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October 19, 2021 Planning and Zoning Commission Meeting Minutes

Conduct a Public Hearing and Consider a Request to Amend the Development Regulations
of Planned Development PD No. 108 Office "O", District F, to repeal Ordinance No. 3815-
4-21, and to adopt a Zoning Exhibit, Concept Plan, Landscape Plan, and Building
Elevations Relating to the Use and Development of Lot 7, Block G, Bray Central One,
Generally Located at the Southwestern Corner of the Intersection of Exchange Parkway
and Raintree Circle. (ZN-072321-0013) [Convenience Store with Fuel Sales-905 Exchange
Pkwy]

Mr. Kurbansade presented the item to the Commission and noted that staff is recommending denial of the
agenda item.

David Hicks, Applicant, 401 Woodlake Drive, Allen, TX, gave a brief overview of the project, and
requested the Commissioners to approve the request as presented.

Chair Trahan opened the public hearing.
With no one speaking, Chair Trahan closed the public hearing.

The Commission discussed the following:
* The change in current land use;

* Detention pond; and

* The permitted land uses in District F.

Motion: Upon a motion by Commissioner Wright, and a second by Ist Vice-Chair Metevier, the
Commission voted 5 IN FAVOR, and 0 OPPOSED to recommend approval of the request to
Amend the Development Regulations of Planned Development PD No. 108 Office "O", District
F, to repeal Ordinance No. 3815-4-21, and to adopt a Zoning Exhibit, Concept Plan, Landscape
Plan, and Building Elevations Relating to the Use and Development of Lot 7, Block G, Bray
Central One, Generally Located at the Southwestern Corner of the Intersection of Exchange
Parkway and Raintree Circle, as presented.

The motion carried.

ATTENDANCE:

Commissioners Present:
Ben Trahan, Chair

Dan Metevier, 1% Vice-Chair
Brent Berg

Jason Wright

Kenneth Cook

Commissioners Absent:
Elias Shaikh, 2" Vice-Chair
Michael Smiddy
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CITY COUNCIL REGULAR MEETING AGENDA COMMUNICATION

o7
AGENDA DATE: November 9, 2021
AGENDA CAPTION: Authorize the City Manager to Execute a Meet and
Confer Agreement with The Allen Police
Association.
STAFF RESOURCE: Eric Strong, Deputy City Manager

PREVIOUS COUNCIL ACTION:
The City Council voted 6-1 to authorize the Meet

and Confer process on February 26, 2019.

STRATEGIC PLANNING GOAL: Safe and Livable Community for Al
BACKGROUND

In February of 2019, the Allen City Council voted on a petition that was submitted by the Allen Police
Association (APA). The petition sought to have the APA recognized as the sole and exclusive
bargaining agent for the members of the City of Allen Police Department and authorized staff to
proceed with the Meet and Confer process pursuant to Subchapter B, Chapter 142 of the Teas Local
Government Code.

After having met with the APA leadership two times, City Staff has successfully reached an agreement
in principle in regard to Meet and Confer. The proposed agreement is attached to this correspondence.
The major points of this deal are summarized below:

1. The agreement takes effect immediately, with the exception of items that cost money. Those
items will be implemented mid-year if budget projections support the funding of those items (as
determined by City Management). If budget projections do not support funding those items, they
will be implemented on October 1, 2022, pending budget approval by the City Council.

2. We have agreed to continue our pay strategy that has been in effect for several years, with one
exception. We will still gather market data and implement market-based increases on October st
of each year. However, since other agencies are doing the same thing, we will bump the market
rate up by 2% to factor in the raises that other agencies will be receiving in October. This 2%
pay bump will cause a one time cost increase for the city in order alter the benchmark we
compare to. However, this ensures that we don’t immediately fall behind in pay.

3. We have agreed to implement a “shift differential” pay of $200 per month. Any officer that is
regularly working the night shift during the month will receive this extra pay.

4. We have agreed to implement an “educational pay” program. Officers with certain degrees will
be compensated an extra monthly stipend for those degrees.

5. We have agreed to a stipend of $100 per month for members of the SWAT team.



N
The full agreement is attached for your review. The APA has voted on the attached agreement, and
voted 102-0 (out of 137 eligible voters) in favor of the proposed agreement.

BUDGETARY IMPACT

Estimated recurring costs are $120,000, in addition to a one time expense of approximately $250,000.
Funds will come from General Fund Revenues.

STAFF RECOMMENDATION

Staff recommends that the City Council Authorize the City Manager to Execute a Meet and Confer
Agreement with The Allen Police Association.

MOTION

I make a motion to authorize the City Manager to execute a Meet and Confer Agreement with The
Allen Police Association.

ATTACHMENT

Allen Police Meet and Confer Proposed Agreement


https://legistarweb-production.s3.amazonaws.com/uploads/attachment/pdf/1123120/Allen_Police_Meet_and_Confer_Agreement_10-12-21__002_.pdf

MEET AND CONFER AGREEMENT
BETWEEN
THE CITY OF ALLEN, TEXAS,
AND

THE ALLEN POLICE ASSOCIATION

October 1, 2021

Through

September 30, 2024
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THIS AGREEMENT (as defined below) is entered into in Collin County, Texas, by and
between the Allen Police Association and the City of Allen, Texas, a Texas home rule municipal
corporation. The Parties agree as follows:

ARTICLE 1 — DEFINITIONS

The following terms, abbreviations, and acronyms shall have the meanings stated below whenever
referenced or used throughout this Agreement:

e Agreement shall mean this Meet and Confer Agreement effective for the period of October
1, 2021 through September 30, 2024.

e Association shall mean the Allen Police Association (APA) or any other successor
organization or entity duly authorized to represent Police Officers, as defined herein.

e City shall mean the City of Allen, Texas.

e Market Data shall mean the City’s Compensation Plan Administration—Sworn Positions
(June 2014), attached hereto as Exhibit 1.

e M&C shall mean the Meet and Confer process as defined by Subchapter B of Chapter 142
of the Texas Local Government Code, as amended.

e Parties shall mean the City of Allen and the Allen Police Association.

¢ Police Officers shall mean permanent, full-time Police Department personnel employed in
the rank of Lieutenant, Sergeant, Corporal, and Police Officer. It shall also include full-
time Police Department personnel employed in any other sworn rank created during the

term of this Agreement below the rank of Deputy Chief.

e TLGC shall mean the Texas Local Government Code, as amended.

ARTICLE 2 — AUTHORITY, RECOGNITION, AND DURATION

Section 1. Authority

The City and the Association have voluntarily met and reached agreement on the conditions set
out in this Agreement pursuant to the provisions of the TLGC, Chapter 142, Subchapter B. To the
extent that this Agreement is in conflict with any provision in General Orders 300 (Complaints
and Discipline), 1600 (Career Development), 1700 (Hiring) and 3700 (Promotion), all as may
hereafter be amended, the provision of the foregoing General Orders specifically shall control.
Moreover, other terms and conditions of employment for City employees also shall apply to all
Police Officers, except to the extent of any conflict with this Agreement.
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Section 2. Recognition

The City recognizes the Association as the sole and exclusive M&C agent for all covered Police
Officers, pursuant to Section 142.053 of the TLGC.

Section 3. Duration

This Agreement shall be effective beginning October 1, 2021 (the “Commencement Date’’), upon
ratification by the covered employees pursuant to a vote conducted by the Association and upon
approval of the City by its City Council, in accordance with Chapter 142 of the TLGC; however,
in the event the City Manager in his sole discretion determines that midyear budget projections
dictate a later commencement date, then certain provisions contained in this Agreement shall
commence as of such date, as specifically referenced in such provisions. This Agreement shall
expire at midnight, September 30, 2024, unless extended by written, mutual agreement.

The City presently intends to continue this Agreement each fiscal year through its term, and to
fully and promptly perform all of the obligations of the City under this Agreement. All obligations
of the City shall be paid only out of current revenues, reasonably anticipated and appropriated for
such purpose by the City Council, in compliance with the Texas Constitution, Article XI, Sections
5 and 7. In the event that the City cannot meet any of its funding obligations, as provided in the
Texas Constitution, this entire Agreement becomes null and void.

In the event the City Council fails to appropriate funds in any fiscal year of this Agreement in an
amount sufficient to meet any City obligations hereunder, this Agreement shall terminate and shall
be null and void in its entirety on the first date that such funding is not met pursuant to this
Agreement.

If at any time during the term of this Agreement, or any extension thereof, the electorate of the
City subjects the City to a rollback election; and, as a result of such rollback election, the City
suffers a reduction in revenues due to a reduction in the tax rate, the City agrees to reopen the
salary and other compensation provisions of this Agreement for the purpose of renegotiating the
same. If sixty (60) calendar days after these negotiations begin, no agreement has been reached,
this Agreement shall terminate and be null and void in its entirety if approved by the City Council.

Section 4. Complete Agreement

This Agreement constitutes the entire Agreement between the City and Association; and no party
is bound by any contract, condition, or stipulation, understanding or representation not contained
herein. It is understood and agreed that this Agreement may only be amended in writing by mutual
consent of the City and the Association.

Section 5. Applicability

Unless otherwise specified, this Agreement applies to all Police Officers employed by the City,
excluding the Police Chief and any Assistant Police Chiefs or Deputy Police Chiefs.
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ARTICLE 3 — BASE SALARY

Section 1. Wages

Subject to all the other provisions of this Agreement, the wages of the Police Officers covered by
this Agreement shall be paid during the term of this Agreement, in accordance with the wage rates,
terms, and conditions described in the City’s Market Comparison Analysis, as reflected in the
existing Police Pay Plan. In the event the Police Department is authorized to create any additional
sworn rank, the Parties shall meet to discuss an amendment to this Agreement specifying the salary
for such rank.

Section 2. Effective Start Date of Pay Plan

Each Police Officer’s base salary will be adjusted according to the Police Pay Plan. This
adjustment will be reflected on the first paycheck subsequent to the effective date of the Police
Pay Plan.

Section 3. Market Comparison Analysis

City staff will update the City’s Market Comparison Analysis once each fiscal year. The results
of each Analysis will be shared with Association leadership. Based upon such Analysis, the City

shall update its Pay Plan for each step and grade to reflect market plus two percent.

ARTICLE 4 — ADDITIONAL PAY

Any Police Officer shall be eligible for additional pay, such as certification, education or
assignment pay, pursuant to the terms outlined in the City’s Personnel Policies and Procedures,
the Department’s General Orders, and as may be mandated by the Texas Commission on Law
Enforcement.

ARTICLE S — SHIFT DIFFERENTIAL

Effective March 1, 2022, any Police Officer regularly scheduled to work Patrol B Shift (currently
4:00 p.m. to 4:00 a.m.), Patrol C Shift (currently 6:00 p.m. to 6:00 a.m.) and Evening Traffic Shift
(currently 3:00 p.m. to 3:00 a.m.), shall be paid a shift differential at the rate of $200 per month,
on a biweekly schedule. After the effective date of this Article, any shift that is regularly scheduled
to work after 2:00 p.m. and prior to 4:30 a.m. shall be entitled to the aforementioned shift
differential pay.
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ARTICLE 6 — EDUCATION PAY

Section 1. Education Pay

Effective March 1, 2022, any Police Officer covered under this Agreement and who has completed
his/her new hire probationary period shall be eligible for Education Pay according to the degree
held at the following compensation, once verified by the Police Chief or designee in writing to
Human Resources:

o Associates $50/month
o Bachelors $75/month
. Masters $100/month

Section 2. Eligibility

To be considered for Education Pay, a Police Officer must submit his/her diploma and/or transcript
verifying completion of the degree requirements. The Police Chief or designee shall make the
final decision as to the recognition of the degree and holds the discretion to approve only those
degrees obtained from a nationally and/or regionally accredited institution and recognized by the
appropriate state agencies. Should there be any disagreement as to the eligibility of the degree;
the Police Chief shall make the final decision. Police Officers with multiple degrees shall not be
eligible for Education Pay simultaneously. When a new degree is earned, Education Pay for that
degree shall be effective the first, full pay period following submittal of written verification of the
degree.

Section 3. Payment Rate and Schedule

Education pay shall be at the rates established in Section 1 of this Article and shall be paid on the
first paycheck of every month.

ARTICLE 7 - SWAT PAY

Effective March 1, 2022, any Police Officer who has been duly appointed by the Police Chief to
serve on the Department’s SWAT team shall be paid $100 per month while so serving, on a
biweekly schedule.

ARTICLE 8 — NO STRIKE/NO LOCKOUT

During the term of this Agreement, all members of the Association agree that it shall not cause,
counsel or permit its members to strike, slow down, disrupt, impeded or otherwise impair the
normal functions of the Police Department. The City agrees that it will not authorize, encourage
or otherwise support any lockout.
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ARTICLE 9 - BULLETIN BOARDS

Section 1. Bulletin Board Space

The Association shall be permitted to maintain, at its cost, at the Allen Police Department
Headquarters, 205 W. McDermott Drive, one (1) bulletin board to be used exclusively for
association business. This bulletin board shall be allowed by the City, and the City and the
Association mutually agree the bulletin board shall be consistent with the decor of the building,
and located in a suitable location easily accessible to the employees for the purpose of posting
notices of interest to members of the Association. The City will not allow the use of the bulletin
board on any premises of the Police Department by any other employee organization, unless such
employee organization is otherwise authorized to represent Police Officers, as defined herein.

Section 2. Indemnification of City

The Association shall defend the City and hold the City harmless against any and all claims,
demands, suits or other forms of legal action that may arise out of, or by reason of, any actions
taken by the City, or any employee of the City in complying with the provisions of this Article.
The Association and City shall jointly select and direct counsel retained for such defense, and the
Association shall further assist and cooperate with the City during said defense.

Section 3. Maintenance of Posted Materials
The Association shall be responsible for maintaining all posted materials and shall ensure that all
posted materials are compliant with any and all City policies relating to public postings. The City

shall have the authority to remove any posted materials that are non-compliant with said policies.

ARTICLE 10 - PAYROLL DEDUCTION OF DUES

Section 1. Payroll Deduction of Dues

The City shall deduct, in a manner consistent with the current pay schedule, dues in an amount
certified to be current by the Secretary/Treasurer of the Association, from the pay of those
members of the Association who individually request, in writing, that such deductions be made.
The total amount of deductions and a list of each member’s total deduction shall be remitted by
the City to the Secretary/Treasurer of the Association within fifteen (15) business days. Such
deductions may occur for Association membership, Texas Municipal Police Association (TMPA)
membership, or both. The City shall not authorize payroll deductions for membership dues on
behalf of any other employee organization, unless such employee organization is otherwise duly
qualified to represent Police Officers, as defined herein.

Section 2. Indemnification of City
The Association shall defend the City and hold the City harmless against any and all claims,

demands, suits or other forms of legal action that may arise out of, or by reason of, any actions
taken by the City, or any employee of the City in complying with the provisions of this Article.
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The Association and City shall jointly select and direct counsel retained for such defense, and the
Association shall further assist and cooperate with the City during said defense.

Section 3. Authorized Changes

The deduction amount shall remain constant until the City is notified in writing by the
Secretary/Treasurer of the Association to change the amount. The Association may change the
amount of the deduction with thirty (30) calendar days’ notice to the City in writing. Members of
the Association who wish to voluntarily initiate, or withdraw, authorization for deductions must
personally sign the appropriate form as required by the City. The City shall forward to the
Secretary/Treasurer of the Association all authorizations or cancellations of voluntary deductions
by members of the Association.

ARTICLE 11 — APA COMMUNICATIONS

When the Association has questions and/or issues regarding operational matters, including
personnel matters, the Association shall make a reasonable effort to address those issues to
departmental management. Further, in the event the City posts the Police Chief position for hiring,
the Association may request a meeting with the City Manager to discuss the attributes and
qualifications of a new Police Chief.

ARTICLE 12 - MANAGEMENT RIGHTS

Section 1. Department Management

Except as provided for by State or Federal law, or Departmental General Orders approved by the
City Council, or as expressly modified, delegated, or abridged by the provisions of this Agreement,
the City shall retain the sole, exclusive, and vested right, prerogative, power and authority to
manage the Departments and the workforce in the Departments in all respects, including, but not
limited to:

1. the right to hire, train, promote, demote, discipline, suspend, discharge, reprimand,
assign, reassign, transfer, retain, or lay off employees;

2. the right to establish, eliminate, or modify the qualifications and minimum
requirements for hiring, training, promotions, transfers, and job assignments and reassignments;

3. the right to establish, eliminate, classify, reclassify, or modify the number and types
of positions and job classifications;

4. the right to assign and direct the work of Officers, including the scheduling and
assignment and reassignment of duties, responsibilities and hours of work;

5. the right to establish, eliminate, or modify the methods, processes, means and
personnel by which operations are to be carried out;

100



6. the right to establish, eliminate, modify, review, and enforce rules and standards
governing job performance, personal conduct and appearance, uniforms and equipment, safety,
training, education, attendance, efficiency, discipline, and hear and adjudicate grievances;

7. the right to establish, abolish, or modify processes and procedures for investigating
and reviewing Officer conduct and complaints, relating to that conduct; and

8. the right to determine the wages, salaries, rates of pay, hours of work, and other
terms of employment of the Officers and employees in the Department.

Section 2. Management Rights Retained

Except as provided for by State or Federal law, or Departmental General Orders approved by the
City Council, or as expressly modified, delegated, or abridged by the provisions of this Agreement,
the exclusive rights and prerogatives of management not expressly mentioned or described by this
Article are nevertheless retained by the City and are not to be interpreted as having been
diminished, waived, or ceded in any respect. If this Agreement does not, by its terms, expressly
and specifically restrict, modify, or abridge a particular right or prerogative of management, then
the City retains such right or prerogative of management, solely and exclusively subject to State
or Federal law.

ARTICLE 13 — SAVINGS CLAUSE, PREEMPTION, AMENDMENT AND REPEAL

Section 1. Savings Clause

If any provision of this Agreement is rendered invalid by a court of competent jurisdiction, such
invalidity shall not affect any other provision of this Agreement, which shall continue to be in full
force and effect for the duration of the Agreement, and the Parties shall meet as soon as possible
to attempt, in good faith, to agree on a substitute provision. If the Parties are unable to agree within
thirty (30) days following commencement of the initial meeting, then the matter shall be postponed
until Meet and Confer negotiations are resumed. The thirty (30) day deadline may be extended by
mutual agreement by the Parties. To this end, the provisions of this Agreement are severable. This
Agreement may only be amended by written mutual agreement.

Section 2. Preemption Provision

The provisions of this Agreement shall preempt the provisions of any state statute, local ordinance,
or rule, which are in conflict herewith, except to the extent noted in Article II of this Agreement.
This preemption provision is authorized by Section 142.067 of the TLGC.

Section 3. Amendments

This Agreement may not be changed or altered in any manner except by mutual written agreement.
The Parties agree that upon mutual agreement additional provisions may be negotiated and added

as Amendments or as a Restated Agreement. Any Amendments of this Agreement shall be in
writing, shall contain an effective date, and shall be dated and signed by authorized representatives
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of the respective Parties. All Amendments shall be ratified in the same manner as provided by
state law for original ratification.

Section 4. Repeal

Notwithstanding any provision herein to the contrary, subject to the thirty (30) day negotiation
period referenced in this Section, this Agreement shall be deemed repealed and of no further force
and effect in the event that the City, through citizen initiative, ordinance or by other means, adopts
or otherwise enacts any provision granting to any Police Officers, as defined herein, any property
right, due process or “just cause” right or interest in their employment with the City; however, the
Association and the City shall have thirty (30) days following either (i) the date of canvassing of
said election or (ii) the enactment of a provision referenced herein during which thirty (30) day
period the Parties may attempt to negotiate a new M&C agreement or amendment(s) to this
Agreement.

IN WITNESS WHEREOQOF, the Parties have executed this Agreement in duplicate

originals by their duly authorized representatives, to be effective on the  day of ,
2022.
CITY OF ALLEN, TEXAS ALLEN POLICE ASSOCIATION
By:  Eric Ellwanger, By:  Mario Dmytrus,

City Manager President
ATTEST: ATTEST:
Shelley George, City Secretary , Secretary

8
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EXHIBIT 1

Compensation Plan Administration — Sworn Positions
(June 2014; Amended October 1, 2021)

Compensation Philosophy

The City of Allen’s compensation philosophy is to provide an attractive, competitive, flexible
and market- based total compensation program tied to performance and aligned with the City’s
goals and vision. The objective is to recruit and retain the high caliber of employees necessary
to deliver sustained high performance to our customers and community.

Market Cities

Addison, Carrollton, Denton, Farmers Branch, Frisco, Garland, Lewisville, McKinney, Mesquite,
Plano, Richardson.

Methodology

Data from the market cities will be used to compile and evaluate the following benchmarks for
each sworn classification:

e Minimum Pay is the minimum base pay in the specific classification range.
e Midpoint is the average of each classification’s Minimum Pay and Maximum Pay.
e Maximum Pay is the maximum base pay in the specific classification range.

Once the market city data is gathered, a table will be created listing Allen’s pay range for each
classification and the corresponding market city pay ranges. There will be instances where a
comparison city does not have a match for a specific position. In this event, no market data will
be entered for that market city. Market data collected will include:

e The minimum pay, calculated midpoint, and maximum pay annualized for each rank.
¢ An ‘average’ for the minimum pay, calculated midpoint, and maximum pay for each
rank. This is a straight average with no weighting or other calculations.

°
The Firefighter/Paramedic classification creates some complexity when making comparisons.
Allen is in the minority of communities in the way we compensate individuals who are both a
firefighter and a paramedic. Most communities pay a base salary for being a firefighter and an
additional assignment pay to their paramedics. Since Allen requires all firefighters to also be
paramedics, we do not provide paramedic assignment pay in the firefighter classification. To
accurately compare Allen’s compensation for Firefighter/Paramedic, we have to compare our

pay to:

e The pay for Firefighter/Paramedic when the comparison market city combines the
pay as Allen does (currently Addison and Frisco) or,
e The comparison market city’s base pay for firefighter plus their paramedic assignment
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pay. Since some cities have a graduated paramedic pay based on length of service, we
will utilize the‘average’ paramedic pay for those market cities.
°
Some market cities require a recruit period as part of the Firefighter/Paramedic range. These will
be evaluated, and the Minimum Pay may be determined to be above the market city’s first
step in rare instances (currently Garland).

In developing a market adjustment recommendation, we compare Allen’s maximum salary in
each classification to the average maximum salary. The maximum pay step will be adjusted to
the average maximum salary. Each lower step in that classification will be derived by
multiplying the higher step by .96, to provide for a 4% difference between the steps. This process
continues downward through the steps until the result is near the comparison city minimum pay
average for that classification. If the final step (minimum pay) falls below market average, the
entry step (minimum pay) may be reviewed/adjusted on a case-by-case basis.

If the new average maximum salary or corresponding minimum pay step falls below the existing
Allen maximum or minimum steps, the salary range will not be adjusted.

When market results from different ranks vary, the market comparison based on the straight
average will be used. As a result, each rank may receive different adjustments based entirely on
the market data.

Step Plan

Employees assigned to a step pay plan will be eligible to move a single step on an annual basis
provided their performance warrants advancement. Performance expectations will remain high
and an employee willearn the annual one-step advancement provided they meet these high
expectations. Movement is via merit, not automatic. The length of time it takes an employee to
move through the range will align with market further increasing Allen’s competitiveness. This
entails the reduction of the number of steps in the Firefighter pay range to six steps and the Police
Officer pay range to seven steps with a 4% differential between the steps.

A single step plan is effective provided high standards of performance are clearly communicated
and consistently applied. Employees meeting these high expectations move one step within their
classification on their anniversary date. No employee receives an increase based solely on time
in grade. An employee whose performance or behavior dropped below expectations (but not
significantly enough to necessitate termination) will not be eligible for a step movement for that
year.

Lump Sum Payment
Since we are retaining the requirement to perform at a high level to advance through a range,
it is fittingthat we also retain the ability to award a lump sum to deserving employees who have

reached the top of their range. The award amount will be determined as part of the annual budget
process.

10
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Administration & Maintenance of Compensation Plans

All provisions of the City’s Compensation Plan are governed by the financial condition of the
City of Allen, subject to bi-annual review and authorization by the City Manager and City
Council. The City’s Human Resources Department reviews market data annually with bi-annual
adjustments, as needed, based on funding. A combination of market surveys and internal equity
are reviewed to maintain the City’s Compensation Plans as a competitive tool for the City.
Human Resources will work with the Fire Department and Police Department staff to review the
market data and corresponding bi-annual adjustments or modifications to position ranges
and/or steps that may result from these periodic localmarket surveys, internal studies, and/or
economic conditions.

The proposed process addresses employee issues and will make our compensation and related
methodology more consistent with communities with whom we compete for employees. The
process will afford both policy makers and employees a clearly defined process that generates an
objective and transparent market analysis. The process retains the flexibility to react to changing
economic conditions while avoiding the annual uncertainty and frustrations associated with our
current methods. This is an opportune time to make the necessary adjustment to our compensation
practices. Doing so will more closely align Allen with our comparison cities and establish a
transparent system to remain competitive going forward.
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