David Ash — Chip Schutte — Michael Hobert - Sharon Keeler — Dr. Michael Murphy

AGENDA
Joint Administrative Services Board
October 28,2013 1:00 p.m.
Joint Governinent Center

1. Call to Order.
2. Approval of Minutes, (September 23 Minutes Attaéhgd).

3. Pay and Classification Study. The School Board is considering performing a
Pay and Classification study. A draft REP will be discussed at tonight’s meeting. '
Meanwhile the Board of Supervisors is preparing to update the study they originally
performed in 2008. There is an opportunity for both organizations to perform these
studies utilizing the same methodology and benchmark communities. Doing so would
help alleviate one of the more contentious elements of the annual budget process. The
Government’s 2008 study is attached. The Board should discuss the methodology and its
pros and cons, and determine whether common ground can be established for the pursuit
of the School’s study, and the Government’s update.

4. ERP Issues.

a. The is currently no JAS Board meetings scheduled for November and
December, however two procurements are due Novembey 12 (ERP System
and ERP Consultant). The Board should schedule an initial meeting for Nov
13-15 to review the proposals and set a course of action.

b. Several policy actions are pendmg inclusion of Social Services Accounts
Payable, establishment of minimum time unit for leave accounting, Assign
GPIN, Income Tax responsibility.

5. ACA (Affordable Care Act) Imi)lementation. A reminder that it may be
prudent to react to the implementation of the ACA with policy actions of our own. For
example:

a. Employees working less than 30 hours per week who are currently eligible
for health insurance may find less expensive health insurance on the ACA
exchange, creating a win-win for employer and employee. This could be
tested by affected employees to determine if this is true, and what tradeo(fs
(ex. participating doctor network) might be involved.

b. ‘COBRA recipients and Retirees might find a better value on the exchange
than staying in the Clarke Group. Should they be advised of this as part of
their COBRA/Retirement notification of benefits?

¢. Some plans are no longer covering spouses eligible to receive such coverage
elsewhere (see attached article)., Our group should thus expect an increase in
group membership over time if our current policy is maintained.
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d. Inaprevious discussion we determined the “look-back” period for
“determining insurance eligibility to be twelve months, Therefore, if the
employee averages 30 or more hours per week over 12 months they would be
eligible for insurance coverage gomg forward (see federal reg attached).
 Managers responsible for assigning work and approving tmlesheets will need
to be instructed to take responsibility for this.

6. VRS vs. VaCorp Disability. VRS dropped their rates below Standard and
extended their deadline to 12/2. This was communicated to the JAS Board by email. The
recommendation and response has been to support the actions already taken by the
Supervisors and School Board.
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Draft for review Oclober 28, 2013

Joint Administrative Services Board
September 23, 2013 Regular Meeting 1:00 pm

At a regular mesting of the Joint Administrative Services-Board held on Monday, Septembei‘
23, 2013 at 1:00 pm in Berryville Clarke County Government Center Meeting Room AB,
Berryville Clarke County Government Center, 101 Chalmers Court, 2nd Floor; Berryville,
Virginia, ‘

Members Present

David Ash; Sharon Keeler; Michael Murphy fleff 1:45 pmj; Chip Schutte

Members Absent

~J. Michael Hobert

. Staff Present

Tom Judge; Gordon Russell; Ed Shewbridge; Lora Walburn

Others Present

None

1. Call to Order - Determination of Quorum

At 1:03 pm, Chairman Schutte called the meeting fo order.

2. Approval of Minutes

Pavid Ash, seconded by Sharon Keeler, moved to approve the August 26, 2013
meeting minutes as presented. The motion carried as follows:

David Ash . - Aye
J. Michael Hobert - Aye
Sharon Keeler .- - Aye
Michael Murphy - Absent
Charles “Chip” Schutte - - Aye
Joint Administeative Services Board ~ Meeting Minutas — Septérﬁi_aer 23, 2013~ Page1of6
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Draft for review Oclober 28, 2013

Tom Judge infroduced Ed Shewbridge, CGPS Director of Information Technology.
Mike Murphy joined the meeting at 1:05 pm.

3. ERP RFP Review of Key Considerations-
The RFP has heen reviewed by Sandy Terry, Steve Brown, and Dennis Sandala and is ready

fo distribute fo twelve vendors Ocfober 1. Considerations: -

a. .The RFP calls for the County to provide a fraining coordinator. See the Clarke resource
requirements aftached. - '

b JAS will seek proposals from consuftants fo assist in evaluation arid confracting, with a
decision to accept stch a proposal only after the November 12 due date.

- ¢. In an effort to reduce cost the RFP asks vendors o provide prices for pre-printed forms only
when their system is incapable of prining such a form. '

d. The Board should begin considering how system administration will be handled in the
future.

Highlights of Board review include:

- . Project Responsibilities:

o Staffing list was modified to reflect the level of staffing Clarke County could
reasonably provide. .

o Joint Administrative Services wil act as the Technology Governance Board.
o Tom Judge is the Project Manager.
o Gordon Russell and Ed Shewbridge will be the Technical Team.

- ltema. Training Coordinator

o Tom Judge suggested identifying someone within the organization to perform-the
duties of Training Coordinator. The Training Coordinator would;

s Help idehtify which training mode!l would work best. train the trainer, or frain
everyone who touches the systems, on-site training, web-based training, etc.

o Need fo determine who needs to be trained.
e When and where the training would take place.

o Mike Murphy put forth that he might have a staff member that would be an
excellent trainer but he would prefer to review this ws{h them before making a

commitment. - _
e Chairman Schuffe put forth that he pfeferred having the vendor conduct the
training.
~Join{ Administralive Services Board - Meeting Minules - September 23, 2013 o Page 20f6
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e Gordon Russell spoke in support of conducting “train the trainer” training to
create an onsite quick response team.

~ ltemb. Consultant to Rewew Proposals

o In October, Tom Judge will put out an RFP for consultants so that when the RFP
proposals for the ERP are received no time will be lost in search of a consultant.

- lteme. Pre-printed Forms

o Tom Judge believes that the new system will move Couniy operattons away from
' pre-printed forms. :

o Alist of certain forms is 1ncluded in ihe RFP and Vendors will be asked to supply
pricing.

- ltemd. System Administration
o Would like to being discussion of system admmlstra’non including:
o log-iniD's
o Back-up Process
e  Security Monitoring
o  Thru-put Statistics.

o It is time to start thinking about staffing and how responsibilities will be split
between the Schqols and the General Government.

_ " Miscellaneous Points
. o Cosling data has been added to the RFP,

o Looking at transitioning two years of data info the new system with !ongé_r—term,
histerical look ups pulted from the old system.

o Departments can aid the transition by performing data clean up.

4. Other Technology Govemance Issues: Training, Fiber Backbone Update Zimbra/BoardDocs
cross testing.-Joint TechnOIOQy Plan update. HR pohcy and classification matters. Daia
cleanup. _ _ .

Fiber Backbone

- The ComCast lease on fiber runmng up Route 7, owned by the County, is due fo
. expire. '

- Gordon Russell noted that in a meetang this morning ComCast seemed wﬂling io
extend the lease for an additional ten years at the current price.

- Gordon Russell expressed a desire to.continue to work with Shenfel to-expand our
own and create a more rohust network. )

 Joiat Administrative Services Board - Meeting Minutes — September 23, 2013 - Page 3 of 6
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o Shentel is planning fo expand down fo at least Boyce.

o Shentel is hoping that the County will come on board to help share the cost of the
Boyce expansion.

o Next step with Shentel is for the County to clarify where it wants connections and
to put that into the 470 application window coming up in December throtgh March.
This expenditure is eligible for a 40% reimbursement through the school. Mike -
Murphy stated that the School's would alert its e-rate consultant.

o Tom Judge noted that his office would have fo clarify whether the funds were
already budgeted; and from a procurement standpoint, his office would have fo
verify that Shentel was a sole-source.

- Gordon Russell reported that while Sheriff Roper believes that fiber to some of the
towers would be good to have without the additional funds to do so it is not essential.

ZimbraIBoardDocs Cross Training

- - Schools and Zimbra Cross Training:
o Willing to train on Zimbra,
o Rese‘arching' Google mat.
o Transition to Zimbra or Google would eliminate the cost of Microsoft Outlook,

o Gordon Russell offered o set up a demo mail address for Mike Murphy and Ed
Shewbridge.

- Board of Supervisors and BoardDaocs Cross Training:

o Cross fraining was ill timed conflicling with the additional demands of budget
session. ‘

o 36 jurisdictions within Region {H: 34 compile and post using Adobe Acrobat;
Frederick County - Laserfische; City of Harrisonburg - Granicus.

o Topreasons cited for use of Adobe: , ,
o Widely-recognized format that allows free download of is Reader application.

o Prohibitive cost of agenda-preparation software, parlicularly for smaller
jurisdictions. City of Harrisonburg provided its proposal - Discounted 2011
Price: Upfront $3,623 for suite; $840 per month. Standard 2011 Cost: Upfront
$5,348.50 for suite; $1,180 monthiy.

.Mike Murphy left the meeting at 1:30 pm

5. VaCorp/VRS Local Disability Program Pending Decision.

Joi_nt Administrative Services Board - Meeting Minutes ~ Septemberw_23_', 20613 -  Paged of 6
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The Govermment and Schools need to decide by November 1 whether to participate in the VRS
Disability Ptan or another Disability Plan with similar terms. The consideration should consider the
following: =~ '

a. Parficipation in the VRS Plan is irrevocable,

b, Certain Commonwealth administered insurance pools such as LODA and Worker's
Compensation have awarded generous claims, making their policies more expenswe over
fime, It is not clear whether the VRS program may behave similarly.

c. The City of Harrisonburg has completed procurement with The Standard, an insurance company
offering te1ms that meet the requirements of the VRS program.

d. The initial The Standard rates are better:

l " Proposed Disability Insurance Ralés (% of mydﬂ}
Group Name The Stoidard

Govermcnt, L 91

{ Schaol Non-Professional 37+ 4

Sclicol Professional- 37 .39

- The VaCorp proposal prepared by The Standard is atached. However, though VaCorp requested -
the proposal, their charter does not permit them to offer if. Rather, Clarke would work directly with "

. The Standard. With Board approval JAS will work with Harrisonburg and the Standard to develop
the actual contracts. The following action is recommended: "Be if resolved that the Joint
Administrative Services Board recommends that the Clarke County School Board and the Clarke
County Board of Supervisors nofify the Virginia Retirement System that each severally infends fo
opt out of the disability insurance program offered in conjunction with the new Hybrid Retirement
Plan, and confract with The Standard to provide such coverage under the ferms and conditions
ohtained by the City of Harrisonhurg",

Mike Murphy rejoined the meeting at 1:39 pm.

Tom Judge reminded that the Hybrid Plan, containing the requirement for a local disability
program, begins January 1, 2014for all new hires after that date. He opined that this new
plan provides short- and long-term disability, which is something better than the disability
retirement program currently offered.

Tom Judge recommended that the Joint Administrative Services Board recommend
adoption of the suggested resolution and recommendation fo its respective boards.

Chip Schutte advised that the School Board's Finance Committee had already made this
recommendation to the School Board.

~In respohse to a family emergency, Mike Murphy exited the meeting at 1:45 pm.,

David Ash; seconded by Sharon Keeler, moved to adopt the following resolution:
- "Be it resolved that the Joint Administrative Services Board recommends that the
Clarke County School Board and the Clarke County Board-of Supervisors notify the
Virginia Retirement System that each severally intends to opt out of the disability
insurance program offered in conjunction with the new Hybrid Retirement Plan, and

Joint Administrative Services Board — Meeting Minutes - September 23, 2013 ~ Page5of6
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confract with The Standard to provide such coverage under the terms and
conditions obtained by the City of Harrisonburg",

David Ash - Aye
J. Michael Hobert - Aye
Sharon Keeler - Aye
Michael Murphy - Absent

Charles "Chip" Schutte - Aye

Next Meeting

The next regular meeting is scheduled for October 28, 2013,

Adjournment

Chairman Schutte adjourned the meeting at 1:50 pm.

Minutes Recorded and Transcribed by Lora B. Walbum

Joint Administzative Services Board — Meeting Minutes ~ September 23, 2013 o Page 6 of 6
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Mission Statement

Springsted provides high quality, Endependént financial
and management édvismy services to publie

and non-profit organizations, and works with them

\in the long-term process of huilding their communities

on a fiscally sound and welmanaged basis.
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Springsted Incerporated
1564 East Parham Road
Richmond, VA 23218

Springsted Tek 804-726-9750
Fac 804-725-9752
waw.springsted.com

LETTER OF TRANSMITTAT,
Janary 28, 2008

The Honorable Tolm Staelin, Chaiman

- and Menbers of the Board of Supervizors
Clarke County
102 N, Chaweh St

. Bertyville, VA 22611

Re: Classification and Compensation Study
Dear Chainman Staelin and Menbers of the Board of Supervisors:

Springsted Incorporated is plased to provide Clacke County with the conpleted Classification anl
Compersation Study. This Study provides an overview of the County’s ciurent compensation and
chssification sysfemand our final report, mehiding the nethodobgy used to develop new class
degcriptions, a classification system, a conpensation plan and options for implementing a tiew
comrpersation program '

This Study represents a thorough and conprehensive review of all aspects of the County’s classifiation
and cotmpensation systeny The reconmrendations offered in thds Study willincrease the natket
conpetitiveness of the Connty’s compensation programnwithin the regionalimatketplce and provide
wcreased internn Lequity among Cownfy positions. Inplementation of these recommendations will heb
the County atfract new ClTpIO} ees and refainy conrent enployees needed to neet the County § service
dermands.

Springsted expresses its Thﬁl]kb to the leulxe County stff who conpleted Spm}g\ted’x Position Analysis
Questionnaires and participated njob andits. We pasticularly want to thank the members of the County
Admistrator’s stattwho supplied us with data and answered munerous questions throughout the Btu{ly.
We ako express our gratitude to Mr. David Ash, your County Adiministrator and the County's .

- Manageient Team for providing direction and feedback through all the phases of the Study., Springsted
appreciates the privilege of serving Clake Cotty *md 1101)'3 ﬂmt we iy be olassitance to you it ﬂle
fofure.

Respectfilly spbmiﬁéd,
Jahn Anzivino

John Anzivino, Senior Vice President .
Clent Representative to Chike County

1ar
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Exsottive Summary . {

1. Executive Summary

Springsted Incorporated conpleted a Classification and Conrpensation Study for
Clarke Cownty, Vitginda, in Septerrber 2007, The Study represents a
conprehensive review of the conponents that affect an organiztion’s
compensation program-— class desciiptions, curent conpensation structurs, the
County’s pay phibsophy, regionaloaiket conpetitiveness of County salaries,
the internal equity of sakries paid to conparabk County positions, fige

. benefits, and ongoing maintenance and adnundsteation ot the conpensation
systen

The County has decided to take a proactive approach to dealing with its
conpematx)n systen. Concerns that difffeulfy in recruiting and hiring new
erployees i the fuhwe and potential envployee tumover have led to the study,
although the Bsues of funover and recruitinent are not serious at this tine,

A classification and conpensation systemprovides the ffamework for
determining how enployeeswillbe paid. Asa generalruk, most organizations
conduct new chssification and compensation studies every five to seven years
ensring their ability to hire and retam qualified enployees and those infernal
relationships are equitable. The externalimket focus is inportant becavse it
enstres that the conpensation phn is adequate to attract new enyployees and’
retain existing enployess. If conpensation Jevels fall below those inthe
regionalmarketplace, the organization will experience difficulty hiring peopk
and increased enployee funover as enployvees seek jobs with other
organizations that will pay the maiket vates for thesr skills and abildies.
Organizations should expect some enployee tenover, but when it becomes
excessive, wnover has a serious inpact on the organization’s overall
effectiveness, Advertising costs are a significant measiwable conponent of
turnover, and as the County moves through the sekectin process the time spent
by current enployees covering the void Jeft by the departing enployee often.
diwverts their attention fom the day to day resporgibilities creating overtine
denvnds and often fiustration onthe part of the renmining enployees asthey,
atterrpt to meet deadlines and naintainacceptable levek of service. These are
some of the hidden and non-quantifiable costs assochted with tunover. There
is ako a substantial cost to tumover that contes with training new enployees.
BEuployees receive significant on-the-job traming wiich diverts the attention off
other employees away Hrom their regular duties to assist i aming.
Organizational effectiveness is affected as enployees train new enpbyees and
~as those new employees endeavor to becone proficient mtheir job, Whik the%
costs are ot necessarily visible in expense teports, fhey willshow up in
perfornmnce dﬁ’m inthe fonn of recduced service outcomes.

As the Lounty continues to grow and change, it will alzo be iportant to offer
-conpetitive salaries to atiract the best staffpossible to serve the citizens of
Clarke County. Conpetition for a wide range of professions inthe local
goverment iwrket place becones more miense each yearas a healthy econoany
continues to attract workers to higher paying jobs i the private sector, local
govermuent curvicuhuns are decreased at the college Ieveland other conpeting
organizations continvafly increase their salaries to renmin conypetifive and o
meet denands for service m their conmmuitis.
The periodic review which comes with a conprehensive classification and

coma)ens'}mluqxhtc also enables an organization to accotmt tor fechnology
October 28, 2013 Joint Administrative SerV|ces Board Packet Page 12 of 78
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Executive Summary

changes, changes mwork processes, fook and equipment, and other factors that
can affect job responsibilities. In today’s fast paced world of teclmwo gical
change, this is especially rportant as alnost every governmental processis
affected by advancements in technology and as this occuis enployee's skills,
knowkdge and abilities, as well as then proficiency in the vse of required tools
and equiprment, changes. Changes injob requirenents sonetimes results mma

‘new pay grade assizment, I order to properly naintain the classification and

conpensation systen, an ongoing process is iveded to review job
responsbilities and job class assiznment to pay grades to ensure ]obg are
propetly chssified and corpensated.

The tollowmg Study docuunents the convprehensive review and evaluation of
the County’s existing chssification and corrpensation system and the
nethodology used to develop a new and updated system which reflects these
changes. The Study was conducted with extensive participation and fput fromn
County enployees. Department Heads and Constitutional Officers were
interviewed concerning the natire of their operations and discussed patticular
issues they wers having with employee recruitment and reténtion. “Conty
enployees supplied aformmtion about the work they perform and patticipated
injob audits. New class descriptions wete created based on enyployee and
supervisors put. The vevised clasy descriptions were then evaluated by
Springsted using the Systemmatic Amalysis and Factor Evaluation (SAFE®)
system. The SAFE system provides a consistent and objective approach to
evaluating jobs by applving standard criferia to the training and experience
needed to performthe job, the Ievel of conplexity of the work perforned,
working conditions, the ipact of end results and the consequences of errors.

A conpensation survey was developed and conprehensive wage and benetit
data was collected froin comparable regionalenplovers. The results of the job
evaluation and the salay survey data were used to create a salary curve which
served as the foundation for creating a revised classification and conpensation
program. The compensation program structure relied upon a review of pay
philosophy concepts that included:

+  Providing tam and e(fm:hble conpensatipn to ep hycex 1a highly
coirpetitive and changing hbor market

«  Maintaihing a conpetitive pay qtmc’fme that takes Into consideration the
County’s fiscalresowrces

+  BEoswring that ennployee conpensation is based onindwidual
- peutornance that neets of exceeds expectations, and reflects changmg
econonic conditions

+  Providing consistent adninistration of pfty policies and procedures among
all Countty departients

Major findings of the Study can be stmmarized as follows:

Sahries pail to Chike County enployees ate, 1or the most part, conparable to
salary rates paid in the County’s Iabor matket. For those positions with sahries
that ave below average matket rates, Clarke County experiences difficulty hiring
and retaining enpbyees. The Cownty also experiences ttumover in positions

that are paid at a higher rate by comrparable organizations with which the

County conpetes for enployecs. Based on the reconmended sakuy schedule
developed as part of this Study, we found that 28.2 1% of the Commnty’s
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Execulive Summary ' 3

workforce and 36.36% of the Departinent of Sochl Services” workforce was
pakd at a rate below the mininmun salary rate of them newly assigne d pay grade.

Internal pay 1e]ation,<:hip inequities exist within the Connfy. Positions that
requite sanilar nindium qualifications and have comparablk responsibilities
should be conpmmted at comparable kvels, We reviewed and updated all
general County job classes aind then evaluated each job class against standard
criferia, Fachjob class was assigned to a pay grade that reflected ats infernal
relationshi to other County positions thereby ensuring equitable pay
relationshis.

Tlig Study offers a recomunended 2007-08 conpensation plan and recogiuizes an
“inplemverntation schedule which would be efictive on Janwaty 1, 2008, The
" fplementation scheduls provides a strategy that ensures that all employees are
paid at kast at the mininmim of their assigned pay grade.
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2.

Introduction

Introduction
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Clarke Cowtty, V Iginia, retained Springsted Incorporated to conduct a
Classitication and Conpensation Study in the early stumimer o£2007.
Conpletion ot this Study reflects a treinendous effort by County Staftto supply
palicies and lnuranresources data, somme of which were not readily available
ttwongh the County’s informmation system. Tlroughout this study we have

- miroduced the stafito new concepts and ters. A ghssary & provided m

Appendix A to share owr termmology with the reader.

The Cowmty identified several objectives for this study, whichinchuded:

. Evalmte conpetitiveness of the sahry structure conpared to external
nuasket value

+ FEvalmate the mternal ranking of curent positions, based oniob
responsibilities and salaries

+  Develop a chssification system that phcaf\ all postions '1t the appropriate
giade for each enployee group scale

+  Develop a conypersation strategy and salary stiuctures that are fhir
mternally and externally

«  Provide a system to be used to evﬂmte conpensation adequacy mfuture
job evaluations

This fnalrepart represents the culmmation of the C]as_s_: ification sl
Compensation Study. Treflects signaficant Coumty stafl fvolvernent, including
the®r participation and attendance at einployee orfentation neetings lekd i May
2007 and conpletionand subiission of Position Analysis Questionnaires, In

“addition, we conducted approximately 41 individualjob audits with County

enployees to vertty ove understanding of various job chsses, The exsential
fimctions peﬂmmed and nuinonm qualifications,

Ivicnb ers of the Springsted team also et with County departiment heads in May
2007 to eam about the Cownty™s operations. These interviews also provided an
opporfunity for department heads to exphin staf¥ing problens affecting thei
operations that could be addressed througli the Study.

A conprehensive salary survey was abko conducted as part of this Study in July
2007. Fifty-one (51) bencluvatk posifions were mchided in the stuvey. The
benehimark posttions reflected a cross section of County positions and were
chosen to reflect positing with high hunover and recrofinent/retention &sues
and ensuring that alljeb types were represented. Swvey recipients were
selected based on demograplics and geographic proxinuty. Eight (8) public
entities listed below, were nvited to participate i the suwvey:

Fauguier County

Betkeley Comnty, West Virgina
Page County

Town of Front Royal

Watren County
Shenandoah Cournty
City of Winchester
Clarke Cowmty Schools

R

e
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Introdustizn _ - - 5

Information from some localities was difficult to obtair Repeated requests by
Springsted statf and actualsite visits to some bealities resulled 11 a strong
representation of information spread across alljob classes with informtion
being utitized from eight (8) bocalities. Frederick County, Visginia did not
respond to o request tor infornation

Swvey respondents were asked to provide difornnation on only those Clatke
County benclunark positions which they considered to be conpatabk to
positions in their orgairizations. Therefore, survey resporlents did not provide
data for every position surveyed.
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lilethedology

3. Methodology

Springsted Incomporated used the following nethodology to develop a1ew
and revised classitication system and coirpensation programifor Chrke
County: '

1.

12
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Springsted met with the County Administrator, Joint Admuistrative
Services Divector and other rekevant personnelto establish working
relationships, review cuirent poliies and practices relating fo the
County's existing pay practices, and obtain data on the prograny and
naterink currently inuse. This neeting also provided an opportunity to
discuss the Cotnty's goals inadopting a clssification system and
conpensation plan 1or Cownty errployees.

All Constitutional Officers anl departinent heads were also provided
nforoation exphining the purpose of the stady and Springsted’s approach
to conducting the study. Individual meetings were conducted with each
departient head and Constitutional Officer to collect data on departiment
structre, operations, and stafting along with dentifying any specific
déparinental needs and concemns rekted to fhk study. '

Enployee orientation sessions were conducted by Sprmgsted explaming the
study process and answeriny questions. These neetings also provided an
opportunity for enployees to voice concerns and have input into the study.,

Allenployees received Position Analysis Questinmaires (PAQs) and
mgtiuction sheets. They were encouraged fo participate i the study by
using the PAQ to describe their job.duties and responsibitities and respond
to questions on characteristics applicable fo eachposttion. Eachenphbyee’s
supervisor thenreviewed the conplkted questionnaires Tor comrpleteness
and accuracy and provided any additional infornmt fon they felt was relevant

+to the position. County employees were requested to conrplete the entire

formto ensne that relevant intormmtion was available to develop new and

" updated chss deseriptions which would also meet the federal requiretients

tnder the Anericans with Disabilities Act.

The Springsted consultant teamreviewed eachP AQ vponrecept and made
prelininary chssification decisions. Atthis ttialstage of'the process, any
apparent discrepancies, confhicts or oniissions were noted. Job andits were
conducted with enployees to expand, clarify or confimavainblk
THdrmMtion.

Class descriptions were developed and preliminary class qs\jgmnenh were
nade, In sone cases, the consultant reconmended consolidating certain

positions that perfornxed suuilar duties and required simib skills.

Sinltaneously, Springsted solicited salary infomation fonminme public
agencies after consultation with the Comlty‘[@ deterimine the market Tor.
cerfan bcnchnmk positions,

Sfx]ary data £or 51 benchimark positions was collected. Swvey recipients

- were asked to provide the mininmum, 1maxinmm and actml mlmes for

each positioit.
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9, Utilizing the salary data supplied by cotrparabk organtzations and the
results of the Systenmtic Analysis and Factor Evatuation (SAFE) job
evaluation systen), each class was assigned to an appropriate sahiy grade
in the County’s conpensation plan

10. Guilelines for inplementation and ongoing administration of the
corpensation programwere developed. These guidelines provide for
anmal adjustments to the sakry scheduk ensuring that the County™s pay
scales stay current with changing econotnic and ket conditions. The
guide lines also provide for annual salay adjustivents for enployees based
on enplovee pertormance that meets or exceeds job expectations. The
itplementation options and the estitnated costs are provided as pait of this
Study.
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Findings and Recommendalions

4. Findings and
Recommendations

%Spri'ngsted_

Developing a classification systen and conpensation program involves the
‘ amllysis of substantial quantitics of data collected from enployees, SUPEIVISOLs,
conparable enyployers and ffom the Comnly. We have evalmated the Coumty’s
extisting conpensation program based on owr analysis of the study data and the
- swrvey resufs. Usig this infornation, we have developed a compensation
programfor Clatke County which is described below. Options for
inplementing the recommended changes conclude this section.

A. Evaluation of the Current Compensation Program

Discussions with County personnel and revies of conpensation data

- indicate that enployees of Clarke County are sonewhat tnder-compensated
inrehtion o other conparable regional organizations. Other findings
discussed earlier inthe Study indicate a wage probkny denonstrated by

+  Concerng about potentialenyployee tumover because eimployees uay
~leave the County to take higher paying jobs with other enployels i
conpensation levels are not conypetiiive

- County departments experiencing difficulty hiring new persomiel

+ Countyjob classes with conparable responsabilities requuing conparable
education and experience that are assighed to different pay ranges resulting
in sedficant pay differences

B. Pay Philosophy

A pay philosophy guides the desizn of'a pay plan and ansers key questions
regarding pay strategy. It gencrally takes a conprehenswe, long tetmfocus
and explaiis the corrpensation progra's goals and how the program supports
the enplover’s long-range strategic goals. Without a pay philosophy,
conpensation decisions tend to be viewed fioma short-tenmitactical standpomt
apart fiomthe organiztion’s overall goals.

Market competitiveness and internal equity are amnony the nost ivportant areas
adressed i a pay philosophy. Anorganization’s desited market postion
iwolves defining the matket and identifyying where the organization wants to
be positioned wifiuin that market. Matket position should balance what it takes
to atteact new enrployees and to retaxy skilled erployees (in other words,
elitminating higher pay as the reason enployees leave the organization) within
the orgamzation’s faancialiesourees.- Inferma lequuty expresses an
organization’s desite to provide conparabk pay tojob classeswith conrparabke
duties and responsibilities. :

In consultation with the Cownty’s Managerment Tea, the Springsted feam
developed a pay philosophy fanework guiding the conpensation program
developiment and the direction of'this Study. Aspart of this Study, we
recormimend that the County consider these conceptsin thc adoption of'a foroml
pay philosophy: ‘

. . " ; :
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« Developilg a system of pay grades that state the mminun and naxinmm
rates that the Counfy will pay individuals within a job C}EIQB and idertify the
nudpoimnt of'the range as the “matket” rate -

«  Befuing the County’ s nivuket area based on the nature of the job chss
requitervents and the availability of potentml carxlidates locally, R’tate-wme
orregionafly :

- FEstablishing rates of pay that allow the Comty to conmpete successiflly for
new enployees within £s nniket aea

+  Establishing a maket position that is fizcally responsible with pub]ié
1esouees '

- Ensring that pay rates for enoployees are based oit ndividual perforrrance
that mmeets or exceeds expectations and reflects changing econommic
condlitions ) <

+ . Developing pay adnmistration policies and procecures that ensure their
consstent application bebhiveen departiments

. Ensuring that the cotrpensation program i understandable to enployeés,
nmnagers, the Board of Supervisors atxl the public.

C. Defmmg and Evaluating Job Classes

County enp}oyeex conpleted mdivitual Pogition Analssh Qucaﬁmmncc:
(PAQs). Supervizors reviewed the PAQs and provided afonrationfor each
position. Enplovees and supervisors both responded to (uestions regarding
work g conitions and the plysicalrequirensnts of eaclijob in conplmnce
with the Anwricans wilh Diabilities Act (ADA).

Based on fhis data, new class descriptions wers developed for each general
Cownty job chgsification. Chss descriptions e difierent fiomposition
descriptions, they provide a broad description of the essential fimrctions,
examples of woik pertdrmed, and mininmunrequirements for eachjob class,
but they do not provide an exhaustive 1t of tasks performed by each
position. Tnthis way, clags descriptions can cover a group of positibns,
sone of which 1ay be m different departiments; which share comparable
levels of responsbility, perform conmparable work, and have conparablk
infrnm requirements. For exanyple, anadministrative assistant job ehss
coukl include acomistrative assistant positions assigned to different
departivents such as public works, Tinance or administration. ' While the
subject nwtter of each position may be different, there are many similarities
in the work performed, whichimy melde answering the phone, greeting
visitcng preparing and filing documents and enfering data.

In acidition, murerous job titles were upd‘x‘rcd tonore qccm*ltely reflect their
1espomlbﬂttles

Allj ob classes were teviewed to detervine those positions that are exenpt
fromthe overting provisions of the federal Fair Labor Standards Act (FLSA)
conststent witl the reguhtions which took effect on August 23, 2004.

- With the conpktion of the class desciptions, we utilizd the SAFE job
evaluatim system, to review and rate sach County job chgs. The factors
consklered n deternming the rehtve valie of chssifications are:
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+  Taning and Abildy « . Experience Required

« LevelefWork ‘ «  HummRelations Skilk

* . Hiysical Demangds + Worldne Conditiors/Hazards
« Independence of Aetions + Tmpact enEnd Results

+  Suparviion Exeredsed

D. Developing A Salary Schedule

The process of developing a sakry scheduk draws substantially frommaricet
data. This data 5 obtained by conducting a conprehensive survey of other
corparable etyployers within the County’s defed natket. Resporxlents are
asked to provide mfornmtion about the struchire of thedr pay pluns anxt the
T, e, and actoalsalay rates of thew comresponding benchnmik
positions.

Survey Results. The salary survey nchuded a series of questions designed to
obtain fiformation on a variety of pay practices. Allrespondents provided
information on their pay phnos, Onaverage, stvey respondetts ndicated that
the spread of the pay ranges, or the difference between the mindinwn and the
maximm of the range, was 57.79 percent, witlia low oI'48.5 petcent and a
high of 64 percert. The distance between pay ranges varied ffom 5 to 9
percent, with an average of 5.57 percent. The average distance between steps
for the flwee (3) respordents ieporting use of'a step systemwas 2.33%. All -
other respondents with a system m place repoffed TSHE AL OPETI TANSE Sysfeim,
which provides a miniman sid-point, and masimun leve Lof pay for each
_ salary grade. :

A salary stuvey was conductad vsing data from eight public agencies in
the region. The swrvey incladed 51 benchnark positions covering a Il
range ofjob classes flom adnwistrative support and mwintenance
positions to professional enployees and departient heads. A general
sunary of survey resulls appears m Appendix B,

Salaxy Supplements in the Public Worliplace, Salary supplkiments are,
o1 oceasion, a cornponent of compensativn in the public workplace,
particularly in the area of public education corrpernsationn. Sone exanyples
of supplervenis provided it general goverrment melude those for
attainment of addiHonal training, education, ongevity inone’s position,
assurption of additional duties and & wide range of other governing body
approved fimctions. W the field of education, supplerrents are provided
to certain employees invavious job fypes for similar reason’s and aré
mwre fice Iy provided often extending info coaching and ¢hub
sponsorships. However, not all enployees of the sure job class are
aftorded a suppkment m the field of education so only one supplement
may be given for extra job requireiments for a particutar fimction making
direct conpatisons of salaties between local government and education
difficudt,

Salaties for various posmons surveyed as pait of Clarke Comty’ S
chssification and compensation study were surveyed to establish:

- relationships between nininuum, tidpoint and waxim salaries for
particular tanges which is a traditionalmethind of achieving ‘apples to
- applks’ conparsons f01 b‘he '3'11‘1113\ in clagsification and conpensation
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studies, In conducting o1r swvey and reviewing responses fomvarious
entities, it was clear that few local governinents surveyed as pait of the
study provided supplenents as described above. Itwas also noted that the
Clatke County School Divivion provides some supplements 1or certaininjob
finections, but these are provided conststent with sitnilay practices in other
school divisions.

In reviewing survey data fiom nwnry entities who inchide Constitutional
Officers as part of thei pay plan, it should be noted that most counties
coukl be considered to be providers of supplements due to the rehtively
low mininm level of pay offered for many Constitutional Officers
positions fimded via the State Conpensation Board and the inability of
Tocal govertmments to reciuit for and retain key enplyees at levek of pay
provided by the state. Fauquier and Wairen Counikes are good exanples
of this practice working their Constitutional Officers etnplovees into the it
pay plans at nweket levek and making up the differences between state
provided fimding and market level salaries for many posttions. Onthe
other hand, Shenandoal Cotnty provides a flat arnount ofadditionalpay
for Convpensation Board fuwded positions (typically 33,000 according to
dizenssions with the County) to 1make vp the difference and an additional
amotntt Tor any additional certifcations whih are earmned by Shenifl’s
deputizg (31,461). Ifthe posiHon & entwely fimded by the County, the
enployee only teceives the supplenent earned for additional
certifications. Inthe case of Shenandoah County and other coumnties that
tesponded, suppments are incided as part of the salary rangs
irfornmtion, while certification awards are not due to their lack of
uniformity actoss the job chss.

Designing the Salary Schedule, The first step in desiening a compensation.
phnis to ereate a sakuy curve using the sakuy suvey data for the County’s
benclumark positions and the conespondting job evalpation point factors for
gach benchnmik position. Tl data produced the salary curve shownim
Figuwe 1. -Any given point on the salary curve ident ifies where the market
salary rate and the job evaluation point factors infersect.
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The recommended pay phinwas designed by establishiog pay grades with a
60 percent spread, which is the percentage change from the nnimumn o the
nuxinumsalay rate of a pay grade. The midpoint of each pay grade
generally corresponds with the narket as defined by the salary survey. The
distance between pay grades is established at 5 percent. The recommended
2007-08 compensation plan for Chike County employees can be found n
Appendix C of this repoit. '

The consutant then assigned eachijob class to the appropriate salaty grade
the 2007-08 salary schedule. The List of Classes and Assignment to Salwy
- Grade is shown.in Appeilic D

The reconunended pay phn iz the result of the analysis of the data recejved
and obtained and reflects the imarket ranges of salarkes as 1eflocted by
corrpetitors in the area.
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Implementing the Recomimended Salary Plan ' 13

5. Implementing the
Recommended Salary Plan
To estimate nplementation costs, we used current 2007-08 enployee sakvies

supplied by the County 1or all departnents, Allestinated mypacts caleudated
are onannaimnal basis to consider the fill mpact of iplenentation.

Conswstent with County direction, we have estinated avplementation costs
using Countty persormiel data as of Tuly 2007, neking the following
assurptions: _

+ Reconmended conpensation programwill be effective January 1, 2008,

Inplcmenﬂti)n will acklress intemnal equity by 11mking sure that 10
cuployee & paid below the mininwimate of their assigned sakuwy grade,

Becaucse of the vnique adipinistrative exvironiment in the Countty, inpacts of
our findings and anatysis for both the Joint Adninstative Services and Social
Services fimetions of County government have been broken out ffom the
reraining finctions of the govermental inpacts cakulated for County
enployess. Hachposition for these agencies hias been evalnated separately and
inrehtionship to the County’s pay shiuchre as a whole to ensure interalpay
equity issues are addressed and paytor ke postions evaluated wyler the
SAFE systemm guidelines ave congistent. The fvpacts 1or inplenentation tor
each of these finctions are also cakulated wing the sane nethods as for
General County goveriiment enployeeb to ensure consistency among enployee

£FOUPS.

GENERAL COUNTY GOVERMNMENT

- Option 1. In this option, alleroployee salaries were raised to the mininaun of
the proposed pay grade for their position. Of the County’s 78 enployees, 22
enployees or 28.20 percent of the County’s worldforee are being paid below
the mininumsakiy rate of their proposed pay grade. The amwaleost of
brmging each of the enployees to the inminam salary rate of the i pay grade i
extinated to be $59,906. This anownt is equivaknt to 2.01% of the Coimtf,f"s
approxdate $3.0 mullion amwial payroll for envployees. Tirplementing this
option and bringig enrployee salaries 1p to the mintiumn salary tate of their
proposed pay grade will address intarnal equity and icicase nnrket
conparability for the County and is the minmm kevel of fiplementa 11011
requited fo ensume conye etﬁvcnes; of salaties.

Example: Anen y)!qvee ma classification that fms been reconnnended for
placenient in salary grade 9 has a cuvent salery of $27,200. The cuavent
salery is below the stenting salary for the reconnended grade and would be
pfaced at the mmimum 52 7,3 32.93 for an increase of $132.93.
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Implementing the Recomimended Salary Plan !

Option 1 {Move to Min)

' - #of  Curent Proposed %
S _ Staff  Salay ~ Salary  Difference Increase
Totals o 78] 2,952,087 02 ' 59 905 I
Employess Belowhin | _ 2| 73376674 | 59.905.74]  .16%
Employess Vithin Range__ 661 2,245,330 78‘ 000;  0.00%
Emptoyees Above ilax o 0.09 9.00

Option 2. Inthis option, all anployee salaries are brought to the ninnman of
the proposed pay grade or given a 2.5% mcrease, wihichever is greater. To
apply this strategy, we first brought all enp byees with salaties below their
proposed minnwun sakary rate up to the smminyunzate of the proposed pay
grade, Those enployees who fell natrally within the proposed pay grade were
placed wihin the vange and given a 2.5% nctease, nwving them away fiomthe
mininun leveTof pay tnkess this increase brovght themabove the naxinung,
fnwhich case they were 1moved to the naxinmum or renained at their curvent
salaty, whichever was greater. The estivated amial cost of fliis option & -
© $119,023,This is equal to 3.99% of the County’s $3.0 milhion ammmal payro Il

for enployees. Inplementation of this option will increase narket
corvparability for the Coumty and begaito address the issue of wage
CONPISSSION.

Example: An emploves ina classification that has been vecommended for
Placement in salary grade 9 has a cirvent salary of $29,400. The current
salary is veithin the reconmended grade andwould be placed af 830,135 for an
increase of $733.00 which is equma!ent fo an crease of 2.50%.

Opﬁon 2 {Min or 2.5%] :
#of  Current Proposed %
Staff Sa!ary Salary  Difference Increase

Tolals 76] 2,582,087 o 124] T16,00552] . 390%
Employzes Below lvin 2| 783G 798,573.80] B117.06)  8.56%
Erployees Within Range] 281 2,245 33 ~04,538.54) 56,208.28 2.50%
Employzes Abovalax | 0 0 0.00

Option 3. In this option, all enyployee salaries ave brought to the miniowm of
the proposed pay grade or givena 3.5% inciease, whichever is greater. To
apply this strategy, we first brought all enp byees with salaries below thew
proposed mmnimun salary rate up to the mininnmrate of the new pay grade.
Next, those enployees who fll natunally within the proposed pay grack weis
placed within the range and given a 3.5% increase, moving themaway fomthe
wminitm level of pay unless this increase brought themabove the taxinmm
inwhich case they were toved to the mxinmm or renined at their current
salary, whichever was greater. The estivated anmmal cost ofthis option & -
$143,182. This is equalto 4.80% of the Cownty's $3.0 million armual payroll
Liplementation of this option will increase nmaket conparability for the

: Cownty and willfiuther '\ddw\b Wage CoITPresson. -
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linplementing the Recommeanded SalaryPlan 15

Example: Anemployee in a classification that has been recommiended jor
Placement it salary grade 9 has a cuvent salary of $29,400. The cnvent
setlenry s vwithin the reconmended grade endwould be placed ot 330,429 for an
increase of $1,029.00 which is equivalent to an increase of 3.50%.

Option 3 {Min or 3.5%)

fof  Current -Proposed %
Staff  Salary Salary  Difference Increase
Toek 1 76| 2,982,061 D2 512526814 1316172 480%
Employees Belovi lin | 220 T: __73 7567 246.90! 64490.18]  678%
Employees Willin Range| 58] 2,248,330.2 021847 78.891.58)  350%]
Employses Above ax | LY 0 0.00{

DEPARTMENT OF SOCIAL SERVICES ‘

Option 1. Inthis option, allenployes salavies were raised to the miamiam of
the proposed pay grade for their position. OF the Departient’s 11 enployees,
4 enployees or 36.36 percent of the Departinent’s wotkforce are being paid
below the muninnm salary ate of thex proposed pay grade. The anoual cost of
bringing each of'the enployeesto the mintmumn salary mate of ther pay grade &
estirmated to be $17,405. This arnount 1 equavakent to 3.69% of the
Departoent’s approxinate $475,000 annual payroll for enployees.
mplementing this option ard bringing enployee salacies vp to the mininmim
salary rate of their proposed pay grade will address internal equity and ncrease
ket conparability for the Departiment and i the ininionn level off
ipkmentation required to enstwe conpetiveness of salaries,

Option 1 {Move fo Min) ~
' ‘ #of  Cument Proposed %
Staff  Salary Salary  Difference Increass
Tk | 11 7075 | A AT 369
Employees Below ivﬁn 4] 187224000 | 18472875 1740475 1040%
Employees Within Range| 7| 303,751.53] | 30375158 0001 0.00%
Employees Above vax 0 0.00 g 000

Option 2. In this optiony, all enployee salarics are bronght to the nuninmunof
the proposed pay grade or given a 2.5% mcrease, whichever 15 greater. To

* apply this steategry, we finst brought all errplboyees with salasies below i
proposed mindnrun salary rate vp fo the mindnmnirate of the proposed pay
grade. 'Those enployses who fell naturally within the ptop osed pay gradle were
placed within the range and given a 2.5% icrease, moving them away fromthe
minimmlevel of pay ks this increase brovelt theinabove the s,
mnwhich case they were mioved to the naxintun or seihmined at their current
salaty, whichever was greater. The estivated armmal cost of this optionds’

- $24,999. This iz equal to 5.31% of the Departiment’s $475,000 annwal payroll
for enp]nyecs, Irplementation of this option will increase warket”
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canpambﬂrt} for the qumﬁnt and beginto address the issve of wage

conpression,
Option 2 {in or 2.5%)
#of  Current ‘Proposed - %
Staff  Salary Salary  Difference Increase
Totals Ml AT 08k 490,07412] 24995540 5.51%
Employees Belowthiin | 4] 16732400F - 1847%6.75] 1740475 1040%
|Employees WithinRange| 7| 30375163 311345.87] 759378 250%
Emp!oyces Abova Max 0 0.00 g 000

Opti{)n 3. Inthis option, all enployee salaries are brovght to the minin i of
the proposed pay grade or givena 3.5% increase, whichéver is greater. To
apply this strategy; we first brought all enplyees with salaries below their

+ proposed miniiun saluy rate up to fhe munvinmun rate of the new pay grade.

Next, those enployees who fell naturally within the proposed pay grade were
placed wihinthe range and given a 3.5% nicrease, moving themaway fiomthe
nmumilevel of pay unkss thisdnerease brovght themyabove the nnxinuu,
mwlich case they were moved to the nuxinmim or renwnined st their cunyent
salaty, whichever was greater, The estirated amwal cost of this option is
$28,036. This i equalio 5.95% of the Departient’s $475,000 anrwal payroll
Tiplermentation of this optionwill increase watket conparability tor the

Departiment and wiltfiwther address wage cotrpression.

Option 3 {Min or 3.5%)
fof  Current Proposed %
Staff  Salary Salary  Difference Increase
_ |Totals 11} 471,075.58 499 111.64] 28,038068] 595%
Employzes Bebuldin | 4] 1673240084 184,728 &l 7404750 1040%
Employaes Within Range 7 30375158 31438289 10,6314 350%
Emplovess Above bax { 0.80 0 @00
JOINT &ERVICES STAFF

Option 1. Tn this optiony, allenployee %L)l‘!ﬁq wele 1a1«e(i to the dninum of
the proposed pay grade for their position. Of the Departiment’s current
enployees, none are being paid beloy the mivinnm salary rate of their
proposed pay grade, however, the implenentation option inchudes the creation
of 2 new Prrchiasing Manger’s position that i cinvently mot fided. The
antmal cost of bringing each of the enyployees to the nininwen sakay rats off
- thed pay grade & estiated to be $8,995. This anvurt is equivalent to 3.00%
~ of flie Departinent’s approxitte $300,000 anmal payrollfor enployees.
Inpleneniing this option and bringing enployee salavies vp to fhe mininum
salavy rate of their proposed pay grade will addiess infernal equity and #icrease
matket conparability for the Departiment and is the mininmun Jevel of
. m]ﬂelmmat(onzeqmed o ensute conp etﬂlvme% of salaries.
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Option 1 (Move fo Min)

#of  Current Proposed %

Staff  Salary Salary  Difference Increase
Tolals Bl 20941596 | 305414.30] 598534 5.00%
Employzes Below kin 1 33407.00 42462347 3,995.341 100.00%
Employsas Within Range 5 26601198 20801196, 000 0.00%
Employses Above vax i 0,00 0 0.00 '

Option 2. In this option, all enployee salaries are brouglit to the minfirawn of’
the proposed pay grade or given a 2.5% increase, wlhichever is gieater. 'To
apply this strategy, we fitst brought all enp loyees with salaries below their
proposed minium salary rate 1p to the mindnrunrate of the proposed pay
grade. Those enployees who fellnaturally within the proposed pay grade were
placed wilmthe ranze and given a 2.5% xicrease, moving themaway fiomthe.
mitvinmlevel of pay tnless this increase brovght themabove the maxiim,
inwluch case they were moved to the maxinmm or renwined at their current
salary, whichever was greater, The estivated ammwal cost of this option is
$15,646. This ix equal to 5.23% of the Joint Services Departnent stafl’s
$300.,000 amwal payrolifor envployess. Iplementation of this option will
merease ket cotrparability for the Joint Services Departinent staft and begin
1o address the issue ofwage conpression

Option 2 (Min or 2.5%)

gof  Curent Proposed Y%
Staff  Salary Salary  Difference Increase
Totals : &) 29941836 315,00480 1564854]  523%
Employees Bebwihin | 1]  33407.00 1240234]  899534] 100.00%
~{Employees Within Range| 81 266,011.98 72562.26) 8503 2EM%
Employess Abave fvlax g 0.00 0 058 '

Option 3. Inthiz option, all enployee salaries are brought to the nininmim of
the proposed pay grade of given a 3.3% increase, whichever is greater, To

. apply thi strategy, we Tirst brought all enp lovees with salaries below then
proposed iinmwin salay rate up to the mininrmirate of the new pay grade.
Next, those enployees who fell naturally within the proposed pay grade were
placed wihin the vange and given a 3.5% iicrease, moving them away fromithe
mininnimlevelof pay tnless this increase broveht them above the roasditrn,
inwhich case they were moved to the masiimm or renmined at their curvent
salary, whichever was greater. The estimated anmal cost of this option is
$18,306. This is equalto 6.11% of the Joit Sexvices Departinent staff™s
$300,000 anrwial payroll. Tnplementation of this optionwill nicrease tmanket

- conparability for the Joird Services Departuent staff and veill finther address

wage cormpressior. :
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Option 3 (Min or 3.5%) A
#of  Cument Proposed %
. . Staff  Salary Salary  Difference Increase
Totals - 6] 29941886 317, 724.72) 18305.76]  ©6.11%
Employees Below vin 1 3340700 42400.34)  £,99534) 100.00%
Employees WithinRange] 51 266,011.96 27532238 831042 3.50%
Etnployaes Above Ivax g 0.50 0 9.00

I some cases, inplementation of the study reconimendations would result
in sigiaficant mcreases insakries Bor those enployees paid well below the
ilentitied market rate for thexr positions. In cases such as these, governing
bodies have chosento phase inincreases over a period of tine which
typically does not adversely inpact the validity of the initial salary data it
the Tocal govermment clicoses to madntain the systernwith apnual up (hte\
v consistent cost of hvme; mcicators. .

Ongoing Administratlon

After nitial xp kemerttation is achieved, the County willneed to develop
" adiministrative procecues that provide $or annual salary adjustients based on
ket and econoic conditions and adjustments that recogniz ndwvicual
perfornmance.

Base adjustments. In2008-09, and subsequent years £ will be necessaty for
the County to acjust the salary schedules and grades based on cost of Tiving and
other factors such as recruitment. The Cotnty can establish a guideline for

- determining anmual base adjustients. For exarnpls, the County could base. it
adjustment on the Consuer Price Index (CPI). The County could alse contact
conparable jurischictions to find out what percentage adjustient they are
making to their pay scales 4s a second kvel of verification of the pay tange
adjustent, Thiswoukl ako ensure that the County nmaintains varketability
anong conrparable regional orgaiizations. :

Enployee sakwy increases tied to cost of Tiving woukd contimie having the
approved percentage frease being applied to the midpomt of the salary range
for the enployee’s salary grade. Utilizmg this process enployee’s nove
toward the midpoint of the salay range, which approxinmtes the market value
of the position nmaket, at a reasonable rate. By imaking this base adju ustrnent to
all enployee salaries, the County ensures that employees will not fall behind
the naket and contimme to '1dv'u1ce to the midpomt.

Performance adjustinents, ATl enployees’ pmgieasmnﬂnoughw pay grace
is typically based on indivicual perfornnnce. Supervisors can recogiize an
enployee’s contribution to departirent and County goals throvgh perfornnance
adjustimnents. Wil the ability to reconuend perfornmnce adjustinents,
supervisots will have an dvportant rolk in linking pay and performuance.
Performence adiustments should be determined based on the employee's.
el performance review, Any ncrease earmed by the employee should be
‘ . applied io the enployee’s base salary effective on the amiv ersm‘vo; Fhis or
: ‘ appomtinent date to ﬂre current pos:uon
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When cottpensation is based on perforimance, enployees look for agsurance
that namagers will honestly evaluate perfornance and not inflate ratings i
order to obtain a Irigher salary for particular enployees. Genetally, such
systens provide for a review by the County Adomisirator’s Office m
conjunction with the desienated Hunan Resoureces Ofiicer, if one exists, to -
provide a mechanisin that assists mmanagers in applying perfornance
standards consistently for all enplbyees.

When pay is based on perfornance, the evaluation systern offen provides for
reviews at six or 12 month intervals, so enployees know how supervisors
view thenr perforivance and have the opportunity to mprove perfornance
and theit prospect for a pay mcrease.

Tlhroughuse of such a systemn higher perforniing enployee’s move through
the sahry ranges more quickly than those who do not parform ata high
Tevel and i1 some cases those perfornung ata level below expectations are
remmoved fiom the organization i they do not inrprove perfommunce after
being provided the opportandy. -

Many beal goveruvents are moving toward developiment atxd
inplenxntation of such a system and it & reconunended that Chﬂw County
begi exploration of'such a 8y stemas well

Review of Fringe Benefits

- Fringe benefits are an imnportant conrpenent of the total conxﬁmaﬁon package
provided by enyployers both in the public mxl private sector. Cluke County

- recognizes ihat fringe benef¥s also provide the organiationwith an
opportumty to be conpetitive 11 the market place and that a wellrownded
program & fnportant in tetaining that conpetitivensss. The various
organizations that responded to the salary survey akso provided xiftunmtion
about their fiinge benefit prograws for comparative puiposes. Clatke County
Ias developed a creative benefits program which is fairly urnicpue 1 the
provision of kave benetits. Inthe County’s adopted Personne1 Policics Maiwal
a Paid Time Off (PTO) programwhich, while nnintainiog separate categories
of keave, assigie all kave tine for vacation and sick days to vacation ting. The |
County’s policy grants leave vnder the armmal kave category to enipbyees for
a variety of pueposes inchuding arnmal and sick leave and clearly outfines the
paraneters for managerment of the program. This type of Teave benefit '
program, which is populir wh Inger conpanies m the private sector and
wrrjor enployers mthe public cector, it becorrmg nwre popular with Jocal
governrerts troughout the nation, but nmakes direct “applesto apples’
conpatisons wily tradidona I government prograns difficult, The program & a
relatively movative prograim for commmnities in the area and tle state and
consequently leavs data for allzespondents to the survey is focused on
tradtiomnlantmal and sick leave days eaned and accred. Traditionally, local
governnents and other entides have wtilized separate categories for various
tomns of Ieave such as Ioliday, ammmland sick. Oftenholiday Inguage 11
Tocal persormel policies s couched in termns of definig which state and

mtmmllmhday\ dre observed and defcnmg action to the Governor for |
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* designation of other holidays which the local government observes based upon
gubernatorial declaration. Anmaland sick leave policies ave typicalty it
arounnd enployees earning a certain munber of days for atnwal and sick leave

- onan ammial basis based wpon Dicreasing amounts both eammed aryd acerued as
vears of service to the organization ncrease. Several observations canbe nnde
based onareview of the suvey data both in the leave ad benefits data
concerning Clarke County’s cuerent finge benefits package.

Benei:nt ﬁndmgs nchyde:

+
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Holiday leave varies fiom 7 to 13 days per year with anaverage of 12
days of paid holiday kave. Clarke County provides enployees with 12
days of paid holiday kave which is congistent witl the survey average.
Allof the yeporting organizations indicated that they do not provide
enployees with floating hofidays. Cluke County does not provide
access to this type of kave which is consistent with the survey average.

When holidays falf on regular days off;, five tespondents indicate that
they provide enphbyees with either the Friday before the ho liday off or
the Monday after the holiday. Chike County & consistent with survey,
respondents in this practice. :
When snployees are required to work on an ofticial holiday observed
by the County, the nwjority of respondents indicate that they provide
the enployee with tine and a half pay. Chike County provides
enployees with an additional day off in Iieu of the holiday worked;,
which i consitent with practices i many local governments.

Anial leave schiedules vary with the swmvey respondents providag:
— 488 to 15 davs of kave for 0 to 1 year of service with an average of
11 days

— 5.691t0 16.5 days of eave forlto 5 veats of service with an average
of'12 days

— 6.5 to 18 days of leave for enployees w1thup to 10 vears of service
with an aver age of 15 days

—  8.13 to 22 days of leave for enpbyees withup to 15 years of’
-service with an average of 17 days

—  8.94 to 24 days of leave for enployees witliup to 20 years of
service with an average of 19 days

-~ 9.75 to 24 days of leave for enployees with 20 or more vears of
bel'VlCG with an average of 20 (hys

Paid Tive OFf leave offered by Clarke County is corgidered to be
conparable to leave offtred by other government employers due the
flexbility inuse of the kave accrued. .

Combitied annual and sick leave offered by Clartke Coumty for general
government enployees 15 above the survey average for the vatious

~ ranges outhned above. Ow analysis indicates that the County provides

anaverage of 18 days of annwalleave forup to a year of sexvice, 18
days of annual kave for 1 to 5 years of service, 18 days of mnmalleave
1or 6 to 10 years of service and 24 days of annual leave torall years of .
service inexcess of ten years.
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Leave days that can be carvied over fromiyear fo year by enployees
were ako animportant questiiiraised in the benefits section of the

swvey. Resporxlents indicated that the mwmber of days that can be

cartied over varies fom 20 days to 48.5 of the annual kave tive that
the enployee has accummuilated with an average of' 31 days which can be
carried over on an ammal bagis. Enployees with 0-10 years of service
with Clmke County may catry over 60 leave days while enployees with
nwre than 10 yeats of service nay cany over 90 anmalleave days,

Maxinmm accumulation of annmal Teave, based upon various levels of
years of seivice, ranges from 20 days earned to anunlibted nunber of
armual leave days with the average of 35 days which can be
accmmilated, Enpbyees with 0-10 years of service with Clatke County
nay accunntlate 60 ammwalleave days while etyployees with moze than
10 years of service iy accunuhie 90 aniwal kave days. ‘

Respondents were also asked to provide infornation conceming
whether or not they provided conpensation or anmual leave once the
maxinnamount of leave eamed was exceeded. Respondents
indlicated that policies for paying for amwal leave after maxinun
accurmulation varied with five respondents not providing any level of
corrpensation. The practice 13 consmtent with how Clarke County Tlﬁa’h
excess armual kave eamed,

_Sick leave days eamed per year among survey respondents 1anged

between 8.25 and 15 days of leave ¢arned per year with anaverage of
12 days eamed among survey respondents. Clarke County currently
does not provide enplyvees with sick leave, I enployees require tine
off due to sel'ilness or the illness of a family menber, they are

© required to take the titne from ammial leave.

Six of the responding organizations indicated that they ctarently pay out
allor a portion of an enyployees’ sick kave at texmination or retirement.
Exanples of how sick leave 15 paid is as follows:

—  Sick Ieave is pard out it the enployee has thiee or nwie years of
service
—  Sick leave is paid out vp to $10,000

—  After tenyears of service, enplcr} ees will be pait out $30 per
day

—  Enployees retiring or termmﬁm]g will be p'ud 50% of their
' accrued sick kave up to a maxdomun payout of $2,000

Allrespondents indicated that employees may use their sick leave for
medical appointinents and dentalappointiments and all but one
organtzation inclicated that this tink 1may be used for caring for a fanly
meiber who is il Clarke County allows enployees to use their annual

*Teave Tor the above mentioned 1easons,

Five of the tesponding 01‘gmﬁzations currently do not have provisions
for establishient and use a sick leave bank. Clatke County currently
does not provide a sick leave bank for enployee utilizntion, whichis
consistent with suvey responses.

Maxinrnum accvnmilation of sick leave ranges from 58 days to an

~ubimited mwcher of days for enployees with an average of 59 days,
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Allof the responding organizations offer medicalinsuance to their
eligible enployees. The average monthly cost for an enpbyee only
medical plan is $461.37, $726.65 for the enployee and one dependent
and $1,005.61 for family coverage. Clarke County provides employees
with three options of medical insteance to choose fiom paying above
the stuvey averages for enployee coverage under the KA 300 and 500
phns and below the swvey average 1or the TLC High Deductibk Plan.
For entployee and single dependent coverage, the premiuum cost for
Clarke County’s hiealth insurance plans are above the stuvey average for
the three plans offered by the County and for fannity coverage, the
Couty’s plans are above the swvey average for the KA 300 pEn and
the KA 500 plan, but below the swvey average for the TLC High
Deductible Plan.

Onaverage fiom those mapondm.j to the smvey, the enployer pays
95.75% of the cost of enployee coverage, 69.29% of the cost for
enployee and dependent coverage, and 59.86% of the cost of Tamily
coverage. Clake County contributions are generally below the survey
average Tor enployee coverage for the KA 300 and the KA 500 plans,
but above the stivey average at 100% toward the cost of coverage for
etrployees erwolked i the TLC High Deductible Plan. For enployee
and one dependent coverage, the County & below for percentages at all
evels of coverage and for fanuly coverage, the County is below the
swvey average for family coverage 1or the three available plans.

Six of the responding organizations offer medical msurance to their
retirees and pay an average of 20% toward the cost of this benefit for
their retirees. Clatke County carently offers medical insurance to
retirees, but does not contiabitte to the cost of coverage which is below

- the smvey average.

Eight responding organizations offer dental msurance for thewr
enployees paying anaverage of 97.33% toward the cost of coverage for
thewr employees. Sixotter vision insurance to their enployees paying
an average of 96.67% toward the cost of coverage, Clatke Connty's
dental and vision insteance 1 inchided in the cost of health i instance

- for enployees.

When questioned 1e2ﬂ1ding offering alternatives to group healtly
msuiance, five organizations responded that they crrently clo 110t
provide this benefit. Clarke Comnty also does not provide this benefi,
which is consistent witly fhe survey average.

Allofthe responding g organizations provide enployees witha
tetivement plu other than social security with all responding to
providing this benefit throngh a state-spoisored (VRS) system. All

_enployers surveyed paid the enployees shate of participation (5%). In

addition, employers also indicated that they confrivted up to an
additional16.50% towards this plan for their employees with anaverage

_contribution rate of 10.004%. Clarke County also provides enployees

with a state-sponsored vetivement plhn other than sockl secruity and
confribtites 12.94% to enployees” plans. The County’s COlltIi)UtIDlllb
slightly above the survey average.

Eight ciganizations responded that they offer life insurance to
enployees and contr.ibuted onaverage, 71.61% towards the cost of -
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coverage for enployees. Clarke County pays the fisll cost of life
msurance for employees under the Virgint Retirement Systein
program

+  Five of' the responding organizations indicated that they offer short-terrn
disabifity insurance fo their enployees. Clake County does 1ot offer
cnployee,s shout-term d1s~1b1]3t\ which 13 below the survey response.

+  Five of the responding 01g'uuzat10n> offer long-term diability
insurance to their enployees contributing an average of 50% towaids
the cost of coverage for enplyees. Clatke County crurently does not
offer long-term disability nsurance; which is below the stuvey average.

»  Eight responding organizations indicated that they cumently provide
employees with a deferred conpensation phnwith six organizations
indieating that they do not provide a confribution on the enplyees®
behalf, Clake Cowmty cumrently offers enployees access to a deferred

- corrpensation plan and like the nwjority of survey respondents, does not
confribute onthe enployees’ behalf.

+  When asked whether or not they provide their enployees with sty

- additionalbenefits, seven of the responding organizations indicated that

they carrently offer ther enployees addifional benefits, E,\an])leb of
’fheqs benetits are as Tollows:

- Enployee assistance progu am
—  Flexible spending accoumfs
—  Tuitionrembwsenent
—  Cancer msurance
—  Bercavement leave
~  Jury leave
—  Direct deposit
—  Euployee creditmmion
-~ Mental health and substance abuse counseling

Chike County also offers enployees additionalbenefils such as flexible
medical benefits and annual fin shots.

Other Benefits and Policies. Local govermnents offer a wide range of
additional benefits beyond those considered to be basic munatiwe (healih
insurance, leave, vetirerent plans).

On Cedi - Many Jocalities provide adopted fornml oncall policies for non
exempt enployees who 1y need to be recalled to woik to address emgrgency
situations. Eiployees inmmyy localitiss are rewarded with compensation
ranging from anhour to an howr and a half of pay for each eight howr shift of
being oncall Sone provide one howr’s pay for on call stafus Monday through
Friday and anhow and a halfof pay for each eight hows of on call status on
Saturdays, Stndays and holidays, Inaddition, they pay at a rate of one and a

- halftimes the regular howly rate for enployees 'lctua]l} called out (6 wotk
dmmg their nonral ofl howrs

 Retention Plan — Sonx: Tocalities ave ado pted an euployes 1etenmn program
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e>q>echtions for enployees. Some, bke Hemrico County, recognize difTxulties
in recruiting and retaiing enployees i key areas of enplopnent on a el
expansive basis,

Cowpensatory Tine Practices - Finally in the area of cotrpensatory tine,
practices vary a great deal for acoimmlation and usage of conpensatory time for
Iocal govermment enployees. For departivent heads and those enployees
designated as exenptunder the-U.S. Department of T.abor’s Fair Labor
Standards Act (FLSA) practices range fromunlinuted accunmilation and vzage
of conpensatory time by exenpt enployess to acamilation and usage within
defined Timits. Limits are often required because nnused accinmlated lave ag
defined by many Jocal goverment polickes & in some cases camried as a liability
onthe bealities books i remrbursement is allowed. Fornon-exenpt enployees
conpensatory tine is often used by Jocalities i lieu of dwect payient of
overtine in accordance with established Department of Labor practices, policies
and regulations which require that leave be used within a reagonable period of
accrual

Signing Bonus - No tesponding locality pmwded a signing bo:nm or incentive
for difficolt to fill positions.

Performence Bonus Programs- Sotve localities provide perforimance bormis
prograny for enployees who exceed defined perfornnnce standards. While 1ot
wilely utilized in Virginia, perfornmuce boruses awarded to public enrployees
generally are provided under an established set of guidelines and are one tite
payments which are not typically cowted against an enplyee’s base sakhry.
Congequently, the local government awarding the bonns does not accrue
liabitity for continnedt benefit nmiches. Such bomes ave awarded to employees
who meet an establshed set of parfornmnce criteria which are clearly defmed.

Botuiges tied to critical success factors such as financial and operational results

foster an alimmvent of enployer and enployee inferests. Hoployers want more

productivity for inore dollars paid and cnpbyees want rewards for above- :
average performance.

Bormges pakl in lieu of nerit iicreases eliminate conrpounding and require
woikels to earn aiy conypensation above base pay each year. By payig
bonmses, campanies not only Jower total labor costs, but foster Joyaliy as well,
Bawises based on specific geak align enployer/ enplbyee objectives by
rewarding both the business and its workers when business goals are net.

Many snall busmiesses already offsr borms prograns. Unfortunately, these
bormises are often in the form of discretionary year-end payments, whicl
eirployees can perceive as atbitrary and wifair. Because they're distributed
according to a fornmuk known only to top management, rather than on
qtmntltmble standards outlined in ‘1(1‘,"111(36 workers view themas ameans to

. exercise favoritism,

Workers need to. know i advance exactly what the criterix are Tor earning

bonmses so they can direct their efforts appropriately.
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- As noted, bonuses are nof prevalent in localgovernment as a conpensation
award program due to the conplexity of their admmistration and the non
traditional nature of their awards, :

A swnimy of the filnge benetits swvey appears b Appendic E.
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Glossary

Annual Salary Adjustment — A salary increase based on changes ina price index, such as the Consuner Price
Index (CPI), designed to help salaries keep pace with market clanges. Other fictors nay be comsidered i
amual salay adjustiments, inclching the anficipated incieases in the salary schedules of comparable
enployers. The adjustments ave applied to the ninmny, midpoint, and maxinmm rate of each pay grade and
fo enrployee salaries so their position within their assigned pay grades & naintained.

Benchmark Jabs — A group ofj Obb used as reference poitits for making pay COH])‘HI\O]E with othez
OrgRIHZAL NS,

Class Description — A stmnwry of the essential duties perforned within a job class and exaurples of the
- specific tasks and cnployee knowledge, skifl and abilities required to perform the job.

Classification — The 'uxbmnnent of’ pO::-lflOIb to gppropriate job chsses and pay grades based on the results of a
job evaluation.

Internal Equity — Fair and coriskstent pay 1ehﬁomhjpb among jobs or skill leves within a single organization
that establishes equalor comparabk pay forjebs involving comparable woik and utilization of corrparable
Shedlls,

Job Class - A g:muping ofjobs that ix considered to by substantially similar for Pay puuposes.
Job Evaluatmn A systermatic procedine des:gned fo make c}ﬂbqrf“mtmn deciions by applying f:hnd'u d
criferia to a review of alljob classes.

Line of Best Fit — In regressjon analysis, the Line fitted o a scatter plot of coordinates meastwing pay and job
evaluation factors. The line & used {o devebp the salary stiucture.

Occupaﬂanal Group — Jobs mvolving wotk of the same nature but requiting different skill and responsibility
levels.

Pay Grade — A levelwithin a sahry schedule mto whichjob classes with simibr job evaluation factors are
phced for corrpensation paposes. Pay grades have a mindimam rate, a midpoint rate, and anaxirumyate
atxl define what an enployer & willing to pay for a paticutar job. The midpoint of the pay grades
approxitmtes the narket sahry rate which would be paid for satisfactory perfornianee.

Pay Philosophy Decisions about enployee conjwnutionﬂmt address the rehtive importance of infernal
equity, external conpetitiveness, elrp ]oyee contributions or perfornance, and “1{111]1.111*1:1"! tion of the pay
systern

Perfonmance Evaluation - "Ihc process of detemmm]g the e*{tent fo whicha wmkez s qsgle,ned task outcones
meet e1p Ioyer perforimance expectations and perforance standards.

Position Analysis Questionnaire (PAQ) - A structured job analysis technique that chszities job iiforination
based on such factors as information input, ental processes, work output, relationships wifh other persons,
- ]ob context, and otherjob clmﬁcteﬂstms Tha PAQ analyzes jobs i terms of’ wo1ke1 oriente dm '

Progression through Pay Grades — Strategies that imove enployees through flie pay grade by merit progression
based on pelfonmnce by autonmatic progt ession through designated steps, of some coni}matmn thereot

Salary Su rvey - The systenmtic process of collecting fnformation and making judgments about the
conpensation paid by ofher conparable employem Salary data are vsefill i designing pay grades and mhz;
stinctires, '
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Clarke County, Virginia
Salary Survey - Summary

- Huntiar of Average | Weighted - Hinimwem Salary Htidpolnt Salz
Sheet [Position Surveyed . | Respondents FTES fivg Sal Lowest Highest  Weighted | lowest  Hig
1 {Office Assistart ' 5 355 20510 NH2 niE T AT | wET W
2 jAdministraiive Assistart B 440 34 | s 28184 26550 2867/8 38
3 |Depuy Clark to she Board of SupervisorsExetulive Assistart ] 1.00 43639 76063 395811 33058 33832 3]
4 {informetion Technology/Geographic Iformation Systems Teq 6 R ) 45171 ) 084 35442 35364 | 30478 44
5 |Dimctor of ifermatien Technology o ] 4 10 1 e2pud 286 77p@ 756}?49_ B4788 101
6 |Depuly Tmasurer{ 15 30 1 A8 0398 24570 224 28120 28
7. |Depuy Treasurer H 5 120 | 38632 24 £A3 A0 T /I 317 38
8  iReel Estate Coordirator/Assassor 3 357 43812 28330 41907 33548 36,820 52

8 {DNU - 4H Program Assisiart j
10 |Deputy Commissierer of the Reveruz 1 B 5 560 30,075 W0 AUFL 2336 | BIB W
11 |Depuy Commissiorer ofthe Reverwe M1 | -5 TT200 | 3543 248687 30149 27582 318 RS
7 (CorbralRogistar 3 lm FTao0 | sEssT 3638l 30208 | AT A7
13 JLeget AssisanpdniiSiave pssisanth T | TR T TS ) 309 | 8 UM% TR | 340 3
14 MctimAMtness Dircter 5 100 44274 0512 42003 32,268 36,181 40
15 [Assistant Cemmonweativs AtomeyCourty Atomay ) 30 71053 4758 58,104 8,099 52169 66
16 jZoningfCods Enforcesment Ofiicer : 3 1.00 533 32815 36067 B2 | 43482 4B
17 |Natural Resources Plamner 3 100 47 p42 34564 38,1892 3710 4408 45
18 -FZoring Adminisirator o - 5 100 | 5588 [ 38594 5770 . 44453 | 48pED .. 70
19 Dirsctor of Plarring T T T T D P I Y T I  v
790 |Pemit TechicaniOlies Meneger |8 (i {8y 70 i paam | asem s
T2 Bulding bepecar T T g8 200 1A | WES6 T 3BPB4 34000 38917 4

22 Bulding Official [ 114 | 622019 | 30545 51750 48835 5 409 70
25 iAdminigiralive Services Manager 4 150 45183 30,149 42003 36,153 36,013 4
24 {Recreation Program Coordinator 3 23 42568 e 34319 33518 36,181 42
25 IRecmation Center MamagerFaciities Supsmmitendent 2 150 54 334 33451 42003 42048 42 505 42
26 |Diractor of Parks and Recreation [ 100 75060 | 470A 79,168 59323 58 287 10
2 JAmalCombolOficerN 1T s~ om0 | A6 | 72050 31838 7890 | 28678 4D
78 [Mairferarce Technicianl o 8 T 243 | 3308t | iBA0Y  20B19  25BB7 | 23p76 38
79 IDirector of Mainrancs ' B 1w | s8ror | 045 63085 464 | 3342 BD
30 FrefightsrfET - Itemediate 5 646 | A3 | 7AW /P79 31795 35133 4
31 JDNU - Fimfighter/EMT - Intermediats Par-Time 2 1500 | 3733 | 18720 3253 BIA 40404 40
32 [Emsmency Medical Services Director 3 100 | mhsBd | 425 g4 A6 60376 B040 B2
33 1Communicafons Spacialist 7 45 337/8 I 72438 3348 26432 2684 3
34 |Director of £01 1 Commurications 8 180 BIOT | BEIE  I8BW 41 i/ | 3097 el

35 {0fiice ManagerRRecards fechnician . S 4 e s | B3I Mg 4070 | BES W
38 Court Senvices Officer 2 550 1 34p19 25 (163 30,149 26792 33592 K]
37 _ |Deputy Sherlf 5 HAG 1 4t 30548 3|/EB . 338 39713 £
3B iDeputy Sherfff Sergeant 5 440 54 019 36,082 47 350 41780 48315 52
39 {Crief Deputy Serf ] i00 17 73401 | #6350 84469 57 197 567 Bl
40 |Receplonist N 150 2858 | 872 wpwm 26273 74,251 A
41 [OFice Assistant (Secial Senvices) R L T S R E 27 066 2498 | 22p17 W

42 Ofico Warager (Socil Senices) 2T A eara | 0da AgAte T 4100 | 380w B
13 |Caso Aide ' 2 150 | a7 | mAH mEm 0060 | o 30
“%4 Eighiy Worker 2 360 | 4388 | 0754 52018 3302 | aTsM W
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Clarke County, Virginia

Salary Survey - Summary

Number of Average | Welghted Minimum Salary Hidpeint Sal;
Sheet |Position Surveyed Respondents FTES Avg Sal Lowest Highest  Weighted | Lowest Hig
T [SodalWorker i 2 | 000 [ 5i5m | a6 399% 000 | BB H
48 |Direciorof Sock! Services - I 2 200 | G573 | 85430 G950 7AESB | 107El O
47 |Accounts Paystie Coordinatoy 2 250 37 570 28,434 0H23 /IR 41902 41
48  |Payoli and Benefits Coordinator 5 1.0 40729 26063 35,182 31 841 33882 15
|00 Buer i T | W% | otay _diaw 813 | 0 -
50 - |Accouriant - LR T - <Y T X P L 4,792 | 44878 a2
5¢ _[Dirsctor of Joirt AAmiisraiva Services 5 £ 5S4 BB G403 | 6542 B

7909
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Clarke County, Virginia

Salary Survey - Results
Current  Comnpensation Board | Survey
Department Position idid Min Max Kid % diff Grade Mir
Administrative (Global) — |OfficeAssistant [ 288 1 [ [ 8810 880% 6 ] 25
Administrative (Global) Administrative Assistant 33,25 IEE T 41 g ik
Administrative {Global) Ceflgs kianagss 33,928 : [E| o,
Deputy Clerk to the Board of B
Administretion SupendsorsExeculive Asslstant 36,959 43838 | 84.71% 4 344
‘ ~" {informallon TechnologyiGeographic nformation B o

Infarmation Technalagy Systems Tachniclan 35448 B 45171 | 7847% 14 34
Information Technology Director of Informnation Technolegy 85,229 8‘,88-3 B5.52% 27 £5.)
Treasurar - |DeputyTreasurer [ 23518 19,855 31,37 29878 | 77.05% 4 | 2.
Treasurar Deputy Treasurer I 23018 23 ?23 48,665 ' [ -
Tréasurer Deputy Treasurer Hll 29,384 23,362 63,322 1 36892 1 s0.03% 10 28/
Extenslon Cffics " |d-R Program Asslstent EENE I D A
Cormmissioner of the Revenus \Deputy Cotmlsslonsy of the Revenus | 26185 1 19856 | 87371 .1 30075 | 8688% 4 1 2
Commissionar of me,,?i‘{"?ﬁi Deputy Commissioner of the Revs 26,153 | 23, e23 45,655 1 T 24
Commisslonsr of tha Revanus | Deputy Cormissionsr of the Revenus I 32,909 28,362 55322 | 35430 1 9288% 10 28/
Commissloner of the Revenug |Real Estate Coordinator/Assessor 43082 L 43,912 1 804%; 1 N
Reglstrar ggneral Registrar _ ! - 43,300 | 17 40,
Comimenwealh's Attornay Leqamsslstantf»’\dmlnistrahw Assistant i 4073 | 31173 51576 | 38,249 | 106.51% 13 33
Commenvisalih's Atorrey  [VictimAiiness Dirscler 44,274 15 35,
_ . Assistant Commonsralth's Attorn eyf{:ou_nty ]

Commonwsalth's Altorney Attorngy ' 22692 453573 71053 23 &d,
 |Planning ~ iZoningfCode Enforcement Officer 36,368 45,323 | 8157%; 14 | 34
Plannning Ratural Resourees Planner 44573 47,042 | 94.7%% " 18 38,
Planning - Zoning Administrater 47615 55,998 | $5.03% 18 42+
Flanning Director of Planning 58908 81,195 | 8487% 26 52
" |Building __{Pamit Technlclan ) 29,364 ) 1 s |y
Builldlng - Permit Technlclan/Offles tianager 33925 38,127 93.91% 9 2.

" . October 28, 2013 Joint Administrative Services Board Packet
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Clarke County, Virginia
Salary Survey - Results

Current  Compensation Board | Survey
Department Position Mid Min Max Mid i% diff | Grade
Euilding Building Inspactor 40,738 145237 1 84.22%) 13
Bulding Building Official 50,857 52278 ¢ 813d% 0
Paiks and Recrzafion _ICustomer Senvics Specialist - 23364 - - ) o §
Parks and Recrzation Adrninistrative Sendces Manager 33,928 45,163 | 75.08%; 13,
Parlis and Recreation Childcare Specialist - 32408 ) 12
Parks and Recrealion Recreation Program Coerdinater 38490 42565 | 9042% 13
Recrzalion Center ManagerFaciftiss ' _
Patks and Recrealion Suparintendent 38,490 54334 | 70.84% 18
Parles and Recraation Dirsctor of Parks and Recreation 55,22 BESD 1 72.99% 25
Animal Centrol Anirnal Conirol Oficar | B 28,312 B _ §
Animal Control Animal Central Officar li 32405 JEde | 8842%] 1D
Iaintenancs Maintenancs Assistang 26,322 B
faintenanca Maintenance Techhician | 76,522 33081 1 TR 9
Ilaintsnance Maintsnance Technician 1l 35,448 ' 18
Kaintenanca Director of Maintanence 55,71 58797 | 93.82% 19
Emsrgancy Ssivices FirafghtsrEMT - Intermediate 38,490 40380 ¢ 95.57%| 13
Emergsncy Services Emsrgency hedical Services Dirsctor 38,490 F1R23 1 ABBE%W| 24
Communications Communications Spacialist 25,188 | 23723 | 45566 | 33778 | T7A4%| 9
Cormumications _iAssistand Director of E-211 Communications o 13
Cemmunications Director of E-81] Communications 38,448 81081 | 58.05% M
Sheriffs Department Office ManagstRscords Technicten 23581 | 19888 | 33T 1 33028 | 7270%| 7
Sheniffs Deparimant _{Gourt Senvices Officsr - N 28,23 | 82973 | 3819 g
Shaiffs Depariment Courd Servicss Sergeant 47,385 | 33,147 | 68188 | JEE
Sheriffs Depament Deputy Shesfl - 32405 | o 43ss ] T380% 14
Shariffs Dspatmsnt Deputy Sheriff Sergeant 33141 63,186 | 24018 18
Shsiiffs Departmsnt Deputy Shatifflnvestigator 18
Shaiiffs Departmant. Deputy Shedifflnvseligations Ssrgeant 33047 59,186 i3
Shetiffs Depaifment Chief Daputy Sheniff 52,178 44088 1 16345 | T3400 p TI08%| 2
October 28, 2013 Joint Admini-strative' S.erviceé Board Packet Page 43 of 78_
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Clarke County, Virginia
Department of Soclal Services - Salary Survey - Summary

Cuirent Compensation Board Survey .

_ . ‘ Class | ‘

Department Position Mid Code Hin- Max Min | Hid Max % diff Cir:.
Social Servicas Receptionist L i 20273 | 28562 | 3286258 t
Social Senvites Cifce Asdistant (Social Savices) | 1 ! 24978 | 31607 | 38668.11 {
Soctal Services Cffice Manager {Social Sevices) : P 41002 | 62713 | B4ABET i
Sogiat Services ~ iCase Aide 28262 | 37533 | 4600250 i
Sadial Services : Eligibility Warker ! 33842 | 43868 | 5379370 i
Social Serdces HigibTity Supenisor j 2
Sudel Sepiees  [SodlWerker Al | 4opim |55 ie2m8400 i
Social Services Dirsctor of Social Services ! - 2
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' Department of Joint Administrative Services - Salary Survey - Summary ,

Clarke County, Virginia

Current | Compensation Board ) Sun};ey ]
Department  [Position Mid Min Max Min Mid % diff ; Grade | M
Joink FinansefAdministrafive Technician : A 3(
Joint Accourts Payable Coordinator Q72N 35T 12 3
Joirt Payroll and Benefits Coordinator - 31,044 40,725.92 13 3
Jont " Buyer R B
Joint Purchasing IManager 18 | 4
Joint Accountant ' 41,7921 6380980 BN 4
J_pint DIE’ECIOI’ of Joint Adminisirative Semees 64,033} 79,397.95 28 , gt
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Clarke County, Virginia
- 2007-2008 Pay Scale

Min

Mitl

Max

18,500.00

24,050.00

24,600.00

19,425.00

25,25250

31,080.00

20,396.25

26515.13

21 416.06]

27,340.83

34,265.70

32,634.00|

22 ,486.87

29,232.93

35,978.99

23,611.21

30,694.57

37,777.93

24,7191.77

32,229.30

39,666.83

26,031.36

33,840.77

41,650.17

27,332.93

35,532.80

43,732.68

28 699,57

30,134.55

37,309.44

39,174.92|

45,919.32
4821528

31,641.26

41,133.66

33,223.34

43,190.34

23,1567.35

50,626.05] -

34,884.51

45,349.86

55,815.21

36,628.73

47,617.35

58,605.98

38.460.17|

49,998.22

61,536.27

40,383.18

52,49813

64,613.09

42,402.34

55,123.04

67,843.74

44,522.46

57,879.19

71,2356.93

46,748.58

49,086.01|

60,773.15

63811.811

TAT9713
78,537.61

51,540.31

67,002.40

82,464.49]

54,117.32

70,352.52

66,587.72

56,823.19

73,870.15

90,917.10

59,664.35

77,563.65

95,462 96

62,647.57

81,441.84

100,236.11

65,779.94

86,913.93

105,247 91

69,068.94

89,789.62

110,510.31

7252239

94,279.11

116,035.82

76,148.51

98,993.06

79,955.93

103,942.71

127,929.49

121,837.61]

83,953.73

109,139.85

134,325.97(

88,151.42

114,596.84

141,042.27

92,558.99

120,326.68

148,094.38]

126,343.02

97,186.94
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Clarke County, Virginia

Sorted by Department then Grade; Showing Title and Range Schematic

Proposed Salary f
Department Position Grade Min Mid Max
Administraion Deputy Clerk to the Board of Supervisors/Executive Assistant 14 | 34885] 45360] B6,815
Administrative (Global) | Office Assistant 3 23611 30895! - 37,778
Adiinistrative (Global) Administrative Assistant 1 28,705] 37,3090 45919
Administraive (Global)  10ffice Manager - o Loz stedt) 41 134 50,328
Animel Cortrol “jAnimal Control Officer 1 ' 8 | 2e0s| agdt) 44,550
Animal Control Animal Corttrol Officer I 10 28,700 3?,309 -l:> 918
Bulding- ____|Permit Technician e 7 2479 32,009] 39,667
Bulding " [Permit Technicilan/Office Managsr 10 27000 37,309] 45919
Building Euilding Inspactor 14 34885] 45350] 55815
Building _|Building Official o o _ 21 ] 40086 63812) 73,638
Conmissionar of the Revenus [Deputy Commissioner of the Revenus | 5 224870 29233 25,979
Comnmissionsr of the Revene |Deputy Commissionsy of the Revenue 11 7 24792] 32,209f " 39,867
Commissioner of the Revenus Deputy Commissioner of the Revenue IIl- o 1o 26,7001  37,308: 45919
Cﬂqmﬁtpp%m fths F Revenue Real Estata ‘Coordinator/As sﬂsso T 18;_ 33460 49 39:: K bSS
Commorwiealth's Atornsy  |Legal AssistanVAdministrative Assistant 1t 113 33223] 43490] 83,157
Commonealih's Attornsy  VictimMitnsss Director o 16 | 38460| 49.998; 61,636
Commonealth's Attornay | Assistant Commonwealth’s AttomeyiCotinty ; Attomay o 24 56823 738700 60,917
Communications Ceminunications Spacialist 9 | 273330 36B33 43733
Commun;cabens L Asslstantvﬂlreg:t_o_r of E-911 Communications I L 34, _ 45350; 85315 .
Commuricatons Diractor of E-911 Communications B 200 | 46,748 60,773) 74,793
Emargency Senvices Firsfghter/EMT - Intermadiata 14 3,365 45380; BEBIS
Emergency Senvices Emergeticy Medical Senvices Dirscior ' o 24 56823) 73870 . 80,917
Extension Offce 4-H Program Assistant - - ¥ 24,782 32,2281 39,867
information Technology Information Technotogy/Geographic Information Systems Tschiician 14 34,885) 45350 85815
Information Technology Dirsctor of Information Technology 27 1 857801 &5514; 105,248
hiaintenance Iaintenance Assistant 6 23619 30,695 37,776
aintenance " ihlainfenance Technician | 9 27,3331 35,533) 43,733
WMaintenance . {Maintenance Technician II 11 30,135] 39,475] 45,215
lelaintenance ~|Diractor of Mairtsnance., o 20 48,748 60,7731 74,798
Patks and Recreation Customsr Seivice Specialist 7 S24792)  32228] 39,867
Patks and Recreation __|Childcare Specialist - o 12 31,841 41,1847 50,826
Patks and Recreation | Administrative Senvices Manager 14 34,885 45380 55815 -
Parks and Recreation Recreation Program Coordinator 14 34,885 453501 55815
Parks and Recreation Recreation Center lanagerFacilltizs Superintendent 18 42402)  £5,1231 67,844
Parls and Recrsation Director of Parks and Recreation ] 65,780) 855141 105,248
Planning foning/Cods Enforcement Offcer 14 34,885] 45350; 55815
Planning Zoning Administrator , 18 42402) 551231 67,844
Plannitg Ditector of Planning 27 | 65780 £5514; 105,248
Plannning Natural Resources Plannar 17 40,383 52,4881 04,815
Registrar General Registrar 18 42402 55123 67844
Sheriffs Department Office ManagerRecords Techrician ] 28051 33841F 41,850 -
Shetiffs Department Court Semvices Officer 10 28,7060] 37,309 45,919
Sheiiffs Department Deputy Sheriff 15 36,629; 47,617 3,608
1Shariffs Dapartment Cotitt Services Sergeant - 16 33460| 49,998 81 ,536
Sheriffs Dapartment Deputy Sherifffinvestigator 16 38460] 489981 B1,53
Shaiiffs Department Deputy Sheriff Sergeant ) 19 445221 B 8748 71,236
Sheriffs Departmert Deputy Sherifflnvestigations Sergeant B 19 445220 57379 71,236
Sheriifs Dapartment Chisf Deputy Sheriff 2% 50864 Trh64l 95463
Treasurer Deputy Treasurer | 4 214181 27,84 34,g§§_
Treasurer Daputy Treasurer | 71 24792 327229 39,867
Treasurer Deputy Treasurar HI 10 28,7001 37,308; 45918
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Clarke County, Virginia

Sorted by Grade; Showing Title and Range Schematic

Planriigober 28, 2013 Joint AdMirestartiobPlamittes Board Packet

. Praposed Salary
Department Position Grade Min Mid Max
Treasurer Dsputy Treasurer | 4 214188 27,8410 34,268
Conmissicner of the Revenua Beputy Comivissionsr of the Rev&nuﬁ I 5 22,4""’ 29,233] 35979
Ivialntenance _Maintenance Assistant e G 23611 30, 695 37,778
Administrative {Gipbal) B Office Assistant . B ’?3 614 §0‘§“9_§ _37 1?a>
ExtensionOfice  14-H Program Assistant ' 7 24,792 a220] 39,667
Failcs and Recreation Customer Service Spacialist o AT 322207 39,867
Commissionsr of the Revanua Dapuly Commissioner of the Revenus i N - V 7 24,792 32,2201 59,667
Treasurey Deputy Treasurer |l e - f 24,792] 32,220] 39,687
Euilding h Pemmit Technician T 7 24,792] 32,229] 39,667
Anirmal Control Animal Control Officer | g 26,0317 338441 44,850
Sheriffs Department 0ffice IManagerRecords Technisian 8 26,031 33841 44,850
Commurications Communications Spacialist - 9 ] 27,3331 356331 43,733
Waintenance Waintenance Technician | E! 27,333 355330 43,733
Administrative {Globel) Administrative Assistant 10 28,700] 37,309; 45819
Animal Confral Animel Control Officerit 10 28,700F 37,3098 45918
Sherifs Department Court Senvices Offcer 10 25,700, 37,308| 45919
Comimissionar of the Revenus |Deputy Commissionsr of the Revenue 1 10 28,700, 37,309) 45919
Treasurer B Deputy Treasursr ll 10 267001 37,308] 45,819
Euilding _ jPemit Technician/Office Manager N 10 ] 28,700] 37,3091 45919
Mzintsnance WMaintenance Technician il 11| 304360 39475 48,215
Paiks and Recreation  iChildeare Specialist L 12 1 81844 44,134 50,628
Administrative {Global) Office Wanager 121 31841 41,1%4] 50,628
Corhmonwsalth’s Attomay Lagal Assistant/Administrative Assistant I} 13 33,2237 43,190f 53,157
Paiks and Recreation Adniristrative Services vlanager .14 34,885] 453801 55,815
Communications Assistant Director of E-311 Communications 14 34,885] 45,350, 55815
Building Building Inspactor 14 34,885; 45380] 55818
Administration Deputy Clerk to ths Board of Supsrvisors/Executive Assistant 14 34,580; 46,3507 55,815
Emergency Senvices Firefighter BT - Intermeadiate : 14 34,8851 45350; 65315
Information Techiology hformation Technology/Geographic Information Systems Technician 14 34585 453500 55,815
Parks and Recreation Recreation Program Coordinator . 14 24885 45,380 55815
Planning Zoningflode Enforcement Offcer ) ] 14 34,8356F 45,350, £EB15
Sheriffs Department _ {Deputy Sheriff o 15 58,6291 47,617 88,806
Sheriffs Depattment Court Senvces Sergeant 3 18 38,480; 49,9981 61,536
Sheriffs Department {Deputy Sheriffinvestigater o o8 | 38480; 49,808 61,538
Commissioner of ths Revenue |Real Estate Coordinato/Assessor Y 18 | 38460] 49,998] 61,53
{Commonwealth’s Attomsy . |VictimAdditness Director - B 18 38,460 49,993 61,5368
Plannning Natural Resources Planner 17 40,38 52493 84613
Registrar Geheral Registrar 18 42,4021 851231 67,844
Parics and Recreation Recreatioh Conter IMianagerfFacliiies Supsrintandent 18 424621 551231 67,844
Planning Zoring Administrator 18 424021 551231 67,844
Sheriffs Department ~ |Deputy Sheriff Sergeant 19 445221 57,8797 71,238
Sheriffs Departimant Deputy Sheriffflnvestigations Seigeant 19 445221 57,8791 71,238
Communicafions " Director of 911 Communications " 20| 48749 e077s| 74,79
Maintenance . - _|Director of Mlaitenance o ] 0 | 46748 60,773 74,748
Building Building Offclal _ 21, 49,0861 63,8121+ 78,538
Commonwealth’s Attomay - |Assistant Commormsalti's AttornsyfCounty Attorney 2% 56,823] 73,8700 90,617
Emergency Sendces ___|Emergency Medical Services Director 24 58,823 73,870 90,017
Sheriffs Department “|Chisf Deputy Sheiifi 25 50,864 77.664] 95463
Information Technalogy 1Dirsctor of Information Technology 27 66,760 85,514 105,248]
Parks and Recreation Director of Pails and Recreation ) 27 | 857807 855141 105248}
B 27 65,780Pag8%61t178106,243

)




‘Clarke County, Virginia

Social Services Department - Sorted by Grade; Showing Title and Range Schematic

Proposed Salary -

Department Position Grade : Min Mid Max

Social Sendces Receptionist . 4 b 248 27841 347268
Socfal Senvces ~ [Office Assistant (SocuaFSemces)‘ g 2T 355330 43783
Social Seivices Case Alde : 10 26,700] 373090 45919
Social Senvices - Eligibility Worker - 18 36628 A78171 53608
Social Senvices Office Ivlanager (Soclal Setvices) R Y 40333 52498 84513
Social Servces Social Worker - 8 42402 55,1230 673844
Soclal Senvices Eligibilty Supetvisor 2 46,740 807731 74798
Soctal Services Direclor of Soctal Seivices 28 69,080; 897801 110510
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Clarke County, Virginia

Department of Joint Administrative Services- Sorted by Grade; Showing Title and Range Schematic

Proposed Salary
Department Position Grade in Mid Max 1.
 Joint FinancefAdministrative Technician i 30,1351 391475 483215
Joint ~ lAccounls Payable Coordinator . oA e 41134 906828
Joint Payroll and Benefits Coordinator 430 3308 431900 83757
Joint Euyer o 16 38460 49,996 61,536
Joint Purchasing ivlanager 18 42402| 551231 67844
Joint Accountant 18 44522 87879 71,23
Joint Director of Jain! Adninisirative Sendces 23 69,0651 89,7901 110510
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Clarke County, Virginia
€omparison of Major Fringe Benefits

Frmne Benefif

October 28, 2013 Joint Adrinistrative Services Board Packet

1 LesstReported | MostReported | Averaps Reporled | Clarke County, Virginia
H{lh(‘1‘,’5 (DH_YSHYGHI‘) ? o i 777777{3”77 o 12 I B i2 o
Fleating Holiday's No (6) 0 No No
e of ¥ bating Holiays | - |
| Holiday on Regubr Days Off Other (0) Fri or Mon (5) FriorMen |
Comp on Holidays Worked Double (1) Thne & % (2) Time & %
Corp Explmed Employees receive a dafigrent day off
Anmual Leave (Days/Year) T 1 T -~
| Gfo 1 Years Service 4.875 15 11 18
1105 Years Service 5.6875 16,5 T 18
& to 10 Years Service 6.5 18 15 19.2
1110 15 Years Service 8.125 22 17 24 o
16 fo 20 Y ears Service 8.9375 24 ig9 . o 24
20+ Years Service * 975 24 20 24
Employees with 0-10 years of service are
. allowed e carry over 60 days and
. employees with more than 10 years are
Carried into Mext Year 20 485 31 "~ allowed fo cairy over 90 days
Emp loyees with 0-10 years of service are
allowed to carry over 60 days and
: _ employees with more than 10 years are
_ Max Accumulation 20 Unltd. (1) 35 allowed to carry over 90 days
' Comp affer Max Accunmlation iﬁ’héﬂsﬁ(uiru No(5) " No No
Corip affer max explaination N/
) Employees are fo take time from anmual
Sick Leave (Days/Year) 4.875 S - S leave for sick time off
Because County employees donot accrue
sick lsave and must utilize annualleave for
illness, employees with 0- 10 years of
service are allowed to carry over 60 anmial | |
leave days and employees with more than 10
_.Carriad into Next Year S0 o Unltd (6) 45 years are allowed fo carry over 90 days
Because County emp boyees do not zocrue
sick leave and must utilize annual leave for
illness, employees with 0-10 years of
service are allowed to carry over 60 anmual
‘ ' _ - leave days and employees with more than 10
Max_Accunmilation 90 Unltd. (7). 145 '

years are allowed to carry over 90 days
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Clarke County, Virginia
Comparison of Major Fringe Benefits

Fringe Bemeft = Least Reported _ MostReported | Average Reported | Clarke Copnty, Virginia _
Paid at Terminaticn/R etirement No (2) Yes (6) Yes | Yes - annnalleave
100% of enmmial Jeave paid af
termination/retirement (annual leave and
__Ifpaid at termination, how? o ' _ sick leave come ffom the same bank)
| Use for Medical App aintments LMo (@ Yes® - 4 Ye 1 . Yes '
__Use for Dental Appomntments Ho (0) Yes (8) Yes - Yes
Use for Family 1Tlness No (1) ) Yes (1) Yes . Yes
_ BickLeaveBank Ny i Yes® o Fes b Moo
Pension andt Retivement - )
__Other Than Social Security Mo (0) Yes (8) Yes Yes
 StateSpomsored | Mo(@ 1 Yes@® 4  Y¥e 1 Yes
Enployer Paid 50004 - 16.50% 10.04% 12.94%

. Enployee Paid 0.0%% 4.50% 0.90% ° 0.00%
DeathBeneftt o Ne(ly L Yes@® oy Yes b Yes _—
Medical Tnsurance No (0) - Yes(8) Yes Yes

KA 300 plan = $485; KA 500 plan = $468
Employee Only $408.00 $563.00 $461.37 & 'TLC High Deductible plan = $393
. KA 300=287%, KA 500=92% & TLC
Employer Paid 87.00% 100.90% 95.75% High Deductible = 100%%
: KA 300=13%, KA 500 =8% & TLC High
Employee Paid 0.0 13.00% 4.25% - Deducthl =04
- KA 300 plan = $855; KA 500 plan= $823
Employee/Dependent $500.00 $888.00 £726.65 & TLC Hish Deductible plan = $823
: K& 300=752%, KA 500 =54% & TLC High
Employer Paid 50.00% 83.00% 69.25% Deductible =61%
KA 300 = 48%, KA 500 = 46% & TL.C High
_EnployeePaid 1o 17004 50.00% Lo 30 .. Deducidl =35%
. KA 300 phn=$1225; KA 500 phn=
_ Employee/Family $500.00 $1,295.00 $1,00561 131179 & TLC High Dedudtble plan = $976
. KA 300=52%, KA 500 =54% & TLC High
Employer Paid 44,00% - ‘ 75.00% 59.86% Deductible = 61%
A : KA 300=48%, KA 500%46% & TLC High
Employee Paid 25.00% 56.00% 40.14% Deductble = 39%
Retirees No (1) Yes (6) Yes : . Yes
| Employer Paid 0.0% 1 100.0% _ 20.00% i 0.00%
Alternative ealth Insurance Yes(l) No (5) o Mo
Dental Insurance : No {0} Yes (9 Yes Yes o
Employer Paid 89.08% ] 100.0% . - 971.33% Included in the cost of medical insurance,
Vision Insurance HNo (3 Yes{6) Yes . No
Employer Paid 95.0% - 100.0% 96.67% . ’
OctAober 28,2013 Joiht Ad'rhinistrative Servié,es Board Packet - o - " Page 550of 78

55




Clarke County, Virginia
Comparison of Major Fringe Benefits

‘cinoe Benefit Least Reported Most Reported Average Reported Clarke County, Vxrginia ;
Life & Disnbility Inswance 1 B U A R
i Lift Insurance ' No (O Yes(8) Yes Mo
Fmployer Paid _ oo% 100.6% e ]
| AD&D No(0) - Yes (7) Yes { Tes
. AD&D Double Indenmity Mo (0} Yes (D Tes : :
. | 100% through the Virginia Refirement
| Employer Paid 0.0% 160.0% 85.71% | System .
~Short Term Disabilily - No(3) ) _ Yes(d) 1 Yes No
Enployer Paid 0.0% _ 0.0% ' 0.06% ]
" | Long Term Disabatity  No(® - Yes(5) Yes No
EmployerPaid 0.0% 160.0% _ 50% o _
Defared Compensation - Mo @ o Yes® Yes _Yes
R S R ' No - not availzble fo part-time temporary
_Availbla fo all Employees Mo (1} _Yes (6) Yes employees.
Type of Phan ’ 457 phan
_‘Emplsye:' Contribution Yes(2) " Ho (5) No B Mo o
. ) ‘ ]
Ofler Benefits Program )
| Other Benefits Mo (0) B Yes {2) Yes o Yes O
Flexible madical benefit witha $11.66 per
) mionth employer contribution and ammual £y
Other Benefits Explasted ¢+ -~ ¢ shots o
Post Retirentent Hith Care Svgs Yes (0 Ho {4y Mo L No
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Chrke County Sheriffs Departrnent -

C frke County Sheriff's Degartment -
Fringe B enefit Chrke County Government Chrke County Scheols Sheriffs Staff Coramun tations Staff
Halidyys (Day /Y ear) 12 13 ¥ |¥]
FimtmgHolijays No Ne No No
Number of F ating Holidays
Other - Adminisiative Staff take holiday
aff Patroland comnmnications staff’
work if scheduled then Izave 5 builtinte| Annuatieave and holiday leave is added
Holifsy onRegular Days OF Fr or Mon annualdays off together and given per month.
Corp on Holidays Worked Cthes Gther - Buit in kave policy. Other - A lireceive the same holiday kours.
- {Employees recewved a difirent
Comp Exphhed ) day off .
Anaeal Leave (Daysf¥ear)
Oto | YearsSarvice 18 *6 {inchuding 3 personak days) 16 fbr shiff and 9 for adminisimt e
1to 5 Years Service ig * 3 (inchiding 3 personal days) 28 16 for shift and 0 for adminidrative
6 to 10 Years Service 19.2 18 (inchiding 3 personal days) _ 374635 18.25 fior shift and 12.5 for administrative
- 11te §5 Years Service 24 *22 (inchiding 3 parsonel duys) 333135 18,25 for shift and 12.5 fr adminisrative
§610 20 Years Service 2 22 (inchiding 3 personal days) 333125 20.5 o shiftand 16 for adminishatire
30+ Y ears Seryice M *22 (inchuing 3 porsomat days) 333125 20.5 Bor shiftand {6 Sor adminishative
Ernphyees with 0-10 years of
service are albwed to any
over 69 days and employees
wih more thar 10 years are K
Carried hito Mext Year allawed to carry over 90 days. 22 Unlimited Unlimited
Ernpbyees with 0-10 years of
serviceare albwed to cany
over 60 days and enmployess
wih more than 10 years are
Max Accumulat bn allawed {0 canyy over 90 days, 30 Unlimited Unlinited
Comp afer Max Accunwlation Ne 39 N/A& A
Comp after max explabation NA No N/A MNA
Annual kaveand sick leave
Sick Leave (Daysiear) come fom same bank eftime. 12 6.5 60.75
Emphbyees with 0-10 years of
serviceare albwed to cany
over 60 days and employess
- with more than 10 years are .
Carried into Next Year allbwed to caryy over 90 days. 200 Unlinited Uniinited
Empbyees with 0-10 years of
serviceare albwed io camy
over 60 days and employees
with more than E0 years are
Max. Accurmuhabion alinwad o carry over 90 days. 100 Unfimited Unfinited
Pa H at Tennmation/Retirement _ NA 1 _ Yes Mo _ Ho
Afler 19 years, they willbe paid ’
Ifpail attermination, how? .

ot 330 per day
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Clarke County, Virginia.
~ Comparison of Major Fringe Benefits

) C brike County Sher #fs Department - Chike County Sheniff's Department -
Fringe B enefit Chrks County G overnment Chrke County Schook Sheriffs Staff Communiations Saff
Use for Medical Appamtments Yes Yes _ Yes Yes
Use for Dental Appointments Yes Yes Yes Yes
U se for Family iliness Yes Yes Mo o
Sick Leave Bank No Yes Mo No
2 days denge mammim .
Sick LeaveBank Exphined benefit 045 days N/A A
Peuslon nnd Rediement . _ B ) o B
Other Than Social Securdy Yes Yes ¥es Yes
Siate Sponsored Yes Yes Yes Yes
Employer Paid 1294% 16.30% 1244 - 1244
Emplyes Paid 0.00% 0.00% 0.00% 0.00%
Death Benef? Yes Yes Yes
Me dicnl Insuramce Yes Yes Yes Yes
HA 300 plan = §485; K& 500 KA 300 plan = §485; K4 500 phn -
plan = $468 & TLC High $468 & TLC High Deducibleplan = | KA 300 plan = §485; KA 590 plan — 3463
Emplovee Oaly Deduciihle phn=4$393 §485.60 - $393 & TLCH ghDeductibk phn = §393
] K A 300 =87%, KA 500=02% .
) & TLC High Deductibk = KA300=87%,KA500=02% &TLC | XA 300=37%,KA500=92% & TLC
Emplayer Paid 160% 89 00% ] High Dedudible = {00% High Deducthle = 100% - -
KA 300 = [3%, KA 500 = 8% & KAID0 = §30, KA JOB=8%& ILC High | KA 00 13%, KA 500 = 8% & TLG High
Emplbyee Paid TLC High Dedadible =0% 11.00% Deductibl: = 0% Dedudtible=0%
KA 300 phan = §855; KA 500 T A 300 plan = $855; KA 500 phn = .
plan=$323 & TLC High $823 & TLC High Deductileplan = | KA 360 pln = §855; KA 500 phn = $823
Employee/Dependent Deductivls phn=§823 $23500 . $323 & TLCH ghDeductibk phn = $823
KA 308 =52%, KA 500 =34% KA 300=53%, K& 500 =54% & TLC | KA 300 =52%,KA 500=54% & TLC
Emplyer Paid & TLC High Deductble = 61% 5200% High Deductble = 61% HishDedudible =61%
KA300= 43%, KA 300= 46% & KA 300 = 48%, KA 500 = 46% & TLC High] KA 300 = 48%, KA 500~ 45% & TLE High
Emplayee Pail TLC HishD edudil: = % £00% Deductisls = 30% Dedfustinh = 2%
KA 300 plan = $1225; KA 500 K4 300 phn=$£225,KA 500phn=
phn=$§1179 & TEC High . $117% & TLC High Deduciiblzphn— | KA 300 pha~$1225; KA 500 phn =
Emphyes/Famil Deductbls plan=3$976 $1,225.00 $976 $1179 & TLC High Dedudtible plan =$976
KA 300 =52%, KA 500 =54% ) KA 300=152%, K& 500 =% & TLC § KA 300=>52%,KA 500=54% & TLC
Ernplover Paid & TLC High Deductble = 61% 5200% High Deductble = §1% HighDeductible =61%
KA308= £2%, KA S00= 4% & KA 300 = 48%, KA 500 = 46% & TLC High] KA300 = 43%, KA 500= 4% & TLC High
Employee Pail TLC HighDeductibls = 39% 300% Deduddsle = 39% Deductible = 39% |
"] Retirees No Ves No N
Employer Paid 0.00%
Aliemat i7e Hea th Insurance No Ho o No
Dental Ingsrance - Yes . Yes Yes Yes
Inchided in the cost ofmedical Inclided in the cost of mediral
Employer Paid ) msurance. £2.00% SUrance. IncLided in the cost of medizal insurance.
Vision Insurance No Ha Ne Mo
Employer Paid . ] ]

i
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Clarke County,

Virginia

Comparison of Major Fringe Benefits

. C brke County Sher #fs Department - Chrke County SherifPs D epartment -

Fringe Benefit Chrke County Government | - Chrite County Schools Sheriffs Staff Communiations Saff
Life & Disability Insurancs . . ‘

L ¥ Insurance No Yes Yes Yes

Ermplyyer Paid 100.00% 100.00% 100.00%

10035 up tétive times anmisl
. salary, Employze has option for

L ¥e Insurance Exphined i Coveraze

AD&D Yes Yes Yes Yes

AD&D Double Indennity Yes Yes Yes

100% through the Viggink

Employer Paid " Retirement System 100.06% $00.00% 100.85%

Short Term Disability No No Mo No

Employer Paid :

Long Term Disability No No No No

Enmployer Paid
Defe rred Compensation Yes Yzs Yes Yes

. ’ No - not avaiable to part-tiae No - riot avajhble to park-time temporary| Mo - notavaihbls to part-timetemporary

_Ayaibil to all Pmployess mporary employses. Ho . emplayees, o emp byees, _

Type ofPlan, i 457 phn 83k 457 phn 457 pka

Emplsyer Contribution . No Ho No He
. Employer contribution explained I —
Other Benefits Pyogram

Cer B enefits - Yes : Yeos Yes Yes

- " |Flexible medial beneft with af Fpmans spendingacoonnt witk ]
$11.66 per month employer | employer conkiititing $11 66 | Gym membersh i and take home vehicle
Ofther B enefits Exphined ] coniribution, © permonth . fiar swom saff Gymmembership .
Past Retremeni HEh Care Svgs Mo Ne Mo Mo
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U.Va. follows growmg national trend in eliminating coverage for working spouses
by Robert Powell .

he University of Virginia and United

Parcel Service appear to be on

the same page regarding health-
care coverage for the working spouses of
employees.

On Aug. 20, USA Today reported that
UPS was discontinuing coverage for 15,000
spouses who can obtain health-care insut-
ance through their jobs.

: One day later, U.Vzg.
announced a similar
decision aflecting work-
ing spouses of its 13,600
employees.

"The cause for
change in each case is
rising health-care costs,
with the Affordable Care
. Act (ACA ot “Obamacare’ ") getting some of
the blame.

In a memo to employees, UPS said
costs associated with Obamacare, com-

bined with current increases in health costs,
“make it increasingly difficult to continue
providing the same level of health-care ben-
efits to our employees at an affordable cost.”

By excluding the spouses of nonunion
workers, the company expects to save $60
million a year.

. The move by Adanta-based UPS adds
momentum t6 a growing trend among
major employers to  exclude working
spouses from their health plan or charge
extra for coverage.

Meanwhile, medical claims i in U Va's
selffunded health plan rose 28 percent
in the past four years, from $99 milltion
in 2008 to $127 million in 2012. “High”
claims of more than $100,000 for a single
healeh plan participant increased from 44
in 2008 to 104 last year.

The university expects ACA. to add
$7.3 million to the cost of its health plan
next year. That cost is expected to grow

October 28, 2013 Joint Administrative Services Board Packet- ‘

in future years because of excise taxes on
“Cadillac” healdh plans. In 2018, a 40
pescent tax would apply to the cost of an
individual plan with average premiums
per employee of more than $10,200, or
$27,500 for a family plan.

" UlVa. officials say that, if it had not
made adjustments, employee premiums
would have increased 12 pﬂ-rccnt to 13 pet-
cent this year.

Starting Jan. 1, spouses w1ll not be eli-
gible for the U.Va. health plan if they have
access to “affordable health care that pro-
vides minimum value” as defined by ACA.

To keep a spouse ott the U.Va. plan, an
employee must submit an affidavit during
the open enrollment period (Oct. 7 to-Oct.
25) showing that the spouse does not have

access to affordable care through another. -

employer,
The U.Va. health plan will continue to
cover ernployces children. ¥
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Determining Full-Time Employees for Purposes of Shated Responsibility for Emp[oyers
Regarding Health Coverage {§ 4980H)

Notice 2012-58
l. PURPOSE AND OVERVIEW

This notice describes safe harbor methods that employers may use (but are not -
required to use) to determine which employees are treated as full-time employees for
purposes of the shared employer responsibility provisions of § 4986H of the Internal
Revenue Code (Code). Specifically, the administrative guidance in this notice,
modifying and expanding on previous guidance, includes a safe harber method that
employers may apply to specified newly-hired employees.

~ As described more fully below, this notice —

e Expands the safe harbor method described in a previous notice to provide .
employers the option to use a look-hack measurement period of up to 12 months
to determine whether new variable hour employees or seasonal employees are
full-time employees, without being subject to a payment under § 4980H for this
period with respect to those employees. An employee is a variable hour
employee if, based on the facts and circumstances at the date the employee
begins providing services to the employer (the start date), it cannot be '
determined that the employee is reasonably expected to work on average at
least 30 hours per week. (The 30 hours per week average reflects the statutory
definition of full-time employee in § 4980H(c)(4) and is the definition of “full-time
employee” as used in this notice.) Seasonal employee is defined in section
H1.D.5, below. )

s Provides employers the option o use specified administrative periods (in
conjunction with specified measurement periods) for ongoing employees (as
defined in section i11.A, below) and certain newly hired employees;

o Facilitates a transition for new employees from the determination method the
employer chooses 1o use for them to the determination method the employer
chooses fo use for ongoing employees; and .

~ o Provides employers reliance, at least through the end of 2014, on the guidance
contained in this notice and on the following approaches descrlbed in prior
notices:

(1) for ongoing employees, an employer will be pemﬁitted fo use
measurement and stability. perlods of up to 12 months;

(2) for new employees who are reasonably expected to- work full-time, an
- employer that maintains a group _health plan that meets certain requirements
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“will not be subject to an assessable payment under § 4980H for failing to offer
coverage fo the employee for the initial three months of employment; and

(3) for all employees, an employer will not be subject to an assessable
~ payment under § 4980H(b) for an employee if the coverage offered to that
 employee was affordable based on the employee’s Form W-2 wages reported
in Box 1 (often referred to as the affordability safe harbor).

This guidance is intended to encourage employers fo continue providing and
potentially to expand group health plan coverage for their employees by permitting
employers to adopt reasonable procedures to determine which employees are full-time
employees without becoming liable for a payment under § 4980H, to protect employees
from unnecessary cost, confusion, and disruption of coverage, and to minimize
administrative burdens on the Affordable insurance Exchanges (Exchanges).

‘ Simultaneously with the issuance of this notice, the Department of the Treasury,

the Department of Labor (DOL), and the Department of Health and Human Services
(HHS) (the Depariments) are jointly prowdmg administrative guidance under § 2708 of
the Public Health Service Act (PHS Act).! PHS Act § 2708 applies to group health
plans and group health insurance issuers and provides that any waiting period under a
group health plan must not exceed 90 days. To clarify how the PHS Act § 2708 90-day
waiting period limitation coordinates with § 4980H, this notice applies portions of the
Departments’ separate and simultaneous PHS Act § 2708 guidance. DOL and HHS
concur in the application of PHS Act § 2708 in this notice."

This notice consists of a background sectzon briefly summarizing the § 4980H
and PHS Act § 2708 statutory framework and the administrative guidance issued o
date (section ll); a description of the safe harbors available for employers for. -
determining full-time employee status in the case of ongoing employees and newly-
hired variable hour and seasonal employees (including the transition from newly-hired to
ongoing employees and a series of examples illustrating how the safe harbors apply)
(section li); a description of the reliance provided to employers through at least 2014
(section 1V); and a request for comments (section V).

. BACKGROUND

A Sectlon 4980H

Section 4980H was added to the Code by § 1513 of the Patient Protection and
_'Affordable Care Act (Affordable Care Act) (enacted March 23, 2010, Pub. L. No. 111-
148) and amended by § 1003 of the Health Care and Education Recongiliation Act of

i

1 Notice 2012-59, bOL Technlcal Release 2012- 02 and HHS Bulietin tmed Guidance on 90- Day Waltmg
Period Limitation under Pubhc Health Service Act § 2708, '
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2010 (enacted March 30, 2010, Pub. L. No. 111-152).2 Section 4980H applies to
“applicable large employers” {(generally, employers who employed at least 50 fuil-time
employees, including full-time equivalent employees, on business days during the .
preceding calendar year).

-Generally, § 4980H provides that an applicable large employer is subject to an
assessable payment if either (1) the employer fails to offer to its full-time employees
(and their dependents) the opportunity to enroll in minimum essential coverage” under
an eligible employer-sponsgred plan and any full-time employee is cettified to receive a
premium tax credit or cost-sharing reduction (§ 4980H(a)), or (2) the employer offers its
full-time employees (and their dependents) the opportunity to enroll in minimum
essential coverage and one or more full-time employees is certified fo receive a
premium tax credit or cost-sharing reduction (generally because the employer’s
coverage either is not affordable within the meaning of § 36B(c)(2)(C)(i) or does not
provide minimum value within the meaning of § 36B{c}(2)(C)(ii)) (§ 4980H(b)). Under
§ 36B(c)(2)(C)(i), coverage under an employer-sponsored plan is affordable to a
particular employee if the employee’s required contribution (within the'meaning of -

§ 5000A(e)(1)(B)) to the plan does not exceed 9.5 percent of the employee’s household
income for the taxable year. Section 4980H(c){(4) provides that a full-time employee
with respect to any month is an employee who is employed on average at least 30

. hours of service per week.*

B.  PHS Act Section 2708

PHS Act § 2708° provides that, for plan years beginning on or after January 1,
2014, a group health plan or group health insurance issuer shall not apply any waiting
period that exceeds 90 days. PHS Act § 2704(b)(4), ERISA § 701(b)(4), and Code
§ 9801(b)(4) define a waiting pericd fo be the period that must pass with respect to an
individual before the individual is eligible to be covered for benefits under the terms of

? Section 4980H was further amended by section 1858(b){(4) of the Department of Defense and Full-Year
Continuing Appropriations Act, 2011 (enacted April 15, 2011, Pub. L No. 112-10), effective for months
beginnhing after December 31, 2013.-

Minimum essential coverage is defined in § 5000A() of the Code, The definition of “eligible employer-
sponsored plan” in § 5000A(f)(2) applies for purposes of § 4880H.

* For this purpose, proposed regulations are expected to provide (as stated in Notice 2011- 36) that 130
hours of service in a calendar month would be freated as the monthly equwalent of 30 hours of service
per week.

*The Affordable Gare Act adds section 715{a){(1} to the Employee Retirement !ncome Security Act
(ERISA) and section 9815(2)(1) to the Code to incorporate the provisions of part A of tile XXVil of the
PHS Actinto ERISA and the Code, and to make them applicable o group health plans and health
insurance issuers providing health insurance coverage in connectiort with group health plans. The PHS
Act sections incorporated by these references are sectlons 2701 through 2728. Accordingly, PHS Act

§ 2708 is subject to shared mterpretwe junsdlctlon by DOL HHS, and Treasury.
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the plan. In 2004 regulations,® the Departments defined a waiting period to mean the
period that must pass before coverage for an employee or dependent who is otherwise
eligible to enroll under the terms of a group health plan can become effective.

C. Notice 2011-36

Public comments were requested and received on a number of issues and
potential approaches to interpreting and applying § 4980H and PHS Act § 2708. In
particular, Notice 2011-36 (2011-21 [.LR.B. 792) described and requested commentis-on
a possible approach that would permit employers to use an optional “look-back/stability
period safe harbor”.to determine whether ongoing (rather than newly-hired) employees
are fuli-time employees for purposes of § 4980H The use of this safe harbor approach
would be voluntary.

Under the look-back/stability period safe harbor method an employer would -
determine each employee’s full-time status by looking back at a defined period of not
less than three but not more than 12 consecutive calendar months, as chosen by the
employer (the measurement period), fo determine whether during the measurement
period the employee averaged at least 30 hours of service per week. If the employee
were determined to be a full-time employee during the measurement period, then the
employee would be treated as a full-time employee during a subsequent “stability
period,” regardiess of the employee’s number of hours of service during the stability

. period, so long as he or she remained an employee. For an employee determined to be
a full-time employee during the measurement period, the stability period would be a
period of at least six consecutive calendar months that follows the measurement period
and is no shorter in duration than the measurement period. If the employee were
determined not to be a full-time employee during the measurement period, the employer
would be permitted to treat the employee as not a full-time employee during a stability
pericd that followed the measurement period, but the stability period could not exceed
the measurement period. Comments on this approach were favorable.

D. Notice 2011-73

In Notice 2011-73 (2011-40 L.R.B. 474), Treasury and the IRS described a safe
harbor under which employers would not be subject to an assessable payment under
§ 4980H(b) with respect to an employee if the coverage offered to that employee was
affordable based on the employee’s Form W-2 wages (as reported in Box 1) instead of
household income. Under the safe harbor, an employer would not be subject to a
penalty under § 4980H(b) with respect to an employee if the required contribution for
that employee was no more than 9.5 percent of the employee’s Form W-2 wages. The
proposed affordability safe harbor would apply only for purposes of determining whether
an employer is subject to the assessable payment under § 4980H(b). For example, the .

® 36 CFR 54:9801—3(a:)(3)(iii), 29 CFR 2500.701-3()(3)(ii), 45 CFR 146.4111(@)@)(i).
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safe harbor would not affect an employee’s eligibility for a premium tax credit under

§ 36B. Treasury and the IRS requested and received comments on the safe harbor,
and the comments were generally favorable. Subsequently, Notice 2012-17 (2012-9
.R.B. 430) stated that, as described in Notice 2011-73, Treasury and the [RS’ mtend to
issue proposed regulations or other gu;dance permitting employers fouse an =~
employee’s Form W-2 wages (as reported in Box 1) as a safe harbor in determining the
affordability of employer coverage.

E. Notice 201 2-1 7

Notlce 2012- 1? also described and requested comments ori. a potential approach
for determining the fuli-time status of new employees for purposes of § 4980H if, based
on the facts and circumstances at the start date, it cannot reasonably be determined
whether the new employee is expected to work full-time because the employee’s hours.
are variable or otherwise uncertain. Under the potential approach described in Notice
2012-17, employers would be given three months or, in certain cases, six months,
without incurring a payment under § 4980H, to determine whether a variable hour new
employee is a full-time employee.

In response to Notice 2012-17, commenters requested that employers be
allowed to use a look-back measurement period of up to 12 months to determine the
status of new variable hour employees, similar to the method permitted to determine the
status of ongoing employees.

F, Revised Approach in This Notice

After considering the comments, Treasury and the IRS are revising the approach .
‘outlined in Notice 2012-17 for new variable hour employees. Treasury and the IRS
_ anticipate that the revised approach, which is generally similar to the approach _for
ongoing employees, will be a flexible and workable option for determining the full-time
status of new variabie hour employees, and will provide employees and employers with
greater stability and predictability. Treasury and the IRS also are providing a similar
safe harbor for certain seasonal employees and are modifying the rule for ongoing
employees to provide greater flexibility by allowing use of an administrative period,
described below, between the measurement and stability per[ods This re\nsed
guidance is described in section {ll, below.

_ Note that uniess specified otherwise, all references in this notice to an offer of
coverage o an employee refer to an offer of minimum essential coverage that is ,
-affordable within the meaning of § 36B(c)(2){C){i) (or is freated as affordable coverage
under the Form W-2 safe harbor described in section 11.D of this notice) and that
provides minimum value within the meaning of § 36B{c)(2)(C){(ii). Also, whenever this

7 Simultaneously with the issuarice of Notice 2012-17, DOL and HHS issued parallel guidance. See DOL
Technical Release 2012-01 and HHS FAQs issued February 8, 2012, -
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notice states that coverage must be offered to an employee by a specified date, it
means that the offer that must be made to the employee, if accepted by the employee,
would result in the employee actually receiving coverage that is effective as of the
specified date. Absent such an offer, the employer may be subject {o an assessable
payment under § 4980H. in addition, unless otherwise specified below, solely for the
purpase of the guidanée in this notice, the term “calendar month” means one of the full
months named in the calendar (such as January, February or March), and the term
‘month” means the period from a day in one month to the pnor day of the following
month (such as from January 15 to February 14).

li.  DETERMINING FULL-TIME STATUS OF EMPLOYEES

A. Ongoina Employees: Safe Harbor

For ongoing employees, employers generally will be permitted to use the safe
harbor method based upon measurement and stability periods described in Notices
2011-36 and 2012-17. The measurement period the employer chooses to apply to
ongoing employees is referred to in this notice as the "standard measurement period.”

An “ongoing employee” is generally an employee who has been employed by the -
employer for at least one complete standard measurement period. As stated in Notice
2011-36, different rules may apply to employees who move into full-time status during
the year. Additional rules regarding the treatiment of employees who experience a
change in employment status are expected to be included in upcoming regulations.

Under the safe harbor method for ongoing employees, an employer determines
each ongoing employee’s full-time status by looking back at the standard measurement
period (a defined time period of not less than three but not more than 12 consecutive
calendar months, as chosen by the employer). The employer has the flexibility to
determine the months in which the standard measurement period starts and ends,

~ provided that the determination must be made on a uniform and consistent basis for all
employees in the same category. (See below in this section for permissible categories.)
For example, if an employer chose a standard measurement period of 12 months, the
employer could choose to make it the calendar year, a non-calendar plan year, or a
different 12-month period, such as one that ends shorily before the start of the plan’s
annual open enroliment season. If the employer determines that an employee
averaged at least 30 hours per week during the standard measurement period, then the
employer treats the employee as a full-time employee during'a subsequent “stability
period”, regardless of the employee’s number of hours of service during the stability
period, so long as he or she remained an employee.,

For an employee whom the employer determines to be a full-time employee
during the standard measurement period, the stability period would be a period of at
least six consecutive calendar months that is no shorter in duration than the standard.
measurement period and that begins after the standard measurement period (and any’
applicable atdministrative period, as discussed in section 1ti.B, below). If the employer
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determines that the employee did not work full-time during the standard measurement

period, the employer would be permitted to treat the employee as not a full-time

employee during the stability period that follows, but is nof longer than, the standard
“measurement period.

Subject to the rules governing the relationship between the Tength of the
measurement period and the stability period, employers may use measurement periods
and stability periods that differ either in length or in their starting and ending dates for
the following categories of employees: (1) collectively bargained employees and non-
collectively bargained employees; (2) salaried employees and hourly employees; (3)
employees of different entities; and (4) employees located in different States. (These

.Gategories are adapted from existing regulatory guidance and also reflect public
comments received in response to Notice 2011-36.) The rules described in this
paragraph apply both to the standard measurement periods described in this section
[I1.A and the initial measurement periods described below in section I1I.D.

B. Ongoing Employees: Option to Use Adminis{rative Period Under Safe
Harbor

Because employers may need time between the standard measurement period
and the associated stability period to determine which ongoing employees are eligible
for coverage, and to notify and enroli employees, an employer may make time for these
administrative steps by having its standard measurement period end-before the
associated stability period begins. However, any administrative period between the
standard measurement period and the stability period may neither reduce nor lengthen
the measurement period or the stability period. The administrative period following the
standard measurement period may last up to 80 days. To prevent this administrative
period from creating any potential gaps in coverage, it will overlap with the prior stability
period, so that, during any such administrative period applicable to ongoing employees
following a standard measurement period, ongoing employees who are eligible for
coverage because of their status as full-time employees based on a prior measurement
period would continue to be offered coverage.

'Examgle,

Facts. Employer W chooses to use a 12-month stability period that begins
January 1 and a 12-month standard measurement period that begins October 15.
Consistent with the terms of Employer W’s group health plan, only an ongoing
employee who works full-time (an average of at least 30 hours per week) during the
standard measurement period is offered coverage during the stability period associated
with that measurement period. Employer W chooses to use an administrative period
between the end of the standard measurement period (October 14) and the beginning

- of the stability period (January 1) to determine which employees worked full-time during
the measurement period, notify them of their eligibility for the plan for the calendar year

- beginning on January 1 and of the coverage available under the plan, answer questions
“and collect materials from employees, and enroll those employees who elect coverage
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in the plan. Previousiy-determined full—'time employees already enrolled in coverage
continue to be offered coverage through the administrative period.

Employee A and Employee B have been employed by Employer W for several
years, continuously from their start date. Employee A worked full-time during the
standard measurement period that begins October 15 of Year 1 and ends October 14 of
Year 2 and for all prior standard measurement periods. Employee B also worked full-
time for all prior standard measurement periods, but is not a full-time employee during
the standard measurement period that begins October 15 of Year 1 and ends October
14 of Year 2. :

Conclusions. Because Employee A was employed for the entire standard
measurement period that begins October 15 of Year 1 and ends October 14 of Year 2,
. Employee A is an ongoing employee with respect to the stability period running from
January 1 through December 31 of Year 3. Because Employee A worked full-time
during that standard measurement period, Employee A must be offered coverage for
the entire Year 3 stability period (including the administrative period from October 15
through December 31 of Year 3). Because Employee A worked full-time during the
prior standard measurement period, Employee A would have been offered coverage for
the entire Year 2 stability period, and if enrolled would continue such coverage during
the administrative period from October 15 through December 31 of Year 2.

Because Employee B was employed for the entire standard measurement period
that begins October 15 of Year 1 and ends October 14 of Year 2, Employee B is also an
ongoing employee with respect fo the stability period in Year 3. Because Employee B
did not work full-time during this standard measurement period, Employee B is not
‘required to be offered coverage for the stability period in Year 3 (including the
administrative period from October 15 through December 31 of Year 3). However,
because Employee B worked full-time during the prior standard measurement period,

" Employee B would be offered coverage through the end of the Year 2 stability period,
and if enrolled would continue such coverage during the administrative period from
October 15 through December 31 of Year 2.

Employer W complies with the standards of this section because the
measurement and stability periods are no longer than 12 months, the stability period for
ongoing employees who work full-time during the standard measurement period is not
shorter than the standard measurement period, the stability period for ongoing
employees who do not work full-time during the standard measurement period is no
longer than the standard measurement period, and the administrative period is no
longer than 90 days.

C. New Empioveeé: Reasonabh} Expected to Work Full-Time

- dfan employee is reasonably expected at his or her start date to work full-time,
‘an employer that sponsors a group health plan that offérs coverage to the employee at
or hefore the conclusion of the employee’s initial three calendar months of employment -
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will not be subject to the employer responsibility payment under § 4980H by reason of
its failure to offer coverage to the employee for up to the initial three calendar months of
employment. For rules on compliance with the 90-day waiting period limitation under
PHS Act § 2708, see the guidance cited at footnote 1. '

D, New Employees: Safe Harbor for Variable Hour and Seasonal
Employees

If an employer maintains a group health plan that would offer coverage to the
employee only if the employee were determined to be a full-time employee, the
employer may use both a measurement period of between three and 12 months (the
same as allowed for ongoing employees) and an administrative period of up to 90 days
for variable hour and seasonal employees. However, the measurement period and the
administrative period combined may not extend beyond the last day of the first calendar
‘month beginning on or after the one-year anniversary of the employee’s start date
(totaling, at most, 13 months and a fraction of a month). These periods are described in
greater detail below.

1. Initial Measurement Period and Associated Stability Period

- For variable hour and seasonal employees, employers are permitfed to
determine whether the new employee is a full-time employee using an “initial
measurement period” of between three and 12 months (as selected by the employer).
The employer measures the hours of service completed by the new employee during
the initial measurement period and determines whether the employee completed an
average of 30 hours of service per week or more during this period. The stability period
for such employees must be the same length as the stability period for ongoing
employees. As in the case of a standard measurement period, if an employee is
determined to be a full-time employee during the initial measurement period, the
stability period must be a period of at least six consecutive calendar months that is no
shorter in duration than the initial measurement period and that begins after the initial
measurement period (and any associated administrative period).

If a new variable hour or seasonal employee is determined not to be a full-time
employee during the initial measurement period, the employer is permitted fo treat the
employee as not a full-time employee during the stability period that follows the initial
measurement period. This stability period for such employees must not be more than
one month longer than the initial measurement period and, as explained below, must
not exceed the remainder of the standard measurement perlod (plus any associated
admimstratlve period) in which the initial measurement period ends,?

- ¥In these circumstances, allowing a stability period to exceed the initial measurement period by one

" month is intended to give additional flexibility to employers that wish to use a 12-month stability period for
new variable hour and seasonal employees and an administrative period that exceeds one month. To
that end, such an employer could use an 11-month initial measurement period {in fiet of the 12-month
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An employee or related individual is not considered eligible for minimum
essential coverage under the plan {and therefore may be eligible for a premium fax
credit or cost-sharing reduction through an Exchange} during any period when coverage
is not offered, including any measurement period or administrative period prior to when
caverage takes effect. ‘

2. Transition from New Employee Rules to Ongoing Employee Rules

Once a new employee, who has been employed for an initial measurement
period, has been employed for an entire standard measurement period, the employee
must be tested for full-time status, beginning with that standard measurement period, at
the same time and under the same conditions as other ongoing employees.
Accordingly, for example, an employer with a calendar year standard measurement
period that also uses a one-year initial measurement period beginning on the
employee’s start date would test a new variable hour employee whose start date is
February 12 for full-time status first based on the initial measurement period (February
12 through February 11 of the following year) and again based on the calendar year
standard measurement period (if the employee continues in employment for that entire
standard measurement period) beginning on January 1 of the year after the start date.

An employee determined to be a full-time employee during an initial
measurement period or standard measurement period must be treated as a fuli-time
employee for the entire associated stability period. This is the case even if the
employee is determined to he a full-time employee during the initial measurement
period but determined not to be a full-time employee during the overlapping or
immediately following standard measurement period. In that case, the employer may
treat the employee as not a full-time employee only after the end of the stability period
associated with the initial measurement period. Thereafter, the employee’s full-time
status would be determined in the same manner as that of the employer’s other ongoing
employees. o '

In contrast, if the employee is determined not to be a full-time employee during
" the initial measurement period, but is determined to be a full-time employee during the
overlapping or immediately following standard measurement period, the employee must
be treated as a full-time employee for the entire stability period that corresponds to that
standard measurement period (even if that stability period begins before the end of the
stability period associated with the initial measurement period). Thereatfter, the
employee’s full-time status would be determined in the same manner as that of the
employer’s other ongoing employees. : :

3. Optional Administrative Period for New Emploveeé |

initial measurement period that would otherwise be required) and still comply with the general rule that
the initial measurement period and administrative perlod combined may not extend beyond the last day of
the first calendar month beginning on or after the one-year anniversary of the employee’s start date.

10
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In addition to the initial measurement period, the employer is permitted to apply
an administrative period before the start of the stability period. This administrative
period must not exceed 90 days in total. For this purpose, the administrative period
includes all periods between the start date of a new variable hour or seasonal employee
and the date the employee is first offered coverage under the employer’s group health
plan, other than the initial measurement period. Thus, for example, if the employer
begins the initial measurement period on the first day of the first month following a new
variable hour or seasonal employee’s start date, the period befween the employee’s
start date and the first day of the next month must be taken into account in applying the
90-day limit on the administrative period. Similarly, if there is a period between the end
of the initial measurement period and the date the employee is first offered coverage
under the plan, that period must be taken into account in applying the 90-day limit on
the administrative period. '

In addition to the specific limits on the initial measurement period (which must not
 exceed 12 months) and the administrative period (which must not exceed 90 days),
there is a limit on the combined length of the initial measurement petiod and the
administrative period applicable for a new variable hour or seasonal employee.
Specifically, the initial measurement period and administrative period together cannot
extend beyond the last day of the first calendar month beginning on or after the first
anniversary of the employee’s start date. For example, if an employer uses a 12-month
initial measurement period for a new variable hour employee, and begins that initial
measurement period on the first day of the first calendar month following the
employee’s start date, the period between the end of the initial measurement period and
the offer of coverage to a new variable hour employee who works full time during the
initial measurement period must not exceed one month. .

4, Variable Hour Employee Defined

For purposes of this notice, a new employee is a variable hour employee if,
based on the facts and circumstances at the start date, it cannot be determined that the
employee is reasonably expected to work on average at least 30 hours per week. A
new employee who is expected to work initially at least 30 hours per week may be a
variable hour employee if, based on the facts and circumstances at the start date, the
period ‘of employment at more than 30 hours per week is reasonably expected to be of
fimited duration and it cannot be determined that the employee is reasonably expected
to work on average at least 30 hours per week over the initial measurement period. As
one example, a variable hour employee would include a retail worker hired at more than
30 hours per week for the holiday season who is reasonably expected to continue
working after the holiday season but is not reasonably expected to work at least 30
hours per week for the portion of the initial measurement period remaining after the
holiday season, so that it cannot be determined at the start date that the employee is
reasonably expected to average at least 30 hours per week during the initial
" measurement period.” ‘ ) :

11
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h, Seasonal Employee Defined

The Affordable Care Act addresses the meaning of seasonal worker in the
context of whether an employer meets the definition of an applicable large employer.
Specifically, § 4980H(c)(2)(B) generally provides that if an employer’s workforce
exceeds 50 full-time employees for 120 days or fewer during a calendar year, and the
employees in excess of 50 who were employed during that period of no more than 120
days were seasonal employees, the employer would not be an applicable large
employer. Furthermore, § 4980H{c)(2)(B)(ii) provides that, for this purpose, seasonal
worker means a worker who performs labor or services on a seasonal basis, as defined
by the Secretary of Labor, including (but not limited to) workers covered by 29 CFR
500.20(s)(1) and retail workers employed exclusively during holiday seasons, The
statute does not address how the term “seasonal employee” might be defined for
purposes other than the determination of applicable large employer status, such as the
determination of whether a new employee of an applicable large employer is reasonably
expected to work full time for purposes of determining the amount of any assessable
payment under § 4980H. Through at least 2014, employers are permitted to use a’
reasonable, good faith interpretation of the term “seasonal employee” for purposes of
this notice.

E. Examgles

The examples that follow illustrate how the safe harbors described above apply
to variable hour employees and seasonal employees. For the rules that apply to full-
time new employees, see section |11.C, above. For rules that apply to part-time new
employees, see section IV, example 5, of the notice (issued concurrently with this
notice) interpreting PHS Act § 2708. '

In all of the following examples, the coverage offer is an offer of minimum
essential coverage that is affordable within the meaning of § 36B(c)(2)(C)(i) (or is
treated as affordable coverage under the Form W-2 safe harbor described in section
Il.D of this notice) and that provides minimum value within the meaning of

§ 36B(c)(2)(C)(iD).

1. Examples of New Vériab[e Hour Employees with an Administrative
Period.

-

In Examples 1 through 8, the new employee is a new variable hour employee,
and the employer has chosen to use a 12-month standard measurement period for
ongoing employees starting October 15 and a 12-month stability period associated with -
that standard measurement period starting January 1. (Thus, during the administrative
period from October 15 through December 31 of each calendar year, the employer
continues to offer coverage to employees who qualified for coverage for that entire

“ calendar year based upon working on average at least 30 hours per week during the
prior standard measurement period.) Also, the employer offers health plan coverage -
only to full-time employees (and their dependents). '

12.
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Example 1 (12-Month Initial Measurement Period Followed by 1+ Partial Month
Administrative Period). (i) Facts. For new variable hour employees, Employer B uses a
12-month initial measurement period that begins on the start date and applies an
administrative period from the end of the initial measurement period through the end of
the first calendar month beginning on or after the end of the initial measurement period.

“Employer B hires Employee Y on May 10, 2014. Employee Y’s initial measurement
period runs from May 10, 2014, through May 9, 2015. Employee Y works an average of
30 hours per week during this initial measurement period. Employer B offers coverage
to Employee Y for a stability period that runs from July 1, 2015 through June 30, 2016.

(i} Conclusion. Employee Y works an average of 30 hours per week during his
initial measurement period and Employer B uses (1) an initial measurement period that
does not exceed 12 months; (2) an administrative period totaling not more than 90 days;
and (3) a combined initial measurement period and administrative period that does not
last beyond the final day of the first calendar month beginning on or after the one-year
anniversary of Employeé Y's start date. Accordingly, from Employee Y’s start date  ~
through June 30, 2016, Employer B is not subject to any payment under § 4980H with -
respect to Employee Y, because Employer B complies with the standards for the initial
measurement period and stability periods for a new variable hour employee. Employer
B also complies with PHS Act § 2708. Employer B must test Employee Y again based
on the period from October 15, 2014 through October 14, 2015 (Employer B’s first
standard measurement period that begins after Employee Y's start date).

Example 2 (11-Month Initia} Measurement Period Followed by 2 + Partial Month
Administrative Period). (i) Facts. Same as Example 1, except that Employer B uses an
11-month initial measurement period that begins on the start date and applies an
administrative period from the end of the initial measurement period until the end of the
second calendar month beginning after the end of the initial measurement period.
Employer B hires Employee Y on May 10, 2014. Employee Y's initial measurement
period runs from May 10, 2014, through Apiit 9, 2015. Employee Y works an average of
30 hours per week during this initial measurement period. Employer B offers coverage
to Employee Y for a stability period that runs from July 1, 2015 through June 30, 2016.

(ii) Conclusion. Same as Example 1.

Example 3 (11-Month !nitial Measurement Period Preceded by Partial Month
Administrative Period and Followed by 2-Month Administrative Period) . (i) Facts.
Same as Example 1, except that Employer B uses an 11-month initial measurement
period that begins on the first day of the first calendar month beginning after the start
date and applies an adminisirative period that runs from the end of the initial
measurement period through the end of the second calendar month beginning on or
after the end of the initial measurement period. Employer B hires Employee Y on May
10, 2014. Employee Y’s initial measurement period runs from June 1, 2014, through
April 30, 2015. Employee Y works an average of 30 hours per week during this initial

" measurement period. Employer B offers coverage to Employee Y for a stability period
that runs from July 1, 2015 through June 30, 2016.

13
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(i) Conclusion. Same as Example 1.

Example 4 (12-Month initial Measurement Period Preceded by Partial Month
Administrative Period and Followed by 2-Month Administrative Period). (i) Facts. For
new variable hour employees, Employer B uses a 12-month initial measurement period
that begins on the first day of the first month following the start date and applies an

- administrative period that runs from the end of the initial measurement period through

- the end of the second calendar month beginning on or after the end of the initial
measurement period. Employer B hires Employee Y on May 10, 2014. Employee ¥’s
mitial measurement period runs from June 1, 2014, through May 31, 2015. Employee Y
works an average of 30 hours per week during this initial measurement period.
Employer B offers coverage io Employee Y for a stability period that runs from August
1, 2015 through July 31, 2016.

{ii) Conclusion. Employer B does not salisfy the standards for the safe harbor
method in section lil.D because the combination of the initial partial month delay, the
twelve-month initial measurement period, and the two month administrative period
means that the coverage offered to Employee Y does not become effective until after
the first day of the second calendar month following the first anniversary of Employee
 Y's start date. Accordingly, Employer B is potentially subject to a payment under
§ 4980H and fails to comply with PHS Act § 2708.

- Example 5 (Continuous Full-Time Employee). (i) Facts. Same as Example 1; in
addition, Employer B tesis Employee Y again based on Employee Y’s hours from
October 15, 2014 through October 14, 2015 (Employer B's first standard measurement
period that begins after Employee Y’s start date), determines that Employee Y worked
an average of 30 hours a week during that period, and offers Employee Y coverage for
July 1, 2016 through December 31, 2016. {(Employee Y already has an offer of
coverage for the period of January 1, 2016 through June 30, 2016 because that period
is covered by the initial stability period following the initial measurement peried, during
which Employee Y was deiermined to be a full-fime employee.)

(i) Conclusion. Employer B is not subject to any payment under § 4980H and
complies with PHS Act § 2708 for 2016 with respect to Employee Y.

Example 6 (Initially Full-Time Employee, Becomes Non-Full-Time Emplovee). (i)
Facts. Same as Example 1; in addition, Employer B tests Employee Y again based on
Employee Y’s hours from October 15, 2014 through October 14, 2015 (Employer B's
first standard measurement period that begins after Employee Y’s start date), and
determines that Employee Y worked an average-of 28 hours a week during that period.
Employer B continues to offer coverage to Employee Y through June 30, 2016 (the end
of the stability period based on the initial measurement period during which Employee Y
was determined to be a full-time employee), but does not offer coverage to Employee Y
for the period of July 1, 2016 through December 31, 2016.

14
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(if) Conclusion. Employer B is not subject to any payment under § 4380H and
complies with PHS Act § 2708 for 2016 with respect to Employee Y, provided that it
offers coverage to Employee Y from July 1, 2015 through June 30, 2016 (the entire
stability period associated with the initial measurement period).

Example 7 (Initially Non-Full-Time Employee). (i) Facts. Same as Example 1,
except that Employee Y works an average of 28 hours per week during the period from
May 10, 2014 through May 9, 2015 and Employer B does not offer coverage to
Employee Y in 2015. Employer B tests Employee Y again based on Employee Y's
hours from October 15, 2014 through October 14, 2015 (Employer B's first standard -
measurement period that begins after Employee Y’s start date). '

(i) Conclusion. From Employee Y’s start date through the end of 2015,
Employer B is not subject to any payment under § 4980H, because Employer B
complies with the standards for the measurement and stability periods for a new
variable hour employee with respect to Employee Y. PHS Act § 2708 does not apply to
Employee Y during this period because, pursuant to the plan’s eligibility conditions,
Employee Y does not become eligible during this period for coverage under the plan. .
Accordingly, Employer B also complies with PHS Act § 2708 with respect to Employee
Y during this period.

Example 8 {Initially Non-Full-Time Employee, Becomes Full-Time Emplovee). (i)
Facts. Same as Example 7, in addition, Employer B tests Employee Y again based on
Employee Y's hours from October 15, 2014 through October 14, 2015 (Employer B's
first standard measurement period that begins after Employee Y's start date),
determines that Employee Y works an average of 30 hours per week during this
standard measurement period, and offers coverage to Employee Y for 20186.

(i) Conclus;on Employer B is not subject to any payment under § 4980H and
complies with PHS Act § 2708 for 2016 with respect to Employee Y.

2. Exampies of New Variable Hour Employees with an Administrative
Period and Six-Month Standard Measurement Period and Stability Period.

in Examples 9 and 10, the new employee is a new variable hour employee, and
the employer uses a six-month standard measurement pericd, starting each May 15
and November 15, with six-month stability periods associated with those standard
measurement periods starting January 1 and July 1.

Example 8. (i} Facts. For new variable hour employees, Employer C uses a six-
month initial measurement period that begins on the start date and applies an
administrative period that runs from the end of the initial measurement period through

“the end of the first full calendar month beginning after the end of the initial measurement
period. Employer C hires Employee Z on May 10, 2014. Employee Z’s initial
measurement period runs from May 10, 2014, through November 9, 2014, during which

15
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Employee Z works an average of 30 hours per week. Employer C offers coverage to
Employee Z for a stability period that runs from January 1, 2015 through June 30, 2015

(i) Conclusion. Employer C uses (1) an initial measurement period that does not
exceed 12 months; (2) an administrative period totaling not more than 90 days; and (3)
a combined initial measurement period and administrative period that does not last
longer than the final day of the first calendar month beginning on or after the one-year
anniversary of Employee Z’s start date. From Employee Z's start date through June 30,
2015, Employer C is not subject to any payment under § 4880H, because Employer C
complies with the standards for the measurement and stability periods for a new
variable hour employee with respect to Employee Z. Employer C also complies with
PHS Act § 2708. Employer C must test Employee Z again based on Employee Z’s
hours during the period from November 15, 2014 through May 14, 2015 (Employer C's
first standard measurement period that begins after Employee Z's start date).

Example 10 (Initially Full-Time Employee, Becomes Non-Full-Time Emplovee).
(i) Facts. Same as Example 9; in addition, Employer C tests Employee Z again based
oh Employee Z’s hours during the period from November 15, 2014 through May 14,
2015 (Employer C’s first standard measurement period that begins after Employee Z's
start date), during which period Employee Z works an average of 28 hours per week,
Employer C continues to offer coverage to Employee Z through June 30, 2015 (the end
of the initial stability period based on the initial measurement period during which
Employer C worked an average of 30 hours per week), but does not offer coverage to
Employee Z from July 1, 2015 through December 31, 2015.

(i} Conclusion. Employer C is not subject to any payment under § 4980H and
complies with PHS Act § 2708 with respect to Employee Z for 2015.

3. Example of Segsonal Employee

Example 11 (12-Month Initial Measurement Period; 1+ Partial Month
Administrative Period). (i) Facts. Employer D offers health plan coverage only to full-
time employees (and their dependents). Employer D uses a 12-month initial
measurement period for new variable hour employees and seasonal employees that
begins on the start date and applies an administrative period from the end of the initial
measurement period through the end of the first calendar month beginning after the end
of the initial measurement period. Employer D hires Employee S, a ski instructor, on
November 15, 2014 with an anticipated season during which Employee S will work
running through March 15, 2015. Employer D determines that Employee S is a seasonal
employee based upon a reasonable good faith interpretation of that term. Employee S’s
Jinitial measurement period runs from November 15, 2014, through November 14, 2015.
Employee S works 60 hours per week from November 15, 2014 through March 15,
2015, but is not reasonably expected to average 30 hours per week for the 12-month
initial measurement period. Accordingly, Employer D does not treat Employee S as a
full-time employee, and does not offer Employee S coverage.

16
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(i) Conclusion. Employer D uses (1) an initial measurement period that does not
exceed 12 manths; (2) an administrative period totaling not more than 90 days; and (3)

‘a combined initial measurement period and administrative period that does not extend

beyond the final day of the first calendar month that begins on or after the one-year
anniversary of an employee’s start date. Accordingly, from Employee S's start date
through November 14, 2015, Employer D is not subject to any payment under § 4980H,

because Employer D complies with the standards for the initial measurement period and .

stability periods for a new seasonal employee with respect to Employee S. PHS Act §

. 2708 does not apply to Employee S during this period because, pursuant to the plan’s
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eligibility conditions, Employee S does not become eligible during this period for

~ coverage under the plan. Accordingly, Employer D also complies with PHS Act § 2708

with respect to Employee S during this period.
IV. RELIANCE

For compliance with § 4980H at least through the end of 2014, employers may
rely on {1) the safe harbor method for ongoing employees described in section lILA and

. B, above; (2) the rule for new employees reasonably expected to work fuil-time

described in section [I1.C, above, (3) the safe harbor method for new variable hour and
seasonal employees described in section I1.D, above, and (4) the safe harbor based on
Form W-2 wages described in Notice 2011-73 and Notice 2012-17. Employers will not
be required to comply with any subsequent guidance on these issues that is more
restrictive until at least January 1, 2015.

This reliance covers a measurement period that begins in 2013 or 2014 and the
associated stability period (which may extend into 2014, 2015 or 2016). For example,
the use of a 12-month measurement period in accordance with this notice beginning on
July 1, 2013 and ending on June 30, 2014 might be used to classify employees for a
stability period that runs from July 1, 2014 through June 30, 2015. In addition, as stated
earlier, use of any of the safe harbor methods described in this notice is not required,
but rather is optional for all employers.

V. PUBLIC COMMENTS

Treasury and the IRS intend that upcoming regulations on the employer shared
responsibility provisions under § 4980H will address the issues described in this notice,
including the specific issues identified below, in addition to other aspects of § 4980H.

As part of the efforts to develop workable and flexible rules on the application of §
4980H, with extensive input from stakeholders, Treasury and the IRS have issued
several notices describing potential approaches to interpreting § 4980H and requesting
public comments. In response, numerous helpful comments have been received and
reviewed. Those comments continue to be considered and taken into account in the
process of formulating regulations and other administrative guidance that stakeholders
will be able to rely on. Among the specific issues currently under consideration with
respect to the identification of full-time emplioyees under § 4980H are the following:. .
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(1) Whether and, if so, what types of safe harbor methods should be available o
employers for use in determining the full-time status of short-term assignment
employees, temporary staffing employees, employees hired into high-turnover positions,
and other categories of employees that may present special issues?

(2) Whether to develop additional guidance (such as relevant factors or safe
harbors) to assist employers and employees in determining, as of an employee’s start
date, whether the employee is reasonably expected to work an average of at least 30
hours per week, including whether the employee is a variable hour employee. If so,
what types of factors or safe harbors should apply for this purpose?

(3) What rules should be provided to address coordination of differing
measurement and stability periods during the transttlon following a merger or
acqws;tlon'?‘

(4) How the term “seasonal worker” should be defined under § 4980H, including:
(a) the practicability of using different definitions for different purposes (such as status
. as an applicable large empldyer or, with respect {o an applicable large employer, status
of a new employee as full-time); and (b) whether other, existing legal definitions should
be considered in defining a seasonal worker under § 4980H (such as the safe harbor for
seasonal employees in the final sentence of Treas. Reg. § 1.105-11(c}(2){iii)(C)).

In view of the anticipated timing of regulations and other guidance that
stakeholders will be able to rely on, it is requested that those who wish to submit any
further comments on these or other issues relating to this notice do so by September
30, 2012. Comments should include a reference to Notice 2012-58. Send submissions
to CC:PA:LPD:PR (Notice 2012-58), Room 5203, internal Revenue Service, P.O. Box
7604, Ben Franklin Station, Washington, DC 20044, Submissions may be hand
delivered Monday through Friday between the hours of 8 a.m. and 4 p.m. to
CC:PA:LPD:PR (Notice 2012-58), Courier's Desk, Internal Revenue Service, 1111
Constitution Avenue, NW, Washington, DC 20044, or sent electronically, via the
following e-mail address: Nofice.comments@irscounsel.freas.gov. Please include
“Notice 2012-58" in the subject line of any electronic communication. All material
submitted will be available for public inspection and copying.

V.  NOINFERENCE

No inference should be drawn from any prov:snon of this notice concerning any
other provision of § 4980H or any other provision of the Affordable Care Act

Vil DRAFT!NG INFORMATION
The priricipal author of this notice is Mireille Khoury of the Office of Division
Counsel/Associate Chief Counsel (Tax Exempt and Government Entities). For further

information regardmg this notlce contact Ms. Khoury at (202) 622-6080 (not a toll-free
- call).
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