Agenda
High Valley Transit District
Thursday, December 16, 2021, 1 PM
NOTICE is hereby given that the Board of Trustees will meet electronically,
via Zoom, on Thursday, December 16, 2021
(All times listed are general in nature, and are subject to change by the
Board)
Consistent with provisions of the Utah Open and Public Meetings Act, Utah Code Ann. §52-4207(4), the High Valley Transit District Board of Trustees Chair has issued written
determinations supporting the Board of Trustees' decision to convene electronic meetings of
the Board without a physical anchor location. Due to the health and safety risks related to the
ongoing COVID-19 pandemic and considering public health orders limiting in-person
gatherings, members of the public should not attend Board meetings in person. However,
members of the public are invited and encouraged to view and participate in the Board’s
electronic meetings as described below.

Public comment may also be submitted until 12 PM on Thursday, December
16, 2021 via email at TDadmin@summitcounty.org.
To participate in the webinar:
https://summitcountyut.zoom.us/j/91041274529
Or, to listen by phone, dial 1-301-715-8592; Zoom Webinar ID: 910 4127
4529
This meeting may be recorded.

1)

Pledge of Allegiance

2)

Determination of electronic meeting

3)

Public Comment – all comments will be limited to three minutes per
person

Work Session
4)

Report from driver recruitment and retention committee and survey
findings

5)

Performance update
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Board Action
6)

Discussion and possible adoption of High Valley Transit’s 2022 Budget
(Resolution 2021-03)

7)

Board Comments

8)

Staff Comments

Members of the Board, presenters, and members of the public may attend and fully participate
by electronic means, using Zoom (phone or video).
Non-Discrimination Notice The High Valley Transit District’s policy is that no person,
regardless of race, color, or national origin shall be excluded from participation in, be denied
the benefits of, or be subject to any discrimination under any program, activity, or services
under Section 601 of Title VI of the Civil Rights Act, as amended. To view a copy of our Title
VI Policy and Complaint Procedure, please contact us at (435) 336-3113. If you require this
or any information in an alternative format, please contact us at (435) 336-3113.
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December 16, 2021
Re:

Determination Regarding Electronic Meetings Without an Anchor Location

Consistent with provisions of the Utah Open and Public Meetings Act, Utah Code § 54-2-207(5),
and acting in my capacity as Chair of the HIGH VALLEY TRANSIT DISTRICT, I hereby make
the following written determinations regarding public meetings during the COVID-19 outbreak
without a physical anchor location:
1. Conducting HIGH VALLEY TRANSIT DISTRICT meetings with an anchor location
that is physically accessible for members of the public to attend in person presents a
substantial risk to the health and safety of those who may be present at the anchor
location; and
2. This determination is based upon the following facts, among others:
a. The Centers for Disease Control and Prevention (the “CDC”) has identified the
potential public health threat posed by the new emerging Delta Variant of
COVID-19 (the “Delta Variant), which is spreading both globally and in the
United States, as “high,” and has advised that person-to-person spread of the
Delta Variant will continue to occur globally, including within the United States;
b. Summit County is currently under a state of public health emergency related to
the ongoing COVID-19 pandemic, and significant, continued person-to-person
transmission of the Delta Variant continues to occur in Summit County (see
Declaration of Local Public Health Emergency, Public Health Order, Summit
County, Utah, dated August 21, 2021);
c. Summit County is currently within the High Level of Transmission under criteria
separately established by the State of Utah and the CDC; and

d. The local public health officer supports this determination (see email from Dr.
Phil Bondurant, dated September 8, 2021).
3. The HIGH VALLEY TRANSIT DISTRICT has prepared for and demonstrated the
ability to effectively conduct its public meetings electronically, including providing
members of the public means to observe the HIGH VALLEY TRANSIT DISTRICT
meetings and provide comments electronically.
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In accordance with these determinations, meetings of the HIGH VALLEY TRANSIT DISTRICT
shall be held electronically without an anchor location.
These written determinations shall be read into the minutes at the beginning of the HIGH
VALLEY TRANSIT DISTRICT’s Meetings, held in Summit County on December 16, 2021,
and at future HIGH VALLEY TRANSIT DISTRICT meetings as appropriate. HIGH VALLEY
TRANSIT DISTRICT staff are instructed to continue including in the public notice information
on how a member of the public may view and make comments at the HIGH VALLEY TRANSIT
DISTRICT’s electronic meetings.
This written determination is effective until midnight on January 15 17, 2022, and may be reissued by future written determinations of the Chair at that time.
Dated this 16th day of December, 2021.
HIGH VALLEY TRANSIT DISTRICT

By:____________________________
Kim Carson
Chair
Approved as to form:

David L Thomas

_____________________
David L. Thomas
Chief Civil Deputy
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High Valley Transit

Driver Recruitment & Retention

Title
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Section I

Agency Survey

Agency Survey
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Survey Methodology
Survey Creation
Before creating the survey, Jamie Dansie (Senior Transportation Planner) and Brad
Herkimer (HVT General Manager) provided insight into current HVT recruitment
and retention processes as well as questions they had about other agencies’
practices, both of which helped shape the survey draft. The survey draft was then
reviewed by Caroline Rodriguez (HVT Executive Director), Jamie, and David
Warnock (Summit County Human Resources Director). The survey was meant to
take respondents no more than 10 minutes to answer and had 29 questions split
over 12 sections. When possible, fixed responses (multiple choice or checkboxes)
were provided to standardize answers. Not all respondents answered all questions,
as some were only displayed if they answered “yes” to a previous question.
Survey Questions
1.

What is your name?

2.

What is your email?

3.

Name of Transit System/Agency

4.

Approximately how many people does your agency employ?

5.

Approximately how many employees are directly involved in HR and/or recruiting?
• 1
• 2-5
• 5-10
• >10

6.

Approximately how many full-time CDL drivers do you employ? If employment varies
seasonally, please differentiate between peak season and off-season employment.

7.

Approximately how many part-time CDL drivers do you employ? If employment varies
seasonally, please differentiate between peak season and off-season employment.

8.

Where do you post bus driver/operator openings? Check all that apply.
• Indeed
• Transit Talent
• Zip Recruiter
• Monster.com
• Local Government Job Board
• College/University Job Board
• Other (please specify)

Survey Methodology
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Survey Methodology
Survey Questions (Contd.)
9.

Do you provide referral bonuses for current drivers who bring on new talent and when do
these current drivers receive it?

10. Do you provide a sign-on bonus?
• Yes
• No
11. [If yes to #10] How much is the bonus and when do drivers receive it (upon hire, 50/50,
after 6 months, etc.)?
12. Do you require a CDL at time of hire?
• Yes
• No
• Other (Please specify)
13. [If yes or other to #12] Do you provide and/or pay for CDL training?
14. Have you done any recruiting on college campuses?
• Yes
• No
• Other (please specify)
15. [If yes or other to #14] Describe your recruiting efforts at college campuses.
16. [If yes or other to #14] How successful do you feel your college recruiting has been? Are
there any particularly successful strategies?
17. Are you drivers union?
18. Do you provide any of the following benefits for your full-time drivers? Check all that apply.
• Health insurance
• 401(k)
• 401(k) matching
• Commuting stipend
• Childcare
• Free transit pass
• Ski pass
• Gym/other recreation pass
• Free lunches
• Other (please specify)

Survey Methodology
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Survey Methodology
Survey Questions (Contd.)
19. What of your perks or benefits do you feel is most popular? Why?
20. Are there any benefits that you wish you could provide or that are frequently requested? If
so, what?
21. Do you provide housing, a housing stipend, or any other housing assistance?
• Yes
• No
• Other (please specify)
22. [If yes or other to #21] Do you own or directly operate any driver housing?
• Yes
• No
• Other (please specify)
23. [If yes or other to #21] Please explain what kind(s) of housing assistance you provide.
24. What is your current pay range for full-time CDL drivers?
25. How do pay increases function for full-time CDL drivers?
26. How do you feel your pay compares to other agencies or similar jobs in your region?
27. How long do you think drivers typically stay with your agency?
28. Have you made any efforts or changes to improve driver retention?
• Yes
• No
29. [If yes or other to #28] Please describe any driver retention efforts or changes.

Survey Methodology
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Survey Methodology
Survey Distribution
Agencies were chosen based on similarity to HVT in some or all of the following characteristics:
• Budget (about $5 million to $25 million)
• Daily system ridership (about 1,000 to 10,000)
• Proximity to ski resort
• Offers fixed route services, possibly demand response
• Rural or suburban area
• Winter driving conditions (snow, ice)
Agencies were called by phone and were notified that they would be receiving a survey. In some
cases, no email was available online, so if an agency could not be reached, they were not
emailed the survey. In total, 60 agencies were called, and 54 emails with survey links were sent.
Of those survey links sent, 21 responses were received, a response rate of 38.89% (35% of
the 60 agencies called).

Survey Methodology
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Survey Results
Key takeaways from survey results are summarized below into sections.

Recruitment Processes
• Job Boards: The most common place to post bus driver/operator jobs was Indeed (90.48% of
respondents). Local government job boards came in second (66.67% of respondents).
Frequent answers in the “other” category were as follows: radio ads; local newspapers;
advertisement on agency buses, bus shelters, transit stations, social media, or website; APTA
(American Public Transportation Association); public libraries.

• Referral bonus: About half (52%) of respondents offer a referral bonus for current
employees, while 33% do not and 14% have offered one in the past. The median referral
bonus offered is $500. All agencies hold all or some of the bonus until the new hire has
completed some training or time in the job. The most common timeframe was 90 days after
the new hire has been on-job.
• Sign-on bonus: Most agencies (66.67%) do not offer a sign-on bonus. Of the 33.33% that
do, sign-on bonus ranged from $200 to $2,000. Three agencies offered bonuses of $250 to
$350 before or immediately after training. One agency offered a $600 sign-on bonus for
seasonal drivers only, split into $200 after two weeks, $200 after 30 days, and $200 at the end
of season. The most common length of time to wait for a sign-on bonus was 90 days.

Survey Results
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Survey Results
Recruitment Processes (Contd.)

• CDL Requirement: Most agencies (57.14%) do not require a CDL at the time of hire while
14.29% do. Of the 28.57% that answered “other”, most required a CDL permit but would train
drivers for the license.

• CDL Training: Six (6) respondents reporting paying for or providing CDL training.
• College Recruitment: About half of respondents reported recruiting on college or university
campuses, while the other half had not. Common recruiting efforts on college campuses were
job fairs and Handshake, a job site for college students. One agency coordinated with their
local community college to offer apprenticeship opportunities for their Fleet team. However,
most agencies reported little to no success with their college recruitment efforts, besides
spreading information in general about transportation.
• (On college recruiting) “We have coordinated with the [Community College] automotive
program to look at apprenticeship opportunities for our Fleet team. We have also
attended job fairs at other local colleges.”
• (On how successful college recruiting efforts have been) “So-So. I like using Handshake
and just view it as another tool to post jobs. Most of our recruitments really don't fit into
virtual career fairs that local colleges put on.”

Survey Results
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Survey Results
Driver Benefits
• Union: Most agencies have union drivers (76.19%)
• Benefits Offered: Possible benefits provided to full-time drivers are shown below, along with
the percentage of respondents who provide this benefit.

About half of respondents offered another benefit not listed above. In retirement, some offered a
state pension plan or 457(b). Dental, vision, and life insurance were offered by some agencies.
One agency provided a health care “opt-out” stipend of $350/month if drivers had outside health
insurance.
• Popular Benefits: Health, vision, and/or dental insurance was named by agencies as a
popular benefit, and some agencies paid for all or most of the cost of these. A few agencies
listed the state pension plan or public employee retirement system as a popular benefit.
Additionally, paid time off or flexible time off was popular. One agency in a resort community
listed a ski pass as popular as it allowed drivers to recreate in their off time.

Survey Results

Staff Packet Page12

10

13

Survey Results
Driver Benefits
• Wish List Benefits: Not all agencies reported having “wish list” benefits, or ones they wish
they could offer but currently do not. Amongst those that do, possible benefits included
education assistance, student loan repayment, ski passes, more flexible schedules, health
club stipends, and a daycare reimbursement.
• Housing: Only three agencies (14.29%) offered housing, a housing stipend, or housing
assistance. One agency had directly owned/operated housing, while the other two agencies
worked to rent out housing for drivers. Agencies attempted to subsidize the cost of renting
these units for employees. One agencies also offered down payment assistance.

Driver Pay
• Pay: The average starting hourly rate for drivers was $20.46 (highest: $25). The average cap
on the hourly rate was $25.39 (highest: $30.35). The average range between the starting pay
rate and highest possible pay rate at an agency was $5.57.
Average range between starting
pay rate and highest pay rate

$5.57

$16.81

Minimum
starting pay

$20.46

Average
starting pay

$25.39

Average
highest pay

$30.35

Maximum
highest pay

• Pay Increases: Pay increases typically occur in steps, often yearly. Some agencies have
union contracts that influence pay increases. Some agencies also offer annual cost of living
increases and some offer annual merit increases up to 2-3%.
• Pay Comparisons: The majority of agencies (85%) felt their pay was comparable or higher to
similar jobs in their agencies. A few agencies mentioned thinking about or having to implement
salary increases due to the current driver shortage.

Survey Results
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Survey Results
Driver Retention
• Length of Service: The amount of time drivers stay in an agency varies, although some
reported average lengths of service of 5 to 15 years.
• Retention Efforts: Most agencies (66%) have made efforts or changes to improve driver
retention. Changes made to improve retention include:
•

Pay increases

•

Bonuses for returning seasonal drivers or full-time drivers

•

Decreasing the wage progression rate (time to reach top salary from starting
salary)

•

Sign-on bonuses

•

Replacing mandatory overtime with gift card incentives

•

Increasing paid time off

•

Better benefit packages

•

Better scheduling, reducing split shifts

•

Lunches and other driver appreciation initiatives

•

More employee housing

Survey Results
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Section II

Best Practices Research

Best Practices Research
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Source List
The following sources were used to write this section. Each source is numbered, and when that
source is used in subsequent pages, it is referenced with its number in parentheses (#).
1.

“Driver Recruitment, Training, and Retention.” Driver Recruitment, Training, and Retention, National Rural
Transportation Assistance Program, 2018, https://www.nationalrtap.org/Toolkits/Transit-ManagersToolkit/Administration/Driver-Recruitment-Training-and-Retention.

2.

Souza, Caryn. “Recruiting and Building a Sustainable Driver Workforce.” Community Transportation
Association of America, CTAA, https://www.mptatransit.org/sites/mpta/files/uploads/documents/events/2019-10/OCT2019-MNTACTAADriverRecruitment.pptx.

3.

“Recruiting & Retaining Bus Operators.” American Public Transportation Association, American Public
Transportation Association, https://www.apta.com/wp-content/uploads/Team-1_Recruiting-and-RetainingBus-Operators.pdf.

4.

Federal Transit Administration, 2021, Identifying Current and Future Training Needs of the Public
Transportation Industry, https://www.transit.dot.gov/research-innovation/identifying-current-and-futuretraining-needs-public-transportation-industry. Accessed 23 Nov. 2021.

5.

National RTAP. Salary Ranges for Transit Jobs. 2020. http://nationalrtap.org/Resource-Library/AdvancedSearch/fid=876

Source List
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Recruitment Research
Writing Job Postings
• Write a well-written, specific job description, including the day-to-day duties of a job (1)
• Ex: a short video featuring current drivers, which can also be posted on agency website
and social media channels (2)
• Include in the job description: (2)
• What the job is
• Required attitude for the job
• Results expected from a new hire
• Skills an applicant must posses
• Write ads to sell, and avoid obscure and/or industry-specific language (1)

Advertising Agency Openings
• Suggested recruitment channels (2):
• Newspapers
• Church newsletters
• Social media
• Employee referral program
• State job agencies (ex: jobs.utah.gov)
• Current riders
• Ads on interior and exterior of vehicle
• Job fairs
• Veterans
• Local chamber of commerce
• Indeed is the most popular site for job seekers, followed by LinkedIn and CareerBuilder (2)
• Take advantage of diversity in the labor market and target advertising accordingly (3)
• Use veterans organizations and other local organizations to help recruit (3)
• Veterans may be particularly suited for transit jobs as they have experience working in
structured, hierarchical settings like transit agencies (4)
• Most drivers look for jobs on their phone, so ensure the job application is mobile-friendly and
can be completed in less than 10 minutes (3)

Recruitment Research
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Recruitment Research
Advertising Agency Openings (Contd.)
• Wrap buses with pictures of bus drivers and include “Now Hiring” on headway signs (3)
• Consider hiring a Spanish-English bilingual HR representative and post job openings in both
languages (3)
• Create a specific website page dedicated to recruitment, including interviews with drivers,
wages + benefits, comparison to competitors, and opportunities for career and salary growth
(3)
• Work with local high schools to make students aware of career opportunities within transit,
especially with guidance and career counselors (4)
• Work with two- and four-year colleges to offer job shadowing, internships, and/or
apprenticeships that give students hands-on experience in transit (4)
• Ensure opportunities are paid, as this allows a more diverse group of participants to
take part (4)
• In advertisements, explain how transit benefits the community (4)
• To target younger workers, highlight the green technologies used (like electric buses)
and sustainability aspect of public transit (4)

Compensation Changes to Aid in Recruitment
Note: In July 2020, the National Rural Transit Assistance Program (RTAP) conducted a survey of
275 rural and tribal transit agencies nationwide. Across all FTA regions, the average minimum
hourly salary for a full-time CDL bus driver was $14.17, while the average maximum was $17.82.
In FTA Region 8 (Colorado, Montana, North Dakota, South Dakota, Utah, and Wyoming), the
averages were higher, with a $17.26 average minimum and $20.69 average maximum. With a
starting salary of $22, HVT far exceeds these averages. (5)
• Offering referral and signing bonuses can make positions more enticing (3)
• Make sure your entire compensation package (pay + benefits) is competitive with other similar
agencies/jobs in your area (3)
• In a case study with Orange County Transportation Authority in Orange County, CA, the
employee referral program was the #1 source of new bus drivers (3)
• Employees were also provided with recruitment materials to hand out to those who may
be interested (3)
• Wages at transit jobs are typically lower than private sector transportation jobs, so any wage
increases will make agencies more competitive (4)
• Initiatives that increase work-life balance, such as floating holidays, may be even more
valuable than wage increase to employees (4)

Recruitment Research
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Recruitment Research
Other Recruitment Topics
• Some struggles in recruitment include: (3)
• Negative perception of transit industry
• Stigma of position
• Low unemployment overall, meaning a competitive job market
• Lack of diversity in position
• Hassle of federal/state regulations
• Consider opening up recruitment to those with customer service experience even if they have
little/no professional driving experience, as the customer service will aid in many job duties (3)
• Use job openings to help encourage workforce diversity at all levels and ensure the agency’s
demographics match the communities it serves (4)
• Track recruitment-related metrics such as the cost, time, and number of applicants it takes to
fill a particular position (4)
• Retention metrics, such as turnover, employee performance, and exit interview data,
can also inform an agency as to which recruitment strategies are succeeding in the
long-term (4)
• Can also track rate at which positions are filled internally and participation in employersponsored training (4)

Recruitment Research
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Retention Research
Employee Training
• Have an extensive onboarding process (1)
• Encourage employees to seek out and attend training opportunities (1)
• Suggested 40 hours of training annually per employee (2)
• Depending on need, offer English-language courses to drivers as a benefit (3)
• Regional Transportation District (RTD) in Denver-Aurora-Boulder, CO started a “Leadership
Academy” open to all employees and a Professional Development and Education fund to
support employee training opportunities (3)
• In general, ensure leadership training is open to all, but be proactive identifying and
training potential talent early (3)
• Create mentorship programs to pair junior operators with senior operators (3)
• Provide each employee with development plans that include training and mentorship (3)
• Internally promote when possible, which increases opportunity for career and salary mobility
(3)
• Consider using the Rural Transit Assistance Program (RTAP) funds or FTA’s Workforce
Development Initiative Program to pay for training or related activities (4)

Performance Evaluations
• Give employees a minimum of one evaluation per year, and ideally one within the first 90 days
of employment (1)
• Allow employees to add written comments to their own evaluations (1)
• Ensure open channels of communication between management and operators (3)

Compensation-Based Retention Strategies
• A strong benefits package helps retention, although less so with younger workers (4)
• Ensure shifts and hours are consistent, rotate weekend shifts when possible, and pay a
premium for split shifts (3)
• Use overtime to help decrease any pay disparities between positions/roles (3)
• Award bonuses for tenure in the agency and for safety (3)

Retention Research
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Section III

Recommendations

Best Practices Research
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Short-Term Recommendations
1) Make job postings specific and descriptive, so the benefits/perks of HVT are
clear to potential new hires. For example:
• Add a short job description beyond a title and bullet points
• Specify the % matched in 401(k) matching
• State the percentage of health and dental insurance premiums that will be covered for a
new driver
• Mention any expected salary increases (ex: 3% increase after six-month orientation
period) or pay ranges
• Add in any additional perks, such as winter tire reimbursement

2) Consider a referral bonus. Most agencies offered a referral bonus as opposed
to a signing bonus. Space out the referral bonus to incentivize referrals that turn
into new hires.
• For example, offer a small amount less than $50 or a gift card if an employee’s referral
makes it to the interview step. Then split up the remainder of the bonus amount to the
current employee, typically around $500, between the first 90 to 180 days of the new
hires’ employment.

3) Create a set pay scale and publicize the pay range to prospective and current
drivers to make future pay expectations clear.
• Most agencies reported offering their pay range in steps over the course of two to five
years, increasing every six months to one year.
• If $22 is the starting wage, a range of $3-$5.50 would be on par with other agencies, or
an hourly maximum of approximately $25 to $27.50.
• For reference, a full-time employee making $22/hour would make $45,760 annually,
$25/hour would make $52,000 annually, and $27.50/hour $57,200 annually.

4) Track recruitment and retention metrics, such as those listed below. After a
few hiring cycles, use metrics to help inform future recruitment/retention strategies.
• Recruitment: Number of applicants reviewed for a posting, days to fill a position, hours
spent by staff on recruitment process, relative popularity of different application
channels (referral, Indeed, Transit Talent, etc.)
• Retention: Turnover rate, reasons for leaving, employee satisfaction

Recruitment Research
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Mid- to Long-Term
Recommendations
23

1) Institute or improve quality-of-life incentives, such as:
• Ski pass
• Paid time off
• Childcare benefits

2) If/when drivers are directly employed by HVT:
• Cover a higher percentage of the health care premium, possibly offering the same
benefit to drivers as the HVT local team and Summit County employees receive. For
example, with Summit County’s high-deductible plan, employees who meet basic
biometric requirements pay $0 in annual premiums with a country-contributed $1,500 to
their HSA, and a $1,500 deductible.
• Include drivers in URS retirement system. The public retirement system (typically a
generous 401(k) contribution or a pension plan) was one of the most popular benefits
listed by other agencies. In the future, HVT drivers could receive the URS retirement
plan; current country/HVT local employees receive their choice of a pension plan or 10
percent 401(k) contribution, fully vested after four years. This also is a perk if drivers
have paid into the URS system previously, as the money and years of service will
transfer over. Currently, HVT drivers receive a 401(k) match up to four (4) percent after
one year of service, which is a lower overall benefit than URS.

3) Provide drivers with opportunities for training, especially leadership
development, and try to internally promote.
• Try to pay for training when possible, and work towards offering 40 hours of paid training
per driver
• Give drivers the opportunity to attend leadership development and training beyond their
typical job duties, which can help encourage career mobility within the agency
• Offer mentorship programs between younger and more senior drivers

4) Use FTA support to assist in innovative recruitment, training, and retention
strategies. If/when an overhaul of the current recruitment, training, and retention system(s) is
required, consider applying for federal aid to help implement new strategies. For example, the
new national Transit Workforce Center (TWC) will soon be able to provide training and education
to agencies on all of these topics. In addition, the Rural Transit Assistance Program (RTAP) has
funds available to help pay for training programs.

Recruitment Research
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Weekly Data Reporting, Micro & Valley Ride: 12/3/21 to 12/9/21
AWS Server Outage

Ride Experience

Weekly Overview

Ride Rating (out of 5)
Average 4.81 | Median 5

2,960 Passengers (avg. 423/day)
210 New Riders
3.8 Utilization Avg.
37.6% Aggregation*
87% Met Demand**

Ride Distance

Average 3.85 miles | Median 3.40 miles
Pickup Walk Distance

Average 69.51 meters| Median 48.50 meters
Dropoff Walk Distance

Average 57.50 meters| Median 36.0 meters
Time from request to scheduled pickup (ETA)

Average 14.50 minutes | Median 12.60 minutes

YTD Overview

71,028
Passengers

21,728.2
Net Driver Hours

10,585
App Accounts

*Aggregation = % of shared rides
**Met Demand = % of valid ride requests provided a
proposal; a 100 percent met demand rate indicates a
0 percent seat unavailable rate and vice versa.

On Tuesday 12/7, an issue with Amazon Web
Services (AWS) caused issues with the HVT app,
leaving most riders unable to book rides. The
outage was not localized to HVT and shut down or
slowed down many sites, including Netflix,
Amazon, and Slack. HVT’s app was impacted from
8am to 2:59pm; we served 25 passengers and had
278 ride requests result in an error message. AWS
remedied the error by 3PM and Micro was
functioning normally the remainder of the day.

Day-by-Day KPIs, 12/3 to 12/9
Date

Ride
Requests

Driver
Hours

Seat
Unavailable
Rate

Passengers

Avg. ETA

Peak Avg. Hourly
ETA*

Fri. 12/3

1,107

126.4

13.6%

520

10.7 min.

21.2 min (4pm)

Sat. 12/4

1,194

121.2

9.7%

554

12.5 min.

23.5 min (9am)

Sun. 12/5

800

93.1

8.9%

347

12.2 min.

18.5 min (6pm)

Mon. 12/6

806

104.2

17.0%

349

12.3 min.

23.5 min (6am)

Tues. 12/7

937

107.3

12.2%

268

13.0 min.

19.5 min (4pm)

Wed. 12/8

1,006

114.7

10.6%

465

14.5 min.

24.4 min (4pm)

Thurs. 12/9

1,279

119.1

18.1%

457

12.3 min.

26.6 min (7am)

* Peak Avg. Hourly ETA represents the highest
average ETA for a particular hour on that day.
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STAFF REPORT
Date:
To:
From:
Subject:

December 14, 2021
High Valley Transit District Board of Trustees
Caroline Rodriguez, Executive Director
High Valley Transit’s 2022 Budget

Adopt Resolution 2021-03 a Budget Resolution of the High Valley Transit District 2022 Budgets
Background
HVT’s Board of Trustees has reviewed and revised the proposed budget during three public meetings,
between September and October of this year. In addition, HVT’s Budget and Finance Committee further
refined costs during their regularly scheduled bi-weekly meetings and presented the draft budget to the
Summit County Council on Monday, November 8. A public hearing on the 2022 budget was opened in
public meeting on Thursday, December 9 and continued to Thursday, December 16, 2021.
2022 Budget
Current fund balance for the Transit District is approximately $9 million. At 90% of the current year elapsed,
40% of the 2021 budget is unexpended and the County had already received 120% of estimated
transportation revenues. Staff expects that the Transit District will grow its fund balance in 2021. The
County’s Finance Officer predicts that growth in sales tax revenues willcontinue to increase in 2022.

Revenues
For 2022, High Valley Transit’s projected revenues are $17,463,500. Just under 80% of those revenues
come from the sales and use taxes implemented by the Summit County Council. Nine percent of that
revenue is expected to come from an American Rescue Plan Act (ARPA) allocation through the Utah
Department of Transportation (ARPA) and 8% from business assessments. HVT staff also projects that the
District will receive approximately $750,000 in Federal Section 5311 funds, representing a 100%
reimbursement for certain transit-related costs.
Table 1 provides a summary of expected 2022 revenues.
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Table 1. 2022 Transit District Revenues
Rev. Acct.
55-313055-312655-312555-312755-332555-371055-3270-

Description
Mass transit tax (1st)
S&U tax (2nd)
Sales tax (4th)
Sales tax (5th)
FTA Sec. 5311
FTA Sec. 5339
Canyons Assessment
Business Assessment
Advertising Revenue
Medicaid
ARPA Capital
Total:

Amount
$2,607,000
$2,998,500
$3,262,000
$4,827,000
$750,000
$0
$900,000
$504,000
$15,000
$0
$1,600,000
$17,463,500

Expenses
The 2022 draft budget for High Valley Transit is $17,463,500. While this signifies a large increase in transit
funding, just over 38%, it also represents an almost 20% increase in the reach of our transit service; the ongoing education and addition of professional, in-house staff members; and a dramatic increase in the
administrative operating expense of the transit district, including winter maintenance, wifi and data fees,
utilities, insurance, and a significant investment into transparency, data reporting, and record keeping. Also
included are the one-time costs of standing up a fully functioning transit operation, such as the construction
of a transit facility and a significant amount of consulting costs centered around the development of specific
plans required for federal funding. More importantly, the 2022 budget includes an appropriate
depreciation cost relative to our assets as well as a $1.8 million deposit into our fund balance.
Table 2 provides a detailed breakdown of the proposed budget as well as a comparison to the County’s
adopted 2021 transportation budget.
The fields highlighted in yellow indicate the expenses that make up the 2022 capital budget of $1,853,000,
as identified in Resolution 2021-03. The remainder, $15,610,500, are 2022 operating expenses.
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Table 2. High Valley Transit’s Proposed 2022 vs. 2021 Adopted County Transportation Budget
Account #
100100-100
110120130190200-

Description
Bus service
Bus service (UTA)
Salaries
Overtime
Benefits
Local match/bus replacement
Materials/supplies

230-

Travel/training

25027027529031036036555-5900740760-

Board stipends
Dues/subscriptions/licenses
Utilities
Cell phones
Professional/technical
Fuel
Equipment/vehicle maintenance
Depreciation/replacement
Capital Assets
Equipment
Total:
Plus est. contribution to fund
balance:

2022 Proposed
$9,802,871
$750,000
$759,226
$5,000
$250,000
$25,000
$35,000

2021 Budget
$6,925,420
$320,000
$420,400
$3,000
$201,800
$582,900
$15,000

$20,550

$12,550

$10,000
$93,006
$20,522
$1,836
$789,420
$527,394
$2,500
$712,163
$1,828,000
$3,000
$15,635,487

$0
$91,000
$0
$2,400
$350,000
$0
$1,200
$3,669,330 *
$0
$5,000
$12,600,000

$1,823,013

* Under County budget procedures this was accounted for differently before budget year 2022
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RESOLUTION 2021-03

A BUDGET RESOLUTION OF THE HIGH VALLEY TRANSIT DISTRICT
2022 BUDGETS
WHEREAS, pursuant to Utah Code §17B-1-610, on December 9, 2021, the Board of
Trustees of the High Valley Transit District held a properly noticed public hearing for the
following 2022 budgets: Operating Fund, Capital Fund, and Debt Service Fund; and,
WHEREAS, the Board of Trustees of the High Valley Transit District finds that it is in
the best interests of the High Valley Transit District to adopt the 2022 budgets of the following:
Operating Fund, Capital Fund, and Debt Service Fund;
NOW THEREFORE, BE IT RESOLVED, pursuant to Utah Code §17B-1-614, the
Board of Trustees of the High Valley Transit District hereby adopts the 2022 budgets, as shown
herein:
2022
2022 Operating Budget
Revenue: $ 17,463,500
Expense: $15,610,500
Change in Net Position: $0
2022 Capital Budget
$ 1,853,000
2022 Debt Service Budget
$0
APPROVED, ADOPTED, AND PASSED and ordered published by the Board of
Trustees, this 16th day of December, 2021.
HIGH VALLEY TRANSIT DISTRICT
SUMMIT COUNTY, STATE OF UTAH
ATTEST:
By:
_____________________
David Geffen
Secretary

______________________________
Kim Carson
Chair
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APPROVED AS TO FORM:

David L. Thomas
______________________
David L. Thomas
Chief Civil Deputy
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