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Larimer County’s Vision sets the foundation for
what we strive to achieve each day in Human
Resources. We are committed to contributing to
the innovative community in which we live, work
and play through our employees.

Our mission begins with three simple, but critical
words, “we are committed.” Each year we focus
on goals which will ultimately contribute to

the business of Larimer County, transform the
work experience, and enhance our employment
reputation. We focus on operational efficiency
(continuous improvement), innovation, culture,
and enterprise risk management. Whether we
are implementing new technologies, redesigning
and reimagining core processes, focusing on
leadership and professional development,

or launching new employee engagement
opportunities we are listening, empowering,
building trust and communication, as core to each
of our deliverables.

2021 continued our year of the COVID pandemic,
not only for our department, but all County
employees and our community. Learning to
address employees needs during a pandemic
and to continue to create progress with our

own initiatives proved to be a great effort. HR
employees persevered through, and were able to
accomplish many goals.

The following annual report outlines key
contributions in 2021, goals and aspirations
for 2022 (and beyond), and highlights

our performance measures and workforce
demographics. The members of the Human
Resources team will continue to focus on
excellence and value in our services. We are
committed to the success of Larimer County
employees and services.

Bridget Paris
Human Resources Director
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LARIMER COUNTY GUIDING PRINCIPLES

Larimer County will add value to the lives of its citizens today and in tt
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OURVISION:

The Human Resources Department will
help Larimer County Government meet
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Cultivating Being a fulfilling and
partnerships. enjoyable place to
work.

Ay & the needs of our community.
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We are committed to attracting, developing, maintaining,
and retaining a talented workforce by:

- Actively listening to our employees.
- Providing timely and accurate services.

- Empowering customers to take responsibility through
technology, training, and education.

- Modeling and encouraging a positive and healthy
work environment.

- Embracing innovation and encouraging it throughout
the organization.

- Being a trusted and impartial resource.
- Communicating respectfully, openly, and honestly.



LARIMERCOUNTY
WORKFORCE
DEMOGRAPHICS

2021 LARIMER COUNTY CENSUS 2020 LARIMER COUNTY CENSUS

2021 LARIMER COUNTY WORKFORCE
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White Hispanic/Latino Native Hawaiian/ Not Specified 2+ Races Black or African Asian (0.72%) American Indian
(9.2%) Pacific Islander (6.87%) (1.62%) American (0.72%) or Alaskan Native
(6.87%) (0.62%)

EMPLOYEE COUNT 2021 WORKFORCE BY AGE
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T The temporary employee count for 2016 is higher because termination procedures of
temporary employees and clean-up weren’t completed yet.



WORKFORCE BY GENDER

1200 -

TURNOVER RATE

15

800 /

| | | | | |
2016 2017 2018 2019 2020 2021 2016 2017 2018 2019 2020 2021

EMPLOYEES ELIGIBLETO

_ RETIRE IN THE NEXT 5-10 YEARS
“ Every time | contact Human _
Resources, the staff is
knowledgeable and diligent
in getting me the solution 15 -
and/or guiding me in the
correct direction.”

REGULAR HIRES =l

2016 2017 2018 2019 2020 2021

44 These PEOPLE rock
with quick responses
and precise emails!”
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2021

ACCOMPLISHMENTS:

- Open Enrollment was completed
at 100%, meaning ALL employees
completed their open enrollment by
either enrolling or waiving benefits.
Due to COVID, we conducted this
process entirely electronically.

- We were able to hold medical rates
flat at 0% for 2022. We also had
a medical premium holiday for
employees in December 2021.

- We added the $0 Knee Arthroscopy
pilot program with Healthcare Blue
Book and Meritain for 1/1/21. We
have seen excellent utilization and
expanded this to include other
musculoskeletal procedures and
“green” providers for 1/1/22.

2022 GOALS:

- To further expand staff educational
resources to help employees learn
about Larimer County benefits.

- Establish additional direct
contracting opportunities with local

healthcare providers to add access to

Larimer County health plan-covered
members for behavioral health
services.

+ Maintain or increase utilization
of FREE medical benefit vendor
resources, such as Virta (diabetes
management), Hello Heart
(hypertension management),
Healthcare Bluebook, and 2nd MD
(second opinion medical service).

BENEFITS STAFF:

- Jennifer Whitener, Benefits Manager

- Rachel Sporleder, Benefits Team Lead

- Kathy Harris, Benefits Specialist
- Kelly Wachtman, Benefits Technician

- Andrea Bilderback,
Health Promotion & Outreach Specialist

HEALTHCARE PREMIUM COST INCREASE

WHY DOES THIS
MATTER?

Larimer County is a self-funded
health plan. That means our
premium contributions pay our
medical and pharmacy claims.
Therefore, the more claims we
have, the more we must collect
in premiums OR by altering our
plan designs to cover this cost.
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High-Deductible
Health Plan

Choice Plan
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$12,575

B Inpatient
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WELLNESS CLINIC

Another strategy to mitigate healthcare costs has been our investment in the on-site Wellness Clinic that is available to those enrolled in the medical plan.
We believe it is critical to have independent, objective staff serving our employees who aren't tied to a particular health system. We also have full oversight
regarding the services being offered, and the quality level of care we expect our patients to receive.
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EMPLOYEES ELIGIBLE
FORTHE WELLNESS RATE

80%

BIOMETRIC RISKFACTORS

From the Biometric screenings we identified the
average number of risk factors per employee.

2019 2020 2021

PREVENTATIVE CARE

Preventive care matters. Early detection is critical when it comes to identifying
serious illnesses, and we want to encourage the use of preventive care services
since it is free to do so on our medical plans. We will continue to find and provide
preventive care screening opportunities with local healthcare providers to remove
barriers to receiving this very important care.
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EMPLOYEE
RELATIONS

»»» Create and establish a framework of support for employees, including employee
development, recognitions, employee programs, compensation, classification, and
performance management. Facilitate and strengthen the relationships between managers
and employees and provide support to re-mediate problems that surface between them.

EMPLOYEE RELATIONS STAFF:

- Christine Kuehnast, Employee Relations Manager

- Nicole Berg, Inclusion Administrator
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5 - Jennifer Zwiefka, Senior HR Generalist
- - Eileen Brittingham, Senior HR Generalist
I - Lisa Wempen, HR Generalist
0

2016 2017 2018 2019 2020 2021 ° Marcy Hamilton, Ap,O//'CQZL/‘On SU,O,OO/’ZL Technician
INVESTIGATIONS BY YEAR - Erin Schmidt, Leave Specialist

a4 All of my interactions with HR staff have been very positive. | appreciate
the work they do and the help and support they have provided with
anything | have needed. Thank you!

2021 HR Department Survey Responses

NEW BABIES

The COVID-19 global pandemic carried over into 2021, and the Larimer

County Employee Relations team continued the challenges of the COVID-19 In August °f. 2018, oy Leave Specialist
caseload and contact tracing in the midst of remote work and unique began sending Larimer County baby
employment situations. onesies to new arrivals. It's our way of
welcoming new additions to the Larimer

EMPLOYEE SUPPORT RELATED TO COVID CASES County family.
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Appreciated all the information
passed along during Covid

2021 HR Department Survey Responses
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CO M P E N SAT' O N 2021 Accomplishments:

+ Began department

& CLASSIFICATION compensaton rviws

- Began pay equity reviews

»»» Perform analysis of workforce changes and labor market trends to organize

and define different types of work and to determine employee compensation. 2022 Goals:
HIgTORg:AlégAY SO PERCENTAGE OF JOB - Continue pay equity reviews
INCREASE COMPARISON DESCRIPTIONS UPDATED

5% Having correct and accurate job descriptions helps

ensure equity across the County.
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TRAINING

»»» |dentify and deliver various training programs to enhance employee skills, as well as acquire new knowledge and skills.

TRAINING PARTICIPANTS
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Larimer County Trainings

800~ [ New Employee Orientation #1
Remote Work
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TOP LINKED-IN CLASSES

#3

e Linked ] Learning

Eﬁﬁm » Hours of Viewed Content: 2,392
&ngrnaf%t - Employees that Viewed Content: 728

Resolution

« Completed Courses: 2,632
TOP CLASSES IN 2021

2021 Accomplishments: 2022 Goals:
- Update training program based on survey feedback to - Implement updated training plan-make changes that

better meet staff needs in professional development. were identified in the survey.




PAYROLL

»»» Initiate and maintain employment and pay records, calculate each employee’s
paycheck, and issue paychecks.

COST PER PAYCHECK

$19.65 $20.78

2016 2017 2018 2019 2020 2021

WHY DOES THIS MATTER? PAYROLL ERRORS RESULTING

The number of manual checks IN PAPER CHECKS
issued reflects the accuracy of

our Payroll department. The lower 0.12

the number of manual checks, the 0.10

higher the accuracy. '

# 4 Had a problem
with OT pay and
it was taken care
of within hours of
my question!

2021 HR Department Survey Response

UKG MOBILE APP LAUNCH

U Employees Used the UltiPro
39 /[] Mobile App in 2021

35%

Android Users
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FEATURES | #3 - Pay Details




2021 Accomplishments: R EC R U ITI N G
- Recruting overhaul: NEOGOV,
created training guides and »»» Find and hire people (internally and externally) to fill job openings within the

gr?(ijni,”egp;or{nﬂmg_"(';argg?eﬂzn organization; identify job requirements: attract or source qualified candidates;

entire Hiring Manager Packet
to walk through all steps of
hiring in NEOGOV. Focused on
compliance and consistancy
for process from applicant

to payroll system. Interview
overhual. Interview questions
update, interview training
guide and presentation.

+ Updated and implemented
Recruiting Policy and
Procedure

AVERAGE TIME FROM JOB
POSTING TO JOB OFFER

)
52 51 53
50 49 46

42
40

30

Updated recruiting website:
added training materials,
Hiring Manager Packet,
Interview guides and

2016 2017 2018 2019 2020 2021

questions, NeoGov replace

iCIMS
2022 Goals 2017 2018 2019 2020 2021
+ Overall increase
communication and training
for Hiring Managers “ They are
- Improving the New Hire JOB POSTINGS PER YEAR always on
e_xperience (communication, 250 top ofthings,
neeos . and ifthey
* Increase staff work-life ,
balance can'tfind an
answer, they
Recruiting Staff; always get
- Jessica Villasenor, back to you
Human Resources Coordinator . .
- Katie Chew, HR Technician ina tlme,l,y
2016 2017 2018 2019 2020 2021 manner.

- Sara Rice, HR Technician
2021 HR Department Survey

AFFIRMATIVE ACTION BY THE NUMBERS:
MINORITY AND EQUAL EMPLOYMENT OPPORTUNITY JOB CODES

As we continue to work on inclusion at the County, recruiting a diverse workforce remains a priority for Larimer County. Occupational Groups identified with less representation will be
addressed through recruiting strategies and the County’s Affirmative Action Plan. A similar or bigger size pie slice tells us that we're meeting the mark in that EEO job code; pies that are

smaller give us room to improve.
LARIMER y
COUNTY 4
GOVERNMENT

ADMIN OFFICIALS & PROTECTIVE SERVICE &
SUPPORT ADMINISTRATORS SERVICES MAINTENANCE

INCORPORATED
LARIMER
COUNTY




ADMIN SERVICES

EMPLOYEES BELIEVE INFORMATION IS
EASILY ACCESSIBLE

100%

93%

90%
(1)
87%  87% 8%

2019 2020

AVERAGE OPEN RATE
FOR HR COMMUNICATION

81%
.-”.

80%

63% 3%/
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57%
.

2021 HR Department Survey Response 2019

HUMAN RESOURCES PROGRAMS

TUITION
INNOVATION 2ND LANGUAGE EMPLOYEE OF
AWARDS REII\PIIggI(R;SRiI\I\I:IENT COMPENSATION REMOTE WORK | LEAD BY DESIGN THE MONTH LONGEVITY

The Innovation Awards The Tuition The Second The Remote Work The Lead by Design Every month, the We look forward
Program is an annual Reimbursement Language program Program allows program is a specific  Employee of the Month  to celebrating our
award. Applications for  Program is to provide  is to encourage and  employees to work at  training designed to committee reads long-term employees
innovative updates and  tuition assistance recognize employees  a worksite other thana identify upcoming  through nominations to  and their milestone
ideas are submitted,  through a non-taxable ~ who use a second County office or other  leaders and build their  choose one employee  anniversaries. Every
then voted on by reimbursement language to serve the  County location for all  skills and confidence  as the Larimer County  quarter we recognize
leadership teams. program administered  customers of Larimer  or part of their work  in taking on new roles Employee of the employees for their 5,
by the HR Department. County. week. throughout Larimer Month. 10, 15, 20, 25 and 30+
County. year anniversaries.

Administrative Staff WEBSITE STATISTICS

Nicholas Cole, Business Operations Manager

Katie Lewis, Business Operations Coordinator TOP 3 PAGES IN 2021 VISITORS PAGE VIEWS:

Valerie Douglas, Administrative Assistant I/ - Careers (27.97%) - 2017: 110,584 - 2017: 969,892

- Benefits (13.18%) - 2018: 60,499 - 2018: 310,121

- Job descriptions (8.9%) - 2019: 60,053 - 2019: 289,803
- 2020: 76,529 - 2020: 314,786

Judy Shimkus, Application Support Specialist
Jennifer Glover, Communication & Media Specialist

Betty Henson, Human Resources Clerk - 2021: 92,448 . 2021: 351,290




