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Scope 

Overview of Project 
Indian River Mosquito Control District (“IRMCD”) continues to expand its ability to serve its 
constituents, and that requires attraction and retention of key talent. Therefore, an independent 
assessment was completed to determine whether the current compensation and benefits offered 
are competitive with market rates and to assist with internal equity, as applicable. 

The benchmark study focused on base compensation and analysis was completed by 
reference to multiple benchmark sources within the local market along with other 
Mosquito Control agencies in Florida. Not all agencies responded to requests for 
information. The sources included in this study are listed below: 

Martin County 
MC 

Collier County 
MCD 

East Flagler 
County MCD 

St. Lucie 
County MCD 

Amelia Island 
MCD 

Hernando 
County MC 

Orange County 
MC 

Pinellas 
County MC 

Hillsborough 
County MC 

Manatee 
County MCD 

Broward 
County MC 

Lee County 
MCD 

City of Vero 
Beach 

Volusia County 
MC 

Indian River 
County 

Citrus County 
MCD 

Jacksonville 
MC 

Florida Keys 
MCD 

Lake County Mosquito 
Management Division 

The final source, CompAnalyst, is a unique tool that allows the filtering of a scope to specific 
markets and further narrowing additional factors such as industry, revenue, or employee size. 
This tool was used to find comparable data for office and administrative type roles within 
IRMCD. The CompAnalyst source data was pulled with a specific scope customized to IRMCD. 
This scope included:  

o Location: Orlando, FL
o Industry: Public Administration
o Size: 25-50 employees

In addition to compensation, an analysis of benefits was also conducted. Benefits information 
was collected from the below counties and city municipalities in Florida, and the benefits were 
then reviewed against IRMCD benefits.  

Indian River 
County 

City of 
Sebastian 

Amelia 
Island MCD 

Lee County 
MCD 

Hillsborough 
County MCD 

Hernando 
County MC 

East Flagler 
County 
MCD 

Martin 
County MC 

St. Lucie County 
MCD 

Volusia 
County MC 

Orange 
County MC 
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Philosophy 

Compensation 
Total Compensation consists of base compensation, which is typically annual salary, bonus, 
either discretionary or tied to metrics if applicable and benefits, which includes medical, 
dental, vision, insurance, retirement contributions, and other ancillary perks provided to 
employees specific to the organization. 

When providing recommendations for total compensation, there are additional factors that 
are taken into consideration. These factors include: 

o An Organizations Pay Philosophy
o Budget and Strategic Plan of the Organization
o Job Market and Retention
o Incentives and Perks
o Succession Plans

Organizational Pay Philosophy 
What position does the Organization take when determining where in the compensation market 
are they comfortable and targeting for their compensation structure? There is no right pay 
philosophy, each Organization is unique in their approach to compensation. A few commonly 
seen examples of pay philosophies when determining a compensation structure are: 

o Pay at the 50th quartile of market data.
o Pay at 75th quartile of market data.
o Pay at 50th quartile but critical positions or hard to fill positions at 75th quartile.
o Pay 10% above market data.

Along with market data, a few additional considerations such as longevity and the experience of 
the current individual in the position. This provides employees a greater range to continue to 
grow within their role in the Organization. 

Budget 
In conjunction with determining the competitiveness of wages when compared to others is 
to ensure that the organizations budget can sustain any recommendation.  The  
Organizations method to identify and recommend annual increases should be well defined 
and communicated. Are annual increases given in tandem with annual performance reviews, 
or does the organization rely on the cost of living to provide guidance? 

Having a defined and known process will help the organization plan and budget for such 
increases and communicate expectations to staff.  Annual compensation changes should not 
be a surprise to individuals when the process and communication is consistent and clear. 
This also applies if the increase is in tandem with an annual review. Any documentation of 
performance, goals and increases should have clear expectations, metrics and 
determinations. Goal setting should include SMART goals: Specific, Measurable, Attainable, 
Realistic and Timely. 



 Compensation and Benefit Review | 3 

Job Market and Retention 
With the changes in the job market over the last few years, employers are in a tougher spot 
than ever before. Many employees left the workforce, and therefore, the number of 
candidates to job openings is significant. Employers have to evaluate all aspects of their 
organization to attract and retain talent. This goes beyond compensation and includes 
benefits and organizational culture. A few key questions, organizations need to ask is:  

o Are positions recognized and rewarded at a level that will keep the current individual
in each role?

o Is Total Compensation competitive with the market to attract talent?

Recent studies show it costs an average of 6 to 9 months of an employee’s salary to 
replace them if they leave. Some of these costs include recruiting, organizational 
knowledge, employee morale, orientation/training for the replacement, among other 
things. 

Incentives and Perks 
As aforementioned, total compensation does include factors beyond just base 
compensation. Many employers are having to evaluate these other tangible and non-
tangible benefits such as the standard medical, dental and vision but also things like 
retirement employer match contributions, time off, flexibility and work schedules.  

It is important that organizations develop a standardized and communicated compensation 
plan to retain employees and minimize turnover costs and remain competitive with 
attracting new talent. 

Methodology - Compensation 
Comparable Organizations: The compensation study performed by Rehmann was done 
consistent with the expectations outlined in the RFP.   Rehmann used multiple benchmarks from 
local city and county municipality and districts when establishing relevant benchmark 
information.  

Job Descriptions: The information provided in the Indian River Mosquito Control Districts job 
descriptions was used to determine and select the appropriate benchmark position and 
corresponding compensation data to use for comparison from each source. These factors include 
job responsibility, education and experience requirements, supervisory responsibilities and any 
additional certifications or licenses.  

Market Range: Once data was identified for each position from each source, similar jobs were 
then compared to find the market range for each position based on the 25th, 50th, and 75th 
quartiles respectively. Suggested pay rates were then found by incorporating IRMCD’s pay 
philosophy of paying 10% over market (see appendix A). Next, incumbent information was added 
and compared to the market and suggested pay data once market ranges were established. This 
identifies where each employee is compensated in relation to the market as well as to the 
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suggested pay data. This comparison highlighted any remaining outliers for undercompensated 
or overcompensated employees in regard to the suggested pay rate per position. 

Factor Analysis: The next phase of the engagement involved compensable factor analysis of each 
job to identify like positions within the organization based on following factors: education, 
experience, additional certifications and licenses, knowledge, skills and abilities, interaction and 
communication, complexity of the job, use of independent judgement, managerial responsibility, 
work environment and FLSA status.  

Salary Grades: Once the factor analysis was completed, positions were then grouped together 
based similar jobs with similar factors found it the jobs. The groupings from the analysis were 
then placed into salary grades. The grades were established by job likeness and compensation for 
each grouping, and as a result, left fourteen (14) salary grades for IRMCD (see Appendix B).  
Based on current employee tenure, grade spread was broadened to offer further advancement 
opportunity for employees with higher tenure. (Salary grade spread is maximum compensation of 
the grade minus minimum compensation divided by grade minimum compensation to get the 
range percentage.) 

Steps System: Rehmann also created pay steps for each grade. Step pay structures allow for 
clearly defined and consistent pay practices but allow the organization flexibility when COLA 
adjustments are made across the board. This type of system allows for more consistent pay 
practices, which can be easily planned and budgeted.  The tool provided as a part of this project 
allows the flexibility to update and maintain the system to ensure there is internal equity when 
placing new hires in the organization.  
The pay steps were then created using an average 3% escalator between steps with a 20 step 
system which will allow room for continued advancement.  

Escalator: IRMCD’s grade spread is 75% for all grades. The 3% increase used for the steps was 
identified by analyzing IRMCD’s last five years increases. These increases average 2.8% for merit 
and 2.04% for COLA. The steps only incorporated an annual increase as COLA changes year to 
year and can be applied to the steps each year if applicable. The starting wage for each grade 
was based on the 10% above market rates based on the IRMCD pay philosophy. 

The final step of the compensation engagement involved incorporating the current IRMCD new 
suggested pay rates within the newly established appropriate salary grades and steps. The 
incumbent information for IRMCD was incorporated once grade and steps were identified to 
show where each incumbent is in relation to the step system, and the annualized impact was 
calculated to account for specific adjustments.  

Conclusion – Compensation 
Based on the completed compensation benchmark, the Coastal Inspector I, Coastal Inspector II, 
Marine Inspector I and Marine Inspector II are compensated below market data at 25th percentile 
based on their experience and other position factors. All other positions are paid close to or over 
market data at the 50th percentile and are closer to 75th percentile for similar positions and 
experience.  
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STEPS FOR CONSIDERATION - COMPENSATION 
With this tool in hand there are several options to consider as you move forward to consider its 
adoption.   

1. The first option would be to do nothing but to understand where the organization is
positioned today based on comparative data.

2. A second option  would be to adjust only those who are below the minimum rate of their
pay grade and place them on the minimum step of the pay grade.  This would ensure that
the lowest paid employees have been brought up to market, but it would not address the
inconsistent hiring practices or future internal equity concerns that occur . (The financial
impact would be $20,363.20.)

3. The third option would be to utilize the Grade and Step System to establish a more
standardized and consistent approach to new hire placement. In this case IRMCD would
at a minimum place each employee on their corresponding step within their identified
grade.  This would acknowledge the job duties, responsibilities and requirements of the
position and the wages appropriate for those positions, (The financial impact would be
$44,363.19.)

4. A fourth scenario would be to place employees within their corresponding grade and on
the step that most closely reflects their current rate of pay, including those who fell
below market, and then move each employee up one step.  This option would set
everyone in the system and then advance them providing an annual increase which
would be considered by the board before year end. In this case employees would not
advance on the step scale until the following year.  (The financial impact would be
$101,107.10.)
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Methodology - Benefits 
Rehmann used the collected benefit information from eleven (11) other counties and districts as 
described in the scope to compare against the IRMCD’s benefit offerings. Breaking down the 
current benefit offerings into smaller buckets such as medical, dental, vision, basic life, accidental 
death, and dismemberment (AD&D), voluntary life for employees as well as dependents, 
retirement options, and longevity. Below is the comparison for how IRMCD’s benefits compare 
to the other nine districts.  

In the table below a comparison was done that will provide guidance on where the IRMCD may 
wish to look in the future to align in other benefit areas.  The GREEN areas indicate that those 
benefits are above market.  In fact, the health benefits when compared to others stand above 
the competition.  The BLUE areas indicate benefit areas that are in line with the competition. 
Finally, the RED areas indicate areas in which the organization falls below or does not offer a 
benefit.  

Benefits Above Market Consistent 
with Market Below Market 

Medical 
Copay 

Deductible 
EE Cost 

Dental 
Vision 
Basic Life 
Basic AD&D 
Voluntary life 
Voluntary ADD 
Voluntary Dependent Life X 
Voluntary Dependent 
AD&D X 

Pension 
Retirement 
Top-Out Pay 
Vacation Time 
Medical Leave 
Personal Days 
Bereavement 
Voting Time 
Holidays 



 Compensation and Benefit Review | 7 

 

 

Other       
    

Conclusion – Benefits 
 
The completed benefit benchmark indicates that Indian River Mosquito Control Districts 
benefits, when compared to similar organizations are in line and slightly better than the market. 
IRMCD’s medical is above market in employee cost, deductible, and co-pays. Dental and vision 
plans are similar when compared to other agencies. One trend that was identified, is other 
agencies have more than one dental and vision plan. IRMCD’s plans are consistent with the base 
plans offered by other agencies.  
 
Insurance: Employer paid Life, and AD&D coverages are above market. Of the eleven other 
agencies evaluated, five paid basic life at 1x an employee’s base earnings, the other six were 
below that threshold.  Voluntary employee life and AD&D were in line with market, allowing an 
employee to buy up and over the employer provided. Voluntary dependent life and AD&D were 
below market. IRMCD does not offer this as an added benefit, whereas three agencies offer 
voluntary spouse life and AD&D between $150k-250k but not to exceed 50% of the employee 
election or up to the employee elected amount. Seven others offered volumes less than $150k 
or were combined with child life. Only one other agency did not offer dependent life or AD&D.  
 
457 B Plan: Indian River Mosquito Control District is also right in line with market with 
participation in the Florida Pension System with a contribution of 3% of annual earnings as well 
as participation in a 457(b) deferred comp plan that is fully employee funded. Only one agency 
was contributing an employer contribution to both the FRS and 457(b). 
 
Paid Time Off: Vacation time is in line with market, however, there were three agencies that 
were above market and above what IRMCD offers. Two of those three started the vacation time 
buckets at 18 days and the third at 28 days. Another benefit that was in line with market was the 
medical leave or sick leave at 96 hours per year. The sick time offered was consistent with all 
agencies who offered this benefit. Above market, personal time of 1 day is more than most other 
agencies. Only two other agencies offered personal time in addition to sick time and vacation 
time. Bereavement leave is consistent with market, but other agencies have started offering 
more time for immediate family, up to 5 days. Voting time is also above market, only one other 
agency offered any time off to vote. Employer paid holidays is consistent with the market at 11 
paid employer holidays. Other agencies have added 1-2 days of floating holidays for a total of 11 
or 12 employer paid holidays as well as Juneteenth.  
 
Additional Benefits: Other ancillary benefits that IRMCD offers is accident, hospitalization, 
cancer, critical illness, and flexible spending accounts. These are all in line with ancillary benefits 
offered by similar agencies.  
 
Based on the findings of this review, overall IRMCD benefits are either consistent with or above 
market, there was only a few benefits that are slightly behind market.  
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STEPS FOR CONSIDERATION - BENEFITS 

The benefit levels offered by IRMCD are competitive and in some key areas exceed the market 
comparable.   The benefits that were not offered by IRMCD or that could be adjusted slightly 
would include:   voluntary dependent life and AD&D coverages.  In addition, there are a number 
of organizations that observe holidays that IRMCD does not. 

Keeping a close eye on benefit enhancements with other agencies will be important.  There are a 
couple of benefits that the organization may wish to consider as some of the benchmark 
organizations have already started to blaze the trail.  These include paid parental leave benefits 
and Tricare supplemental plans. These plans are great for veterans who are covered under 
Tricare but adds an additional level of coverage for them and any covered dependents.  

If the organization made no changes to their existing plans they would remain above market in 
the key benefit categories.  It will be important to continue to maintain high quality benefits to 
provide your continued competitive advantage. 

Closing 
This report provides our methodology and findings for the compensation benchmark analysis, 
wage matrix, job factor analysis, salary grading, pay steps and benefits benchmark analysis for 
Indian River Mosquito Control District. Please carefully review each of the salary tools provided 
as part of the scope of this engagement, Rehman would be happy to review these for any 
clarification or questions.  

We want to thank IRMCD for giving us the opportunity to assist in creating an equitable and 
market driven compensation program. Implementing the identified compensation program will 
assist IRMCD not only in recruiting and retaining employees but providing pay equity across the 
board for each role.  

It has been a pleasure to work with your team. We at Rehmann wish you prosperity and success 
at Indian River Mosquito Control District! 
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Appendix A 

Job Title 25th 50th  75th 
Grade 
Range 

Grade One $ 17.16 $ 30.09 75% 

Maintenance Assistant I 

Impoundment Operator I 

Fiscal Coordinator 

Grade Two $ 19.88 $ 34.86 75% 

Maintenance Assistant II 

Lab Tech 1 

Surveillance Coordinator 

Coastal Inspector I 

Grade Three $ 20.90 $ 36.65 75% 

Payroll Coordinator 

Marine Inspector I 

Fiscal Specialist 

Aerial Coordinator 

Impoundment Operator II 

Grade Four $ 23.83 $ 41.79 75% 

Coastal Inspector II 

Payroll Specialist 

ULV Coordinator 

Grade Five $ 24.67 $ 43.23 75% 

Lab Tech II 

Surveillance Specialist 

ULV Specialist 

Grade Six $ 25.11 $ 44.03 75% 

Marine Inspector II 

Grade seven $ 25.63 $ 44.94 75% 

Larvicide Foreman 

Entomologist I 

Aerial Specialist 

Project Manager 

Grade Eight $ 26.29 $ 46.10 75% 

Human Resource Generalist 

Entomologist II 

Grade Nine $ 27.23 $ 47.75 75% 

Senior Entomologist 

Grade Ten $ 29.63 $ 51.96 75% 
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IT Specialist 

Larvicide Supervisor 

Maintenance Supervisor 

Grade Eleven $ 30.92 $ 54.22 75% 

Research Entomologist 

Grade Twelve $ 44.21 $ 77.52 75% 

IT Supervisor 

Grade Thirteen $ 39.39 $ 69.07 75% 

Director of Finance and Support 
Services 

Director of Operations 

Director of Scientific Programs 

Grade Fourteen $ 52.67 $ 92.36 75% 

Executive Director 
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Appendix B 

Note this table is reflective of comparative data of the benchmark communities. This has not been adjusted to reflect any 

organization’s minimum rates which may be set above the benchmark.  When a current minimum is above the benchmark an 

organization can choose to alter the minimum or apply a policy to adjust hiring at a higher step. In this case no employees are 

impacted. 

Job Titles 25th 50th 75th 25th 50th 75th
Fiscal Coordinator

Impoundment Operator I
Maintenance Assistant I

Coastal Inspector I
Lab Tech I

Maintenance Assistant II
Surveillance Coordinator

Aerial Coordinator
Marine Inspector I 

Fiscal Specialist
Impoundment Operator II

Payroll Coordinator
Coastal Inspector II

Payroll Specialist

ULV Coordinator
Lab Tech II

Surveillance Specialist
ULV Specialist

Marine Inspector II $22.83 $31.43 $40.03 $25.11 $34.57 $44.03
Aerial Specialist
Entomologist I

Larvicide Foreman 

Project Manager
Entomologist II
HR Generalist

Senior Entomologist $24.75 $34.08 $43.41 $27.23 $37.49 $47.75

IT Specialist

Lavicide Supervisor
Maintenance Supervisor
Research Entomologist $28.11 $38.43 $49.29 $30.92 $42.27 $54.22

IT Supervisor $40.19 $50.08 $70.47 $44.21 $55.09 $77.52
Director of Scientific Programs

Director of Finance and Support 

Director of Operations
Executive Director $47.88 $60.13 $83.96 $52.67 $66.14 $92.36

Commissioner $0.00 $4,800.00 $0.00 - $4,800.00 -

2023 Salary Benchmark Survey

$35.81 $49.30 $62.79 $69.07$54.23$39.39

$26.94 $37.09 $47.24 $29.63 $40.80 $51.96

$41.91$32.90$23.90 $26.29 $36.20 $46.10

$32.08$23.30 $40.85 $25.63 $35.29 $44.94

$24.67 $43.26$33.97$39.33$30.88$22.43

$41.79$32.81$23.83$37.99$29.83$21.66

$19.00 $33.32 $20.90 $36.65$28.78$26.16

$19.88 $34.86$27.37$18.07 $24.88 $31.69

Indian River Mosquito Control District's stated pay 

philosophy is pay 10% above Market

Benchmark Market Data Based on Current Wages
Benchmark Market Data Based on Pay 

Philosophy & Base Wages (*Suggested)

$17.16 $23.63 $30.09$15.60 $21.48 $27.35





Hourly 
Minimum

Annual 
Minimum

Midpoint Midpoint
Hourly 

Maximum
Annual 

Maximum

Marine/Coastal Inspector I 101 $17.34 $36,067 $18.04 $37,513 $18.73 $38,958 $18.10 $37,648 $18.80 $39,104 $19.50 $40,560
Fiscal Coordinator 

Payroll Coordinator

Marine/Coastal Inspector II 103 $19.11 $39,749 $23.90 $49,702 $28.68 $59,654 $19.88 $41,350 $24.67 $51,303 $29.45 $61,256
Impoundment Operator I 104 $20.07 $41,746 $25.09 $52,187 $30.11 $62,629 $20.84 $43,347 $25.86 $53,789 $30.88 $64,230

105 $21.08 $43,846 $26.35 $54,798 $31.61 $65,749 $21.85 $45,448 $27.12 $56,399 $32.38 $67,350
ULV Coordinator

Maintenance Assistant I

Fiscal Specialist

Payroll Specialist

Lab Tech I

Impoundment Operator II

Larvicide Forman I

Aerial Coordinator 

Surveillance Coordinator

107 $23.24 $48,339 $28.47 $59,207 $33.69 $70,075 $24.10 $50,128 $29.28 $60,902 $34.46 $71,677
HR Generalist 108 $24.39 $50,731 $29.89 $62,161 $35.38 $73,590 $25.16 $52,333 $30.66 $63,762 $36.15 $75,192
Maintenance Assistant II

ULV Specialist

Lab Tech II

Aerial Specialist

IT Specialist

Surveillance Specialist

Biologist/Entomologist I 110 $26.90 $55,952 $32.96 $68,546 $39.01 $81,141 $27.67 $57,554 $33.73 $70,148 $39.78 $82,742
Maintenance Superviosr

Larvicide Supervisor

Project Manager

112 $29.66 $61,693 $36.33 $75,566 $43.00 $89,440 $30.43 $63,294 $37.10 $77,168 $43.77 $91,042

$66,882 $37.92 $78,874

111 $28.24 $58,739 $34.61 $71,978 $40.97 $85,218 $29.01 $60,341 $35.37 $73,559 $41.72 $86,778

$37.14 $77,251 $26.39 $54,891 $32.16109 $25.62 $53,290 $31.38 $65,270

Pay 
Grade

Hourly 
Minimum

Annual 
Minimum

Midpoint Midpoint
Hourly 

Maximum
Annual 

Maximum

Advanced Certificate

INDIAN RIVER MOSQUITO CONTROL DISTRICT
2022‐2023 PAY GRADES

Title

106 $22.13

102 $18.21 $37,877 $22.76 $47,341 $27.31 $56,805 $18.98 $39,478 $23.53 $48,942 $28.08 $58,406

$46,030 $27.67 $57,543 $33.20 $69,056 $22.90 $47,632 $28.43 $59,134 $33.96 $70,637



Hourly 
Minimum

Annual 
Minimum

Midpoint Midpoint
Hourly 

Maximum
Annual 

Maximum

Pay 
Grade

Hourly 
Minimum

Annual 
Minimum

Midpoint Midpoint
Hourly 

Maximum
Annual 

Maximum

Advanced Certificate

Title

IT Supervisor 113 $31.14 $64,771 $38.15 $79,352 $45.16 $93,933 $31.91 $66,373 $38.92 $80,943 $45.92 $95,514
Director of Finance and Support 
Services

114 $32.69 $67,995 $40.05 $83,304 $47.41 $98,613 $33.46 $69,597 $40.82 $84,906 $48.18 $100,214

Senior Entomologist 115 $34.34 $71,427 $42.06 $87,485 $49.78 $103,542 $35.11 $73,029 $42.83 $89,086 $50.55 $105,144

116 $36.05 $74,984 $44.17 $91,863 $52.28 $108,742 $36.82 $76,586 $44.94 $93,465 $53.05 $110,344
Research Entomologist 117 $37.85 $78,728 $46.37 $96,450 $54.89 $114,171 $38.62 $80,330 $46.95 $97,656 $55.28 $114,982
Director of Operations 118 $39.74 $82,659 $48.69 $101,265 $57.63 $119,870 $40.51 $84,261 $49.46 $102,866 $58.40 $121,472
Director of Scientific Program 119 $43.72 $90,938 $53.56 $111,394 $63.39 $131,851 $44.49 $92,539 $54.33 $112,996 $64.16 $133,453

120 $47.38 $98,550 $58.56 $121,805 $69.74 $145,059 $48.86 $101,629 $59.69 $124,145 $70.51 $146,661

121 $52.07 $108,306 $63.78 $132,662 $75.49 $157,019 $53.69 $111,675 $65.72 $136,698 $77.75 $161,720
Executive Director 122 $52.19 $108,555 $65.96 $137,197 $79.73 $165,838 $54.00 $112,320 $67.25 $139,880 $80.50 $167,440

Exempt Positions
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JANICE BRODA, COMMISSIONER 
MATT ERPENBECK, COMMISSIONER 
ANNA KIRKLAND, COMMISSIONER 

SHERRY BURROUGHS, EXECUTIVE DIRECTOR

MEMORANDUM 

Date: May 9, 2023 

To: Commissioners 

From: Sherry Burroughs & Lisa Ridley 

Subject: Auditor Selec�on Process 

The following ac�ons items are presented for considera�on: 

• Formation of the Audit Committee (Board of Commissioners)
• Adoption of Evaluation Procedures
• Approval of Draft Request for Proposal
• Staff  Direction for Advertisement



218.391 Auditor selec�on procedures. 

The auditor selec�on commitee for a municipality, special district, district school board, charter 
school, or charter technical career center must consist of at least three members. One member 
of the auditor selec�on commitee must be a member of the governing body of an en�ty 
specified in this paragraph, who shall serve as the chair of the commitee. 

An employee, a chief execu�ve officer, or a chief financial officer of the county, municipality, 
special district, district school board, charter school, or charter technical career center may not 
serve as a member of an auditor selec�on commitee established under this subsec�on; 
however, an employee, a chief execu�ve officer, or a chief financial officer of the county, 
municipality, special district, district school board, charter school, or charter technical career 
center may serve in an advisory capacity. 

The auditor selection committee shall: 
(a) Establish factors to use for the evaluation of audit services to be provided by a certified
public accounting firm duly licensed under chapter 473 and qualified to conduct audits in
accordance with government auditing standards as adopted by the Florida Board of
Accountancy. Such factors shall include, but are not limited to, ability of personnel, experience,
ability to furnish the required services, and such other factors as may be determined by the
committee to be applicable to its particular requirements.

(b) Publicly announce requests for proposals. Public announcements must include, at a
minimum, a brief description of the audit and indicate how interested firms can apply for
consideration.

(c) Provide interested firms with a request for proposal. The request for proposal shall include
informa�on on how proposals are to be evaluated and such other informa�on the commitee
determines is necessary for the firm to prepare a proposal.

(d) Evaluate proposals provided by qualified firms. If compensation is one of the factors
established pursuant to paragraph (a), it shall not be the sole or predominant factor used to
evaluate proposals.

(e) Rank and recommend in order of preference no fewer than three firms deemed to be the
most highly qualified to perform the required services a�er considering the factors established
pursuant to paragraph (a). If fewer than three firms respond to the request for proposal, the
commitee shall recommend such firms as it deems to be the most highly qualified.



Evalua�on Procedures 

All proposals will be reviewed by the District using the criteria below.  Firms that meet the 
mandatory criteria will have their proposals evaluated for technical qualifica�ons, loca�on, 
and previous governmental experience. The following represent the principal selec�on 
criteria that will be considered during the evalua�on process.    

1. Mandatory Elements
a) The audit firm is  independent and licensed to practice in the State of

Florida.
b) The firm has no conflict of interest regarding any other work performed

by the firm for the District.
c) The firm submits a copy of its most recent external quality control review

report (peer review), and the firm has a record of the quality of audit
work.

d) The firm adheres to the RFP instructions in preparation and submittal of
proposal.

e) Cost for Services and Fees clearly described.

2. Technical Qualifications (Scored on basis of 1-5; 1=Acceptable 5=Excellent)
a) Governmental audit experience.
b) Special District audit experience.
c) Qualifications of individuals assigned to audit.
d) Size and organizational structure of firm.
e) Audit approach.
f) Sampling methodology.



INDIAN RIVER MOSQUITO CONTROL DISTRICT 
5655 41st Street 

VERO BEACH, FLORIDA 32967 
PH: 772-562-2393 

REQUEST FOR PROPOSALS FOR  
ANNUAL FINANCIAL AUDIT SERVICES 

The Indian River Mosquito Control District is reques�ng proposals from cer�fied public 
accoun�ng firms duly licensed under Chapter 473, Florida Statutes, and qualified to conduct 
audits in accordance with government audi�ng standards as adopted by the Florida Board of 
Accountancy to perform the annual audit of the District’s financial statements. 

Sealed proposals must be received by Indian River Mosquito Control District at the District office 
located at 5655 41st Street (South Gifford Road), Vero Beach, FL  32967 by Time, Date. Proposals 
received a�er the cut-off date and �me will not be considered. The District �me stamp shall be 
conclusive as to the �meliness of filing. The District is not responsible for the U.S. Mail or private 
couriers regarding parcels being delivered by a specified �me.  Sealed proposals will be opened 
publicly on Date ,Time at the District’s office located at 5655 41st Street (South Gifford Road), 
Vero Beach, FL 32967. 

Detailed informa�on required for the proposal, and all necessary informa�on and instruc�ons for 
submi�ng proposals may be obtained in person from the District Office, between the hours of 
7:00 AM and 3:30 PM, Monday through Friday, or phone, or email request to: 

Indian River Mosquito Control District 
5655 41st Street 

Vero Beach, FL 32967 
Phone: 772-562-2393 

e-mail: L.Ridley@irmosquito2.org

Proposers and individuals ac�ng on behalf of any proposer should not lobby the District’s 
personnel or Board members; such ac�vity will result in the rejec�on and disqualifica�on of said 
proposer for the District Auditor posi�on.  For purposes of this Request for Proposals, the term 
“lobbying” is defined as an ac�on taken by an individual, firm, associa�on, joint venture 
partnership, syndicate, corpora�on, or others seeking to influence the selec�on process by or 
through the District’s Board Members or personnel a�er the ini�al publica�on of this No�ce and 
through the �me that an award recommenda�on is issued by the District’s Board of 
Commissioners.  

ISSUED at Vero Beach, Florida this DATE. 

INDIAN RIVER MOSQUITO CONTROL DISTRICT 

BY: Sherry Burroughs, Execu�ve Director 



REQUEST FOR AUDITING SERVICES IRMCD RFP 2023-01 

The Indian River Mosquito Control District is seeking accountants and accoun�ng firms interested 
in performing the District’s yearly audit and the District’s Other Post Employment Benefits Trust 
yearly audit with a 3-year contract containing an op�on to renew for an addi�onal 3 years. 
Typically, the audits are performed in November with a dra� report presented to the Board of 
Commissioners in February or March of each year. 

These audits must be conducted in accordance with audi�ng standards applicable to financial 
audits for local governmental en��es in the United States of America as contained in Government 
Auditing Standards, issued by the Comptroller General of the United States. The audit must also 
follow all applicable Governmental Accoun�ng Standard Board (GASB) Statements. This local 
government audit must meet the requirements of the State of Florida’s Auditor General’s Office. 

Proposals will be opened publicly on DATE, at the District Office 5655 41st Street, Vero Beach, FL 
32967. Informa�on provided in the Proposal shall include the following: 

1) Title page showing the RFP subject, the name of the firm, address, telephone number, the
name of the contact person, and the date.

2) A statement should be included indicating that the firm and all assigned key professional
staff are properly licensed to practice in Florida.

3) A statement setting forth the proposer's understanding of the work to be done, a positive
commitment to perform the work within the specified period, and that the firm has no
conflict of interest regarding any other work performed by the firm for the District.

4) The location of the office from which the work is to be done and the number of personnel
in that office who would be working on the audit.

5) Identification of the partners, managers and supervisors who will work on the audit.
Résumés for each managerial and supervisory person to be assigned to the audit should
be submitted.

6) A description of the proposer's experience in preparing governmental financial
statements.

7) A listing of Florida counties, municipalities, and special districts for which the proposer is
currently providing or within the last five years has provided audit services.

8) A copy of the firms most recent external quality control review report (peer review)
9) A Fee schedule including all direct and indirect costs, for each year of services. The

proposal should include a fee schedule for the possible (3)  year contract renewal period.

Proposals will be evaluated based on the requirements of this request.  An overview of IRMCD 
district opera�ons can be found on the District’s website www.irmosquito.com ,  a summary of 
the District’s  financial structure is included. Ques�ons regarding this request for proposals may 
be directed to Lisa Ridley, Finance Director at 772-562-2393. 

http://www.irmosquito.com/


CONDITIONS APPLICABLE TO AUDITING SERVICES PROPOSALS 

1. Proposals shall be submitted in sealed envelopes and must be received no later than the
time and date specified on the advertisement enclosed as Page 1. Proposals received
after the cut-off date and time will not be considered. The District time stamp shall be
conclusive as to the timeliness of filing. The District is not responsible for the U.S. Mail or
private couriers regarding parcels being delivered by a specified time. Proposals are to be
delivered or sent to:

Indian River Mosquito Control District 
5655 41st Street 

Vero Beach, FL  32967 

2. Envelopes shall be clearly marked as "PROPOSAL to PROVIDE AUDITING
SERVICES" and the bidder's name shall be clearly marked on the envelope.

3. IRMCD's Board of Commissioners, and IRMCD reserve the right to reject any and
all proposals.

4. IRMCD's Board of Commissioners, and IRMCD retain the right to request additional
information from proposers and failure to provide the information could result in
rejection of a proposal.

5. All submitted proposals shall become the property of IRMCD.  IRMCD shall have the right
to copy, publicly review, discuss, retain, and dispose of each proposal in accordance with
public records law.  All responses received by IRMCD will be considered public records
subject to disclosure under the Florida Public Records Act.

6. Public Records - Florida law provides that the District records shall, at all times, be
open for personal inspection by any person. Information and materials received by
the District in connection with an RFP response shall be deemed to be public records
subject to public inspection upon award, recommendation for award, or 10 days after
proposals opening, whichever occurs first. However, certain exceptions to the public
records law are statutorily provided in Section 119.07, Florida Statutes. If the
Proposer believes any of the information contained in its response is exempt from
disclosure, then the Proposer must in its response specifically identify the material
which is deemed to be exempt and cite the legal authority for the exemption.
Otherwise, the District will treat all materials received as public records.

7. Response Preparation – IRMCD is not liable for any cost, fee, or expense incurred by
any of the respondents in replying to this RFP, whether selected or not.  Each
responding consultant shall protect, defend, indemnify, and hold harmless IRMCD
from all liability, claims, and expenses whosoever incurred by or on behalf of the



entity participating in the preparation of its response to this RFP.  Such non-
reimbursable fees and expenses include, but are not limited to, each of the following: 

• Preparing the proposal and related information in response to this RFP.
• Negotiations with IRMCD on any matter related to this procurement.
• Costs associated with interviews, meetings, travel, or presentations.
• All other expenses incurred by the responding consultant prior to the date

of award and a formal notice to proceed.

8. Insurance Requirements – Respondent, at the respondent’s sole cost and expense
and for the full term of the resultant contract or any extension, shall obtain and
maintain at least all the insurance requirements of IRMCD. Proof of insurance
coverage shall be provided as part of the proposal and shall include the insurance
types and required coverages specified below.

• Comprehensive General Liability with limits of liability no less than
$1,000,000 each occurrence

• Workers’ Compensation as required by Florida Statute
• Professional Liability with a limit of liability no less than $1,000,000 per

wrongful or negligent act.

9. Payment and Invoicing – The consultant shall submit all invoices to Indian River
Mosquito Control District.  Failure to submit accurate and complete invoices may
cause invoices to be rejected.  All invoices shall list a single unique invoice number for
processing, it may contain letters and/or numbers.  Partial payments may be made
upon satisfactory delivery of items/services and receipt of invoices.  Invoices are
normally paid within twenty calendar days of receipt, except in the case where items
being billed are called into question. IRMCD will notify the consultant within five days
of receipt of an invoice for any items questioned.  The consultant shall prepare
verification data for the amount claimed and provide complete cooperation during
such investigation.

10. Evaluation Procedures – All proposals will be reviewed by the District using the
criteria below.  Firms that meet the mandatory criteria will have their proposals
evaluated for technical qualifications, location, and previous governmental
experience. The following represent the principal selection criteria that will be
considered during the evaluation process.

1. Mandatory Elements
a) The audit firm is  independent and licensed to practice in the State of

Florida.
b) The firm has no conflict of interest regarding any other work performed

by the firm for the District.



c) The firm submits a copy of its most recent external quality control review
report (peer review), and the firm has a record of the quality of audit
work.

d) The firm adheres to RFP instructions for preparation and proposal
submittal.

e) Cost for Services and Fees clearly described.

2. Technical Qualifications (Scored on basis of 1-5; 1=Acceptable 5=Excellent)
a. Governmental audit experience.
b. Special District audit experience.
c. Qualifications of individuals assigned to audit.
d. Size and organizational structure of firm.
e. Audit approach.
f. Sampling methodology.



Summary of District Financial Structure 

1. FY 2022-2023 Budget - $8 million

2. Payroll - $2 million

3. State-cer�fied mosquito control program

4. Fund structure - Local and OPEB funds

5. Par�cipa�on in FEMA grants may reach the single audit threshold

6. Member of Florida Retirement System pension plan

7. Accounting so�ware – QuickBooks Desktop Pro 2022



Attachment E 



Enter the name of the Project Lead in cell B3. Enter the Project Start date in cell E3
Th
e IRMCD Strategic Plan 8

Ce
Th
is TASK DESCRIPTION

ASSIGNED
TO

PROGRESS START END

Ce
ll Goal 1  Achieve Sustainable Funding Sources

Ce
ll Objective 1a Post draft line-item budget on website Director of Finance & Admin 6/1/23 7/15/23

Objective 1b Post final adopted budget on website Director of Finance & Admin 9/1/23 9/30/23

R
o Objective 2 Develop reserve fund balance policy Director of Finance & Admin 25% 4/1/23 9/30/23

Objective 3 Develop a 5-year CIP & present to Board Director of Finance & Admin 10% 4/1/23 3/30/24

Objective 4 Create review process for alternative funding sources Director of Finance & Admin 50% 6/1/23 12/30/23

Th
e Goal 2  Outreach & Community Engagement

Objective 1a Schedule two outreach events Human Resources Generalist 100% 3/1/23 9/30/23

Objective 1b Schedule three outreach events Director of Scientific Programs 10/1/23 9/30/24

Objective 2
Develop job description for public relations position 
& cost, present with budget

Human Resources Generalist 100% 3/1/23 4/30/23

Objective 3 Develop Communications Plan Public Relations Position 12/30/23 12/30/24

Objective 4a
Assess effectivenss of outreach events on a quarterly 
basis

Human Resources Generalist 10/1/23 12/31/23

Objective 4b
Assess effectivenss of outreach events on a quarterly 
basis

Public Relations Position 1/1/24 3/31/24

Objective 4c
Assess effectivenss of outreach events on a quarterly 
basis

Public Relations Position 4/1/24 6/30/24

Objective 4d
Assess effectivenss of outreach events on a quarterly 
basis

Public Relations Position 7/1/24 9/30/24

Sam Goal 3 Effective Mosquito Control Using Innovation and Scientific Techniques

Project Start:

Display Week:

Wed, 3/1/2023



Th
e IRMCD Strategic Plan 8

Ce
Th
is TASK DESCRIPTION

ASSIGNED
TO

PROGRESS START END

Display Week:

Objective 1
Respond to service requests within two business 
days

Director of Scientific Programs 10/1/23 9/30/24

Objective 2 Assess efficacy & efficiency of treatments
Director of Scientific Programs & 

Director of Operations
10/1/23 9/30/24

Objective 3a
Testing & evaluation of products on semi-annual 
basis

Director of Scientific Programs & 
Director of Operations

4/1/23 9/30/23

Objective 3b
Testing & evaluation of products on semi-annual 
basis

Director of Scientific Programs & 
Director of Operations

9/30/23 3/30/24

Objective 4
Develop plan to expand larviciding to western 
portions of District

Director of Operations 3/1/23 6/30/24

Sam Goal 4  Safe & Ecologically Minded Best Management Practices & Techniques

Objective 1
Review product labels and safety data sheets on 
monthly basis and report findings to Executive 
Director

Aerial Coordinator/Specialist 3/1/23 9/30/23

Objective 2a Conduct quarterly safety committee meetings
Operations & 

Safety Committee Chair
100% 3/1/23 3/31/23

Objective 2b Conduct quarterly safety committee meetings
Operations & 

Safety Committee Chair
4/1/23 6/30/23

Objective 2c Conduct quarterly safety committee meetings
Operations & 

Safety Committee Chair
7/1/23 9/30/23

Objective 2d Conduct quarterly safety committee meetings
Operations & 

Safety Committee Chair
10/1/23 12/31/23

Objective 3 Ensure all staff are licensed Human Resources Generalist 75% 3/1/23 9/30/23

Objective 4 Conduct annual calibration of equipment Director of Operations 1/1/24 3/30/24

Objective 5 Annually report chemical usage to USFWS NWRs Director of Operations 11/1/23 12/30/23

Sam Goal 5  Invest in Professional Development of Employees

Objective 1
Conduct compensation and benefits study and 
submit to Board for approval

Human Resources Generalist 80% 2/1/23 6/30/23

Page 2 of 3



Th
e IRMCD Strategic Plan 8

Ce
Th
is TASK DESCRIPTION

ASSIGNED
TO

PROGRESS START END

Display Week:

Objective 2a
Conduct quarterly market analysis of compensation 
and report findings to the Executive Director

Human Resources Generalist 7/1/23 9/30/23

Objective 2b
Conduct quarterly market analysis of compensation 
and report findings to the Executive Director

Human Resources Generalist 10/1/23 12/31/23

Objective 2c
Conduct quarterly market analysis of compensation 
and report findings to the Executive Director

Human Resources Generalist 1/1/24 3/31/24

Objective 2d
Conduct quarterly market analysis of compensation 
and report findings to the Executive Director

Human Resources Generalist 4/1/24 6/30/24

Objective 3
Spill response team to attend annual training to 
maintain certification 

Human Resources Generalist 10% 3/1/23 9/30/23

Objective 4
Professional staff to continue involvement in 
professional associations & provide presentations at 

Director of Scientific Programs 3/1/23 9/30/23

Objective 5
Recommend training opportunites for staff's career 
development for budget considerations

Directors 3/1/23 4/30/23

Objective 6
Review positions and advise of list of eligible retirees 
& critical positions for succession planning

Human Resources Generalist 20% 4/1/23 6/30/23

Sam Goal 6 Embracing Environmental Challenges using Sound Science & Strong Partnerships

Objective 1
Two members Permanent Control staff will be 
trained and licensed in Natural Areas

Director of Operations 10/1/23 9/30/24

Objective 2
Collaborate with IRLT in evaluating drawdowns and 
effects of juvenile fish populations

Director of Operations 3/1/23 6/30/23

Objective 3a
Establish contract for water quality monitoring of 
impoundments

Director of Finance & Admin 3/1/23 9/30/23

Objective 3b
Develop & implement a water quality monitoring 
plan for impoundments

Director of Scientific Programs 10/1/23 12/31/23

Objective 4
Establish a list of current & potential 
environmental/ecological partners to develop 
working relationships with the District

Executive Director 3/1/23 12/31/23

Page 3 of 3
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