
 

To assure disabled persons the opportunity to participate in or benefit from City services, please provide twenty-four (24) hour 
advance notice for additional arrangements to reasonably accommodate special needs. Please be advised that all Kennewick 

City Council Meetings are Audio and Video Taped 

  
 City Council Workshop Agenda 

April 8, 2025 at 6:30 PM 
City Hall Council Chambers - 210 W 6th Ave and Virtual 

 

 
The City of Kennewick broadcasts Council meetings on the City's website at 

https://www.go2kennewick.com/CouncilMeetingBroadcasts. 
Written public comment is accepted pursuant to KMC 2.04.047.  

  

1. Class and Compensation Study - Baker Tilly 

2. Animal Control Update - City of Pasco 
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Council Agenda 
Coversheet 

 

Item Number: 1.  Date: 4/8/2025 
Item Type: Presentation 
Subject: Class and Compensation Study - Baker 

Tilly 
Department: City Manager 

Category:  

 
Summary 
This presentation provides the Kennewick City Council with an opportunity to review and offer feedback on 
the draft classification and compensation study provided by Baker Tilly. Formal adoption of this plan or any 
parts of this plan will be scheduled for a future Council meeting, as adoption is a critical step in strengthening 
the City’s talent recruitment and retention strategy.  
 
Classification and Compensation Study Summary 
 
The presentation by Baker Tilly outlines a comprehensive review of the organization's job classification and 
compensation framework. The study was structured around several key components: 
 
Project Overview and Methodology 

• The study established the framework and approach used to evaluate both internal job structures and 
external market competitiveness 

• Details were provided on data collection methods and analysis techniques 

 
Project Results 
 
The findings were categorized into two main equity areas: 
 
Internal Equity (Job Evaluation) 

• Assessment of job roles, responsibilities, and relative value within the organization 
• Evaluation of current job classifications and potential inequities 

 
External Equity (Market Study) 

• Comparison of current compensation levels against relevant market benchmarks 
• Analysis of competitive positioning for recruiting and retention 

 
Pay Plan Development 

• Proposed structure for updated compensation frameworks 
• Strategies for implementation and transition to new pay scales 

 
NEXT STEPS FOR THE CITY COUNCIL:  
 
Feedback Opportunity: Council feedback during this meeting will guide final refinements to the draft plan. 
 
Provide Administration guidance on the following recommendations: 

• Specific action items for addressing identified issues 
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• Long-term strategies for maintaining competitive and equitable compensation 

 
Formal Adoption: The finalized classification and compensation plan will be presented for formal adoption at 
a future City Council meeting. Adoption will position Kennewick to maintain a strong talent recruitment and 
retention strategy. 

 
Attachments: 
1. Presentation 
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Classification and 
Compensation 
Study

ØØ Project Overview and MethodologyProject Overview and Methodology
ØØ Project ResultsProject Results

ØØ Internal Equity = Job EvaluationInternal Equity = Job Evaluation
ØØ External Equity = Market StudyExternal Equity = Market Study

ØØ Pay Plan DevelopmentPay Plan Development
ØØ RecommendationsRecommendations
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2

Project Overview
M e t h o d o l o g y

COMPLETE

üData Collection: project planning meetings, data request 

üPosition Review: PAQs and job descriptions used to review 
titles and conduct job evaluation using our point factor tool, 
called SAFE®. This process establishes a hierarchy of jobs 
within the organization that is reflective of internal equity.

üMarket Assessment: collection of base pay data from peer 
organizations. 

üPay Plan Development: pay plan development, grade 
assignments, and implementation calculations. 

IN PROGRESS
§ Project Completion: final report delivered, final presentation, 

project documentation delivery, training for HR. 

Data 
Collection

Position 
Review

Market 
Assessment

Pay Plan 
Development

Project 
Completion
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3

Project Overview
M e t h o d o l o g y

Project Initiation

• Planning Meetings: to establish working relationship 
with the project team.

• Department head questionnaire
• Timeline + Communication

• Data Collection
• Pay structures
• Policy handbook
• Job descriptions
• Organization charts
• Union contracts or Collective Bargaining Agreements
• Census file (names, salaries, hire dates, etc.)

• Position Analysis Questionnaires (PAQs)- 
• Online survey where employees tell us in their own words 

about the work they perform. Reviewed by Supervisors.

Project 
Initiation

Position 
Review

Market 
Assessment

Pay Plan 
Development

Project 
Completion
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4

Project Overview
M e t h o d o l o g y

Position Review
• Title Review: Using PAQs, we will review titles and make 

recommendations for adjustments, as necessary. 
• Job Evaluation: We will conduct job evaluation using our 

point factor tool, called SAFE®. This process will establish 
a hierarchy of jobs within the organization that is reflective 
of internal equity. 

• This is a measurement of the position, NOT the person in the position. 

• The 9 compensable factors:

• SAFE is compatible and compliant with federal Equal Pay Act.

Project 
Initiation

Position 
Review

Market 
Assessment

Pay Plan 
Development

Project 
Completion

1. Education
2. Experience
3. Level of Work
4. Human Interaction
5. Physical Demands

6. Working Conditions
7. Independence of Actions
8. Impact on the Organization
9. Supervision Exercised
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5

Project Overview
M e t h o d o l o g y

Market Assessment
1. Peer Organizations (11): We partnered with you to identify 

comparable and competitive peer organizations to include 
in the study. These are organizations that look like you and 
work like you relative to size (revenue, population served, or 
number of employees), service offerings, geography, 
growth, etc. 
§ Published salary survey data was incorporated as a private 

sector comparison.

2. Benchmark Positions: We included 110 positions in the 
market survey as benchmark positions.

3. Market Survey: A summary of work + minimum 
qualifications were included for each benchmark position to 
assist peers in providing an appropriate match. 

4. Adjustments & Quality Control: Some adjustments were 
made to collected data to account for differences in work 
week, fiscal year, and geographic labor cost. We do not 
weight the data.
§ Results are analyzed for quality control; reports demonstrating 

market averages and a comparison to the market was prepared.

Project 
Initiation

Position 
Review

Market 
Assessment

Pay Plan 
Development

Project 
Completion
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6

Market Assessment: Peer Organizations
• The City of Kennewick identified 11 peer organizations to be included in the study.
• Data was collected or compiled from all 11 of those, shown in bold below. 
• Data from 3 published surveys were included to represent the “private sector”.

1. City of Pasco, WA
2. City of Richland, WA
3. City of Walla Walla, WA
4. City of Yakima, WA
5. City of West Richland, WA
6. City of Ellensburg, WA
7. City of Wenatchee, WA
8. City of Marysville, WA

9. City of Auburn, WA
10.Franklin County, WA
11.Benton County, WA
12.Comp Analyst
13.Economic Research Institute
14.Pay Factors
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7

Market 
Assessment: 
Cost of 
Labor 
Differentials

Where cost of living is a measurement 
of goods and services in each area, the 
cost of labor is a measurement of 
compensation paid. 

Cost of labor can be impacted by the 
cost of living but is mainly influenced by 
the supply and demand of labor in each 
area (rate of unemployment and 
number of qualified laborers). 

Cost of labor differentials collected from Economic Research Institutes Geographic Assessor tool.
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Market Assessment: Results
E x t e r n a l  E q u i t y

• In total, 110 benchmark positions were included in the market.
• Overall, the study yielded market values for 97.3% of the City of Kennewick’s 

benchmark positions.

• Average minimum, midpoint, and maximum results were prepared for 
107 of the benchmarks with sufficient data.

• Benchmark positions had 6.4 matches, on average.
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9

Market Assessment: Results
E x t e r n a l  E q u i t y

• A comparison of salary ranges was prepared, as well as additional market thresholds 
demonstrating 5% above and 5% below market were prepared for consideration.
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10

Market Assessments: Results
E x t e r n a l  E q u i t y

• Based on the draft market results, on average, the City of Kennewick is:
• 1.4% above market at the minimum 
• 1.7% above market at the midpoint 
• 2.8% above market at the maximum

• Draft pay plan was aligned to 105% of market midpoints (Lead Market Philosophy).

Note: Results are based on pay structure comparisons, not direct salary comparisons of individual employees. 
Market assessment does not determine specific adjustments to individual salaries but aims to provide a broad 
understanding of market movements and organizational alignment.
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Project Overview
M e t h o d o l o g y

Pay Plan Development 
1. Pay Plan: We started with an analysis of your 

existing pay plan and provided recommendations 
that are tailored to the study’s results. 

2. Grade assignments are based on external equity 
(market), internal equity (job evaluation scores), 
and existing equity (current midpoints and grade 
groupings) with consideration to career 
progressions, supervisor separation, business 
needs, etc.

3. Implementation: With finalized grade 
assignments, we will prepare implementation 
calculations across 3 scenarios that will assist 
your organization in adopting the new 
classification and compensation system. 

Project 
Initiation

Position 
Review

Market 
Assessment

Pay Plan 
Development

Project 
Completion
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Current Pay Plan- General (Non-Rep)
P a y  P l a n  D e s i g n

• Step and Grade Structure with 16 grades (labeled A-P)
• 11 Steps with an average of 2.84% between steps (Inconsistent ranging from 3.23% at lower 

steps to as low as 2.56% at higher steps)
• 33.33% range spreads
• 4.95-21.39% midpoint differential
• Midpoint aligns to “market” and represents when someone is “fully proficient” in the role.
• Current minimum wage for City is $22.72/ hour (Grade A, Step 1)
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Proposed Pay Plan- General (Non-Rep)
P a y  P l a n  D e s i g n

• Step and Grade Structure with 18 grades (Labeled A-R)
• 11 Steps with a consistent 2.5% between steps
• Narrowed to 28% range spreads
• 5-16% midpoint differential
• Aligned to 105% of market midpoints (maintain lead market philosophy)
• Minimum Wage increase for the City to $26.26/ hr (Grade A, Step 1).
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Proposed General Pay Plan
P a y  P l a n  D e s i g n

Each dot represents a benchmark position where the total SAFE score and market average midpoint intersects.
The dark blue line is the “line of best fit” through all of the dots. 
The remaining lines represent the proposed pay plan. 
This does not reflect grade assignments.  
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Grade Assignments
P a y  P l a n  D e v e l o p m e n t

A total of 119 unique positions have been classified under the proposed General pay 
structure. Assignments were determined using the SAFE job evaluation process 
(based on employee-completed PAQs) and further refined based on:

Positions were assigned based on the following:

§ Market equity (average midpoints)

§ Existing internal equity (current midpoints & grade relationships)

§ Career progression pathways

§ Supervisor-subordinate grade separation to mitigate compression

The following information is NOT considered:

§ The person in the position

§ Performance

§ Length of service

§ Existing employee salary

We will continue to review these preliminary assignments with your project 
team and recommend a broader review with department heads for 
additional input.
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Implementation Scenarios
P a y  P l a n  D e v e l o p m e n t

Baker Tilly prepared 3 scenarios for the City of Kennewick for each pay plan to consider in its adoption of the new classification and 
compensation plan. 

• No employee will receive a pay decrease as a result of the study.

• Implementation cost reflects base pay in US dollars. Benefits and pay differentials are not included.

Implementation Scenarios for the proposed General (Non-Rep) pay plan:

Option 1: Employees move to the minimum step of their assigned grade if their current salary falls below that step. If they are already within 
range, they remain at their current salary or move to the next step providing an increase.

Option 2: Employees advance within their assigned grade based on time in the role, with each year in position equating to a step increase 
(capped at Step 7). For example, if an employee has been in their role for 4 years, they would move to Step 4 in the new pay plan. If that step 
movement resulted in a decrease from their existing salary, they would receive the step closest to their existing salary without a decrease (same 
as Option 1). 

Option 3: Employees stay on the same step as their current assignment, unless that would result in a decrease, then they would move to the 
step established in Option 1. For example, if the employee is currently on Step 4, they would move to Step 4 in the proposed pay plan.
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Implementation Scenarios
P a y  P l a n  D e v e l o p m e n t

• Pay compression refers to the situation where there is 
a narrow pay differential between employees 
regardless of their experience or tenure in the 
organization.

• It often occurs when new hires are brought in at 
salaries comparable to or even higher than those of 
existing employees who have been with the company 
for a longer period.

• Implementation Option 2: Alleviates compression 
by moving employees further into their range 
relative to their time in position.

• Employees advance within their assigned grade based on time in 
the role, with each year in position equating to a step increase.

• If that step movement resulted in a decrease from their existing 
salary, they would receive the step closest to their existing salary 
without a decrease.  Average Years in Position = 5 years
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Implementation 
Scenarios- 
General Plan

Pay Plan 
Development
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Project Overview
M e t h o d o l o g y

Project Completion

1. Final report: We will document the methodology used to 
conduct the study, our findings, and recommendations. 

2. Final Presentation: We will present the results to elected 
officials, senior leadership, employees, and/or designated staff 
as desired. 

3. Training: We will provide training to HR staff to administer and 
maintain the new classification and compensation system – 
including the SAFE® job evaluation process. 

§ All project documentation will be delivered 

Project 
Initiation

Position 
Review

Market 
Assessment

Pay Plan 
Development

Project 
Completion

Page 22 of 38



21

Contact Information

Jada Kent
Director
P: +1 (972) 748 0514 
E: jada.kent@bakertilly.com

Baker Tilly US, LLP, trading as Baker Tilly, is a member of the global network of Baker Tilly International Ltd., the members of which are separate and independent legal entities. © 2022 Baker Tilly US, LLP

Sarah Towne
Project Manager
P: +1 (813) 252 1433
E: sarah.towne@bakertilly.com

Marti Gregory
Consultant
P: +1 (424) 248 1258
E: marti.gregory@bakertilly.com
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Council Agenda 
Coversheet 

 

Item Number: 2.  Date: 4/8/2025 
Item Type: Presentation 
Subject: Animal Control Update - City of Pasco 
Department: City Manager 

Category: 
Info Only  

 
Summary 
The cities of Kennewick, Pasco, and Richland have unified their animal control services through an interlocal 
agreement. This collaboration ensures smooth service delivery across all three areas. Pasco serves as the 
lead agency for this partnership, with representatives from the Pasco City Manager’s office, Parks and 
Recreation Department, and Animal Services Division providing an update on the current status. A 
presentation has been included to enhance the discussion. 

 
Attachments: 
1. Presentation 
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www.tricitiesanimalservices.com

TRI-CITIES ANIMAL SERVICES
A FOCUS ON ANIMAL CONTROL
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New Facility Moving Day

March 25th
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 DOG WALKING:

- OPEN TO VOLUNTEERS 18+ 

- DOG WALKERS ENSURE OUR PUPS GET THE EXERCISE AND ENRICHMENT THEY NEED 

TWICE A DAY, 365 DAYS A YEAR

CAT ENRICHMENT:

- FOR AGES 6+ (WITH A PARENT/GUARDIAN FOR CHILDREN AGES 6-13) 

- VOLUNTEERS WORK DIRECTLY WITH OUR ADOPTABLE CATS, KEEPING THEM HAPPY AND 

HEALTHY WHILE THEY WAIT FOR THEIR FOREVER HOMES

 

 VISITOR SUPPORT TEAM:

- OPEN TO VOLUNTEERS AGED 14+ 

- HELP VISITORS NAVIGATE THE SHELTER, ANSWER QUESTIONS, 

AND ENSURE A SAFE, FRIENDLY ATMOSPHERE

Paws-itively Essential: Volunteering
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• Animal Control Services - barking dogs, roaming animals, 

animal complaints, neglect, abuse, legal actions and medical 

response needs. 

• Animal Shelter Services - include daily animal care, medical 

services, intake, adoption, surrender, fostering, rescue 

placement, volunteer management.

• Community Outreach and Education - adoption events, 

educational presentations, assisted living home visits, social 

media.

PRIMARY ROLES 

OF TCAS
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SERVICE AREAS

Kennewick:  

29 sq. miles
Population: 85K

Richland:

39 sq. miles
Population: 64K

Pasco: 

34 sq. miles
Population: 77K

(approximate sq. miles and population)
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OPERATIONAL STANDARDS 

AND GUIDELINES

• Richland-Kennewick-Pasco ILA

• Richland-Kennewick-Pasco Municipal Codes

• Standardized Procedures for Animal Care and 

Public Safety by Association of Shelter Veterinarians 

(ASV)

• Animal Services Facility’s Policy and Procedures

• Community Education to Promote Responsible Pet 

Ownership and Reduce Shelter Population
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POSITION NUMBER OF STAFF EMPLOYMENT TYPE

Animal Services Manager 1 Full Time

Animal Control Lead 1 Full Time

Animal Control Dispatcher 1 Full Time

Animal Control Officer 3 Full Time

Department Assistant II 1 Full Time

Customer Service 

Representative
2 Full Time

Transfer/Volunteer Coordinator 1 Full Time

Animal Intake/Medical 

Assistants
2 Full Time

Animal Care Technician 7 Full Time

Animal Care Lead 1 Full Time

Licensed Veterinarian 

Technician
1 Part Time

Veterinarian 1 Part-Time

Total Number of Employees 22 20 Full Time/ 2 Part Time

ANIMAL SERVICES STAFFING
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ANIMAL TYPE

TOTAL 

NUMBER OF 

INTAKES

RICHLAND KENNEWICK PASCO

Dog 1388 161 538 689

Cat 1680 228 523 929

Other: 

(Bird, Horse, Goat, 

Rabbit)

23 1 16 6

Total Number Of 

Animals Per City
3091 390 1077 1624

2024: STATISTICLY SPEAKING

ANIMAL INTAKE
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CALL TYPE NUMBER OF CASES RICHLAND KENNEWICK PASCO

Animal At-Large 1766 327 768 671

Abandonment 51 11 28 12

Aggressive/Attack 215 46 90 17

Barking Dog 214 70 45 99

Bite Case - Human 133 28 51 54

Code Enforcement 

Complaint
27 13 3 11

Deceased on Arrival 

(DOA)
293 56 127 110

Information 536 96 191 249

Injured Animal 350 48 132 170

Police Assist 138 35 59 44

Welfare Check 578 157 233 188

Miscellaneous 7 2 2 3

TOTAL CASE NUMBERS 4308 889 1729 1690
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• Providing Emergency Response – Assisting in accidents, rescues, 

and sick or injured animal situations.

• Protecting Public Safety – Addressing dangerous or aggressive 

animals and reducing risks to the community.

• Investigating Cruelty & Neglect – Responding to reports of 

animal abuse, neglect, and hoarding situations.

• Rescuing Stray & Abandoned Animals – Picking up lost, stray, 

and abandoned animals to provide them with safety and care.

• Managing Nuisance Animal Complaints – Addressing concerns 

about excessive barking, roaming animals, community cat/TNR 

and other animal-related disturbances.

• Educating the Public – Teaching responsible pet ownership, 

animal safety, and humane treatment of animals while out 

working within the community.

THE ROLE OF ANIMAL CONTROL
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ANIMAL CONTROL

TEAM STRUCTURE AND SCHEDULING
Lead Animal Control Officer

Richland Animal Control Officer

Pasco Animal Control Officer

Kennewick Animal Control Officer

Dispatcher

Animal Control Hours of Operation:
Tuesday - Saturday 8 am - 5 pm

SHELTER HOURS: Tuesday - Saturday 10 am - 5 pm

CLOSED: Sunday and Monday, and all major holidays.

Outside Normal Business Hours:
Animal control calls sent to a screening service where 

emergencies are patched through to the on-call officer. 

After Hours On Call Rotation:
2 days on - 4 days off and every 4th weekend.
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ANIMAL CONTROL

PRIORTIZATION AND RESPONSE TIMES
Incidents with immediate Animal Control response:

• Potentially dangerous, dangerous, and immediate hazard to the public and is NOT contained. 

• Animal bite to a person and an ambulance has been called.

• Animal in the roadway and posing a risk to itself and motorists.

• Animal left in a vehicle during extreme weather conditions.

• Sick, injured or suffering animal in need of immediate lifesaving assistance.

• Assistance requests from Police Department.

Incidents with a response within 24 hours:
• Animal welfare checks for lack of food/water/shelter.

• Animal attacks - person or animal where the animal is now safely contained. 

Incidents addressed as time permits:
• Barking dog complaints.

• Deceased animals near a roadway.

Incidents not responded to by Animal Control:
• Wildlife

• Unincorporated areas of Benton and Franklin Counties.
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Upcoming 

Events:
Fur Babies and the Fuzz 

Saturday, May 10th

10 am - 2 pm
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THE ANIMALS THANK YOU
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