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HR Department Mission
The Human Resources Department provides consultation and support 

to current, future and past staff. The Department helps create a safe 

and healthy work environment encouraging personal and professional 

growth and opportunity while meeting the City's mission in serving the 

citizens of Missoula. In addition, it is our mission to be excellent 

stewards of the resources and funds we have been entrusted with not 

only to be fiscally responsible, but also to ensure sustainability of the 

City’s investments. 

Vision
The City of Missoula Human Resources Department cultivates a 

welcoming environment for all staff to understand the services provided 

and seek trustworthy information to build professional and personal 

successes throughout their career with the City. The Department is a 

strategic partner working to ensure the goals and mission of the City are 

met while protecting the organization's greatest asset, the people, 

through effective risk management practices.
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Values

Integrity

Competence

Service

Safety/Wellness

Inclusion/Diversity

Key 
Services
Recruiting

Classification/Compensation

Benefits Administration

Risk Management

General Consultation

Labor Relations
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Start of 
FY23

922 Total Employees

339 Union

583 Non Union

City Employees

Union Non Union

Non Union Breakdown
Non Union Staff

Regular FT/PT/Intermittent Temporary FT/PT/Intermittent STW

7

8



7/18/2022

5

Job Postings and Hires
151   J O B   PO ST I NG S  – 1 4 5 0  APP L I C AT I ON S  – 3 9 1  H I R E S

New Hires by 
Department
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Other Key 
HR Stats

Number of 
Employees on Health 
Insurance Plan = 681

Number of Workers 
Comp Claims Filed in 
CY 2021=88

Key Achievements 
FY22
Successfully implemented a new Applicant Tracking 
System (NeoGov) to assist with all recruiting efforts.

Classified all non‐union positions under the new 
classification system and finalized pay plan policy‐soon 
to be implemented.

Completed a benefits plan audit.

Reviewed all HR and Safety policies with goal to publish 
updated manuals to staff by late summer.

Served a key role in providing Justice, Equity, Diversity 
and Inclusion training to over 100 key staff at the city. 

Began assisting planning consultant and departments 
with Emergency Planning and Business Continuity Plan 
development. 

Developed department Mission, Vision and Values

Launched Employee Survey
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FY 23 Goals
Explore new HR/Payroll system

Finalize Policy Handbook updates

Implement Pay Plan 23

Modernize recruiting practices to be more active and 
creative in our approach

Formalize city onboarding program

Department workplan for JEDI

Analyze results of Employee Survey and develop plan 
of action

Implementation of Emergency Action Plans, Business 
Continuity Plans and City‐wide Emergency 
Notification System. Develop JEDI Workplan

New Budget Requests
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New Request #1 –
Pay Plan 23
Request for approximately 3.49% increase in 
personnel budget to allow for Cost‐of‐Living 
Allowance (COLA) adjustment

AND

$680,997 for Pay Plan Implementation for 
Non‐Union, Classified Staff.

Necessary to Meet City’s 
Strategic Goals of:

Developing a plan that works to recruit and 
retain an engaged innovative and diverse staff 
at all levels…engage in recruitment and hiring 
practices aimed at creating diverse teams.

AND

In alignment with the JEDI Resolution ensuring 
equity within the workplace.
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Work Done to 
Date…

Analyzed staff pay against where they 
ought to be, based on years of service 

with the city.

All positions were reviewed under this 
model and placed into new pay 

bands.

Created and Implemented a new 
Classification Model with pay bands 

tied to market.

Why a New Pay Plan
Old Pay Plan created inequities
◦ Not tied to protected classes‐across all groups

◦ Caused by absent or unclear rules and inconsistent application of rules

◦ Caused by lack of relation to market and need to be competitive with wage

New Pay Plan will ensure 
◦ Positions are properly classified

◦ Establish clear rules for setting pay for new hires‐competitive but equitable

◦ Outline rules for pay progression 

◦ Ensure policy is followed 
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New Pay Plan
Establishes Current Equity
◦ Assigns all current staff to Target 
Market Ratio TMR (step)

Provides competitive entry wages 
while preserving internal equity 

Provides fiscal responsibility
◦ Builds longevity into step 
progression

◦ Caps staff pay at 106% of market

Full Pay Matrix‐TMR Model
Grade Minimum Years of Service with City of Missoula ‐ 13 Year

0 1 2 3 4 5 6 7 8 9 10 11 12 13

A5 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

A6 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

B7 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

B8 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

B9 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

C10 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

C11 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

C12 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

C13 91.0% 94.0% 97.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0% 106.0% 106.0%

D14 90.0% 92.0% 94.0% 96.0% 98.0% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0%

D15 89.0% 91.2% 93.4% 95.6% 97.8% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0%

D16 88.0% 90.4% 92.8% 95.2% 97.6% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0%

D17 87.0% 89.6% 92.2% 94.8% 97.4% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0% 106.0%

D18 86.0% 88.3% 90.7% 93.0% 95.3% 97.7% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0%

D19 86.0% 88.3% 90.7% 93.0% 95.3% 97.7% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0%

E20 86.0% 88.3% 90.7% 93.0% 95.3% 97.7% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0%

E21 86.0% 88.3% 90.7% 93.0% 95.3% 97.7% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0%

E22 86.0% 88.3% 90.7% 93.0% 95.3% 97.7% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0% 106.0%

F23 85.0% 87.1% 89.3% 91.4% 93.6% 95.7% 97.8% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0%

F24 85.0% 87.1% 89.3% 91.4% 93.6% 95.7% 97.8% 100.0% 101.0% 102.0% 103.0% 104.0% 105.0% 106.0%
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Implementation

All Staff receive COLA

1 July 2022

Staff below TMR receive 
adjustment

1 Jan. 2023

Equity 
Based 
COLA

COLA will be allocated in a more equitable way 
than flat % increase 

Tier I:

Grades 5 to 12 receive a $1.25/hour increase

Tier II:

Grades 13 to 27 receive a $1.00/hour increase
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Tier I Staff Statistics
146 employees receiving $1.25/hour COLA

Average Wage $21.25/hour

Average Tenure 5.15 years Chart Title

COLA ONLY TMR ADJUSTMENT

Tier II Staff Statistics
168 employees receive $1.00/hour

Average Wage $38.76/hr

Average Tenure 9.86 years

COLA ONLY TMR ADJUSTMENT
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COLA Only 
vs
COLA + TMR

COLA ONLY TMR
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Department Breakdown
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New Request #2:
Ongoing Funding 
for ATS 

$15,460

Necessary to Meet City’s 
Strategic Goals of:
Standardizing a results‐driven management 
model in all departments 

AND

Developing a plan that works to recruit and 
retain an engaged innovative and diverse staff 
at all levels…engage in recruitment and hiring 
practices aimed at creating diverse teams.
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New Request 
#3: 
Safety & 
Security

$104,623 for 
Contracted Security 
Services at City Hall

Necessary to Meet City’s 
Strategic Goals of:

Address workplace safety concerns
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New Request #4: Baseline 
Adjustments
$4,000 increase to budgeted 
amount for emergency 
communications subscription 
contract with Alertus.

$7800 increase to budgeted 
amount for the Employee 
Assistance Program. 

Necessary to Meet City’s 
Strategic Goals of:

Address workplace safety concerns

AND

Developing a plan that works to recruit and 
retain an engaged innovative and diverse staff 
at all levels…engage in recruitment and hiring 
practices aimed at creating diverse teams.
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New 
Request #5‐
Health Plan

This increase takes effect 
1/1/2023
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Gallagher Recommendations
Actuary advises the following rate 
increases to ensure our plan 
remains fiscally sound:

5.2% increase for next Calendar 
Year

How this will alter premium costs 
for staff is still being determined 
yet it is anticipated that both the 
city contribution and the 
employee contribution will 
increase equally.

Questions?
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