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PROJECT REPORT (REV 1)
May 8, 2018

Craig Wheeler, Town Manager
Town of Raymond, NH

4 Epping Street

Raymond NH 03077

Dear Mr. Wheeler:

We have completed our assignment and are submitting the report of our Wage Survey and
Compensation Study for all positions involved in the study.

This report has been prepared as an accounting of our assignment and to record our approach. The
recommendations and comments in the report reflect our objective appraisal to the extent possible
within the scope of the assignment.

Our objective was to develop a Classification and Pay Plan that is equitable to both the employees
and to the taxpayers of the Town of Raymond, NH.

We would ask you and top staff to review the report and Thornton and Associates compensation and
classification recommendations. This report has been developed based on:

e Job analysis of included Town classifications (internal equity)
o Market salary survey results (external equity); and
e The Town's pay philosophy, policies, and organizational structure

Thornton and Associates would like to express our thanks to all Town employees who have
participated in this important project.

We appreciate this opportunity to be of service to you.
Respectfully Submitted,

Wm

Gary R. Thornton
Principal
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EXECUTIVE SUMMARY

F With the approval of the Town of Raymond, NH, Thornton and Associates conducted a
classification and compensation study of all permanent full and part-time positions in the
Town.

2. The study was undertaken on a timeline which allowed the consultant's findings to be

considered in the next budget process.

3. Over sixty job classifications were involved in the survey. Benchmark jobs, which
represented these positions, were surveyed.

4, We recommend that the Town Manager reserve the right to change the minimum
gualifications of the position when necessary.

B. We recommend that the Town Manager reserve the right to approve appointments at
above the minimum of the range when recruiting for critical or otherwise hard to fill
positions.

6. We recommend that the Town Manager conduct an assessment and evaluation of the

individual incumbent before awarding any pay status change as a result of our
recommendations for reclassification.

7. We recommend that the Town Manager consider internal equity of all positions before any
reclassifications are approved.

8. Our review of the employee benefits and other administrative practices found the overall
package to be fair and competitive.

9. Any pay adjustments that may come out of this study are subject to the approval of the
Board of Selectmen and subject to further negotiation.

The report on the study of the pay and classification system contains details of all elements of the
study. In preparing this report, Thornton and Associates has used its’ best efforts and has taken
reasonable care. To an extent, the report relies on information and data received by third parties in
whom Thornton and Associates has assumed the accuracy and completeness thereof.

The information and opinions expressed in this report have significance only within the
context of the entire report. No parts of this report should be used or relied upon outside of
that context.

This study is not an end in itself, but a vital element in a sound management program for the Town of
Raymond, NH. It will require continuous work and review, once the plan is implemented.
Adjustments will continually have to be made to reflect changes in the labor market in order to
maintain an equitable pay and classification system.



THE PROCESS

To assist the Town of Raymond with the project, the Town engaged an impartial independent third
party, Thornton and Associates of Scarborough, Maine. Their involvement ensured that the end
results were unbiased and free of outside influences.

Project Orientation:

The Consultant attended meetings with the Town's Department Heads and Town Manager to discuss
the study’s objectives, along with the strengths and weaknesses of the current compensation
management system. The Consultant requested and received documentation about current
compensation and classification programs, discussed these systems, and developed an
understanding of concerns to be addressed.

The Consultant prepared and provided the Department Heads and Town Manager with an initial draft
of peer communities who would be invited to participate in the survey. After taking into account their
feedback we presented a final list of those employers which best represented the Town's labor
recruitment market.

See page 34 for peer communities surveyed.

Job Audit, Position Evaluation and Internal Equity Review:

In the process of evaluating jobs, Thornton and Associates reviewed existing job descriptions, which
were provided by the Town.

External Market Survey and Wage Structure Analysis:

Competitive pay, administrative and employee benefit practices for selected benchmark positions
from comparable organizations was collected and analyzed.

Results of the external market review were used as a guide in developing competitive pay grades for
the Town.

Development of Compensation Program/Budget:

To ascertain where each employee fell within the modified pay structure, compa-ratio analysis was
conducted to identify strengths and weaknesses by incumbent and position.

Pro forma budgets were developed to assist the Town with any planned implementation.



Project Outcome Communication and Report:

A written report was prepared and presented to appropriate management. The report described the
methodology used, our findings and recommended steps for implementation.

Additionally, all miscellaneous worksheets created for the development of salary ranges, compa-ratio
analysis and ongoing maintenance of the Total Compensation System were delivered in an electronic
format suitable for translation to the Town’s word processing and spreadsheet software applications.



e Health & Dental

OUR FINDINGS

Raymond Current Practice - The Town subsidizes the cost as follows:

Level of Coverage

Employer Subsidy — Health

Employer Subsidy - Dental

Individual

85%-$ 804.53

100% -$ 41.92

Two Person

85% - $1,609.05

52% -$ 41.92

Family

85% - $2,172.18

29%-9% 41.92

Best Practice

In your labor recruitment market, the median employer subsidy for health insurance is as follows:

Level of Coverage

Employer Subsidy — Health

Employer Subsidy - Dental

Individual

90% -$ 827.37

90% -$ 35.80

Two Person

89% - $1,560.33

86%-$ 69.36

Family

89% - $2,105.63

86% - $114.36

e Replacement Income — Life & Disability

Raymond Current Practice

Short Term Disability

Benefit Benefit Amount Elimination Period (in Employer
Type days) Contribution %
Percent of Pay 70.0% 8 days sickness 100% (AFSCME and
Max $1,300 per week Teamsters only)

Best Practice

Benefit Benefit Amount Elimination Period (in Employer

Type days) Contribution %
Percent of Pay 66.7% 8 days sickness 100%

Raymond Current Practice

Long Term Disability

Benefit Benefit Amount Elimination Period (in Employer

Type days) Contribution %
Percent of Pay 60.0% 180 days 100% (AFSCME only)

Max $2,500 per month

Best Practice

Benefit Benefit Amount Elimination Period | Employer Contribution
Type (in days) %
Percent of Pay 66% 180 days 100%




Raymond Current Practice

Group Life Insurance

Type Benefit Employer
Amount Contribution %
% of Salary 1.5X Salary 100%
Best Practice
Type Benefit Employer
Amount Contribution %
Fixed Amount $50,000 100%
% of Salary 1X salary 100%

e Retirement Benefits

Raymond Current Practice

The Town participates in the New Hampshire Retirement System.

Employer Contribution = 11.38%
Police = 29.43%
Fire = 31.89%

Best Practice

In your labor recruitment market participation in the New Hampshire Retirement System is common.

o Differentials

Teamsters Raymond Current Practice
2nd Shift $ 85

31 Shift $1.05

Weekend $ .50-%1.00
Police Detail Pay $45.00

AFSCME Union Members in DPW receive Double
Time for time accrued after 16 hours of consecutive work,

Fire Department provides for “Night Duty Pay” $225 and
“Weekend Duty Pay” $250 for the Duty Officer.

Best Practice (average)

$1.20
$ 98
$ .48

$43.43



e Paid Time-Off Benefits — Full Time

Raymond Current Practice Best Practice (median)

Time-off Programs (yearly totals)

Actual Number of Paid Holidays 11 11
Actual Number of Paid Personal Days* 3 2
Actual Number of Paid Sick Days** 12 12

*Teamsters CBA only
**Teamsters 24 hours/every 3 months

Paid Time Off/Vacation
Days for 0-48 months 13 10
Days for 49-108 months 18 16
Days for 109-168 months 23 20
Days for 169-228 months 28 25
Days for 229 months of Service 29 25
Vacation - Teamsters CBA:
After Bmths-12 months 40 hours
12 -18 months 40 hours
18 - 24 months 40 hours
25 -37 months 80 hours
49th 61st,73rd & 85th months 120 hours
97th,109th,121st months ~ ** e 160 hours

Thereafter on anniversary date 133rd month 200 hours

Paid Time-Off Benefits — Part Time

Raymond Current Practice Best Practice (median)

Time-off Programs (yearly totals)

Actual Number of Paid Holidays ¥ 11
Actual Number of Paid Personal Days 0 2
Actual Number of Paid Sick Days 12 12
Paid Time Off/Vacation
Days for 0-48 months prorated 5
Days for 49-108 months prorated 10
Days for 109-168 months prorated 15
Days for 169-228 months prorated 20
Days for 229 months of Service prorated 20
Allow carry over of unused time? (vacation) Yes Yes
Maximum carry over allowed (hours)
Teamsters CBA 80 140
Non-Union and AFSCME 1.5X annual accrual
Allow cash out of unused time? (vacation) YES No
Maximum cash out allowed (hours) unlimited 0
Allow carry over of unused time? (sick) Yes Yes
Maximum carry over allowed (hours) 720 480



Sick Time hours cap 720 360

Allow cash out of unused time? (sick) No No
Maximum cash out allowed (hours) 0 0
Other Benefits

e Tuition Assistance or Educational Reimbursement for professional development

Raymond Current Practice Best Practice (median)
$500.00 50%

e Professional dues reimbursement

Raymond Current Practice Best Practice
Yes Yes

e Professional licensing reimbursement

Raymond Current Practice Best Practice
Yes Yes

Water Department does pay for fees related to Water Operating,

Water Distribution and Backflow licensing and certifications.

The Town pays for workshops necessary to maintain licenses and certificates.
DPW also pays for annual Professional Engineer license renewals.

e Cost of Personal Protective Equipment

Raymond Current Practice Best Practice
Yes Yes

Also, AFSCME $200.00 for boots.

Hourly Highway, Water, Parks, Buildings and

Fleet Division employees are provided with

Work Uniforms.

e [ongevity pay program

Raymond Current Practice Best Practice (median)
After 5 Years of Service N/A $ 225.00
After 10 Years of Service $ 500.00
After 15 Years of Service $ 675.00
After 20 Years of Service $1,000.00
After 25 Years of Service $1,250.00

10



Zsves | 0LbS | 8szis | 998z | vozzs | 02128 | 28028 | 780z | 88°6)% Ll L JUE}SISSY/ SARASIUIIPY SYIOAA 1ldNd
aan @aN [ @aaN | @N [ aaN | a3 RENY RENIISTEEN e gan uopes Alsjewia)
67128 | L8PS | ¥8TLS | Ovzzs | Ge8ls | OVl | SOTLLS | 089LS | 65VLS 9l 6 lalogeT syied
10088 | 92028 | 0c9L$ | Le9z8 | 082S | 86T | vz | vzees | lzees 9 9 Uewa.o4 siied
ccgls | S0€lS | GZLLS | €86L8 | STLIS | LSHIS | Z6WIS | OGS | v9'€l$ 44 £l uepojsng buipjing
gz0s$ | v9618 | 06LLS | 9c0cs | 8Lves | L8128 | evzzs | evees | LL0Z8 b bl ueuislof buipfing
6L.28 | 10618 | 0£6LS | v2ees | v0'8es | 82¢28 | zLwes | ovses | 61'€es 8l 4! RETRETERIEIEETERIVEN
01L9zs | ze818 | 28GLS | 6bzes | /8628 | 997z | £0'€zs | €9¢€zs | 29'1es g . lojeJadq Juswdinog
69028 | 60IS | ZL€LS | 0562 | LP8LS | 9418 | B5LLS | 0641 | 298 £e 0l JaJogeT
Zrvzs | ealis | LLeis | wiezs | 06'028 | 62618 | 16028 | S0z | ov'6l$ ¥9 9l Jaloge / Jeauq oniL / Jojeledg juswdinc
000e$ | €8'128 | 90'1z$ | ZL'9es | 20'8z$ | £L62% | 06628 | 6L6zS | 68TTs 9l Pl UewsIod AeMydIH
296e$ | LL'8Z$ | 009z$ | 998rs | GL/e8 | Zzues | czwes | czves | zi6es / . Juapusjuuadng AemypIH
veZG8 | 609e$ | 69828 | 16G9% | 96°9S | 671 | 88'evs | 83'€rS | 9v'ecs 0z 0Z 10}081i] SH.OA OliANduahy peoy

. : ‘ : o SAYMHOIH/SONIATING/SHYOM oN8Nd
eeced | v99ls | L09LS | gz6zs | ve'Ges | vvels | zLoz$ | zi0z8 | LL9L$ Gl Gl JUBJSISSy sAeSIIIDY Bul4
089L$ | s0zi$ | 6063 | ¥9LLS | ZEGLS | 00'GLS | ZSWLS | OEWLS | 8LEL$ 091 6 (CORETCIENE
co6zs | svelS | 00°ZLS | 02628 | 62628 | 061z$ | 9vees | 2o | 7h0z8 951 ¢l IENTEYE
09Zz$ | 8.9k8 | 00°GLS | 8G%ZS | GE6LS | 991 | LGLLS | 88LLS | 2098 8l 9 (IreD) Jueusinal
c0zes | LLvzs | veTes | ¥6'ees | 6c0es | zh6zs | 06928 | ze8ed | iv'les L£ 6 ETEGETR]
oz8z$ | selzs | 00GHS | 0g0es | 8c0zs | vvels | 8L8ls | Z86L% | 8CL$ bl L (I20) ureyden
€79 | 25'Ges | L6'12S | 8S6ES | 6ZFES | 9882 | 890c$ | €862 | /8928 1z 0l urede)
62628 | v28l$ | 00GI$ | 0z | sT'les | svels | 6L6LS | 0L'6LS | GELLS 8 9 (IleD) yew) a4 Aindeq
pLzvs | veles | ze2zs | ovovs | 8bivs | Glees | zzes | 8e9ed | 7Tess bl 0l JaIu0 @il Aindaq
daN AN | @3N | @IN | @3N | a3aN @3N RE REY a3aN aan JalyD all4 uejsissy
€168 | 6LGes | 007es | 6LpLS | seeps | €hSrs | eears | eeers | evTvs 8l 8l TR

o : : T . INETR N ELERTE
v0'628 | 82028 | 2L€ls | 2oevs | zLGes | 9b'les | eeeed | eeees | z€6l$ L i Jadaayyoog
G6'05¢ | 2€9¢$ | 0L'0SS | 91099 | s8'8F$ | L6°0v8 | 89TyS | 88TKS | £9/E$ 9l ol Jabeueyy soueul4
1982 | v9618 | zeBlS | esees | 26zs | Lhozs | ocozs | ee'ezs | 97'ees [ 0z 10jeuIP1009) YH/Riejelo8g aAno8x]
geees | erled | oc6Ls | 99ves | Zhoes | 1e6zs | 09'.28 | 09'/28 | 85¥s / ) Jebeueyy Buunoooy
€668 | Ge/e$ | 2oves | €269 | £299% | 9e2GS | v LGS | vilGS | GL'978 8l 6l J0jesSIUIWPY/HabeuB UMO]
= 5 ” e . EoEEE NOLLYYLSININQY
wnwixey (wnuiuiy | pled | Pled | o)I% | ol% | oBesAy |ajey pied | o)1y |seakojdws | suoneziuebio | 8L
abuey Aed | jsemo [jsaubiy | we. | wiog |pewybiam | eBessay | uisy og o# qor
sinoy g0z Uo paseq
sabuel fed pejiodal pafejdsip sajes |1y

suoneziueBiQ e JoN

SINVIDILYYd TIV SL1NS3Y




cl

68'¢2¢ | 2T LS | 0SS | vh'oTs | vee$ | 98°0¢S | 1102 16'028 | 82°8LS Ll 6 BISISSY SAleLs|uIWpY jusidojarsg Ajunwuio)
[zezs | si21g | 0gols | 0sGes | €L1es | vS0T$ | 64028 | 88°0¢8 | €8°6L% 4 15 yio|D buissassy
600vS | 2GTes | S67es | L96¢$ | €e6es | 6GveS | 68628 | 68°GeS | 00°€CS g g ueoiuyoa | buluueld
0,9¢$ | 9p'szs | 1,028 | vh'oy$ | Lezes | czecs | ¢i0es | Loes | ST9cs 8l Ll 13240 YHeeH/bupling
GLyyS | 10eeS | 1971€S | 6829$ | 96'L¥$ | LbBES | ZTOVS TCor$ | €9LES 0l 0l 10}/ Juatidojaneq Ajunuiwio)
_ _ _ : . 1 _ : IN3WN40T3AIA ALINNIWINOD
£6'0z8 | v6'9LS | 80FLS | LGCe$ | 64028 | 6281S | €58L8 | L.8LS | BELLS L 9 Aiejaloag
G9'9z$ | 00028 | LLELS | LL'6eS | 89'Ges | €8'ceS | ¥6es | ¥6'LeS | 00028 6 6 10j38lI] JuE)SISSY UOIERIIDY
oL'8es | 9898 | L28LS | Loors | €9'1es | 09628 | 19628 19'628 | 09'SZ$ Ll Ll 10031 UoijEaIIsY
: = NOILY3HO3Y
€g'6es | 0L'8LS | evvlS | LT veS | 66'¥CS | 1G€TS | 0612 €9'eTs | ¢rocs 6¢ 6l Juejsissy aAljesiuwpy 891j0d
ey'oes | €0¢es | 06418 | IvSes | 28'Le$ | SLves | LTS 75628 | 11€Ts £0¢ 6l 40130 89lj0d
16'2¢$ | 6992 | 267028 | Ov'L¥S | ¢vees | 8L°0€S | L¥¥ES 000¢$ | L2928 G¢ 4 sAlRR}e(
GG6ES | €6L28 | 0911 | OF'L¥S | 98'GES | 82°€ES | 09¥ES Goees | ¢9'1es 2 0} 10}n09s0.d
daN d3aN daN daN daN d3aN N daN a3aN d3aN EI [eJodi0D) 80lj0d
Ge'ees | 81'92$ | 8v'ses | LL'66$ | 28'vES | 66°1ES | 89€EES 6eCES | GE6LS 8. 02 Juesfleg 89jjod
6G¥PS | 80°€ES | €V IES | 90'€9S | €5 I¥$ | 85'6ES | 660v$ GO'0¥S | L'9E$ 9¢ Ll ulejdeq 89l|od
G0'ze$ | LZ6€$ | ¥SLe$ | 89 LLS | CO6vS | L8GKS | GTL¥S | GTL¥S | 8levs 0¢ 0¢ $BIYD 891104
8c'8z$ | 8z'les | 88'le$ | 2zoes | 996¢$ | GGves | 9992 | 99928 | GTeCS 0l 0L Jojpallg yojedsig
LLSes | 98 LLS | LLeLS | ev'sTs | ¢ees | G9°0¢ | 08'0C$ 88'0¢ | €9619 €9 ¢l Jsyojedsig Aiejes algngd
_ : INJNLINY43a 30170d
9ves | 1818 | 6.6l | 8L les | vvees | €8'1es | 2¥ 0TS Gr'izs | LLLLS e 6 UBPIUYaS | JjEf
926 | S0z | /9128 | LOors | 98'9eS | 9v'Les | G9TES Go'ces | ov'.e8 P L JuspusjuLiedng
__ | . L . . y3LYM =
wnuwixey [wnwiuin[ pred [ pied | en% | eli% | eBeisAy [ejey pred | a1 | seafojdws | suogeziuebio apIL
~ obueyfed | jsemot|jseubiH | wis. | wos |pawybiom | obessAy | ulsz 0% jo# qor
m sinoy 080z uo paseq
sobuel Aed pajodal pafe|dsip sajel ||y

suopeziuebiQ |[e JoN

SINVdIOIL¥Yd TV SLINST



el

8j0J BUO 8Q 0] UONILINg YI8J7) UMOJ/xe] 8 podal S,umoj § ,

067CL$ a3anN aply ied

443 ]\ ueIpoysny

eTAR AR G Jsloqe] sled

7602 9 JBALJ ¥ond | mOjd

67 ¥1$ ] Jaioqe] AemybiH

; TVNSYITIVOITYNOSYAS
10zs | 66°€Ls [ Gz [ 1eves [ czels [ veLis | e | 1ezis | 16918 ] / UeIpojsn)
cogLs | zzzly | 878s | e6'€ed | 61018 | LgSLe | 286L$ €L'Gls | G9¢lS ¢S 0L aply Aeuqi
07028 | 86%1S | GL21S | 68228 | €5028 | sz6ls | 2zLi$ | 19818 | €8'%LS £z Ll UeLiIqI] JUelsISsy
99'Gz$ ZeLLS | L679LS | L171eS | obves | 10bes | 19T 2Lees | av6ls 14" el UeLeIqIT s,uapiiyd
Gl'ses 96 L1$ | €0'8LS | 0L'9e$ | GTLTs | Teees | 60°GC$ 60'Ge$ | 29'02% 0l 0l 1o0j08i1q Aeiqi Juelsissy
7.'8€$ 86°'9zZ$ | L0°€Z$ | ¥92GS | 0€'L8$ | STHES LLpES LL'PE$ | 68873 9l 9l lopauig Aeigr
‘ . . ANVNEI .
L02Z$ | YO9LS | TLLLS | 2€'82% | 89°0¢% | 89L8 | LO6L$ L08l$ | 676Gl LT 14 « 9D 32O
Gz'gzs | LzLs | vevLs | L29zs | Lzves | 18618 | ze0zs | ze0Ts | L€4L8 8l 8l « }e[) umo findaq
19°GES 66'G28 | ¥9'LZ$ | OF'8r$ | Q0ve$ | 92628 | OLLES 0L'1e$ | 26°9¢% 8l 8l + M8 UMO |
L _ : | _ _ Y¥310 NMOL
00'€Z$ LLOLS | 2LLLg | 26828 | 88028 | #0918 | €98LS 1611 | 9LGLS ¥4 ¢l « 19(0 82O
zoves | 6218 | veviS | e6v2s | G2izs | 810zs | 986L8 | 98618 | 8¥LLS Ll Ll . dopajjo) xe | findeg
€GeS | 68C2S | vSLeS | Oovevs | €¢1Es | L9/2$ | G6'8C% G6'8¢$ | 8092 8l 8l + 10108]|0] Xe |
. . | . - L . ¥oloaTi09XVL
winuwixep [wnunuin | pied pied al1% a|ly, | eBeisny [eyey pled | @oji% | seshojdwiz | suoneziueBig apll
abuey Aed | ysemoq [1seubiH | wisz | wios |pewybiom | ePeseny | wisz |  jog jo# gop

sabuel Aed pauodal

suopezjuebio (e JON

i

sinoy g0z Uo paseq
pafe|dsip sojed ||y

SLNVdIDILYVd 1TV SLINSTY




14!

zsves | s0218 [ eazLg [ 998es | v0zzs | 0L'1ed | 28028 | 2802 | 88°61S$ L LL JUB)SISSY SAlBISILILIPY SYIOAA 91ldnd
a3aN asn a3aN EY @3N aaN REIY @3N d3aN a3an @3N uopeg Aiejewa)
6v1zs | SvIS | v8zls | orzes | se8ls | ov 9l | SOZLS | 089LS | 6SYILS 9l 6 JalogeT syled
120e$ | ozoes | ocolg | Le8e$ | ogges | 6622 | veees | veees | L2ees 9 9 UewaloS syled
cegls | socld [ o00zig | €e61S | GZ2LS | 98vLs | OLGLS | Z¥GLS | 9ZVILS 0z gl ueipojsny buipjing
gz0oed | #9618 [ 05L1$ [ o90cs | 6Gves | Glzes | 89z2s | 89¢22s | LO'LeS oL 0l uewaJo4 bulpjing
62723 | 10618 [oc6Le | vzees | cz9oes | vaees | syves | 9192 | 00'€e$ Ll Ll RVENEETERENEIETETRVER
orozd | ce81d | 28613 [ 6vzes | 2828 | 99ces | coces | €9¢€2s | 29'1e$ v . JojesadQ Juewdinb3
690z% | 6071$ [ cLcld [ocees | scals | »oLLs | 262Ls | 28LLS | LSOLS 13 6 JalogeT
zvves | sS /1% | 21€lg | wLees | 2o'Lzg | LeBLS | Ss028 | Ov0Cs | 6E6LS 19 Gl JalogeT / Jenuq donu | / JojesedQ yuawdinb3
000c$ | €8'12$ [90tes | ziocs | 21828 | 18Ges | ¥L9zs | S092$ | vvecs Gl gl uewalioq AemybiH
z96ed | 11ges [ o09zs | oosvs | Gried | zzles | €zves | ezves | zi'ecs i / juapusuiadng AemybiH
vezG$ | 609¢$ | 6982% | L6G9S | LOLYS | ¥2ekS | SL¥PS | SLvPS | 9v'8Es 61 6l 10103110 SHIO/ dljand/juaby peoy
i _ _ _ SAVMHOIH/SONIATING/SHHOM 2118Nd
ceces | v991$ | L09L$ | szees | veGes | vveLs | zr02$ | 2028 | LL9L$ Gl Gl e}SISSY aAlesIuILIpY a4
089l$ | sozi$ | 0soLs | ¥9LLS | S¥'SLe | 00GLS | Z8%LS | ¥PLS | POPLS zel 8 (Ireq) Jomybyaui4
c96zg | sreld | 00LL$ | 0L'62$ | 28'€T$ | 0L'Ze$ | 8¥'ECS gl'zes | ¢z oes GGl 4 JECIETE
09ze$ | 8.91% | 00GLe | 89 ¥es | g6l | 9G4S | LGLLS | 68LLS | 209LS gl 9 (IleD) Jueusinal
cozes | 1.ves | v6zes | ve'ces | 6£0e$ | ZL6S | 06'82% | 29828 | Lv'/ics 13 6 JUBUBINAIT
9z8z$ | seLes | oosls | ogoes | scocs | vv8Ls | 8L'8L% z661$ | 8€/LS vl L (leQ) uieyden
czocs | zgses | 1Lecs | scees | vy ves | 28628 | LL'Le$ | 020¢$ | 8992 0z 6 uieyded
6z62s | PZ8lL$ | 00GL$ | 022es | 05'Les | 6¥0Z$ | Sv6Le | ¥Z6LS | 00LLS 9 S (1) Jayg aii4 Aindeg
vierd | veles | Z€ze$ | ovovs | 8L hvg | GL'8es | zzl€$ | 8e9es | zzees pl oL jeIyp a4 Aindeg
@3N @3N ENY @3N aan [eE[Y a3an a3aN a3aN a3aN a3an 1Y) 8l JuelsIssy
c1'16$ | 6L9€$ | 00zes | 6L vLS | Zs8v$ | 96'GS | 6¥GPS | 6¥SHS | SGTvd L Ll EGEE
o i : : _ L : ~ INFWlMVd3aa¥d 0
vo6e$ | 8L0¢% | 2L€l$ | 2oevs | 1z9gs | L¥ees | cTves | czve$ | vrocs 0L oL ledeayyo0g
G606 | 2c9¢$ | zoles | 91098 | GL6¥S | ¥O'LPS | €L€b$ | eLev$ | €18E$ Gl Gl Jabeueyy @oueuld
198z% | v961% | z€6L$ | 8G€€S | 00'82$ | 82'62% | 62928 | S6'9e$ | zoezs 74 6l J0JeuIpI00) YH/AIBleI08g SAINdeXT
goeed | evies | oc6Le | 99ves | Lz0es | 2862d | L1'8es 11'ges | 88'6zs 9 9 Jabeue|y Bununoody
e565% | se/€$ | zoved | £269% | 9c99% | 82€s$ | 981G | G8ISE | S¥ivS 8l gl l0jeJ}s|ulupy/iabeue|y umoL
‘ | : | _ | e o NOILYLSININGY o
WiNWiXe | wnwiuln | pled | pled alig, | 8l abesany |ajey pied | ony, | seshojdwz suoneziuebip : apiL
- obuey Aed }somo |3seybiH | yisL u0s | pajybiopn | ebesany | Yz j0# 0 # qor

ﬁ sINoYy g0z uo paseq :
sobuel fed papiodal pedz|daip.seiel ity  (ONOWAVY 1d30X3) SINVdIOILYYd 1TV SLINSTY

suopeziuebio e J0N




Gl

68czs | coLls | 05vLlg | wLozs | vvees | 980c | bLozs | 1602$ | 8T8lS L 6 B}SISSY aAjeljsiuIWpY Juawidojanag Ajunwiwod
Jzees | sLz21e | 0solg | 06z | 94'1es | 06°02$ | /8028 86°0¢% 16'6L$ Ll 0l Y8|) Buissessy
a3aN aan aan a3aN @3aN @3N @3N @3N aan a3aN d3aN UBIOIUYo®] Buluueld
0L°9¢$ ov'6zs | LL02$ | pLGYS | 0zEes | €282 | tHOES £9'0e$ | 86928 Ll 9l 190140 UjesH/buipling
GL¥YS LO'EES | 181ES | 6878 | 2oeys | €96ES | €50vS eqors | 98°.€9$ 3} 6 10}28.1Q Juslidofers Ajunwiwiod
L . : . L . INIW4OT3AIA ALINDWINOD
£6'02$ 76918 | 80vL$ | 26TTs | GZ'Les | Ov'6LS | 698LS 688l | €LLIS 9 g Aejeioeg
e ReTAY 0002¢ | LLELS | 21628 | 08'GeS | L6TCS | 8LTC$ 8l'cz | 9618 8 8 J0}38.1( JuElsISSY uoljesidsy
91'8c$ | 98928 | LL8LS | LOo9ovs | wITes | LO'GTS | 196ZS 1962 | 60°G¢$ 9l al Jojalig uoljeslday
_ | = NOILYZHOTY o
cg'6ze | 018lg | €L6LS | leves | 60'GeS | 98°€Ts | GZTes 66'¢28 | 02128 yird 81 Juejsissy anljelis|ullpy 891104
e’ 0e$ €0'zes | 06°LLS | PGS | €182 | 6272 | 89'9¢8 GL6z8 | 8T€Ts 981 8l 192130 821|0d
1Gze$ | 69928 | 8v'1zs | OvL¥S | 2668 | ¥E0ES | 98¥E$ | €8°0€$ | LG9T$ 7€ Ll ENIREIETY
GG6ES | €67228 | 09°LLS | Ov'LvS | 98'%E$ | 91°€ES | PRYES JARARS 1£1€$ 0L 6 lojndesold
aanN @3N @3N d3N daN aanN adanN d3aN @danN EL @3N |ejodio? 891104
Ge'ges | 81978 | 8v'6z$ | LL6E$ | 86%ES | LoCeS | €9¢€ES rees | G9T6e8 9. 8l Jueafieg 921j0d
65 7r$ 80°€sS | €¥1ES | 9098 | LG L¥$ | OV'8ES | CO'I¥S €00¥$ | 6£9¢$ T 9l ureyded a01j0d
G0zss | Lzses | ¥oue$ | 85 LL¢ | OLevs | 0cov$ | SeLvS | SEL¥S | 88'THS 6l Bl Jo1YD 89110d
8¢'82$ gz’ 1es | 98°1z$ | 2z9es | Le0es | 96°€TS | 2L 978 7.9t | eTets 6 6 J0j0811Q yoiedsiq
LLETS oc/L$ | L2eLS | evezs | 1GCes | Le0T$ | 6L0C$ 1802 | 07618 89 bl Jayojedsig Aayes dlland
. ‘ ‘ . INJWLNY43d3010d
Z29ves | 18418 | GLELS | 8L'Leg | LveTs | 66228 | 002 25'12$ AR L2 8 uepluyos | JBJEM
gL-2e$ | solzs | L81es | Lo9ys | 978es | 9.2€$ | 0€€ES oceed | ov'Les 9 9 JuspusjuLiedng
R . - HILVM ‘
E:E_xms__Esc___:_E | pled | Ppled ajl1%, oA mmm._m>< ajey pied | 9l% seafojdwgz | suoneziuebip apiL
abuey Aed 3semo | 3sayBiH | YisL ylos | pejyblem | ebeleay | uisg jo# Jo# __dor

sabuel Aed pauodal
suoneziuebip |je 10N

[

sinoy g0z uo paseq
pafe|dsip sajel ||

(aNOWAYY 1d30X3) SINVIDILEVE 11V S1TNS3Y




.28

0] BUO 8 0] LIOYIUNY W8I0 UMOL/XB] 8l podss s,umo] §

06Z$ gaN aply ed
vz 03N ueipoysny
06719 g 13l0qeT syJed
6'1C$ 9 JaAuQ ¥oniL moid
9%¢lS / Ja10qe RemybiH
; , L _ IYNSYOITIVIIYNOSYIS
L1ozs | 66€lS | 29GL$ | 18ves | 18618 | G6LL8 | TO6LS | TO6LS | LGLLS 9 9 uelpojsn)
z08l$ | zzzls | 928 | €6'€2S | 909L$ | LOGIS | 6LGLS | L9GL$ | GEEIS 6 6 apiy Arelgn
orozs | eevlS | GLzLs | 68228 | 12028 | 28818 | CbiLS | €58LS | 19WIS A 0l UelJelqI Juelsissy
996z$ | zeLls | L69L% | ZL1ES | opped | LOLeS | L9228 | Tiees | Gv6ls bl gl UeLeiqI] s,uaipiiyd
Glgzs | 95218 | €0'8Lg | 0L'9es | Sez$ | zeezs | 60GeS | 60°GeS | 290028 0l 0l J0j081q Aledqr] Juejsissy
pLees | 859z$ | L0°€2$ | ¥9'2GS | €8 | GL¥ES | 08¥ES | 08%e$ | 2v6zs Gl Gl 10308110 Aeiqi
_ . e L Advean
102z$ | #0918 | 22 L1g | 2928 | 890z | 689l | L06LS | L0'8LS | 6YGLS 12 7l RIETOEETe)
Geaes | z8lS | vevlS | L29es | Leved | 28618 | Ca0es | esoes | L6418 8l 8l «M8|Q umo | AndeQ
L96es | 66528 | ¥GLzS | ov'evs | 90¥Es | 94628 | 0Lles | oLles | /6°9¢$ 8l 8l RTERTN
- L . : ” : ; MHT19 NMOL . -
00€z$ | LLols | 2L Lug | 26928 | 26028 | 289LS | 088LS | GLLLS | 2hal$ 0Z zl RIETRERTe)
29ves | 6LLLS | vevLS | €6'ves | eries | beozs | ce6ls | 266LS | vrLLS 9l 9l + Jojajo] xe | Aindeq
ecees | 68228 | voles | oveps | 9c1es | G0'8z$ | oLees | 0L'6TS | G0°SZS L) Ll » 10j08]j00 Xe |
. - . . - | - ¥O.1D3TI0I XYL __
winwixep |wnwiuiy | pred pred | 2l1% 3|19, | obeioAy |ojey pied | o1% |seshojdws | suoneziuebip e
oBuey Aed | ysemoq [3seubiH | sz | wios | pajyblom | ePeiony | sz o# jog qor

sabues Aed papodai
suoneziuebiQ e 10N

[

sINoy 080z Uo peseq

pafeidsip sajel ||y

Anzos><z Ld39%3) SINVIDILEY 1TV w.m_.___:_mmm




RECOMMENDATIONS

Developing a Total Compensation Strategy

Total compensation consists of those things that employee’s value in the employment relationship.
In developing a recruitment and retention strategy designed to make your organization an
“employer of choice” your rewards program should consist of:

“Transactional Rewards”
s Pay
Base pay, variable or at risk pay.
e Benefits
Healthcare and welfare programs, income replacement plans, retirement and savings plans
and pay for time not worked.

“Relationship Rewards”
e Training and Development
Career development training; performance management and coaching and mentoring
programs.
o Work-Life Programs
Work/life balance, performance support, and relationship with co-workers.

Benefits

A competitive salary structure takes roots in a well-designed Compensation Philosophy that is
linked to the organization’s Talent Management and Business Strategy. Not only will this serve
to support the operating plan but will ensure the ability to attract, retain and engage
employees.
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Your total Rewards Program should be structured to provide competitive base rates of pay,
which will allow you to recruit and retain qualified staff. Financial resources should be
targeted at those positions identified as having the greatest need and impact to the Town.

The objectives of your Total Compensation System should be:
Internally equitable

Compatible with your culture

Legally compliant

Aligned with your organization’s mission and strategy
Within fiscal constraints

Easily understood

Externally equitable

Aligned With
Mission and
Strategy

. Compatible
WithYour
Cu!ture‘ _

Internally
Equitable

Legally
Compliant

Within Fiscal Easily  Externally
Constraints Understood = Equitable

Steps towards developing a market-based salary structure:

v The organization’s strategy toward the labor market requires a salary-level policy decision
which involves determining how competitive the organization wishes to be. There are three
common organization pay policies:

o Lag market: Any decisions regarding the salary structure will set grades behind the
market.

e Lead/Lag market: Provided the increase is steady throughout the year, the
structure will lead market first half of the year and lag market the second half of the
year.

e Lead market: Strategy is to pay above market rates.

v Participate in salary surveys specific to your industry, labor market, and jobs.

¥v" Match benchmark jobs to external marketplace.
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v Develop an external market summary and age the survey results to your desired salary
structure date.

v" Develop proposed salary structure.
e EXAMPLE

» Market pricing

» Salary grades

« Salary structure based on a lead-lag strategy
Executive - 75th percentile of national market
Professional/Management - 50th percentile of regional market
Administrative/Operative - 50th percentile of local market

v" Slot the non-benchmark jobs into the structure.
v" Develop compa-ratio analysis and costs for implementation.

v" Determine fiscal constraints. Calculate the difference between current scale and the
market. This will determine how much of an increase would be required to make current
scales comparable to the market.

v" “What-If" Scenarios. Using the percentage of market movement and fiscal constraints start
increasing the scale. See how close you can get to market comparability, and the resultant
cost.

v Final adjustments. Once you have built your new scale and matched it to the market and
within budget, validate it to assure it makes sense? Where are the likely areas of employee
unrest? This step is the art, not the science of compensation.

v" Develop appropriate communications for managers and staff. Let them know all the steps
that went in to the review and how pay decisions are made.

Pay Plan Structure

The cost to implement and maintain the compensation system should be driven by changes in the
labor market and should be applied globally to the system, which adjusts each salary range.

Going forward changes to the compensation structure should be driven by changes in the
labor market. Changes in individual salaries should be driven by performance.

A vital component of any compensation plan is the recruitment salaries offered. Recruitment
programs are most effective if hiring ranges, as opposed to hiring rates, are established. Hiring
ranges should be adjusted each year to reflect the dynamics of the marketplace, and policies
should be established to address individual equity concerns, particularly those that inhibit hiring
personnel at salary levels exceeding those of current personnel.

Typically, the hiring range is considered to be from the entry level of the proposed range to the
midpoint. Many factors should be considered when making an offer above the entry level. One
factor is the current salaries of incumbents (if any) in the job class and their length of service.
Another consideration is the demands of the market place. A qualified candidate might be making
more than the entry level of the proposed range, but do other well qualified candidates exist?
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Plan Implementation
Department Heads offered several comments related to compensation, these included:

e There is a sense that additional duties have been added to individuals and that
compensation has not been addressed in recognition of these additional duties.

e Some employees feel they are paid fairly when compared to internal peers in other
departments, but not competitively when one considers the entire external market.

e Pay compression, or the perception of compression was noted in several focus
groups. The compression described relates mostly to longer-tenured employees
being paid approximately the same wage as a new employee. To be fair, while this
may be the case, this situation is common in public sector environments where pay
has been held constant or frozen for a period of time.

The implementation must take into account the fiscal constraints, current salary levels and other
variables which are unique to Raymond. After all of these factors are considered a feasible
implementation program should be designed.

Proposed Compensation Plan

The most finely constructed wage and salary administration program produces, at best,
momentary competitiveness. As some inequities already exist, they will become magnified quickly
in the absence of proper maintenance. Keeping a wage and salary administration program
equitable and up-to-date requires simultaneous development of administrative skills, exercise of
judgment, resolution of inequities, and adherence to original objectives in a dynamic and usually
inflationary wage and salary environment. It also requires a comprehensive approach and an
integrated system, which includes job analysis, job description, job valuation, and performance
evaluation. Each of these steps must be integrated in order to provide consistency between the
specifications for the job as determined by job analysis, and the essential elements of the position
as expressed in the job description. These factors in turn must be in total agreement with the
factors used to price the job as well as the standards and criteria for job evaluation. In this
manner, disparities in pay, hiring practices, retention and termination can be explained and
accounted for with detail and objectivity.

Non-Union Positions:
Pay Plan Structure

An advantage of open ranges (versus steps) is that Raymond can make adjustments to the
ranges without necessarily giving all employees automatic wage increases. Employees would
receive wage increases for their contribution, not for automatic cost of living adjustments.

e The salary ranges are 50% wide with a 5% midpoint-to-midpoint difference between the
pay grades. Being 50% wide means having 50% minimum to maximum ratio within any
given salary range.

o Each salary range is 80% below market at the Minimum, 100% at market at 5 years of

experience, and 120% of market at the Maximum of the range.

The 5% spread allows benchmark jobs to be placed at market rather than too high or too low.
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Salary Range Profile

4th Quartile Range Maximum

3rd Quartile Range Mid Point

2nd Quartile

1st Quartile Range Minimum

Range Minimum: The lowest salary that will be paid to individuals qualified to hold positions in
the range. Individuals with minimal experience who require extensive training, or who have
transferred into the position from another field should be hired close to or at the minimum.

First Quartile (0 - 25" Percentile of Range): Salaries paid in this area typically apply to entry-
level employees who are comparatively inexperienced and who are in the process of developing
their skills, abilities, and knowledge in their field of endeavor. It is expected that most employees
will move through this part of the range rather quickly as they progress in their jobs. If an
employee's pay does not advance beyond this low end of the range, there may be a performance
problem.

Second Quartile (25t - 50t Percentile of Range): Salaries paid in this quartile are appropriate
for employees who are progressing satisfactorily toward achieving a standard level of
performance in their job duties and responsibilities or have a proven record of accomplishment in
their field. Some employees may achieve an acceptable level of performance but never progress
beyond this part of the range because their performance never progresses to an above average
standard. The pay of other employees will continue to progress and may move into the 3™
quartile, or to another range should their exceptional performance be recognized by a promotion.

Range Mid-Point: Typically, the salary that will be paid to individuals fully qualified to hold
positions within this range. Individuals with a few years’ experience who require minimal or no
training may be paid close to or at the mid-point. It is expected that very few candidates will be
paid up to the mid-point at the time of hire.

Third Quartile (50t - 75 Percentile of Range): Salaries paid in this quartile are associated with
employees who have consistently achieved above average performance in their job duties and
responsibilities or over a period of several years have shown at least satisfactory performance in
the position.

Fourth Quartile (75™ - 100" Percentile of Range): Salaries paid in this quartile are typically
associated with employee's who have consistently demonstrated outstanding performance in a
position, and/or have demonstrated consistently good performance over a long period.

Range Maximum: This is typically the highest salary that should be paid to individuals in a range.
A salary above range maximum will be “red-circled” until adjustments to the salary structure bring
it to within range. Any salary increase for individuals over the maximum is considered on a case-
by-case basis. If warranted, performance may be recognized in the form of a one-time lump sum
award.
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Methodoloqgy for Conversion of Employee Salaries

Annual Increases — The salaries for all staff were increased by the Board approved (January 1,
2018) 2.25% annual increase before any market adjustments were made.

Below Minimum — Once new ranges were assigned, employees whose current salary was below
the recommended range Minimum would be adjusted to range Minimum.

In-Range Adjustments — Based on years of service and position in range after any below Minimum
and/or compression adjustments, employee salaries were adjusted based on targeting a specific
percentage of Midpoint (Compa-ratio) desired for their individual years of service, according to the
following scale:

Years of Experience Percent of Market Targets
0-1 Year 80%

1-2 Years 84%

2-3 Years 88%

3-4 Years 92%

4-5 Years 96%

5 Years and Over 100%

Compa-ratios are used to identify where a salary of an incumbent is in relation to the midpoint.
The midpoint is considered 100% of market. Compa-ratios are calculated as the ratio of the
amount actually paid to an individual, divided by the midpoint. This ratio is expressed as a
percentage.

The compa-ratio, therefore, gives a measure of how an individual is paid relative to a similar
position in the market. If the compa-ratio is 100% then the individual is being paid at market. If the
compa-ratio is greater than 100% then the individual is being paid greater than the market for that
job.

To calculate a compa-ratio for an incumbent whose salary range is $24,552 minimum, $30,690
midpoint, $36,828 maximum, and whose current salary is $29,313; divide the current salary by the
midpoint of the salary range ($29,313 + $30,690 = 95.51% compa-ratio).

Union Positions:
Allocation of Employees within the Step Matrix

For employees, whose current salary level is below the minimum level in the assigned grade the
pay level would be the minimum in the grade (Step 1). For employees with current salary levels
exceeding the maximum level in the assigned grade (Step 15), the salary would be frozen at that
level, and the employee would be ineligible for any merit or cost of living increases until the range
is adjusted to allow movement. In this instance, the Town may wish to reward employee
performance by a “one-time” salary bonus that is not added to the employee’s base salary.

In-Range Adjustments — Based on years of service and position in range after any below Minimum
and/or compression adjustments, employee salaries were adjusted based on targeting a specific
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percentage of Midpoint (Compa-ratio) desired for their individual years of service, according to the
following scale:

Years of Experience Step

0-1 Year

1-2 Years

2-3 Years

3-4 Years

4-5 Years

5 Years and Over

DB (W=

The consultant recommends that the Selectmen first determine what their target market
position is going to be not only coming out of this study but going forward. We recognize
that fiscal constraints will be a factor in the discussion but should not serve as the sole
basis for accepting and/or rejecting any recommendations coming out of this report. If pay
changes are warranted, “what if” scenarios can be developed to make any necessary pay
adjustments deemed appropriate and within Raymond’s ability to pay constraints.

See pages:
28 for Recommended Pay Scales (Based on Survey Results)
30 for Proposed Job Grade Assignments

Promotion

When promotions occur to a team leader or supervisory role, the raise should be commensurate
with the increased responsibility associated with the new duties and assignment. To determine the
percentage of increase, base it on the percentage of difference between the midpoint of the
starting pay range and the midpoint of the range of the promotion. Typically, an increase in base
pay does not exceed 10%.

Advancement within a Pay Grade

Advancement within each pay grade should be based on merit through an annual performance
review and evaluation. A "satisfactory" or better rating should be considered mandatory for
consideration of an increase. Advancements within a grade should be considered on an annual
basis.

Alternatively, advancement within a given pay grade can be accomplished through the application

of a COLA or across-the-board increase. In order to avoid salary compression, adjustments to
individual salaries should be performed separately from adjustments to pay grades.
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[EXHIBITS

v' Comparison Raymond Actual Paid Rates vs. Survey Results
v Non-Union Pay Scale
v" Union Pay Scale
v Proposed Job Grade Assignments
v' Raymond Pay Master
v' Comparable Communities for Wage and Benefit Survey
v Results Custom Survey

v' Compensation Comparison - Private Sector
Northern New England
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PO Box 1207

Scarborough, ME 04070
Voice: 207-885-9333

Fax: 207-885.9320

Cell: 207-415.1454

E-mail: gthorn@maine.rr.com

April 18, 2018

Re: RESULTS - Town of Raymond, NH Total Compensation Survey

Dear Survey Participant:

We are pleased to present your copy of the 2018 Town of Raymond, NH Total Compensation
Survey. The survey report provides information on base pay data and administrative practices for
select positions as reported by twenty of the Granite State’s finest employers.

The analysis of the data collected is displayed for each of the survey jobs where sufficient data was
reported. To ensure confidentiality of all data, a minimum number of five cases are required for the
information about the position to be provided.

On behalf of our client, thank you for participating in this survey. If you have questions or need

assistance in the interpretation of the data contained therein, please call our offices at 207-885-
9333 or contact us via our website at www.ThorntonAndAssociates.net

Sincerely,

cﬁw@ﬂ%

Gary R. Thornton
Survey Administrator
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TOWN of RAYMOND, NH

RESULTS

Total Compensation Survey
APRIL 2018

Survey Administered by:

A HUMAN Resource Management consulting Firm

Thornton & Associates
PO Box 1207
Scarborough, ME 04070
207-885-9333

Email gthorn@maine.rr.com
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SURVEY PARTICIPANTS

Brentwood
Exeter
Franklin
Gilford
Goffstown
Hampstead
Hampton
Hooksett
Hopkinton
Londonderry
Milford
Newmarket
North Hampton
Plaistow
Raymond
Salem
Sandown
Somersworth
Stratham
Wolfeboro
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[ADMINISTRATIVE & EMPLOYEE BENEFIT PRACTICES

#1 Statistics are for traditional vacation, holiday, sick programs and do not include those reporting earned

time programs.
Actual Number of Paid Holidays
Full-Time  Part-Time
Survey Participants (18)  Highest 12 12
Lowest 10 6
Median 11 11
#2
Actual Number of Personal Days
Full-Time  Part-Time
Survey Participants (11) Highest 12 2
Lowest 1 0
Median 2 1
#3
Actual Number of Sick Days
Full-Time Part-Time
Survey Participants (14) Highest 17 12
Lowest 2 2
Median 12 7
#4
Paid Time Off/Vacation
Survey Participants (17)
Full-Time
Days Highest Lowest Median
Days for 0-05 Years of Service 26 5 10
Days for 6-10 Years of Service 27 10 15
Days for 11-15 Years of Service 32 15 20
Days for 16-20 Years of Service 37 20 25
Days for 20 + Ycars of Service 37 20 25
Part-Time
Days Highest Lowest Median
Days for 0-05 Years of Service 23 1 5
Days for 6-10 Years of Service 24 8 10
Days for 11-15 Years of Service 27 10 15
Days for 16-20 Years of Service 29 10 20
Days for 20 + Years of Service 32 10 20
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Organizations that permit carryover of vacation time = 16

Highest Lowest Median
Carryover hours permitted 500 285 140
Organizations that permit cash out of unused vacation time = 4
Highest Lowest Median
Maximum (hours) cash out allowed 480 100 220
Organizations that permit carryover of sick time = 8
Highest Lowest Median
Carryover hours permitted 1440 120 480
Organizations that permit cash out of unused sick time = 3
Highest Lowest Median
Maximum (hours) cash out allowed 190 48 96
Cap on Sick Hours = 8 Highest Lowest Median
720 120 360
#5
Pension/Retirement NHRS Survey Participants (17)
Defined Contribution Survey Participants (4)
Employer Contribution - %
Highest Lowest
11.4 2.0
#6

Group Life Insurance

Survey Participants (16)
Employer Contribution

Participant Count Highest Lowest Median
Fixed Amount 8 100% 100% 100%
% of Salary 8 100% 100% 100%
#7
Disability Income Protection Survey Participants
Participant Count Highest Lowest Median
Short Term 14
Employer Contribution 100% 100% 100%
Benefit Amount 70.0% 30% 66.7%
Elimination Period 18 days 1 day 8 days
Long Term 12
Employer Contribution 100% 100% 100%
Benefit Amount 70.0% 50.0% 66.0%
Elimination Period 182 days 50 days 180 days
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#8

Health Insurance

Individual Coverage
Cost Share % Employer
Cost Share % Employee

2 Person Coverage
Cost Share % Employer
Cost Share % Employee

Family Coverage
Cost Share % Employer
Cost Share % Employee

Survey Participants (18)
Monthly Employer Contribution
Highest Lowest Median
$1,155.89 $ 543.53 $ 82737
100% 75% 920%
25% 0% 10%
$2,325.08 $1,087.06  $1,560.33
100% 75% 89%
25% 0% 11%
$3.139.53 $1,467.53  $2,105.63
100% 75% 89%
25% 0% 11%

Cash in lieu of medical benefit Survey Participants (14)

Annual

Highest Lowest Median
$7,368.00 $1,200.00 $4,000.00

#9

Dental Insurance

Individual Coverage
Cost Share % Employer
Cost Share % Employee

2 Person Coverage

Cost Share % Employer
Cost Share % Employee

Family Coverage

Survey Participants (18)
Monthly Employer Contribution

Highest Lowest Median
$ 46.40 $ 0.00 $ 35.80
100% 0% 90%
100% 0% 10%

$ 82.34 $  0.00 $ 69.36
100% 0% 86%
100% 0% 14%

$ 148.95 $ 0.00 $114.36

Cost Share % Employer 100% 0% 86%
Cost Share % Employee 100% 0% 14%
#10

Vision Insurance

Not enough data for meaningful comparison
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#11

Tuition Assistance or Educational Reimbursement

Survey Participants (7)
Firm Count Highest Lowest Median
Full Tuition 2 100% 100% 100%
Partial Tuition 8 75% 50% 50%

Insufficient data on minimum grade, time commitment to make meaningful comparisons.

#12

Reimbursement for Dues in Professional Organizations Survey Participants (18)

Reimbursement for Required Licensing Survey Participants (17)
Reimbursement for Personal Protective Equipment Survey Participants (17)
#13
Pay Increase Delivery Methods
Frequency
Participant Count Highest Lowest Median _Awarded
Steps - 12 8 11 4 Annually
Across the Board 9
Merit Only 9
#15
Longevity Pay Program
Survey Participants (5)
Highest Lowest Median

After 5 Years of Service 300.00 150.00 225.00
After 10 Years of Service 750.00 250.00 500.00
After 15 Years of Service 1,000.00 300.00 675.00
After 20 Years of Service 1,250.00 350.00 1,000.00
After 25 Years of Service 1,500.00 400.00 1,250.00
#16
Shift Differentials $ per hour

Participant Count Median Avg
2™ Shift 8 5 1.20
3" Shift 7 1.05 98
Weekend 4 35 A8
Police Detail Pay 10 42.50 43.43

| Fire Detail Pay NED
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#17

Milé.ebﬂaneo.ﬁs

PTO included in Overtime =14

Compensatory time off =8

Additional compensation for DPW employees during emergency = 4

(1) 1.5 hours for all time worked
(2) Overtime — 3 hours minimum

(3) Christmas holiday only
(4) 3 additional sick days plus meal money

Cell Phones (furnish or reimbursement) = 11
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