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ITEM 1a

MARYLAND-NATIONAL CAPITAL PARK AND PLANNING COMMISSION

MEETING AGENDA
Wednesday, April 21, 2021

Via videoconference live-streamed by
The Department of Parks and Recreation, Prince George’s County

10:00 a.m. — 12 noon

1. Approval of Commission Agenda (10:00 a.m.) (+*) Pagel
2. Approval of Commission Minutes (10:05 a.m.)
a) Open Session — March 17, 2021 (+*) Page3
b) Closed Session — March 17, 2021 (++%)

3. General Announcements (10:05 a.m.)
a) Stress Awareness Month
b) Autism Awareness Month
c¢) Alcohol Awareness Month
d) Arab-American Heritage month
e) Upcoming National Prevention Week (Mental and/or Substance Use Disorders) May 9-15

4. Committee Minutes/Board Reports (For Information Only) (10:10 a.m.)
a) Executive Committee Meeting — Open Session — April 7, 2021 (+) Page7
b) Employees’ Retirement System Board of Trustees Regular Meeting — March 2, 2021 (+) Pagell

5. Action and Presentation Items (10:10 a.m.)
a) Resolution 21-06 Temporary Extension of Annual Leave Carryover for

Merit Employees (Chiang-Smith/Zimmerman) (+*) Page 15
b) Personnel Management Review (Spencer/King) (+) Page 17
c¢) Commission’s Response to 1-495 / I-270 Managed Lanes Study — Selection of

Alternative 9 as the Recommended Preferred Alternative (Rubin/Borden) +) LD

6. Officers’ Reports (11:10 a.m.)

Executive Director’s Report
a) Late Evaluation Report, March 2021 (For Information Only) (+) Page93

Secretary Treasurer
b) 3% Quarter Investment Report (March 2021) (For Information Only) (+) Page95

General Counsel
d) Litigation Report (For Information Only) (+) Page 101

Pursuant to Maryland General Provisions Article of the Annotated Code of Maryland, Section 3-305(b) (7) & (9),
a closed session is proposed to consult with counsel for legal advice and consider matters that relate to negotiation.

7. Closed Session (11:10 a.m.)

a) Collective Bargaining Update (discussion item) (Chiang-Smith) (++)
b) COVID Cases Update and Trends (discussion item) (Bennett) (+)
(+) Attachment (++) Commissioners Only (*) Vote (H) Handout (LD) Late Delivery

O

ACTION

Motion

Second
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MARYLAND-NATIONAL CAPITAL PARK AND PLANNING COMMISSION
6611 Kenilworth Avenue -+ Riverdale, Maryland 20737
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Commission Meeting
Open Session Minutes
March 17, 2021

The Maryland-National Capital Park and Planning Commission met via videoconference with the Chair initiating
the meeting at the Wheaton Headquarters Auditorium in Wheaton, Maryland. The meeting was broadcast by the
Montgomery Planning Department.

PRESENT
Prince George’s County Commissioners Montgomery County Commissioners
Elizabeth M. Hewlett, Chair Casey Anderson, Vice-Chair
Dorothy Bailey Gerald Cichy
William Doerner (arrived 10:13) Natali Fani-Gonzalez
Manuel Geraldo Tina Patterson
A. Shuanise Washington Partap Verma
Chair Hewlett called meeting to order at 10:05 a.m.
ITEM 1 APPROVAL OF COMMISSION AGENDA

No modifications

ACTION: Motion of Commissioner Geraldo to approve the agenda
Seconded by Commissioner Bailey
9 approved the motion
Doerner absent for vote

ITEM 2 APPROVAL OF COMMISSION MINUTES

Open Session — February 17, 2021

Closed Session — February 17, 2021

ACTION: Motion of Commissioner Geraldo to approve the minutes
Seconded by Vice Chair Anderson
8 approved the motion
Patterson abstain
Doerner absent for vote

ITEM 3 GENERAL ANNOUNCEMENTS

a) Colo-rectal Cancer Awareness Month

b) Multiple Sclerosis Education and Awareness Month

¢) Developmental Disabilities Awareness Month

d) National Nutrition Month

e) Worldwide Home Schooling Awareness Month

f) Irish-American Heritage Month/St. Patrick’s Day

g) Chair Hewlett recognized Women’s History Month, and the strong women who lead and
support this agency, and gave thanks to the good men who support and work with them.

h) Stress Awareness Month and Alcohol Awareness Month Coming in April

1) Financial Disclosure Filing Requirement April 30 (State and M-NCPPC)

j)  Chair Hewlett asked those attending the meeting to think about the victims of the recent
Georgia murders. She said we cannot tolerate the increasing violence against Asian-

©




ITEM 4

ITEM 5

March 17, 2021

k)

D

Americans, just as we cannot condone violence against our black and brown people.
America is welcoming, and we should strive to welcome everyone to this country and be
targeting any groups of people. She encouraged all to be cognizant of those issues and to
speak up against discrimination against anybody.

Chair Hewlett Congratulated Wanda Ramos, named Deputy Director, Department of Parks
and Recreation, Prince George’s County.

World Down Syndrome Day March 21, which raises awareness Downs Syndrome, people
with Downs Syndrome, and the vital role they play in the lives of the friends, family, and
people around them. Commissioner Doerner thanked Chair Hewlett for recognizing the day,
provided details on Downs Syndrome, acknowledged the challenges in caring for a child with
Downs, thanked his wife for her partnership in the care of his daughter. He thanked his
fellow Commissioners for their support, and said he has a greater awareness and appreciation
for the programs and resources the M-NCPPC offers for all children. Chair Hewlett said the
dedication Commissioner Doerner has provided to his family has been inspiring.

COMMITTEE MINUTES/BOARD REPORTS (For Information Only)

a)
b)

No Executive Committee held in March 2021
Employees’ Retirement System Board of Trustees Regular Meeting, February 5, 2021

ACTION AND PRESENTATION ITEMS

a)

b)

Resolution 21-04 PEPCO Easement (Sun)

ACTION: Motion of Commissioner Geraldo to adopt Resolution 21-04
Seconded by Commissioner Bailey
10 approved the motion

After the vote, Vice-Chair Anderson said any staff dealing with PEPCO needs to know the
agency needs cooperation with the utility corridor between Bethesda and Germantown.
Cooperation is needed in both directions. He asked Prince George’s Parks and Recreation
Director Tyler to have his land acquisition staff to speak with Montgomery Trails Planner
Flusche about working with PEPCO.

Update to of Preliminary FY22 Spending Affordability Guidelines for Montgomery County

(Kroll) (information item)

Corporate Budget Director Kroll spoke to the packet item, in which he had provided
corrections to a memo presented to the Commission February on the FY22 Spending
Affordability Guidelines for Montgomery County.

He noted that the corrected memo has now been superseded by a more recent update from the
Montgomery County Executive’s budget. The update, released on Monday, now calls for a
2.8% or $4.3M reduction, which is a substantially better position than at the Spending
Affordability Guidelines stage.

Legislative Update (Gardner)
General Counsel Gardner requested Commissioners to consider positions on three bills in
front of the state legislature:

Commission Meeting Minutes — Open Session @ 2



HB991 modifies the Forest Conservation Plan to allow tree mitigation banks that include
existing forest. Anticipates a favorable vote with minor technical amendments.

HB980 relates to Ethics Act in Prince George’s County. General Counsel Gardner is
optimistic that the bill will proceed with the Countywide Map Amendment.

The Mandatory Referral bill has not passed the House yet. General Counsel Gardner is trying
to determine the cause of the delay and will report later.

Commissioner Geraldo asked about the status of the police reform bill in relation to the Law
Enforcement Bill of Rights and what position the M-NCPPC is taking with it. General
Counsel Gardner noted these are two competing bills and said the most likely be resolved
through the conference committee. The Senate and House are taking very different
approaches. The M-NCPPC has not taken a position on the Police Reform bill, adding the
agency is not a driver, as our park police have not experienced the same kind of issues many
other agencies have faced.

No action required.

ITEM 6 OFFICERS’ REPORTS
Executive Director’s Report
a) Late Evaluation Report (March 2021) (For information only)

Secretary Treasurer Report
b) 2" Quarter MFD Report (For information only)

General Counsel Report
¢) Litigation Report (For information only)

Pursuant to Maryland General Provisions Article of the Annotated Code of Maryland, Section 3-305(b) (7) & (9),
a closed session is proposed to consult with counsel for legal advice, discuss public security issues related to the agency’s
information systems and consider matters that relate to negotiation.

Chair Hewlett asked for a motion to move to closed session. Commissioner Geraldo moved, Commissioner
Patterson seconded. All Commissioners in attendance voted for the measure and the meeting moved to closed
session at 10:34 a.m. There being no further business in open session Chair Hewlett adjourned the meeting from
closed session at 11:29 a.m.

j/ ﬂ/L_,ﬁ

J amesy./Adams, Senidr Téchnical Waiter — — Asuntha Chiang-Smith, E

Commission Meeting Minutes — Open Session 3
March 17, 2021
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EXECUTIVE COMMITTEE MEETING MINUTES
April 7, 2021

On April 7, 2021, the Maryland-National Capital Park and Planning Commission’s Executive Committee met via
teleconference. Present were Chair Elizabeth M. Hewlett, Vice Chair Casey Anderson, and Executive Director
Asuntha Chiang-Smith. Also present were:

Department Heads

Andree Checkley, Director, Prince George’s County Planning (PGPL)
Adrian Gardner, General Counsel

Mike Riley, Director, Montgomery County Parks (MCPK)

Bill Tyler, Director, Prince George’s County Parks and Recreation (PGPR)
Gwen Wright, Director, Montgomery County Planning (MCPL)

Joe Zimmerman, Secretary-Treasurer

Presenters/Staff

Anju Bennett, Corporate Policy and Management Operations Director
Mazen Chilet, Chief Information Officer

Boni King, Classification and Compensation Manager

John Kroll, Corporate Budget Director

William Spencer, Corporate Human Resource Director

Paulette Stewart, Classification and Compensation Specialist

Executive Director Chiang-Smith convened the meeting at 10:03 a.m.

ITEM 1a — APPROVAL OF EXECUTIVE COMMITTEE AGENDA

Discussion No discussion

ACTION Motion of Chair Hewlett, second by Executive Director Chiang-Smith. Agenda
approved unanimously.

ITEM 1b — APPROVAL OF COMMISION MEETING AGENDA for April 21, 2021

Discussion Modification to the February Commission Meeting agenda:
Legislative agenda will be an information brief — no voting items.
ACTION/Follow-up Remove voting notation from item.

ITEM 1c — ROLLING AGENDA FOR UPCOMING COMMISSION MEETINGS

Discussion Modification to Rolling Agenda:
Annual Legislative Update will be moved to June.

ACTION/Follow-up Move Legislative Update to June 2021

ITEM 2 — February 3, 2020 EXECUTIVE COMMITTEE MEETING MINUTES

Discussion February 3, 2021 Open Session

ACTION Motion of Chair Hewlett, second by Vice-Chair Anderson. Minutes approved

unanimously.



ITEM 3 — DISCUSSION/PRESENTATION ITEMS

Discussion

3a. 2020 Personnel Management Review (Spencer/King)

Corporate HR Director Spencer introduced Ms. King, Classification and Compensation
Manager, who briefed the Executive Committee on the 2020 Personnel Management
Review, an analysis and review of the agency’s workforce demographics.

She covered the total workforce statistics, career workforce highlights and trends.
The report also covered statistics on the agency’s non-permanent workforce and
departmental workforce Information.

Ms. King thanked Ms. Stewart, CHR Director Spencer and Executive Director Chiang-
Smith for their help and support. She noted the importance of reviewing this
information, which helps shape the agency’s future projects to develop a more
inclusive workforce.

After the presentation, Ms. King asked if the agency should produce hard copies of the
report for 2020, go all digital, or just print on request. Chair Hewlett and Vice-Chair
Anderson both supported the idea of an electronic-only distribution.

ACTION/follow-up

2020 PMR will be distributed digitally. If there are specific requests for hard copies,
they will be fulfilled.

Discussion

3b. 2020 Financial Disclosure Statement Update/Reminder (Chiang-Smith/Adams)

Mr. Adams briefed the Executive Committee on the completion of the required
Financial Disclosure Statements for calendar 2020. He indicated which Disclosures
remained outstanding and asked Directors to encourage their senior staff to complete
their statements.

ACTION/Follow-up

Discussion

3c. Eighth COVID MOU for MCGEOQO and FOP Bargaining Groups and Passthrough for
Command Staff (Chiang-Smith/Bennett)

The Executive Committee was asked to approve COVID MOUs with the MCGEO and
FOP bargaining units. They were also asked to authorize a passthrough for Park Police
command staff, similar to the terms of the FOP MOU. The Executive Committee was
briefed on the terms, which were included in the packet.

Action/Follow up

Chair Hewlett moved approval of the MOUs and pass through. Vice-Chair Anderson
seconded. Unanimous approval.

Discussion

3d. Investment Report February 2021 (information item only)
No discussion.

Executive Committee Meeting — OPEN SESSION Page 2

April 7, 2021




With no further business to discuss, the meeting adjourned at 10:30 a.m.
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Executive Committee Meeting — OPEN SESSION @ Page 3
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The Maryland-National Capital Park and Planning Commission

" EMPLOYEES' RETIREMENT SYSTEM

BOARD OF TRUSTEES MEETING
MINUTES
Tuesday, March 2, 2021; 10:00 a.m.
via Microsoft Teams

Due to COVID-19, the Maryland-National Capital Park and Planning Commission (“Commission”) Employees’
Retirement System (“ERS”) Board of Trustees (“Board”) met virtually through Microsoft Teams with
CHAIRMAN HEWLETT leading the call from the County Administration Building in Upper Marlboro, Maryland
on Tuesday, March 2, 2021. The meeting was called to order at 10:00 a.m. by CHAIRMAN HEWLETT.

Board Members Present

Elizabeth M. Hewlett, Board of Trustees Chairman, Prince George’s County Commissioner
Gerald R. Cichy, Board of Trustees Vice Chairman, Montgomery County Commissioner
Asuntha Chiang-Smith, M-NCPPC Executive Director, Ex-Officio

Melissa D. Ford, Prince George’s County Open Trustee

Pamela F. Gogol, Montgomery County Public Member

Caroline McCarthy, Montgomery County Open Trustee

Amy Millar, MCGEO Represented Trustee

Sheila Morgan-Johnson, Prince George’s County Public Member

Elaine A. Stookey, Bi-County Open Trustee

Joseph C. Zimmerman, CPA, M-NCPPC Secretary-Treasurer, Ex-Officio

ERS Staff Present
Andrea L. Rose, Administrator
Sheila S. Joynes, ERS Accounting Manager

Presentation
Wilshire Associates’ Bradley A. Baker, Managing Director, and Martell McDuffy, Senior Analyst

Others Present
M-NCPPC Legal Department — William C. Dickerson, Principal Counsel

ITEM 1 APPROVAL OF THE MARCH 2, 2021 CONSENT AGENDA

ACTION: VICE CHAIRMAN CICHY made a motion, seconded by MS.
MILLAR to approve the Consent Agenda. The motion PASSED
unanimously (10-0). (Motion #21-16)

ITEM 2 CHAIRMAN’S ITEMS
No items reported.
ITEM3 MISCELLANEOUS

No items reported.

MARCH 2, 2021 MINUTES, AS SUBMITTED (DRAFT),
AT THE APRIL 6, 2021 BOARD OF TRUSTEES MEETING



ITEM 4 MANAGER REPORTS/PRESENTATIONS
A. Wilshire Associates
Presentation by Bradley A. Baker, Managing Director, and Martell McDuffy, Senior
Analyst
Wilshire Associates’ Brad Baker provided a Quarterly Investment Summary for the quarter
ending December 31, 2020 which included a capital market review and the fund’s
performance. The ERS’ total fund return was 8.9% (net of fees) for the quarter, outperforming
the target policy index return of 8.1%. For the one, three, five, and ten-years ended December
31, 2020 the ERS fund return was 8.1%, 7.1%, 9.4%, and 7.7%, respectively, compared to the
target policy return of 10.1%, 7.5%, 9.1%, and 7.5%, respectively. The total market value
through December 31, 2020 was $1.1 billion.

The Added Value History summary reflected not only the more conservative nature of the ERS’
portfolio to protect in down markets, but the portfolio’s ability to participate in up markets. In
terms of peer comparisons, the ERS ranked well below peers with respect to returns. This was
not unexpected given that asset allocation drives a plan’s return and peers have much higher
allocations to equities. Although the ERS had 3™ quartile returns, the ERS’ Sharpe ratio was
greater than 90% of peers with risk less than 90% of other pension plans.

Overall, Wilshire was pleased with the ERS portfolio’s response in 2020. The investment
managers did a really good job of navigating the markets. Wilshire did not recommend any
changes to strategy or underlying investment managers. The last asset/liability study was
performed in 2019 with the next one planned for late 2021 or early 2022.

ITEM 5 REPORT OF ADMINISTRATOR
Presentation by Andrea L. Rose, Administrator
Administrator’s Report dated February 19, 2021

Andrea Rose presented the Administrator’s Report dated February 19, 2021.

In accordance with the Pension Funding Policy, at least every 5 years the actuary performs an
Experience Study and reviews the Pension Funding Policy (the “Policy”) for any necessary
modifications. One of the primary funding objectives of the Policy, is to minimize the volatility
of the employer’s annual contribution rate as a percentage of covered pay by smoothing
investment gains and losses over a period of five years.

In conversations with the Administrator, Cheiron recommended exploring alternative methods
to dampen contribution volatility as part of the Experience Study and estimated a fee of $2,500.
Cheiron plans to explore a corridor approach for the contribution rate, amortizing future
unfunded liability gains and losses in new layers each year, and a combination of the two
methods. Cheiron’s projection model has the ability to review various future investment returns
to in order to see how the contribution and funded status is impacted by the changes.

While the scope of work was not included in the FY2021 Operating Budget, staff anticipate
savings and recommend exploring alternative methods to dampening contribution volatility as
part of the Experience Study.

ACTION: MS. GOGOL made a motion, seconded by VICE CHAIRMAN
CICHY to approve exploring alternatives to dampening
contribution volatility as part of the Experience Study. The
motion PASSED unanimously (10-0). (Motion #21-17)

MARCH 2, 2021 MINUTES, AS SUBMITTED (DRAFT),
AT THE APRIL 6, 2021 BOARD OF TRUSTEES MEETING



ITEM 6

3

Ms. Rose requested Board approval for a 1.2% Cost-of-Living Adjustment (COLA) for retirees
and beneficiaries effective July 1, 2021. In accordance with the Provisions of the Employees’
Retirement System, the COLA was calculated using data from the Consumer Price Index for
All Urban Consumers (CPI U) at December 2020. All retirees and beneficiaries receiving
annuities for at least six months are eligible for the COLA.

ACTION: VICE CHAIRMAN CICHY made a motion, seconded by MR.
ZIMMERMAN to approve a 1.2% Cost-of-Living Adjustment
Effective July 1, 2021 for Eligible Retirees and Beneficiaries in
Accordance with the Provisions of the Employees’ Retirement
System. The motion PASSED unanimously (10-0). (Motion #21-
18)

COMMITTEE REPORTS/PRESENTATIONS

A. Investment Monitoring Group

Presentation by Andrea L. Rose, Administrator
i. Regular Report of February 16, 2021

At the Investment Monitoring Group (IMG) meeting of February 16, 2021, the IMG met with
Principal Global Investors’ Meighan Phillips, Managing Director, Portfolio Management, and
Greg Pittenger, Managing Director, Institutional Sales & Relationship Manager, for a
performance review.

Principal Global Investors (“Principal”) has $88.1 billion in assets under management with
$34.6 billion in private equity assets as of December 31, 2020. There have been no changes
to the U.S. Property account portfolio management team. The portfolio is well-diversified by
property type, industrial, multifamily, office and retail. Principal remains an active core anchor
for the ERS’ private real assets allocation with high quality investments and predictable returns.
Cumulative performance (net of fees) was 0.6%, 4.85%, and 6.31% for the one-year, three-
year and five-year periods ending December 31, 2020 compared to the NCREIF ODCE Index
returns of 1.56%, 5.26% and 6.9%, respectively.

The Board meeting of March 2, 2021 adjourned at 11:30 a.m.

Respectfully,

Gndae & Moo

Andrea L. Rose
Administrator

MARCH 2, 2021 MINUTES, AS SUBMITTED (DRAFT),
AT THE APRIL 6, 2021 BOARD OF TRUSTEES MEETING
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M-NCPPC Resolution 21-06

Tempororary Extension in Annual Leave Carryover
(Merit Employees)

WHEREAS, the Coronavirus (“COVID-19) has presented an unforeseen set of events
without any precedent in the agency’s history; and

WHEREAS, on March 5, 2020, Governor Larry Hogan declared that a “state of emergency
and catastrophic health emergency exists within the State of Maryland” and this emergency status
continues; and

WHEREAS, the M-NCPPC has not declared an emergency closing and its departments
continue to operate; and

WHEREAS, the agency recognizes that our Merit System employees and leaders have
diligently responded to the unprecedented circumstances caused by the pandemic, often without
the ability to utilize their annual leave; and

WHEREAS, annual leave policies are covered in the agency’s personnel regulations,
Section 1460 of the Merit System Rules and Regulations; and

WHEREAS, the agency recognizes that annual leave provides employees the ability to
utilize this category to address COVID-19 related responsibilities; and

WHEREAS, the policy establishes limits on annual leave balances, and requires an
automatic transfer of annual leave to sick leave no later than April 30, 2021; and

WHEREAS, the Commission’s finance department has reported that employee use of
annual leave has been significantly reduced during pandemic response as compared to prior years.

NOW THEREFORE, BE IT RESOLVED, that the Commission hereby authorizes a
temporary modification of Section 1464.2 of the Merit System Rules and Regulations by allowing
an extension in the carryover of annual leave such that:

a. Employees may continue to maintain their annual balance until December 31, 2021,
at which time the excess annual rollover will be managed consistent with the

provisions of the Merit Sytem Rules and Regulations.

b. This extension will be automatically applied to all Merit System positions unless
written notification is made by an employee to the Department of Finance no later

than April 30, 2021.



BE IT FURTHER RESOLVED, that the M-NCPPC does hereby authorize the Secretary-
Treasurer to take action as may be necessary to implement this Resolution.

APPROVED FOR LEGAL SUFFICIENCY:
Tracey Harvin

M-NCPPC Legal Department

April 14. 2021
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TO:

FROM:

SUBJECT:

Item 5b

THE MARYLAND-NATIONAL CAPITAL PARK AND PLANNING COMMISSION

6611 Kenilworth Avenue - Riverdale, Maryland 20737

Commissioners

Asuntha Chiang-Smith, Executive Director

Personnel Management Review (PMR), Fiscal Year 2020

| am pleased to submit the Commission’s 27" edition of the Personnel Management Review
(PMR) for fiscal year 2020. This document is a valuable tool for both workforce planning and
budget work sessions with the County Councils. The PMR is organized into the following sections:

M-NCPPC Workforce Snapshot section provides information on all career and non-
permanent employees including gender, race/ethnicity, employment category, age and
distribution of employees by department.

Career Workforce Highlights section provides an overview on key information about our
career workforce including gender, full and part time employees, race/ethnic identification,
career workforce as compared to county workforce demographics, job category, age, length
of service, union representation, and distribution of employees by department. Additionally,
we have included details on our hires, promotions, average salary and top of grade
statistics, tuition assistance program usage, language and literacy proficiency program
participation, medical health plan participation by provider, retirement plan participation,
cost of living adjustment comparisons, and turnover information.

Trends in Career Employee Lifecycle section examines tendencies in our workplace and
how we compare to external sources.

Non-Permanent Workforce Profile section presents demographics on seasonal/
intermittent, temporary, and term contract employees.

Department and Bi-County Corporate Operations Demographics sections include
career employee composition and length of service statistics.

Appendix section includes a listing of race/ethnic identifications and job categories.

The PMR is available for internal review on Insite, and the public can access it on the Internet at
www.mncppc.org. The Commission remains committed to delivering an informative report. We

welcome your feedback! Please address comments/questions to Boni.King@mncppc.org or
Paulette.Stewart@mncppc.org.



http://www.mncppc.org/
mailto:Boni.King@mncppc.org
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M-NCPPC

WORKFORCE SNAPSHOT

Career

Seasonal/ Workforce

Intermittent 2.2007
4,734 31.6%

67.9%

Term Contract
31
0.4%
Temporary Contract’
5
0.1%

Total Population: 6,977




M-NCPPC WORKFORCE SNAPSHOT

The M-NCPPC Workforce Snapshot reflects the Agency’s entire workforce, both career and non-permanent
employees. Additional information concerning the Agency’s career employees begins on page 5 and information
concerning the Agency’s non-permanent employees begins on page 34.

All data reported is based on employees, not positions.

e The gender composition of the entire workforce
in FY20 was 50.4% female and 49.6% male

Female
3,514
Distribution of All Employees by Department 50.4%
Bi-County Corporate Operations 149 2.1%
Montgomery County Commissioners' Office 6 0.1%
Montgomery County Planning 149 2.1%
Montgomery County Parks 1,128 16.2%
Prince George's County Commissioners' Office 9 0.1%
Prince George's County Planning 171 2.5% Total Population: 6,977
Prince George's County Parks and Recreation 5,365 76.9%
M-NCPPC Career Employees Total 6,977 100.0%

Note: Career employee totals exclude 13 employees defined as: 10 Appointed
Commissioners (5 in Montgomery County and 5 in Prince George's County),
and 3 Merit System Board Members.

e The racial/ethnic composition of the

entire workforce in FY20 was as follows: H'SPahIC or
Black or African Latino
American " 392
4,479 5.6%

64.2%

American Indian
or Alaskan Native
26
0.4%

Native
Hawaiian/Pacific
Islander
6
0.1%

Asian

177 White (Not.Hlspanlc or Two or More Races
2.5% Latino)
107
1,790 15%
25.7% o

Total Population: 6.977
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M-NCPPC WORKFORCE SNAPSHOT

e The EEO-4 Job Category composition of the entire workforce in FY20 was as follows:

Professional

1,5202 Service-Maintenance
21.8% 768
11.0%

Skilled Craft
169
2.4%

Protective Service

157
0,
Paraprofessionals 2.2%
2,776 Technician
39.8% 149
2.1%
Official and Administrator
103
0,
Administrative Support 1.5%
. 1,333
Total Population: 6,977 19.1%

e The age composition of the entire workforce in FY20 was as follows:

16-18 Years of Age

448
6.4% 19-29 Years of Age
2,330
33.4%
60+ Years of Age
1,261
18.1%

50-59 Years of Age

1,094
15.7%
>-T% 30-39 Years of Age
956
13.7%

40-49 Years of Age
888
12.7%

Total Population: 6,977



Career Workforce Highlights
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CAREER WORKFORCE HIGHLIGHTS:

Highlighting Career Employee Workforce Information and Statistics

Career Workforce Demographics

Female

864

39.1%

Career Employees by Gender

Total Career Employees: 2,207

Male
1,343
60.9%

Full-Time & Part-Time Career Employees

yd Total: 2,207
2,300
8 2,200 Total: 2,111 Total: 2,115
) Total: 2.016  Total: 2,048 -
a 2,100
E 7
w
5 2,000 a2
@
-]
£ 1,900
=]
4
1,800
1,700
1,600
FY16 FY17 FY18 FY19 FY20
OPart-Time 43 37 39 33 34
BFull-Time 1,973 2,011 2,072 2,082 2,173
Total Employees: 2,207
6




Career Employees by EEO-4 Race/Ethnic Identification

White (Not Hispanic Two or More Races
or Latino) Z;I.
1,084 1%

49.1%

Black or African
American
847
38.4%

American Indian or
Alaskan Native

Hispanic or Latino
153
6.9%

10
5%

Native Hawaiian or Other
Pacific Islander
1
.0%

Total Career Employees: 2,207

e The charts below reflect M-NCPPC career workforce distribution by race/ethnicity in

Montgomery County and Prince George’s County, compared to the broader employed
civilian labor force within the region.

M-NCPPC: Montgomery County Employed Civilian Labor Force:
Montgomery County

Other Race
. . . Other Race
Asian 1.4% Hispanic ) 3.2% Hispanic
5.5% 8.4% Asian, 247 19.7%
African 15.7%
American
17.7% African White
White American 43.9%
67.0% 17.6%

Source: 2019 American Community Survey, 1-year estimate. Source: 2019 American Community Survey, 1-year estimate.

M-NCPPC: Prince George's County Employed Civilian Labor Force:

Prince George's County

] Other Race Hispanic Asian Other Race
Asian 1.5% 6.0% 4.3% 3.0% Hispanic
3.3% ‘ ’ ‘ 18.8%
. African
A/:rf:el:iign _ American White
5159 White 62.6% 11.3%
37.7%
Source: 2019 American Community Survey, 1-year estimate. Source: 2019 American Community Survey, 1-year estimate.

Source for County Demographics: 2019 American Community Survey 1-year estimates. Tables S0201 and S2301 U.S. Census

Bureau; Research & Special Projects, Montgomery County Planning Department (11/10/20). The charts represent the employed
civilian labor by race and Hispanic origin, 2019. Prince George’s County includes CAS Departments.

(O



In FY20 the largest number and percent of employees at M-NCPPC fell into the Professional
category with 997 employees or 45.2% of the workforce followed by the Service-Maintenance
category with 391 employees or 17.7% of the workforce.

Career Employees by EEO-4 Job Category

Official and
Administrator
101
4.6% Professional

Service-Maintenance

Skilled Craft

169
7.7%

Admin Support
167
7.6%

997

391 45.2%

17.7%

Paraprofessional
88

4.0% Protective Service Technician
157 13Z
7.1% 6.2%

Total Career Employees: 2,207



Career Employees
by EEO-4 Job Category, Gender and Race/Ethnicity

Career Employees by EEO-4 Job Category and Gender

500
450
400
350
300
250
200
150
10

5

o O

Official and
Administrator

M Male 58 485 83
M Female 43 512 54

o

Professional Technician

Total Career Employees: 2,207

Paraprofessionals Prote(.:tlve Administrative Skilled Craft S_erV|ce—
Service Support Maintenance
32 131 33 168 353
56 26 134 1 38

Career Employees by EEO-4 Job Category and Race/Ethnicity

600

500

400

300

200

100

Offi.ci_al and Professional Technician
Administrator

M White 56 503 81
Minority 45 494 56

Total Career Employees: 2,207

ma B iﬂ IE

Administrative Service-

Paraprofessionals Protective Service Skilled Craft .
Support Maintenance
43 80 54 117 150
45 77 113 52 241




Distribution of Career Employees by Age

19-29 Years of Age
60+ Years of Age 215

334 9.7%

15.1% 30-39 Years of Age
500

22.7%

50-59 Years of Age
623
28.2%

40-49 Years of Age
535
24.3%

W 19-29 Years of Age 1 30-39 Years of Age 11 40-49 Years of Age [ 50-59 Years of Age M 60+ Years of Age

Total Career Employees: 2,207

Distribution of Career Employees by Department

Bi-County Corporate Operations 136 6.2%
Montgomery County Commissioners' Office 5 0.2%
Montgomery County Planning 136 6.2%
Montgomery County Parks 717  32.5%
Prince George's County Commissioners' Office 9 0.4%
Prince George's County Planning 160 7.2%
Prince George's County Parks and Recreation 1,044  47.3%
M-NCPPC Career Employees Total 2,207 100.0%

Note: Career employee totals exclude 13 employees defined as: 10 Appointed Commissioners
(5 in Montgomery County and 5 in Prince George's County), and 3 Merit System Board Members.




Recruitment of Career Employees

In FY20, the Recruitment and Selection Services Division filled 398 career positions. Of these 398
positions, 239 were filled by external candidates, and 159 positions were filled by internal candidates via
promotion, demotion, or lateral reassignment (these figures do not include positions filled through
reclassification, appointment, or the Park Police rank promotional process).

FY20 External vs. Internal Positions Filled
July 2019 - June 2020 (FY20)

70
62
60
50 a4
- 43
Q
T 40 37
" 34 34 33
< 30 13 32
2 30 17
g 25 24 ‘
s . 16 13 11 20
20 17
10 13 11
10
5
5 17 19 11 21 32 30 21 21 9 27 26
0
Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr May Jun

M External M Internal Total

The average salary for a FY20 external career new hire was $63,720, compared to a FY19 average of
$64,039.



Length of Service for Career Employees

Career Employee Length of Service

115 105
5.2% 4.8%

20 - 24 Years
178
8.1%

Less Than 5 Years
819
37.1%
15- 19 Years
265
12.0%

10 - 14 Years
381
17.3% 5 -9 Years
344

Total C Empl 12,207
otal Career Employees 15.6%

The average length of service for females was 10.8 years; and 11.1 years for males.

Average Length of Service by EEO-4 Job Category

Technician, 14.3 years

Skilled Craft, 12.3 years

Professional, 11.0 years

Administrative Support, 10.2 years

Protective Service, 7.8 years

0.0 2.0 4.0 6.0 8.0 10.0 12.0 14.0
Years

Average Length of Service for all Career Employees: 11.0 years
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Collective Bargaining

In FY20, 35.3% of the Commission’s career workforce was represented by a union.

Number of % of Career

Uni
nion Members FY20 | Employees

United Food and Commercial Workers Union, Local
1994/Municipal and County Government Workers Union

0,
(MCGEO) representing service/ labor, trades, and >97 27.1%
office/clerical positions
Fraternal Order of Police. Lodge #63 (FOP) representing 183 8.3%

police ranked sergeant and below

Represented and Non-Represented Career Employees

Office/Clerical
Trades 129
129 5.8%

Service/Labor

339
15.4%

Local1994

Non-Represented
1,427
64.7%

FOP, Lodge #63/

183
8.3%

Park Police Officer Candidates and Command Officers included in the Non-Represented
category: 7

According to the Bureau of Labor Statistics (BLS), 14.2% of employed workers in Maryland were in positions
represented by unions. Additionally, BLS reports that 34.8% of state government workers are unionized. The
higher numbers for union membership attributed to local government workers is the result of heavily unionized
occupations such as teachers, police officers and firefighters.

Source: U.S. Department of Labor Bureau of Labor Statistics, Economic News Release, Table 5. “Union affiliation of employed wage and

salary workers by state, 2018-2020 annual averages”.



Compensation

e M-NCPPC compensates and rewards its employees utilizing either pay ranges or step pay
schedules.

o There are six separate pay range schedules for career employees, 3 for non-represented
employees (General Service, IT, Command Staff) and 3 for represented employees
(Service/Labor, Office/Clerical, Trades). Each range consists of a minimum, midpoint and
maximum salary. Schedules for represented employees also have a longevity increment.

o A step pay schedule is utilized to compensate employees in the FOP Bargaining Unit.
This pay schedule includes two additional increments for longevity.

e The average salary for all career employees (full-time and part-time) was $77,320.
The average salary for male employees was $74,475; female employees was $81,741.

Average Salary for Career Employees By Gender
o
Male:
1,343 <§: $74,475
Ll
—
=
Female: Wl $81,741
gea |
S0 $20,000 $40,000 $60,000 $80,000 $100,000
Salary
The Average Salary for all employees: $77,320

For career employee annual salary distribution by demographics and job categories, see pages 15-16.
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Official/Administrator
Race/Ethnicity
American

Gender Indian/ Alaska Asian BIack/A'frlcan Hlsp?nlc/ I\.I'atlve
. American Latino Hawaiian/Other
Native
Female $141,665 $160,170 $144,834 $148,224 N/A
Male N/A N/A $143,048 $127,871 N/A

White (Non-

Hispanic/Latino)

$141,844
$140,776

Two or
More
Races
N/A

$110,360

Average Salary Official/Administrator: $142,275
Average Official/Administrator New Hire Salary: $143,113

Professional
Race/Ethnicity

American

White (Non-
Hispanic/Latino)

. . Black/African Hispanic/ Native
Gender Indlan/.AIaska Asian American Latino Hawaiian/Other
Native
Female $74,660 $94,900 $84,065 $88,772 $67,243
Male $96,014 $99,591 $84,832 $85,211 N/A

$90,365
$89,941

$68,574
$62,805

Average Salary Professional: $87,839
Average Professional New Hire Salary: $72,202

Technician
Race/Ethnicity

White (Non-

Hispanic/Latino)

American . . . .
Gender Indian/ Alaska Asian BIack/A'frlcan H|spe.1n|c/ I\.I'atlve
. American Latino Hawaiian/Other
Native
Female N/A $74,441 $71,070 $88,032 N/A
Male $81,606 $104,813 $77,558 $66,180 N/A

$72,217
$79,496

$57,348
N/A

Average Salary Technician: $76,449
Average Technician New Hire Salary: $54,750

Protective Service
Race/Ethnicity

White (Non-

Hispanic/Latino)

American . . . .
Gender Indian/ Alaska Asian BIack/A'frlcan Hlsp?nlc/ |\1atwe
. American Latino Hawaiian/Other
Native
Female N/A $42,113 $66,093 $69,033 N/A
Male $82,591 $80,426 $72,504 $77,425 N/A

$74,590
$77,617

$53,103
$53,840

Average Salary Protective Service: $74,666
Average Protective Service New Hire Salary: $55,976

Paraprofessional
Race/Ethnicity

White (Non-

Hispanic/Latino)

American . . . .
Gender Indian/ Alaska Asian BIack/A'frlcan Hlspzjmlc/ I\.I'atlve
. American Latino Hawaiian/Other
Native
Female N/A $67,170 $73,175 $70,227 N/A
Male N/A $45,112 $60,051 $53,034 N/A

$71,616
$62,139

N/A
N/A

Average Salary Paraprofessional: $68,005
Average Paraprofessional New Hire Salary: $51,667

Commission Career Salary Percentages are based on total number of employees: 2,207
Average Commission Career Salary (includes full-time and part-time salaries): $77,320
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Admin Support
Race/Ethnicity

Gender American Indian/ Asi Black/African Hispanic/ Native
Alaska Native stan American Latino Hawaiian/Other

Female N/A $61,595 $59,980 $57,544 N/A

Male N/A N/A $57,154 $60,972 N/A

White (Non-

Hispanic/Latino)

$61,072
$55,999

$46,392
N/A

Average Salary Admin Support: $59,403
Average Admin Support New Hire Salary: $50,265

Skilled Craft
Race/Ethnicity

Gend American Indian/ Asi Black/African Hispanic/ Native
ender Alaska Native stan American Latino Hawaiian/Other

Female N/A N/A N/A N/A N/A

Male $75,322 $62,580 $64,774 $66,512 N/A

White (Non-

Hispanic/Latino)

$74,441
$67,514

N/A
N/A

Average Salary Skilled Craft: $66,815
Average Skilled Craft New Hire Salary: $52,589

Service-Maintenance
Race/Ethnicity

Gender American Indian/ Asian Black/African  Hispanic/ Native
Alaska Native American Latino Hawaiian/Other

Female N/A N/A $46,753 S43,478 N/A

Male $44,716 $55,928 549,264 $49,660 N/A

White (Non-

Hispanic/Latino)

$48,874
$50,031

N/A
$38,469

Average Salary Service-Maintenance: $49,378
Average Service-Maintenance New Hire Salary: $37,969

Total Population
Race/Ethnicity

Gend American Indian/ Asian Black/African Hispanic/ Native
ender Alaska Native st American Latino Hawaiian/Other

Female $108,162 $96,572 $78,594 $71,140 $67,243

Male $64,300 584,962 $71,275 $64,006 N/A

White (Non-

Hispanic/Latino)

$85,206
$77,744

$62,114
$59,107

Average Salary: $77,325
Average New Hire Salary: $62,979

Commission Career Salary Percentages are based on total number of employees: 2,207

Average Commission Career Salary (includes full-time and part-time salaries): $77,320



e The greatest number of employees are in the Professional EEO Job Category. The Official and
Administrative and Professional categories also have the highest average annual salaries.
e Employee salaries and benefits (personnel services) represent 70.0% of the FY20 adopted

budget expenditures.

Annual Salary
Full-Time and Part-time Career Employees
41%
i
5
5
3
£
2
Under $40K $40K - $59K $60K - $79K $80K +
Part-Time 6 18 S 2
® Full-Time 83 527 667 899

Total Full-Time Employees: 2,176
Total Part-Time Employees: 31
Average Salary for all Employees (2,207): $77,320 (includes part-time salaries)

Career Employees at Top of Grade (TOG)

Top of Grade

425
19.3%

TOG is defined as the maximum salary ($) of a position's grade salary range. Employees at TOG
identified are within $10.00 of their position's grade maximum.

Q



COLA, Merit Increase, and Lump Sum

In FY20, non-represented and MCGEO represented career employees received a 1.5% COLA. Non-
represented and MCGEO represented career employees received a 3.5% Merit increase. Employees
not eligible to receive a Merit increase (or longevity increase for union employees) because they were
at top of grade received a lump sum of one-half percent (0.5%) of base pay.

FOP, Park Police Command Staff and Candidates received a 1.0% COLA. These career employees
received a 3.5% Meritincrease. For FOP effective July 1, 2019, additional service increments increased
from 3.0% to 3.5% for ASI-1 and from 3.25% to 3.5% for ASI-2. Effective January 12, 2020, a new P-
Step was added to the salary schedule P02, PO3 and P04; a new Q-Step was added to the salary
schedule for P05.

For COLA adjustments and county comparisons, see page19.



Health Benefits — Career Employees

e The Commission offered career employees medical, vision, prescription, and dental plans;
basic life and accidental death and dismemberment (AD&D) insurance, long term disability
insurance (LTD), and employee assistance program (EAP); as well as fully employee-funded
benefits such as spouse and dependent life insurance, 457 deferred compensation, legal
services, flexible spending accounts, and long-term care benefits.

e Career Employees selected from three health plans for medical insurance coverage. These
included a Point of Service (POS) plan, an Exclusive Provider Organization (EPO) plan, and a
Health Maintenance Organization (HMO) plan.

Medical Health Plan Participation by Provider

Kaiser HMO,

No Plan, 305, 267, 12.1%

13.8%

UHC EPO, 674,
30.5%

UHCChoice
POS, 961, 43.5%

Total Employees = 2,207
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Other Benefits

The agency offers career employees the opportunity to utilize the Tuition Assistance Program for
professional development through funding for college and technical training. In FY20, 54 career
employees utilized the Tuition Assistance Program.

Tuition Assistance Program (TAP)
Commission-Wide Participation

O |3.7%

75 A

70

75

65 2.7% 2.1% 2.4% 2.40%

60

55 1

50

35 54

50
45

FY16 FY17 FY18 FY19 FY20

NANANANANAN

45

Number of Employees who utilized TAP

40

Fiscal Year

FY17-FY20 analysis based on number of employees, not requests. Previous years based
on number of requests. TAP is available to all active Merit System employees who have
successfully completed new hire probation and attained career status.
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The Commission offered career employees the opportunity to participate in the Literacy and Language
Program which teaches communication and job skills to native and non-native English-speaking
employees, therefore advancing professional opportunities. In FY20, 23 employees utilized the Literacy
and Language Proficiency Program.

Literacy Program Participants by Job Category

Technician, 1

Service-Maintenance, 22

Department Number of Participants
Montgomery County Parks 9
Prince George’s County Parks and Recreation 13
Bi-County Corporate Operations 1
Total 23

Retirement Benefits — Career
Since 1978, the Commission has offered a pension program to its career workforce. Enrollment is
mandatory, and plans are jointly funded through employer and employee contributions. There are

five defined benefit plans:

1. Plan A is non-integrated with Social Security and has been closed to new membership
since December 31, 1978. There are no active career employees in Plan A.

2. Plan B is integrated with Social Security; 48.0% of the workforce, or 1,059 active
employees are in Plan B. This plan was closed to new membership on December 31, 2012.
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3. Normal retirement for employees in both Plan A and Plan B is age 60 with at least five
years of credited service or 30 years of credited service regardless of age.

4. Plans Cand D are the retirement plans for the Park Police and account for 9.7% of active
employee retirement plan membership. Plan C has 9.7% or 213 members and Plan D has
less than .09% or 2 members. Plan D was closed to new membership in July 1993.

5. Normal retirement for employees in Plan Cis 25 years of credited service, or age 55 with
at least five years of service.

6. Normal retirement for employees in Plan D is 22 years of credited service, or age 55 with
at least five years of service.

7. Plan E is mandatory for all full-time and part-time Merit System employees (except Park
Police), for individuals employed by Employees’ Retirement System, Appointed Officials,
and employees exempted from the Merit System who are employed or appointed on or
after January 1, 2013. Plan E has 42.2% of the career workforce, or 932 members.

8. Normal retirement for employees in Plan E is age 62 with at least 10 years of credited
service, or 30 years of credited service regardless of age.

9. Employees are eligible to convert accumulated sick leave into credited service at the time
of retirement. Employees may use a maximum of 14 months of sick leave to qualify for
early or normal retirement.

Participation in Employee Retirement Plans

Plan A (closed)
0
0%

/

Plan E
933
42.3%

Plan B (closed)

Plan D (Police closed) 1,0509
2 48.0%
-09% Plan C (Police)
213
9.7%

Total Employees in the Retirement System: 2,207
Plan A (non-police), Plan B (non-police) and Plan D (police) are closed to new participants.
Plan C (police) and Plan E (non-police) remain open to new participants.

For retirement eligibility statistics see page 24.
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Career Employees Eligible for Normal Retirement
Between FY21 and FY25

FY21 FY22 FY23  FY24  FY25 Total
PGC Commissioners' Ofc 7 1 1 9
PGC Parks and Recreation 180 28 44 31 41 324
PGC Planning 32 4 3 7 4 50
PGC Sub Total 219 33 47 39 45 383
CAS 35 1 | 3 | 3 | & | 48
MC Commissioners' Ofc 2 2
MC Parks 114 19 18 13 24 188
MC Planning 27 3 4 4 3 41
MC Sub Total 143 22 22 17 27 231
Commission Total 397 | s6 | 72 | s0 | 78 | 662
Career Employees Eligible for Retirement
Between FY21 and FY25 (Commission-Wide)
1000
900
800
700
600
500
400
300
200
100
0 Official/ Adm Prof Tech Protectv Service Para-prof Admin Support Skilled Craft Service- Maint
OEligible 55 287 49 32 27 51 62 99
BEmployees 101 996 137 157 88 167 169 391

FY21 through FY25, 662 out of 2,207 (30.0%) of current employees will reach normal retirement eligibility. This
is an average of 133 employees for each of those years. Based on the current number of employees, by EEO
category, this represents:

54.5% of the Official/Administrator category
28.8%  of the Professional category

35.8% of the Technician category

20.4% of the Protective Service category
30.7% of the Paraprofessional category
30.5% of the Administrative Support category
36.7%  of the Skilled Craft category

25.3% of the Service-Maintenance category

(Excludes Commissioners and employees in Long Term Disability status.)
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Turnover — Career

Turnover rate in FY20 was 7.5% or 165 employees. The average turnover rate for the past five fiscal
years (FY16 — FY20) is 8.2%.

° In FY20, 62.7% of employees who separated employment were male and 37.3% were female.

° In FY20, the composition of separating employees was:
- 50.3% White (Not Hispanic or Latino)
- 39.4% Black or African American
- 3.0% Asian
- 7.3% Hispanic or Latino

° Of the 165 separated employees, the highest turnover percentage occurred in the Office and
Clerical job category, with a turnover of 10.9% (18 separations of 167 total).

- Office and Clerical turnover -10.7% (18 separation of 167)

- Professional turnover - 8.0% (80 of 997 total)

- Skilled Craft turnover - 7.7% (13 separations out of 169 total)

- Service-Maintenance turnover - 7.4% (29 separations out of 391 total)
- Protective Service turnover - 5.7% (9 separations out of 157 total)

- Paraprofessional turnover -5.7% (5 separations out of 88 total)

- Technician turnover - 5.1% (7 separations out of 137 total)

- Official and Administrator turnover - 4.0% (4 separations of 101)

® In FY20, the three primary reasons for separations were normal retirement, a new job and
personal reasons. For all separations statistics by reason see page 26.



Number of Separations by Reason and Fiscal Year

FY16 FY17 FY18 FY19 FY20
Voluntary New Job 45 41 41 32 35
Relocation 11 7 3 8 7
Personal Reasons 21 24 24 37 28
Return to School 0 2 1 1 0
Early Retirement 0 7 9 0 10
Normal Retirement 67 67 74 88 64
Quit Without Notice (No Show) 1 1 2 6 4
Other 2 0 1 0 0
Involuntary Violation of Rules 7 7 6 10 7
Unsatisfactory Performance 2 4 10 5 4
Reduction in Force (RIF) 0 0 0 0 0
Dismissal/Job Abandonment 0 0 2 2
Other Death 2 3 3 4 4
Not Specified 0 0 0 0 0
Disability Medical 0 0 0 0 0
Resign Medical 0 5 1 0 0
Total Separations 158 168 177 191 165
Turnover Rate 7.8% 8.2% 8.4% 9.0% 7.5%

Career Turnover By Separation Reason FY16-FY20

250
7.8% 8.2% 8.4% 9.0% 7.5%

200

100

50

0

FY16 FY17 FY18 FY19 FY20
m Death/Medical 2 8 4 4 4
O Involuntary 9 11 18 15 13
| Voluntary 147 149 155 172 148
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Trends in the Career Employee Lifecycle

Recruitment, Salary,
Demographics, Retirement,
and Turnover Trends
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FY20 PERSONNEL MANAGEMENT REVIEW:
TRENDS IN THE CAREER EMPLOYEE LIFECYCLE

Recruitment, Salary, Demographics, Retirement, and Turnover Trends

1. Recruitment Trends

The average number of days to fill a position indicates the time between the date a position is
posted/advertised and the date of hire. In FY20, it took an average of 108 days to fill a position by these
metrics. Many variables contribute to the average number of days it takes to fill positions. The chart
includes positions filled by both internal employees and external candidates. The chart excludes
appointed positions and Park Police selections which follow specific hiring and promotional
requirements.

FY20 Time to Fill
July 2019 - June 2020 (FY20)

140
120 113 U5 113 113
108
103
100 99 99
100 95 93
(%]
©
o 80
[%)
[%)
4]
c
)
> 60
m
40
20
0
Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr May Jun FY20

Average



2. Cost of Living Adjustment and Merit Increase Trends
In FY20, career employees received a 1.5% or 1.0% cost of living adjustment and a 3.5% merit increment.

M-NCPPC Five-Year COLA and Merit Increases

FY16 FY17 FY18 FY19 FY20
Non-Represented
Increment (Merit) 1.75% 1.75% 3.50% 3.5% 3.5%
Ge"erjlcgci’:)stmem 1.75% 1.75% 1.50% 1.50% 1.50%
(effective date) 9/15 9/16 8/17 10/18 7/19
.5% for EEs at TOG and | .5% for Ees at TOG and .5% for Ees at TOG and
Lump-sum Payment not eligible for merit not eligible for merit not eligible for merit or
or longevity or longevity longevity
MC GEO Local 1994
Increment (Merit) 1.75% 1.75% 3.50% 3.5% 3.5%
Ge"erjlcg‘i’:)stme”t 1.75% 1.75% 1.50% 1.5% 1.5%
(effective date) 9/15 9/16 8/17 10/18 7/19
.5% for Ees at TOG and | .5% for Ees at TOG and .5% for Ees at TOG and
Lump-sum Payment not eligible for merit not eligible for merit not eligible for merit or
or longevity or longevity longevity
FOP Lodge 30
Increment (Merit) 3.50% 3.50% 3.50% 3.5% 3.5%
Ge"er?'cgﬂ‘;tme”t 1.75% 5% 1.5% 1.0% 1.0%
(effective date) 7/15 7/16 7/17 7/18 7/19
Lump-sum Payment

The red line on the chart below depicts the cumulative growth of the Consumer Price Index (CPI) over the last
10 years (FY11 — FY20). The blue line, in comparison represents the cumulative M-NCPPC career workforce
cost of living adjustments over that period.

CPI Growth vs. Cost of Living Adjustment (COLA)
38.6% 39:8% 40:0%

0,
U7 . .
32.5% w
29.6% = o
27.5% o 28.0%
2570%_25.5.5—

23.5%

Percent Change

2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

=9—COLA % Change =—ill=—CPl % Change

Source: U.S. Department of Labor Consumer Price Index for all Urban Consumers, Washington-Arlington-Alexandria, DC-MD-VA-WV.
Note: In January 2018, BLS introduce a new geographic area for the Consumer Price Index (CPl). Washington DC and Baltimore now
have separate indexes. Montgomery County and Prince George’s County now both fall in Washington-Arlington-Alexandria, DC-MD-
VA-WYV geographic sample area.
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3. Employee Salary Trends
In FY20 the Commission’s average salary for all career employees increased by 2.6% from $75,342 in

FY19 to $77,320.

Average Salary Trends

$85,000
$80,000 $77,320
$75,342
$73,607
$75,000
- $72,187
& $70,242
(T
(7,]
o $70,000
o
g
< $65,000
560,000 r T T T T 1
FY16 FY17 FY18 FY19 FY20
Fiscal Year

4. Top of Grade Trends

Top of Grade means a salary is at the maximum of the pay grade. In FY20, the percentage of employees

at top of grade was 19.3%. This is an increase from the percentage of employees at top of grade in FY19,
16.7%.

Five-Year Top of Grade Distribution Trends

Top of Grade FY16 FY17 FY18 FY19 FY20
# of EEs 458 331 370 353 425
% of Total Populations 22.6% | 16.2% | 17.5% 16.7% 19.3%

@



5. Five-Year Demographic Trends

In the past five fiscal years, there have been incremental changes in the Commission’s career workforce
demographics. The Hispanic or Latino category reflects a 21.4% increase between FY16 and FY20. The
Asian category saw a 5.8% decrease over the same time period. The gender composition has increased
11.4% for females and 9.4% for males.

Five-Year Demographic Distribution by Race/Ethnicity and Gender: FY2016 — FY2020

FY16 | FY17 | FY18 | FY19 FY20 % Change over
5 years
Race/Ethnicity
American Indian or Alaska Native 10 9 10 8 10 0.0%
Asian 86 87 90 87 91 5.8%
Black or African American 732 757 790 810 847 15.7%
Hispanic or Latino 126 134 150 149 153 21.4%
Native Hawaiian or Other Pacific 0 1 1 1 1 100.0%
Islander
Two or More Races? 0 0 3 7 21 Footnote!
White 1,062 | 1,060 | 1,067 | 1,053 1,084 2.1%
Minority Combined Total 954 988 1,044 | 1,062 1,123 11.3%
Gender
Women 775 779 804 805 864 11.5%
Men 1,241 | 1,269 | 1,307 | 1,310 1,343 8.2%
Total Career Workforce 2,016 | 2,048 | 2,111 | 2,115 2,207 9.5%

! This Ethnic/Race Identification Category has been added to Federal EEO-4 survey forms, to M-NCPPC ethnicity selection
forms, and to the human capital management system (Lawson) in FY18.

6. Five-Year Age Distribution Trends

In the past five fiscal years, the percentage of employees in the 60+ age category has grown from 14.0%
to 15.1% of the career workforce.

Five-Year Demographic Distribution by Age: FY2016 — FY2020

FY16 FY17 FY18 FY19 FY20
Age / % of Population
60+ Years of Age 283 | 14.0% | 292 | 14.3% | 316 | 15.0% | 347 | 16.4% | 334 | 15.1%
50-59 Years of Age 660 | 32.7% | 664 | 32.4% | 664 | 31.5% | 624 | 29.5% | 623 | 28.2%
40-49 Years of Age 533 | 26.4% | 519 | 25.3% | 501 | 23.7% | 498 | 23.5% | 535 24.2%
30-39 Years of Age 393 | 19.5% | 410 | 20.0% | 443 | 21.0% | 472 | 22.3% | 500 | 22.7%
19-29 Years of Age 147 | 73% | 163 | 8.0% | 187 | 89% | 174 | 8.2% | 215 9.7%
Total Career Workforce 2,016 2,048 2,111 2,115 2,207
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7. Retirement Eligibility and Projection Trends
Over the past five fiscal years, the percentage of employees eligible for normal retirement has remained
somewhat consistent, with slight increases and decreases in the percentage.

Fiscal Year | Five-Year Trend
FY20 30.0%
FY19 30.4%
FY18 31.9%
FY17 33.2%
FY16 34.4%

In FY21, 397 out of 2,207 employees (18% of the workforce) will be eligible for normal retirement.
Between FY21 and FY25, 662 out of 2,207 employees, 30.0%, of all career employees (full-time and part-
time) will be eligible for normal retirement.

Employees Reaching Normal Retirement Eligibility- Projections by EEO Job Category

EEO Job Category FY2021 | FY2022 | FY2023 | FY2024 | FY2025 | 5-year total % of EEO

Category
Ag;:ii‘;ifsltf:tir 34 8 6 3 4 55 54.4%
Professional 180 20 27 27 33 287 28.8%
Technician 30 2 6 5 6 49 35.7%
Protective Service 13 4 4 4 7 32 20.3%
Paraprofessional 15 3 2 5 2 27 30.68%
Admin Support 33 3 7 6 2 51 30.5%
Skilled Craft 40 6 3 4 9 62 36.69%
Service-Maintenance 52 10 17 5 15 99 25.3%
Total 397 56 72 59 78 662 30.0%

8. Retirement Trends
Five-Year Retirement Separations

Fiscal Year | Number Retired | % of Workforce Retired
FY20 74 3.4%
FY19 88 4.2%
FY18 83 3.9%
FY17 85 4.2%
FY16 67 3.6%
FY15 51 2.5%
FY14 45 2.0%
FY13 58 3.0%
32
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9. Turnover Trends
The turnover rate for career employees in FY20 was 8.2%.

Five-Year Turnover Rates

FY16 FY17 FY18 FY19 FY20
7.8% 8.2% 8.4% 9.0% 8.2%

Turnover rates as reported by the Local Government Personnel Association for FY20.
M-NCPPC is at the median for organizations that reported this data.

Organization Turnover Rate
District of Columbia 14.9%
Alexandria City 12.5%
Arlington County 12.0%
Maryland State 10.0%
Charles County 10.0%
Prince George’s County 9.9%
M-NCPPC 8.2%
Montgomery County 7.0%
Howard County 6.8%
Anne Arundel County 6.0%
City of College Park 6.0%
Baltimore County 4.7%
Fairfax County 4.2%
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Non-Permanent Workforce Highlights
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Non-Permanent (Seasonal/Intermittent, Temporary, and Term Contract) Workforce
Composition, Demographics, & Benefits

® InFY20, the non-career workforce totaled 4,770 employees (as of 6/30/2020). Of this
number, 99.2% (4,734) were Seasonal/Intermittent Contract, .6% (31) were Term Contract
and .1% (5) were Temporary Contract.

e Of non-permanent/seasonal employees, 90.6% worked in Prince George’s County Department
of Parks and Recreation and 8.6% worked in Montgomery County Department of Parks.

Non-Permanent/Seasonal Employee Distribution by Department

Bi-County Corporate Operations 13 0.3%
Montgomery County Commissioners' Office 1 0.0%
Montgomery County Planning 13 0.3%
Montgomery County Parks 441 8.6%
Prince George's County Commissioners' Office 0 0.0%
Prince George's County Planning 11 0.2%
Prince George's County Parks and Recreation 4,321 90.6%
M-NCPPC Non-Permanent/Seasonal Employees Total 4,770 100.0%

e The gender composition of non-career employees in FY20 was 55.6% female and 44.4% male.

Non-Permanent/Seasonal Employees by Gender

Female W EE
2,650 2,120

55.6% 44.4%

Total Non-Career Employees: 4,770
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e In FY20, the racial/ethnic composition of non-career employees was as follows:

Non-Permanent/Seasonal Employees by
EEO0-4 Race/Ethnic Identification

White (Not Hispanic or Two or More Races
Hispanic or Latino Latino) 86
239 706 1.8%
5.0% 14.8%

Black or

African
Native Hawaiian or Other American
Pacific Islander 3,632

5 76.1%
1%
Asian American Indian or Alaskan Native
86 16
1.8% 3%

Total Non-Permanent/Seasonal Employees: 4,770

Distribution of Non-Permanent/Seasonal Employees by Age

60+ 16-18

952 T

20.0%

6.5%

50-59
465
9.7%

46.5%
40-49
7.3%
30-39
478
10.0%

Average Age : 37 years old
Total Non-Permanent/Seasonal Employees: 4,770



Seasonal/Intermittent Employees are eligible for:

FMLA (subject to meeting minimum service and work-hour requirements)

Leave without pay

Direct Deposit

Medical health benefits as long as they meet the requirements for the Affordable Care Act as they apply
to M-NCPPC and the employee works, on average, a minimum of 30 hours per week over the course of
a twelve (12) month period as defined by the Affordable Care Act.

In FY18, the passage of the Maryland Healthy Working Families Act employees who work at least 24
hours, per bi-weekly pay period, are eligible to earn up to 40 hours of sick leave each calendar year.
Seasonal/Intermittent employees are eligible for medical health benefits as long as they meet the
requirements for the Affordable Care Act as they apply to M-NCPPC and the employee works, on
average, a minimum of 30 hours per week over the course of a twelve (12) month period as defined by
the Affordable Care Act.

Term Contract Employees are eligible for:

Leave Benefits: Up to 2 weeks of paid generic leave, Paid holiday leave, Administrative leave, Holiday
pay when working a holiday, FMLA (subject to meeting minimum service and work-hour requirements)
and Leave without pay.

General Benefits: Direct deposit, Membership in Credit Union, Deferred Compensation Plan and
workers’ compensation benefits.

Medical Benefits: Medical Health Insurance, prescription plan, flexible spending accounts, and
retirement programs including traditional and Roth IRA.

Term Contract Employees are eligible at time of hire for medical health insurance, prescription plan,
flexible spending accounts, and retirement programs including Traditional and Roth IRA, Deferred
Compensation IRC 457, flexible spending accounts

Temporary Employees are eligible for:

FMLA (subject to meeting minimum service and work-hour requirements)

Leave without pay

Direct Deposit

In FY18, the passage of the Maryland Healthy Working Families Act employees who work at least 24
hours, per bi-weekly pay period, are eligible to earn up to 40 hours of sick leave each calendar year.
Temporary employees are not eligible for health benefits



Non-Permanent/Seasonal Employee Medical
Health Plan Participation

UnitedHealthCare
EPO
34
58.6%

Kaiser Permanente
HMO
24
41.4%

Total Number of Non-Permanent/Seasonal Medical Health Plan Participants:
58 (1.22% of all Non-Permanent/Seasonal Employees)

38 Term Contract Medical Health Plan Participants

20 Seasonal/Intermittent Medical Health Plan Participants

Note: In FY18 the passage of the Maryland Health Working Families Act made up to 40 hours of sick leave benefits available to
Seasonal/Intermittent and Temporary Contract employees who work at least 24 hours in a bi-weekly pay period.
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M-NCPPC Montgomery County

Commissioners’ Office
Department of Planning
Department of Parks
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Total Employees =5

Career Employees by EEO-4 Job Category:
Montgomery County Commissioner's Office

Paraprofessional
2
40.0%

Professional

2 \

40.0%

Admin Support
1
20.0%



Career Employees by EEO-4 Job Category:
Gender and Race/Ethnicity
Montgomery County Commissioners' Office

Distribution by EEO-4 Job Category and Gender

0 .

Professional Paraprofessionals Administrative Support
® Male 0 1 0
H Female 2 1 1

Total MCCO Employees: 5

Distribution by EEO-4 Job Category and Race/Ethnici

0

Professional Paraprofessionals Administrative Support
 White 0 1 0
M Minority 2 1 1

Total MCCO Employees: 5




A%

EE0-4 Race/Ethnic ldentification, Career Employees
Montgomery County Commissioners' Office

White (Not Black or African American ‘*\
Hispanic or Latino) 3
1 60.0%

20.0%

Hispanic or Latino
1
20.0%

Total Career Employees: 5



Length of Service for Career Employees:
Montgomery County Comissioners' Office

Less Than 5 Years
1
20.0%

15-19 Years

AN

40.0%

40.0%

Total MCCO Employees: 5

Average Length of Service by EEO-4 Job Category:
Montgomery County Commissioners' Office

Professional, 12.5 years

Paraprofessional, 12.2 years

Administrative Support, 3.1 years

0.0 2.0 4.0 6.0 8.0 10.0 12.0 14.0
Years

Average Length of Service for Employees: 9.3 Years



4%

Career Employees by EEO-4 Job Category:
Montgomery County Planning

Technician
3
Professional 2.2%
111
81.6%
Official and Administrator
14
10.3%
\Admin Support
6
4.4%
Paraprofessional
2
Total Career Employees = 136 1.5%



Career Employees by EEO-4 Job Category:

Gender and Race/Ethnicity
Montgomery County Planning

Distribution by EEO-4 Job Category and Gender

70
60
50
40
30
20
10
, N -
Official and . "
Administrator Professional Technician
o Male 7 66 3
W Female 7 45

Total MCPL Employees: 136

Paraprofessional

= |
Administrative
Support

2
4

Distribution by EEO-4 Job Category and Race/Ethnicity

80
70
60
50
40
30
20
‘°
0 [ = je——
Official and Administrator Professional Technician

o White 13 78 2
M Minority 1 33 1

Total MCPL Employees: 136

Paraprofessional
1
1

] —
Administrative Support

3
3




1%

EE0-4 Race/Ethnic Identification, Career Employees
Montgomery County Planning

e I
Two or More Races Black or African
1 American
0.7% 26

19.1%
o /

Hispanic or Latino

[

White (Not Hispanic 4
. 2.9%
or Latino)
97
71.3%

Total Career Employees: 136



Length of Service for Career Employees:
Montgomery County Planning

30+ Years
6
4.4%

25-29 Years
6
4.4%

20 - 24 Years
7
5.1%

Less Than 5 Years

57
15-19 Years/ 41.9%
19
14.0%
10 - 14 Years
23
16.9%
18
13.2%
Total MCPL Employees: 136
Average Length of Service by EEO-4 Job Category:
Montgomery County Planning
Technician, 15.5 years
Professional, 10.9 Years
Administrative Support, 7 years
0 2 4 6 8 10 12 14 16 18 20

Years

Average Length of Service for Employees: 13.0 Years



Career Employees by EEO-4 Job Category:

Montgomery County Parks
Technician
skilled Craft 45 Admin Support Official and Administrator

6.3% 31 22

75 4.3% 3.1%

Service-Maintenance 9
206 10.5% \
28.7%
5. ——_ Paraprofessional
25
3.5%

1%

Professional
248
34.6%

Protective Service
65
9.1%

Total Career Employees = 717



Career Employees by EEO-4 Job Category:
Gender and Race/Ethnicity
Montgomery County Parks

Distribution by EEO-4 Job Category and Gender

200
175
150
125

100

25
- II - = =

Off|F|§I and Professional Technician Paraprofessionals ~ Protective Service Administrative Skilled Craft SerV|ce-
Administrator Support Maintenance
H Male 14 122 30 7 55 10 75 194
H Female 8 126 15 18 10 21 0 12

Total MCPK Employees: 717

Distribution by EEO-4 Job Category and Race/Ethnicity

200
175
150
125
100
75
50
Ofﬁ.u.al and Professional Technician Paraprofessionals  Protective Service Administrative Skilled Craft S.erwce-
Administrator Support Maintenance
o White 15 186 36 15 43 17 64 101
M Minority 7 62 9 10 22 14 11 105

Total MCPK Employees: 717



0S

EE0-4 Race/Ethnic Identification, Career Employees
Montgomery County Parks

White (Not Hispanic or

Lati
atino) Two or More Races
477 6
66.5%
A 0.8%

Black or African
American
123
17.2%

American Indian or
Alaskan Native
5
7%

Hispanic or Latino
67
9.3%

Total Career Employees = 717



Length of Service for Career Employees:
Montgomery County Parks

25 - 29 Years 30+ Years
2 o
20-24Years  45% =
70
9.8%
Less Than 5 Years
274
38.2%
15- 19 Years
77
10.7%
10 - 14 Years
103
14.4%
5-9Years
130
18.1%
Total MCPK Employees: 717
Average Length of Service by EEO-4 Job Category:
Montgomery County Parks
Technician, 13.5 years
Skilled Craft, 12.8 years
Professional, 10.9 years
Protective Service, 8.7 years
Administrative Support, 7.9 years
0.0 2.0 4.0 6.0 8.0 10.0 12.0 14.0 16.0

Years

Average Length of Service for Employees: 11.1 Years



M-NCPPC Prince George’s County

Commissioners’ Office
Department of Planning
Department of Parks and Recreation
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Career Employees by EEO-4 Job Category:
Prince George's County Commissioner's Office

Professional

4
44.4%

€S

Paraprofessional
2
22.2%

-

Official and Administrator
1
11.1% I
Admin Support
2
22.2%

Total Employees =9
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Career Employees by EEO-4 Job Category:
Gender and Race/Ethnicity

Prince George's County Commissioners' Office

Distribution by EEO-4 Job Category and Gender

4

3

2

| . I I

0

Official and Administrator Profe55|onal Paraprofessmnals Administrative Support

H Male
M Female 1 3 2 2

Total PGCCO Employees: 9

Distribution by EEO-4 Job Category and Race/Ethnicity

4

3

2

| j i j

0 - - - . e

Official and Administrator Professional Paraprofessionals Administrative Support

H White 0 0 1 0
M Minority 1 4 1 2

Total PGCCO Employees: 9

®
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EEO0-4 Race/Ethnic ldentification, Career Employees
Prince George's County Commissioners' Office

4 I
White (Not Hispanic
or Latino)
1
11.1%
\ %
4 N
Black or African
American
8
88.9%

Total Career Employees: 9



Length of Service for Career Employees:
Prince George's County Commissioners' Office
Less Than 5 Years

1
11.1%

25-29 Years
3

33.3% 5-9Years

11.1%

10 - 14 Years
15-19 Years 3
1 33.3%
11.1%
Total PGCCO Employees: 9
Average Length of Service by EEO-4 Job Category:
Prince George's County Commissioners' Office

' Professional, 13.0 years l
Official and Administrator, 11.5 years

0 5 10 15 20 25 30
Years

Average Length of Service for Employees: 17.3 Years



Career Employees by EEO-4 Job Category:
Prince George's County Planning

Professional

100
62.5%

LS

Official and Administrator/
8
5.0%

Technician

19.4%

Admin Support/

16 .
10.0% Paraprofessional
. 5
3.1%

Total Employees = 160



Career Employees by EEO-4 Job Category:
Gender and Race/Ethnicity
Prince George's County Planning

Distribution by EEO-4 Job Category and Gender

55
50
45
40
35
30
25
20
15
10
s i
;i — = =
Official and Administrator Professional Technician Paraprofessionals Administrative Support
H Male 3 2 4
M Female 5 46 19 3 12

Total PGPL Employees: 160

Distribution by EEO-4 Job Category and Race/Ethnicity

55

50
45
40
35
30
25
20
15
10
5
, el T et
Official and . - ) - .
I.CI.a an Professional Technician Paraprofessionals Administrative Support
Administrator
o White 4 55 13 4 3
@ Minority 4 45 18 1 13

Total PGPL Employees: 160
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EE0-4 Race/Ethnic Identification, Career Employees

-~

-

Prince George's County Planning

~

White (Not Hispanic

or Latino)
79
49.4%

a1

© Hispanic or Latino

2.5%

4

e

\

Native Hawaiian
or Other Pacific

~

Islander
1
7%

/

/

Two or More Races
2
1.3%

Black or African
American
68
N 42.5%

-

American Indian or
Alaskan Native
1
7%

Total Career Employees = 160



Length of Service for Career Employees:
Prince George's County Planning

30+ Years
25 - 29 Years 12
7 7.5%

4.4%

20 - 24 Years Less Than 5 Years
9 68
5.6% 42.5%
15- 19 Years
18
11.3%

10-14 Years__—

28
17.5%
\5 -9 Years
18
11.3%

Total Career Employees: 160

Average Length of Service by EEO-4 Job Category:
Prince George's County Planning

Technician, 12.8 years

Professional, 11.0 years

Administrative Support, 9.0 years

Paraprofessional, 7.7 years

Years

Average Length of Service for Employees: 9.3 Years



Career Employees by EEO-4 Job Catgory
Prince George's County Parks and Recreation

skilled Craft Technician Admin Support
94 52 108
9.0% 5.0% 10.3%

Official and Administrator

/ T

— Paraproj;ssional

4.1%

Service-Maintenance

184
17.6%

I

19

Protective Service /

92
8.8%

Professional
433
41.5%

Total Career Employees = 1,044



Career Employees by EEO-4 Job Category:

Gender and Race/Ethnicity

Prince George's County Parks and Recreation

Distribution by EEO-4 Job Category and Gender

200
150
100
50
0 i-
Official and Professional
Administrator
® Male 24 212
mFemale 14 221

Total PGPR Employees: 1,044

Technician Paraprofessionals
38 21
14 22

Protective Service

Administrative

Support Skilled Craft
76 16 93
16 92 1

Service-Maintenance

158
26

Distribution by EEO-4 Job Category and Race/Ethnicity

250
200
150
100
50
Official and Professional
Administrator
W White 15 1t
W Minority 23 %

Total PGPR Employees: 1,044

Technician Paraprofessionals
28 19
24 24

Protective Service  Administrative Support Skilled Craft
37 30 53
55 78 41

Service-Maintenance

49
135
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EE0-4 Race/Ethnic Identification, Career Employees
Prince George's County Parks and Recreation

a O
White (Not Hispanic
or Latino)
382 —
36.6%
o %

Hispanic or Latino
71
6.8%

Two or More Races
10
1.0% Black or African
American
Asian American Indian or 550
27 Alaskan Native 52.8%
2.6% 4
0,
Total Career Employees = 1,044 0.4%




Length of Service for Career Employees:

Prince George's County Parks and Recreation
25-29 Years

30+ Years
63 47
6.0% 4.5%
20 - 24 Years
81 Less Than 5 Years
7.8% 368
35.2%
15-19 Years
129
12.4%
10 - 14 Years
205 5-9 Years
19.6% 151

14.5%
Total PGPR Employees: 1,044

Average Length of Service by EEO-4 Job Category:
Prince George's County Parks and Recreation

Technician, 15.0 years
Skilled Craft, 11.9 years
Professional, 11.5 years

Administrative Support, 10.9 years

Protective Service, 7.1 years

0.0 2.0 4.0 6.0 8.0 10.0 12.0 14.0 16.0

Years

Average Length of Service for Employees: 11.6 Years



M-NCPPC Bi-County Corporate Operations

Department of Finance
Department of Human Resources and Management

Legal Department
Office of the Chief Information Officer

Office of the Inspector General %

Merit Board System

a
=~
=
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99

Career Employees by EEO-4 Job Category:
Bi-County Corporate Operatlons

LI =19 |

Service-Maintenance 4% Admin support

w | [
/

Professional
98
72.6%

Total Career Employees = 135

Official and Administrator
18
13.3%

Paraprofessional
9
6.7%



Career Employees by EEO-4 Job Category:
Gender and Race/Ethnicity
Bi-County Corporate Operations

Distribution by EEO-4 Job Category and Gender

80

70

60

50

40

30

20

10

o i. || _ — —_
Official and
L Professional Technician Paraprofessionals Administrative Support Service-Maintenance
Administrator

W Male 10 30 0 1 1 1
M Female 8 69 6 8 2 0

Total Bi-County Corporate Operations Employees: 136

Distribution by EEO-4 Job Category and Race/Ethnicity

70

60

50

40

30

20

10

Offl_u_al and Professional Technician Paraprofessionals Administrative Support  Service-Maintenance
Administrator

W White 9 33 2 2 1 0
M Minority 9 66 4 7 2 1

Total Bi-County Corporate Operations Employees: 136




EE0-4 Race/Ethnic ldentification, Career Employees

Bi-County Corporate Operations

White (Not Hispanic or
Latino)
48
35.3%

Two or More
2
1.5%

89

Hispanic or Latino

6
4.4%
Asian
11
8.1%

Total Bi-County Corporate Operations Employees: 136

-

.

Black or African
American
69
50.7%

\

/




Length of Service for Career Employees:
Bi-County Corporate Operations

25-29 Years 30+ Years

a4 9
2.9% 6.6%
Less Than 5 Years
20- 24 Years
50
u \ 36.8%

8.1%

s

15-19 Years _—
19
14.0%

10-14 Years __——

19
14.0%
\ 5-9Years
24
17.6%

Total Bi-County Corpoate Operations Employees: 136

Average Length of Service by EEO-4 Job Category:
Bi-County Corporate Operations

Technician, 21.4 years

Administrative Support, 19.5 years

l Professional, 10.4 years I

Paraprofessional, 9.9 years

0.0 2.0 4.0 6.0 8.0 10.0 12.0 14.0 16.0 18.0 20.0

Years

Average Length of Service for Employees: 14.0
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EEOC Definitions / Pay Scales
Health Plan Premium Rates
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Excerpt from U.S. Equal Employment Opportunity Commission’s EEOC
Form 164, State and Local Government Information (EEO-4), Instruction
Booklet.

RACE/ETHNIC IDENTIFICATION

An employer may acquire the race/ethnic information necessary for this section either by
visual surveys of the work force, or from post-employment records as to the identity of
employees. Since visual surveys are permitted, and the fact that race/ethnic identifications
are not present on agency records is not an excuse for failure to provide the data called
for. However, although the Commission does not encourage direct inquiry as a method of
determining racial or ethnic identity, this method is not prohibited in cases where it has
been used in the past, or where other methods are not practical, provided it is not used
for purposes of discrimination.

Moreover, the fact that employees may be located at different addresses does not
provide an acceptable reason for failure to comply with the reporting requirements. In
such cases, it is recommended that visual surveys be conducted for the employer by
persons such as supervisors who are responsible for the work of the employees or to
whom the employees report for instruction or otherwise.

Please note that the General Counsel of the Commission has ruled, on the basis of court
decisions, that the Commission has the authority to require the racial and ethnic
identification of employees, regardless of any possible conflicting state or local laws.

The concept of race as used by the Equal Employment Opportunity Commission does not
denote clear cut scientific definitions of anthropological origins. For the purposes of this
report, an employee may be included in the group to which he or she appears to belong,
identifies with, or is regarded in the community as belonging. However, no person may
be counted in more than one race/ethnic category.

NOTE: The category "HISPANIC", while not a race identification, is included as a separate
race/ethnic category because of the employment discrimination often encountered by this
group; for this reason do not include HISPANIC under either "white" or "black".

For the purposes of the report, the following race/ethnic categories will be used:
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