SYRACUSE CITY

Syracuse City Council Work Session Agenda
April 12, 2022 – immediately following the City Council business
meeting, which begins at 6:00 p.m.
In-Person Location: Syracuse City Hall, 1979 W. 1900 S.
Electronic Via Zoom Meeting
Connect via telephone: +1-301-715-8592 US, meeting ID: 829 0447 5867
Streamed on Syracuse City YouTube Channel
a.

Meeting called to order

b.

Discussion regarding culinary water rates. (10 min.)

c.

Discussion of potential Rain Barrel program. (10 min.)

d.

Discuss the City’s secondary water metering strategy pursuant to the Utah Legislature’s adoption of House Bill 242. (10
min.)

e.

Discussion of ongoing “Flip the Strip” turf removal program. (10 min.)

f.

Discussion regarding proposed amendments to Syracuse City Recruitment and Retention Policy. (30 min.)

g.

Parks and Recreation Department Biennial Review. (30 min.)

h.

Adjourn.

~~~~~

In compliance with the Americans Disabilities Act, persons needing auxiliary communicative aids and services for this meeting should contact the City
Offices at 801-825-1477 at least 48 hours in advance of the meeting.
CERTIFICATE OF POSTING
The undersigned, duly appointed City Recorder, does hereby certify that the above notice and agenda was posted within the Syracuse City limits on this
7th day of April, 2022 at Syracuse City Hall on the City Hall Notice Board and at http://www.syracuseut.gov/. A copy was also provided to the StandardExaminer on April 7, 2022.
CASSIE Z. BROWN, MMC
SYRACUSE CITY RECORDER

COUNCIL AGENDA
April 12, 2022

Agenda Item “b”

Discussion on Culinary Water Rates and 10% Drought
Reduction.

Factual Summation
• Any questions regarding this item can be directed at Admin Services Director,
Stephen Marshall or Mayor Dave Maughan.
• We pulled data from July and August 2021 to show usage for the hottest months of
the year. They are included in the packet with this writeup.
At the last council meeting it was determined to look at the actual data use from the last
year to see if there were any patterns during a drought year that would help us predict the
water use for the coming year and how to mitigate the restrictions and possible penalties.
A few principles and analysis guided the suggestions we are posing to the city council for
evaluation:
• How to we prevent overreaching rate increases for those who are low water users?
• How do we serve the large majority of water wise users and continue to
encourage water wise decisions?
• Can we keep water rates consistent for average households and still encourage a
reduction in use?
• If the city incurs water penalty charges for going over the water restrictions, how
do we cover that cost and can we recover that from those who refuse to reduce
water consumption?
• With an increasingly large group of “superusers” who use more than double the
average household; where is the fair water rate for those who user at the rate of
multiple households?
Findings and logic behind the suggested rate changes:
• Most people prefer a consistent rate that they can budget for considering utilities.
By including over 80% of our uses in a flat rate tier it lessens the impact for the
majority of households and management time.
• It still holds true that over 80% of the city uses 9000 gallons a month on average
or less.

•

In the past water users fell into 3 distinct groupings of water use almost evenly
broken up in equal thirds. Those distinctions are no longer as clearly evident. In
order to encourage people to reduce water use it still appears as if a 3 standard tier
group would encourage that.

Flat rate billing
Tier 1
Tier 2

Current rate
20.49
20.49 + 1.04

Tier 3

currently doesn't
exist but covered
by tier 2 rate

•

•

•

0.35
1.04+.35+.35
Current extra
1000 gallon rate
of $3.24 plus the
tier 2 increase of
1.74 (tier 2 total)

25.47

Most household in Syracuse even with large numbers of kids all showering and
other normal uses can manage below 9000 gallons. Larger number of people
usually translates to shorter showers because of the capacity of hot water heating
tanks. Tasks like laundry and dishwashing doesn’t go up per person but it does go
up. Theoretically a single family even with a large number of family members
should be able to fit one of the tiers.
Water users choosing to use culinary water outside of typical household uses
should be required to pay for smart water uses. Charging for every 1000 gallon
use beyond 9000 gallons is meant to fund any possible penalty charges or
additional water costs.
Each tier of 3000 gallons of extra use adds 15% to the per gallon rate.

High volume use
9001-12000
12001-15000
15001-18000
18001-21000
21004-24000
24001-27000
27001-30000
30000 and up
•

Increase

Total New
proposed rate
20.84
22.23

rate increase per
1000
4.66
5.36
6.16
8.14
9.36
10.77
12.38
14.24

total bill if
total increase if you you use all
use all 3000 gallons 3K in this
at this level
tier
13.98
39.45
16.08
55.53
18.48
74.01
24.42
98.43
28.08
126.51
32.31
158.82
37.14
195.96
per 1000 gallons
over

While it may seem crazy to charge so much for someone who uses double and
triple the use rate of 80% of the city; we would have no overage charge if all users

stay below the 9000 gallon per month threshold. The high-rate account for the
estimated $280K we would pay if we use extra 10% we have to cut this year. The
assumption is that it isn’t fair to ask average water users who stay within the
maximum limit to pay the penalties if a few users simply use double and triple the
average user rate.
•

The estimated impact of this change on residential customers is roughly $200,000
per year.

•

For County users, a proposal to increase 35% would generate roughly $6,000 per
year.

•

For Businesses, if we increase the tiered rates by $1.00, the impact would be
roughly 20,000 to 25,000.

•

The total estimated impact of these changes is approximately $231,000 per year.

Discussion Goals
The following items outline the goals of this discussion:
1.

Determine if changes to our current water rate structure are necessary.

COUNCIL AGENDA
April 12, 2022

Agenda Item “c”

Rain Barrel Harvesting Discussion

Factual Summation
• Utah Code 73-3-1.5 Capture and storage of precipitation describes regulations
concerning rainwater storage on individual properties. It allows for the storage of up
to 2 containers no larger than 100 gallons total. More water can be stored if the
individual registers with Utah Water Rights. There is a maximum storage limit of
2,500 gallons with the registration requirement. This does not grant a water right to
the individual but allows the water to be used as a specific beneficial use. The
collection and use of the water must not violate state law and health and safety rules
and regulations.
• A small number of cities along the Wasatch Front subsidize a portion of the cost of
rain barrels (50 gal) bringing the cost from $83 to $55 each through Utah Rivers
Council.
• Due to the drought, last summer was very dry. There were only two rain events over
the summer that produced ½ inch or greater. Syracuse received ½ inch rain May 23rd
and 2 inches of rain August. 18-21. If all downspouts from a roof were directed to no
more than two containers, a 2000 SF rooftop could have collected 600 gallons in May
and 2,500 gallons in August.100 gallons of that could be stored unless they were
registered for the max limit of 2,500 gallons. Average flow from a garden hose is
approx. 6 gpm., so 100 gallons would be depleted in approximately 16 minutes.
Discussion Goals
• Does the council have any desire to subsidize all or part of the cost of rain barrel
purchases for property owners inside the city?

COUNCIL AGENDA
April 12, 2022

Agenda Item “d”

Secondary Water Metering strategy pursuant to State
mandate

Factual Summation
• Utah Code 73-10-34 Secondary water metering describes regulations concerning
metering all secondary water connections.
• HB242 made amendments to that code that shortened the timeline to convert all
connections to meters, added penalties with heavy fines for any unmetered
connections, and added ARPA grant money with a $10M limit with a 30% match that
is available until 2026. The match amount increases each year, so the sooner an
application for grant is approved, the more grant money that is awarded. The grant
allows for the match to be in-kind labor.
• The application period for the ARPA grant from Water Resources is April 1 to May
15. Water Board approval of grant applications is Aug 4th.
Considerations
• There are over 90k unmetered service connections in Davis and Weber Counties that are
equally impacted by this regulation. 8,212 of those are in Syracuse.
• There is a shortage of supplies which will exacerbate as demand increases. There will
also be a high demand for labor from contractors to perform the work. The cost of
supplies and labor will likely increase due to the imminent demand.
• The anticipated cost in today’s market to convert all unmetered connections is $17.5M. If
the city hired four full time staff, the cost is $13.9M ($10.6M supplies, $3.3M labor).
• Ancillary demands will be placed upon staff, generating plans and specs, performing
inspections for quality work, blue staking, returning to each install to place the meter, and
scheduling shutdowns for each connection.
• If staff were hired to perform the conversions, all the ancillary demands will be
eliminated. Contractor availability would not be a concern as well as contractor’s
potential for increased costs over the duration of the project.

Summary of Total Cost to Have Contractor Convert Secondary Meters
Meter Cost
$
3,811,857.61
Cost To Retrofit Existing Meters
$
13,710,355.12
Total Cost
$
17,522,212.73

Summary of Total Cost to Have 4 New FT Workers Convert Secondary Meters
Meter Cost
$
3,811,857.61
Material Cost Only To Retrofit
$
6,748,700.00
Cost of 4 New FT Employees
$
3,330,000.00
Total Cost
$
13,890,557.61

Discussion Goals
• Does the council have any desire to apply for the $10 million grant?
• Does the council prefer hiring employees to perform the conversion or contract the
work out?
• Are there any other strategies the council has in mind to accomplish this regulation?
• Does the council prefer to pay cash as you go with a rate increase, or get a bond?

COUNCIL AGENDA
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Agenda Item “e”

Flip the strip turf removal capacity discussion

Factual Summation
• With council’s support, beginning July 2021 Syracuse public works began providing
assistance to residents in eliminating turf in the park-strip as an effort to reduce
overwatering the surrounding concrete and asphalt surfaces. This effort involves
excavation of turf in park-strips for residents who choose to have it done.
• Since then, public works has excavated 141 properties park-strips, which has
amounted to two acres of grass eliminated. The average is 20 resident parkstrips/month. There remain 63 residents on the list and 135 residents interested in
getting added to the list.
• This service is a new service to the residents and began without adding staff while
determining the level of interest among the residents. This service takes lower priority
to the operation and maintenance of both water systems.
• The interest has become much larger than expected. The backlog on the list and those
waiting to be added will take a year to complete at the current rate.
Discussion Goals
• Does the council desire to continue the operation as is? Is there any desire to hire any
of this out to catch up with the high demand? Does the council have any other input
to provide staff regarding this new service?

COUNCIL AGENDA
April 12, 2022

Agenda Item “f”

Draft Recruitment & Retention Policy

Factual Summation
•

Any question regarding this agenda item may be directed at City Manager Brody
Bovero.

•

The City adopted a recruitment and retention policy in 2016, and later revised it in
2020. Since then, changes in the labor market have created a need to revise the
policy to help ensure the City can remain competitive.

•

Over the last couple of months, the Administration has been working together to
put forth a draft for the City Council to review and consider. Mayor Maughan
requested the first draft to be developed through a collaborative effort with all
departments giving input.

•

Rather than making minor edits to the existing policy, the Administration felt it
was best to take a fresh look at how the City functions on a policy level, as it
relates to recruitment and retention of quality employees. The attached draft is
the result of the effort thus far.

Key Sections of the Policy
•

Purpose: This section of the policy outlines the end goals of the City as it relates
to recruitment and retention of employees.

•

3 Main Components of the Policy: This section lays out the three main
components that function as the pillars of the policy, including:
o Leadership & Responsibility: Outlines the various roles and
responsibilities of the council, administration, and employee.
o Employee Compensation Policy: A simple statement that outlines the
City’s overall policy as it relates to compensation.
o Administration of the Policy: The most lengthy and detailed section, it
outlines the methods, timing, and execution of the overall policy.

Key Changes in the Policy
•

Benchmark Cities: In order to streamline the comparison process, and make it
more relevant to the local market, we narrowed the comparison cities down to
those that are primarily competing for our employees. This seemed to keep the
same competitive nature of the policy, while streamlining the administrative
process.

•

Review the Market and Adjust Wages: The current policy is on a 4-yr schedule
for a comprehensive review of wages. This draft changes it to every 2 years to
ensure we stay competitive in the current fast-paced market. The adjustment
would be made to half of the departments each year, so they are covered every
two years. The Council would still have the discretion to make any special
adjustments if the market it changing too quickly.

•

Level of Compensation: Instead of paying at the 60th percentile, the new draft
outlines a compensation level that is different for entry level positions than
subsequent positions. This was changed for two reasons, first to remain
competitive through the 2-year cycles, and to help employees better understand
the policy.
o Entry-level positions would be paid equal to the top-paying city. We felt
this would be best for the City in order to attract the best talent in the area
where the service is being provided directly, which is also the area where
we’ve had the most turnover or difficulty attracting applicants.
o Subsequent positions would be paid equal to the average of the top three
cities in the benchmark, but at least 10% higher than the position below
them. This allows the City to remain competitive with the market, without
needlessly paying the highest wages, but also keeps higher positions from
being equal to or less than lower positions.

•

Career Progression Opportunities: Changes were made to Advancements and
Promotions to address retention and incentive for employees to seek promotion.
o Frontline (non-supervisory) staff would be eligible for a maximum of two
advancements. An Advancement is defined as an extra pay increase that
recognizes an employee’s improved skill, knowledge, or capability.
Employees who meet the requirements for an advancement established in
each department will receive an automatic 5% wage increase.
o Promotions are defined as a movement to a higher position that
significantly increases the employee’s responsibilities and/or supervisory
duties. Under the draft policy, an employee who is promoted would
receive an increase to the minimum wage of the entering wage scale, but

at least a 10% increase. Previously it was only 5%, which for some was
not incentive enough to take on the additional responsibilities.
•

Periodic Review of the Effectiveness of the Policy: A section was added to
ensure employee input was gathered, and a periodic review by the Council to see
if changes to the policy are needed. This keeps the policy updated with the
changing environment over time.

•

Communication of the Policy: A section was added that gives direction to the
Administration on communicating the policy to the staff and potential candidates.
This helps address some of the misunderstanding of the policy that has occurred.

Estimated Price Tag

While the Administration believes the revised policy would better achieve the goals of
the City, the estimated price tag is approximately $760,000 which the Administration
recognizes is an issue that would need to be addressed with the City Council.

Goals of Discussion

Introduce the draft policy to the Council as a first read, walk through the main points, and
discuss issues.

RECRUITMENT & RETENTION POLICY
(DRAFT v1.7)
1) PURPOSE
A. The purpose of this policy is to establish a planned approach to ensure that Syracuse
City attracts the best talent possible, and motivates and retains that talent for the
overall benefit of the citizens.
B. It is essential that Syracuse City recruits and retains the best talent possible to ensure
the most efficient use of City resources. Excessive turnover and any lack of direction
provided by City leadership will produce inefficiencies that waste City resources, and
will degrade the quality of service provided to the citizenry.

2) COMPONENTS OF THE POLICY
A. Leadership & Responsibility
Executive/Administration
As the Executive/Administrative branch of Syracuse City, the leadership and responsibility
for creating an environment that breeds productive, dedicated, and engaged employees lies
primarily with the City Manager, and ultimately with the Mayor, with the support of the
department heads and the City Council.
City Council
The City Council will be tasked with reviewing programs and policies proposed by the City
Manager and/or Mayor, and adopting policies that align with the purpose of this policy.
Employees
Employees are responsible for bringing a positive, constructive approach to the workplace.
Issues affecting recruitment and retention are to be addressed by employees in a professional
and constructive manner.

Draft v1.7
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B. Employee Compensation Policy
It is the general policy of Syracuse City that it will compensate its employees on a merit
based system in a manner that is competitive with the market, for wages and benefits.
Overcompensating does not ensure the best service, and undercompensating erodes the
City’s ability to attract and retain quality employees.
C. Administration of the Policy
1. Comparison Market
(a) Benchmarking of Comparison Entities
(i) Wage scales for all positions will be benchmarked against the following core
cities:
1. Roy
2. Clinton
3. Clearfield
4. Layton
5. Kaysville
6. Farmington
7. West Point
(ii) In addition to the core cities, the following cities/entities will be
benchmarked in these respective departments:
1. Public Works: Maintenance Workers, Crew Leaders, and
Superintendents
a. North Davis Sewer District
b. Central Davis Sewer District
c. Weber Basin Water Conservancy District
d. Davis & Weber Canal Company
e. Roy Water District
2. Fire Department
a. North Davis Fire District
2

b. South Davis Metro Fire District
c. Weber Fire District
d. North View Fire District
(iii) Subject to consent by the City Council, a city/entity that is not included in the
core lists above may be added to the benchmark list for any given position if
all of the following parameters are met:
1. The population, customers served, number of employees, or size of
service area are similar (within 30%) to that of Syracuse City.
2. The job duties and/or level of responsibility of the comparable position is
arguably the same or more similar to Syracuse City than a city/entity in
the core list.
3. The comparable city/entity is located within either Davis or Weber
counties.
(iv) Subject to consent by the City Council, a benchmark city/entity may be
removed from the core lists above if any of the following parameters are met:
1. The job duties and/or level of responsibility of the comparable position is
substantially different than the same position in Syracuse City.
2. The wage scale data published by the city/entity is older than 6 months,
and more updated numbers cannot be obtained.
3. The wage scale data published by the city/entity differs from their
advertised job announcements without a reasonable explanation.
(b) Gathering Benchmark Data from Comparison Cities/Entities
(i) The wage benchmarking process will happen once per year, typically in
February, and in preparation for the annual budget.
(ii) The City will primarily rely on the Technet system, or other similar
cooperative data sharing platform to gather wages scales from other cities
and entities. At the discretion of the City Council, a third-party contractor
may be used to gather the data instead of Technet.
(iii) The benchmarking data for each position will be verified with the official
wage scales of each city. City administration will check for errors,
inconsistencies, or other flaws. City administration will make any necessary
corrections, and conduct any additional research needed to ensure the
integrity of the data.
(c) Periodic Market Adjustments
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(i) Every two years, the wage scales for each department will be reviewed and
adjusted to comply with the policy’s level of compensation outlined below.
This process will occur during the annual preparation of the budget, with
associated wage adjustments becoming effective the first pay period of July.
Wages will be adjusted commensurate with the wage scale, unless otherwise
determined by the City Council. Where possible, these reviews should
coincide with the regularly scheduled in-depth review of each department’s
operations conducted by the City Council.
(ii) The departments will receive their wage scale review in the following order:
1. Year 1: Public Works, Admin Services, Courts/Records, CED
2. Year 2: Police, Fire, Parks & Recreation
2. Level of Compensation
(a) Setting Wage Scales
(i) Coinciding with the Periodic Market Adjustments for each department, wage
scales for regular frontline entry level positions will be set equal to the top
paying city/entity in the benchmark.
(ii) Coinciding with the Periodic Market Adjustments for each department, the
wage scales for each successive position from the entry level will be set at
the average of the top three cities/entities, however each position’s wage
scale will be at least 10% higher than the position below.
(iii) At any time, the City Council may adjust a position’s wage scales to be
different than the policy standard above to address competitiveness and labor
market issues.
(b) Career Progression
(i) Advancements: An Advancement is defined as an extra pay increase that
recognizes an employee’s improved skill, knowledge, or capability. Some
advancements also include a change in title to a higher position in the wage
scale, but typically does not include a significant increase in the employee’s
responsibilities or supervisory duties (e.g. Maintenance Worker 1 to a
Maintenance Worker 2). Frontline (non-supervisory) employees who meet
the requirements for an advancement established in each department will
receive an automatic 5% wage increase. Employees that also move to a
higher titled position will receive at least the minimum of the wage scale of
the new position. Each employee in a frontline position is eligible for a
maximum of two advancements.
(ii) Promotions are defined as a movement to a higher position that significantly
increases the employee’s responsibilities and/or supervisory duties. An
employee who is promoted will receive an increase to the minimum wage of
the entering wage scale, but at least a 10% increase.
4

(c) Annual Merit Increases
(i) Syracuse City has adopted a “pay for performance” ethic, and therefore does
not use programmed step increases or cost of living increases based on time
of service. A merit-based system is created to encourage continuous
improvement of employees, for the overall benefit of the City.
Commensurate with employee performance and improvement, the City
Manager will administer a system that provides a path for employees to
progress through the salary and wage scale for each position
(ii) In order to determine the budgeted amount for merit increases, the Council
will:
(a) Calculate the moving average of wage increases for the last 3
years of benchmark cities/companies; and
(b) If the calculated average wage increase of benchmark cities
in a given year is greater than 150% of the average of the
previous two years, the Council will discuss the situation to
determine if a special adjustment can be approved in order to
stay competitive with a rapidly changing market.
2. Each department will be allotted a proportional share of the budgeted
merit increase dollars based on the following formula:
Dept Share of Budgeted Merit Increase Dollars= (Average merit
increase approved by the City Council) X Total payroll of the
department
Note: Department heads will be considered a separate pool for these
purposes.
(i) For each department, the average evaluation score will be calculated. The
average score will be targeted to receive the average merit increase. Scores
above the average evaluation will be provided a higher merit increase, and
scores below the average will be provided a lower merit increase.
Nevertheless, in no case shall the highest merit increase be higher than 50%
above the average, unless approved by the City Council. Any score below a
3 will not be eligible for a merit increase.
3. Competitive Benefits Policy
(a) Every four years, the City’s benefits package will be reviewed with the City
Council to determine if adjustments need to be made.
(b) Methodology: Benefit levels will be comparable with the benchmark
cities/entities. In addition, the City will evaluate the feasibility of other benefits
that may set the City apart from the others for recruitment and retention purposes.
5

4. Reviewing Effectiveness of the Policy
(a) Every two years, the City will conduct an internal survey of employees for the
purpose of gathering input on the City’s recruitment and retention efforts.
(b) Every four years, the City Council and Administration will conduct a
comprehensive review of this policy to evaluate its effectiveness in achieving its
purpose.
5. Communication of the Policy
(a) The Administration will produce materials and information that outlines the
predictable and stable nature of career progression outlined in this policy in a
way that employees will be able to reasonably understand and envision a future
with the City.
(b) The Administration will produce materials and information for employees that
clearly outlines the level of compensation outlined in this policy.
(c) The City will utilize the following venues and outlets for communication of the
policy:
(i) Written material during the on-boarding process.
(ii) Electronic information accessible to the employee through intranet or similar
means.
(iii) Periodic presentation of the policy in all-employee meetings or open
enrollment meetings.
(iv) Written and electronic material available to potential candidates through the
website or other similar means.
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Agenda Item “g”

Parks and Recreation Quadrennial Review

Factual Summation
• Any questions regarding this agenda item may be directed to Kresta Robinson, Parks and
Recreation Director or Chad Smout, Parks and Recreation Assistant Director,
•

The Parks and Recreation Department is pleased to be able to present and discuss an
in-depth review of the department with the City Council. We hope the discussion yields
insight and support for current and future services.

Discussion Goals
The following items outline the goals of this discussion:
•

•

•

Department Vision Statement(s) Review
• Vison Statement #1
• Master Plan
Vision
Statement #2
•
• Variety of Programming
Vision
Statement #3
•
• Financial Analysis (Self-Sustainability)
• Programming Statistics
• Vision Statement #4
• CIP
• Park & Community Center Maintenance Checklists
Future Considerations
• Personnel & Organization
• Parkland Acquisition
• Cemetery Expansion
• Programming Additions
• Irrigation Needs
Questions?

