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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: John McCarter, Budget & Procurement Manager
CC:

Senior Staff

Date: February 1, 2019
Re:

Future Staffing Outlook

The purpose of this memorandum is to provide an overview of the plans and reviews of our
departments. The memo accompanies the white papers being provided you for your upcoming
February 18, 2019 early input for building the FY20 Budget, multi-year projection, and CIP.
Whereas the White Papers deal with programs and projects in a strategic sense, this
memorandum provides background on the organizational capacity to manage and fulfill those
objectives.
Pearland is at an exciting and demanding time in its maturation. You have witnessed and
guided much change. The diversity in population, business mix, and resources is set against
technologies, expectations, and externalities that are demanding, to say the least. At the center
of much of managing that demand is the City staff. Their dedication and expertise have readied
and positioned Pearland along with many partners and volunteers. Looking ahead, as the
thicket of white papers lays out new challenges, the staff carries forward every day with
essential public services, conveniences, and amenities for the public good. Looking ahead,
there will be new demands and changes required, but there will undoubtedly need to be
additions.
This section is organized to go through each department that anticipates requesting staff over
the next three years and briefly summarize where we are with the planning ahead for staffing
resources. Most of our day-to-day discussions are focused on outputs and results, but this
pauses to look at the inputs of staffing for a growing and dynamic Pearland. These summaries
share a look at where we stand with each department in building business plans for resources
to accomplish their work. The commentaries here were prepared by departments and
deserve further vetting as we go forward in budgeting and evaluating priorities. It is also
important to bear in mind that as our community and organization evolve, so will the out-year
estimates for additional staffing; FY21 and FY22 staffing estimates are likely to change.
Please see the next page for a summary of all anticipated staffing needs through FY22 and a
summary of FTE changes over the last three fiscal years.
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City-wide Three-Year Staffing Outlook
Actual Positions
Added**
Projected Positions
FY17
Administration
City Secretary
Communications
Community Development
Convention & Visitor's Bureau
HOT Tax Fund FTE
Engineering & Capital
Projects
Capital Funds FTE
Finance
W&S Fund FTE
Fire
Human Resources
Information Technology
Legal
Municipal Court
Parks & Recreation
PEDC
PEDC Fund FTE
Police
Public Works
W&S Funds FTE
Total
General Fund Total
W&S Fund Total
Other Funds Total

4.00
-

FY18*
(1.00)
-

FY19

FY21

-

FY20
1.00
0.50
1.00
-

FY22

2.00
-

1.00
-

Total
1.00
0.50
4.00
-

1.00
2.00
1.00
1.00
7.00
1.00
1.00
4.00
1.00

2.00
6.00
3.00
1.00
3.00
2.00
3.00

1.00
2.00
6.00
1.00
4.00
5.00

4.00
1.00
3.50
2.00
16.00
4.00
6.00
4.00
26.50
8.00
7.00

1.00
1.00
2.00
12.00
6.00
3.00
9.00
3.00
4.00

1.00
1.00
12.00
5.00
6.50
6.00
3.00
14.00

6.00
2.00
6.50
2.00
40.00
4.00
17.00
13.50
41.50
14.00
25.00

23.00

19.00

19.00

84.50

43.00

49.50

177.00

19.00
2.00
2.00

15.00
3.00
1.00

12.00
7.00
-

74.50
9.00
1.00

38.00
4.00
1.00

35.50
14.00
-

148.00
27.00
2.00

*Does not include 3 Firefighters, 2 Police Officers and one Senior Planner cut from the FY18 Budget
**Inclusive of positions added or removed midyear.
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Joel Hardy, Grants & Special Projects Administrator
CC:

Jon Branson, Deputy City Manager

Date: February 1, 2019
Re:

Grants & Special Projects – Future Staffing Outlook

Purpose
The purpose of this memo is to provide an update on the staffing capacity of the Grants & Special
Projects activities conducted by the City, and the timeliness for adding to that capacity with
additional personnel. While there are some indirect roles and responsibilities tied to this work that
are performed by other personnel, the majority of functions are performed by one (1) employee,
which has been the case since 2010 and beyond.
Background
Since 2010, as the City’s Grants Coordinator, the current Grants & Special Projects Administrator
has conducted the business of coordinating and administering the requests for funding, oversight
and management, and compliance for the City’s various grant programs. The scope of duties
have involved technical writing, budgeting and light accounting, regulatory compliance,
interdepartmental relations, progress reporting, demographic data analysis, records
management, media relations and some project management in the case of small construction
activities (sidewalk installations, facility improvements, housing repair and rehabilitation, etc.).
The current staff also provide ancillary support for complying with federal and/or State regulations
involving major funding for infrastructure projects (TxDOT and TWDB labor compliance – Davis
Bacon Act). In addition, the existing staff person coordinates the City’s disaster recovery efforts
involving two major hurricane events (Ike and Harvey), close-out and management response to
monitoring from other disasters (Allison, other severe storms), and oversight for the City’s
Community Development Block Grant (CDBG) program.
The overall, actual and budgeted, cumulative financial impact on the City thus far totals
$17,491,762, which includes the following, for 2010 - 2019:
Type
General Grants and Contributions
Community Development Block Grant & Stimulus Funds
Hurricane Ike Public Assistance – FEMA
Hurricane Ike Hazard Mitigation – Tx Division of Emergency Mgt
Hurricane Harvey Life-To-Date Cost Recovery
Total
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Amount
$3,927,588
$3,796,953
$8,058,609
$198,990
$1,509,622
$17,491,762
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Pending activities show that there are monetary implications that have a bearing on upcoming
roles and responsibilities that are fairly significant, and largely equate to capacity that will be
needed to provide oversight for grant funding related to Hurricane Harvey. These are
immediately pending, year-to-date FY 2019 only, and include the following:
Type
FEMA Fire Prevention/Protection
FEMA Hazard Mitigation
HUD Disaster Recovery
Harvey Recovery - FEMA

Status
Applications Submitted - Pending
Applications Submitted - Pending
Application Pending – Due 4/30/2019
Remaining Claims Submitted
Total

Amount
$1,445,500
$9,998,973
$5,384,519
$2,036,205
$18,865,197

Basically, the two charts demonstrate the impact of Hurricane Harvey on the capacity needed to
continue successful oversight and management of grant-funded programs and activities, and
there is a critical need to ensure the proper staffing levels are in place to do so. The impact on
the City has far-reaching implications, both in the form of the long-term resiliency needed to fully
recovery and the funding opportunities that will need to be considered to do so. In essence, the
immediate, pending activities involving FY 19 applications alone equate to more than the grant
management capacity has required over the past ten years.
Take into account the fact that the current personnel have also grown to adopt new roles and
responsibilities in the form of important “special projects,” and that role is now housed in the City’s
Administration Department, it is important to consider adding capacity to this portion of City
business and hire an additional full-time equivalency to assist staff with certain duties. The City’s
need to comply with federal rules and regulations, State law and other requirements involving
new grant opportunities suggests that the role should have both programmatic and administrative
coordination duties, and the costs of grant administration personnel can be covered by the source
of funds in some cases.
Key Objectives
•
•
•

•

Succession Planning – Limited readiness internally for existing employees to take on the
related duties should a change occur in current staffing.
Input-Output Equivalency – Duties, roles and responsibilities currently outweigh limited
personnel capacity.
Compliance with External Requirements – Additional grant funding will require additional
capacity to comply with reporting, program coordination, procurement and financial
management regulations.
Program Enhancements and Improvements – new policies and procedures, as well as
opportunities to fund community-based organizations and economic development are on
the horizon, much of which having a nexus to Hurricane Harvey recovery.

Proposed Staffing
One (1) Program Coordinator
Future O&M Impact
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The proposed position has a high potential to be covered by allocations for administrative costs
to be covered by grants. The pending allocation of disaster recovery funds from HUD, through
the Texas General Land Office, will provide the City with a maximum of 6% in program
administration costs. Based on the allocation of $5,384,519, this equates to a possible $323,071
being available for personnel and other administrative expenditures associated with overseeing
these programs.
In addition, the regular allocation of CDBG funds the City receives directly from HUD provide a
20% allowable expenditure for administrative purposes. This generally provides the City with
about $60,000 for such costs, which has increased in FY 2019 to $78,000 based on the allocation
of $390,001 to the City.
Finally, the City will begin to improve its practices of requesting funds for administrative purposes
when applying for grants. Traditionally, this has been avoided, as the City has prioritized the
importance of ensuring funds go directly to beneficiaries and City project needs. However, it is
also important to ensure that regulatory and/or statutory requirements are met, and funding those
aspects of our grant oversight and management is critical. Staff anticipate the possibility of
negotiating an “indirect cost rate” with the federal government, and using that percentage as a
guide for what we request, which will probably be along the lines of a 5% - 10% budget line item
in the request for funding for certain programs/projects.
Summary
In conclusion, staff strongly believe the financial impact to the City will be in the form of a return
on investment, and there will be limited actual personnel costs due to the potential for
reimbursement from funding sources. Staff will update stakeholders as this matter progresses
with the upcoming budget process, and additional calculations based on grant funding realities
on the horizon will be included.
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Joshua Lee, Director of Communications
CC:

Jon Branson, Deputy City Manager

Date: February 1, 2019
Re:

Communications – Future Staffing Outlook

One of the smallest departments in the City organization, the Communications Department is
responsible for maintaining all internal and external communication channels:
1. TV station
2. Print Publications
3. Pearlandtx.gov
4. Pearnet
5. YouTube
6. Granicus Streaming Video
7. Facebook – 4 accounts
8. Twitter – 3 accounts
9. LinkedIn
10. Google Local Listings
11. Connect2Pearland
12. ConstantContact
13. EverBridge
14. SurveyMonkey
In addition the Communications Department is responsible for content development for all
departments in the form of news articles, social content, graphic design elements, and videos.
Since implementing a Project Management platform, there have been an average of 30-40
requests per month varying in complexity in scale:
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Communications also acts as a consultant to other departments to ensure all communication
elements are reinforcing the brand guidelines, while applying a marketing lens to requests that
will provide the best opportunity to promote the City.
Over the span of time the current Communications Department has been in existence, the team
has had to continually look for ways to accomplish a high volume of work with a lean team –
supplementing with contractors where needed, adding technology to improve speed and visibility
of projects, organizational structures to meet the ever-changing needs of other departments, and
training other departments to aid in content development, and internship opportunities.
While these optimization efforts have had a positive impact on performance, the reality remains
that with increasing demand for Communications and the increasing fragmentation of media
vehicles, there are gaps in the service level that can only be filled with FT headcount.
Therefore, I am requesting the conversion of the Intern position in Communications into a FT
Communications Specialist position to support projects related to the Fire Department, Parks and
Recreation, and Human Resources where there is the greatest demand:

This Communications Specialist would have more responsibility than an Intern position and they
would aid in executing written, designed, and video content The additional time the position would
have would free up time for the head Graphic Designer and head Videographer to focus on higherlevel strategy and long term project mapping – all with the goal of maximizing productivity and
developing a Communications Department that can be a blueprint for others to follow.
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: John McDonald, Director of Community Development
CC:

Jon Branson, Deputy City Manager

Date: February 1, 2019
Re:

Community Development – Future Staffing Outlook

The Community Development Department assists in the maintenance of our city’s high quality of
life through the application of good planning principles and the construction of properly designed
and built structures. This is achieved through the implementation of the Comprehensive Plan,
polices set forth within the Unified Development Code, and construction based on adopted
building codes.
The department consists of the following divisions: Administration, Development Services,
Planning, and Permits and Inspections. While growth has recently leveled off, the department
continues to handle a high workload. As needed, the department is supported by use of third party
services to assist in building inspections. The department continues to focus on the completion of
tasks within typical business hours to minimize the reliance of overtime.
The department currently has 28 FTE positions. The department is operating with one less
FTE than last year. A staffing assessment study completed by Novak Consulting Group in
September of 2016 concluded that the “staffing levels in the Community Development Department
have not kept pace with Pearland’s population growth, development levels or workload activity”.
The Novak report recommended the following staffing changes:
• Addition of four (4) new planners (1 in FY17, 1 in FY18),
• Conversion of a temporary receptionist to a regular full-time position(FY17),
• Conversion of one part time inspector to full time (FY17), and
• Addition of one full time inspector (FY17).
While implementation of these recommendations has slowly progressed, with two planners, one
inspector, and conversions of the part-time receptionist and inspector positions implemented as
identified above, setbacks have occurred. The new full time inspector position was eliminated in
the spring of 2018, and the Senior Planner position, which was funded in the FY18 budget, but
put on hold, was ultimately eliminated as well. It must be highlighted that this Senior Planner
position was rated the highest priority when the supplemental requests were reviewed by senior
staff.
The report emphasized a need to add planner positions to build capacity and expertise to focus
on organizational needs, such as transportation planning and zoning administration. These
positions would assist in developing policies and goals that address community’s transportation
needs, as well as managing the zoning code and applications. While the Novak Report presented
an excellent review of the department and analysis of current and future staffing needs,
development trends and new directions in the provision of customer service recognize the
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reallocation of recommended positions to better serve the Strategic Priority of a Healthy Local
Economy.
Community Development has made strides this past year in integrating the various development
review related departments in to a more cohesive team, to include the housing of staff from the
Fire Marshal’s Office and Engineering within the City Hall Annex. This strengthened relationship
combined with the Engineering Department’s new traffic engineer position, would preclude the
necessity for a traffic planner. However, while the loss of the Senior Planner position has been
felt, recent reorganization of duties within the department would be better served by the
creation of a new Planning Tech position to be housed under the new Development Services
division.
This new position would allow the separation of plat processing responsibilities from Planning’s
plat review duties. Severing the processing/customer service aspect from the regulatory
enforcement is important in the provision of service to our applicants and would bring platting in
line with plat expediting and predevelopment reviews, all under the supervision of our
Development Coordinator. This would free up a portion of a Planner II to focus on current and
long-range planning needs, as well as providing additional assistance to the Development
Coordinator as he continues to build positive relationships with our partners in the development
community. This division should continue to be a priority moving forward as it specifically
positioned to assist both citizens and the development community with the workings of the
development process.
It is anticipated that the existing funded positions for Inspections and Permits, in conjunction with
third party assistance when needed, will sufficiently address our current needs for the upcoming
fiscal year. However, the department is operating at an extremely precarious position, with the
loss of an employee, even temporarily due to extended leave or turnover, disrupting operations.
Retention and recruitment has been a challenge for all divisions within the Community
Development Department, leading to vacancies and turnover. A strong economy, competitive
private sector, advancement opportunities in surrounding municipalities, and high workloads have
contributed to this challenge. The funding of the Permit Tech position, in addition to the
improvements to the work space and environment recently undertaken, combined with the ability
of staff members to work on challenging projects that will benefit Pearland’s future, will greatly
assist staff in continually providing timely and high levels of service to the community, and lead to
increased tenure of employees.
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Current Organizational Chart for Community Development, FY 2019

Director
Executive
Assistant

LONG-RANGE
PLANNING

Planning Manager
(City Planner)

CURRENT
PLANNING

DEVELOPMENT
SERVICES

PERMITS &
INSPECTIONS

Planning Manager

Development
Coordinator

Building Official

Office Assistant

Urban Forester

Planner II

Administrative
Assistant

Office Assistant

Planner II

Planner I

Address
Coordinator

Senior Building
Inspector

Plans Expediter
(2)

Building
Inspectors (6)

Assistant
Manager, Permits

Plans Examiners
(2)

Permit Tech (3)

Current FTE’s - 29
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Proposed Organizational Chart for Community Development, FY2020
Director
Executive
Assistant

PLANNING

DEVELOPMENT
SERVICES

PERMITS &
INSPECTIONS

Planning
Manager

Development
Coordinator

Building Official

Office Assistant

Urban Forester

Administrative
Assistant

Office Assistant

Senior Planner

Planner II

Planner II

Planner I

Address
Coordinator

Assistant
Manager,
Permits

Senior Building
Inspector

Plans Expediter
(2)

Building
Inspectors (6)

Plans Examiners
(2)

Permit Tech (3)

Planning Tech
(proposed)

Proposed FTE’s - 30
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Robert Upton, Director of Engineering & Capital Projects
CC:

Trent Epperson, Assistant City Manager

Date: February 1, 2019
Re:

Engineering & Capital Projects – Future Staffing Outlook

The Engineering and Capital Projects Department (Department) oversees the design,
develops, implements, reviews and inspects and manages the construction of City
infrastructure via development and the City’s Capital Improvement Plan (CIP) with
projects covering facilities, parks, streets, drainage, water and wastewater projects. The
Department staff oversees the preparation of the Drainage Master Plan, Regional
Detention Pond Master Plan, Transportation Master Plan, Water and Wastewater Master
Plans, Impact Fees and Traffic Impact Analysis that guides all these improvements.
Engineering staff coordinates with other governing bodies and the private sector for public
improvements and funding.
Staff of the Department ensures that City’s infrastructure is designed and constructed to
the appropriate standards. The Department inspects the CIP projects implemented by the
Department as well as public infrastructure constructed by the private developers.
Administers the flood plain management program, supports economic expansions,
serves as community information and resource center for public infrastructure and assists
in the negotiation with developer agreements for Capital Infrastructure.
In FY 2018, a new division was added to the Department to manage the traffic signals,
monitor and manage vehicular movement throughout the City. The Department operates
and maintains the traffic signals, updates signal standards and analyzes traffic data to
continue to optimize traffic patterns to optimize vehicular movement.
FY 2019 Engineering and Capital Projects Department Org Chart
Engineering has in the FY 2019 budget 30 full-time equivalent positions. See Appendix A
Benchmark Cities
Benchmarking is a way of discovering what is the best performance being achieved. It is
the process of studying industry competitive practices, functions and products and finding
ways to meet or improve upon them.
The City of Pearland has selected seven benchmark cities for comparison across the
organization. The cities were chosen based on similarity in size, population, proximity
(located in Texas) and total budget. Additionally, the City of Pearland regularly
benchmarks against other cities outside of Texas such as Fort Collins, CO; Belleview,
WA; Olathe, KS; and Overland Park, KS because these cities are identified as high
performers in city management.
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Future Organization
The City of Pearland has been growing rapidly over the last decade and to meet the
service expectations from the internal and external customer, Department staff has grown
to meet this need. However, with this rapid growth in the city, the Department has still felt
the strain of this growth due to the number of private construction developments, the
number of capital improvement projects proposed and constructed, the proposed bond
program, the results of increased traffic patterns, additional traffic signals and complexity
of school zone patterns. As continued traffic and development standards change, due to
changing regulations, these requirements require additional staff time to research and
address.
Along with the increased requirements that State and Federal funded projects require on
staff, staff has continued to take on these increased responsibilities to meet these needs
and while still meeting the time constraints of the projects proposed by our internal and
external clients.
The Department is continually challenged by:
•

The changes in State and Federal rules and regulations that require additional research
time to determine applicability.

•

As the City continues to grow and traffic patterns change the need for additional time
devoted to traffic management to reduce congestion and safely move traffic through the
City. This includes the review of and implementation of speed studies, review and
implementation of traffic signal timing, ISD school zone review and implementation,
coordination with TxDOT, and Traffic Impact Analysis for commercial and residential
developments.

•

The continued addition of paperwork and process requirements for Federally funded
projects that cause additional project management time.

•

As workloads continue to increase and while time constraints remain the same, the
challenge is to continue to provide a balance between quality and quantity for project
performance.

•

As projects are continually designed and then let for construction the need to have
construction managers on staff is becoming more important. With this type of staff, the
department would be able to conduct internal constructability reviews and then manage
the construction project versus having to hire outside consultant staff for limited time and
at a higher cost.

•

Currently the Division has a staff of 2 Signal Technicians to maintain over 90 signals. By
the end FY 2020, the City will have responsibility for 110 traffic signals and 40
school zone flashers. In addition to repair calls the signals are scheduled for two
preventative maintenance (PM) visits per year. With current staffing levels, we only make
one PM visit annually resulting in additional, unscheduled repair calls which impacts traffic
and impacts the crews regularly scheduled work. For safety reasons a 2 person crew is
needed when working on signals due to the risk associated with both the height of repairs
utilizing the bucket truck, as well as, traffic safety concerns. The proposed additional staff
will be able to more holistically maintain and monitor the traffic signal system for signal
optimization and insure that traffic flows are managed in the most efficient manner
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possible. This recommendation is based on the Traffic Operations industry standard of 40
signals being maintained per Technician or 60 signals per Technician crew.

Even with the increase in recent staffing which traded off workload between outside
consultants and dedicated City staff for cost savings to the City, the amount of private
development and the need for capital improvement projects has still surpassed the
previous staffing projections. The Department can still benefit from additional staffing
which can result in improved efficiency and the ability to address projects in more detail
as the City continues to grow and move towards rehabilitation of the infrastructure and
redevelopment and infill lots in the City.
Engineering and Capital Projects Future State Organizational Chart
The department currently has 30 FTEs among the three divisions. The department is
requesting five FTEs in FY 2020, two FTEs forecasted for FY2021 and an additional two
FTEs for FY2022, for a total of 39 FTEs. See Appendix B and Appendix C
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Staffing level City of Pearland
30 on staff (population 119,000)
•
•
•
•
•
•
•
•
•
•

Director of Engineering (1)
Administrative Assistant (1)
Secretary (1)
Assistant Director – Engineering (1)
Assistant City Engineer (2)
Associate Engineer (1)
Engineering Technician (1)
Chief Construction Inspector (1)
Construction Inspector (5)
Assistant Director-Projects (1)

•
•
•
•
•
•
•
•
•

CIP Coordinator (1)
Senior Project Manager (2)
Project Manager (4)
Project Coordinator (1)
Acquisition Manager (1)
Construction Manager (2)
Assistant Director – Traffic (1)
Traffic Manager (1)
Signal Technician (2)

Staffing level comparison to other Cities
15 on staff at League City (population 83,560) - In process of hiring additional staff
•
•
•
•
•
•

•
•
•
•

Director of Engineering (1)
Assistant City Engineer (1)
Senior Civil Engineer (1)
Engineering Technician (1)
Senior Engineering Tech (1)
Construction Inspector (4)

Senior Project Manager (1)
Project Manager (3)
Project Technician (1)
Executive Assistant (1)

18 on staff at Round Rock (population 120,892) – Utility Engineering is in the Utility
Authority and not included
•
•
•
•
•
•
•

City Engineer (1)
Traffic Engineer (1)
Senior Engineering Technician (1)
Engineering Technician (1)
Engineer – Staff (1)
Engineering Associate (2)
Senior Project Manager (2)
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•
•
•
•

Project Manager (1)
Project Technician (1)
Chief Construction Inspector (1)
Construction Inspector (5)
Administrative Assistant (1)
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37 on staff at Sugar Land (population 117,869)
•
•
•
•
•
•
•
•
•
•
•
•
•

City Engineer (1)
Assistant City Engineer (1)
Senior Engineer Manager (2)
Engineer III (1)
Engineer II (1)
Engineer I (1)
Project Manager (3)
Vertical Construction Manager (1)
Real Property Manager (1)
Construction Manager (1)
Senior Construction Inspector (2)
Construction Inspector (4)
Trans/mobility manager (1)

•
•
•
•
•
•
•
•
•
•
•
•

ROW Manager (1)
Engineering Manager (1)
Sr. Admin Coordinator (1)
Admin Coordinator (1)
City Traffic Engineer (1)
Traffic Management Operator(2)
Traffic Ops Manager (1)
Engineer I – Traffic (1)
Field Supervisor (1)
Traffic Technician II-Signals(2)
Traffic Technician II (2)
Traffic Technician I (3)

•
•
•
•
•
•
•
•
•
•
•
•
•
•

Capital Projects Manager (1)
Development Manager (1)
Traffic Superintendent (1)
Traffic Supervisor (1)
Signal Tech I (1)
Signal Tech II (2)
Signal Systems Op (2)
Sr. Signal Tech (2)
Roadway Lighting Tech (1)
Senior Stormwater Engineer (1)
Assist Director of Transportation (1)
Traffic Engineer (1)
Senior Traffic Engineer (2)
Traffic Technician (2)

•
•
•
•
•
•
•
•
•
•
•
•

Erosion Control Inspector (3)
Stormwater Adminstrator (1)
Stormwater Compliance Inspector (2)
Real Estate Acquisitions Manager (1)
CIP Facilitator (1)
Senior Utility Engineer (1)
Construction Superintendent (1)
Chief Construction Inspector (2)
Construction Inspector (8)
Construction Technician (1)
Transportation Eng Manager (1)
Traffic Engineer (1)

47 on staff at Frisco City (population 163,656)
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Director of Engineering (1)
Office Manager (1)
Business Process Analysis (1)
Admin Assistant (1)
Engineering Tech (2)
ROW Services Manager (1)
Construction Manager (1)
Construction Supervisor (2)
Construction Inspector Sr. (1)
Construction Inspector (8)
Engineering Division Manager (2)
Assistant Director Engineering (1)
Senior Civil Engineer (4)
Civil Engineer (2)

51 on staff at McKinney (population 168,358)
•
•
•
•
•
•
•
•
•
•
•
•

Director of Engineering (1)
Assistant City Engineer (1)
Engineering Office Supervisor (1)
CIP Manager (1)
Civil Engineer II (5)
Civil Engineer I (3)
Senior Engineer I (2)
Senior Engineer II (1)
Graduate Engineer I (1)
Engineering Develop. Manager (1)
Environmental Manager (1)
Senior Erosion Control Inspector (1)
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•
•
•
•

Traffic Signal Supervisor (1)
Traffic Signal Tech, Sr. (3)
Traffic Signal Tech (1)
Engineering Office Supervisor (1)

•
•
•

Administrative Assistant (1)
Staff Specialist (1)
CIP Contract Specialist (1)

•
•
•
•
•
•

Storm Water Quality Specialist III (1)
Administrative Assistant (1)
Stormwater Coordinator (1)
ROW Agent/PM (1)
Engineering Associate (1)
Senior ITS Specialist (1)

22 on staff at Franklin City, TN (pop. 74,794)
•
•
•
•
•
•
•
•

Director of Engineering (1)
Assistant Director (2)
Staff Engineer III (3)
Staff Engineer II (3)
Traffic Engineer II (1)
TOC Operator (1)
Water Quality Specialist (4)
Technical Support Specialist (1)

44 on staff at Plano (population 286,057) (not including traffic)
•
•
•
•
•
•
•
•
•
•

Director of Engineering (1)
Transportation Eng Manager (1)
Senior Traffic Engineer (2)
Traffic Engineer II (2)
Traffic Engineer I (1)
Senior Transportation Eng Tech (3)
Traffic Technician (2)
Development Eng Manager (1)
Senior Engineer (7)
Engineer (3)

•
•
•
•
•
•
•
•
•

Sr. Engineering Tech (1)
Engineering Tech (1)
Construction Supervisor (1)
Construction Inspector (10)
CIP Engineering Manager (1)
Engineer II (2)
Compliance Manager (1)
Engineering Coordinator (1)
Sr. Admin Assistant (3)

RECOMMENDATION
2020 – Request a Traffic Engineering Technician – New FTE. Funding from General Fund.
Request 2 Signal Technicians – New FTE. Funding from General Fund.
Request Project Coordinator – New FTE. Funding will be from the individual projects in the CIP
as part of the project delivery cost (Debt Service Fund) as is current practice.
Request an Associate Engineer – New FTE. Funding from General Fund
2021 – Request Senior Construction Manager – New FTE. Funding will be from the individual projects
in the CIP as part of the project delivery cost (Debt Service Fund) as is current practice.
Request an Associate Engineer – New FTE. Funding from General Fund.
2022 – Request 2 Stormwater/Floodplain Inspector – New FTE. Funding from General Fund or possibly
Stormwater Utility Fund if created.
FTE ANALYSIS
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A benefit of having a full time employee versus contracting services is that the employee will be fully
vested in City projects and will have the ability to oversee more than one project. For example a project
has consultant Project Manager that is assisting current staff during the design services. The contract
for these services totaled $114,000 for 40 hours per month for 14 months. In addition, current staff
project managers still have to assist, monitor and coordinate the project. A current project manager is
a grade 126 with a salary range and benefits (insurance and office equipment) of $85,201 (min) to
$106,565 (mid). The project manager would result in a full time employee that will net an additional
136 hours of additional work time per month that can be dedicated to other projects at a
comparable cost. The change is the same philosophy that can be utilized for the Construction Manager.
For example in FY16 and FY17 a total of $4.04MM was utilized for Construction Management and
Construction Inspection. Assuming that it is a 50/50 split between the services this would be
approximately $1MM per year in Construction Management services. Although, many projects could be
completed with internal staff there are a few that would need to be supplemented with consultant
assistance due to the funding source (TxDOT). However these services would only be for that project
and not be available for all the projects that could be assigned to a full time Construction Manager.
Staff was authorized to implement the Construction Management division by converting one of the two
project coordinators into a construction manager. Since this position reclassification, the department has
developed it into two construction managers and one project coordinator. Savings of this change has
already begun to bear fruit by now assigning recent construction projects to these positions and not
having to hire outside consultant services. By having construction management and construction
inspection the projects have been able to realize over $900,000 in savings by conducting these services
in house. As a result, the request is to reinstate the Project Coordinator position back to two (2)
FTEs. This position is critical to assist the project managers and construction managers for utility
coordination and general coordination for each project. The amount of projects that are scheduled for
design, construction and those under construction are significantly more than one position can handle.
Should the request not be filled contracted help will need to be considered which will be at a higher fee
and limited hours. A Senior Construction Manager will be scheduled for the next fiscal year once the
bond package is approved and additional projects are starting to be let for construction.
As the traffic volumes have continued to increase and new roads are constructed and improved, it has
resulted in the installation of additional traffic signals. These signals need to be reviewed and evaluated
for location and sequencing. With the increase and maintenance requirements for traffic signals, the need
to have an additional signal technician crew will allow for the signals to be maintained at the appropriate
industry standards. Current industry standard is about 40 signals per technician or 60 per technician
crew. Due to safety protocols, the City utilizes a two person crew. As the city continues to develop, infill
lots and commercial areas, the resulting increase in traffic also will impact the current traffic volumes and
patterns. With these vehicular volumes and as the traffic patterns continue to become more complex the
need to develop the traffic control division to assist in mitigation and maintenance of the signals is
paramount to maintain vehicular movement. The next step in this process will be to request an
additional two person signal maintenance crew and a traffic engineering technician.
Although the population of the City has already exceeded 100,000, the City will still be subcategorized
as a Phase II, Level 3 Municipal Separate Storm Sewer System (MS4) as the TCEQ uses 2010 US
Census (91,252) for determining the level. It should be noted that Phase II MS4s are subcategorized
based on population and sub-designated as Level 1 to Level 4. During the permit process should the City
be required to move to a Level 4 MS4, the following is a list of additional requirements and needs for the
classification to a Level 4 MS4 operator as presented in the current permit guideline.
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•
•
•
•
•
•

Procedures for Identifying priority areas for illicit discharge
Dry Weather Field Screening for detecting and eliminating illicit discharges
Procedure to reduce the discharge of floatables in the MS4
Inspections of post construction stormwater control measures.
Pesticide, Herbicide, and Fertilizer Application and Management
Inspect and implement control measure for Industrial Stormwater Measure

The changes to either our permit requirements or being reclassified to a Level 4 status will require that
current staff dedicate more time to stormwater management with a need for an additional staff to be
dedicated solely to stormwater management. Other benchmark cities have staff dedicated to stormwater
management due to the permit requirements. Additionally, the number of capital improvement projects
proposed and constructed, and the increase demand for services regarding floodplain and stormwater
management has continued to add additional workload on the current engineering staff. The request is
to add an additional associate engineer next year. This will assist in providing research and response
for our citizens needs in development, permitting, floodplain and stormwater management. As the City
continues to grow additional unfunded mandates for monitoring and inspections will require
additional engineers and inspectors dedicated to this program. The City is evaluating the creation
of a Stormwater Utility Fee that could have the potential to assist in funding this program and assist in
future unfunded mandate requirements.
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Cynthia Pearson, Director of Finance
CC:

Jon Branson, Deputy City Manager

Date: February 1, 2019
Re:

Engineering & Capital Projects – Future Staffing Outlook

The role of the Finance Department is to administer the full spectrum of the City’s Fiscal Affairs
in accordance with applicable local, state, and federal guidelines, and in conformity to Generally
Accepted Accounting Principles (GAAP). Our responsibilities include, but are not limited to:
Treasury Management, Financial Planning, Accounting, Budget and Research, Purchasing, Utility
Billing and Collections and Grants.
Our benchmark assessment involves an inspection of cities that are similarly-situated in terms of
population, growth, net financial position, management and/or governance style, and location.
Pearland officials regularly reference demographic and financial management information from
these cities, mainly to provide us with a clear indication of how we compare/contrast with them.
We were able to look at staffing issues from the standpoint that our plan should include the type(s)
of professionals that should be in place to serve our citizens and stakeholders as well as the
number of staff positions we need. The cities we observed have varying population statistics,
general fund budgets, capital improvement activities, financial management allocations, and
staffing.
City

Population

General Fund

CIP

Finance Dept
Budget

Finance
Staffing*

McKinney

168,358

$ 137,244,473

$ 81,399,255

$ 4,264,000

31

Sugar Land

117,869

$ 86,293,697

$ 21,505,556

$ 4,512,834

28.5

Richardson

113,347

$151,516,227

$ 50,813,651

$ 4,688,917

40

Pearland

121,500

$ 78,461,574

$ 84,917,146

$ 2,152,106

16.5

League City

102,635

$ 74,914,304

$ 71,587,287

$ 3,084,850

27.17

79,541

$ 96,025,398

$ 29,846,985

$ 2,447,472

17.9

Baytown

*Number of personnel and not FTE (Full-Time Equivalency) and do not include Utility Billing/Customer Service units.

The majority of the cities considered “benchmarks” for Pearland are listed above. However, the
City of Frisco and the City of Pearland share some very interesting growth characteristics, and
there are some financial management ideals in Frisco’s organization that Pearland can
incorporate into its Finance department staffing design.
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City

Population

General Fund

CIP

Finance Dept
Budget

Finance
Staffing*

Frisco

168,000

$ 155,345,452

$ 53,010,197

$ 4,117,532

25

Pearland

121,500

$ 78,461,524

$ 84,917,146

$ 2,152,106

16.5

*Number of personnel and not FTE (Full-Time Equivalency) and do not include Utility Billing/Customer Service units.

Frisco has a larger departmental budget, and is growing at a faster rate than Pearland, but there
are some notable similarities in our fiscal management priorities. Frisco has realized some of
these, and Pearland aspires to make them a part of our administrative capacity.
In order to increase efficiencies and effectiveness, the Finance Department is proposing that a
number of important staffing considerations be prioritized for implementation in FY2019-20
The City of Pearland has been growing rapidly over the last decade and, with that growth, has
seen increased number of bond issuances, capital projects and fixed assets. Fixed asset
accounting is a very important, yet often overlooked, part of the annual audit and reporting
requirements. Often the assurance that the value of fixed assets and construction in progress is
accurately stated is moderate at best. The number of capital improvement projects proposed and
constructed has increased significantly, and the Finance Department has felt the strain due to
that growth; department staff has not grown to meet this accountability need.
A Budget Manager is needed to manage the day-to-day activities of the Budget Office and a
number of ongoing initiatives. After the departure of the Purchasing Officer in FY18, the Budget
Officer Position was re-classified to the Budget/Procurement Manager, which now oversees both
Budget and Purchasing. The Purchasing Officer position was re-classified to Contracts
Administrator. This allowed us to dedicate a Staff member to contract oversight, which was
outlined in last year’s paper. However, this has resulted in ½ less FTE dedicated to Budget
management, which amounts to 1 ½ fewer than in FY17. Over this same time period, the Budget
Office has taken on additional responsibilities including managing the Early Budget Input Process,
increased monthly reporting and position control, among others. Five front-line staff members
also directly reporting to the Budget/Procurement Manager, which is more than typically
recommended and not ideal. Given that the City’s budget continues to growth both in size and
complexity, this position is needed to keep up with demand for budget development and oversight.
The Budgeted Manager position would allow the Budget Office to absorb existing project loads
assigned to other critical positions by leveraging existing expertise and relationships with
departments to inform decisions and move projects forward. It will also allow them to play a more
active role in critical projects such as multi-year planning, debt management and the city-wide
performance measurement program. With the addition of the Budget manger, we are requesting
a change in title to the Budget/Procurement Manager position to Budget/Procurement Officer.
We currently have one person that is responsible for the payroll of over 700 employees and
continuously utilizes overtime in order to meet the deadline. The Senior Accountant who
supervises payroll also puts in numerous hours each pay period to ensure that it’s accurately
processed. We currently have numerous different schedules with complex variations and very
intricate personnel policies, and one person cannot effectively continue to process the payroll.
We need someone to assist with the verification and reconciliation of information in the software
system, as well as the electronic timekeeping system. The recommendation is to add an
Accountant who will assist with payroll, accounts payables, and the grant program. The Senior
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Accountant’s role will shift to a much needed contracts and agreements oversight and accounting
focus.
An Administrative Clerk is needed to assume lower level clerical duties and responsibilities, as
well as to provide support to Purchasing and Budget. Currently the Executive Assistant, who
provides support for all Finance department division, averages over 20 hours per pay-period in
overtime.
The Utility Billing and Collections section has recently completed a software conversion and
needs to improve service response for an expanding customer base. Based on the impact of
current and anticipated operational needs of the city, ongoing terms for account research, and
customer service support for 37,000 accounts, current staff cannot adequately handle the daily
workload with 95 to 100% completion. We are in a continuous campaign to push E-billing and
web based transactions, but continue to have a tremendous amount of ‘walk-in’ customers.
Current wait times for customer service representatives need to be improved, including average
hold times. We currently have 17 FTE’s, a current customer base of more than 37,000, and a
satellite location at PSB.
Additionally, the anticipated impact of the AMI meter change-out project in Spring-Summer 2019;
and the creation of a true call center requiring dedicated phone staff will place more demand on
the department. Customers are served through many venues other than phones, including but
not limited to over the counter, email, regular mail, and outgoing call backs via Jabber. The
continued demand on human resources for all that is required besides phone management is
attainable at current staffing levels, however we do not want our level of customer service to
decline as we implement AMI. With more advanced software systems and increased expectations
of service levels, introduction of additional staff with increased skillsets is necessary.
There are others that should be considered in later years, and we have developed the following
short and long-term lists of staffing priorities for Finance:
Short Term Priorities (2019-20)
• The addition of a Budget Manager
• The addition of an Administrative Clerk
• The addition of an Accountant
• Transition of PT AP Clerk to Full Time
•
•

Water Customer Service and Billing
Addition of a Customer Service Representative
Addition of a Billing Specialist

Mid Term Priorities (2020-21)
• The addition of a Cash/Debt Manager
• The addition of a Financial Analyst
Long-Term Priorities (2022-24)
• The addition of a Treasurer
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(1.0 FTE)
(1.0 FTE)
(1.0 FTE)
(0.5 FTE)

(1.0 FTE)
(1.0 FTE)
FY20 TOTAL: 5.5 FTE

(1.0 FTE)
(1.0 FTE)
FY21 TOTAL: 2.0 FTE

(1.0 FTE)
FY22-24 TOTAL: 1.0 FTE
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The existing number of staff in the General Fund side of Finance Department is 18.5 (FTE), and
the Enterprise Fund is 17.0 (FTE), for a total of 35.50 FTE’s. Adding the requested personnel to
the Finance Department will increase the General Fund FTEs to 21 in 2020 and 24 FTEs by 2024,
placing us in the same range as Sugar Land, McKinney and Frisco.
Our latest information shows that the City of Pasadena operates with 18 employees in the Utility
Billing Customer Service, excluding Meter readers. Pasadena services 35,800 accounts as
opposed to our 37,000.
These additions will further improve an already award-winning financial management system and
provide us with the capacity for delivering the necessary per-capita service levels for a city our
size and scope. However, they do more than simply give us “greater numbers.” They, in fact,
make sure “the numbers” are accurate, that they result in increased benefit to the taxpayer, and
that we are able to support the innovative objectives our other functions of local government set
out to meet in the coming years.
The Finance Department Management Team feels that by making these moves, we will be able
to provide much needed resources on both the Accounting and Budget sides with minimal impact
to the department’s operational budget while providing growth opportunities for existing staff and
building competencies for the future. We are in the process of formalizing a succession plan to
prepare for any future “brain drain” caused by retirements and employee attrition. Because of the
nature of our work, Succession Planning in our area is different from Replacement Planning and
is a significant endeavor (undertaking). During the process of the next three years, we will be
reviewing and examining what we have in place, streamlining processes to maximize efficiencies
and training and developing our staff; so this plan may change. We will continue to fill positions
with the most qualified applicants and believe that many of them will be internal, thus, we may not
need the positions designated for future years. It is anticipated that current staff, with appropriate
training and development, will evolve into higher level positions as they become available. The
succession plan must be continually reviewed and tweaked to maximize and develop existing
talents as well as the recruitment and retention of quality employees.
With the aforementioned staffing adjustments, we are confident that we can continue to provide
sound financial management practices and reporting to ensure long-term financial sustainability
in accordance with the Government Finance Officers Association (GFOA) Best Practices.
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City of Pearland Finance Department (Current)
Finance
Director

CIty Manager
Assistant
Finance
Director
Treasury
Analyst

Payroll
Specialist

Water Billing &
Collections
Manager

Budget &
Procurement
Manager
Controller

Senior
Accountant

Executive
Assistant

Budget
Accounts
Payable
Supervisor

Accounts
Payable Clerk

Senior
Accountant

Sr. Budget
Analyst

Staff
Accountant

Budget
Analyst

Senior Office
Assistant

Assistant
Manager

Procurement
Contract
Administrator
Buyer (2)

Lead Billing
Specialist

Customer
Service
Supervisor

Billing
Specialist (2)

Customer
Service Rep II
(2 FT)
Customer
Service Rep I
(2 FT)

Account
Payable Clerk
(PT)

Customer
Service Rep (3
FT)
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City of Pearland Finance Department (Proposed)

Finance Director

CIty Manager

(1 FTE)

Treasury Analyst

Senior

Accountant
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Administrative Clerk
(1 FTE)

Budget &
Procurement Officer

Assistant Finance
Director

Senior Accountant

Executive
Assistant

Controller

Accounts Payable
Supervisor

Payroll Specialist

Accounts Payable
Clerk

Staff Accountant
(1 FTE)

Accounts Payable
Clerk (1 FTE)

Senior
Accountant
Staff Accountant

Water Billing &
Collections Manager
Assistant
Manager

Senior Office
Assistant

Budget

Procurement

Budget Manager
(1 FTE)

Contract
Administrator

Lead Billing
Specialist

Customer Service
Supervisor

Senior Budget
Analyst

Buyer (2)

Billing Specialist (2)

Customer Service
Rep II

Budget Analyst

Customer Service
Rep I (2)
Customer Service
Rep (3)
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Daniel Baum, Assistant Fire Chief
CC:

Vance Riley, Fire Chief

Date: February 1, 2019
Re:

Fire – Future Staffing Outlook

In April 2017 Citygate Associates, LLC completed a Standards of Cover and Staffing Study for
the Pearland Fire Department. In response to the study, the Fire Department proposed a six year
plan to phase in the staffing recommendations of the study. While we began implementation of
this plan in the FY2018 budget, due to funding limitations, we are already falling behind the
proposed schedule.
The following recommendations were proposed for the FY2019 budget year:
Operations Staff
•

Continuous onboarding of 3 new firefighters every 90 days – 6 of 12 positions
funded

Headquarters Staff
•

Add an Assistant Chief for Operations Division – not funded

•

Add an Administrative Assistant for Training Division – not funded

•

Add a Health & Safety Officer – not funded

Community Risk Reduction Staff
•

Add a Fire Plans Examiner – not funded

•

Add a Senior Code Enforcement Officer – not funded

Despite several key positions not being funded, the departure of our Clinical Manager towards
the end of FY2018 provided new opportunities to fill some of these roles by exchanging a
uniformed position for new civilian positions, as well as reassigning some Chief Officers to new
roles. Through the recommendations of the Fire Department’s High Performance Organization
(HPO) leadership team, the following personnel changes were enacted:
1. Assistant Chief of Training Division reassigned as Assistant Chief of Operations Division.
2. Battalion Chief of Logistics reassigned as Battalion Chief of EMS. This role assumes many
of the duties performed the Clinical Manager as well as overall management of the Fire
Department’s EMS program.
3. Quartermaster promoted to Logistics Supervisor. This completely civilianized the Logistics
section of the Fire Department.
4. Vacant Quartermaster position converted to entry level Logistics Technician.
5. Office Assistant added to the Training Division.
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Operations Staff
The key finding of the Citygate Study is that the Pearland Fire Department does not have
adequate resources to serve the entire City within the desired response time target. Our targeted
best practices recommend that the first unit should arrive at the scene of an emergency
incident within 7:30 minutes of fire dispatch being alerted of an incident, 90% of the time.
The Pearland Fire Department is currently over 11 minutes 90% of the time.
To approach the desired response time, Citygate recommends the addition of three staffed fire
stations, two of which are currently planned in the Capital Improvement Plan. Fire Station #8 is
planned to be complete in FY20 and Fire Station #7 is planned to be complete in FY21. Fire
Station #8 being a multi-company station with an ambulance will require 30 personnel (there is
room for an additional fire engine pumper with 12 more personnel if needed in the future), and
Fire Station #7 will require 12 personnel.
Citygate further recommends that the Department should begin overstaffing in anticipation of a
new fire station at least a year in advance to allow for training and probationary period of new
staff (Recommendation # 13). We will not be able to meet this overstaffing recommendation due
to continuous onboarding reductions in FY18 and FY19.
The Fire Department recommends we continue with our policy of continuous onboarding of
firefighters at the rate of three new firefighters every three months for at least the next five years.
While we will be short on personnel to fully staff Station #8 by the time it opens, we believe this
to be a sustainable rate of growth for the department. There are practical challenges with trying
to add people faster than that with onboarding, training, etc. but, ideally, the continuous
onboarding provides the desired target and balance. As such we are requesting 12 firefighters for
FY20. As budget allows, additional firefighter should be hired to catch up with FY18 and FY 19
requests.
Community Risk Reduction
Community Risk Reduction Division strives to support Pearland City Council’s Strategic Priority
for a Safe Community by providing proactive inspections and enforcement. Recommendation #18
of the Citygate study suggested monitoring workload of fire inspection personnel. Strategic Issue
#2 of the Fire Department’s Strategic Plan encouraged improvement of staffing levels in the Fire
Marshal and Code Enforcement offices, consistent with development and growth of the City.
Code Enforcement
Code enforcement responded to 1950 new cases in FY17 and 2035 in FY18. In addition to the
initial code cases, officers documented 2320 follow up activities in FY17 and 2285 in FY18,
including field inspections, letters, phone calls, citations, and municipal court appearances, Three
code officers are assigned to general code enforcement including, high grass, weeds, junked
vehicles, and zoning violations. Coordination of TRAKIT, HERO, SNAP, and Substandard
Structure abatement have also increased the CE Supervisor’s workload, resulting in less time to
assist officers with high priority cases.
We are requesting a Senior Code Officer, who would take on a fourth code enforcement district,
and also relieve the CE Supervisor with assisting code officers on their more difficult cases. The
CE Supervisor currently oversees seven code officers; three code enforcement, three health/food,
and one HERO.
Fire Marshal
The Fire Marshal’s Office is using recommendations from NFPA 1730: Standard on Organization
and Deployment of Fire Prevention Inspection and Code Enforcement, Plan Review,
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Investigation, and Public Education Operations for fire inspection frequencies, depending on type
of occupancy and hazard.
Based on NFPA 1730, Pearland has 3700 moderate risk occupancies needing routine fire
inspections every other year. These include Mercantile, Business, Multi-family, Storage, and City
facilities. In addition, Pearland has 1100 high risk occupancies needing annual fire inspections.
These include Assembly, Educational, Healthcare, Industrial, Institutional, and Care facilities. To
complete this goal, we need to conduct 2900 routine fire inspections each year. We have been
unable to accomplish these numbers because of time spent handling other activities including
new construction and fire protection systems inspections, mobile food unit inspections, site
consultations, hazard complaints, environmental crimes, and fire and internal investigations.
Operations Division personnel are assisting with inspections of mercantile and business
occupancies. We hope to get to a point where each of the three shifts are completing 600
company inspections each year, but have not yet achieved those numbers. In FY18, 596 company
inspections were completed, in FY17 283 company inspections were completed. Recent
improvements to scheduling processes has resulted in higher numbers of company inspections;
215 in the last quarter of 2018.
In FY18 Fire Marshal’s Office completed 596 routine inspections, reviewed 1087 plans, and
completed 1723 other activities. In FY17, 717 routine inspections were completed, 989 plans
reviewed, and 2618 other activities.
Currently four full-time Fire Inspector / Investigators and one part-time handle the Fire Marshal’s
Office workload. Even including the assistance of company inspections by the Operations
Division, we have only been able to accomplish 2150 of the 2950 moderate and high risk
occupancies needing routine fire inspections in the past two years. We are requesting an
additional Fire Inspector / Investigator, to keep up with the workload, City growth, and maintain
fire safety of existing occupancies.
Headquarters Support and Efficiency Staff
The Citygate Study outlines how headquarters services need to be scalable (pg.105) to manage
current programs as well as preparing personnel and capital assets for the future. Citygate found
that headquarters services are at capacity, and as firefighters are added, an appropriate balance
of headquarters personnel should be added to support them. They further recommended that
where budget is limited that headquarters staff be added before field personnel.
Administration Division
The Administration Division has seen a tremendous gain in productivity through the addition of a
Business Manager. The Citygate Study observes that the department has an insufficient number
of office support professionals, which causes costlier mid and upper level managers to perform
their own support work, clerical and task work, and not the strategic work they need to perform.
Citygate outlines the need for two Administrative Assistants to be added, one for Administration
and one for Training (Recommendation #22). An Administrative Assistant for the Training Division
was added in early FY2019. We feel at this point, we do not need to add a further position in the
short term.
While not outlined by the Citygate Study, The Logistics Section plays a crucial role in supporting
all Divisions of the Fire Department with vehicle, equipment, facility, uniform, and PPE related
needs. With the Battalion Chief of Logistics assigned to a new role, a civilian Logistics Supervisor
position was created by promoting an existing Quartermaster. The vacated Quartermaster
position was converted to an entry level Logistics Technician position. The overall strength of the
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Logistics Section remains at three and currently supports over 150 personnel, seven facilities,
and 49 vehicles.
The Quartermaster and Logistics Technician spend the majority of each day shuttling vehicles
and equipment back and forth between repair facilities located outside of the City, and delivering
supplies to the fire stations. By the time Fire Station #8 opens, a second Quartermaster position
will need to be added again.
Due to continued population growth and increasing staffing levels, Citygate recommends the
addition of a Planning Officer at the time when the addition of fire stations happens at a rate of
every two years or sooner. With the rapid growth of the department through continuous
onboarding, the construction of four new and replacement fire stations, as well as a complete
overhaul of our policy management system, and the need to meet the objectives of our strategic
plan, having a dedicated person to manage these projects becomes essential.
Operations Division
The addition of an Operations Chief position was among the highest priority recommendations of
the Citygate Study, which says the role should be filled as soon as possible (Recommendation
#8). After not being funded for the past two years, the Fire Department’s HPO leadership team
decided that having this position unfilled any longer would be detrimental to the safe and efficient
operations of the department. As such, the recommendation was to reassign the Assistant Chief
of Training to Assistant Chief of Operations. The role leads the largest division of the department
with 105 authorized positions by the end of FY2019, and is responsible for the emergency
response activities of the Department.
Training Division
With the reassignment of the Assistant Chief of Training to the Operations Division, this leaves
the Training Division without dedicated leadership. This was a position that wore many hats and
was only able to allocate limited time to many missions, with the main focus of training not getting
the attention required. The Assistant Chief of Training was responsible for the development of
training and professional development for the department, all new employee and promotional
testing, served as the department Health and Safety Officer, oversight of the health and wellness
programs for the department including annual Firefighter medical exams, liaison with COP Risk
Management and the Texas Commission on Fire Protection, responsible for the care and
maintenance of the Training Field, along with the Peer Support Team and behavioral health
program.
Citygate Findings #30 to #35 relate to deficiencies in Department training and professional
development. The lateral transfer of the Assistant Chief of Training decreases the ability of the
Department to improve that training and professional development. The Training Division will now
have one Fire Captain—Training and one Office Assistant. The Department’s training
responsibilities will temporarily be shared among the employees of that Division, the Fire Chief
and the Assistant Fire Chiefs. This redistribution of work is only sustainable for a short time, in a
rapidly growing Department. Our highest priority, in addition to a fully funded continuous
onboarding program for FY2020 is to fund and fill the Assistant Chief of Training position.
Having an Assistant Chief to lead each Division of the Department has been requested and
unfunded since the FY16 budget process.
Health and Safety Officer
The Citygate Study recommends the creation of a dedicated Health and Safety Officer to create,
maintain, and oversee the department’s Risk Management Health and Safety Program. A Health
and Safety Program would focus both on incident related and daily station related activities. This
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program impacts fire station design, apparatus design and construction, as well as healthy living,
exercise, medical exams, and proper use of personal protective equipment to limit the exposure
to injury and illness. This position will collaborate with the City of Pearland’s Risk Manager and
Safety Officer to reduce incidents resulting in injury and property damage. Additionally, this
position will serve as the department Infection Control Officer as outlined by the Texas
Department of State Health Services and the Texas Administrative Code (Recommendation #
15).
Future Outlook
The staffing priority for the next five years is the continuous onboarding of firefighters. Station #8
will require 30 firefighters to initially staff the station with one Engine Company, one Ladder
Company, and one ambulance. Future call demand in the Western portion of the City will dictate
the need to staff the planned second Engine Company. Station #7 will require an additional 12
firefighters for staffing a single Engine Company.
As the City continues to build out, Station #11 will need 12 firefighters and a possible Station #10
will need 12 firefighters. Additional staffing will be needed as demand for service creates the need
for additional ambulances, as well as adding an Engine Company at Stations #2 and #3. The rate
of 12 firefighters per year will need to be continued at least through FY2023 in order to fully staff
all planned fire stations.
Additionally we will continue to request positions not funded in the FY2020 budget in future budget
years.
Additional Staffing Forecast Summary FY2020 (in priority order)
1 Assistant Chief – Training Division
12 Firefighters
1 Fire Inspector/Investigator
1 Health & Safety Officer
1 Senior Code Officer
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Fire Chief

Medical Director

Health & Safety Officer

(contract)

Asst. Chief

Asst. Chief

Community Risk
Reduction

Operations

Battalion Chief (3)

Fire Marshal (1)

Fire Captain—EMS (3)

Insp/Inv. (3)

Lieutenant (15)

Driver/Operator (15)

Fire
Fighter/Paramedic/EMT
(81)

Code Enforcement
Supervisor (1)

Community Outreach
Coordinator (1)

Senior Code
Enforcement Officer

Emergency
Management

(1)

Planner (1)

Insp/Inv.-K9 (2)

HERO Officer (1)

PT Insp/Inv. (1)

Code Enforcement
Officer (6)

PT Fire Fighter (30)
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* Yellow text denotes changes from current

Emergency
Management
Coordinator (1)

Asst. Chief

Asst. Chief

Administration

Training

Logistics Supervisor(1)

Quartermaster (1)

Captain--Training (1)

Administrative Assistant
(1)

Logistics Technician (1)

Office Supervisor (1)

Receptionists (2)

.
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Michelle Graham, Director of Human Resources
CC:

Jon Branson, Deputy City Manager

Date: February 1, 2019
Re:

Human Resources – Future Staffing Outlook

As an internal services department, Human Resources (HR) is designed for our staff to provide a
high level of service, leadership and support to the organization, and to also build relationships,
employee connections, and shared purpose for the organization. The dedicated people in our
HR staff provide oversight of programs and systems to ensure legal requirements are met as well
as oversee the programs and systems that shape the framework for our corporate culture. The
HR-led programs and systems affect how employees perform as a workforce, as well as what is
perceived as valued by the organization. The Department is currently divided into two divisions;
Human Resources and Risk Management and serves as the hub for employee-related initiatives
and activities.
Expectations, functions and demands on the HR department have changed/increased over the
years, however staffing to support the increasing employee population as well as the
expectations, initiatives, program development, etc. has not followed suit. The HR-Employee
Ratio graphic visually shows the growth of the employee population compared to the growth of
the department designed to develop systems, programs and processes to support the employee
population. The structure of the department has changed in recent years and the business model
has changed resulting in bridges being built and improvements being seen but service levels are
still below what I would consider exceptional. The capacity to effectively support operations is
lacking…not due to drive, desire or ability but due to existing demands on staff. Existing HR
Department Organization Chart:

Director of Human Resources

HR Business Partner
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HR Manager

HR Business Partner
HR Business Partner
HR Coordinator

Risk Manager
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Above is the current department organization chart and you will see in the Near Future Staffing
Needs section a list of bullet points that summarizes the various services and service elements
provided by the department followed by an organization chart of the staff tasked with developing,
managing, improving, etc. these services.
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The Evaluation Summary graph shows results from the internal department evaluation done in
2015 where we asked our employee base ‘how are we doing’ and compared those results to
benchmarks established by an Advisory Board of professionals that developed the evaluation
system we used. There were 15 categories scored, and the department rated 2/3 in the ‘Requires
Improvement/In Trouble’ ranges. The ratings are not something of which to be proud but are
believed to be indicative of a department’s growth that has not kept pace with the growth of the
community and the number of employees in the organization. While strides have been made to
focus improvements in certain areas, there are simply not enough people in place to provide
adequate support that would allow for marked improvement in these areas.

Evaluation Summary- 2015
100%
90%

Functioning Well

80%

Typical but needs
attention

85% or Greater

70%

Between 69% and 84%

60%

Requires Improvement
Between 49% and 68%

50%
40%
30%
20%
10%

Below 48%

Documentation & Information Systems

Equipment & Facilities

Security

Safety & Equipment*

Diversity & Equal Employment Opportunity

Compensation

Benefits

Employee Relations

Education, Training, & Development*

Strategic
Activities
Category

Recruitment & Selection

Department Employees

Department
Management
Category

Department Organization

Organzation Development

Human Resources Planning*

Department Mission

0%

In Trouble

Scoring compared to
Advisory Board
Benchmarks

Scoring based on internal
customer survey
responses

Operational
Activities
Category

*When measuring perceptions, these three categories scored in the "In Trouble" range.
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Near Future Staff Needs
Looking forward there is a need for increased numbers in the department to continue to meet the
demands and expectations. In most cases these roles are current areas of weakness, not due to
lack of staff ability yet more so to the overload and time to do all the various functions that are
required to be done accurately, efficiently and timely.
Looking toward the future there is a need for additional professional staff as indicated below.
These additions would balance the workload to allow for direct and indirect improvements in the
operational, strategic, and management categories listed in Evaluation Summary chart.
Executive Assistant: provide additional clerical/office/administrative support for the department
and Department Director. The departments current HR Coordinator is the only ‘administrative’
staff member we have and is currently overloaded with various duties in the area of purchasing,
time keeping, record retention, assisting with Civil Service minutes, agendas, etc. in addition to
what would normally be done to support the HR division of the department. In addition to her
overload, the Director of the department currently spends an inordinate amount of time doing
administrative work such as data entry and data management in the performance review system,
administrative work related to organizational training and development, etc. The addition of an
Executive Assistant would have a ripple effect and positively improve all services provided by the
department.
Benefits/Wellness Coordinator: administer various employee benefits programs, manage/lead
and evaluate the wellness programs, conduct benefits orientations, maintain employee benefits
filing systems, assist employees with health, dental, life and other related claims, verify
calculations of monthly premiums statements, reconcile billing statements, administer COBRA,
prepare and set up meetings designed to help employees obtain information and understand
company benefits, prepare reports, etc.
Organizational Development Administrator: dedicated to programs and evaluations related to
employee engagement, organizational development, training, employee communications,
employee recognition and employee-related initiatives/committees, etc.
Management Assistant/Analyst: responsible for developing, collecting, managing, analyzing
and reporting on key data metrics in order to move the organization toward more data driven
decisions and predictive analysis in the areas of workforce programs and services.
Below is the department services and service elements again. I have bolded the service elements
that would be directly impacted by the additional staff members listed above and italicized those
that would experience indirect improvements as a result of having additional support within the
department.
•

•

Talent Management
o Talent Acquisition
o New Hire Processing and Orientation
o Promotions/Demotions/Transfers/Reclassifications
o Performance Management
o Employee Relations
o Employee Retention
Organizational Development
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•

•
•

•

•

•

o Organizational Training
Salary & Benefits Administration
o Compensation
o Medical/Dental/Vision and other Ancillary Benefits
Health & Wellness
Organizational Support
o Employee Communication
o Employee Recognition
o Policies
o Employee ID/Access Cards
o Support Systems
o Employee Records
Property & Liability Insurance Program
o Annual Insurance Rerate
o Claims Management
o Lawsuits & Equal Employment Opportunity Commission charges
Workers Compensation Program
o Processing Claims
o Return to Work
o Supplemental Pay
Safety & Loss Prevention
o Safety Training
o Drug & Alcohol Screenings
o Motor Vehicle Driver Record Checks
o Audits & Inspections
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Contractual Insurance Requirements

Director of Human Resources

•

Executive
Assistant
HR Manager
Organizational
Development
Administrator
Management
Assistant/Analyst

Risk Manager

HR Business
Partner
HR Business
Partner
HR Business
Partner
HR Coordinator
Safety
Coordinator
Benefits/Wellness
Coordinator

HR Specialist
Below is a visual of the proposed department organization chart for FY20.
The darker shades represent existing positions while the lighter shades of red and green
represent the 4 new positions being proposed to staff the HR department.
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Daniel McGhinnis, Chief Information Officer
Date: December 20, 2018
RE:

Information Technology – Future Staffing Outlook

Technology has been advancing at an accelerated rate over the past 10-plus years and this trend will
continue for the foreseeable future. To add context to how fast the technology is moving, consider that
products and services such as smartphones, iPads, Social Networking, Online Streaming, and 4G LTE
didn’t even exist or companies like Uber, Lyft, Airbnb, Instagram, and Pinterest were not created and
there was no conversation about creating an autonomous vehicle. The proliferation of smart mobile
devices created a whole new requirement where terms like “instant access”, “always connected”, and
“Internet of Things” have set incredibly high expectations. Expectations have forced local governments
to focus on delivering technological advances quickly to facilitate immediate access to information: not
only for employees but also for the customer. Those advances all start in the Information Technology
Department for Pearland. To continue to deliver new services while maintaining the current service
offering, the Information Technology Department is recommending creating two divisions; one focused
on current operations with incremental enhancements and the other focused on strategic initiatives to
enhance operations.
In 2014, the City commissioned an IT Strategic Plan 2014-2019 and Staffing Study from Sciens in an
effort to provide strategic guidance on the City’s utilization of technology as well as determine appropriate
staffing levels for the Department. The results of the staffing study indicated that the Information
Technology Department was inadequately equipped to manage current operations. Since that time, the
Department has added 4 positions for a total of 16, which is still 20 percent, or 5 employees, less than
the study’s recommendation of 21. However, the Study did not account for the dramatic acceleration in
technology or the resulting impact on the Information Technology Department. For example, the
Information Technology Department is intimately involved in the City’s Capital Improvement Project
initiatives and is sought by the CIP Division to provide technical expertise throughout their product
portfolio. The Pearland IT portfolio encompasses Advanced Meter Infrastructure, Barry Rose Wastewater
Plant Expansion, TranStar/TxDOT Traffic Camera integration, all new facilities (Orange Street Service
Center, Animal Control, Fire Stations (1, 7, 8, 11, 4, and 12)), SCADA, and Traffic Signalization
improvements, among others. The initiatives tie directly back to Council’s strategic goals to create an
environment that draw people and businesses to relocate to Pearland. Capital Improvements are
fundamentally necessary for the City to continue to grow and improve “Quality of Life” and the Information
Technology Department is dedicated to providing the expertise in selecting the technology that will have
a positive lasting impact.
By creating two separate divisions, one division can focus solely on current operations while the other
can focus on new initiatives. The Current Operations – Incremental Enhancement Division will be
responsible for two distinct areas; Maintaining current infrastructure consisting of the network, servers,
wireless, desktops, and data storage as well as end user support focused on customer relations. This
division will also be responsible for in-depth knowledge on significant applications (ERP, PD-OSSI,
TRAKiT, and Asset Management) and aid departments in training, process improvements, report
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generation, and cross functional support. These responsibilities will be placed on a newly created position
called the Application Support Specialist whose duties will streamline exiting operations potentially
reducing the need for additional staffing in those departments.
The New Initiatives – Enhancing Operation Division will focus on new initiatives that will provide significant
enhancements to the City. Capital Improvements that require Information Technology oversight will be
managed from this division to ensure timelines are met. This division will also be dedicated to all large
scale projects and is designed to have the highest skilled employee working in the group. Some examples
of the projects that will be included are Advanced Meter Infrastructure, PISD Integration, Traffic preemption, Surface Water Plant, City-Wide Camera System, and Traffic prioritization/automation. Assistant
Police Chief Chad Randal said it best “The Police Department relies on IT without it we cannot effectively
do our job efficiently. We look to IT to improve operations”.
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Daniel
McGhinnis
Chief Information
Officer

Training
Coordinator

IT Manager
– Strategic Initiatives

Joan Connelly

Cyber Security
Officer

Senior Office
Assistant

John Knight

IT Manager
– Infrastructure

Information
Technology Manager

Application Support
Specialist

Justin Arnold

Eliah Kacal

IT Infrastructure
Architect

Technology Support
Specialist

Database
Administrator

Greg Kupferer

Michael
Farrington

IT Infrastructure
Architect

Technology Support
Specialist

IT Infrastructure
Architect

Technology Support
Specialist

Current
Vacancy

Kelin Webb
IT Infrastructure
Architect

Technology Support
Specialist

Tristan
Lesterjette

Paul Yeates
IT Infrastructure
Architect

New Initiatives –
Enhancing Operations

Thanh Tran

Technology Support
Specialist

Project
Manager

Mike Masters
GIS Manager

Thomas
Spindler
GIS Specialist

Colton Schultz
GIS Specialist

Jeff Alexander
GIS Technician

GIS
Analyst

Database
Administrator

Application Support
Specialist

GIS
Intern

Database
Administrator

Application Support
Specialist

GIS
Analyst

Legend
2020 Recommended
Positions

2021 Recomended
Positions

2022 Recomended
Positions

Application Support
Specialist

Application Support
Specialist

Current Operations – Incremental Enhancements
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With the rapid growth Pearland has and continues to experience, the Information Technology Department
has faced several challenges:
•

As a thought leader, the Chief Information Officer’s primary focus should be to research current
technology trends, formulate a strategy on new technology, correctly anticipate the City’s
technology direction, consistently strategize with Department Heads, and be a visionary. The
current staffing constraints requires the CIO to take an active role in daily operations as well as
bounce between current projects, requests from departments, and researching equipment
solutions for other department deficiencies. This results in a reaction methodology for the
individual tasked with planning the City’s technology future.

•

Current staff has to split their time between new initiatives (large scale projects) and critical
operational duties. Often they are pulled from primary responsibilities “keep the lights on” to focus
on time sensitive project deadlines. As a result, the City sustained an email outage that lasted for
3 days causing significant issues for impacted departments. Automated email notifications for the
City’s TRAKit system caused an increase in workload for Community Development, the
internally/externally relied upon SitRep emails ceased, and an influx of calls to departments
including the City Managers’ office.

•

Similarly the City sustained several network related outages causing a complete work stoppage
for all employees in excess of 4 hours. This was also a result of pulling IT Staff from their primary
responsibilities and allocating them to critical new initiatives with timelines driven by a CIP project.

•

The TRAKiT upgrade was completed on the City’s test environment but the responsibility for
testing the validity and operational impacts was left with end users and departments. This resulted
in an installation that caused several impacts on functionality. The scale of the impact reached
Council level communication. With a division focused on our significant applications we can better
assist the user department in the validation and testing before going live.

•

The validation of the Utility Billing implementation of the Enterprise Resource Planning software
was left with the end users and Finance Department. This resulted in significant conversion
issues; addressing discrepancies, meters being tied to incorrect accounts, and billing issues.
Customer frustration ensued and Council was contacted on several occasions. Utility Billing and
Public Works scrambled to research and provide information along with a solution.

•

The Reflection Bay project was under a tight deadline that required the Information Technology
Department’s immediate assistance. IT Staff took a calculated risk to import a vendors virtual
server into the City’s environment to maintain a scheduled cutover. This resulted in an
organizational wide server infrastructure outage exceeding four hours.

•

Several cities in close proximity have been hacked recently. The threat of a cyber-attack is of
great concern to the Information Technology Department but without a dedicated resource
focused on securing the City’s environment, this puts significant risk on the City.

•

Throughout the City, departments are seeking out solutions to improve their operations but lack
necessary support from the Information Technology Department and thus are left in limbo as other
tasks and projects are prioritized. The eventuality of departments going alone out of frustration is
inevitable even though the Information Technology Department wants to provide assistance.
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•

After Hurricane Harvey, Emergency Operations improvements continue to be an active topic for
departments. Providing the necessary expertise on technology that can be utilized is critical to
the organization; however, current projects are taking priority based on needs and schedule.

•

Another focal point was the significant utilization of the City’s GIS system during the Harvey event.
Real-time road condition map that the GIS Staff created reached an all-time viewership record of
over 110,000 unique visits. The emphasis on the GIS system and influx of requests from
departments over the last year has increased exponentially. Departments continue to make field
changes and there is currently a backlog of data that needs to be reviewed for accuracy, but
staffing levels have impacted the speed those are entered and validated in the system.

•

Documentation and standardization is non-existent throughout the City. Due to consistent influx
of requests for enhancements, Staff rarely has an opportunity to fully document system design,
software installation procedures, network diagrams, or operations manuals for the technology.
Often new employees are provided the applications required to do their job but there is no
documented approach for them to follow as a guideline. Onboarding of an employee results in a
higher than expected learning curve from the lack of operating manuals.

In order to address the challenges and shift the Information Technology Department away from a
reactionary methodology to a proactive and forward thinking mindset, the recommendation (in priority
order) for the next three years is as follows:
•

•

•

Staffing for 2020
1. Cyber Security Officer
2. IT Manager – Infrastructure Division
3. Database Administrator
4. Application Support Specialist
5. Application Support Specialist
6. Project Manager
Staffing for 2021
1. Database Administrator
2. IT Infrastructure Architect
3. Application Support Specialist
4. Application Support Specialist
5. GIS Analyst
6. GIS Intern
Staffing for 2022
1. IT Manager – Strategic Initiatives
2. Training Coordinator
3. Application Support Specialist
4. Technology Support Specialist
5. GIS Analyst

The 3 year phased in approach is designed to shore up the short falls in the operations division while
allowing the Information Technology Department to continue to support the new initiatives in the first year
by pulling operational staff as needed for Capital Projects. It also provides the department with a Cyber
Security Officer to protect the City from potentially catastrophic cyber-attacks. The creation of an
additional IT Manager in charge of Infrastructure ensures that the Chief Information Officer can offload
operational responsibility to the managers resulting in a focused approach on the future of technology for
the City.
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Adding the Application Support personnel provides the City with continual improvements to the City’s
largest software packages. This ensures City’s investment continues to be valuable and deliver on
expectations not only from staff but also customers. An additional Database Administrator allows the City
to continue to refine, integrate, and extract valuable data from the City’s systems. This position will also
provide the City with staffing redundancy to improve the service offerings for departments.
The Project Manager will assist the Chief Information Officer in development of timelines, coordinate task
scheduling for staff, and act as a conduit between Capital Projects and the Information Technology
Department. This position will provide visibility into projects that is not currently being captured or
reported. The goal is to improve the information flow (project status and schedules) between the
Information Technology Department, end user departments, and the City Manager’s Office.
The remaining two years allow for the build out of the “New Initiatives” Division to tackle the influx of
advanced technology that will be required to compete with neighboring cities. It is estimated that “Smart
City Initiatives” will account for a 5% Incremental GDP increase and trillions in economic growth over the
next decade. The cities who start investing now are the cities that businesses and residents will gravitate
to. “Public Investments multiplier effect of up to 10 times are expected”. This reinforces the importance
of technology as a driver for economic development going forward.
Outsourcing is one way to augment the growing technology needs from Departments. This option should
be utilized primarily for routine manual labor and will provide staff with a resource for tasks such as display
mounting, network cabling, minor enhancements, and other rudimentary tasks. While the Information
Technology Department welcomes all additional support provided from vendors, it does require
significant oversight from a staff member to ensure proper implementation. The key to outsourcing is to
build a long term relationship with them so they learn the systems Pearland utilizes in order to prevent
impactful changes from taking place. The systems are built specifically tailored to the City’s specifications
are requirements and short term consultants don’t understand the complexity surrounding their
modifications. Often times, changes in one system have an impact on several others which a long term
vendor relationship would be able to anticipate in advance.
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APPENDIX
Current Staffing

Daniel McGhinnis
Chief Information Officer

John Knight

Joan Connelly

Information Technology
Manager

Senior Office
Assistant

Greg Kupferer

Justin Arnold

IT Infrastructure
Architect

IT Infrastructure
Architect

Paul Yeates

Kelin Webb

IT Infrastructure
Architect

IT Infrastructure
Architect

Mike Masters
GIS Manager

Current
Vacancy

Thomas
Spindler

GIS Technician

GIS Specialist

Colton Schultz
GIS Specialist

Eliah Kacal
Technology Support
Specialist

Alexander
Miller
Technology Support
Specialist

Michael
Farrington

Tristan
Lesterjette

Technology Support
Specialist

Technology Support
Specialist

Current
Vacancy
Database
Administrator

Staffing Level Comparison to other Cities:
City of College Station – 34 on Staff (Population 119,304)
•
Chief Information Officer (1)
•
Communications Technicians (4)
•
Assistant Director (1)
•
Cyber Security Officer (1)
•
Project Manager (1)
•
Network Analyst (2)
•
Coordinator (2)
•
Network Administrator (1)
•
Manager (1)
•
Support Specialist (1)
•
Supervisor (1)
•
Mail (2)
•
Systems Analyst (5)
•
GIS Coordinator (1)
•
Database Administrator (1)
•
GIS Technician (1)
•
Technology Specialist (5)
•
GIS Intern (1)
•
Service Desk (2)
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City of Richardson – 33 on Staff (Population 113,347)
• Chief Information Officer (1)
• Deputy Chief Information Officer (1)
• Programmer (3)
• Systems Specialist II (5)
• Support Specialist I (6)
• IT Manager (7)
• GIS Technician (2)
• GIS Analyst (1)

•
•
•
•
•
•
•

Radio Systems Administrator (1)
Project Manager (1)
Computer Operations Supervisor (1)
Information Security (1)
Solutions Architect (1)
Franchising (1)
Web Designer (1)

City of Frisco – 51 on Staff (Population 163,656)
• IT Director (1)
• Assistant IT Director (1)
• Security Officer (1)
• Administrative Assistant (1)
• Systems Engineer (8)
• Database Administrator (2)
• Support Specialist (5)
• Unified Communications Specialist (2)
• Systems Administrator (9)
• IT Manager (2)

•
•
•
•
•
•
•
•
•

IT Supervisor (3)
Business Analyst (3)
Software Developer (2)
SQL Developer (1)
GIS Manager (1)
GIS Data Administrator (1)
GIS Analyst (4)
GIS Technician (2)
Network Engineer (2)

City of Sugarland – 23 on Staff (Population 117,869)
• IT Director (1)
• Admin Coordinator (1)
• Project Manager (2)
• IT Manager (3)
• Program Analyst (2)
• SharePoint Developer (1)

•
•
•
•
•

GIS Specialist (3)
System Administrator (4)
System Analyst (1)
Supervisor (1)
End User Specialist (4)

City of Bryan – 40 on Staff (Population 84,637)
• Chief Information Officer (1)
• Project Manager (1)
• Administrative Assistant (1)
• Manager (3)
• IT Supervisor (4)
• Business Systems (1)
• Database Administrator (1)
• Systems Analyst (5)
• GIS Supervisor (1)

•
•
•
•
•
•
•
•

GIS Analyst (3)
GIS Intern (1)
Systems Support Specialist (5)
Telecommunications (4)
Network Administrator (4)
Systems Administrator (1)
Security Compliance (3)
Security Compliance Intern (1)

City of Round Rock – 22 on Staff (Population 120,892)
• IT Director (1)
• IT Assistant Director (1)
• IT Manager (3)
• Systems Administrators (7)
• GIS Analyst (2)

•
•
•
•
•

Network Administrator (2)
Support Technician (3)
Virtualization Architect (1)
Logistics Officer (1)
Application Developer (1)
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City of Baytown – 28 on Staff (Population 75,992)
• IT Director (1)
• System Administrators (4)
• Network Administrators (3)
• Web Technologist (1)
• Support Specialists (3)

•
•
•

Radio, Cellular Equipment Specialist
(1)
Asset Management Technologist (1)
GIS Staff (14)

Technology Managed
City of Pearland technology devices count * December 2018
Physical Servers

19

Desk Phones

Virtual Servers

182

Cell
Cards

Phones/Air 703

Virtual Desktops

350

iPads

Physical Desktops

500

Switches
Operations

–City 150

550

Printers/Copiers

85

Applications

135

116

Scanners

70

Wireless AP’s

90

In-Car/Body
Cameras

300+

Users

780+

Point of Sale Devices 20

Switches–Traffic
Operations

106

Doors/Gates

175

Storage System

200 TB

Switches – SCADA

58

Vehicles

610

GIS Layers

125

Building/Traffic
Cameras

260

Facilities

70

Current Project List

30

Tickets per Month

450

Calls
handled/Month

150

AMI (Water Meters)

37,000

Positions Defined
Cyber Security Officer
One of the biggest issues facing the City, in terms of technology, is the increasing threat from
cyber-attacks. Over the past two years, there has been an increase in the number of attacks on
organizations both large and small. Some of the larger companies which have made headlines
are Equifax, Verizon, Uber, Yahoo, Target, and various hospitals. The cost of these attacks for a
company are extensive and are not only monetary but include the loss of customer trust. Hackers
have started targeting cities in recent years and Dallas was among those that fell victim to their
successful attempts. Cockrell Hill Police lost years’ worth of evidence in ransom ware hack.

The City’s dependence on technology is growing and the Information Technology
Department has the responsibility of protecting our data. A statistic from Symantec in
2015 indicated there were a total of nine mega-breaches resulting in approximately half
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a billion records or identities exposed. Another statistic is that Yahoo’s breach is the
largest known security breach of one company and is estimated at 1 billion user accounts.
The City collects sensitive customer and employee information such as social security
numbers and birth dates. It also maintains the water infrastructure, traffic signals, and
police records that all require a secure environment and continuous protection.
IT Manager – Infrastructure
The City’s Information Technology Architect group maintains the networking and sever
infrastructure that supports many of the City’s operations. The workload of this group is
split between maintaining the current technology infrastructure and implementing special
projects. This position will be responsible for overseeing the daily operations of the
infrastructure group. Having a focus on keeping services maintained by Information
Technology running at a high level, they will also work at transitioning solutions from the
special initiatives group into normal operations. This will move the group into a more
proactive mode, lessening the potential for service interruptions. While acting at from a
strategic position, they will determine the best direction and solutions to support City
operations now and in the future. Currently the CIO and IT manager jointly manage the
group. Freeing the CIO and IT Manager from daily oversight will allow the CIO to focus
on strategic initiatives and the IT Manager to focus on customer facing issues with the
support team.
Database Administrator
Operationally, the City does an amazing job at collecting data relevant to all City services,
however, retrieving the information out of current systems is difficult, resulting in hours
and sometimes days of pulling information in order to provide accurate data to decision
makers. The database management and use process puts unnecessary workload on staff
in the departments because they have no expert dedicated to setting up systems and
protocols for retrieving the information.
Similar to other specialties such as doctors or lawyers, there is a need to add a database
administrator to create the necessary reports for departments to run. This position will be
responsible for the overall operation of the City’s nearly one hundred databases to make
sure they are running efficiently as well as automating data delivery between systems.
The City utilizes the same database software on several of the applications but requires
a specialized skillset in order to automate the systems. The Information Technology
Department obtained a quote for services from a vendor for one report that amounted to
over $20,000 but declined the service. If the department had the Database Administrator
we would have been able to produce the report and provide it to the department.
Application Support Specialist
The City recently implemented a new Enterprise Resource Planning software package tailored to
the design of the department directly responsible for application. For instance, Community
Development has a large component dedicated to Planning and Permitting. The issue facing the
departments is how to modify the application in order to increase productivity. The original design
was based on historical workflows as opposed to future workflows. This has created a bottleneck
in the approval process and limits the City’s ability to modify the software to improve the customer
experience. This position will be dedicated to a few larger applications and assist the departments
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in a workflow design that will provide the level of service the customer is expecting from the
software. They also act as a bridge between the Technology Support Specialist and the IT
Infrastructure Architects, providing the required skillset to dive into the application and
troubleshoot any issues the end user might face. This position can work to ensure application and
service processes and outputs are error free and complete. Issues and faults can be identified,
with appropriate paths to resolution recommended and fixed as needed.
IT Project Manager
Current project management in the Information Technology Department is accomplished by
individual efforts and in ad hoc manners. This often takes IT staff away from their normal job
duties to fulfil this role. It is often necessary to engage other departments to complete tasks
without oversight. The IT Project Manager will provide a consistent level of oversight for special
initiative projects. By determining what resources are needed and which personnel should be
engaged, this position would drive the iterative planning process that occurs throughout the life of
a project. Serving as a liaison between IT staff and vendors, or City departments, the IT Project
Manager will be able to communicate and direct needs, progress, and risks from project inception
through closeout. By establishing a consistent project management methodology, a focused effort
can be maintained on special initiative projects allowing for a more timely completion. This will
also relieve the CIO from project management duties currently being maintained.
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Future Staffing Outlook
To:

Jon R. Branson, Deputy City Manager

From: Christopher K Orlea, PhD, Director – Parks & Recreation
CC:

Clay Pearson, City Manager;
Carry Capers, Assistant Director – Parks & Recreation

Date: December 19, 2018
Re:

Parks & Recreation – Future Staffing Outlook

Parks and recreation have three values that make them essential services to communities:
1. Economic value
2. Health and Environmental benefits
3. Social importance
Just as water, sewer, and public safety are considered essential public services, parks are vitally
important to establishing and maintaining the quality of life in a community, ensuring the
health of families and youth, and contributing to the economic and environmental wellbeing of a community and a region. All communities pride themselves on their quality of life,
promote themselves as a desirable location for businesses to relocate, or maintain that they are
environmental stewards of their natural resource. To have that pride, communities must have
a robust, active system of parks and recreation programs for public use and enjoyment.
Quality parks and recreation are indicated as one of the top three reasons that business
cite in relocation decisions in a number of studies. Business appreciation allows Parks and
recreation programs to generate revenue directly from fees and charges, but more importantly,
provide significant indirect revenues to local and regional economies from sports tournaments
and special events such as music and holiday festivals. Economic activity from hospitality
expenditures, tourism, fuel, recreational equipment sales, and many other private sector
businesses is of true and sustained value to local and regional economies.
Parks and recreation programs and services contribute to the health of children, youth, adults,
and seniors. Parks and protected public lands are proven to improve water quality, protect
groundwater, prevent flooding, improve the quality of the air we breathe, provide vegetative
buffers to development, produce habitat for wildlife, and provide a place for children and families
to connect with nature and recreate outdoors together.
Parks are a tangible reflection of the quality of life in a community. They provide identity for citizens
and are a major factor in the perception of quality of life in a given community. Parks and
recreation services are often cited as one of the most important factors in surveys of how livable
communities are. Parks provide gathering places for families and social groups, as well as for
individuals of all ages and economic status, regardless of their ability to pay for access
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To maintain these expectation and demands of a public park system that reflects the quality of
life associated with a particular community, or jurisdiction, appropriate levels and skills of
personnel is paramount to sustainability. These demands have grown, and are a result of an
ambitious Capital Improvement Program that is largely contributed to the voice of our residents
as indicated in focus groups, surveys, and one-on-one interaction captured in the current Master
Plan. The maintenance and operation of these collective indicators of growth are now positioned
to require the indicated staffing levels to ensure their appropriate sustained delivery to the
community.

Shown below are charts indicating current staffing levels, for a snapshot of staffing levels:
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An initial step in determining appropriate staffing levels was to identify and quantify the rate at
which work was being performed efficiently, or in a manner that maximizes the potential of the
employee without sacrificing outcome. These measurements were gathered by aggregating total
output, measured by the sum of all tasks assuming their adopted productivity standard, and
dividing them by the total input, or actual hours worked by the employee. These levels indicate
staff performing at a mean efficiency rate of 92%, utilizing data sets to generate this figure from
the formulas developed by Emily Esposito, a leader in workplace efficiency for the Public Sector.
This figure takes the amount of time to complete tasks at a macro level, i.e. Trash/Waste Removal,
or Event Planning, and uses trademarked formulas to leverage actual-times with expected times
built around the organizations productivity standards. The 90th percentile is the break-point
calculation utilizing this concept to expand resources to efficiently manage tasks of a faction or
division or overall operation. The mean was not skewed by any noticeable outliers. This type of
finding indicates that department-wide all staff are performing at an exceedingly high standard,
but are overconsumed with the quantitative aspect of the assignments.
It is my intention to highlight the narrow margin between current efficiency and the commonly
accepted critical-point. A negligible 2% excess will quickly be consumed forcing the quality of
outcomes to be sacrificed necessarily to maintain the capacity of work, and absorb the addition
of incoming facilities, programs, and projects. These items range from new facilities, growing
league operations to meet the youth needs of an expanding population, and research in to
planning documents including a Master Plan to uphold guidelines governed by the State of Texas
Parks & Wildlife Department to remain eligible for grant funding.
Within the Parks & Recreation span of control, presently or within the fiscal year, the City of
Pearland will see the installation of acreage and anticipated service included within:
•
•
•
•
•
•
•

Independence Park Expansion
Centennial Park Expansion
Delores Fenwick Nature Center
Expanded Athletic Program
Sports Complex at Shadow Creek Phase II
31% overall attendance increase at events (3-year trend; year-over)
Trails
o Green Tee Terrace
o Shadow Creek Ranch Trail
o Connectivity Phase II

These additions will increase the work load, utilizing current productivity standards by 79%,
deriving that figure from anticipated programmatic and basic acreage or linear foot maintenance.
Below are benchmarks, not at an organizational level, but in aggregate. This data has been
compiled by the National Recreation & Parks Agency. The figures representative of Pearland
population use the population figure from Community Development Strategies report, presented
to City Council in February of 2017, and account for the year over conservative growth estimate
of 1.6% annually. The population figure from many sources is indicated in excess of 151,300
residents, and a consideration of geography quickly paints the picture that the realistic service
area far exceeds that. Utilizing only verifiable figures, for the purpose of benchmarking a national
aggregate rate, a population size of 126,300 has been used:
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A significant component of this chart is to recognize this is an assumption based on averages
encompassing a myriad of political jurisdictions. According to Dr. John Crompton (et al, 2010)
cities tend to lean towards the upper portion of the median range on the scale.
This is in contrast to: villages, towns, townships, counties, park districts, regional authorities,
metro authorities, special districts, and states. Utilizing this benchmark, the suggested
number of full-time personnel for the City of Pearland is 92.2 and 188.2, median and upper
quartile, respectively.
It is the opinion of the department when compared to the staffing studies conducted during
the 2015 Master Plan that the appropriate figure falls between these two numbers. For
comparison, the department is currently staffed by 53 FT employees.
An additional chart considers geography and gives a mean not median for areas within our region.
The catalyst for this increase is due to our moderate climate and the absence of an entirely halted
growing season, or weather that would typically encourage patrons to spend less time seeking
leisure outside the home.
Staffing Needs
As previously stated, to continue to succeed the threshold has been crossed, and additional
staffing is needed to deliver a product that meets established standards.
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Position Detail
•

Delores Fenwick Maintenance Crew Leader – FY20
o Day-to-day grounds work to include: mowing, edging, garden maintenance and care,
trail maintenance, small facility repairs, city-wide forestry program via tree farm, and
supervision of maintenance worker(s).
• Delores Fenwick Maintenance Worker – FY20
o Day-to-day grounds work to include: mowing, edging, garden maintenance and care,
trail maintenance, small facility repairs, and city-wide forestry program via tree farm.
• Independence Park Special Event Coordinator – FY20
o Requested through Capital Improvement Program prior to construction. As a proposed
destination venue, and eventual PPP candidate, Independence Park will require
dedicated staff to ensure maximum engagement and cost-recovery are realized.
• Independence Park Special Events Specialist – FY20
o Requested through Capital Improvement Program prior to construction. As a proposed
destination venue, and eventual PPP candidate, Independence Park will require
dedicated staff to ensure maximum engagement and cost-recovery are realized.

Utilizing the established standards, and accommodating the growth and expectations of the
community, additional staff will be needed in out years based on projected population growth and
the commensurate need to manage the additional system engagement. These figures equate for
providing consumable and maintenance functions, and until the next Master Plan analysis
scheduled for adoption at the end of CY 2020, are a qualified estimate based on available data
and practiced ratio of 1,221 Residents:1 Staff Member. (Population Projection Models by US
Department of Commerce and includes ETJ)
Fiscal Year 2020:
•
•
•
•
•

+4.6% (150,729)
Delores Fenwick Nature Center Maintenance Crew Leader
Delores Fenwick Nature Center Maintenance Worker
Independence Park Special Event Coordinator
Independence Park Event Specialist

At this point in the growth cycle of Pearland Parks & Recreation, it is my opinion that we have fully
realized all efficiencies and delivery that can be enhanced from technology and inanimate
resources. I feel strongly, and believe the data supports, that it is crucial to expand Parks staff to
continue to effectively execute the vision and mission of the Department, and expectations of
Administration and Mayor and Council.
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: R.J. Fraser, Assistant Chief of Police, Operations Bureau
CC:

J.L. Spires, Chief of Police
C.A. Randall, Asst. Chief of Police, Support Bureau

Date: December 21, 2018
Re:

FY 20 Staffing Projection for the Pearland Police Department

The City’s response to Hurricane Harvey, and the subsequent delay in reimbursement for related
expenses, resulted in the deferment of funding for two police officer positions from Fiscal Year
2018 into the Fiscal Year 2019 budget. There were two additional officers budgeted in FY 2019.
The deferment did not occur until the staffing recommendations for the current year had been
made. The impact will be noted where applicable. Civilian positions identified for FY 2018 were
not affected, as two Telecommunications Operators and one Jailer were added.
The Police Department has been following the recommendations contained within the Berkshire
Advisors’ report completed in 2016, identifying a number of objectives for staffing to maintain and
even further improve public safety outcomes for the public. Significant progress was already made
in some areas from the multi-year staffing plan, including Police Administration and
Communications, while other areas still need to be addressed. The remaining objectives are
outlined as follows:
•
•
•
•
•

Increasing capabilities of the Patrol Division
Develop a proactive investigations unit within the Criminal Investigations Division.
Civilianize Crime Scene Investigations
Support for Professional Development
Address staffing needs in Support Services areas
o Increase the number of Dispatchers to meet NENA (National Emergency
Number Association) recommendations
o Increase Jail staff to improve coverage
o Increase Records office staff
o Increase Animal Services Staff

Patrol Division
The recommendations for staffing of the Patrol Division are designed to address response-time
concerns, increased service demands, and complete staffing of the DDACTS unit (Data Driven
Approaches to Crime and Traffic Safety).
The calculation from Berkshire Advisors’ report to achieve response times for Priority 1 calls
recommended 87 Patrol officers in order to meet this goal. Current staffing allocation for FY2018
has 83 Patrol officers designated for Patrol. This number changed from 2018 after moving officers
to DDACTS and to the Training Unit in anticipation of an upcoming retirement. With the progress
made in reducing response times, coupled with the reduction in the crime rate, 86 is a more
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reasonable goal as the officers are more readily distributed among the squads. The Patrol Division
will require three additional officers for squad assignment in FY 2020.
The number of Patrol Officers available is always dynamic and as of this writing includes eleven
people coming through the onboarding system - four officers in the Field Training Program and
seven vacancies. While the department achieved full staffing for classified personnel in August,
there have been three retirements since, added to the four positions funded in FY 2019.
While Berkshire recommended the use of overtime to supplement operations to full staffing levels,
it has not been feasible, from an officer availability standpoint, to provide an additional seven
officers on overtime each day. The Patrol Division has scheduled overtime to maintain minimum
staffing levels; however, there are regularly unfilled overtime slots.
The police department has targeted a 90th percentile response time level of six minutes for
priority one calls.
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The department continues to make strides in the reduction of response times, increasing
consistency in quick response. While the average response time increased slightly, from 3
minutes 40 seconds to 3 minutes 50 seconds, the 90th percentile time was reduced by 25
seconds to 6 minutes 55 seconds, a 5.5% reduction.The response times have been trending
around the seven minute mark, with a slight upward trend at the end of the current year. The start
of construction along SH 288 has impacted response times for some calls. Road closures due to
recent construction have increased the distances officers in some areas must drive to respond to
calls in a timely manner.
The City of Pearland continues to experience a reduction in criminal activity, with Part I
offenses reduced to 2010 levels.
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NIBRS – National Incident Based Reporting System
While experiencing a 29.5 percent decrease in Part I NIBRS Offenses since 2015, the actual
number of offenses has decreased to 2010 levels. There has been a slight 2.5% increase in Group
A offenses over 2017, yet the number remains below 2015 levels. Group A offenses include minor
offenses such as Narcotis and Simple Assault. Once again, this decrease in crime has not
translated into a decrease in demand for police services.
Citizen Calls-For-Service have remained constant. Service demand has not diminished despite
an 11.6% reduction in Alarm Calls since 2015. The vast majority of alarm calls are false (99.5%)
and draw resources. The False Alarm Reduction Unit is continuing to educate and work with other
alarm system users contributing to the call volume.
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Total call volume has remained constant,
despite a 5.3% reduction in Alarm calls.
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While the Patrol Division maintains a goal of increased coverage for the City’s Parks and Trail
system, the call volume has not indicated a need for a dedicated law enforcement presence in
those areas. Access to the trail system is limited and is optimally patrolled by Bike Patrol officers.
In 2018 the Bike Patrol Unit dedicated 154 hours to patrol parks and trails, increasing the
level of safety and security experienced by our citizens. The effort will continue until service
needs are better defined for dedicated staffing.
DDACTS efforts in Zone 1 have had positive results in reducing overall crime by 5.2% compared
to a 1.42% reduction for the remainder of the City. Crashes in Zone 1 increased at a rate similar
to the rate of increase for the rest of the city and were anticipated given the construction in the
area.
The DDACTS Unit added one officer during FY 2018 providing minimal coverage for Zone
2. Zone 2 saw an increase in shoplifting offenses expected with increased reporting from
community outreach. A similar increase was experienced in Zone 1 when first activated. Zone 2
experienced an increase in crashes at a slower rate (2.2%) than the rest of the city (4.8%). The
benefit of Zone 2 should be realized following a full year of implementation and additional
dedicated staffing.
The current staffing allows for officers to be flexed between the two zones. The optimal staffing
for DDACTS will be six officers and a Sergeant, which will allow for officers to be assigned to each
of two DDACTS zones. The addition of the sixth officer is targeted for FY2020. The additional
staffing will bring the total number of officers in Special Operations to 20, creating the need for an
additional sergeant in FY2020 to maintain an effective span of control.
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Crashes continue to be a leading factor contributing to

the demand for Police Services, with the number of
Crashes resulting in a Police Report increasing by 17.3%
Despite improvements in Response Times, a lower Crime Rate, and reductions in Alarm Calls,
there has not been a significant reduction in the demand for police services. The largest growth
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in Non-Crash Police Calls for Service in 2018 were seen in Verbal Disturbance calls, with an
increase of 172 calls (14.4%); Family Violence calls, with an increase of 106 calls (34%); and
Death Investigations, with an increase of 66 calls (27.6%) over 2017. Disturbance calls have been
expected to rise with the increase in population. Death Investigations have increased with the
establishment of hospitals and nursing homes in the city. These types of calls are more time
consuming than other non-reportable calls such as alarms and therefore take more resources.
The Patrol Division has seen major reductions in criminal activity and response time. The impact
of efforts in both DDACTS zones have unveiled the benefits of this program. Further expansion
is expected to yield similar results. The optimal number of additional officers for the Patrol Division
in FY2020 is five; three officers for squad assignment, one officer for DDACTS assignment, and
an additional sergeant for Special Operations. Service demands will be evaluated for the addition
of two squad Patrol Officers in FY2021, as well two squad Patrol Officers in FY2022.
Criminal Investigations
The Criminal Investigations Division will be initiating the development of a proactive unit to
address criminal activity such as narcotics, prostitution, robberies identified as ‘jugging’, thefts
identified as ‘sliding’, and other quality of life issues. This unit would not be geographically limited
like the DDACTS unit and would be able to operate in an undercover capacity to combat identified
criminal activity. The two officer positions funded for July 2019 are designated for the development
of this unit. Two additional officers, for a total of four officers and a sergeant will need to be added
to the division in FY 2020 to staff this unit effectively. In the interim, we will assign two officers
from other areas in order to activate this unit until these positions can be backfilled.
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Narcotics cases have increased by 29.2% since 2014.
During FY 2019, the department reclassified a Jailer position to Crime Scene Investigator. This
move addressed the top priority need for the department. These positions handle a number of
highly sensitive cases and serve in an on-call capacity. The addition of another civilian Crime
Scene Investigator provides complete coverage for major cases. The addition of two civilian Crime
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Scene Investigators in FY2021 will be evaluated based on evidence processing needs and the
need to more effectively utilize classified personnel.
Administrative Services
The Administrative Services Division encompasses School Resource Officers, Community
Outreach Officers, and the Professional Development Officers. The major area of need in this
division is support for Professional Development. Most of the service gap in this area can be
attributed to record keeping, advertising, and schedule maintenance. The training unit provides
more than 2000 course hours of training annually, requiring support and documentation for each
student in each class. Providing an Administrative Office Assistant to the Professional
Development Office would improve communication, organization, and effectiveness. The Training
Officers could then dedicate additional time to instruction and training development.
Service levels are currently being evaluated for the assignment of an additional Community
Outreach Officer for FY 2021. The unit currently has four officers dedicated to the coordination a
growing list of programs including the Citizens Police Academy (regular, advanced and PCPAAA),
Teen CPA, Youth Leadership, COPS, Police Explorers, TAPS, RISE, Senior Citizen Outreach,
Apartment Managers Coalition, HOA Outreach, Ice Cream with a Cop, Thrive (religious outreach),
Business Crime Prevention, Special Olympics, Safe Return, United for Kids, Skills USA, Gulf
Coast Crime Prevention, PD Tours, Toys for Tots, Coffee with a Cop, National Night Out,
Presentations at PISD/AISD (bullying, internet safety, stranger danger, etc), church and daycare
presentations. This unit also assists with numerous Parks Department events including:
Winterfest, 4th of July, Trick or Treat, Christmas Tree Lighting, Christmas Parade, and Paws in
the Park.
The Community Outreach Officers also support the media relations functions. Community
Outreach made 262 posts to the PPD Facebook and have provided other social media support.
This does include responses to Facebook messages via Facebook, phone or email. Community
Outreach prepared 16 press releases and responded to countless phone calls and emails from
media outlets and other entities. The unit also prepares a weekly offense report bulletin and
responds to numerous requests for mugshots.
Community Outreach participated in, or held, 30 recruiting events including Run with a Recruiter,
new hiring testing, job fairs, and academy/college visits. The unit has corresponded with every
police academy in the State of Texas. Community Outreach has completed 63 background
checks on potential new employees (39 police officer candidates and 24 civilian candidates). The
unit frequently answers phone calls and emails from potential applicants. The addition of a
Community Outreach Officer in FY 2021 will be necessary to keep pace with the recruiting needs,
the media relations needs, and for the addition of future programs.
Support Services
The maintenance of Support Services staffing levels are as important as any undertaking of the
Police Department. As Patrol and Criminal Investigations Divisions expand, the need for effective
Telecommunications, Jail, and Records support are critical.
The National Emergency Number Association (NENA) has provided standards by which Dispatch
Centers should be staffed. These standards indicate the Pearland Police Dispatch Center is
understaffed. Funding for two dispatchers was added in FY2018. Dispatchers respond to 9-1-1
calls, “Ten-Digit” Calls, Radio traffic, and TLETS computer requests. The dispatchers route calls
7
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to Fire/EMS Dispatch, and coordinate activities with neighboring law enforcement agencies. In
2018, the Pearland PSAP answered over 3100 9-1-1 calls per month; 37,406 total, an 11.5%
increase over 2017. During 2018, our call center handled 31,725 citizen calls for service resulting
in a police unit being dispatched; 32,653 Traffic Stops, and 17,440 police actions initiated by
officers in the field. The average time from receipt of citizen call to unit dispatched for priority 1
calls in 2018 was 50 seconds.
According to NENA standards, our call volume and service area indicate there should be twentysix total dispatchers. We currently have sixteen full-time dispatchers, two of which are vacant
positions, and four part-time dispatcher positions (18 FTE’s). In order to achieve the
recommended service level, the department would need eight additional dispatchers. It is
recommended four dispatchers are added in FY2020, and two dispatchers are added in
subsequent fiscal years until the recommended staffing is reached.
The Pearland Jail requires a minimum of three Jailers to operate the jail safely for staff and
prisoners. Current staffing requires the posting of overtime to provide this level of security when
Jailers take time off. The addition of two Jailers would bring each squad to a level of four Jailers,
operating with a minimum of three in the event of time off. One Jailer was added in FY2018;
however this position was reclassified as a Crime Scene Technician in FY2019. This
reclassification served to address a more pressing need and was not an indication that the
positions were not needed. Two jailers are needed in FY 2020 to provide proper staffing.
The Berkshire study recommended the addition of a Records Clerk to minimize records errors.
This position would be beneficial in light of the high turnover in this area. The department has
identified the creation of a Custodian of Records position to centralize processing requests from
the various courts and to process Open Records Requests for the Department. Currently, our
section managers spend time processing the 365 requests-to-date in 2018. This number
represents a 207% increase over the number of requests in 2016. Legislative changes have
increased the number of requests for video and supporting documentation the department is
required to respond to. These requests consume the valuable time of our managers, who need
to be tending to the needs of their line personnel. The Custodian of Records is a department
priority for FY 2020.
Animal Services has expanded service levels to include weekend operation. Additionally, service
demands have exceeded the normal schedule of the Shelter operation. Currently, there is an
Animal Control Officer working until 10:00 p.m. five days per week. An additional Animal Control
Officer would expand service levels to 10:00 p.m. seven days per week. It is recommended to
increase staffing in this area by one Animal Control Officer in FY2019. Animal Services has
experienced difficulty filling the part-time shelter attendant position. The turnover in this position
has resulted in expensive recruiting efforts. In the last 18 months the position has been filled for
only a few months, which has required full time personnel to be forced to work overtime to fill the
gap left by the lack of a part-time shelter attendant. It is recommended to change this position to
a full-time Shelter Attendant. This will allow a more standard schedule, and is likely to result in
lower turnover.
Animal Services is currently engaged in the development of a new Animal Shelter and Adoption
Center. Additional staffing needs for this shelter will include 2 additional Animal Control Officers
and 2 additional Shelter attendants. It is recommended to provide the Animal Controll Officers in
FY2021 in advance of the opening of the new facility. The Shelter Attendants are recommended
for Shelter opening in FY2022 or earlier based on build dates.
8
February 16, 2019

Tab Six - Future Staffing Outlook

244

Again in Fiscal Year 2020, Support staffing will have a high priority with the intention of keeping
uniformed police officers on the street and providing them with the tools and timely information
they need to efficiently and effectively perform their duties.
Summary by Year
FY2019
3 Police Officers for Patrol Squad Assignment – received 0; reassigned -2
1 Police Officer for Special Operations/DDACTS - reassigned +1
1 Police Officer to Professional Standards – reassigned +1
2 Police Officers for Criminal Investigations/Special Investigative Unit – received +2
1 Administrative Office Assistant for Professional Development – received 0
2 Telecommunications Operators – received 0
1 Jailer – received 0, reallocated 1 to Crime Scene Tech – net loss of 1
1 Records Clerk – received 0
1 Animal Control Officer – received 0
1 Civilian Crime Scene Investigator – not budgeted, but reallocated a position from Jailer +1
12 Total – Net gain 2 officers
FY2020
3 Police Officers for Patrol Squad Assignment
1 Police Sergeant for Special Operations/DDACTS
1 Police Officer for Special Operations/DDACTS
1 Police Sergeant for CID Special Investigative Unit
2 Police officers for CID Special Investigative Unit
1 Administrative Office Assistant for Professional Development
4 Telecommunications Operators
1 Custodian of Records
2 Jailers
0.5 Change part-time Shelter Attendant to full-time
16.5 Total
FY2021
2 Police Officers for Patrol Squad Assignment
1 Police Officer for Community Outreach
2 Civilian Crime Scene Investigators
2 Telecommunications Operators
2 Animal Control Officers
9 Total
FY2022
2 Police Officer for Patrol Squad Assignment
2 Telecommunications Operators
2 Animal Shelter Attendants
6 Total
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Clarence L. Wittwer, Public Works Director
CC:

Jon Branson, Deputy City Manager
Trent Epperson, Assistant City Manager
David Van Riper, Assistant Public Works Director
Andrea Brinkley, Assistant Public Works Director

Date: December 21, 2018
Re:

Public Works Enterprise Fund – Future Staffing Plan

The Public Works Department is responsible for operating and maintaining the City’s mobility,
drainage, building facilities, and water and wastewater infrastructure assets. The Department is
composed of Divisions that oversee Streets & Drainage, Traffic Operations & Maintenance, Rightof-Way Maintenance, Facilities Maintenance, Custodial Services, and Fleet Maintenance within
the General Fund and Surface Water Operations, Ground Water Production, Wastewater
Operations, Distribution & Collection, Construction & Meter Services, Pretreatment and Backflow
Compliance within the Environmental Services Division within the Water and Sewer Enterprise
Fund. The Department seeks to protect the health, safety, and welfare of Pearland’s residents,
while providing a high level of service.
This memorandum will look exclusively at the Water and Sewer Enterprise Fund portion of the
operations.
Fiscal Year 2019
The Safe Drinking Water Act (SDWA) is federal law that protects drinking water supplies. Under
the SDWA, the Environmental Protection Agency (EPA) and the Texas Commission on
Environmental Quality (TCEQ) has mandated the City of Pearland provide cross connection
oversight by establishing a more proactive Backflow Prevention Program and expanding to new
sources of water with the Surface Water Operations Division. In Fiscal Year 2018, the Surface
Water Plant Manager position was approved with the intent that this person would gain knowledge
of the basis of design, equipment chosen for the plant and intended plant operations. This position
has been deferred until FY2020 due to the project schedule. The Distribution and Collections
Division was approved for 3 staff, 1 Crew Leader and 2 Maintenance Workers, which will be hired
in January 2019, and will be dedicated to water line maintenance to improve the water quality and
longevity of existing distribution system infrastructure. Additional reorganization changes included
moving the Concrete Crew for utility cuts, consisting of one Supervisor and five crew members,
from Streets & Drainage Division to the Distribution & Collections Division as the Distribution &
Collections Superintendent ultimately managed and directed this crew.
Division Staffing Plan Recommendations
Each division has reviewed future staffing needs for FY2020-2024. The current Public Works
Department Organizational Chart is attached (attachment A). A summary of the future staffing
recommendations is included below.
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Administration: In FY2020, staff recommends an additional Administrative Assistant be added to
assist in the streamlining of duties for administrative personnel. Currently, administrative staff
consists of a Business Administrator, Executive Assistant, Senior Office Assistant, two
Administrative Assistants and two Customer Service Assistants. The Senior Office Assistant is
responsible for the majority of invoicing and all payroll duties. The Business Administrator and
Executive Assistant are generating all purchase orders and assisting with invoicing as needed. In
order to better serve the nine divisions within Public Works, a third Administrative Assistant will
assist in processing invoices, payroll, purchase orders, running various reports as needed, and
assist in implementing process improvements. The goal is to have each Administrative Assistant
support at least three divisions to ensure the workload is equally spread across administrative
staff. The additional staff member will help the Public Works achieve the overall goal of contract
management, and ensuring the compliance of the Budget & Purchasing policies. This position will
be funded by both the EF(75%) and the GF(25%) as are all administrative positions.
Asset Management: In FY2018, Public Works was approved for $350,000 for an Asset
Management System necessary to improve work order management, interface with the City’s
financial system, and provide data analytics to improve the Department’s productivity and
efficiency, which is not possible with the current outdated system. An Asset Manager will be
required to oversee the implementation of the Asset Management System, provide guidance to
Superintendents on how to best utilize the system, and identify and implement new work process
development, required repairs and all analytics for proactive maintenance. In FY2019, the Asset
Management System solution will be bid and awarded to a qualified bidder. Staff recommends an
Asset Manager be added to the Administration Division in FY2020. Add the funding breakdown
between EF and GF.
Right of Way Maintenance: This division is funded through a combination of General and
Enterprise Funding in a 60% General Fund, 40% Enterprise Fund share. In FY 2020, 3 positions
described in detail in the General Fund Staffing Memo are anticipated to be funded in this shared
manner: a Right of Way Maintenance Supervisor, an additional Contract Inspector, and a Right
of Way Utility Inspector.
Surface Water Operations: The City’s Surface Water Plant is programmed to be operational
by January 1, 2023, requiring a sequence of new staff to be hired to operate the facility. In
FY2022, staff recommends the addition of a Chief Operator to also acquire plant specific
knowledge of source water chemistry, and the equipment that is being installed during the plant
construction. In FY2022 it is recommended to add an in-house maintenance crew, consisting of
one Supervisor and two 2 Equipment Mechanics to specialize in maintenance and repairs of
pumps and motors found in the water and wastewater environment. This crew of three 3 would
support city-wide water and wastewater operations. In FY2022, staff recommends the addition of
a Lead Operator. The remaining staff necessary for the full start up and operation of the plant is
recommended in FY2022. This balance of plant staff includes the following recommended eight
(8) positions: Instrumentation & Control Technician, Electrical Technician, Laboratory Technician,
2nd Lead Operator, three 3 Utility Operators and one 1 Administrative full time employee. Can we
add some $$ justification based on reduction in use or not having to expand the use of outside
contracts like the STP contract, electrical contract, lab contract, etc.
Ground Water Production: As Pearland population grows rapidly so does the consumption. To
assure the growth does not outpace the service, Water Production is recommending two Operator
I positions for FY2020. The City of Pearland uses chloramines for primary and secondary
disinfection of its surface water and ground water. Texas Commission on Environmental Quality
(TCEQ) requires any city that uses chloramines to maintain a Nitrification Action Plan (NAP) as a
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condition of granting an exception for the use of chloramines. The NAP includes: system-specific
trigger levels to proactively monitor, prevent and control nitrification, response actions to intensity
and extent of nitrification, and response actions in a tiered matrix format to the trigger levels. Extra
personnel is recommended to ensure the city stays in compliance with TCEQ due to NAP
guidelines.. The Water Production staff recommends two new operators to protect the health of
the residents of Pearland with the new challenges ahead.
Wastewater Operations: In FY2020, Wastewater Operations has no need for an increase in staff.
Three (3) of the five (5) water reclamation facilities (WRF) will be undergoing expansion. The City
will decommission two (2) of the WRFs in the next 5+ years, and divert flow to the newly expanded
plants. The Wastewater Operations Division will evaluate the effects of these changes on staffing.
If additional staffing is needed to serve the City, additional staff will be requested at that time.
Distribution & Collections: In FY2020 one new Supervisor position is needed for the Distribution
and Collections Division. In the current supervisory structure, there are 3 Supervisors, managing
over 40 staff. There are 10 crews that comprise the operations with tasks ranging from meter
services, construction and line repair to investigations, sanitary sewer line televising and oversight
over programmed contracted infrastructure rehabilitation. The existing Supervisor oversees both
Meter Services and the CCTV/Line Cleaning Section and the other Supervisor oversees line
maintenance, construction and rehab and on-call emergency repair and special service contract
work. The new Supervisor position will be a fourth supervisor position, which will allow a more
focused approach to the operational structure, specifically over water & sewer line maintenance
and repairs . The recommended structure is a new Supervisor - meter services and waterline
maintenance cleaning (2 crews); the second Supervisor - Line Maintenance (5 crews) and third
Supervisor will oversee 2 crews, the CCTV/line cleaning, new construction (such as transite water
line program) and programmed contract infrastructure rehabilitation services, such as sanitary
sewer rehabilitation, manhole corrosion rehabilitation, emergency services. This position will
manage the incoming private development needs via Permits and TrakIt and the Capital
Improvement program needs via the ManageIt program for financial and scope accountability.
This restructuring will allow for a more financial oversight, and equitable span of control and
operational productivity.
In FY2020, one additional Heavy Equipment Operator (HEO) and one Maintenance Worker (MW)
are needed to support the water and sewer construction crew which performs programmed
infrastructure replacement work such as Transite Waterline Replacement Program and incoming
work order repairs involving heavy, deeper or larger sized jobs. This construction crew is often
diverted away from programmed work to deal with incoming work orders for system maintenance.
The addition of two staff members would keep the crew productive to meet the current work
demand. The transite water line replacement project improvement in productivity will increase
from 80-100 ft. of pipe a day to 300 – 350 ft. of pipe a day, which is the production capacity of a
full crew. With the addition of these 2 positions, the existing Equipment Operator can back fill the
work, the new MW will actively work in the trench, and the new HEO will work on the leading end
of the trench.
In FY2021, the addition of one line maintenance crew consisting of one additional Crew Leader
and two Maintenance Workers is necessary to accomplish a more expeditious approach for
distribution and collections line repairs as the City’s water and sanitary sewer system expands
and ages. In the last year, there were 4,690 work orders that were closed with 1,800 investigation
responses.
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Environmental Services: In FY2017, the Backflow and Cross Connection program was initiated
with a single staff person. Regulatory requirements dictate that the City ensure compliance with
the Safe Drinking Water Act. This compliance is achieved through the inspection and testing of
both public and private cross connection installations. In FY2019 the City approved
recommending the addition of Backflow Technician to assist in the verification and management
of both private contractors used by customers in the verification of their devices and continued
compliance of all of the City’s devices.
Summary of Enterprise Fund Staffing Recommendations:

Administration
Asset Management
Surface Water
Ground Water Production
Wastewater Operations
Distribution & Collections
Environmental Services
WS EF Total
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FY2020

FY2021

FY2022

FY2023

FY2024

1
1
0
2
0
3
0
7

0
0
0
1
0
3
0
4

0
0
13
1
0
0
0
14

0
0
0
1
0
0
0
1

0
0
0
1
0
0
0
1
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Future Staffing Outlook
To:

Clay Pearson, City Manager

From: Clarence L. Wittwer, Director of Public Works
CC:

Jon Branson, Deputy City Manager
Trent Epperson, Assistant City Manager
Andrea Brinkley, Assistant Director of Public Works
David Van Riper, Assistant Director of Public Works

Date: December 21, 2018
Re:

Public Works General Fund – Future Staffing Plan

The Public Works Department is responsible for operating and maintaining the City’s mobility,
drainage, building facilities and water and wastewater infrastructure assets. The Department is
composed of Divisions that oversee Streets & Drainage, Right-of-Way Maintenance Facilities
Maintenance & Custodial Services, and Fleet Maintenance within the General Fund (GF) and
Surface Water Operations, Ground Water Production, Wastewater Operations, Distribution &
Collection Construction & Meter Services and Environmental Services within the Water Sewer
Enterprise Fund (WS EF). The Department seeks to protect health safety and welfare and provide
a high level of service to Pearland’s residents.
This memorandum will look exclusively at the General Fund portion of the operations.
Fiscal Year2019
In FY2019, two mechanics were approved for a total of four mechanics in the Fleet Maintenance
division with a goal to reduce outsourced work, increase self-performed work and thereby reduce
costs. The cost of $85,000 for two additional mechanics was offset as it has proven to yield the
intended net savings of $111,000. Also, inter-fund personnel adjustments were made to create a
Hot Shot Crew for the Right of Way Maintenance Division resulting in the outsourcing of grounds
maintenance at water production and water reclamation facilities. The outsourced work is being
covered by contract, and is being managed by staff. The repurposed Hot Shot Crew have had
great success with a dedicated focused effort. Several reorganization changes were also made
in the GF. The Traffic Signs and Pavement Markings operations were moved to Right of Way
Maintenance. This was a budget neutral shift. Also, the Concrete Crew for utility cut repairs,
consisting of one Supervisor and five crew members, were moved from the Streets & Drainage
Division to the Distribution & Collections Division, no funding changes were made.
Division Staffing Plan Recommendations
Each division has reviewed future staffing needs for FY 2020-2024. The current Public Works
Department Organizational Chart is attached (attachment A). A summary of recommendations is
included below.
Administration:
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In FY2020, staff recommends an additional Administrative Assistant be added to assist in the
streamlining of duties for administrative personnel. Currently, administrative staff consists of a
Business Administrator, Executive Assistant, Senior Office Assistant, two Administrative
Assistants and two Customer Service Assistants. The Senior Office Assistant is responsible for
the majority of invoicing and all payroll duties. The Business Administrator and Executive
Assistant are generating all purchase orders and assisting with invoicing as needed. In order to
better serve the nine divisions within Public Works, a third Administrative Assistant will assist in
processing invoices, payroll, purchase orders, running various reports as needed, and assist in
implementing process improvements. The goal is to have each Administrative Assistant support
at least three divisions to ensure the workload is equally spread across administrative staff. The
additional staff member will help Public Works achieve the overall goal of contract management,
and ensuring all divisions stay in compliance with the Budget & Purchasing policies. This position
will be funded by both the EF (75%) and the GF (25%) as are all administrative positions.
Fleet Maintenance: In FY2020 the Division will continue to bring more work in-house as a
continued cost savings measure. The Division has recently upgraded the Fleet vehicle lifts
including a heavy duty lift, which can manage dump trucks and ambulances, and plans to acquire
a vehicle inspection machine that will add the capability to perform state vehicle inspections in
house. This capability for additional in house services will offset the additional personnel cost by
further reduction of outsourced work.
The City’s current operating fleet size includes 611 total units of equipment and rolling stock,
which are maintained by four mechanics and managed by a superintendent. The division will
manage the Motor Pool fund, continue to optimize existing mechanic staff to perform in house
maintenance and repairs on additional units previously serviced via outsourcing, while managing
an expected net increase of 19 additional units of equipment and rolling stock, all of which have
been budgeted related additional staffing. These units are related to new staff and the planned
new services are to perform state inspections in house in FY2019 and, perform two and four
wheel alignments in FY 2020. Additional staffing needs are also supported by the City acquiring
the new fleet of LMTV high water rescue and Humvee vehicles this past year. These are
specialized pieces of equipment needing constant maintenance and exercising.
In FY2020, it is recommended that a Fleet Specialist be added to provide additional oversight and
streamlining within the division and utilizing the resulting cost savings to support an additional
staff member. The Fleet Specialist will support the superintendent as an additional administrative
technical staff to monitor and maintain the fuel inventory and vehicle maintenance schedules,
ensure that fuel systems are in good operating condition and in compliance with TECQ
regulations, provide accurate documentation related to fleet operations such as vehicle inspection
and registration, vehicle titles, and vehicle safety inspections to city staff. The Fleet Specialist will
maintain internal customer service focused Standard Operating Procedures and the primary focus
for the Fleet Specialist is to ensure that all emergency services departments’ needs are handled
in a timely manner reducing downtime for essential services to citizens.
In FY2021, a Shop Foreman is recommended. At this point, the Motor Pool operation will demand
a level of service to keep work in house to reduce costs, and keep vehicles addressed to provide
a high level of customer service to keep emergency vehicle down time to a minimum. The Shop
Foreman position will provide oversight to supervise and train mechanics, provide guidance and
prioritization of work, provide technical assistance when needed and monitor parts inventory flow,
ensuring an adequate inventory while minimizing down time waiting for common parts and keep
replacement vehicles and auctions on schedule.
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In FY 2022, an additional 2 mechanics will be requested, as the division will be able to access
additional bays for work in the new Public Works Operations Building which will be complete by
this time. This will include the full utilization of work bays within the Fleet Maintenance portion of
the Public Works Operations Building.
Facilities Management: Staffing currently includes the Facilities Manager, a Supervisor, three
Building Maintenance Technicians, a Building Maintenance/Custodial Crew Leader, and three
Custodians. Rather than add an additional custodial team member, staff will recommend adding
to the custodial contract spend by $42,000. This is approximately $9,000 less than adding
additional staff with benefits. The increased need for services is due to the additional staffing
added across the City, and additional building facilities being brought on line in operation.
Right of Way Maintenance: This division is funded through a combination of General and
Enterprise Funding in a 60% General Fund, 40% Enterprise Fund share. All positions described
are anticipated to be funded in this shared manner.
In FY2020, it is recommended that a Supervisor be added to provide financial and operational
oversight of contracts, and prioritization of the work. A Supervisor will assist in the planning,
prioritization and management of the operations, specifically the street sweeping program, right
of way aesthetics, hot shot crew, utility inspection & permitting, traffic sign & pavement programs
and with the management of the various contracts overseen by the Division. Since creation of the
Division in 2014 and although the services requested and provided via contracts have
expanded by 145% in value since 2015. The contract value in 2015 was $600K and the
current contracts are valued at $1.4M. In addition to the increased value of contracts, 10
new services for a total of 17 have been added to the division, including Capital Improvement
project landscape inspection, Rough Cut mowing management, Open Ditch contract
management, FEMA lot maintenance and management, private development plan review, water
and wastewater property management, Pavement marking performed in-house and via contract,
Traffic sign contract management and maintenance program, Guardrail management and
issuance of community development permits when located within the ROW. The additional
sections added to the ROW Maintenance Division include the staff and traffic sign and traffic
pavement markings contracts, which have been added with no supervisory staff to support the
growth and contractual impact to the division. The division consists of 12 staff, and the span of
control and financial outlay is large enough to warrant additional supervision to support the
financial oversight and operational oversight to ensure the high level of service be continued.
In FY2020, an additional Contract Inspector is recommended to manage inspection of
maintenance to the growing acreage maintained by the Division. This position will be funded via
the shared 60% General Fund and 40% Enterprise Fund in place for the division. When created
in September 2014, the Division was responsible for 174 acres of contracted maintenance, and
as of FY19, the Division is responsible for the management of 664 acres or 282% in growth of
service and physical area oversight. This sheer geographic area that must be covered for
inspection, to ensure the contract is being met, is a major consideration. All mowing and
landscaped properties contracts, services, bid specifications, invoice approval, budget
management and aesthetic enhancements are managed by the single contract inspector
assigned to the division in 2014. In addition to the contracted grounds management program, the
division has expanded its services to include an outsourced street sweeping contract. The value
of this contract is being reviewed and estimated at this time, and will cover 208 miles. This
contract will further expand the scope of work and oversight of the contract inspector. It is
important to note that although the programmed and routinely swept areas will be cleaned via
contract moving forward, the intent is to the keep the City’s current street sweeper in service
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allowing for emergency cleaning of areas, hot shot area improvements, storm water protection
near City projects and expanded sweeping services into neighborhoods which are not cleaned on
a reoccurring basis and not unless a public generated request is submitted.
Lastly in FY2020, the addition of a Right Of Way Utility Inspector is recommended to effectively
manage the required utility locates generated by the Statewide 811 system. The number of utility
locates has held steady in the last 4 years, at an average of 14, 100 locate requests were
completed by two (2) Utility Inspectors. This is an average of 54 locate work orders per day, which
is an extreme amount of travel to accomplish the locates in the field. The same employees are
also responsible for inspecting all ROW permits pertaining to utility work done by companies such
as CenterPoint, AT&T, Comcast and Verizon within the right of way. The current locate workload
and State mandated completion time assigned means attending primarily to locates at the
expense of inspecting utility projects within the right of way and ultimate protection of the City’s
water and wastewater infrastructure. In FY 18, 403 ROW permits were issued by the Right of Way
Division, which is an increase of 21 % from 2017 with inadequate oversight by staff ROW
inspectors, already tasked with completing utility locates.
In FY2021, staff recommends two additional employees dedicated to the Traffic Sign Crew and
specifically intended to further the City’s in-house pavement marking program. Routine
emergency paint needs coupled with facility parking lot paint enhancements open the door for
expanded services provided by the Division. Upon further review of the in-house capabilities
throughout FY2020, it is anticipated that these additional employees will not only aid in the City’s
paint needs but also support the traffic sign services provided by the division.
In FY 2022, an additional maintenance worker will be requested and will be assigned to the Hot
Shot Crew in order to meet the needs of a growing community, aging infrastructure and maturing
tree canopy, while FY2024 will see the addition of a final Right of Way Utility Inspector to allow
growth of the organization in relation to completed capital improvement projects, annexation and
increase in utility permitting driven by wireless networks and infrastructure needs to support a
community of the future.
Streets & Drainage: The City’s street network has developed quickly over time, however the
staffing for the maintenance of the street network, sidewalks and drainage systems has stayed
constant at a staff of 16. Funding levels for street maintenance have made the outsourcing of
asphalt paving less feasible, and the aging of the City’s concrete and asphalt streets require
attention. With the current funding, paving work must be completed in house, and in partnership
with the County. Staff has evaluated the paving needs identified in the 2014 and 2017 Right of
Way Assessments and has developed an asphalt paving program that focuses the funding
investment to areas that require pavement improvements and maintain the street network at a
pavement condition index ranging from 69-72.
In FY2020, an additional Heavy Equipment Operator (HEO) is requested for more efficient
productive paving operations. This need is further supported by budgetary decreases that have
led to more paving operations being completed in-house rather than via contracts. Paving work
requires a set sequence of work and heavy equipment use, requiring 5 operators. The types of
equipment being used includes: reclamation machine to fix the underlying base, stabilizing oil
spreader to stabilize base, maintainer and pad foot compactor to shape and compact the
roadway, paving machine to place asphalt paving, drum roller and pneumatic roller and to finish
the surface of the roadway. Currently, an HEO or equipment operator operates multiple pieces
of equipment at once, causing delays in work progress. Staff is frequently supplemented from the
drainage crew, which removes this staff from the essential drainage inspections, repairs and
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maintenance work. This additional HEO will perform work on equipment allowing an adequate
number of staff to operate the equipment more efficiently, eliminating the constant switching of
staff to different equipment, which slows the work, due to task change.
There are around 850 incoming street repair work orders a year. There is a current 20% backlog
of open work orders, which will take up to 8 months to address, in addition to the preventative and
regular street maintenance activities that need to be performed. For further street repair
operations optimization, staff has evaluated the positions and determined that the addition of
skilled labor is needed, and requests 2 Maintenance Workers (MW). The MW staff will be
dedicated primarily to the Streets section and assist with paving operations by raking, tamping
during paving operations, preparing roadways for paving operations, performing moderate base
repairs, skin patches and pothole repairs. Worker safety must also be improved, to address the
heat stress related impacts, rather than stretching operators to work on several pieces of heavy
equipment and perform manual labor, additional MWs will provide intermittent restful but
productive work while still maintaining paving operations.
In FY2021 and FY2022, staff plans to address future staffing needs for drainage crew operations.
Staff is reviewing the Hurricane Harvey studies, the pending Drainage Master Plan, required
incoming work from work orders and the commensurate adequate staffing to address drainage
maintenance and repairs of aging drainage infrastructure that requires repair and to address the
backlog of work orders, as well as enabling an increased frequency of ditch/culvert/inlet cleaning.
On average there are 670 drainage work orders that need to be addressed every year, and there
are 151 outstanding drainage work orders are which is a backlog that may require up to one year
to completely address, which is a priority, given sensitive residential areas that were affected by
Hurricane Harvey.

Summary of DPW General Fund Staffing Recommendations:
FY2020 FY2021 FY2022 FY2023 FY2024
General Fund (GF)
Administration
1
0
0
0
0
Fleet Maintenance
1
1
2
0
0
Facilities Maintenance
0
0
0
0
0
ROW Maintenance
3
2
1
0
1
Streets & Drainage
3
0
0
0
0
GF Total
3
3
0
1
8
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