5 emplo?ecs separating from SSU’s service. The percentage
of turnover in 1993, was 13.5 %, with 66 of 489 employees separating
from SSU’s service. Excluding the Venice Gardens sale and customer
service office consolidation which took place in 1994, the perceﬁtage of
turnover was 11.54% with 58 out of 502.5 employees separating from
SSU’s service in that year. SSU turnover to date in 1995 has been 11%
on an annualized basis, with 13 employees separating frorﬁ éervicc in the
first quarter.

These turnover rates are substantially higher than the national and
southern United States averages. According to data published by the
Bureau of National Affairs ("BNA"), which tracks monthly tumover and
reports the national average for all companies nationwide, all U.S.
companies averaged 10.8% turmover in 1994. The significance of this
statistic is that it includes turnover experienced by retailers and the fast
food " industry which have tumover rates which can exceed 100%.
Approximately 65% of SSU’s preventable turnovers in 1993 and in 1994
were employees who had less than 3 years of service. In fact, in 1993,
nearly 31% of the personnel who separated had less than 1 year of service.
In 1993, we compared our average annual turnover to that of other

utilities: Orlando Utilities Commission 4.8%, Florida Cities 3.96%, Collier

14
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County’s Utility Division 9.72% and Minnesota Power 5.4%. Obviously,
our 13.5% turnover rate is abysmal by comparison to these other utilities.
High tumover contributes to higher recruitment costs as well as lowered
employee productivity and added retraining costs. Ultimately, SSU'’s
customer service and operating efficiency suffer when trained employees
cannot be retained.
HAS SSU DONE ANYTHING IN THE PAST TO CONTROL
TURNOVER?
Yes. As new inexperienced employees are hired at entry level rates, they
are compressed at the low end of their respective pay rénges. To improve
retention of these employees and offset lower salary range compression,
administrative and clerical employees in salary grades 10-and below
previously were compensated with up to three step adjustments, one in
each successive six month period. Each step adjustment was equivalent
to approximately 3.5%. In anticipation of SSU’s implementation of the
market based adjustments indicated in the Hewitt Study, the step
adjustment program was discontinued after the last step increases on
March 2, 1995.

Also, in response to the loss of field employees, and as a means of
improving competitive pay, plant operators and distribution and plant
maintenance employees are given hourly pay adjustments for attainment

of additional or higher level licenses. The intent of this pay practice is to
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give new hires an incentive to attain the training necessary to obtain
licenses on an expedited basis and reward them for doing so. However,
the job specific market data available in the Hewitt Study indicates that
these licensing adjustments alone have not been sufficient to bring SSU
pay levels into line with the market.

HAS TURNOVER FOR FIELD PERSONNEL DECREASED SINCE
THE LICENSING ADJUSTMENTS WERE IMPLEMENTED?

Yes, there has been a modest improvement. Turnover has been reduced
to 11% in 1995 from the 13% levels in 1992. The Hewitt study, however,
demonstrates that for many SSU positions, we are still far below
competitive market levels and must remedy the problem to bring turnover
to acceptable levels. Please note the double digit percentage increases
indicated in the Hewitt Study which would be required for SSU to bring
operators to competitive market rates in comparison with the Florida
League of Cities Survey.

HAS SSUDONE ANYTHING FURTHER TO CONTROL PAYROLL
COSTS?

Yes. As aresult of SSU’s poor 1994 financial results, $600,000 was cut
from the 1995 labor budget in anticipation of savings resulting from a
hiring freeze which was put into effect on 1/1/95. All 1995 vacancies are
now being subjected to re-justification and committee review to determine

that refilling is . absolutely essential to meet regulatory compliance

16



10

11

12

13

14

15

16

17

18

19

20

21

22

requirements or to avoid the cessation of critical work.

Also, each year reductions are made in the labor budget to account
for turnover. In 1995, $125,000 was cut from the budget to account for
payroll lapse as a result of historical turnover and ongoing vacancy levels.
As I indicated earlier, the turnover rate has been high in the past so this
reduction to accommodate the high turnover rate is larger than it would be
if turnover rates were reduced to more normal levels -- as SSU hopes will
occur if the Commission approves our request for salary adjustments
consistent with the Hewitt Study.

DOES SOUTHERN STATES PROPOSE TO IMPLEMENT THE
CHANGES SUGGESTED BY THE HEWITT STUDY?

Yes. In 1995, SSU began implementing competitive market adjustments
equal to 1.5% of payroll in order to accommodate a portion of the
adjustments indicated in the Study. Southern States believes it is necessary
to acknowledge and remedy the salary deficiencies identified in the Hewitt
Study and reduce rgsulting high turnover rates as quickly as possible.
SSU’s inability to adequately adjust salaries to competitive market levels
has been occasioned by our very poor financial results. However, we
believe that the high turnover levels we have been experiencing cannot
continue indefinitely without adversely impacting quality of service and
ultimately costing SSU and our customérs more in the long run than the

salary adjustments we are proposing. Already, our deficient salary levels
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have resulted in SSU’s inability to recruit and retain employees. The high
rates of turmover have caused increased recruitment and re-training costs
as well as reduced efficiencies and lowered productivity due to a loss of
trained personnel. Ultimately these costs harm our customers. Once
Southern States’ salary structure is adjusted to better reflect market
realities, we believe that reduced productivity during training and
orientation, deficiencies in experience and training levels of our employees,
employee recruitment costs, and other costs will be mitigated. For these
reasons, we have projected adjustments of our salary structures. In 1996,
adjustments of $711,405 or 4.77 % for SSU and $27,916 or 4.76%, for
former employees of Orange Osceola Utilities who will be SSU employees
by 1996 (serving the Buenaventura Lakes facilities) were budgeted
separately to achieve one-half of the balance of the pay adjustments
necessary to bring SSU into a competitive market position. As I
previously indicated, our ultimate objective is to pay within 5% of the
comparable labor market so adjustments in future years also will be
required.

PLEASE INDICATE WHETHER SSU MAINTAINS THE SAME
EMPLOYEE POLICIES AND BENEFITS FOR ALL SSU
EMPLOYEES.

SSU maintaiﬁs the same employee policies and benefits for all of its

employees, wherever in Florida they may be located or providing service.
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These policies and benefits will apply to the current employees of Orange
Osceola Utilities who will become SSU employees. Employee policies
and benefit programs dre developed, implemented and administered by the
Human Resources Department in Apopka.

For example, with regard to timekeeping practices specifically, SSU
has established uniform policies regarding work hours, overtime, breaks,
meals, shift differentials, sick time off, vacations, etc. The interpretation
and application of these policies or any pertinent laws or administrative
rules regarding working hours is the responsibility of the HR Department
in Apopka.

Payscales also are uniform within the same job classification,
regardless of where an employee is based, with the excepsion of Marco
Island which has a geographic wage deferential for licensed operators.
Payscale, wage and salary administration, job classification, job
description, job evaluation, job placement, performance appraisals, annual
merit increases, promotional/demotional salary adjussments, salary surveys,
and incentive pay plans are centrally developed, implemented, and/or
administered by the HR Department in Apopka. I will discuss these issues
later in this testimony.

‘Benefit programs include, but are not limited to, comprehensive and
major medical benefits; a medical/dependent care flexible reimbursement

account; life insurance; accidental death and dismemberment insurance;
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long-term disability insurance; 401(k) savings defined contribution plan;
defined pension plan .and employee assistance plan.

Additional poficies and programs developed, implemented and
administered statewide from Apopka by the HR Department include, but
are not limited to, the following list: Equal Employment Opportunity,
Hiring Practices, Sexual Harassment, Alcohol and Drugs, Smokiné Policy,
Conflict of Interest, Pre-Employment Physical, Relocation Policies,
Employee Records Administration, Training and Educational Assistance,
Safety and Health Standards, Separations Procedures, Empld);ee Discipline,
Death of an Employee, Death of a Retiree, Exit Interview Process, and
Discipline.

CAN YOU IDENTIFY ANY RECENT CHANGES BY SOUTHERN
STATES’ HUMAN RESOURCES DEPARTMENT WHICH HAVE
ASSISTED THE COMPANY IN CONTROLLING COSTS?

Yes. In 1995, Southern States became a self-insurer for our medical plan.
Were it not for SSU’s size, we would not be able to enjoy the lowered
costs associated with a self insured medical plan. According to our medical
plan consultants, only employers with 500 or more employees can cost
effectively self fund a medical plan. Self funding the medical plan will in
the long term not only reduce SSU’s costs, but also allow us to provide
more affordable medical benefits to our employees and lower costs to our

customers. A conglomeration of small independent utilities could never
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attain the economies of scale that SSU has achieved in its benefit
programs.

As another example of cost savings, in 1993, SSU consolidated its
employee 401(k) Savings Plan and Pension Plan under one lower cost plan
administrator. Consolidation of both plan assets under one investment
fund manager and single plan administrator lowered asset fees which are
incrementally reduced based on a larger combined dollar volume of assets
under management. This consolidation also reduced plan record keeping
fees and administrative and testing charges.

DOES THE APOPKA OFFICE APPROVE ALL HIRING AND
TERMINATION OF EMPLOYEES?

Yes. The HR Department in Apopka assists company supervisors with all
disciplinary actions. The HR manager reviews and approves the hiring and
termination of all employees. In fact, all aspects of the hiring process are
controlled by the recruiter position within HR. Given the location of
SSU’s statewide facilities, we consider our hiring pool to also be
statewide. When a vacancy exists or a new position is requested, the
requesting supervisor must complete a "Position Requisition” form. HR
reviews Position Requisitions to ensure that they are authorized. All
recruiting advertisements are written by the HR Deparament and placed in
appropriate periodicals and newspapers by HR. A statewide recruiting

budget (to cover the cost of ads, physicals, drug screens, criminal record
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checks, interview expenses and any relocations) is developed annually and
administered by HR. Across the state, candidates are instructed to apply
in person, or send a resume, to the Apopka office. Applications and
resumes are pre-screened by the HR department. A panel of qualified
candidates is recommended to be interviewed. A Team Interview
composed of panelists from the hiring department or a cross-section of
departments and facilitated by HR is conducted on selected candidates.
The team reaches a hiring decision and recommends selection of a
candidate. HR conducts background and reference checks on finalist
candidates. A "Recommendation to Hire" form is submitted to HR which
reviews the recommendation and supporting documentation (application,
reference checics, etc.), obtains any additional information to ensure that
a proper hiring decision has been made, approves hiring and approves or
negotiates a starting pay rate with the potential employee.

Following verbal acceptance of an offer by the candidate, a written
offer of employment (contingent on successfully completing a job-related
physical examination and drug screen) is prepared by HR and signed by
the candidate accepting the offer. Once the letter is signed by the new
employee, the employee is referred to the company-designated physician
for a post-offer physical examination and drug screening, consistent with
established corporate policy. The results of the physical are phoned in and

sent to HR by the-medical provider. Results of the drug screen are phoned
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in to HR by the Company’s Medical Review Officer. HR informs the
local manager of the results of both the physical and drug screen. HR
informs any candidate"who tests positive on a drug screen of these results
in writing through registered mail, indicating that the offer of employment
has been withdrawn because the candidate failed to meet the conditions of
employment and explaining the candidate’s rights of appeal and retesting.
If the medical provider suggests that the candidate may not be physically
able to safely perform in the vacant position, HR assumes responsibility
for determining whether there may be some "reasonable accommodation”
(under the Americans with Disabilities Act) that might be made to allow
the candidate to perform the essential functions of that job. HR hosts a
formal orientation in Apopka for all new employees once every quarter.
New employees from throughout the state travel to Apopka for this

orientation which lasts about 6 hours.

ARE THERE ANY OTHER ACTIVITIES OF THE HUMAN
RESOURCES DEPARTMENT WHICH DEMONSTRATE HOW
SSU’S SERVICES APPLY STATEWIDE TO ALL SERVICE
AREAS?

The HR department is responsible for employee relations activities through
the state. All disciplinary actions are discussed, tracked and reviewed by
HR to ensure consistency and the fair treatment of all employees.

Recommendations to discharge any employees must be submitted to the

23



10

11

12

13

14

15

16

17

18

19

20

21

22

Manager of Human Resources for review and then approved by the
President. No discharge is approved without full and complete
investigation and documentation by the HR Department.

Employee complaints are frequently addressed by HR eitherdirectly
(in person or by phone) or through the "Pipeline” program which is
administered by the Communications department and offers employees an
avenue to anonymously submit any complaints or problems through
Communications to senior management. HR investigates, documents and
resolves charges of sexual, racial, age or disability discrimination or
harassment, initiating corrective action when necessary and warranted. HR
is constantly seeking avenues to keep their fingers on "the pulse” of SSU’s
proactive employee relations program. Drug testing mandated by the
Department of Transportaion (DOT) and by the Florida Drug-Free
Workplace Act, is monitored and controlled by HR. Drug testing is
accomplished on a number of occasions: Post-Offer, Assignment into a
position covered by DOT regulations, Post-Accident (DOT regulated
employees), Random (DOT), Routine Fitness for Duty (DOT),V Return to
Duty and Reasonable Cause testing. All "reasonable cause" drug testing
must be recommended by the local manager to the Manager of Human
Resources and approved by the Vice President of Finance and Accounting.

The HR department also administers and controls the staffing

budget for the entire company, statewide, without exception. All operating
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regions and support divisions, departments and locations submit
justification for current positions as well as requests for additional staff.
Overtime, on-call hours and shift differential hours also are requested in
the process. New authorizations must be approved by the President.
Finally, the HR department researches and analyzes new or existing
legislation and develops the corporate-wide response to these new laws
with the assistance of outside counsel, if necessary. Most recently, this
analysis has included the Americans with Disabilities Act, Civil Rights
Acts and the Family Medical Leave Act. Local Managers z;nd employees
at all SSU facilities throughout the state, without exception, are provided
information and training on these new laws, as appropriate. In additional,
HR serves as a consultant to other departments, examining legislation and
assisting in the interpretation of that legislation and the development of

Company-wide responses to these laws in concert with other departments.

-Examples include: the new Family Medical Leave Act, Americans with

Disabilities Act, Department of Transportation (DOT) Regulations
concemning Commercial Drivers Licenses, DOT Regulations on LP Gas
Pipeline Safety, Bloodbome Pathogens Rule, Safety Procedures, Confined
Space Entry, Florida Worker’s Compensation Law, Equal Employment
Opportunity Law, and other legislation. SSU compliance with these
requirements, and necessary reports to government agencies, are

determined on a company-wide basis, not by plant.
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PLEASE DESCRIBE HOW THE INFORMATION YOU HAVE JUST
PROVIDED TO THE COMMISSION RELATES TO SOUTHERN
STATES’ ABILITY TO PROVIDE SAFE, EFFICIENT, AND
SUFFICIENT SERVICE TO ITS CUSTOMERS.

Human Resources is responsible for ensuring that employees are qualified
and able to successfully and efficiently perforrn the functions 6f their
positions. HR works with each department to set the minimum training,
experience and educational requirements for each company position and
determines the proper pay grade assignment using a formai jbb evaluation
program. HR ensures that all employees meet the qualifications for the
positions for which they are hired and ensures that proper job related
training is conducted to keep employees competent to meet their assigned
responsibilities. HR ensures that fair employment laws are adhered to and
that discipline is fair and necessary to the proper conduct of the business.
Through adequate compensation and benefits, the HR department strives
to recruit, motivate and retain qualified employees necessary to provide
efficient, quality water and wastewater to our customers. All these
elements are the essential tasks entrusted to the HR department.
PLEASE DESCRIBE HOW SSU PROVIDES EMPLOYEE
TRAINING?

All aspects of the training and development of SSU’s employees (with the

exception of "on-the-job" training) originate from the Apopka office. The
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training function is accomplished by personnel from Apopka and is
conducted on site, at individual plants throughout the state, as well as at
centralized locations at or near the headquarters in Apopka; depending on
the topic and the target audience.

As explained by SSU witness Raphael A. Terrero, the Technical
Services and the Environmental Compliance and Permitting departments
(both located in Apopka) provide technical training on water and
wastewater operations-related topics.

SSU also provides management and supervisory training as well as
training on Customer Service Techniques, Telephone Etiquette, Computer
Use, Computer Software (Word Perfect, Quattro Pro, Windows and others),
Leadership, Organizational Development, Team Building and a variety of
other topics.

The Communications Department hosts a Quarterly Manager’s
Meeting at a location near the Apopka headquarters. All local managers
throughout the state travel to this location every quarter to receive training
on a number of topics and to receive presentations from various
departments. This includes the training of managers and employees
concerning corporate policies, programs and procedures which affect all
employees at all SSU facilities throughout the state.

The HR department is responsible for HR-related training of

managers and all employees. This includes, but is not limited to, Drug
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Awareness to comply with the Florida Drug-Free Workplace Act, benefits
information sharing including 401(k) savings plan enrollments, general
benefits awareness and education, medical plan and wellness, personnel
and pay policies, supervisory training, for example, how to interview,
discipline, etc., familiarization with new legislation, for instance, ADA,
Family Medical Leave Act, etc., formal employee orientations held in
Apopka each quarter for new employees, and communication of personnel
policies and other topics.

SSU also offers company-wide training and education assistance
programs to reimburse employees for external training/education. Courses
which satisfy the requirements for a college degree are covered, as is
education that satisfies the requirements for license(s) in:

Water Treatment (A, B, and C)

Wastewater Treatment (A, B, and C)

Distribution Systems (A, B, and C).

Collection Systems (A, B, and C)

Backflow Prevention/Tester

Backflow Assembly/Repair and Maintenance

Cross Connection Control Management

These courses are available either by correspondence course or in
a classroom setting at local junior colleges or vocational-technical schools

approved by either the Florida Department of Professional Regulation, in
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the case of water and wastewater treatment courses, or the Florida Water
and Pollution Control Operators’ Association or University of Florida
TREEO Center in the ¢ase of Distribution, Collection, Backflow and Cross
Connection licenses. All requests for outside training and education are
submitted to the local supervisor and then to HR for review, approval and
processing for payment.

The Information Systems department provides specific training
pertaining to mainframe computers, the PC network, -data security. and
specialized software and provides programming services to any facility or
department wherever located, on request.

Other Apopka based divisions and departments provide training on
technical areas within their respective disciplines as well. For example,
the Finance Department, which also is located at SSU’s Headquarters in
Apopka, provides training annually on the preparation of all budgets,
annual reports, purchasing, risk management and other finance-related
topics in Apopka and at a central location within each region. Other
Apopka based departments may be called upon periodically to provide
training on a subject within their respective areas of expertise. These
include, but are not limited to, Safety, Rates, Customer Service,
Engineering, Legal, Environmental Services, Operations Administration,
Corporate Development and other areas. Attached as Exhibit __ (DGL-4)

is a copy of a recent schedule of training events conducted by Apopka
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based personnel for SSU employees.
DOES THAT CONCLUDE YOUR TESTIMONY?

Yes, it does.
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GODWINS BOOKE & DICKENSON

13535 Feather Sound Drive, Suite 606

Clearwater, FL 34622-5545

{813) 573-2884 Fax (813) 573-1073
(813) 571-1440

December 21, 1994

Ms. Dale G. Lock

Human Resources Administrator
Southern States Utilities

1000 Color Place

Apopka, FL. 32703

Dear Dale:
We respectfully present in this report the results of our actuarial valuation of the Company’s
postretirement medical, dental, and death benefit programs. This report’s principal purpose is to
provide information regarding:

the financial statement implications of applying FASB Statement No. 106 in 1994,

the deductible limit for funding your 501(c)(®) trust,

the projected FAS Expense for 1595, and

a comparison of actual and expected plan experience.
1t is important to note that the Company’s true liability for postretirement medical, dental, and death
benefits depends greatly upon future experience and is very difficult to predict accurately. For
example, the Company’s liability for postretirement medical care benefits depends greatly upon factors
such as future medical inflation, actual incidence of claims and the retirement and termination pafterns
of participants. Due to the uncertainty of these events, Part II of this report analyzes the sensitivity of
the results to variations in future plan experience.
For your convenience, we have sumsparized the highlights and essential results of the valuation in the
Summary of Results found in Part I. The Table of Contents following this letter outlines the text and
tables included in this report.
Respectfully submitted,
Godwins Booke & Dickenson

Bran S. Broverman, F.S.A.
Principal

cc: Dwight S. Bell
Godwins Booke & Dickenson
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Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Programs

Part I. Summary of Results

A. Financial Information

01/01/94 01/01/93
1. FAS 106 Expense
a. Medical and Dental $ 814,480 $ 941,710
b. Death Benefits 33552 _ = 31423
c. Total $ B48,032 $ 973,133
2. Succeeding Year Cash Flow Projection
a. Medical and Dental $ 77,086 § 70,000
b. Death Benefits 3537 2,500
c. Total $ 80,623 $ 72,500
3. Accumuiated Postretirement
Benefit Obligation
a. Medical and Dental $ 3863738 $ 4,058,182
o~ b. Death Benefits 219,794 1 88
.) c. Total $ 4,083,532 $ 4,206,870
4. Expected Postretirement
Benefit Obligation
a. Medical and Dental $ 6,559,374 $ 7,087,009
b. Death Benefits 292,754 209,133
c. Total : 6,852,128 $ 7,296,142
5. Plan Assets
a. Total 3 500,040 $ 0
6. Balance Sheet Assst (Liability)
Medical + Dental + Death
a. Beginning of Year $ (400,633) $ 0
b. Net Employer Contributions in Year N/A 572,500
c. {Financial Statement
Expense for Year) (848,032) {973,133)
d. End of Year
{la] + [b] + [c]) N/A $ (400,633)
7. Assumed Discount Rate 7.0% 7.0%

GopwinNs BOOKE & DICKENSON
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Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Programs

B. Valqation Data

01/01/94 01/01/93
1. Number of Participants - Medical and Dental
a. Active 451 421
b. Retired 16 14
c. Tofal 467 435
2. Number of Participants - Death Benefits
a. Active 451 421
b. Retired 16 14
¢. Total ' 467 - 435
C. Projected FAS 106 Valuation Results
01/01/95
1. FAS 106 Expense $ 898,156
2. Accumulated Postretirement Benefit
Obligation $4,692,140
3. Expected Postretirement Benefit Obligation $7,248,332

Gopwins Booke & DICKENSON
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- Southern States Utilities o
Postretirement Medical, Dental, and Death Benefit Programs

D. Deductible Limit for Funding 501(c)}(8) Trust

Year Beginning

01/01/94
1. Current Service Cost $ ' 230,65é
2. interest Cost $ 138,605
3. Expect;d Return on Assets (25.002)
4. Amortization 152,781
$ 497,042

Gopwins Booke & DickeNSON
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Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Programs

Part ll. Actuarial Commentary

A. Sensitivity Analysis

The Company's true liability for postretirement benefits depends greatly upon future economic and
demographic factors which are difficult to predict accurately. The estimates in this report are based on
the actuarial assurmptions that are outlined in Part V. These assumptions are hereafter referred to as
the current assumptions. Different assumptions could yield significantly different results. The following
table illustrates the sensitivity of the results to changes in the key assumptions. |

Current Assumptions $660,338 $3,863,738 $6,559,374
1% Increase in Medical and $801,794 $4,542 966 $8,042,732
Dental Trend Assumptions +21% +18% +23%

As shown above, the postretirement medical and dental results are very sensitive to changes in
assumptions. We believe that there are many different sets of reasonable assumptions. However, we
also believe that a reasonable range of results exists. For example, we think a reasonable estimate of
the 1994 FAS 106 expense for postretirement medical and dental benefits may be from $500,000 to
$900,000. )

B. Beginning Medical and Dental Claim Level

The beginning medical and dental claim level is a major determinant of the FAS 106 annual expense
for post retirement medical and dental benefits.

The beginning claim level that is used for this report is based on a combination of actual claim data for
the period 1/1/93 - 9/30/94 for active employees and retirees and manual rates which represent the
expected claims based benefits, demographics, and geographic cost factors. Ovetall, medicai claims
were 7% less than the manual rates so we used manual rates less 7% for retirees under 65 and over
65. The beginning dental claim level is based on the overall actual dental claims expetience for actives
and retirees combined.

GopwiNs BOOKE & DICKENSON
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Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Programs

C. Medical Trend Rate

The medical trend rate is an important assumption in projecting medical claim levels. Varying this
assumption produces dramatically different results for liabilities and expense amounts as shown in [A]
above., The calculations in this report are based on an assumed annual medical trend rate of 10%
beginning in 1994 grading down 1o an ultimate rate of 5% in 1998, This implicitly assumes that
medical costs will increase as a percent of GDP from 14.6% in 1993 to 17.2% in the year 1999 and
that they will remain constant thereafter.

D. Gain and Loss Recognition
FAS 106 specifies a corridor approach as the minimum for recognizing gains and losses. Under this
approach, cumulative gains and losses are not recognized until they exceed 10% of the APBO (or
market-related value of plan assets if greater). Once the cumulative gain or loss exceeds this

threshold, the excess is amortized over the average future service to expected retirement of active plan
participants.

Any systematic approach to recognizing gains and losses can be used instead of the minimum method
if the alternative method satisfies the following conditions:

" 1. The minimum amortization is recognized in any period in which it is greater than the amount that
would be recognized under the alternative method,

2. the method is applied consistently from year to year and on a similar basis for gains and losses,
and :

3. the method is disclosed.
E. Changes in Assumptions

The medical and dental trend rates were reduced by 1% for 1994 from the amounts used in the
previous valuation. URimate trend rates remain unchanged.

GopwiNs Booke & DICKENSON
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- Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Programs

Part Il. Actuarial Certification

We have made an actuarial valuation of the Company's postretirement medical and dental benefit programs
as of January 1, 1994. The employee data and the financial and claims information that were used in this
valuation were submitted to us by the plan sponsor, or at the plan sponsor’s direction. The demographic
data was collected as of the valuation date. We did not audit any of the submitted data. On the basis of
our review of the data, however, we believe that the information is sufficiently complete and reliable for the
purposes of this valuation. ’

In our opinion, the assumptions and methodology underlying this valuation are consistent with the criteria
outlined under FAS No. 106 and conform 1o the Actuarial Standard of Practice No. 6, Measuring and
Allocating Actuarial Present Values of Retiree Health Care and Death Benefits and Actuarial Compliance
Guideline No. 3, published by the Actuarial Standards Board.

We have no relationship with the client which may impair or appear to impair the objectivity of our work.

Godwins Booke & Dickenson

Brian 8. Broverman, F.S.A.
Enrollment Number 93-2784
; One Corporate Drive, Suite 600
:} Clearwater, Flotida 34622-5536
(813) 573-2884

GopwiNs BooxE & INCKENSON
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Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Prograins

Part IV. Review of Regulatory Issues and Other Responsibilities

A. Regulatory Issues
i. Document and SPD

The document and SPD should accurately refiect the retiree benefit plan and should
unambiguously reserve the employer's right to modify or terminate the plan.

A racent ruling in the 3rd Circuit (PA, NJ, DE) prohibited an employer from medifying its
postretirement benefits, even though the employer had clearly reserved the right to do so. The
ruling was based on the fact that the plan document did not have the appropriate language
regarding amendment procedures and did not identify the person who had the authority to amend
the plan. The court did not allow the employer to terminate plan benefits until it adopted a proper
amendment procedure.

2. FAS 112

FAS 112, which is effective for fiscal years beginning after 12/15/93, requires employers 1o show a
liability for benefits provided to nonactive employees who are not retired. This includes employees
who are terminated, laid off, disabled, on leave of absence, as well as surviving spouses and
dependents,

Employers who provide benefits to long term disabled employees may have a choice 1o classify
these benefits as postretirement benefits subject to FAS 106, or postemployment benefits subject
to FAS 112 FAS 106 aliows amortization of the transition cbligation and includes a provision for .
delayed recognition of gains and losses.

3. Medicare Primary for Disabled, Non-working Employees

Effective August 10, 1993, Medicare is the primary payor on benefits for most disabled, non-

working, employees who are covered under Medicare because of disability. Under a recently
issued procedure, employers can have Medicare adjust payments so the employer plan pays
secondary, effective August 10, 1993.

4. Other Health Care Issues not Directly Related to Postretirement Benefits

Coverage under Qualified Medical Child Support Orders

Mandated coverage of pre-adoptive children

Pediatric vaccines vested as of May 1, 1893

Medicaid's ability to use COBRA or forced enroliment to cost shift to employers
Self-funded must pay New York hospital surcharge or face stiff penalties

Family and Medical Leave Act

No required COBRA coverage for employees on Medicare because of kidney disease

GoDwINS Booke & Dickenson
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Souihern States Utilities

Postretirement Medical, Dental, and Death Benefit Programs

B. Other Responsibilities

1. Disclosure information required by FAS 106 must be included in year-end financial statements.

2. FAS expense must be calculated on an estimated and ultimately a final basis for accruing cost
throughout the year.

3. Retiree contribution rates should be updated to meet the intent of the postretirement plan.

4. Plan Administrator must provide the foliowing:

a. For completion of the actuarial valuation report

iit.
v,

Active and retiree census data

Experience data on active and retiree plans
Expense data

Descriptions of plan ¢hanges

b. For completion of fiscal year end disclosure information

i
il

fii.

Descriptions of plan changes or significant events during the fiscal year
Retiree contributions paid to employer for medical and death benefit coverages
Employer cash payments for retiree medical and death benefits for the fiscal year

- If self-insured or participating insurance contract, cash payments should equal

premiums, and other expenses related to the plan.

retiree claims plus applicable administrative expenses, stop loss insurance

- If insured on a pooled basis, cash payments should equal age-adjusted premiums.

Trust deposits and asset value at year-end.

Gopwins Booke & DICKENSON
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Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Programs

Part V. Valuation Methods and Assumptions

A. Valuation Methods

The Projected Unit Credit method is used to calculate all of the expense amounts that are included in
this report. The calculations are performed in accordance with the methodology set forth in FASB
Statement No. 106, Employers’ Accounting for Postretirement Benefits Other Than Pensions.
Generally, the method is intended to match revenues with expenses and attributes an equal amount of
an employee's projected benefit to each year from date of plan entry to the date that he is first elngtble
to retire with full benefits.

All of the calculations in this report assume that the plan will continue without change except that

retiree cost-sharing provisions, including contributions, will increase over time at the same rale as the
total plan cost. This assumption does not necessarily imply that there is an obligation to do so.

B. Valuation of Assets

A 501{c}{a) trust has been established effective December 30, 1993. Assets held in the trust fund are
valued on a market value basis.

C. Employees Included in the Calculations
’3 All active employees who have met the plan’s participation requirements as of the valuation date are
‘ included in the calculations. Former employees or their survivors who are entitled to a benefit under

the provisions of the plan are also included.

D. Actuarial Assumptions

1. Discount Rate 7.0%
2. Medical Trend Rate Year Medical Dental
{for gross eligible charges)
1954 10% 7%
1985 9% 6.5%
1996 8% 6%
1997 7% 5.5%
1998 6% 5%
1999+ 5% 5%
3. Increase in Retiree Contribution Amounts Year Medical Dental
for Postretirement Health Care Benefits
i 1004 10% 7%
1995 9% 6.5%
1996 8% 6%
1997 7% 5.5%
1998 6% 5%
Iy 1999+ 5% 5%
p=r

GODWINS BOOKE & DICKENSON
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Southern States Utilities- 7
Postretirement Medical, Dental, and Death Benefit Programs

4. Beginning Medical and Dental Claim Level Retiree or Annual Cost
Per Person (used for the twelve Spouse Age Medical Dental
month period beginning on the
valuation date) 57 $3,305 $106

62 4,034 106

67 998 106

72 1,154 106

77 1,338 106

82 1,422 106

87 1,455 106

5. Mortality 1983 Group Annuity Mortality Table

for males, set back six years for
females

6. Disability None

7. Sample Termination Rates Annual

Age Rate
25 11.63%
30 10.88%
35 10.14%
3 40 9.40%
" : . 45 6.87%
50 4.33%
- 55 - 1.80%
8. Retirement Rates Annual
Age Rate
55-59 2%
60-61 10%
62 30%
63-64 20%
65 100%
9. Percentage of Future Retirees Who Elect 90%

Postretirement Health Care Coverage

10. Percentage of Future Retirees with
Postretirement Health Care Coverage
Who Elect Family Coverage

a. Maie Retirees 85%
b. Female Retirees 85%
11. Expenses ' 5% Inciuded in beginning claim level

i12. Assumed rate of annual compensation
increase Not applicable

Gopwins Booke & IDICKENSON
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Southern States Utilities -
Postretirement Medical, Dental, and Death Benefit Programs

13. Expected net afler tax retum on assets 5%

E. Other Considerations
1. There are no significant fiabilities for this plan other than for benefits.

2. Although we believe these 1o be accurate and complete as of the valuation date, employee data
supplied to us by the Employer has not been audited by us.

3. All employees who are assumed to be married and for whom we have no spouse information are
assurned to have a spouse with the husband three years older than the wife.

J

Gopwins Booke & DickeENsON
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Part VI. FASB Statement 106 Information'

The substantive plan which is the basis for this accounting is the plan described in Part Vil together with
the following assumptions about future modifications.

1. Retiree cost-sharing provisions (deductible, coinsurance, etc.) will increase over time at the same
rate as the total cost of the plan.

2. Retiree contributions will increase at the same rate as the total cost of the plan.
A. Net Periodic Postretirement Benefit Cost

Fiscal Year Beginning

) 01/01/94 01/01/93
1. Service cost | $ 406,205 $ 470,846
2.  interest cost 283,026 291,943
3. {Expected retum on assets) ($25,002) 0y
4.  Amortization of unrecognized amounts: |
P
‘_) a. Transition obligation (asset) 210,344 210,344
b. Prior service cost 0 ) 0
c. Net {(gain) or loss (26.541) 4]
5. Total $ 848,032 $ 973,133

Unless specifically noted othetwise, all of the information in this Part is for the combined postretirsment medical, denta) and
death benefit programs.

The expected retum on assets of $0 consists of an actual retum on assets of $40 and an asset {gain) or loss of $40.

(i
el
L I

Gopwins BOOKE & DICKENSON
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B. Reconciliation of Funded Status

1. Fair value of assels

2.  Accumulated postretirement

benefit obligation

a. Retirees and beneficianes
eligible for benefits

b. Active employees fully
eligible for benefits

c. Terminated employees fully
eligible for benefits

d. Active employees, not fully
eligible for benefils

e. Total
3. Funded Status ([1] - [2)

4.  Unrecognized transition
obligation (asset)

5.  Unrecognized prior service cost
6.  Unrecognized net {gain) or ioss

7.  Balance sheet asset (liability)
((3] + [4] + [5] + {6))

01/01/94 01/01/93
$ 500,040 $ 0
$ 536229
$ 1,613,307 0

0 0

1,933,996 0
4,083,532 $ 4,206,870
$ (3,583,492) $ 4,208,870
3,996,526 4,208,870

0 0

(813.667) 0

$ (400,633) $ 0

Gopwins Booke & DICKENSON
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Postretirement Medical, Dental, and Death Benefit Programs

C. Other Accounting Information

10.

1.

e

01/01/94 01/01/93
Market related value of assets $ 0. 0
Unrecognized net (gain) or loss
to amortize® $ 1,704,560 0
Average future service (in years)
a. To expected retirement 15.27 15
b. To full eligibility 8.63 10
Medical Trend Rale
a, First year rate 10% 12%
b, Ullimate rate 5% 5%
c. Select period 5 years 7 years
Dental Trend Rate :
a. First year rate 7% 8.5%
b. Ultimate rate 5% 5%
c. Select Period 4 years 7 years
General Inflation 4% 4%
Weighted average assumed discount rate 7.0% 7.0%
Assumed rate of annual compensation
increases N/A N/A
Weighted average expected long-term
rate of retum on plan assets (after-tax) N/A N/A
Estimated income tax rate
included in rate of return N/A N/A
Effect of a 1% increase in assumed trend
rate on postretirement medical and dental care:
a. Service and interest cost +21% +21%
b. APBO +18% N/A

Minimum amortization of the unrecognized net {gain) or loss, calculated in accordance with paragraph 58 of FAS 106, is equal
to (i) the excess, if any, of the absolute value of the amount in line {C){2) over 10% of the greater ol the amounts in lines

(B)2)(f) and (C){1), divided by (i)} the number of years in line (C)(3)(a).

Gobwins BOOKE & DICKENSON
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Postretirement Medical, Dental, and Death Benefit Programs

12.

13.

14.

Amount of benefits of employees and
retirees covered by insurance contracts issued
by the Employer and related pariies

Amortization methods and periods used to
amortize:

a  Transition obligation

b. Prior service cost

c. Net {gain) or loss

Employer commitments to make future
plan amendments (that serve as the
basis for the Employer's accounting
for the plan)

None

Straight Line
20 years from
1/1/93

N/A
Minimum Method

described
in FAS 106

None

None

Straight Line
20 years from
1/1/93

N/A
Minimum Method

described
in FAS 106

None

Gobwins Booke & IDICKENSON
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Part VII. Summary of Current Plan Provisions

A. Postretirement Medical and Dental Benefits

1.

Eligibility

Employees who retire at age 55 or later with 5 or more years of service are eligible to receive
postretirement medical benefits,

Benefits Covered
Eligible retirees are covered by a comprehensive medical plan with a $200 deductible and a cap
on out-of-pocket cost when claims paid reach $5,000. Benefits are generaliy pa|d at 90% for

network providers and 70% for non-network providers.

Dental benefits have a $100 deductible, waived for preventive treatment. Coinsurance is 100%
for preventive, B0% for basic, and 50% for major services. Maximum annual benefit is $1,500.

Coordination with Medicare

The benefits under this plan are coordinated with Medicare for retirees and spouses age 65 or
older on a "Carve-out basis. That is, employer payments will equal the payment amount
calculated in the absence of Medicare minus the amount paid by Medicare.

Surviving Spouses

Survivir{g-spouse may continue in the plan for 90 days by paying the full'cost, then they are
offered COBRA, contribution coverage.

Retiree Contributions
Annual Contribution for 1995

Retiree Only Retiree and Spouse
Medical $ 263 $ 974
Dental % 27 $ 54

Gopwins BookE & DICKENSON
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B. Postretirement Death Benefits
1. Eligibility
Same as medical and dental.
2.  Benefits Provided
Eligible retirees are provided with a death benefit of $10,000.
3.  Retiree Contributions

Annua!l retiree contribution is $10.

3

-GobwiINS Booke & DICKENSON

17



EXHIBIT __ (Da-)
PAGE 23 OF 2 ( E
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Postretirement Medical, Dental, and Death Benefit Programs

Part VIIl. Demographic Information

A. Number of Participants and Dependents

01/01/94 01/01/93
1. Number of Active Employees Submitted ' ' 435 Coo421
2. Number of Costed Participants and
Dependents
a. Active employees
(1) Fully eligible 44
© {2) Not fully eligible 391
(3) Total active employees 435 421
b. Retirees and beneficiaries
eligible for benefits ; 16 14

c. Total costed participants

,:) 451 435

Gonwins Booke & DICKENSON
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Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Programs

B. Age/Service Distribution - Actives

- 9 0 0 o o ] ] 0 o ) 9
20 38 12 0 0 o] ] 0 0 o 50
“ 50 22 4 (] 0 0 0 0 o 76
30 , 48 16 6 2 0 0 0 0 0 72
16 42 19 4 5 1 0 o 0 0 71
? 33 15 5 3 7 2 o ] o 65
o % G a9 “ 2 4 2 0 0 0 39
9 8 5 3 1 1 0 0 0 27
i 4 5 a 4 3 2 3 0 o 24
-/ Bt
_) 6D 0 o 0 1 1 0 o 0 0 2
0 0 0 ] 0 0 0 0 ) 0
L o 0 0 0 0 0 0 o 0 o
; 0 ) 0 0 ) 0 0 0 o 0
o
4 Q 0 0 0 0 0 0 o ) 0
olal 249 108 a1 20 17 7 3 0 0 435
Gopwins Booke & DICKENSON
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C. Summary Statistics

1. Asof January 1, 1994

o

69.0%
31.0%
100.0%

GoDWINS BOOKE & DICKENSON

"' 20




EXHIBIT (DYGL-1)

PAGE__ QS OF 24

Southern States-Utilities o
Postretirement Medical, Dental, and Death Benefit Programs

D. Age Distribution - Retirees

:

0 0 0 0 0 -
0 1 3 3 3
2 0 1 4 3
0 0 0 1 3
4] 1 0 2 0
0 0 0 0 0
0 0 0 0 0
0 0 0 0 0
“} 0 0 0 0 0
0 0 0 0 0
2 2 4 10 6

Gopwins Booke & DICKENSON
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Part IX. Appendices

A. Gain/l.oss Caiculation

1.

9.

Expectied APBO as of 12/31/83

a.

b.

e,

£,

APBO as of 01/01/93

Service cost for 01/01/93 to 12/31/93
Interest cost for 01/01/93 10 12/31/93
(Actual Net cash outflow for retirees in 1993)
Effect of plan changes as of 12/31/93

Expecied APBO as of 12/31/93 ([a] + [b] + {e} + [d] + [e])

Actual APBO as of 12/31/93

Net liability (gain) or loss for 1983 ([2] - [1f])

Net {gain) or foss for 1993 on the market related value of assets

Unrecognized (gain} or loss as of 01/01/33

Amortization of {gain) or loss in 1993

Unrecognized (gain) or loss as of 12/31/93 ([3] + [4] + [5] - [6])

10% of APBO (or market related value of assets, if greater)
as of 12/31/93

(Gain)/loss in excess of corridor

10.Average remaining service petiod

11.Minimum required amortization ([9] + [10])

$ 4,206,870
470,846

291,943

(72,500)

0
4,897,159
4,083,532

(813,627)
(40)
0

0

[ S - S < R - I - B - ]

(813,667)

£

408,353
$ 405,274
15.27

$ (26,541)

GODWINS BOOKE & DICKENSON
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B. Cash Flow Projections

1994 74,257 2,830 3,537 80,624
1995 102,078 3,842 4,409 110,330
1996 135,889 4,785 5,248 149,922
1897 153,407 5,969 6,273 165,649
199§ . 179,063 7,400 7,484 193,847
1988 211,696 8,812 8,737 229,245
2000 225870 9,976 9,854 245,500
2001 248,381 11,508 11,200 271,089
2002 257 414 13,260 12,632 283,306
3 2003 299,222 14,777 | 13,961 327,960

Gopwins Bookr & DIckeENSON
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C. Funding Calculation
1. Assumption differences from FAS 106
a. No future medical or dental trend
b. Discount rate based is after-tax and assumed to be 5%.

c. APBO determined as of January 1, 1993 is amortized over 15 years, the future working [ifetime
of active employees. .

Gobpwins BoOKE & IDICKENSON
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D. Detail Results by Benefit
|?‘94 Medical Dental Life Total
EPBO $6,183,244 $376,130 $202,754 $6,852,128
APBO $3,638,014 $225724 $219,794 $4,083,532
Service Cost $370,428 $22,146 $13,631 $406,205
Interest Cost $252,062 $15,702 $15,262 $283,026
Expected Retumn on ($22,274) ($1,382) {$1,346) ($25,002)
Assets
Amortization of ($23,645) ($1,467) ($1,429) ($26,541)
Gain/Loss
Amortization of $195,144 $7,766 $7,434 $210,344
Transition Obligation
FAS 106 Expense $771,715 $42,765 $33,652 $848,032
/‘} 1993 Medical Dental Life Total

EPBO $6,820,449 $266,560 $209,133 $7.296,142
APBO T $3,902,865 $155,317 $148,688 $4,206,870
Service Cost $440,172 $17,004 $13,670 $470,846
Interest Cost $270,846 $10,778 $10,319 $291,543
Expected Return on $0 $0 $0 $0
Assets
Amortization of $0 %0 $0 §0
Gain/Loss
Amortization of $195,144 $7.766 $7.434 $210,344
Transition Obligation
FAS 106 Expense $906,162 $35,548 $31,423 $973,133

GoDwins Booke & DICKENSON
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E. Glossary of Postretirement Welfare Benefit Terms

This Glossary contains definitions and examples of a number of terms frequently used when discussing
postretirement welfare benefits. [t is intended o assist people currently unfamiliar with FAS 108 accounting
rules and does not represent a complete or exhaustive description of the topic. .
Expected Postretirement Benefit Obligation (EPBO)

The actuarial present value as of the valuation date of the net postretirement benefils expected to be paid
to all current plan participants, including both active and retired employees. It equals the present value of
future benefits minus the present value of future retiree contributions.

Actuarial Present Value

The value of a series of expected future payments, projected based on a number of actuanal assumptions,
and discounted back to the valuation date. :

Example: A $100 payment which has a 25% chance of occurring one year from now would have an
actuarial present value of ($100)(.25) + 1.08 = $23.15, assuming an 8% discount rate.

Accumulated Postretirement Benefit Obligation

The portion of the EPBO that is attributable to employee service prior to the valuation date. For active
employees who have reached full eligibility and retirees, the APBO equals the EPBO.

Attribution
The process of assigning postretirement benefits to years to service. For most plans, FASB requires

postretirement benefits to be attributed to years of service from date of hire to full eligibility date on a pro
rata basis.

Example: The attribution period for an employee age 40 who was hired at age 35 and will reach full
eligibility at age 55 is 20 years {55-35). If the Total Plan Liability equals $20,000 for this employee, then
the Accrued Liability is 5/20 x $20,000 = $5,000.

Current Service Cost

The portion of the EPBO attributable to the current year of service. Current Service Cost is one component
of FASB Expense. Employees who have reached full eligibility and retirees have no current service cost.

Example. For the employee mentioned above, the Current Service Cost is (1/20) x ($20,000) = $1,000.

Gopwins Booke & DICKENSON
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Full Efigibility

The point in time when an employee has met all of the age and service requirements to qualify for full
benefits from the plan,

' Example: Plan A requires 10 years of service and attainment of age 55 to qualify for postretirement
benefits. Full eligibility would be as follows:

Full Eligibility
1. Employee Age 40 with 10 years of service Age 55
2. Employee Age 52 with 5 years of service Age 57

Example: Plan B is the same as Plan A but requires contributions from anyone retiring with less than 30
years of service. Full eligibility would be:

Full Eligibility
1. Employee Age 40 with 10 years of service Age 60
2. Employee Age 52 with 5 years of service Age 65

{expected retirement age)
Funded Status
The excess of the Plan Assels over the APBO.

Plan Assets

Assets thal have been segregated and restricted {usually in a trust) to provide for postretirement benefits.
Actual Return on Plan Assets

A component of FASB Expense for funded plans equal to the increase in value of Plan Assets over the
accounting period, adjusted for contributions and payments.

Interest Cost
A component of FASB Expense which equals the discount rate times the APBO adjusted for cash flow.
Transition Asset (Obligation)

The funded status of the plan as of the date the FAS 106 accounting rules are adopted.

Gopwins Booke & DICKENSON
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Southern States Utilities
Postretirement Medical, Dental, and Death Benefit Programs

_Amortization of Transition Asset (Obligation)

A level amortization of the Transition Asset (Obligation) over the average future working Iifeti_me of
current employees. If the average working lifetime is less than 20 years, then a 20-year amortization may
be used. Amortization of Transition Asset (Obligation) is a component of FASB Expense.

Example: An employer adopts the new FASB accounting rules 01/01/83 and has a Transition Obligation of
$44 million at that date. Average future working fifetime of current employees is 22 years. The Transition
Obligation is $44 million and the amortization is $2 million per year from 1993 through 2014.

Amortization of Gains and Losses

Gains and losses arise when actual experience differs from the actuarial assumptions used to calculate the
EPBO. Net gains or losses are generally only recognized if they exceed 10% of the APBO (or the market -
related value of plan assets, if greater). Once they do, they are amortized over the average future working
iifetime of current employees.

FAS 106 Expense

The expense accrual for postretirement benefits required by FASB, generally effective in 1993. The
components of the FAS 106 Expense generally inciude:

Current Service Cost

Interest Cost

Amorttization of Transition Obligation
Actual Return on Plan Assets
Amortization of Gains or Losses

FAS 106 refers to this amount as the Net Perodic Postretirement Benefit Cost.

GopwINS BOOKE & DICKENSON
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F. Retiree Health/Life Accounting Example—Amortization of Transitional Liability
(FAS 106)

Assumptions:
Actuarial Expense - Service Cost $ 3,000,000
- Interest 5,000,000
- 8,000,000
- Amortization of Transttional Liability 2,000,000

$10,000,000

Transitiona! Liability = $40,000,000
Employer adopts FAS 106 for first time this year.
" Employer cash payments for retiree healtiviife = $1,500,000
Retiree contributions (paid 1o employer) for retiree health/fiife = $500,000

Accounting Entries:

Step 1 - Enter actuarial expense of $10,000,000

Step 2 - Enter employer cash payments for retiree health/iife benefit of $1,500,000 (entered throughout
year when paid) .
A. If self-insured or participating insurance contract, cash payments should equal retiree

claims plus applicable administrative expenses and stop loss insurance payments.

B. If insured on a pooled basis, cash payments should equal age-adjusted premiums.

Step 3 - Enter retiree contributions of $500,000 as contributions are received

Retiree Expense Retiree Liability Cash
(1) 1) $10,000,000
$10,000,000
(2} (2)
$1,500,000 51,500,000
(3) $500,000 (3) $500,000

End of Year Balances:
Expense = $10,000,000 (actual expense)
Liability = $9,000,000 (actual expense iess net cash payments-does not balance to actuarial liability)

Gopwins BOoke & DICKENSON
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G. Retiree Healthv/Life Accounting Example—Immediate Expensing of Transitional
Liability (FAS 106)

Assumptions:

Actuarial Expense - Service Cost $3,000,000
- Interest 5,000,000
$8=0001000

Transitional Liability = $40,000,000

Employer adopts FAS 106 for first time this year.

Employer cash payments for retiree health/life = $1,000,000

Retiree contributions (paid to employer) for retiree health/life = $500,000

Accounting Entries: .
Step 1 - Enter transitional liability/expense of $40,000,000.
Step 2 - Enter normal actuarial expense of $8,000,000 (no expense for amortizing transitional
obligation).
Step 3 - Enter employer cash payments for retiree health/life benefit of $1,500,000.
Step 4 - Enter retiree contributions of $500,000 as contributions are received.

o~ Transitional Cash
: “} Retiree Expanse Normal Retiree Expense Retiree Liability
{1) $40,000,000 1} $40,000,000
i @) (2) $8,000,000
$8,000,000
{3) $1,500,000 3) $1,500,000
[4) $500,000 (4) $500,000

End of Year Balances:
Transitional Retiree Expense = $40,000,000 {shown after Net Income on Income Statement)
Normal Retiree Expense = $8,000,000
Liability = $47,000,000 (may cause problems with bank loan covenants).

‘f':" n
N
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MEDICAL PLAN COST CONTAINMENT MEASURES

Highlights of Medical Plan cost savings measures in the plan years 1992, 1993, 1994 and 1995
are outlined below:

January 1, 1992 Plan Year

A number of plan design and coverage changes were implemented in 1992 to offset the trend of
escalating medical inflation. Some of the most significant changes are listed as follows:

1. Employee Deductibles were increased from $100/$300 to $200/$600 with no 4th quarter
carry-over allowed.

2, Co-insurance, was not allowed to be carried over from the 4th quarter to the next calendar
year.

3. Dental Deductibles were increased from $50/$100 to $100/$300.

4. The waiting period for new employee participation in the medical insurance plan was
increased from 30 days to 90. Also, a six month waiting period was introduced for
receiving basic and major dental treatment pre-existing conditions clause changed from
3 months to 6 months.

January 1, 1993 Plan Year

SSU’s medical plan claims experience and total costs as of year end 1992 had decreased by

10.5% from 1991 total year costs. As a result, in 1993 the employee premiums were unchanged
from 1992 levels.

Further cost containment measures were undertaken in the plan design and medical coverages in
1993 as follows:

1. The amount of benefits immediately payable for pre-existing conditions was decreased
from $1,500 in the first year of coverage to $0.

2, Benefits payable for mental/nervous disorders and substance abuse were decreased from
$10,000 per calendar year/$25,000 lifetime to $2,500 calendar year/$5,000 lifetime. Plan
participants were required to be referred for in- or out-patient treatment by an Employee
Assistance Program gatekeeper in order to receive any paid medical benefits.
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3. Supplemental accidental death benefit of $750 was eliminated.

4. Pre-certification penalty for failure to obtain advance authorization prior to hospitalization
and/for surgery was increased from $250 to $750.

January 1, 1994 Plan Year

For the year 1993, medical costs had increased by only 2.2% over 1992 levels. In 1994, SSU
did not effect changes in plan design and coverages, but instead took steps to improve life
insurance benefits which at .3% of payroll were substantially below the .5% of payroll level
provided on average by employers reported in the U.S. Chamber of Commerce Employee
Benefits Survey of 1992 data. Life insurance was increased from a flat $20,000 of term life for
all employees regardless of level, to one time annual salary up to $100,000. Additionally,
survivor income benefits were introduced.

January 1, 1995 Plan Year

Effective January 1, 1995, SSU converted to a more economical self funded plan with stop-loss
insurance and plan claims administrative services provided by Great West Health and Life
Insurance Company. Were SSU not a large company, it would not have had the economic means
to self fund. Medical consultants indicate that for employers with 500 or more employees, self
funding is known to provide considerable savings over insured plans. Prior to this change, the
SSU Medical Plan was an insured, minimum premium agreement plan, insured and administered
by Great West. The Self Funded Plan contains a2 number of cost saving features. It is now
governed under the federal ERISA guidelines rather than by the State Division of Insurance.
Under this plan, SSU is no longer subject to paying state sales tax on the administrative services
and stop loss insurance portion of the premium. This will result in ongoing savings of $28,000
or more per year in sales tax. SSU also is no longer subject to the State of Florida insured plan
coverage mandates. This allows the plan to drop expensive coverages such as child health care
supervision and substitute custom preventive and wellness coverages, thus offering the flexibility
to offer coverages tailored to the needs of its workforce,

An Exclusive Provider Option (EPO) which is similar to an HMOQO, is expected to result in a 12%
reduction in overall claims cost. The second 1995 Medical Plan option, which was offered
beginning in 1992, is the Preferred Provider Option (PPQ). The PPO uses the network of Private
Health Care Systems (PHCS). PHCS’s PPO network of hospitals, physicians, surgical and testing
facilities offer discounts of up to 30% below non-network providers.
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In 1995, a calendar year deductible of $150 (single)/$450(family) was applied to all medical
plans. Prior to 1995, only those who used the services of non-network physicians had to pay a
deductible. Preventive care was added with a $300 calendar year maximum per individual. A
Preferred Pharmacy Program is also in place which provides substantial discounts at a network
of pharmacies. A summary of the 1995 Plan provisions follows this page.




! GREAT-WEST CARE MULTI-OPTION MEDICAL PLAN SUMMARY
EPO

‘

' SOUTHERN STATES UTILI

e

APFPROVED NON-APPROVED
BENEFITS BENEFITS
$150 $150
$450 $450
None $250

$7,500/$15,000

$20,000/575,000

Unlimited

Unlimited

RO G T

90% After Deductible 60% After Deductible

90% After Deductible 60% After Deductible

50% After Deductible 60% After Deductible
Maximum 20 Visits/Year

Maximum 20 Visits/Year

Policy ¥52765

TIES

I

PPO

NON-NETWORK
BENEFITS
$150 )
4450
None $250
$7,500/$15,000
Unlimited

85% After Deductible T0% After
Deductible L
1o
)
£
85% After Deductible T0% After
Deductible
50% After Deductible 50% After
$1,000 Calendar Year Maximum Deductible
$1,000 Calendar
Year Maximum
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NETWORK BENEFITS NON-NETWORK

APPROVED NON-APPROVED
BENEFITS BENEFITS BENEFITS
Preferred Pharmacy Non-Preferred Pharmacy .
100% After $10 Generic and | 50% After $10 Generic and 80% After Deductibie 80% After Deductible

80% 80%

%% After Deductible 60%
d
>
N% 60% 80% After Deductible .60% After Deductible G)
If approved by employee If approved by employee If approved hy employee If approved by 11]
assistance manﬁt.: assistance moamw.opﬁ assistance mﬂecwmwa employee assistance
$2,500/55, $2,500/85, $2,500/ pro
. $2,500/85,000
W% 60% 85% 70%
90% 60% 85% 70% i
% 60% 35% T0% _g
BOTH PLANS INCLUDE LIFE, AD&D INSURANCE, DENTAL & MAIL-ORDER DRUG BENEFITS
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About This Material

Hewitt Associates LLC was asked by Southern States Utilities (SSU} to compare
SSU’s current compensation levels and salary structure to targeted pay levels
in the market place. This analysis is designed to measure the market
competitiveness of both the salary structure and S5U’s actual pay levels and to
provide information for adjusting the structure if appropriate. The process
involved collecting competitive market compensation information from
published surveys for 46 positions; conducting a custom survey for 4 positions;
and using variance, regression, and graphic analyses, to compare SSU’s current
compensation information to market compensation information.

Of the positions where we used published survey to collect competitive market
compensation information, we found solid data for 42 positions. These
positions are classified as “benchmark” jobs. For the other four positions, we
found some matches that provide useful reference information; however, the
job matches for these positions are not as strong as for the others. We have
classified these four positions as “reference points.”

This report is divided into three sections:

* Summary of Results

* Market Pricing

e Custom Survey

. §952CCPD.002/06-B 04/95 Hewitt Associates
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Summary of Results

Market Pricing Summary

A description of the methodology for developing the Estimated Market Values
(EMV’s) for SSU’s jobs and detailed worksheets for each job are contained in
the section headed Market Pricing. This section provides a summary of the
findings. '

General Observations

Using available published surveys and a custom survey, market data for

50 jobs was complied and compared to SSU’s base salaries and salary range
midpoints. This analysis shows that most of the SSU jobs (39 of 50) are paid
base salaries below the “market.” S5U’s base pay levels on average are 8.8%
below the market for this group. However, the range of SS5U pay levels in
comparison to the market is quite wide—from 40.1% below market to 31.4%
above market.

A similar situation was found when comparing midpoints to market. For
midpoints, SSU is 13.3% below the market on average, with a range from
36.9% below to 22.7% above market.

This information is summarized in Exhibit #1 on page 3. When developing the
EMV’s, in most cases, several surveys were referenced for each job. Exhibit #2
on page 4 also shows the lowest and highest market values reported for each
job.

As a general rule, when actual midpoints and/or pay levels are within a range
of £5% of the market, pay can be considered to be fully competitive. Over one-
half of SSU’s actual pay levels and midpoints fall outside the +10% range. The
conclusion that can be drawn from this is that while S5U pay rates and
midpoints, on average, are relatively low when compared to the market, some
rates are significantly high or low. Since the salary structure has not been
adjusted in some time, this finding is not surprising. Likewise, since the
structure likely has an influence on actual pay levels, it also is not surprising
to see the pay levels fall behind market levels.

Another factor that influences these findings is the way SSU has valued jobs in
the past. The current findings compare SSU pay practices directly with the
market. The existing system places considerable emphasis on internal
relationships rather than external comparisons. The difference in these two
approaches undoubtedly account for some of the wide variations between
SSU'’s practices and the EMV’s. -

6952CCFD.00Z/06-B 04/95 B 1 Hewitt Associates
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Some Specific Observations

[ ]

The Corporate Receptionist’s base salary and midpoint are significantly
above the market.

The Customer Service Representative I's base salary is significantly below
the market and the midpoint is relatively low.

The Welder’s base salary is significantly above the market.

The Design Drafter I's base salary is significantly below the market and the
midpoint is relatively low.

The PC Support Specialist's base salary is relatively low versus the market,
and the midpoint is significantly low.

The Supervisor of Billing’s base salary and midpoint are significantly
below the market.

The Programmer Analyst I’s base salary and midpoint are significantly
below the market.

The Communication Manager’s midpoint is significantly below the market.

All of the Rate positions’ base salaries and midpoints are significantly _ -
below market.

6952CCPD.002/06-B 04795 2 - Hewitt Associates
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- Exhibit #1

Actual Pay and Midpoints Compared to Market
Ssu 55U EMV  SSU Actual vs. 55U Mid vs.

SSU Position Base Midpoint  Base Market +/- Market +/-
Office Clerk 16.1 149 16.1 0.0% - 7.5%
Corporate Receptionist 21.3 211 17.2 +23.8% +22.7%-
Data Entry Operator | 16.0 16.0 175 --8.6% - 8.6%
Maintenance Tech I 17.5 18.3 182 - 3.8% + 0.5%
Meter Reader 1 16.1 17.1 18.9 ~14.8% - 9.5%
Secretary 1 19.4 196 193 - 0.5% + 1.6% -
Accounting Clerk 1 183 18.3 19.5 - 62% - 62%
Customer Service Rep | 16.6 18.3 217 —23.5% ~15.7%
Assistant Buyer 206 19.6 234 -12.0% - -16.2%
Computer Operator | 212 211 237 -105% - ~-11.0%
Secretary I 214 211 240 1108% ~12.1% .
Operator I 219 228 244 -102% - 6%
Sr Maintenance Tech* 215 211 254 ~154% - -16.9%
Senior Computer Operator 24.0 26.6 26.0 - 7% +23% -
Customer Service Rep HI 21.7 211 264 “17.8% 7 =200%
Welder* 356 287 271 #314% o +59% .
Design Drafter 19.6 247 273 -282% - =95%.
Supervisor, Admin Services  26.1 247 277 —i58% Z10.8%: -
Operator I 248 247 279 =11.1%: - -11.5% - ..
Executive Secretary 241 228 28.1 -142% - ~189% . .
HR Assistant 24.7 26.6 284 =13.0%. - 63%
Accountant I 27.5 287 302 S89% . S B0% e -
Electrician 279 26.6 307 - 91% - . e
Chief Drafter 36.3 311 317 +145% 0
PC Support Spec 270 228 320 ;
Operator Il 270 266 - 330
Accountant [T 333 36.2— 339 ; %
Sprvsr, Customer Service 341 287 34.4 S166%
Supervisor of Billing® 28.3 266 349 -238%
HR Analyst—DBenefits — 362 350 + 34% - T
Project Engineer I 351 36.2 36.2 3.0%:.. Hi00%...
HR Analyst—Generalist 298 311 3717 S197% ~16.2%. "
Programmer Analyst 302 311 38.5 -216% " . -19.2%
Purchasing Administrator 36.2 391 41.5 ~12.8% - =5.8%
Tmg and Dvlpmnt Admin 43.1 4213 436 = 1A% - 3.0%
Rate Analyst I 263 287 43.9 ~40.1% . ~346%.
Sr Programmer Analyst 491 423 48.1 +21% o S121%
Sr Systems Analyst Engin* 510 49.3 50.1 + 18% i = 18%.
Manager, Admin Services 452 423 517  -12.6%: = <182%
Mgr, Gen Acct/Asst Cirlr 60.2 533 52.0 +15.8% - +.2.5%.
Rate Analyst II 353 363 522 -32:4%". ~30.5%
HR Administrator 51.0 426 523 - 25% <18.5%. .
Sr Project Engineer 538 49.3 524 - 27% - 59%
Mgr, Fin Plng/Asst Treas 49.2 49.3 57.0 ~13.7% -13.5%
Manager, HR 59.9 493 59.7 +.0.3% =17.4% -
Communications Manager €50 493 625 + 4.0% - -21.1%
Manager, Info Services 65.1 833 628 + 37%. ~15.1%

- Sr. Rate Engineer 55.7 493 629  ~11.4% - ~21.6%
Staff Attormey 60.7 570 67.9 -10.6% ..~ -16.1%
Director Rates 60.0 57.0 90.4 -33.6% ] -36.9%
Average — 88% .- =133%-

* Represents a “reference point” positiocn—data presented for reference only. This is not a

benchmark position.

6952CCPD.002/06-B 04/95
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85U Ssu EMV  Lowest Highest

S8U Position Base Midpoint Base Mkt Value Mkt Value
Office Clerk 16.1 149 16.1 141 172
Corporate Receptionist 213 211 17.2 16.9 18.3
Data Entry Operator 1 16.0 16.0 17.5 17.2 176
Maintenance Tech I 17.5 18.3 182 170 20.7
Meter Reader | 16.1 171 18.9 184 211
Secretary [ 19.4 196 19.3 16.8- 206
Accounting Clerk | 18.3 18.3 195 175 210
Customer Service Rep [ 16.6 183 217 205 237
Assistant Buyer 206 186 23.4 2255 240
Computer Operator | 212 21.1 237 209 258
Secretary I 214 211 240 192 54
Operator | 219 228 244 238 248

S Maintenance Tech* 215 211 254 —ie _—
Senior Computer Operator 240 266 260 261 -
Customer Service Rep I 217 211 264 281
Welder* 356 287 271 —in
Design Drafter | 196 247 273 Y- R
Supervisor, Admin Services  26.1 247 277 2900 o]
Operator T 24.8 24.7 27.9 86
Executive Secretary 241 228 28.1
-HR Assistant 247 266 284

Accountant ] 275 287 302

Electrician 279 2656 307

Chief Drafter 36.3 311 N7

PC Support Spec 27.0 228 32.0

Operator 1 27.0 266 33.0

Accountant I 333 362 339 -
Sprvsr, Customer Service 341 287 344

Supervisor of Billing* 28.3 266 349

HR Analyst—Benefits —_ 362 350 31

Project Engineer [ 35.1 36.2 36.2 312

HR Analyst—Generalist 298 311 371 .3

Programmer Analyst 1 302 311 385 .

Purchasing Administrator 36.2 39.1 415 5.2

Tmg and Dvipmnt Admin 431 423 436 416

Rate Analyst I 26.3 287 439 i

St Programmer Analyst 49.1 423 481 6. )

Sr Systems Analyst Engin* 510 493 50.1 =k

Manager, Admin Services 452 423 517 488

Mgr, Gen Acct/Asst Ctrlr 60.2 53.3 520 473

Rate Analyst [ 35.3 363 522 —

HR Administrator 51.0 426 52.3 476

Sr Project Engineer 53.8 493 52.4 476

Mgr, Fin Plng/Asst Treas 492 49.3 570 562

Manager, HR 59.9 493 59.7 560

Communications Manager 65.0 493 62.5 536

Manager, Info Services &5.1 533 62.8 549

Sr Rate Engineer 55.7 493 62.9 — =

Staff Attorney 60.7 57.0 67.9 633 735
Director Rates 600 570 904  — -

* Represents a “reference point” position—data presented for reference only. This is not a

benchmark position.
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Details concerning the custom survey of rate positions are contained in a
subsequent section headed Custom Survey, but the results are summarized
below. The results of the custom survey indicates that SSU base salaries and
midpoints are significantly below the market.

Overview of Survey Results

-1 ¢
Actual vs. 55U

# # Avg  Avg SSU  SSU  EMV " Market Mid vs.
Position Title Co Incumb  Sal Mid Base Mid Base* +=" ‘Market +/-
Rate Analyst | 4 & $42.9 5433 $263 5287 $439  —401% ~34.6%
Rate Analyst II 4 7 $59.4  $55.1 $353 $363 $522  ~3L4% < -305%
Sr. Rate Engineer 4 7 5601 $57.2 §85.7 $493 3629 [ -11:4%: - 216%
Director—Rates 4 4 s864 827 | $600 $57.0 $90.4 - -33i6% | =369%
Average -254% P ;—-_—3()3% 3

* The survey data has been aged forward to 7/95 to be consistent with the market pricing data. The EMV for
Rate Analyst 11 contains a private source of data in addition to the custom survey data.

Bonus Results

In most cases, bonuses were paid to at least one of the rate positions. Where
bonus data was reported, the average annual bonus ranges from

$2,100-$15,000.

Considerations

The market indicates that SSU’s base pay and midpoints for rate positions are
significantly below the market; however, several factors need to be considered
before making adjustments. Similar positions typically will be found only in
other utilities, and the target market for these positions has been identified by
SSU as electric utilities, While this may be the marketplace where these jobs

exist, electric utilities traditionally have been relatively “high” payors..

Although this strategy is changing, pay levels in electric utilities may be higher

than needed to attract and retain qualified employees.

Therefore, SSU may want to consider a different pay philosophy for setting -
compensation levels for rate positions. For example, the pay philosophy for the
rate positions might be to pay below (e.g., 15% to 20%) the electric utility

market average. The objective is to find a level that will give SSU management

a level of comfort that they can attract and retain qualified employees in the

rate jobs while not paying more than necessary. This same judgement could be
applied to other jobs where the primary “market” has been defined as utilities,

especially electric utilities.

6952CCPD.002/06-B D4/95
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Summary of Data Analysis

Using the information developed from the market pricing process, we
conducted three other analyses. Exhibit #3, on page 8, shows a graphic analysis
using trend lines to compare SSU’s actual pay and midpoints to the market
data. This analysis illustrates the relationship between three lines: S5U average
salaries, SSU midpoints, and market average base salaries.

The graph shows that average salary is low throughout all grades, with the
gap between SSU average pay and the market becoming wider as the grade
level increases. The midpoint line shows that the lower grade midpoints are
consistent with market, but as the grade levels increase, the relationship
between midpoint and market becomes progressively wider.

The graph also shows that S5U’s midpoint values fall below average salary
levels in Grade 9 and above. This could be an indication that while SSU’s
salary structure is low, efforts have been made to keep actual pay levels at a
more competitive position.

We also conducted a statistical analysis of the data. Overall, the R? (an
indication of the relationship between two variables, with 1.0 being “perfect”) -
indicates that SSU’s current midpoints, while somewhat low, move in a
consistent relationship to the market. Likewise, actual salaries follow the same
trend—both in relation to the market and to S5U’s midpoints. The chart below
presents the results of the statistical analysis.

R? Summary

Variables R*

SSU Midpoints vs Grades 96% -
SSU Average Salary vs Grades 93%
Market vs Grades 91%

Exhibit #4, on pages 9 and 10, shows the market ratio (average salaries divided
by EMV’s) and compa ratio (midpoints divided by EMV's) by salary grade.
The chart shows the midpoints for grades 10, 12, 13, and 22 to be 15% or more
below market. The midpoints in other grades were relatively close to market.
The chart also shows the actual pay for jobs in Grades 6, 16, and 22 to be 15%
or more below market.

§952CCPD.002/068 04795 6 Hewitt A
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Indicated Actions

The findings from this study point out several possible actions SSU may want
to consider. The findings show that SSU midpoints are approximately 13.3%
below competitive pay levels, on average. However, midpoint values for jobs
in lower grades are closer to market averages than those in higher grades.

This indicates that simply raising the structure by a constant percentage will
not bring pay targets (midpoints) to the desired level (market average). Rather,
to have midpoint values reflect market averages, lower graded jobs should be
moved less than higher graded jobs.

However, the situation is complicated further by the distribution of midpoint
values around the market values. While average midpoint values are about
13.3% below the market, there are a number of jobs that are graded
considerably higher or lower than the market. The current grade assignments
represent a combination of influences that include the use of an internally
oriented point factor job evaluation system, some historical considerations, and
the time that has passed since the structure was adjusted to the market.

Casting ~ -
For your convenience, we have provided Exhibit #5, which shows the average
percentage cost to bring benchmarks and reference points to market. The
overall percentage cost to bring the surveyed positions to market is 17.3%;
however, this is an average and should be used with caution. Factors such as
number of incumbents in each position and where pay is positioned in the
salary range for the incumbents need to be considered when determining
actual costs. Additionally, the rate positions, as mentioned earlier, may not
require adjustment to the EMV we calculated, and they are significantly
infiuencing the overall percentage. If the rate positions are removed from the
calculation, SSU would need to adjust the salaries of the remaining jobs by
12.9% to bring them to “market averages.”

Next Steps

Based on our discussions with selected members of SSU’s management team,
we understand that SSU’s objective is to maintain a structure that correlates
with external market averages. Using this structure, jobs can be slotted into
appropriate grades by comparing the EMV’s to the midpoint values in the
structure. Since the midpoint is designed to reflect SSU’s desired competitive
position, each job is placed into the salary grade with the midpoint closest to
the EMV.

The section beginning on page 12 provides a proposed salary structure and
shows how the benchmark jobs could be assigned to salary grades. Exhibit #7
then compares these new midpoints to market values.

59520CPD.002/06-B D4/95 " 7 Hewitt Associates
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© Exhibit #4

Southern States Utilities
Grades 12 ~ 22

Market Ratio and Compa Ratio Comparisons
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% Cost to Bring

SSU Position 85U Base EMY Base to Market
Office Clerk 16.1 161 ==
Corporate Receptionist 213 172 =

Data Entry Operator | 16.0 17.5 9.4%
Maintenance Tech I 17.5 18.2 4.0%
Meter Reader | 16.1 18.9 17.4%
Secretary [ 19.4 193 -
Accounting Clerk I 18.3 19.5 6.6%
Customer Service Rep [ 16.6 21.7 30.7%
Assistant Buyer 20.6 234 13.6%
Computer Operator | 21.2 237 11.8%
Secretary I 14 24.0 12.1%
Operator | 218 244 114%

Sr Maintenance Tech* 215 254 18.1%:
Senior Computer Operator 240 26.0 83%.
Customer Service Rep Ik 217 264 287% . .
Welder* 356 27.1 T
Design Drafter | 196 27.3 393% 0
Supervisor, Admin Services 25.1 7.7 F61%
Operator I 24.8 279

Executive Secretary 241 28.1

HR Assistant 247 284

Accountant [ 27.5 302

Electrician 27.9 307

Chief Drafter 363 31.7 )

PC Support Spec 27.0 320 5%
Operator [ 270 33.0 2%
Accountant [ 333 339 “1.8%
Sprvsr, Customer Service 341 344 9%
Supervisor of Billing* 28.3 349 23.3%

HR Analyst—Benefits = 35.0 —u
Project Engineer I 35.1 36.2 “31%:
HR Amnalyst—Ceneralist 2938 a7.1 24.5%
Programmer Analyst | 302 385 27.5%
Purchasing Administrator 36.2 415 14.6%
Tmg and Dvipmnt Admin 43.1 436 “12%
Rate Analyst I 26.3 439 66.9%

Sr Programmer Analyst 491 481 =

Sr Systems Analyst Engin* 51.0 50.1 —, T
Manager, Admin Services 452 51.7 14.4%
Mgr, Gen Acct/Asst Ctrlr 60.2 520 —_
Rate Analyst [T 353 522 47.9%

HR Administrator 510 523 2.5%

Sr Project Engineer 538 524 —
Mgr, Fin Plng/Asst Treas 432 570 159% -~
Manager, HR 59.9 59.7 S
Communications Manager 65.0 62.5 e b
Manager, Info Services 65.1 62.8 Sk AL
Sr Rate Engineer 55.7 629 12.9% - -
Staff Attorney 60.7 679 11.9%
Director Rates 60.0 90.4 50.7%
Average 17.3%

* Represents a “reference point” position—data presented for reference only. This is

not a benchmark position.

6952CCPD.002/06.B 04/95
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Proposed 1995 Salary Structure and Grade Assignments

Salary Structure

Based on the results of the market pricing analysis, a new salary structure was
created for SSU using the established EMV'’s as the basis for determining the
new midpoints. A constant 10% midpoint to midpoint differential was used,
which determined the number of grades in the new structure. Finally, a range
spread of 50% was applied to all grades. The revised structure contains

16 grades as shown below:

New Salary Structure

Salary Range

Midpoint Range
Grade Minimum Midpoint Maximum Differential Spread
16 $54,300 $67,900 $81,500 10.05% 50%
15 $49,400 $61,700 $74,100 9.98% 50%
14 $44,900 $56,100 $67,300 10.00% 50%
13 $40,800 $51,000 $61,200 991% 50%
12 $37,100 $46,400 $55,700 9.95% B0% _ -
11 $33,700 542,200 $50,600 10.18% 50%
10 $30,700 $38,300 $46,000 10.06% 50%
9 $27,900 $34,800 $41,800 9.78% 50%
8 $25,300 $31,700 $38,000 10.07% 50%
7 $23,000 $28,800 $34,600 9.92% 50%
6 $20,900 $26,200 $31,400 10.08% 50%
5 $19,000 ~  $23,800 $28,600 10.19% 50%
4 $17,300 $21,600 $26,000 9.64% 50%
3 $15,700 $19,700 $23,600 10.06% 50%
2 514,300 $17,900 $21,500 9.82% 50%
1 $13,000 $16,300 $19,500 50%

Grade Assignments

Each benchmark and reference point job was assigned to a grade by comparing
the EMV to the closest midpoint value. Exhibit #6 shows the grade and range
assignments for the benchmark and reference point jobs.

Exhibit #7 compares SSU’s actual pay and revised midpoints to the market.
While the percentages for actual pay to market is the same as the previous
analysis in Exhibit #1, the revised midpoint versus market-percentage has
changed. The revised midpoints are less than one-half a percent below the
market, on average, and the largest deviation from the market is 4.6%,
indicating the revised midpoints are consistent with the market. By utilizing
the revised structure, SSU could have a true market driven structure.

§952CCPD.O0 /068 04/95 12 Hewitt Associates
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Grade

Minimum

Midpoint

Maximum

Position Title (EMV)

16

54,300

67,900

81,500

Staff Attorney (367.9)
Director Rates**

15

49,400

61,700

74,100

Sr Rate Engineer ($62.9)
Manager, Info Services ($62.8)
Communications Manager (362.5)
Manager, HR ($59.7)

14

44,500

56,100

67,300

Mgr, Fin Planning/ Asst. Treasurer ($57.0)

13

40,800

51,000

61,200

St Project Engineer ($52.4)

HR Administrator (352.3)

Rate Analyst II {$52.2)

Mgr, General Accting/Asst. Controller ($52.0)
Manager, Admin Services ($51.7)

Sr Systems Analyst Engin (*R-$50.1)

12

37,100

46,400

55,700

St Programmer Analyst ($48.1)

11

33,7900

42,200

50,600

Rate Analyst I (*R-$43.9)
Training & Development Admin {$43.6)
Purchasing Administrator ($41.5)

10

30700

38,300

46,000

Programmer Analyst I {$38.5)
HR Analyst—Generalist ($37.1)

27,900

34,800

41,800

Project Engineer I ($36.2)
HR Analyst—Benefits ($35.0)

Supervisor, Customer Service ($34.4)
Accountant II ($33.9)

Supervisor of Billing (*R-$34.9) -

25,300

31,700

38.000

Operator I ($33.0)

PC Support Spedialist ($32.0)
Chief Drafter ($31.7}
Electrician ($30.7)

23,000

28,800

34,600

Accountant I (530.2)

HR Assistant ($28.4)

Executive Secretary ($28:1)
Operator [T ($27.9)

Supervisor, Admin Services ($27.7)

20,900

26,200

31,400

Design Drafter I ($27.3)

Welder (*R-$27.1)

Customer Service Rep III (*R-526.4)
Sr Computer Operator {$26.0)

Sr Maintenance Tech (*%-$25.4)

19,000

23,860

28,600

Operator 1 ($24.4)

Secretary II ($24.0)
Computer Operator 1 ($23.7)
Asst. Buyer ($23.4)

17,300

21,600

26,000

Cust Sve Rep (521.7)

15,700

15,700

23,600

Accounting Clerk I ($15.5)
Secretary I ($19.3)
Meter Reader I ($18.9)

14,300

17,900

21,500

Maintenance Tech I ($18.2)
Data Entry Operator I ($17.5)
Corporate Receptionist ($17.2)

13,000

16,300

19,500

Office Clerk ($16.1)

* Represents a reference point.
** Director Rates slotted into Grade 16; EMV was not used.

5952CCPD.00T/06B 04/95
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Exhibit #7
Actual Pay and Revised Midpoints Compared to Market
S5U New SSU  EMV  S5U Actual vs. New SSU Mid
$SU Position Base Midpoint  Base Market +/- vs. Market +/—
Office Clerk 161 16.3 16.1 0.0% +1.2%
Corporate Receptionist 21.3 17.9 17.2 +23.8% + 4.1%
Data Entry Operator 1 16.0 17.9 17.5 - B.6% + 2.3%
Maintenance Tech | 175 17.9 182 — 3.8% - L6%
Meter Reader I 161 19.7 189 -14.8% +.4.2%
Secretary | 19.4 19.7 19.3 -0.5% - +21%
Accounting Clerk I 18.3 19.7 195 ~ 6. 2% +1.0% .
Customer Service Rep 1 16.6 216 21.7 ~235% . ~05% :
Assistant Buyer 20.6 238 23.4 -120% +17%
Computer Operator 212 238 237 <105% o0 +.04%
Secretary II 214 238 24.0 ~10:8% " :
Operator | 219 238 244 2102%:
Sr Maintenance Tech® 215 282 254 =15.4%.
Senior Computer Operator 240 26.2 250 — 7.7% -
Customer Service Rep Il 217 26.2 26.4
Welder* 356 26.2 271
Design Drafter 1 196 262 27.3
Supervisor, Admin Services  26.1 288 27.7
Operator I 248 288 279
Executive Secretary 241 288 281
HR Assistant 247 28.8 28.4
Accountant [ 27.5 288 302
Electrician 279 317 30.7
Chief Drafter 36.3 317 317
PC Support Spec 27.0 31.7 32.0
Operator I - 270 317 330
Accountant IT 33.3 348 33.9
Sprvsr, Customer Service 341 348 344
Supervisor of Billing® 283 348 349
HR Analyst—Benefits — 348 350
Project Engineer [ 351 348 36.2
HR Analyst—Generalist - 258 383 37.1
Programmer Analyst I 302 383 38.5
Purchasing Administrator 36.2 422 415
Tmg and Dvlpmnt Admin 431 422 43.6
Rate Analyst [ 26.3 422 439
Sr Programmer Analyst 49.1 46.4 48.1
Sr Systems Analyst Engin* 51.0 51.0 501
Manager, Admin Services 452 51.0 51.7
Mgr, Gen Acct/ Asst Ctrir 60.2 51.0 52.0
Rate Analyst I 353 510 522
HR Administrator 5t.0 510 523
Sr Project Engineer 53.8 510 524 ) :
Mgr, Fin Plng/Asst Treas 462 561 570  -13.7%. -
Manager, HR £9.9 61.7 59.7 +0.3%. o
Communications Manager 650 61.7 625 0%
Manager, Info Services 65.1 61.7 62.8 +37%
Sr Rate Engineer 55.7 61.7 629 “11.4% 5 -
Staff Attorney 607 679 679  -10.6% .. .-
Director Rates 60.0 67.9 904  —336%
Average - 88%

benchmark position.

** Director Rates slotted into Grade 16; EMV was not used.

" Represents a “reference point” position—data presented for reference only. This is not a

6952CCPD.00Z/06-B 04/95
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Market Pricing

I

Methodology
This section describes the process used in collecting the market information. -

Survey Sources

Published salary surveys have been used to develop the market data package.
A list of the published surveys we have used is included in the “Survey
Sources” section of this material. We primarily used data from “general
industry” and where applicable the utility industry.

oo

Job Matching

The market data package was developed by matching S5U’s jobs with those
included in the salary surveys. The matches were established on the basis of
job duties and responsibilities, not on the basis of job titles. Job matches were
reviewed and verified by SSU personnel. An adjustment was made to one 55U
job to reflect additional responsibilities in the survey job which were not
included in the SSU job.

Scope Measures

The scope measures represent the different categories in which the market

information is collected and reported in the published surveys. These factors
- allow us to compare SSU to the survey participants and to ensure that the

organizational matches, as well as the position matches, are valid.

]

Based on SSU’s definitions of the market, where possible we used the =
appropriate geographic locations for each position. In some cases, information

on the specific market identified was not available and we used the closest

geographic region where data was available.

Updating Compensation Values

— Because the effective dates of market data vary according to the surveys, all
data have been updated to a commeon date, July 1, 1995. The annual

J adjustment factor used was 4.0%. This percentage is based on Hewitt
Associates’” annual salary increase survey.

} Estimated Market Value

The Estimated Market Value is the single number representing a close

approximation of the market value of a job. Since multiple survey sources and

scope measures have been used for each job, we collected a range of market

information by job. All of the market values collected were weighted based on

the degree of job match and numerically averaged to calculate the Estimated
_J Market Value for each job.

69520CPD.002/06-B 04/95 15 Hewitt Associates
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Survey Sources

The following is a key to the survey source abbreviations, and a brief
_description of each published survey used in the analysis.

ALT-LAW Altman Weil Pensa, Inc.: Law Department Salary Survey.
This is a study of the compensation of lawyers, paralegals,
and administrators employed by business corporations and
institutions in the United States. The survey includes data
on 11 positions from 252 companies and provides infor-
mation by size of department, industry, and geographic
location. (Data effective October 1994.)

AMS AMS: Foundation Salary Report. This annual salary
survey reports data for 76 office, secretarial, professional,
data processing and management jobs for nearly 850
companies. Data is presented by National, Regional,
Metropolitan, Industry and Company size with both U.S.
and Canadian data represented. (Data effective March

1994.) -
BLR-E and Business & Legal Reports, Inc.: Surveys of Exempt and
BLR-NE Nonexempt Compensation. These surveys present data

from over 2,700 employers-representing hourly and annual
pay rates in 42 exempt and 39 nonexempt positions across
the United States. The data is displayed in individual
editions by state. Each state edition contains national,
regional, state, and major city data. (Data effective
February 1994.) _ -

BLS {(Naticnal) LLS. Department of Labor, Bureau of Labor Statistics:
Area Wage Survey. Conducted on an annual or semiannual
basis by the BLS, these surveys contain salary data for up
to 130 clerical and technical positions in each standard
metropolitan statistical area. Effective dates and number of
jobs with data vary by city.

Dietrich—E Dietrich Associates, Inc.: Engineering Salaries Survey.
The semi-annual edition of this survey contains data from
207 firms reporting salaries on nine levels of engineering
jobs. The data is reported by industry as well as major
metropolitan area. Within each industry, data is reported
by staff size, geographic region, and maturity curve.
Engineering disciplines are also reported by maturity
curve. {Data effective March 1994.)

6952CCPD.O02/06-B 04795 16 Hewitt Associates
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Dietrich Associates, Inc.: Support Services Survey.

This publication provides salary information for 116
administrative jobs in 243 firms across the United States.
Data is reported by industry group based on employment
size, geographic region, and metropolitan area. (Data
effective May 1994.) :

Executive Compensation Service, Inc.: Middle Management
Report. This two volume survey presents compensation
data on 121 middle management positions from 1,849
organizations. Data is included for 21 selected industries;
within the industry breakouts, jobs are scoped primarily
by sales volume. Regional information is included in a
separate volume. (Data effective February 1994.)

Executive Compensation Service, Inc.: Office Personnel
Report. The annual edition of this report presents
compensation data on 72 nonexempt office personnel
positions. Information was provided by 2,590
organizations. The data is displayed nationally, regionally,”
by state, and metropolitan areas. (Data effective May 1994.)

Executive Compensation Service, Inc.: Professional and
Scientific Personnel Report. This survey contains
compensation data on 115 professional and scientific jobs;
that is, jobs which require special training and/or
experience. Information was provided by 1,901 companies
representing 165,785 incumbents. The data is displayed on
a national, regional, sub-regional, and city-wide basis.
Industry-specific data is included in a separate volume.
{Data effective March 1994.)

Executive Compensation Service, Inc.: Supervisory
Management Report. This report contains cash
compensation data on 94 supervisory level positions. Each
position reported has three levels of responsibility
including Lead, Shift Supervisor, and Assistant
Pepartment Head. Information was provided by 1,510
companies representing more than 46,972 supervisors. The
data is displayed on a national, regional, and metropolitan
basis, as well as by industry. (Data effective January 1994.)

17 Hewitt Associates
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Executive Compensation Service, Inc.: Technician and
Skilled Trades Personnel Report. This study presents
compensation data on 86 technical and skilled trades
positions. Information was provided by 995 companies
representing 159,641 incumbents. The data is displayed on
a national, regional, sub-regional, and city-wide basis.
{Data effective June 1994.)

Florida League of Cities—Cooperative Salary Survey. This
survey is printed in three sections based on population.
The survey provides data on 140 positions generally
representative of a city or county. (Data effective

October 1, 1993.)

Abbott, Langer and Associates: Compensation of Legal &
Related Jobs. This three volume survey reports data on 13
jobs from 445 organizations in business, industry,
government, and nonprofit organizations. Data is reported
by geographic area, type of industry, size of organization,
and size of department. (Data effective May 1994.) —-

Towers Perrin—The Florida Benchmark Survey. This report
provides base, bonus, and total compensation information
for 130 positions. The data is presented by revenues,
industry, and geographic location. The survey contains
data from 132 organizations covering 62,620 incumbents.
(Data effective January 1, 1994.)

William M. Mercer, Incorporated: Finance, Accounting &
Legal Compensation Survey Results. This report contains
cash compensation data for 95 jobs in the finance,
accounting, and legal professions. In addition,
compensation information is displayed for 12 executive
general management jobs. Compensation information was
submitted by 1,370 reporting locations representing 51,564
individual salary rates. Data is displayed for each job on a
nationwide basis, by type of industry, as well as for
individual cities where sufficient data is available. (Data
effective March 1994.)

18 " Hewitt Associates
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Society for Human Resource Management/William M.
Mercer, Incorporated: Human Resource Management
Compensation Survey Results. This study reports compen-
sation data for 58 jobs in the area of human resource
management. Information was submitted by 1,385
participants reporting more than 20,000 individual salary
rates. Data is displayed for each job on a nationwide basis,
by type of industry, as well as for individual cities.

(Data effective February 1994.)

William M. Mercer, Incorporated: Information Systems
Compensation Survey Results. This report contains
competitive salary information for 117 positions in the
information systems area. Compensation information was
submitted by 1,098 reporting locations representing 138,747
individual salary rates. Data is displayed for each position
on a nationwide basis, by type of industry, by type of
environmental complexity, as well as for individual cities.
(Data effective April 1994.)

William M. Mercer, Incorporated: Materials and Logistics
Management Compensation Survey Results. This report
contains compensation information for 61 positions in the
area of materials and logistics management. Data was
submitted by 169 firms reporting 5,901 individual salary
rates. The salaries are displayed for each position on a
nationwide basis, by type of industry, as well as for
individual cities. (Data effective January 19%94.)

19 Hewitt Associates
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Market Pricing Worksheets
, The market pricing worksheets used to generate the EMV for each position are
provided beginning on page 20. Explanations of the market pricing worksheets
columnar headings are listed below:

!

g
| PR

j Survey Source: The source of the salary information.
‘1 Survey Position Title and Industry The position title and industry cut
- Classification: from the published survey.

Survey Scope. The parameter data that details the

relative size of the comparator
companies, or other section of the
data.

Number Reported:
Cos. (Companies): The number of companies that
responded to the survey position.

Inc. (Incumbents): The number of position incumbents™ ~
for which survey information was
reported.
Data Type: The median, average, weighted -

average, regression, or third quartile
value, as noted.

Survey Effective Date: The date as of which the
.- compensation data reported in the
survey is effective.

- Unadjusted Data “Base”: The raw base salary data reported for
. the position.
Update Factor: The percentage factor used to adjust
the data from the effective date of the
B survey to July 1, 1995.
Compensation Data “Base”: The “aged” or adjusted base salary
data.
1 Weight: B The weight assigned to each survey
_J to be used for calculating the
estimated market value for the
} position.
4
wszccr’n.ooz@sa 04/95 20 Hewitt Associates
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MARKITT PRICING WORKSIEET ESTIMATED MARKIHT VAL {3 0601)
(DATA GEFECTIVIL 7/94)
BAST $16.1
JORITNR  OFFICE CLERK
BENCHMARK x
COMPANY SSU ) REITRENCE POINT
SURVEY INPURMATION SURY | UNADL COMPENSATION
SURVEY SURVEY POSITION TITLE SURVEY #RUPORTED | DATA | O | DATA UPDATEE " DATA COMMIENTS
SOURCHE AND INDUSTRY CLASSIFICATION scorg Cos, Inc, TYPE® | DATH. | "AST FACTOR | "BAST" | WHIGHT
MR CLERK TFLORIDA 33 11 M 2094 $133 195667 §14.1 1
—GERERAL INDUSTRY
nLs GENERAL CLERK Il ORLANDO NiA 1M M 1494 $14.4 1.06000 §15.7 1 '
—GENERAL INDUSTRY
AMS GENERAL CLERK -1EVEL 1 SOUTIEAST ] 7% : A 4794 $14.7 1.05000 $15.4 i
—GENERAL INDUSTRY
TP-FBS GENERAL CLERK (INTERMEIHATE) ORLANDO 15 mpt M 1794 $16.3 1.06000 $17.2 3
—GENERAL INDUSTRY
T -1NS GENFRAL CLERK {INTERMEDIATE) FLORIDA 651 2,060 M 1794 $16.0 1.06000 $17.6 1
—GENERAL INDUSTRY
)
* M=MIDIAN; A=AVERAGE; W=WEIGHITID) AVERAGE; R-REGRESSION; IRD=THRD QUARTILE
21 Hewitt Associates
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AR DN ORI [ S A Ul e beieal Wit tiiwen el L L el Blibadd el et
MARKST PRICING WORKSUEXT BESTIMATES MARKIZE VALUR! (§ 00tc)
(DATA IITTCTIVE 7/95)
DASH | $172
JORITMLE  CORPCRATE RECEPTIONIST
! FENCIIMARK L
COMPANY SSU REFERENCE POINT
1
" SURVEY INPORMATION . SURV | UNADI COMPENSATION
SURVITY SURVIZY POSTITON 'TTILE SURVEY #ROPORTED | DATA | EIT | DATA UrbATE DATA COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION SCOPE Cor.  loc, TYPE® | DATR |"ASH" | FACTOR | "BASE® | WEIGHT
BIR RECEPTIONIST-SWITCHBOARD OPERATOR | FLORIDA 83 7 M /94 $16.3 1.05667 5172 1
—GENERAL INDUSTRY
-8 RECEPTIONIST ORLANDO " 166 M 1794 $16.3 1.06800 $173 2
—GENERAL INDUSIRY
.
TP -FBS RECEFTIONIST FLORIDA 63 £ 1T M 1794 $15.9 1.06000 $16.9 1
—GENERAL INDUSTRY
]
BLS SWITCHROARD OPERATOR -RECEFTIONIST [ ORLANDO NiN 36 M 1/94 $15.9 1.06000 5169 2
—GENERAL INDUSTRY
ECS-OPR | RECEPTIONIST/TELEPHONE OPERATCR MLORIDA 30 n M 5794 $16.3 1.04667 $17.1 1
—GENERAL INDUSTRY
+
DIEEIRICH -5 RECEPTIONISTISWITCHNOARD SOUTHEAST ” 61 M 5494 $17.5 1.04667 5183 !
~GENERAL INDUSIRY
| . . o
* M=MEDIAN: A=AVIRAGE; WaWERIGHTED AVERAGE: R=RBEGRESSION; IRD=TIIRD QUARTILE
1
22 Hewitt Associates
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MARKET PRICING WOREKS T ESTIMATED MARKET VALUR (§ 000s)

{DATA EITLCTIVE 7/94)
NASTE H"1s
OO0 TR DATAENIRYY OPERATOR |
NENCHMARK X ]
COMPANY S5U REIGRENCE POINT
SURVEY INFORMATION SURV | UNADL COMPINSATION
SURVILY SURVEY MOSITION 1TTLE SURVITY ! # REPORTED DATA | EIT DATA UPDATE DATA COMMUNTS
SQURCH AND INDUSTRY CLASSHTCATION sors Cos. tne. TYPE* | DATB | "BAST FACTOR | 'BASH" | WHIGHT ]
!
s KEY ENTRY OPERATOR -1 EVEL [ ORLANDO HiA M2 M 1/ $16.6 1.06000 3116 3}
~GENERAL [NDUSTRY
AMS DATA BNIRY OPERATOR SOUTHEAST 12 46 A 4/94 116.4 L.a5000 sint 1

~GENEFRAL INDUSTRY

40 L 39vd

1%

T
* M=MEDIAN; A=AVERAGE; WoWRIGHTID AVIRAGE; R-RBGRESSION; 3RO=THIRD QUARTILE
1
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1
1 MARKIZT PRICING WORKSHIIIT ' USIMATED MARKST VALUTL(S 0001)
(DATA IITECITVIE 7/93)
. nASL i
KNI MAINTRNANCE TECHNICIAN
MNCIIMARK x

COMFPANY 55U

RIEATIYINRGAL FOINT

—

kiabd

SURVISY THIDRMATION sutty | UMABL COMMNSATION
SURVIEY SURVEY MOSIIGH 1TI0Ls SURVIEY rRepoRIED | DATA | BT [DATAT | Ukt " DATA COMMENTS
SOURCTE ANU INDUSTRY CLASSITICATION scorn Gor.  Ineo | Teent fbadti |WAx | racion |hAmtt | wiheliT
I
LR GENTRAL MAINTENA NCE WORKIT 1ORIDA 36 611 M 294 5172 103567 TR 1
—GENTRAL INDUSHLY
.
s GRENTRAL MAINTONA NCR WOILKER (NLANIXD NtA 621 M 1794 Hen 1.06000 110 1
—GRENIRAL INDUSTRY ‘
FCS«1ST | MAIMTIENANCIMICTIARIC - LSV | LOWIT S STATES $ 18 M 494 s19.8 1,0433) 1107 1
—GENERAL INDUSTRY .
© MAMEDIAN; ArAVERAGE: W=WTG 1T AVIRAGHE: R-BEGRESSION; IRO=T1HRD QUARTHE ‘
24 Hewilt Associales
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ESTIMATED MARKET VAL (5 000s)

MARKET PRICING WORKSITUIET

(DATA EFTECTIVE 7/95)
BASH $189
JON TR | METERREADER|
BENCIIMARK x
COMPANY 55U RIPERENCE POINT
SURVEY INPORMATION ‘ SURV | UNADL COMPENSATION
SURVEY SURVEY POSITION TITLE SURVEY #RETORTED | DATA | HIT |DATA | UPDATE DATA COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION SCorm Cor. Inc. | TYPB® |DATB [HASY" | TACTOR | DASE™ | WHIGHT
i !
ILC-CSS | METERREADER | |oRLANDO AREA 1e B A 10/93 571  1ov00| 184 3
—CITY/COUNTY GOVIRNMENT t
10,000 50,000 POTULATION ]
i
i
FLC-CS | METERRGADAR FLORIDA o e A 9 $112 107000 514 1
' ~CITY /COUNTY GOVERNMENT
10,000 -50,000 FOPULATION -
FLORIDA | aml A 10793 $19.7 1070001 8201 t

nC-css METER READPER
—CITY/COUNTY GOVERNMENT

50,000 + POPULATION

* M=MEDIAN; A=AVERAGIL W=WEIG i THD AVERAGE; R-REGRESSION; 3RD=T1HRD QUARTILE
Hewitt Associates
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MARKET FRICING WORKSIT:T

ESTIMATED MARKET VALUL (3 0001)

(DATA FFIECTTVE 1/95)
BASE $193
JOBTHLE  SECRETARY |
FENCHIMARK x
COMPANY SSU REERENCTE POINT o
SURVEY INIORMATION _ SURY - | UNADI. COMPENSATION
SURVEY SURVEY POSITION TTILH - - SURVEY #REPORTED | DATA | BIT | DATA' | UPDATE DATA COMMENTS
SOURCE AND INDUSTRY CLASSIFICATION scorr Cor.  he | IPE' |DATE [BASE | FACGIOR |BASE' | wHIGHT
mnr SECREETARY B FLORIDA 60 1,755 M /94 $15.9 1.05667 1168 1
—GENERAL INDUSIRY
:
BLs TCRETARY 1 CRLANDO Nra 190 M 1194 3194 1.06000 $106 2
—GENERAL INDUSTRY:
]
[
|
>
+ M=MEDIAN: A=AVIRAGE: W=WEIGHTED AVERAGE; R=REGRESSION; JRD=THIRD QUARTILE
26 Hewitt Associates
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) o 2 1 - a g L " ' Co et i 4 ' PRI
L il M L e ek L il e (WU [y W= R WOT I B .
MARKITE FRICING WORKSHEIZT ESTIMATID MARKET VALUIL (3 0001)
(DATA ITLCTIVE 7/95)
BASIL 1195
JOB TR ACCOUNTING CLERK|
BENCIIMARK X
COMFANY SSU REFTRENCT POINT
SURVIY INFORMATION s oy oo SURV | UNADL. COMPENSATION
SURVEY SURVEY POSITION TITLE SURVEY SRUFCRTED | DATA | EXF , DATA. | UFDATE | - DATA COMMENTS
SOURCH AND [NOUSTRY CLASSIPICATION SCOPB Coi. . Iaé. | TrEe DATE |PASE® | PACTOR | BASE" | WEIGHT i
FLC-CSS | ACCOMNT CLERK FLORIDA 41 751 A 10/93 $196 197000 5210 H
CITY /COUNTY GOVIRNMENT
50,000 + POFULATION
AMS ACCOUNTING CLERK -1V § SOUTHEAST s 1 A 1 1167 105000 5175 !
—GRNURAL INDUSTRY '
BLS ACCOUNTING CLERK 1T ORLANDO N/ 1167 M 1794 $18.0 1.06000 $19.1 3
—QENERALINDUSIRY ‘
1
|
'
+ MoMEDIAN: A—AVERAGE; W~=WEIGHTED AVERAGI: R-REGRESSION; RD=THIRD QUARTILS
27 Hewitt Associates
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Lr ------ RN SR VUSSR S -Suest S A Hlhisd [T M__MAHM_—L—-‘J__L IO [y TS
MARKUT PRICTNG WORKSHRITT ESHMATED MARKET VALUL [ 000s)
(DATA IFFECTIVI 7195}
DAST: s21.1
e
JOBTIILE  CUSTOMER SERVICE REPRESENTATIVE
NENCIIMARK X
COMPANY SSU REPERENCE POINT
SURVEY INFORMATION = - J tsury |uHADL | 7 | COMPBRSATION
SURVEY SURVEY POSITION TITLE SURVEY #REPORIED | DATA | BFP uATA_ UPDATE DATA COMMENTS
| . soumrcs AND INDUSTRY CLASSIFICATION acoPR Cor.  Joe. 1eEs | DATE |BAse | pacrom |Base | weiGHT
1P-IBS CUSTOMER SFRVICE REPRESENTATIVE FLORIDA S1f 34896 M 194 s20.8 1.06000 $220 1
—GENERAL INDUSTRY
TP-FBS CUSTOMER SERVICE REPRIFENTATIVEE ORLANDO ] e M 1194 $193 1.06000 $205 1
—GENFRAL INDUSTRY
FLC-CS% CUKTOMB!SIR\’K:ERFMNTAH\@ FLORIDA » 1% A 10793 s 1.07000 3205 2
—CEIY fCOUNTY GOVERNMENT
10,000-30,000 POPULATION
[}
FLC-CSS | CUSTOMER SERVICE REPRESENTATIVE ORLANDO AREA 8 24 A 10793 $205 197000 $219 1
—CITY /COUNTY GOVERNMENT
10,000 50,000 POPULATION
FLC-CSS | CUSTOMER SERVICE REPRESENTATIVE FLORIDA 17 294 A 10793 $108 1.07000 $210 7
~CITY/COUNTY GOVERNMENT
$0,000 + POPULATION .
m5-Fas | CUSTOMUR SERVICE REPRESENTATIVE FLORIDA 13 118 M 3 s225 1,053 $237 2
LEVELT
—GENERAL INDUSTRY
|
* M=MEDIAN; A=AVERAGE; WaWEIGHTED AVERAGE: R=REGRESSION; IRD=THRD QUARTILE q 7 )
SI0CPD.002/06-B 4795 28
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MARKET PRICING WORKSHITET

(DATA EFITCITVE 7/95)

FSTIMATED MARKET VALULL (§ 000s)

BASGE $234
JNTITLE  ASSISTANT BUYER
BUNCHMARK x
COMPANY SSU REFERENCE FOINT
SURVEY INFORMATION - . SURV | URADL COMPINSATION
SURVITY SURVITY POSTION THLE  SURVEY #REPORTHD | . DATA T | DATA UPDATE DATA COMMENTS
SOURCE AND INDUSIRY CLASSTIICATION SCOrH Cor.  Ime. | Tyruf |DAM ['masg® [ PACTOR [mAS | wHKAT ]
T -Ms PURIIASING CLIERK ORLANDO ] L) ™ 1494 $1Ls 1.06000 $119 3
—GENERAL INDUSTRY g
1°-Ins PURCHASING CLIRK FLORIDA 46 1% M 1194 12 1.06000 $228 ?
—GENERAL INDUSTRY
ECS-OFR | PURCHASING CLERK-SENIOR FLORIDA 1 1 ™ 5194 5129 104667 5240 2
—GENERAL INDUSTRY
AMS PURCHASING CLERK-LEVEL 3 SOUTHEAST n 19 A 4198 1.6 1.65000 2.7 1
~GHNERAL INDUSTRY
L L | o
. MMEDIAN; A=AVERAGE; W-WENHTED AVERAGH; R=REGRESSION; JRD=THIRD QUARTILE
i 29 Hewitt Associates

69520CPD 002/06-B 04795
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L L

+ . . R . Ty . + . " " ' [T =5 1
MARKITT PRICING WORKS IFET ESTIMATED MARKITT VALUT (8 0098)
3
(DATA FITGCTIVE 7/95)
RBAST $23.7
JOBTITLR  COMPUTER OPERATOR |
BUNCIIMARK b 4
COMPANY Ss5U RETTRENCE POINT
SURVEY INPORMATION SURV | UNADL COMPENSATION
SURVEY SURVEY POSITION TITLE SURVEY #REPORTIED | DATA | T | DATA UEDATE DATA COMMENTS
SOURCT AND INDUSTRY CLASSHICATION SCOPn Cos.”  Ine. fybrs | pam | DAs* | FACTOR |BAsy | wEGHT o
BIR COMPUITR OPERATOR ILORIDA 58 14 M 1194 $19.8 1.05667 $20.9 1
~GENERAL INDUSIRY ;
FLC-CSS | COMPUITR OPERATOR ORLANDX) AREA 6 9 A 106493 §24.1 107000 $25.8 2
—CITY/COUNTY GOVERNMENT ¢
10,000 $0,000 FOTULATION ]
FLC-CSS | COMPIFIER OPERATOR FLORIDA 3 3 A 10793 $22.8 1.07000 $24.4 i
—CITY /COUNTY GOVERNMENT
10,000- 50,000 FOPULATION
)
FLC-CSS | COMPUTER OTERATOR FLORIDA a 123 A 10493 121 1.07000 $23.8 1
—CITY/COUNTY GOVERNMENT
50,000+ POPULATION - .
BLS COMPUTER OPERATOR - LEVEL Il ORLANDO N/A 143 M 1794 $21 1.06000 $12.6 1
—GENERAL INDUSTRY
' e
v MeMEDIAN: A=AVERAGE: W=WEIGHTED AVFRAGE; RREGRESSION; IRD=THRD QUARTH
30 Hewiltt Associates

£952CCPD.002/06-B O4/95
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== 40 ['g 3ovd

§9520CFD.002/06-B 04795

MARKET PRICING WORKSUEET GESTIMATED MARKHT VALUE (3 000r)
{DATA EFTECTIVE 7/95)
npASt $24.0
OBTTAE  SECHETARY I
RENCIIMARK b
COMPANY  SsU HEFERIINCE POINT
SURVEY INFORMATION - o ) sum' UNAD. COMPRNSATION
SURVEY ' SURVEY FOSITION TITLE SURVEY #REPORTED | DATA | BFF DATA | UPDATE DATA COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION scoPB - | Cov. fhe | TYPE' |DATE |"BASE' | FACTOR | BASE" | WEIGHT
R SECRETARY A FLORIDA 65| 191 M 2/94 $18.2 105667 $192 1
—GENERAL INDUSTRY
I
P -FS SECRETARY (SENIOR) ORLANDO 15 991 M 194 231 1.06000 5245 3
_GENTRALINDUSTRY y
T -Fes SECRETARY (SENIOR} FLORIDA Bl 2381 M 1194 $231 1.06000 5248 1
" |_GENERALINDUSTRY
LS SECRETARY Nl ORLANDO NrA ] 1194 5234 1.06000 5245 3
—GENERAL INDUSTRY
AMS SECRETARY SOUTHEAST 24 675 A 4794 $242 1.05000 $25.4 1
—GENERAL INDUSIRY
I
+ M=MEDIAN: A=AVERAGE; W=WIIGHTED AVERAGE; R=RIGRESSION; 3RD=THRD QUARTILE
3 Hewilt Associates

(-‘1
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. T I PO SRR S SR Gliiad  eed  Dowd  ewend i L eid o -
MARKHT PRICING WORKS [[TT ESTIMATED MARKET VALV (§ 0005)
(DATA IITTGTIVIE 7/95)
DASE 244
' e i————— -
JOWTITLE  OPERATORI
HINCITMARK X
COMPANY S5t REFERENCI POINT
SURVEY INFORMATION SURV | UNADY, COMPERSATION
SURVEY SURVEY POSITION TITLE SURVEY FREPORTED | DATA | #FF |DATA | UPDAIE DATA COMMENTS
SOURCH AND INDUSTRY CLASSINCATION SCOTH Cor.  loe. | TYrEs {pAIn |TASE | PACTOR | WASE® | WUIGHT ]
1C-CSS | FLANTOFFRATORC FLORIDA “ m A 10193 $12.5 1.07000 $14.8 1
—CITY/ COUNTY GOVERNMENT
19,000 50,000 FOPULATION
MLC-CSS | PLANT OPERATORC ORLANDO AREA B 58 A 10493 5212 1.07000 1238 1
_CTTY/COUNTY GOVERNMENT
| 10.000-50,000 POPULATION —
FLC-CSS | PLANTOTERATORC FLORIDA 3% 530 A 10/93 $23.2 1.07000 5248 3
~CITY FCOUNTY GOVERNMENT
50,0004 POPULATION I
I
-
b
g
! R —— A
s MeMEDIAN: A=AVERAGE; W=WEKGIITED AVERAGH; R=REGRESSION; JRO=THIRD QUARTILE
32 Hewilt Associales

§952CCPD02/06-B 04795
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.
' MARKET PRICING WORKS ITET ESTIMATED MARKIT VALUE (3 0001)
(DATA EFTTCTIVE 7/95)
BASE $25.4
JORTITIE  SENIOR MAINTENANCE TECHNICIAN
DENCIIMARK
COMPANY SSU REFERENCE POINT X
SURVITY INFORMATION SURY | UNADE COMPENSATION
SURVEY SURVEY POSITION TITLE SURVITY FREPORTED | DATA | EFT | DATA UPDATE DATA COMMENTS
SOURCH AND INDUSTRY CQLASSIFICATION SCOPE Cos, inc, TYPE* | DATH | “BASU* TACTOR | WASE" | WBIGHT
HCS-1ST MAINTENANCE MECHANIC - LEVEL LOWER ST STATLS i 442 M 6/94 $24.3 1.04233 $254 1
L —GENERAL INDUSTRY !
|
+
* M=MEDIAN; A=AVERAGE; W=WEIG1ITHD AVERAGH: R=RBFRESSION; IRD=THIRD GUARTILE
695200 PD.002/06-B 04,95 33 Hewilt Associates
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L st S Lo el e L il mew beewet beed e bed Gl bed O R

MAREET PRICING WORKSI T ESTIMATID MARKRT VALUE (3 0001)
(DATA EFTECTIVE 7/95) ]
BASE $16.0
JOBTHILE  SENIOR COMPUTER OPERATOR |
PENCIIMARK X
i S
COMPANY SSU REFERENCE POINT 1
SURVEY INFORMATION . o ) : SURY - | UNADY. COMPHNSATION
SURVEY SURVEY POSTTION 'ITILI SURVEY # REPORTED DATA | EF? | DATA UrDATE DATA COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION © scoPg@ - Cot.  Ine. TYrs | batd |"BASE* | racrom {wAs® | weGiT

P -FHS COMPUTER OPERATOR (SENTOR} ORLANDO 11 51 M 1794 1246 1.06000 $16.1 3

~GENERAL INDUSTRY
T - COMPUITR OPFRATOR {SENIOR) FLORIDA 61 285 M 1794 $24.6 1.06000 $26.1 2

~GENERAL INDUSIRY

1

ECS-OFR | COMPUTER OFERATOR -~ SENIOR FLORIDA 13 n M 5194 $248 1.04667 5260 2

—GENERAL INDUSTRY

1

AMS COMPUTER OPERATOR -LEVEL, 11 SOUTHEAST 0 ] A 4194 5246 1.05000 5258 i

—GENERAL INDUSTRY

———
|

* M=MEDIAN; A=AVERAGE; W=WEKJH TED AVERAGHE: R=ROGRESSION; IRD=THIRT} QUARTILE

69520CPD.O0/06-B 04 /95 34 Hewitt Associates
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.. tstivels | — L ovmd [ - Lol Rl (SR oot aind N lmicid W il bl e et
MARKITT PRICING WORKSINZST ESTIMATED MARKITT VALUT: (§ 000:)
(DATA EFTRCTIVE 7/94)
BAST $26.4
B TNE  CUSTOMER SERVICE REPRETINTATIVE 1 |
DENCHMARK
COMFPANY S§5U RITTRENCE POINT X
SURVHY INFORMATION SURV | UNADD, COMPENSATION
SURVETY SURVEY POSITION TTILI SURVEY #REPORTED | DATA | EFT | DATA UPDATE DATA COMMENTS
SOURCT AND INDUSTRY CLASSIFICATION SCOPR Coi, Inc. TYFE* | DATE | BASG" PACTOR | "DASE" | WHIGHT
ECS-TF &35 [ CUSTOMER STRVICE REP - LEVEL 1 SOUTHRAST a2 44 M 3794 $276 1.05113 $29.1 1
—GENERAL INDUSTRY
.
AMS CUSTOMIIL STRVICE REP - LEVEL I SOUTHEAST 0 148 M 4194 $243 1.05000 §15.5 k!
GENERAL INDUSTRY
‘+ M=MEDIAN; A=AVERAGE; W~WEIG HTED AVERAGE: R=REGRESSION; IRD=THIRD QUARTILE
1
35 Hewitt Associates

6952CCPD 002/ 06-B 0495
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MARKIT PRICING WORESILLET

ESTIMATED MARKET VALUI {3 0004) 1

{DATA EFTEECTIVE 7795}
1
DASH 1273
KON TIME  WELDER
WNCHMARK
COMPANY 55U REFIERENCE FOINT X
SURVIZY INFORMATION SURV | UNADY. COMPEHSATION
SURVEY SURVEY POSITION TITLE SURVEY #ROFPCRTED | DATA | EIT |[DATA - | UPDATE DATA COMMIENTS
SOURCH AND INDUSIRY CLASSIFICATION scornt Cor. Ine. | Tirg" |Dain |Dasut | PACTOR | AR | WEGHT '
FCS-15T WELINTR - IV 2 115 &% 934 M 6/94 $26.0 1.04333 1171 1
—GENERAL INDUSTRY
i —
1
0
* M=MEDIAN; A=AVERAGE; Wx=WEIGHTED AVIRAGE: ReFEGRESSION; SRD=THRD QUARTILE
36 Hewilt Associates

$952CCPD.002/06-B 04/95
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kel i‘,.'....., .\....,.J | F— ' ‘v w w [ L—.-uul 5...; s -..n:-bd‘ M e R
MARKIIT' PRICING WORESIIIET ESTTMATED MARKITT VALLUL ($ 0000)
(DATA MITECITVE 7/95)
BASE $173
JORTTILE  DESIGN DRAFIERT
AINCGIMARK X
COMPANY S5U REFRENCE POINT
SURVILY INPORMATION SURV | UNADI COMITNSATION
SURVHY SURVHY POSEHON TR SURVIY #REFORTED BATA BT DATA UrDATE DATA COMMENTS
SOURCE ! AND INDUSTRY CLASSIIICATION SCOrs Cos. Ine, ‘IYPET | DATH | DASE" FACTOR | DAST" WHIGIIT
RLR PDRAFIER FLORIDA 30 133 M /94 3257 1.05667 17 2
—GENERAL INDUSTRY
RLS DRAFTER - LEVEL } N ORLANDD NI A 114 ™ 1794 3159 1.06000 5215 1 0
—GENFRAL INDUSTRY
|
ECS-F &S5 DESGN/ DRAFTER FLORIDA f b1 M 3/ $16.0 105302 S04 |
. —GENERAL INDUSTRY
!
. r o
* M=MEDIAN; A=AVERAGE; WaWRIGITID AVERAGT: R=RBGRESSION; 3RD=T1 MDD QUARTILE
37 Hewitt Associates

69520CPT1.002/06-B 04/95
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a . . : ne = Py o b Y " '
Lo o cad e DL e W L SR " T == pr S Wl R - SO oy
MARKET PRICING WORKSIIZET TSTIMATED MARKET VALUL (3 0004)
(DATA IPFICTIVE 7/95)
nAST $277
JORTITLE  SUPERVISOR, ADMINISTRATIVE STRVICES
BENCTIMARK, X
' N
COMPANY SSU REMIRENCH POINT
SURVHY INFORMATION SURV | UNADL. COMITNSATION
SURVEY SURVEY POSITION TTILE SURVEY #FREFORTED | DATA | BT |DATA UPFDATE DATA COMMENTS
SOURCT AND INDUSTRY CLASSITICATION SCOPR Cos.  Ine. | TYrE* |DATH ['BASEF | rAcrOR |'mAasn- | wmont
1P -1m8 MAIL ROOM SUFLFVISOR ORLANDO s s| ™ 1194 1246 1.06000 126.1 3
~GENTRAL INDUSTRY
TP -FBS MAIL ROOM SUPERVISOR FLORIDA 1 Bl M 1794 272 1.06000 s208 3
—GENERAL INDUSTRY
AMS MAIL, ROGM SUPERVISOR SOUTHEAST 1 | a e 1.6 1.05000 5190 1
—OENERAL INDUSTRY
|
: .
.
* M=MEDIAN; A=AVERAGE; W=WEIGHTED AVERAGE; R=RBIRESSION; 3RD=T111RD QUARTILE
38 Hewilt Associates

6952CCPD.0062/06-B 04/95
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MARKET FRICING WORKRUITIT

ESTIMATED MARKIIT VALUTL($ 000s)

B (DATA BPISICTIVE 779%)
RASE 1279
JOB TR OPERATORII
MINCIIMARK X
COMPANY S5U REFTRIINCE POINT
SURVLY INFORMATION SURV | UNADL COMPENSATION

SURVEY SURVEY POSITION TIITH SURVEY # REFORTED DATA | BT | DATA UPDATE DATA COMMENTS

SARCTS AND IHDUSIRY CLASSIMICATION sCorm Cot. Inc. TYFE* | DATR | "BASI" PACTOH, | TASE" | WHIGHT
n.C-Css PLANT OPERATOR 5 TLORIDA 16 133 A 10/93 1253 1.07000 3273 1

]
—CITY/COUNTY GOVIRNMENT
£0,000- 50,000 POPULATION
1
M.C-C5S PLANT OFERATOR B FLORIDA ki) 297 A 10793 $26.7 t.07000 128.6 1
—CITY/COUNTY GOVERNMENT
50,000 + FOPLILATION
!
t
3
* MeEMEDIAN; A=AVERAGI: WxWEIGHTED AVERAGE; ReREGRESSION; IRD=THIRD GUARTIE
£952CCPD.002/06-B 04/95 39

Hewitt Associates
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l_ i | - Ibinrs ! Lol [V S - [ r— el L wasnnd [TRRRH emne
MARKET PRICING WORKSHIRET ESITMATED MARRET VALUE (3 0003}
(DATA EFPECTIVE 7/95)
NAST [FIR}
JOBTITLE  EXFCUTIVE SXCRETARY
BENCHMARK X
COMPANY SSU REFIRENCE PQINT
SURVEY INFORMATION surv | unapy COMPENSATION !
SURVEY SURVEY POSITION TITLE SURVEY FREPORTED | DATA | IFF | DATA UPDATR DATA COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION CorE Cos.  Ine TYPE* [DATH [BASE" | PACiOR {'BASE* [ wrmiGnr
MR ECUTIVE ACRETARY FLORIDA 3 m M /0t $23.2 §.05667 $245 1
, —GENERAL INDUSTRY
TP-FRS SECRETARY (EXECUTIVE) ORLANDO 1 70 M 1794 $24.1 105000 $298 2
—GRNERAL INDUSTRY
™-FRS SUCRIFTARY (EXECUTIVE) FLOUIDA 1 1] M 1M 5273 196000 1289 1
—GENERAL INDUSIRY
BLS SECRETARY 1V ORLANDO NIA 98 M 1 5274 1.06000 5293 2
—GENERAL INDUSIRY
RC-CSS! | EXBCUTIVE SECRETARY ORLANDOD AREA 8 H A 10793 $25.4 187000 5172 2
—CITY/COUNTY GOVERNMENT
10,000-30,000 POPULATION
C-Ccss EXBCUTIVIE SRETARY FLORIDA 51 146 A 10493 3255 107000 $173 1
~CITY /COUNTY GOVERNMENT
10,000~ 58,000 POPULATION - o
FLC-CSS | EXBCUTIVE SBCRETARY FLORIDA 45 456 A 19791 £27.2 107008 £29.1 1 '
—~CITY/COUNTY GOVERNMENT
$0.000+ POPULATION L

* M=MEDIAN; A=AVERAGE; W=WEIGI I TRD AVERAGE; R=RECRESSION; RD=THRD QUARTILE

69520CPD.002/06-B 04/95

——

Hewitt Associates
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dibiibin

; - - ; |y A S Lo ._, . q , . .
R h—---n m--\-J “au-. ' Wil k d H Dowindid M ... ‘..M-J M (ST ----J
MARKETF PRICING WORKSI T ESTIMATED MARKET VALUTL($ 0001)
(DATA IITECTIVE 7/95) '
BAST $28.4
JORTHLE  HR ASSISTANT
PENCHMARK
COMPANY SSU | REERENCE POINT
SURVILY INPORMATION | surv | uRADL COMPBNSATION
SURVEY SURVEY POSIIION TITLE SURVEY #ROFORTED | DATA | EPF | DATA UPDATE DATA COMMENTS
sSoURCH AND INDUSTRY CLASSIFICATION scorn Cor.. Me. |i'1YrE" |DATH |BASr | PACTOR | DAs | wEKIHT
WMM -1TRM | ENTRY LIVEL GENERALIST 1.5, 14 0 M 1/94 $17.8 1.05667 $29.4 1
—GENERAL INDUSTRY 250- 650 EMPLOYEES
ECS-P &S | HUMANRESOURCESGENERALIST-LEVELL  [U.S. . 200 n M 31 $23.1 1.05333 $26.4 1
—~GENERAL INDUSTRY"
AMS PERSONNEL ASSISTANT SOUTHEAST 1 20 A 494 5215 1.85000 $28.9 H
—GENERAL INDUSTRY
* M=MEDIAN: A=AVERAGE; WaWEIGH T1D AVERAGE; R=REGRESSION; JRD=THIRD QUARTILL
41 Hewitt Associates

69520CPD.002/06-B 04,95
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R E | ‘ I " — N L:-&J eyt Lerorett H bl Lndil e ...mfii s S redd P R
. — I
MARKHET PRICING WORKSUIET ESTIMATED MAREET VALUL (3 000c)
(DATA TFFPECTIVIL 7795)
' BASI 3302
JOnITILR ACCOUNTANTE
MENOIMARK x
COMPANY 55U REFERIENCE POINT
SURVHY INFORMATION SURV § UHADL COMIBNSATION
SURVEY SURVEY FOSTTION TIILE SURVEY #REPCRIED | DATA | X |DATA | UrDATE DATA COMMENTS
SOURCT AND INDUSTRY CLASSTFICATION scord ot Ine. Tevie | pand | pAsgt gaCion | mAsyt | wRIGHT
' 1
FCS-P &S ACCOUNTANT-IJ’M‘ELI FLORIDA ? 11 M 3/94 328.5F 1.0531) $19.6 1
_GTNTRAL INDUSTRY
\
WMM -FAL ASI)CIATEACCOUNTANT .5, n 55 M 3/94 $26.6 1.05333 $28.0 1| AVERAGE REVS = $Ra.4 MIL
—GENTRALINDUSTRY INDER $200 MIL REVS
; _
AMS ACCOUNTANT—LEVELZ SOUTHEAST 14 50 A 4194 $193 1.05000 $30.8 1
—_GENERAL INDUSTRY
ILC-CS5 | ACCOUNTANT ORLANDO AREA 7 9 A ””f’ $26.7 1.07000 3307 3
b
_CITY/COUNTY GOVERNMENT
10,000 - 50,000 POFULATION _ 1
FM.C-CSS ACCOUNTANT FLORIDA 4% 59 A 10793 $27.1 1.07060 5290 I
—CHYICOUNTY GOVERNMLENT
10.000- 30,000 POPULATION e
FLC-CSS | ACCOUNTARY FLORIDA 1) 181 A 10193 520.8 1.07000 $31.9 2
~CHTY/COUNTY GOVERNMENT
50,000 + POPULATION L e
+ M-MEDIAN; A=AVERAGE; W=WEGIGHTED AVERAGE; R=REGRISSION; JRD=THRD QUARTILE
42 Hewitt Associates

§952CCPDL002/06-B 04/95
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MARKET PRICING WORKSIERT TESTIMATED MARKITT VALUT (3 0001}
(DATA IFITCTIVE 7/95)
DASTL $307
JON TFNR ELECTRICIAN
PENCIMARK X
CUMPANY SSU REIERENCE POINT
SURVITY INPFORMATION SURV | UNADD. COMPENSATION
SURVITY SURVEY POSHITON TITLE SURVITY FRUPORTED | DATA | EFP | DATA UPDATE DATA COMMIINTS
SOURCE AND INDUSIRY CLASSIFICATION SCOPH Cos. fne. TYri* | DATE | BASH" FACTOR | DASE" | WINGIIT
1P -1 PUILIHNG ELECTRICIAN ORLANTIO ? 170 M 1794 $298 1.06000 316 H
~GENERAL INDUSTRY
1T -Ims BUILDING ELECTRICIAN FLORIDA 11 262 M 1794 $29.8 1.06000 $316 1
~GENERAL INDUSTRY
MLC-CSS BLECTRICIAN - JOURNEY LEVEL FLORIDA 3 51 A 10793 $23.4 1.07000 $15.0 t
—CITY / COUNTY GOVERNMENT
10,000~ 50,000 POPULATION
FLC-CSS ELECTRICIAN -JOURNEY LEVEL FLORIDA k1 21 A 18793 1263 1.07000 $28.7 1
—CITY/COUNTY GOVERNMENT
50,000 + POPULATION
ns MAIN ELECTRICIAN ORLANDCG MNIA 72 M 1194 32 1.06000 $33.4 1
—GENERAL INDUSTRY
i
* M=MEDIAN: A=AVERAGE; W=WEIG1 I THD AVERAGE: R=REGRESSION; JRD=THRD QUARTILH
43 Hewitt Associates

€9520CPD 001/06-B 04/95
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MARKET PRICING WORKS T ESTIMATED MARKET VALLE (§ 000s)
' (DATA EFTECTIVE 7/95)
BASG £31.7
JORTHLE  CHIEP DRAFIER
L]
BGNCIIMARE x
COMPANY 5SU REFFRENCT POINT
SURVEY INFORMATION 1 SURV | UNADL COMPBNSATION
SURVEY SURVEY POSITION TTILE SURVEY #REPORTED | DATA | #ir  [DATA . | urDATE _ DATA COMMENTS
SOURCE AND INDUSTRY CLASSITICATION scoril Cor. ~ Imé, | TYPE |DATR [BAmi® | rAcTOR |'BAsE® | wGHT
2
17 - FHS DRATTER (SENIOR) ORLANDO 10 .“ M 119 $18.6 1.06000 $10.3 3
—OENERAL INDUSIRY
1P-FBS DRAFITR (SEINIOR) FLORIDA 1% 9al | M 1194 5206 106000 $303 1
—GENERAL INDUSTRY:
|
ECS-P &S | CHIEF DRAFTER SOUTHEAST 16 101 M 3794 $36.5 1.05333 538.4 1
—GENERAL INDUSTRY
| I

* M=MEDIAN; A=AVERAGE; W=WEIGHTED AVERAGH; R=REGRESSION; IRD=TH [RD QUARTILE

&9520CPD.002/06-B DI/95

Hewilt Associates
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MARKET PRICING WORKSHIET ESTTMATED MARELT VALUE (3 000r)
(DATA EFTECTIVE 7/95)
BAS $12.0
JOBTITLE  PC SUPPORT SPECIALIST
RENCHMARR x
COMPANY SSU RITTRENCE POINT
SURVIZY INFORMATION SURY | UNADY. COMPONSATION
SURVITY SURVEY POSITION TTTLE SURVEY FREPORTED | DATA | fFF | DATA | UPDAIE DATA COMMIINTS
SOURCT AND INDUSTRY CLASSHICATION scars Cor. Ine. | Tyris |pams [wass | racror |wase | wElGHT
1P-ms ;| PCTECHNICIAN ORLANDO 3 6| M 1794 $35.3 1.06000 1374 1| SMALL SAMPLESIZE
_GENTRAL INDUSTRY
TP-FBS FC TECHNICIAN FLORIDA 35 e M 1794 $247 1.06000 $16.2 2
-~ GENERAL INDUSTRY
‘ o
AMS PC SPECIALIST SOUTHEAST 1 1] ™ n 5337 105000 $35.4 2
~GENERAL INDUSTRY
1 3
}
.
I WMM-IS | MICRO SYSTEMS SUPPORT ASSISTANT u.s. 63| | M o 529.9 1.05000 1.4 1| NG SCOPE DATA AVAILAILE
—GENERAL INDUSTRY
: .

» M=MEDIAN; A=AVERAGE: W=WHIGHTED AVERAGE; R=RIGRESSION; 3RD=T11 [RD QUARTILE

6951CCPD.00L/06-B D4/95

45

Hewitt Associates
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C 1 G Med e D ceed e

MARKET PRICING WORKSI IITTT ESTIMATED MARKIIT VAL (§ 0001)
(DATA ETECTIVE 7/95)
nASE $31.0
XN TrLE  OFERATORIN
IENCHMARK x
COMPANY SSU REITRENCT POANT
SURVILY INFORMATION SURV | UNATY, COMIMNSATION
StmRvEY SURVEY POSITION TTILE SURVEY #* REPmTEb DATA Iﬂ'i’ DATA UFDATH DATA COMMENTS
SOURCHE AND INDUSTRY CLASSIFICATION SCOr Coa, Ine. TYPE* | DAIR |'BASH" FACTOR | DAS" WEIGHT
.
AC-CSS FLANT OPERATOR A FLORIDA 29 68 A 10493 $29.9 1.07000 $32.0 1
—CITY/COUNTY GOVIRNMENT
10,000 - 50,000 POPULATION
.C-CSs TLANT OPERATOR A FLORIDA 1 154 A 14793 $31.7 1,07000 119 1
—CITY /COUNTY GOVERNMENT
50,000 + FOTILATION
|
|
- _d
3
"
* MoMEDLAN; A=AVERAGE; W=WEIGHTED AVERAGE; R=RAGRESSION; IRD=TIHIRD QUARTILE
46 Hewitt Associates
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g5 PDDO/06-B DAS9S

5 o ) . } , . 00 .o
b Uy erbbi | VORI, I S| P R e L]
|
.__4_,ﬁ__ﬁ.—f_.,f-__,d___fg__#._ﬂg..__.a_-d._g __._r e !
MARKIT PRICING WORKS AT } ISITMATEDD MARKHTVALUE(S 000s)
(DATA HITECTTVEL 7(9%5)
. BASE 3319
o opTIna ACCOUNTANTIE
MINCIIMARK X
COMPANY S5U REFRENCEH POINT
SURVEY THPORMATION SURV !J'NAm. COMIBNSATION N
SURVEY SURVHY FOSITION 1yl . SURVEY # REFORTED PATA B BATA UPDATH | . DATA COMMLENTS
SOURCEE AND INDUSTRY CLASSITCATION sSCors Conr. ine. TYFR" DA'iﬁ TAS®" FACTOR | "DASE" WEIGIT
TP-1B5 ACCUJNTANT(!NTEIWDIA'IE) ORLANDO 1 61 M 1794 $11.1 1.06000 $14.1 3}
_GENERAL INDUSTRY
|
W—— [ P
'lT'vi‘IlSr A(‘,COUNTANT[IN'IMDIATE) FLORIOA 69 264 M 194 §3t 1.06000 $33.1 ?
_GENERAL INDUSTRY
|
ECS-P &5 ACCOUNTANT-LEVEL (! FLORIDA i? k) M 3/94 $314 1.05333 $33.1 1
~GENERALINDUSTRY
-
\
WMM-PAL ACCOUNTANT U.s. 63 137 M 1/94 §30.5 1.05333 §321 1
~GENERAL INDUSTRY UNDER §200 MIL REVS
e ————
|
AMS ACCORINTANT-LEVEL ) SOUTHEAST 17 1) A [¥3-1) 1362 1.05000 $18.0 1
_GENERAL INDUSTRY
1
' —— ___,_L — o —t————— — J—
» M=MEDIAN; A=AVERAGE, W=WEIGHTED AVERAGE; R=REGRESSION: IRD=TIRD QUARTILE
47 Hewitl Associates
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.\I i L “_ l _.,--.-J

MARKLET PRICING WORKSIGET

BSTIMATIID MARKIIT VALUTL( 0004)

mm»a

‘ (DATA ETTECTIVIL 7/95)
1
BASE $34.4
JOBTIME  SUPERVISOR, CUSTOMER SERVICE
BENCIIMARK X
COMPANY ssU REFERGNCT POINT
 SURVBY INVORMATION suity | UNADY COMPINSATION
SURVITY SURVEY POSITION TITLE Stmvry #REPORTED | DATA | FIT. |UATA | UPDATE DATA \COMMENTS
SOURCT AND INDUSTRY CLASSIFIGATION scort Cos. e | TYPE* |DAIE |BAST | PACTOR |BASE" | WIGHT
)
FCS-SMR | CUSTOMER STRVICE SUPTRVISOR FLORIDA n 3 M ny $36.9 1.06000 $30.1 1
~GENERALINDUSTRY |
1
MR CUSTOMER SERVICE SUPERVISOR FLORIDA 3 64 M 2794 $10.0 1.05667 $29.6 1
—GENERAL INDUSTRY .
0
1
* M=MEDIAN; A=AVERAGE; WeWEIG F'TED AVERAGH: ReREGRESSION; JRD=TIIRD QUARTILS
48 Hewitt Associates
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VU (R YOS R S BRPUN R

. . . . NI a | R 1
[ R VN SUD SR s Sy CUUTRR N R I fommitd e it L
MAREKRT PRICING WORKSIIEET HSTIMATED MARKITT VALUT! (3 D00}
(DATA EITRCTIVE 1/95)
RBASI M3
1
JONITNE SUPERVISOR OF BILLING
BENCIIMARK
COMPANY SSU REFIRENCEH FOINT X
SURVILY INPORMATION | SURV UHADY. COMITNSATION
SURVEY SURVIEY POSITION TTILE SURVEY # REPORTED DATA m DATA UPDATID DATA COMMENTS
SOURCEH AND INDUSTRY CLASSITICATION SCOrs Cot. Ine. T¥EEs | DATH | mAS I'ACTOR. | "BASE” WHIGIHT
.8 kK] w|l' M 5194 $134 1.04667 3149 1 | RAW DATA BEDUCED BY 10% TO REAECT

DIETRICH - 59 PLLING SUPERVISOR

—GENERAL INTIWSTRY

DESTNES NOTPOUND N 531 POSTION

69520CPDN0G2/06-B 04/95

* M=MEDIAN: A=AVERAGE: W=aWEIG I [TED AVERAGE; R-REGRESSION: SRD=THRD QUARTILE

49

Hewitt Associates
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L,;___ . ;..-u-:u ‘h—-— A (Y uu— 'L SN M ] H‘ Hﬂ‘ | =] m ELL‘ ..-..—-J M — p—|
MARKET PRICING WORES IEIT ESTIMATED MARKET VALUE (3 000s)
(DATA EITRCNIVE 7/95)
NASE 1350
JOBTITLE  HR ANALYST-BENEPTS
MHNCHMARK X
. L
COMPANY SsU RIFTRENCE POINT
i SURVEY INNORMATION sURY | UNADL, COMITNSATION
SURVHY SANVEY MOSITION THILD SURVEY # REPORTERD DATA @r. | DATA UPDATE DATA COMMENTS
SOURCT AN INDUSTRY CLASSTITICATION SCOrt Caos, Ine. TYPE* | DATB | BAS" . FACTOR | DASE" WEIGHT
TP -BS BENGAITIS ANALYST ORLANDC & 10 M 1794 $118 1.06000 $33.7 3
—~GENERAL INBDUSTRY
+
T? ~-IMRs BENEFITS ANALYST - MLORIDA 28 39 M 1794 $36.7 1.06000 3389 2
—GENERAL INDUSTRY |
WMM-HRM | BENEFITS ADMINISTRATOR U.5. 12 17 l M /94 $33.3 1.05667 $35.2 1
—GENERAL INDUSTRY $30 MIL - 5100 MIL REVS
ECS-P &S BENEFTS ADMINISTRATOR ~LEVEL 7 FLORIDA (] 7 M 1/94 $31.4 1.05333 $311 1
—GENERAL INDUSTRY
AMS BENEFITS SPECIALIST SOUTHEAST 16 n A 4794 $33.4 1.05000 3151 1
—GENERAL INDUSTRY \
* M=MEDIAN; A=AVERAGH; WeWEIGITED AVERAGE: R=RIGRASSION; IRD=TYIRD QUARTILE
50 Hewilt Associates

§9520CPD.002/06-B 04/95
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F el et SR

| LN PR Uit s I
MARKET PRICING WORKSIEET ESTIMATED MARKIIT VALUE (5 004r) )
(DATA EITECTIVE 7/95)
BASE $16.2
JORTHIE  PRONCT ENGINEER|
' TEZNCIMARE, x
COMPANY SSU RIPERENCE POINT
SURVEY [NPORMATION SURY - | UNADI. COMPNSATION
SURVEY SURVEY POSITION TITLA SURVEY #REFORTED | DATA | EFF | DATA UFDAIE DATA COMMENTS
SOURCE AND INDUSTRY CLASSTICATION SCOrs Coa, Ine. +yYpE- | DATH | DASD" FACTOR | "BASB" WHIGHT -
[CS-P &5 | CIVIL ENGINEER - LEVELA SOUTHEAST 14 10 M 3794 $29.6 1.0533 $32 1
~GENERAL INDUSTRY
;
FCS-P &S | MECIIANICALENGINGER - LEVELI SOUTHEAST ELY 135 M 394 $353 1.05333 312 2
_GENFERAL INDUSIRY
DIETRICH -E | CIVIL ENGINEER ~LEVEL 1 u.s. NrA NIN A 2794 $15.9 1.05333 1378 1 )
_UTILITIES
DETRICH - | MECHARICALENGINEER ~LEVEL] \LS. aiAd N A 3794 362 105333 $38.1 1
Y jounumis
5
[
BR ENGINGIR C FLORIDA EH] 4 M 2794 $35.8 105667 £37.8 3
- GENERAL INDUSTRY
« M=MEDIAN; A=AVERAGE; WaWEIGHTED AVERAGE; R=ROGRESSION; SRD=THRD QUARTILE
51 Hewitt Associates

§952CCPD 002/06- B 0495
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e et M| st e L) Gk wewess e ool i il O
!
MARKIIT PRICING WORKSEITIIT ESTIMATED MARKET VAL ($ 000r)
(DATA EITECTIVE 7/95)
DASE $37.1
JOBTITLE  HR ANALYST-GENERALIST d
SENCIIMARK X
COMPANY SSU REFERBENCR POINT
SURVEY INFORMATION : sURV | UKADE T COMFINSATION
SURVIEY SURVEY POSITION TITLE SURVEY #REPORIED |- DATA | EFP | DATA UPDATE DATA COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION SCOrs Cot.  Ine | THPE DATR |"MASE" | PACTOR |“BASE | WHIGHT
ir-rns IR GENFRALIST ORLANDO 3 4 M 1794 $34.7 1.06000 336.8 1 | SMALL SAMTLE SIZE
—GEMERAL INDUSIRY
™P-MS HR GENERALIST FLURIDA 25 L . 194 $40.6 1.06000 330 1
—GENERAL INDUSTRY
ECS-P&S |HRGENERALIST FLORIDA s o] M 3 1L 1.0533 $303 2
LEVEL1
—GENERAL INDUSTRY
WMM ~HRM | GENERALIST u.s. 16 29 A /94 1370 1.05667 $39.1 1
'| ~GENFRAL INDUSTRY 530 MIL- 100 MIL REVS
|

* M=MEDIAN; A=AVERAGE;

£9520CFD.002/06-B 04795

WaWHIGHTED AVERAGE; R=RBGRESSION; IRD=THRD GUARTILE

|
52

Hewitt Associates
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ed b

69520CPD.002/06-8 (4/95

|
MARKET PRICING WORKSEH BT GSTIMATED MARKIT VALLUE (3 00fh)
(DATA TETECTIVI 7/35)
N DASHE 3385
OBTTAE  PROGRAMMER ANALYSTI
|
MINCIIMARK x
COMPANY 5SSU REITRENCE FOINT
SURVIIY INFORMATION SURY | UNADL COMINSATION
SURVEY SURVEY POSITION ITILB SURVITY # REPORTED DATA jugy DATA UPDAIR DATA COMMIINTS
SOURCH ARD INDUSTRY CLASSIFICATION scortt Cos. Ine, TYPR* | DA | BASE" FACTOR | "BASC” WEIGHIT
ECS-P &S | PROGRAMMER ANALYST-LEVEL Il FLORIDA [} 60 w 3194 $33.9 105333 $35.7 2
—GENERAL INDUSIRY
:
WMM-IIS APTLICATIONS SYSHEM ANALYST/ u.S. 484 5114 A 4794 $34.7 1.05000 3164 1
PROGRAMMER B :
~GENIRAL INDUSTRY B
AMS APPLICATIONS PROGRAMMER f ANALYST SOUTHEAST L] kL) A 4794 $342 1.05000 $35.9 2
LEVEL I
—GENERAL INDUSTRY
,
TP -FBS PFROGRAMMER ANALYST (INTERMEDIATE) CRIANDO 7 9% ™M 1/94 5403 1.06000 fat 3
—GENERAL INDUSTRY
t
1P -m8S FROGRAMMER ANALYST (INTERMEDIATE) FLORIDA &) 528 M 1194 $36.2 1.06000 $38.4 1
—GENERAL INDUSIRY
+
* M=MEDIAN; A»AVERAGE; WeWEIGHTED AVERACGH; R=RBGRESSION; 3RD=THIRD GUARTILE
53 Hewitt Associates
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b i b D L e e Lo GG e bemd et it b [ il beeed
H
MARKEL TRICING WORKSIGET tsnMA"ml)Mmrrvaunz(Woo;) B
(DATA GFTECTTVE 7/95)
A N |1 S—
JOBTINE ' PURCHASING ADMINISTRATOR
BENCHMARK X
COMFPANY SSU REITRENCE POINT
SURVHY INFORMATION SURY j UNADY, COMPENSATION
SURVILY SURVEY POSITION TITLR SURVEY FHIPCRIND | DATA | BIT  |DATA UPDATE DATA COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION SCORE Cot. - lne, o | DATE [*BAS® | | PACTOR | DAy | WIliGITT
. —
FL.C-CSS PURGHIASING AGENT CRLANDO AREA 7 7 A 10/93 £23.1 1.07000 §35.4 3
CITY { COUNTY GOVERNMENT
10,000- 50,000 FOPULATION 1
e
| Ac+css PURCHASING AGENT FLORIDA » 38 A 10/93 $329 1.07000 5315.2 2
—~CITY / COUNTY GOVERNMENT
10,000~ 50,000 POPULATION
H.C-CSS PURCHASING AGENT FLORIDA 4 6 A 10793 3462 1.07000 $49.4 2
—CITY/COUNTY GOVERNMENT
50,000 + POPULATION
WHM-MLM | SENIOR BUYER FLORIDA 11 NIA M L/o4 $46.4 1.06000 $432 ]
~GENERAL INDUSTRY
AMS PURCHASING AGENT SOUTHEAST 0 212 A 4194 $29.4 1.05000 5414 1
~GENFRAL INDUSTRY
* M=MEDIAN: A=AVERAGE; W=WEIGHTED AVERAGH; ReRIGRESSION; 3RD=TI{IRD QUARTILE -
:
54 Hewitt Associates

£952CCPD.002/06-8 01/95
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PN B S rd s L Db veeesr bl Ml e bl D L0 d et md e

L. ;
MARKET PRICING WORKSIEET BSTTMATIED MARKGT VALUE (3 0004)
[DATA FIPECTIVIL 7/95)
. BAS 3436
JORTTIIE  TRAINING & DEVELOPMENT ADMINISTRATOR
BENCIIMARK X
COMFPANY 55U REITRENCE POINT
!
SURVEY INPFORMATION SURV [ UNADL COMIBNSATION
SURVEY SURVEY POSITION TITLE SURVIRY #BEPORTID | DATA | BT || DATA UTDATH DATA COMMINTS
SOURCH AND INDUSTRY CLASSIFICATION scor Cos. Ine. | TYPE (DA [MASE | FacTOR |mAsE | wmiGir
1
BCS-T &S | EMPLOYEER TRAINING STHCIALIST SOUTHEAST kL] 66 M 3194 1439 1.05333 $46.2 t
LEVEL 3
~GENERAL INDUSTRY
WMM -1IRM | SENIOR TRAINING SPECIALIST u.s. 18 16 M 2194 9.4 105667 $16 1
—GENERAL INDUSTRY 130-650 FIE'S :
AMS TRAINING & DEVELOPMENT SFECIALIST SOUTHEAST i 2 A 4194 $40.8 1.05000 $428 1
—GENERAL INDUSTRY
; L —
+ M=MEDIAN; A=AVERAGE;, W=WEIGHTED AVERAGE; R=REGRESSION; JRD=TIHRD QUARTILE
55 Hewitt Associates

$9520CFD 002/ 06-8 04/95
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MARKIET PRICING WORKSUIEET ESTIMATED MARKET VALUE (§ 000:)
(DATA EFPECTIVE 7/95)
nAsE $43.9
JOBTITLE  RATE ANALYST!
BENCIIMARK
1
COMPANY SSU REITRENCE POINT X
.
SURVEY INPORMATION i _ SURV | UNADI. COMPENSATION
SURVEY SURVEY POSINON TITLE SURVEY #REPORTED | DATA | BIF DATA UTDAIE DATA COMMENTS
SOURCH AND INDUSTRY CLASSIPICATION SCOPR Cor. - - Inei . | TYFE* | DATE |"BASE | FACTOR, | BASC" WRIGHT
CUSTOM RATE ANALYST 1 FLORIDA 4 A 5194 $42.9 1.04667 $449 3
—UTILITIES '
- UTlL ASSOCIATE RATE ANALYST u.s. 13 M 9193 §38.2 107333 $41.0
—UTILITIES |
)
.
. I O (N
W WEIGHTED AVERAGE; R=REGRESSION: IRD=THIRD QUARTILE
56 Hewiit Associates

¢ McMEDIAN; A=AVIRAGE;
§952CCPD.002/06-B 04/95
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d

* M=MEDLAN; A=AVERAGE;

69520CPD.0G2/06-B 04795

W=WIIGIHITED AVERAGE; R-RBGRESSION; IRD=TIIIRD QUARTILE

57

L. R P (R VPR T O i L s et
MARKET PRICING WORKSUERT BSTIMATRI MARKET VALUTL($ 0001)
(DATA IFRECTIVE 7/95)
BASE 348.1
ONTTIE  SENIOR PROGRAMMER ANALYST
BENCIIMARK X
COMPANY  SSU REITRENCTE POINT
SURVILY INPORMATION SURV | UNADI. COMPENSATION
SURVEY SURVEY POSITION TITLE SURVITY # RHPORTED | DATA | EFF | DATA UPDATE DATA COMMENTS
SOURCTH AND INDUSTRY CLASSIICATION SCOPR Con. tne. TYPG* | DATH [ “DAS" CACTOR |™BAsE" | wEIGHT

MR SENVOR PROGRAMMER / ANALYST ORLANDC 15 n M 2794 $44.6 105667 $47.1 3

—GENERAL INDUSTRY
WMM-18 APPLICATIONS SYSTEM ANALYST/ 1.8 6771 16,589 M 4794 3475 1.05000 $49.9 t

PROGRAMMIR SENIOR

—GENERAL INDUSTRY !
ECS-P &S | PROGRAMMER ANALYST-1EVEL TV FLORIDA 7 1] w 3 $49.2 1.03333 $518 1

—GENERAL INDUSIRY

|
- _

AMS APPLICATIONS PROGRAMMER / ANALYST SOUTIHEAST 9 105 A 4794 $44.0 1.05000 $462 ?

LEVEL IV :

—GENERAL INDUSTRY o
T -s PROGRAMMER ANALYST (STNIOR} ORLANDO A 104 M 1194 $44.9 1.06000 $47.6 1

—GENERAL INDUSTRY
TP -I1S PROGRAMMER ANALYST (SENIOR) FLORIDA 57 657 M 1794 J449 1.06000 3476 2

—GENERAL INDUSTRY

Hewitt Associates

40T 39Vvd

1189143



d Ipiont [ fe JTTOUST R VUEE R S - PRF Y

. TR [REUP R P S T R e R
o MARKET PRICING WOREKSIEIIT ' BSTTMATED MARKIET VALUTL (§ D001) -—-|
(DATA FFFPECTIVE 1/95)
BASH $s501
JORTINE SENIOR SYSTEMS ANALYST ENG INETRING
BENCIIMARK -
COMPANY 55l REMRENCE POINT ___X__
‘ _
SURVHY INPORMATION SURV | UNADL COMPENSATION
SURVEY SURVEY FOSITION TITLA SURVIEY #REPORTED DATA B DATA UPDATE DATA COMMIINTS
SOURCTHR AND INDUSTRY CLASSIFICATION SCOI'B Con. e, wr* | AT | "pASE* FACTOR | "DASR" WEIGILT .
U.S. 13 1,109 M 4794 $47.7 1.05000 $50.1 H

WMM -8 ENGINEER f ANALYST SENTOR

—GENERAL INDUSTRY

11gIHX3

[X 40 <o) 39vd

&Wq)

! .
+ M=MEDIAN: A=AVERAGE; W=WEIGHTED AVERAGE; R=REGRESSION: IRD=TIITRD QUARTILR
Hewitt Associates

$9520CPD.002/06-B D4/95



P el N L Cood MRS

Lo e b 0 FINUPY B U Wil s bk pwnd e W T
i
MAREKF T PRICING WORKSR [T ESTIMATED MARKET VALUE (§ 000s)
(DATA FITTCTIVE 7195)
N DASIL 1517
| OBTITE  MANAGER, ADMINISTRATIVE STRVICES |
BENCIIMARK X
COMPANY SSU REMRENCT POINT
SURVIY INPFORMATION SURY | UNADL COMPENSATION
SURVITY SURVEY POSITION TTILH stRvEY FROPORTEL | DATA { BIF [ DATA UPDATE DATA COMMIINTS
SOURCH AND [NDUSTRY CLASSIFICATION SCOPR Cot. Ine. e | Dati | nasy FACIOR | TASD™ | WIIGHT
ECS-MMR | ADMINISTRATIVE SERVICES MANAGER SOUTHEAST 18 5 M M 1517 1.05667 154.6 1 .
~GENERAL INDUSTRY
)
DETRICH -5 MANAGER, ADMINISTRATIVE SERVICES SOUTHEAST it 21 M 5194 5466 1.04667 1488 1
—GENERAL INDUSTRY *
'
|
1
+ M=MEDIAN; A=AVERAUE; W=WEGHTED AVERAGI: R+RBEGRESSION; JRD=TIIIRD QUARTILE
59 Hewiltt Associates

£5520CPD.002/06-B 04795
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L. ot S e e L Lt et s wd e el L el Newd o N
i ——
MARKIT PRICING WORKS (13T ESTIMATED MARKET VALUI (3 0001}
(DATA EETGCTIVE 7/95)
mAsE 520
JORTITUE  MARAGER, GENERAL ACCOUNTING  ASSISTANT CONTROLLER
BENCITMARK

COMPANY  SSU

REITRINCT POINT
J

SURVEY INFORMATION SURY | UNADY, COMTENSATION
SURVEY SURVITY FOSIRON 171LE SURVITY FREPCRTED | DATA | BT | DATA UTDATE DATA COMMENTS i
SOURCH AND INDUSIRY CLASSIFICATION scorn Got,  Inc. TYPE* | DATH | TBASH® | PACTOR | DASH* | WRIGHT
!
WMM~PAL | OENERAL ACOOUNTING MANAGER u.s. 61 7 M I 1560 105323 $56.9 1
—GENERAL INDUSTRY UNDER §200 MIL REVS
ECS-MMR | GENERAL ACGOUNTING MANAGER u.s. 164 11 M 1194 $49.0 1.05667 $51.8 1
—GENERAL INDUSTRY INTIER $100 MIL RINVS
DIETRICH - 5§ GENERAL ACOOUNTING MANAGER SOUTHEAST 7] 3 M 5794 $45.2 1.04667 3413 1
—GENTERAL INDUSTRY
.
!
g
* MeMEDIAN: A=AVERAGH; W=WEIGIITED AVERAGE; R=RIEGRESSION; JRD=T111RD QUARTILR
60 Hewitt Associates

6%520CPD.002/06-B 04/95
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I
MARKET PRICING WORKSIITET GSTIMATED MARKET VALUT (3 0005}
(DATA EFTECTIVE 7195)
b BAST $52.2
| JORTTILE  RATEANALYSTH
PENCIIMARK X
COMTANY  SS1) REFERINCE POINT
SURVEY INI'ORMATION SURV. | UNADM. COMPRNSATION
SURVEY SURVEY POSIITON TTILB SURVEY #REPORIED | - DATA | ET | DATA | UPDATE DATA COMMIINTS
SOURCE AND INDUSTRY CLASSIMCATION SCOPE Cos. . Jne TYrE* | DATH {"BASt” | PACTOR |WARE: | wRIGHT
PRIVATE | RATE ANALYST (JOURNEY) SOUTHEAST ” 24 M 6192 5421 152300 $473 1
—UNLITES
'
CUSTQM  [RATE ANALYSTH FLORIDA 4 7 A /94 $59.4 1.04667 $62.2 1
—UTILIES

69520CPD002/06-B 04/95

* M=MEDIAN; A=AVERAGE; W=WEIGHTED AVERAGE; R=RBGRESSION; JRD=TT

{IRD QUARTILE

61

Hewitt Associates
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- R WU (PR "o = S VU S L
MARKET FRICING WORKSITET ! ESTIMATCED MARKET VALUE ($ 0002)
(DATA EXTECTIVEE 7/95)
DASE $523
JODBTIME  HUMAN RESOURCES ADMINISTRATOR
MENCHIMARK X
COMPANY SSU . REFIRENCE POINT
r
SURVEY INFORMATION SURV | UNADU. COMPENSATION
SURVIZY SURYEY FOSIMTION TTTLE SURVEY FREFORIUD | DATA | ETT | DATA UPDATE DATA COMMENTS
SOURCT AND INDUSIRY CLASSIFTCATION SCOrH Cos. me. | TYmie |oat | passt FACTOR | "BASE™ | WINGHT
WMM-HRM | EMPLOYFE SENEFTTS MANAGER U.s. 14 15 M 1/94 {11 0] 1.05667 $54.0 1
—GENERAL INDUSTRY 150650 EMPLOYEES
]
ECS-MMR | EMPLOYEE BENEFMTS MANAGER SOUTHEAST 10 11 M 2494 5490 1.05667 $s51.8 1 |
~GENFRAL INDUSTRY UNDGR 2,000 EMPLOYEES
|
"11r-ros BENEFTTS MANAGER FLORIDA 27 27 M 1794 $44.9 1.06000 5476 3
~GENERAL INDUSTRY
TP -FBS BENEFTS MANAGER CRLANDO H 5 M 1794 $62.3 1.06000 $66.0 1| SMALL SAMPLESIZE
—GENERAL INDUSTRY
+ M=MEDIAN:; A=AVERAGE; W=WEIG{TED AVERAGE; R=ROGRESSION; IRD=THIRD QUARTILA
62 Hewitt Associates

6952CCFL.002/06.B 04795
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) ° 5 R . = R, B i1 4d 1 - h o B '
L SOOI S NUUR SR S R N L Ckied et b Gl e W i Kb o e
MARKET FRICING WORKSIIEGT GSTIMATED MARKIT VALUL ($ 0001}
(DATA FPITCTIVE 7/95)
DASE $52.4
JORTITLE  SENIOR PROKECTENGINEIR
NENCITMARK x
COMPANY SsU RETTRINCE FOINT
SURVIEY INFORMATION SURV | UHADY, COMPHNSATION
SURVEY SURVEY POSITION TTILE SURVEY #REPORTED | DATA | BFPF | DATA UEDAIR DATA COMMENTS
. ] i
SOURCH AND INDUSTRY CLASSIFICATION scorg Cor.  Ine, " ryrne {pam | wAsr PACTOR | BASE" | WRIGHT
BIR FROECT ENG [NIFR SOUTH 106 s M 219¢ 519 1.05667 5548 H
—GENERAL INDUSTRY
DIEIRICH -E | ENGINDER - LEVEL 1V u.5. a3l 19a4n M 3 §45.2 1.05333 $476 1
—GENIRAL INDUSIRY
.
© M=MEDIAN; A=AVERAGE; W=WEKIH TED AVIRAGE; R=REGRESSION; 3RD=TH IRI) QUARTILE
§9520CPTH002/05-B 04/95 63 Hewitt Associates
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Lo el s el P S - e
MARKIT PRICING WORKSIIEET ESITMATEI MARKITT VAL ($ 0001)
(DATA EFTECTIVE 7/95)
BASE 1510
JORTITIIE  MANAGER, FINANCIAL PLANNING /7 ASSISTANT TREASURER
BENQIMARK X
COMPANY 55U RIEFTRENCE FOINT
SURVITY INPORMATION SURV UHAm. COMPENSATION
SURVEY SURVEY POSITION 1TILR SURVEY - # REPORTED DATA ur DATA UPDATE DATA COMMINTS
oURAL AND INDUSTRY (LASSIFICATION scom Cos, tne. TYFE® | DATY | "DASH" TACTOR | "BASR" WHIGHT
ECS-—MN'iR PFINANCIAL ANALYSIS MANAGER LS. 91 105 M 1 1331 1.05667 §56.2 1
—GENERAL INDUSTRY UNDER $300 MIL SALES
WMM-FAL | FINANCIAL ANALYS5 PROGCT I EADER uU.s, M 670 M 3794 $54.8 1.03333 $57.7 1
—GENTRAL INDUSTRY
L]
t
1
0 ey
* M=MEDIAN; A=AVERAGE; WoWEKGHTED AVERAGE; R=RBGRESSION; IRD=TI[RD QUARTILE
64 Hewitt Associales

69520CPD.002/06-B D4/95

Y _3ovd

v

ligmHx3

¥ 0

Kg-‘wﬂ\l)




il

—GENERAL INDUSTRY

$30 MIL - 5100 MIL REVS

a P ° e . . fs PR (i 0 st = 3.6 . g 3
S R WSS et b ! G v Amivei il el bl G e e e e
MARFKLT PRICING WORKS BT ESTIMATID MARKET VALURL (S 0001)
(DATA EFFECTIVE: 7/95)
BASTE $59.7
JOWTITLE  MANAGIR, HIUMAN RESOURCES
BENGIIMARK x
COMTANY 55U REFFRENCE POINT
SURVITY INFORMATION SURV | UNADL : COMPENSATION
SURVIEY SURVEY FOSTTION TTILE SURVEY #REPORTED | DATA | EFT |DATA | UPDATE DATA COMMIINTS
SOURCH AND INDUSTRY CLASSIFICATION scors Cos. e | Tyrm |pamn |mAss | PACTOR |"BASE' | WEIGIT
P -IBs HUMAN RESOURCES MANAGER TFLORIDA 5 o] M 1794 ss52] 106000 3585 3
_GENTRAL INDUSTRY
ECS—MMR ' | HUMAN RESOURCES MANAGIR SOUTHEAST “ w|l ™ 1794 ssa0|  roses7|  s360 2
—GENTRAL INDUSTRY UNDER 2,000 FTE'S
t
MM _HRM | HR DRECTOR (IN SMALL ORGANIZATION) | U-S. 30 2l M 2/94 ssea|  10se67]  se0d 1

o M=MEDIAN; A=AVERAGE; W=WE!

W5ICCPD002/06.B 04/95

1G11TED AVERAGE: R=RBGRESSION; 3RD=THRD QUARTILE

65

AMS HR DIRECTOR SOUTHEAST 1 41 A 41 35619 1.05000 $65.0 2
—GENERAL INDUSTRY
|
.
— e ———————
I

Hewitt Associates

3ovd

—Tg 207

namx3

CRESY;



N+ R TR O !

€9520CPD.002/06-B 04/95

39vd

. £go i 2 3 . . o . - 5 R PRI
MAREET PRICING WORKSIIEIY ESTIMATED MAREIIT VALUE ( 000¢)
(DATA BEFTECTIVIL 7/94)
BASH 1625
JORTIME COMMUNICATIONS MANAGER
BENCIIMARK x
COMPANY ssU RITERENCE: POINT
SURVIIY INFORMATION - SURV | UNADY COMPONSATION
SURVIY SURVEY FOSHION TTILD SURVIIY # REPORTED DATA BI"[' DATA UrDATEB DATA COMMENTS
SOURCH AND INDUSIRY CLASSTTICATION SCOrg Cos, 1ne. TYFH® | DATE | 'TAS" IACTOR | BDASU® | WIIGHT

ECS-MMR PUBLIC RELATIONS MANAGER u.s. 143 154 M 2/ $59.3 1.05667 627 1

—GENERAL INDISTRY !
ECS-MMR GOVERNMENT AFPAIRS MANAGER U.s. 76 95 M 2/ 77 1.05667 5758 1

~GENERAL INDRJSTRY °
DETRICH - 59 HRECTOR OF COMMUNICATIONS U.s 48 50 M 57194 §55.2 1.04667 §$57.8 1

—GENERAL INDUSTRY
TP -FBS PUBLIC RELATIONS MANAGER FLORIDA 3 33 M 1794 $50.6 1.06000 $53.8 1

—GENERAL INDUSTRY

1
| .
¢ M=MEDIAN; AsAVERAGE; W=WENGHTED AYERAGE; R-RBGRESSION; JRD=THRD GUARTILE
I v -
66 Hewitt Associates

1% 076

L1gHX3

R



L ‘ it oot S ——) YR

B v e
MARKIZT PRICING WORKSTTET TSTIMATED MARKITE VALUE (3 000s)
(DATA ITTCTIVE 7/95)
i NASE $62.9
I
JOBTITLE  SENIOR RATEENGINEER
| BUNCHMARK
COMPANY 55U REFIRENCE POINT X
' SURVEY INFORMATION . ‘ cide =t |3 SURY | UNADL _ COMPENSATION
SURVEY SURVEY POSITION TTILE SURVEY #REFORTED | ‘DATA | Bfw |DATA | UFDATE DATA COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION SCOPB Cor. . tne. 1. TYPE* |DATH |BASr | racrom |wasr | wmoir
CUSTOM | RATEENGINGR I FLORIDA 1 7| A 5194 $60.1 L0466Tf  $62.9 )
—UTILITES
:
1
|
i
* M=MUDIAN; A=AVERAGE; WaWEIG HTED AVERAGE; R=REGRESSION: JRD=THIRD QUARTRE ' ! ) _
67 Hewitt Associates

$952CCPD.002/06-B 04795

LgmHx3

1% =qo T 17 3ovd



[

E—— .. H ' : o . : & s - EARR et oo ; t
. R B Vot | SI— LI K (VR W) j—— Rt Lsd - et e L N
MARKET PRICING WORKSUIET BSTIMATED MARKIT VALLE (5 0005)
(DATA FFTECTIVE 7/95)
BASE 5618
JOBITHE MANAGER, INFORMATION SERVICES
. BENCHMARK x
1
COMPANY SSU RITTRENCE TOINT
o SURVEY INPORMATION . _ e gt o .| commngaTioN
SURVRY SURVEY FOSITION TITER StRVEY © #REPORTHD UEDATE DATA COMMINTS
SOURCE AND INDUSTRY C1ASSIICATION scom Cor. . Tt |- FACTOR | DA |wEGHT|
TP - 1188 MIS GROUP MANAGER FLORIDA 39 ) M 1/94 $655| 1060001  $694 1 :
—GENERAL INDUSTRY
ECS-MMR | INFORMATION SYSTEMS MANAGER u.s. Be] 10 M 2784 s60.0|  rosesT[ s34 2 | AVERAGE REVS = §45 MIL
" ~OBENERAL INDUSTRY WINDER $100 MILREVS
BLR DATA PROCESSING MANAGER us. 99| 9| M 294 ssp0|  10se67| 8549 1
—GENERAL INDUSTRY
|
t
+ M=MEDIAN; A=AVERAGE; WaWEIGHTED AVERAGE; R-REGRESSION; JRD=THIRD QUARTILE
€8510CPD.00L/06.B 04795 68 Hewitt Associates

L 40[. 329vd

119143

NJ




i ‘i b H 3 - oooff 4 . '
Y esierndd P L ey w ] Llnn-d w Wsinbend L...J [ el " - e
t
MARKITT PRICING WORKS IEIET ESTTMATED MARKEET VALURE (§ 000:)
(DATA IFITICTIVE 1/95)
BASH 1679
JOBTTILE  STAFY ATTORNEY
HENCHIMARK x
COMPANY SsU REFERENCE POINT
.
. SURVELY INFORMATION _ J UNADD.. COMPBNSATION |
SURVEY SURVEY POSITION TITLE : © SURVEY - | #REFORTED: DATA ' | "UFDATE ‘DATA . COMMENTS
SOURCH AND INDUSTRY CLASSIFICATION . ScorB . | Cor - ne. mame | racrom |wmAse o | weGnT
I
ECS-I &5 | ATTORNEY-LIZVEL? U.s. 163 44 M 3794 $60.4 105333 5633 1
—GENERAL INDUSTRY
1
WMM-FAL | ATTORNEY u.s. 7| 152 M 394 $69.8 105233 713 1
~GENERAL INDUSTRY
DIETRICH - 5§ ATTORNEY u.s. a4 19 M 5794 s61.0 104667 $63.8 1
—GENERAL INDUSTRY '
LANG-LEG | ATTORNEY uU.s. N 1R M 5193 165.2 1.08667 $70.9 1
- GENERAL INDUSIRY '

* M=MIDIAN; A=AVIERAGE; W=WEIGHTID AVERAGE; R«REGRESSION; IRD=TH IRD QUARTILE

6952CCPDN002/06-B 04795 &9

Hewitl Associates

JigHxa

)U)

~ 1% H407FT a9vd



BT S O e e T v R T O [ S et e L e it
MAREKET PRICING WORKSUIFLIT ESTIMATED MARKET VALUT (§ 0001)
(DATA EFTECTIVE 7/95)
DASE $90.4
JOBTITLE  DRECTORRATES
BENCHMARK
COMPANY 55U REFERENCE POINT x|
.
SURVITY INFORMATION e 80 . 3_:_ sumr mmm _ - | coMrERsATION
SURVEY SURVEY POSITION TTILE " SURVEY | #REPORTED | DATA | Eiv | |OATA- | urDATE | - DATA - COMMENTS
sourks AND INDUSTRY CLASSIFICATION . sorn | Gos " aner |yt [pats |mase | racror fase | weonr
CUSTOM | DIRECTORRATES FLORIDA s A 5794 Se64]  104667| 8904 1
—UTILITES (
|
:
* M=MEDIAN; A=AVERAGE; W=WEIGI[THD AVERAGE; R-REGRESSION; JRD=THIRD QUARTILH
70 Hewilt Associates

£3520CPD.002/06-8 D4/95

39vd
LigIHX3




o ldd

L

EXHIBIT [Del-3)

PAGE__ 1T1OF _ R |

Custom Survey




e

hu.:.j

b i L

..._‘a-di! i

EXHIBIT (1IN

page__1% oF __ %l

Custom Survey

Why a Custom Survey

Four rate positions were identified to be included in the market pricing
activity. These positions included:

Rate Analyst I
Rate Analyst II
Rate Engineer
Director of Rates

Because there was a lack of data in published salary surveys for these
positions, SSU requested that Hewitt Associates conduct a custom survey from
selected organizations. Because of short time frames, it was determined that a
fax survey would be the most effective way to collect the data.

Survey Companies

SSU developed a list of seven companies to target for participation in the
Custom Survey. The following Companies provided data for the survey:

Avatar Utilities

Florida Power Corporation

Florida Power & Light Company

Gulf Power Company

Seminole Electric Cooperative Incorporated
Tampa Electric Corporation

One company, Palm Coast Utilities, did not participate in the survey, because
they do not have rate positions.

Survey Methodology

A survey questionnaire was developed by Hewitt Associates and sent by fax to
each participant. The questionnaire provided a brief description for each of the
four rate positions. The information requested inctuded:

Number of incumbents;

Salary range midpoint;

Lowest salary;

Average salary;

Highest salary; and

Bonus or incentive eligibility and amount.

A copy of the survey questionnaire is included in Exhibit #8 on pages 73 and
74,

The participants were requested to supply compensation information effective
May 1994. Each participant was requested to return the survey via fax within a
few days. ' -

§952CCPD.O02/06-B 04/95 71 Hewitt Associates
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As the completed questionnaires were received, Hewitt Associates reviewed
the data for consistency. In general, the data was closely related for all the
survey companies.

- The data collected in the survey was used to determine an Estimated Market
Value (EMV) for each rate position. The methodology used to determine the
EMYV is the same as described in the previous section under methodology.
Some published data was used in the calculation of the EMV for the
Rate Analyst I and Rate Analyst II positions. The market pricing worksheets
are included in the Market Pricing worksheet section.

6952CCPD.002/06-B 04/95 ', 72 Hewitt Associates
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Exhibit #8

Survey of Rate Positions in the Utilities Industry

Rate Analyst |

Responsible for conducting rate design studies, cost of service studies, running
the department’s computerized Revenue Requirement Account System and the
rate design system programs to develop the data necessary to file rate
applications and reports before the State and County regulatory authorities.
This position requires a four year college degree in Business, Accounting,
Finance, or related area with one to four years of utility experience.

Number of Incumbents:

Salary Range Midpoint: $

Actual Salary Data:
Lowest Salary Average Salary Highest Salary
$ $ $
Bonus or Incentive Eligible? Amount: § -

Rate Analyst il

Responsible for conducting rate design studies, cost of service studies, running
the department’s computerized Reveriue Requirement Account System and the
rate design system program. Utilizes data associated with the
purchase/modification/acquisition of plants and capital equipment to file rate
applications before State and County regulatory authorities. Assists in the
administration of rate applications. This position requires a four year college
degree in Business, Accounting, Finance, or related area with a minimum of
three years of utility experience.

Number of Incumbents:

Salary Range Midpoint: $

Actual Salary Data:

Lowest Salary Average Salary . Highest Salary
$ % $
Bonus or Incentive Eligible? Amount: $ ]
6952CCPD.O0L/06-B 04,95 7.:«;' Hewitt Associates
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Exhibit #8

Senior Rate Engineer

Responsible for conducting engineering, evaluation and rate studies relating to
company revenue requirements. This position utilizes data associated with the
purchase/modification/acquisition of plants and capital equipment to submit,

- support and complete rate applications and annual engineering and other
reports before State and County regulatory authorities. Assists with billing and
rate administration. This position requires a four-year college degree in
Business, Accounting, Economics, Finance, or Engineering and two to four
years experience in utility accounting, rates or engineering.

Number of Incumbents:

Salary Range Midpoint: $

Actual Salary Data:

Lowest Salary Average Salary Highest Salary
$ $ $
Bonus or Incentive Eligible? Amount: $ -

Director, Rates

Monitors and directs the research, analysis and preparation of rate cases, -
indexing and pass-throughs, consistent with State regulations and in

accordance with established company policies and procedures. This position

requires a four-year degree in Accounting, Finance, Business, Economics,

Mathefmatics or related field and a minimum of eight years of rate making and

design experience in a regulated utility environment.

Number of Incumbents:

Salary Range Midpoint: $

Actual Salary Data:

Lowest Salary Average Salary Highest Salary
$ $ $
Bonus or Incentive Eligible? Amount: $
6952CCPD.0UZ/06B 04/95 ' ) 74 Hewitt Associates
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Developing
Qtential

SSU
COMPANY-WIDE GENERAL
TRAINING SCHEDULE

January - March, 1995

Registration>>>Be sure to fill out the Registration Form (attached as the last page) and
return it to Jim Blondin before February 3rd. It is your best way to help in determining
what training courses will be offered and when they will be offered.

Training Registration Form

How would you like to influence the training
at SSU7 You have that opportunity in your
hands right now. Attached are descriptions
of some coursed that are available and a
Course Registration Form. Please take a few
minutes to fill out the form and return it to
Jim Blondin by February 3rd. It will help
shape our training efforts for years to come,
Fuure training schedules will reflect your
“votes” on the forms that are received.

Windows Training
The Company is continuing to upgrade to

Windows based software. The Microsoft
Office *“suite” includes Windows 3.1, Word

for Windows 6.0,
Excel 5.0 for
Windows and
PowerPoint 2.0,
Basic Windows

waining for those in
Apopka is near completion. Other areas will

Page 1

be trained near the time when the upgrade
takes place.

One-hour training sessions are planned for
Apopka regarding various subjects related to
the Microsoft Office Suite. For example, a
session regarding “mail merging” with
Microsoft Word 6.0.

In some cases, leaming on our own o
perform a task in this software takes a
considerable amount of time to perfect.
However, with the guidance of someone who
already invested the tme, the amount of time
to learn such a task can be shortened
considerably. In addition, people gain
confidence if they know they can try new
things under the guidance of another. Are
you are willing to share something that you
believe would help others with this software?
If you are willing 10 share with others, let Jim
Blondin know right away. Don’t worry if
you’ve never made a presentation. Jim will
help you prepare for it.

January 24, 1995 SSU




If you have a topic that you would like to see
presented in one of these one-hour sessions,

" or if you have questions regarding Windows .
training, contact Jim Blondin at Ext. 202.

Mid-Florida Tech Training

The training that we obtain from Mid-Florida
Tech is very cost effective. It costs only
$0.75 per person per hour if 10 or more
people attend for a particular session. That
arnounts to $45 for a six-hour training
session. If less than 10 people attend, the

~ price structure changes to the rate of $30 per
hour ($180 for a six-hour day). Even at the
latter rate, the training is a bargain.

Training & Development will be happy to
continue to coordinate sessions for anyone
who wants to obtain this inexpensive training.
However, as mentioned in the 1/6/94 High
Pressure Bulletin, payment for attendees wil
be allocated to the respective £ost centers.
The form (on page 8) should be completed
by the attendee and signed by the cost center
supervisor and returned to Barbara Valdez
before we will sign you up.

Employee Orientation

Human Resources will continue to provide
orientation training on a quarterly basis. The
next orientation for new employees will be on
March 14th.

Kaset Training

"Everybody Has A Customer” (EHAQ)
raining helps us deal better with each other.
The two-day course gives tools for
understanding behaviors; building rapport
with others; recovering from others' actons
so that future actions are not affected; and
giving service in ways that let employees in

EXHIBIT (DeL-d)
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other departments know that we care and are
wying to cooperate. It is essential training for
everyone.

What Operations and Maintenance
Employees Need to Know About the New

SSU Safety Plan and Safe Operating
Procedures (SOP#1,2 & 3)

Jim Barratt will be providing this safety
training to all operations and maintenance
employees and their supervisors. Emphasis
will be placed on =y

the training
required to
implement
Bloodborne
Pathogens SOP
and initial
training on the
requirements of the Respiratory Protection
SOP. He plans to provide the 2.5 hour
training session in each of the regions as well
as in Apopka in January.

Myers - Briggs

Myers-Briggs is a personal questionnaire. It
asks you to answer questions about your

preferred ways of (1) doing things, (2) taking
in information and (3) deciding things. Most
people find it a revealing and fun experience.

P

Why take the MBTI?
Most organizations like
SSU offer it to show
people how to work
more effecively with people who take in
information and  process  information
differently from ourselves. It is very useful in
(1) understanding why others don't think the
way we do, (2) undersianding why others
don't do things the way we think they should
and (3) how to deal with others more
effectively.

Page 2 January 24, 1995 SSU




The MBTI is most effective when given to a
- relatively large group. Since the minimum

group size is 15, be sure to sign up right ~

away.

Page 3
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Train-the-Safety-Trainer

The intent of this training is to assist our
Safety Training Coordinators. This serinar
was well received by those who attended last
August.

The session will be conducted in the Kravitz
Training Room from 8:30 to 3:30 on March
28. If you have any questions or a problem
with this schedule, contact Jim Barratt at Ext.
292

January 24, 1995 SsuU
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Registraton>>>You may register for any of the sessions below by calling our receptionist (Barbara Valdez) at

Ext. 0. Dates (and times) are subject to change -- so be sure to call before attending. Please have the courtesy
to give notice 24 hours in advance if you are unable to attend a course for which you signed up so we can
get someone else in your place.

DATES

January 26
January 26
January 27
January 27
January 31
January 31
February 1
February 2
February 3
February 6
Febrnary 8
February 8
February 9
February 9
February 9
February 14
February 15
February 16
February 21
February 22
February 22
February 23
February 23
February 23
February 24
February 27
February 28
March 7
March 14
March 14
March 28

IITLE

Safety Training

Safety Training

Safety Training

Excel 5.0 (beginning}
Safety Training

Safety Training

Safety Training

Safety Training
Inroduction to Windows
Intermediate Excel

Safety Training

Safety Training

Advanced Excel

Safety Training

Safety Training

Safety Training

Safety Training

Everybody Has A Customer (day 1 of 2)
Safety Training

Safety Training

Safety Training

Everybody Has A Customer (day 2 of 2)
Safety Training

Safety Training
Intermediate Word
Advanced Word

MBTI (Myers-Briggs) in Organizations
Safety Training

Safety Training

New Employee Orientation
Train the Safety Trainer

Additional Sessions

LOCATION

Deliona

Deltona

Apopka (modified sched)
Apopka {I.S. Conf Rmn.}
Seaboard

Lakeland

University Shores

Pamcna Park

Rm 261 Mid- FL Tech

Rm 261 Mid- FL Tech
Marco Istand

Marco Island

Run 261 Mid-FL Tech
Lehigh

Lehigh

Martin County

Apopka (makeups)
Apopka (Kravitz Tng Rm,)
Marion Oaks

Citrus Springs

Citrus Springs

Apopka (Kravitz Tng Rm.)
Spring Hill

Spring Hill

Rm 261 Mid-FL Tech

R m 261 Mid-FL Tech
Apopka (Kravitz Tng Rm.)
Sunny Hills

Apopka (makeups}
Apopka (Kravitz Tng Rm.)
Apopka (Kravitz Tng Rm)

TIMES

8:00 -- 10:30
1:00 -- 3:30
7:00 -- 8:00
1:30 -- 4:30

9:00 -- 11:30
1:30 -- 4:00

9:00 .- 11:30

8:30 -- 11:00
8:30 .- 3:30
8:30 -- 3:30

8:00 -- 10:30
1:00 -- 3:30
8:30 -- 3:30

8:00 -- 10030
1:00 -- 3:30
1:00 -- 3:30

8:00 -- 10:30
8:30 -- 4:30
100 -- 3:30

8:00 -- 13230
1:00 -- 3:30
8:30--4:30

8:00 -- 10:30
1:00 -- 3:30
8:30 -- 3:30
8:30 -- 3:30
1:30 -- 4:45
1:30 -- 4:00

8:00 -- 13:30
9:30 -- 3:00
8:30 -- 3:30

If you are planning training sessions of interest to others, please forward the information so
it can be included in the next edition of this schedule. Please give suggestions about such
sessions and any other comments about this Bulletin to Jim Blondin.

Page 4
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Descriptions of Available Courses

Training for New Empl

Employee Orientation

This training is comprised of a review of SSU’s compensation practices and benefits, an introduction to
organizational development, a tour of Apopka Offices and issuance of ID badges, and overviews of key
company functions such as rates, customer service, purchasing, environmental services, corporate
development and safety.

Everybody Has a Customer

"Everybody Has A Customer” (EHAC) training helps us deal better with each other. The two-day course
gives tools for understanding behaviors; building rapport with others; recovering from others' actions so that
future actions are not affected; and giving service in ways that let employees in other departments know that
we care and are trying to cooperate. It is essential training for everyone.

General Employee Training

Corporate Economics

This is a nuts-n-bolts course is based on CareerTrack’s “Finance for Nonfinancial Professionals.” The video
tape enhanced course is separated into three sessions (Speaking Accounting, Reading Financials). Videos:
approximately 1 hour and 30 minutes each.

Managing Stress

Is stress bad for us? What’s the relationship between stress and personality types? How does stress affect
the organization and what are stress management techniques that can be applied at work? Whatcan I
personally do about my own stress? This workshop offers answers to these and other questions that affect
our lives both at work and away. Video: Managing Stress -- 26 minutes.

Myers-Briggs (Personality Types)

Myers-Briggs is a personal questionnaire. It asks you to answer questions about your preferred ways of (1)
doing things, (2) taking in information and (3) deciding things. Most people find it a revealing and fun
experience. It is very useful in (1) understanding why others don't think the way we do, (2) understanding
why others don't do things the way we think they should and (3) how to deal with others more effectively.

Problem Solving

Have you ever felt overwhelmed by a project and wondered if there was a systematic way for groups to
analyze problems and situations and arrive at consensus? Based on Th w Rational Manager, this half-
day workshop is an overview of problem solving and decision making principles. It describes: (1) how
resolving problems falls into four specific thinking patterns, (2) the four basic steps in each pattern and, (3)
the process guestions for each thinking pattern. Videos: Creative Problem Solving -- 26 minutes and
Problem Solving Strategiew: The Synectics Approach -- 28 minutes.

Speaking in Public

This workshop is designed to help those who are new to speaking in public. It will help those who will be
making presentations outside the company {e.g., speakers bureau) and inside the company (e.g., managers
meetings). It provides tips for dealing with fear and things you can do in advance of your presentation, just

Page 5 June 2, 1995 SSU
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before your presentation, during your presentation and when you’ve finished your presentation. Video: Be
Prepared to Speak -- 27 minutes.

Telephone Etiquette

Because people cannot observe facial expressions and body language via telephone conversations, less than
50% of the potential message is communicated. Telephone etiquette will help anyone who uses the
telephone (1) create a positive, professional image, (2) enhance listening skills and, (3) increase confidence
and competence when dealing with people by telephone. Vieeos: Who Are You, By the Way? -- 10 minutes
and Professional Telephone Skills -- approximately 2 hours.

Time Management

Have you ever wished for more than 24 hours in a day? Would you like to know how can you get more
done? How effectively do you manage your time? Are you doing things that you like to do at the expense
of things that are more important to do? How many of our activities occupy most of our time? Learn
answers to these and other time saving questions in the Time Management workshop.

Supervisery Training

Coaching

Getting the best out of people in today’s uncertain world means empowering employees by involving them in
decision-making and that means assuming a leadership role emphasizing “helping” and “facilitating” rather
than “assigning” and “controlling.” This workshop helps leaders (1) understand the importance of coaching
as a managerial tool, (2) learn the five steps in the coaching process and, (3) identify potential barriers to
coaching and suggests some strategies for overcoming those barriers.

Delegating

One of the most important of all organizational skills is the leader’s ability to delegate authority among those
who work for him/her. Most all of us can recall examples of improper and ineffectual delegating from our
experience. If there is no question that delegating is beneficial to the organization, why is it so often
mishandled? This workshop examines the hidden traps that can undermine our efforts and provides basic
steps that will aid the leader in building a stronger and more efficient department. Video: Delegating -- 28
minutes.

Effective Meetings

Much time is wasted by many people in meetings. This happens because the wrong people are at a meeting,
the wrong number of people are attending, conflicts slow down the process, there is a lack of leadership
and/or there has been too little preparation for the meeting. Learn how to conduct meetings that don’t
waste the time of many.

Managerial Impact (The Sid Story)

The purposes of this workshop are twofold: first, to highlight the personal impact that leaders have on
productivity and second, to develop the leaders’ recognition of themselves as motivators. It is based on the
film titled “The Sid Story.” Its objectives are for viewers to: (1) establish a positive work climate in which
employees know what is expected, (2) see the advantages of being out in the operations they supervise
looking for things being done night and, (3) provide Planned Spontaneous Recognition.

Page 6 June 2, 1995 SsU
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Positive Discipline

Virtually all employees come to work to do a good job. Sometimes, however, there becomes a need to deal
with an infraction. Do you know the process to effectively (and properly) respond to a disciplinary
situation? Corrective action should be viewed as part of a learning process designed to encourage an
individual to improve performance or to become more aware of the need to conform with established
Company policy. This workshop discusses the theory and shows how the use of SSU’s policy can help
bring about change(s) that affect both the company and the employec in a positive manner. Video:
Discipline Without Punishment -- 21 minutes.

Team Building

Good teams don’t just happen! Team building involves trust building which usually takes time to develop.
There are several stages through which teams evolve before they generate synergy. You should be able to
recognize and understand these in order to proactively change your group into a team. This workshop
provides insight into the stages of team building and strategies to enhance the team’s development. Video:
Team Building -- 21 minutes.
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Mid-Florida Technical Institute

Name of Class:
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Date of Class:

Cost Center:

Supervisor Approval:

Sign-Up Form

Mid-Florida Technical Institute

Name of Class:

Date of Class:

Cost Center:

Supervisor Approval:

Sign-Up Form

Mid-Florida Technical Institute

Name of Class:

Date of Class:

Cost Center:

Supervisor Approval:
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Course Registration Form
Please complete and return this form to Jim Blondin by February 3rd.

3ed
or
4th

Ootr,

1st
or
2nd

Qtr.

Trainin r rently Available
New Employee Training
Employee Orientation

Everybody Has A Customer

00
oo

General Employee Training
Corporate Economics
Managing Stress
Myers - Briggs (Personality Types)
Problem Solving
Speaking in Public
Telephone Etiquette
Time Management
Windows Software

coodoCcoo
oooooQ0go

Supervisory Training
Coaching
Delegating
Effective Meetings
Management Impact (The Sid Story)
Positive Discipline
Team Building

Training that could be obtained (if sufficient interest is shown}

EAP (Employee Assistance Program) “Brown-Bag*” Workshops
Aids Facts
Assertiveness Training
Better Management of Your Time
Co-Dependency
Coping with Difficult People
Coping with Teenagers
Divorce Issues
Drug-Free Workplace Training
Holiday Stress
Parenting
Personality & Work Styles
Skills to Help You Cope Diring 2 Crisis
Stress

ooco0odu
vooooa

viooodo0oQoouooou
cooldooodaoo

Never

oo

ggooco0o0oo

ogooooo

o000 O0o0000
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Ist 3rd
or or
2nd 4th
Otr, Otr. Never
Effective Supervisory Methods
Communications Q ] a
Dynamics of Diversity =] ad Q
Empowerment ] Q Qo
Group Dynamics a a ]
Handling Conflict Q a a
Leadership Skills for Women Q Q ]
Managing Organizational Change a .} O
Motivation 0 D g
Project Management Q O Q
Setting Goals and Objectives Q Q Q
Technical Person in a Leadership Role Q a a
Total Quality Management (TQM) a a |
Other Q Q Qa
Other
Business Writing Skills a Q a
Company policies and procedures ] 8] W]
Other Department’s Functions Q Q ]
Other a a Q
(Your Name and SSU Location)}
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