
David Ash~ Chip Schutte~ Michael Hobert- Sharon Keeler~ D1: Michael Mwphy 

1. Call to Order. 

AGENDA 
Joint Administrative Services Board 

October 28, 2013 1:00 p.m. 
Joint Governinent Center 

2. Approval of Minutes. (September 23 Minutes Attached). 

3. Pay and Classification Study. The School Board is considering perfmming a 
Pay and Classification study. A draft RFP 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 cunently no JAS Board meetings scheduled for November and 
December, however two procurements are due November 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 pending: . inclusion of Social Services Accounts 
Payable, establishment of minimum time unit foi·leave accounting, Assign 
GPIN, Income Tax resppnsibility. 

5. ACA (Affordable Care Act) Implementation. 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 cunently 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 tlue, and what tradeoffs 
(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? 

c. 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 cunent policy is maintained. 
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d. In a previous discussion we dete1mined the "look-back" period for 
detennining 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 going forward (see federal reg attached). 
Managers responsible for assigning work and approving timesheets 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 supporfthe actions already taken by the 
Supervisors and School Board. 

2 
October 28, 2013 Joint Administrative Services Board Packet Page 2 of 78



Draft for review October 28, 2013 

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

At a regular meeting of the Joint Administrative Services·Board held on Monday, September 
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 {left 1:45pm]; 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 1:03pm, Chairman Schutte called the meeting to ord.~. 

2. Approval of Minutes 

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

David Ash 
J. Michael Hobert 
Sharon Keeler 
Michael Murphy 
Charles "Chip" Schutte 

Aye 
Aye 

- .. Aye 
Absent 
Aye 

Joint Administrative Services Board- Meeting Minutes- September 23, 2013 · Page 1 of6 
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Draff for review October 28, 2013 

Tom Judge introduced Ed Shewbridge, CCPS Director of Information Technology. 

Mike Murphy joined the meeting at 1:05pm. 

3. ERP RFP Review of Key Considerations-

The RFP has been reviewed by Sandy Terry, Steve Brown, and Dennis Sandala and is ready 
to distribute to twelve vendors October 1. Considerations: · 

a . .The RFP calls for the County to provide a training coordinator. See the C/arlm resource 
requirements attached. · -

b. JAS will seek proposals from consultants to assist in- evaluation arid contracting, with a 
decision to accept such a proposal only after the November 12 due date. 

- c. In an efforl to reduce cost the RFP asks vendors to provide prices for pre-printed forms only 
when their system is incapable of printing 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 will act as the Technology Governance Board. 

o Tom Judge is the Project Manager. 

o Gordon Russell and Ed Shewbridge will be the Technical Team. 

I tern a. Training Coordinator 

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

• Help identify which training model would work best: train the trainer, or train 
everyone who touches the systems, on-site training, web-based training, etc. 

• Need to determine who needs to be trained. 

• When and where the training would take place. 

• Mike Murphy put forth that he might have a staff member that would be an 
excellent trainer but he would prefer to review this with them before making a 
commitment. -

• Chairman Schutte pul forth that he preferred having the vendor conduct the 
training. 

Joint Administrative Services Board- Meeting Minutes- September 23, 2013 Page 2 o/6 
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Draft for review October 28, 2013 

• Gordon Russell spoke in support of conducting "train the trainer'' training to 
create an onsite quick response team. 

Item b. Consultimt to Review 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. 

- Item c. Pre-printed Forms 

o Tom Judge believes that the new system will move County operations away from 
pre-printed forms. 

o A list of certain forms is included in the RFP and· vendors will be asked to supply 
pricing. 

- Item d. System Administration 

o Would like to being discussion of system administration including: 

o _ Log-in ID's 

• Back-up Process 

• Security Monitoring 

• Thru-put Statistics. 

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

- Miscellaneous Points 

o Costing data has been added to the RFP. 

o Looking at transitioning two years of data into the new system with longer-term, 
historical look ups pulled from the old system. 

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

4. Other Technology Governance Issues: Training, Fiber Backbone Update Zimbra/BoardDocs 
cross testing:Joint Technology Plan update. HR policy and classification matters. Data 
cleanup. -

Fiber Backbone 

The ComCast lease on fiber running up Route 7, owned by the County, is due to 
expire. 

Gordon Russell noted that in a meeting this morning ComCast seemed willing to 
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 robust network. 

Joint Administrative Services Board- Meeting Minutes- September 23, 2013 Page 3 of6 
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Draff for review October 28, 2013 

o Shentel is planning to expand down to 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 through 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 to clarify whether the funds were 
already budgeted; and from a procurement standpoint, his office would have to 
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. 

Zimbra/BoardDocs Cross Training 

Schools and Zimbra Cross Training: 

o Willing to train on Zimbra. 

o Researching Google mail. 

o Transition to Zimbra or Google would eliminate the cost of Microsoft Outlook. 

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

Board of Supervisors and BoardDcics Cross Traini'ng: 

o Cross training was ill timed conflicting with the additional demands of budget 
session. 

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

o Top reasons cited for use of Adobe: 

• Widely-recognized format that allows free download of its Reader application. 

• Prohibitive cost of agenda-preparation software, particularly 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 monthly. 

Mike Murphy left the meeting at 1 :30 pm 

5. VaCorp/VRS Local Disability Program Pending Decision. 

JointAdministrativeServices Board- Meeting Minutes'- September23, 2013 Page 4 of 6 
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Draff for review October 28, 2013 

The Government and Schools need to decide by November 1 whether to participate in the VRS 
Disability Plan or another Disability Plan with similar terms. The consideration should consider the 
following: · 

a. Participation 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 expensive over 
time. 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 te1 ms that meet the requirements of the VRS program. 

d. The initial The Standard rates are better: 

Propose<! Disability Insurance Rates ~/o 6fpayrdfi'.~ 
GriJ!ipN/lltlt TIJeStanlanl 11M' 

Govcmt~nt · .79 .9~ 
School Non-Professional .37 _ .g __ 
SchoolProfc10ional- .37 JL_ 

The VaCorp proposal prepared by The Standard is attached. However, though VaCorp requested 
the proposal, their charter does not penni! them to offer it. 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 it resolved that the Joint 
Administrative SetVices Board recommends that the Clarke County School Board and the Clarke 
County Board of SupeiVisors 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 contract with The Standard to provide such coverage under the terms and conditions 
obtained by the City of Harrisonburg'. 

Mike Murphy rejoined the meeting at 1:39pm. 

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 to its respective boards. 

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

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

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 
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Drafl for review October 28, 2013. 

contract with The Standard to provide such coverage under the terms and 
conditions obtained by the City of Harrisonburg", 

Next Meeting 

David Ash 
J. Michael Hobert 
Sharon Keeler 
Michael Murphy 
Charles "Chip" Schutte 

Aye 
Aye 
Aye 
Absent 
Aye 

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

Adjournment 

Chairman Schutte adjourned the meeting at1 :50 pm. 

Minutes Recorded and Transcribed by Lora B. Walburn 

Joint Adminisf.r<1!ive S~rvices Board- Meeting Minutes- September 23, 2013 Page 6 of 6 

8 
October 28, 2013 Joint Administrative Services Board Packet Page 8 of 78



Classification and Compensation Study 

Clarke County, Virginia 

January 28, 2008 
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LETTER OF TRANSMITTAL 

Janua:ty 28, 2008 

Tile Hononible JolmStaelil\ Cbaitmm 
and MeniJers of the Board ofSupelVisors 
Clarke Coll!lty 
102 N. Clmrch St. 
Berryville, VA 22611 

Re: Classification and Compensation Study 

Springsted 

Dear C:hainmn Staelin and Ivienners ofthe Board ofSqJelVisOls: 

Springsted Incorporated 
1564 East Parham Road 
RichmJnd, VA 23228 

Tet 804-726-9750 
Fa~ 804-726-9752 
twm.spnngsted.com 

Springstecl Incmpontted:is pkased to pmvide CL1rke Countywilh the convleted C11ssification and 
CompeJJSatbn Study. Tilis Study jirovides an ove1v.iew of the Colmty's current convensat:ion and 
clas.":ification system and our final report, including the methodology used to develop new c11ss 
description>, a chssrrration sy:sten\ a convemation plan and options tor itl1Jlement:ing a new 
convensat:ion program 

TIJis Study represents a thorough and convrehensive review of all aspects ofthe County's classification 
and convemation sy.sten1 Tile recommendations o:fl:ered in tllis Study will:increase tl1e n"nket 
convetitiveness oftl1e Cotmty' s compensatim program withit1 tlle regionalnmketplace and provide 
increased intemalequily am:mg Cotmty posilions. Invlementation oftl1ese reconmei1dations will he\J 
tl1e County attmct new en1Jloyees and retain cunent envloyees needed to meet the County's se1vice 
demands. 

SprnJ&'lo'ted expresses its tlJnnks to the Clarke County sMI'who convletecl Springstecl's Position Analysis 
Questionnan·es and partic:iJated in job audits. We pa1tictilm:Jy want to thank tl1e ll);!lDen; oftl1e Comtty 
Admitri;trator's sta1fwho Sl~lplied us willl data and mll>wered numerous questions tlJrOllghotli the Study. 
We also express our gratitude to lvlr. David Asl\ your County AdmitJist:rator and tl1e Cotmly's 

. lv1mmgen);n1:Teamfor provlclitJg direction m1d feedback tln·ongh all the phases ofthe Study. Springsted 
appreciates the privilege ofservilJg C!larke County ancl hope that we n:11y be of ass£tm1ce to you in the 
fill:ure. · . · 

Respectfiilly s1lbmitted, 

Jchn Anzivi no 
John Anzivit1o, Senior Vice Presiler]l; 
Client Representative to Clnke Cotmty 

rar 
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Exectrtive Summary 

1. Executive Summary 

fi:Jll Springsted 

Sjn:illfisted Inc01pomtecl convletecl a CL1ssificationand ConvensationStuclyfor 
Clarke County, Virginia, :inSeptenber 2007. The Studyn3presents a 
convrehemive review oftiJe convonents ti1.1t a:l:l:ect an organization's 
convensation program- cL1ss clesciiptions, ctuTent conven;;ution stmctme, tire 
Comity's payph:ihsophy, regionalm:uket convetitiveness of County salaries, 
the il1tenml equity oi~salaries pail to convarable Cocmty positions, :li':inge 
benefits, :n1d ongoil1g mainte11.1nce and administration ofthe convensation 
system 

1he Countyh1s decided to take a proactive approach to dealitJgWitllitS 
convensation system Concems tl1.1t dift1cnlty iluecruititJg m1d hirilJg new 
envloyees ill the ftrture and potential envloyee tmnover have led to the study, 
alJhough ti1e £sues oftmnover m1d recmitment are not se1ious at Uris line. 

A classifica lion and cOlr\Jensation system provides the :limnewmk for 
detenninilJg how envloyees will be paid. As a genera lmle, m:Jst 01g,mizntions 
conduct new classiticatlon and convensation ,tndies eve!)' :fiVe to sevenyem-s 
en91.ui:ng their ability to hit'e m1d retailHJcmlified envJoyees m1d those il1temal 
rebtions!Jips are equitable. Tile exte1mlmnket focm is invmtmlt because it 
em;mes ti1at t1Je conven;;ation plm is adequate to attract rrew envloyees m1d 
retain existing envloyees. If convensation levels :full below those :in ti1e 
reg:io11.1lmarketp11ce, the mgmriz1tion will expe1ience dift1culty hitilJg people 
and :increased employee tlm1over as envloyees seek jobs wit11 other 
mg;nriz1tiom tbat will pay ti1e mnket rates for ti1eir skills and abilities. 
01ganizntiom should expect some en~Jloyee tiunover, but when it becomes 
excessive, tlm10ver h1s a selious invact on the orgmilllltion's overall 
eftective1Jess. AdveitisilJg costs are a ;;ignrrJCmll measmnble convonent of 
tmnover, tmcl as the Cocmtymwes through ti1e selecti~n proce,ss the tit11e spent 
by clm:ent envloyees coveiiiJg the void left by the departilJg envloyee often 
diverts tl1eit· atterrtion:from tl1eil· day to clay respom;ibilities creat.itJg ove1ti:me 
denunds and often frustration on the pmt ofti1e rerminilJg envloyees as they. 
attenvt to meet deadHnes tmd maitrtainacceptable level; of service. Tirese are 
some ofti1e hildenand non-quantifiable costs associ1ted wit11 tnmover. There 
is al;o a snbsimltial cost to tumover th1t con1es with trait ring new en1Jloyees. 
Envloyees receive significant on-ti1e-job tmitlliJg which diverts ti1e atteillion of 
oti1er envloyees away fi·om ti1eit· regular dnfies to assi<,t in tmitlli1g:. 
Oigani2l1timml e:l:l:ectivene;;s is a:l:l:ected as en1Jloyees trailllJe\\' envJoyees mKI 
as ti1ose new employees endeavor to become proficient it1 theit' job. While ti1ese 
costs m·e not necessarily vi;ible ill expense rep01ts, they willsllOW up ill 
pe1fonDm1ce data it1 tlJe :fonn of reduced seiVice ontco,mes. 

··---
As tile Com1ty contilmes to grow and clm!Jge, it will also be itnpmiant to o:l:l:er 

, convetitive salmies to attract the best sta:l:l:'possible to seiVe ti1e citizens of 
Clm'ke Comty. Convetitionfor a wide 11111ge of professions it1 ti1e local 
govenunent nmket pL1ce becomes more inteme each year as a healJhy economy 
contilmes to attract wmkeru to higher payitJgjobs in the private sector, local 
govemment cmr:iculnnt> are decreased at the college level and other convetitJg 
orga1illations cont:immllyiticrease ti1eit· salm·ie,;; to remain convetitive m1cl to 
meet demmKls for service it1 tl1e:ir conmmlit:ies. 
Tire periodic review wllich comes wit11 a COll!Jrelremive cL1ssification ami 
convensation update also enables :n1 organi;mtion to account tor technology 
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Executive Summa 

m Springsted 

changes, cbm1,ges in w01k processes, too 1; and equipment, and other f1ctors that 
can afiectjob responsibilities. hl today's fast paced worll oftechnollgi;al 
chm1,ge, this i<: especially :itTportmlt as altmst eve1y gove:mmental process is 
afiected by advm1cements in technology and as tlus occmc; envloyee's skills, 
know ledge and abilities, as well as their proficiency in the me of required tools 
and eqnipm:mt, changes. ClJa11,ges in job requirements somet:itnes results :it1 a 
new pay grade assigmnent. hl order to properly tmintain tl1e classification and 
convemationsystem, an OlJ,gO:itJg process is ileecled to review job 
responsibilities and job cL1ss ass@mJeJJt to pay grades to enstu:e jobs are 
properly chs.>ified and convensatecl. 

TI1e J:ollow:itJg Study docun~nts the con1)rehe:t1.sive review and evah1ationof 
tl1e County's exist:it1,g chssification and COlrpe:ttsation system and tile 
n~thodologymed to develop a new and qJdated system \\'bichreflects these 
dk'llJ,geS. Tile Study was conducted withe;;,_iensive pmticipation and :itljJllt :fJ:om 
County e1wloyees. Depmtment Heads and Constitutional O:fficem were 
:itlteJViewed concem:it1,g tile 11ature oftheir opemtions and di~ci1.ssed pmticnlar 
is;mes tl1eywere lmv:itJ,gwilh e:tlljJloyee recmitn~1Jt mlcl retentio11. Co1mty 
envloyees swpllecl i.nfonnJtion about tl1e WO!k tl1ey pe1f01111 and paitic~Jated 
:it1job audits. New chss descriptions were created based on envloyee and 
supe1visors :il~mt. TI1e revised cL1ss descr:i,Jtiom were tlle:tl evah1ated by 
Spr:ingsted us:it1,g the Systematic Analysn and Factor Evahmtion (SAFE"') 
system TI1e SAFE system provides a consistent and objective approach to 
evahmt:i11gjobs by apply:it1,g standard clitelia to t11e tm:it1it1,g and expe:t·ience 
needed to pelfonnthe job, the level of convlexity oftl1e work pe1tom~d, 
wotk:itJ,g conditions, the :it1vact of end results and tl1e consequences ofetrm;;. 

A convemationsurveywas developed ;mel convrel1e1tsive wage m1cl benefit 
data was collected fi·oin compm·able regio1ml envloye1s. The results of the job 
evahration and the saL11y survey data were used to create a salmy cmve which 
se!Ved as t11e foundation for creatil1,g a revised classitlcatim and convensation 
progrmn TI1e convensation progrmn simctme relied l'Jon a review of pay 
philosophy concepts tiJat :i11Cluclecl: 

' 
Providi.JJg i\r:ir and equitable convmsation to en1J llyees in a highly 
convetiti:ve and chmlg:it1g hbormarket 

Ma:itlta:itling a convetitive pay stmctme tl1at takes into comide1ittion the 
COlm!y's :fiscahesonrces 

Ensmi11,g tlmt e1wloyee convensationis based onliKl:ivi:lual 
pertormance tlmt n~ets or exceeds expectations, and re±lects chmJ,g:itJg 
economic conditions 

Provid:itJ,g comistent administration of pay policies m1d procedmes an1011g 
all ColUlty departJ.neJJts · 

M(\jor:fimli.JJgS oftl1e Study can be stmmmizecl as follows:· 

2 

Saluies pail to Cluke County envloyees are, for the most pm't, convarable to 
sa111y rates paid Til tire Cotmty's labor nruket. For t11ose positions with salrties 
tlrat m·e below average muketrates, C1mke County expeliences difficultyhiri.tJg 
m1d reta:itmJg en1>llyees. TI1e C01mty also expeliences ttm1ove:t· :it1 positions 
that m·e paid at a h:gher rate by convarable organizations withwluch tl1e 
Comrty con1Jetes ior envioyees. Based on the recomn~nded sahty schedule 
developed as pmt oftlus Sttlcly, we folUlcl tlrat 28.21% oftl1e ColUlty's 
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E~x~e~cl~n~we~St~m~11~na~----~---------------------------------------------------------------3 

~ Springsted 

w01kforce mld36.36% ofthe Depa1iment ofSocitl Services' workforce was 
paid at a mte below the minimum saL11y mte of their newly assigned pay grade. 

Jntemal payrehltionship inequities exist within the Comly. Positiom thl1t 
require similar min:inmm qualificatiom and have convamble responsibilities 
should be convensated at convarable levels. We reviewe{l m1d updated all 
general Com1tyjob cL1sses aild then evah1ated each job cL1ss agninst standard 
crilelia. Each job class was assigned to a pay grade that reflected its intenml 
re11tionsl~J to other Comty positions thereby emm·:ing eqnitnble pay 
rehltionsl~Js. 

Tiie ShKiy offers a recomm;ndecl 2007-08 conpensation p1111 mKI recognizes m1 
· invleme:ntationsche<lulewhichwould be effective onJanumyl, 2008. TI1e 
inplementation schedule provides a strategy that ensues that all en11loyees are 
paid at least at the min:inmm oftlleiT ~ssigned p~y grade. 

14 
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Introduction 

2. Introduction 

~ Springsted 

CL'll'ke Co1Ully, Virginia, retained Springsted Incmporated to conduct a 
Classificatim and ConvemationShKiyinthe early snnner of2007. 
Completion ofthis Stmly reflects a tremendous eft(llt by Comrty Staft-to swply 
policies and hmmnresources data, some ofwhichwere not readily avai11ble 
through the County's intbnmtion sy;;tem Un:o11ghout this stmly we have 
introduced the sta:ffto new concept;; and tenm. A glossmy i; provided in 
Appendi.-x A to shnre our temunology with the reader. 

1he Co1mty identified several objectives for this study, whi:hinchKled: 

E\~1h1ate cmwetitiveness oftlJe saluy structure convared to extemal 
mnketvahJe 

Evaluate the intemalnmking ofnUTent positions, based on job 
responsibilities ami sala1ies · 

Develop a cbssitication:system tlmt pl1ces all positions at the appropriate 
grade for eachenvJoyee gt'OllJl scale · 

Develop a convensati011 strategy and salmy stmctmes that are :fhir 
intemally and e:Aiemally · 

Provide a :-:ystem to be u-;ed to evahmte convensation acleqmcy in:fhtme 
job evahmtions 

Tiris fina lrepoitrepresenls the mhnination ofthe Cb;;sitication mrcl 
Compematim Study. It reflects signit1canl Conrty staft'involvenent, inch1ding 
their pmtic,lation mKl attendance at enlJ.lloyee odenlatmnmeetings held in1>1ay 
2007 mrcl conlJlletionand submissionofPosition Analysi> QlJestionnai:res. In 
·addition, we conducted approximately 41 individual job all(] its witlr Col)nty 
en11loyees to verity onr mrclerst1mling ofvmiom job cl1sses, the essent11l 
fhnctiom pe1tonned, ami minitrllun q1mlificatiom. 

lvfeni.lelo oftlJe Springsted team also met with COlU1!y department heads itrlvfay 
2007 to lem11 abmrt tlre Conrty's openttiom. Tirese itrt.e1views a1so proviled an 
oppmtnnityfor department l1eacls to expl1it1sta:ffing problenn aftectitJg their 
operations that could be addressed tlu'Ouglr tl1e Stmly. 

A convrehen'iive salmy smveywas abo conducted as part oftlris Study in July 
2007. F :ifty-one (51) benclnnnk positions were inchlcled itr tire smvey. Tire 
bendumrk positions reflected a cross sectionofComrty positions mKl were 
chosen to reflect positim> with high hmrover and recruitment/retention :Esues 
and enmr:i!Jg tlrat allj ob twes were represented. Smveyrec~.lie11ts were. 
selected based on demogr·apbics and geographicpwximity. Eigl.Jt (8) publi: 
entities listed below, were itwited to pmticipate itr the s1nvey: 

1. WanenCounty 5. Fauquier Co1urty 
2. Shenandoah Comly 6. Berkeley Comly, West Virginia 
3. City ofW incl~ester 7. Page ColUlly 
4. CL1Ike Conny Schools 8. TownofFrontRoyal 
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laJ Springsted 

Infonmtk>nfiomsom: localities was difficult to obta:in. Repeated requests by 
Spring;,ted staff am! achml site visits to some llcalit:i:s resulted in a strong 
representation of infom11tion spread across all job classeS with :in:fonmtion 
being utilized Jimn eight (8) hcalit:i:s. Frederick Comity, Vilg:inia did not 
respond to our request ior infonmtion 

Smvey respondents were asked to provide infonmtion on only those C:huke 
Cmmt:ybenclnnuk positions which they consi.lered to be convarable to 
positions in theit· orgrurizations. Therefore, smvey re;,pondents did not provide 
data for evew position smveyed. 

16 
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Methodology 

3. Methodology 

·~~ Springsted 

6 

Springsted Illl:mporated used the :tollowingmethodology to develop a new 
ami revised c11ssification system m1d convemation progunn:tor Clnke 
Co1mty: 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

Spring»ted met with the Cmmty Achninistrator, Joint Administmtive 
Services Director m1d other rekvmll personnelto establish working 
relationsh:\Js, review e1ment pol:kies m1d pmct:kes relating to the 
Comrty's existing pay pmct:kes, and obtain data on the prognnm m1d 
materil:t; cnnelllly in use. 111is meeting also provided an opportunity to 
d:Bcuss the County's goals in adopting a classificatimisystemm1cl 
C0111Jemation plm1 for Co1urty enployees. 

All Constitutional O:ffice1s and department heads were also provided 
intonmtion explaining the pmvose ofthe study and Springsted's approach 
to conducting the study. Individual meetings were conchiCted w·ith e~ch 
department head and Comtitutional Officer to collect data on department 
stmctme, opemtions, m1d staft!ng along with ident:if)':i!Jg any specit:!c 
cfefJai:tnientalneecls m1cl concems rehtecl to thi; study. · 

Envloyee orientation se:;,x;ions were conducted by Spri:ngstecl exp11illi!Jgthe 
study process m1d answerilJg questions. TI1.ese moe lings 8lso provided an 
opportmrityfor envloyees to vo:ke concems ru1d have :input into the study .. 

All envloyees received Position Analysis QuestiomJaires (P AQ' s) and 
ill<>tmction sheets. TI~ey were enciRu·aged to pmtic~Jate :in the study by 
using the P AQ to describe their job .duties and respomibil:ilies mKi resvomi 
to questions on characteristics appl:kable to each position E1chenvloyee's 
supervisor then reviewed tlJ.e conv Heel questimma:i:res ±or convleteness 
ami acCllracy and provided any aclclilional infonmtion tl~eyfelt was relevant 
to tl1e posit:i::m. Co1mty employeeS were requested to convlete the entire 
fonu to ensme tl1at relevant itllonmtion was available to develop new and 
q;datecl cl1ss clescr:iJtions which would also meet the federal requirements 
lnK!er the Amer:km1s with D isabilit:ies Act. 

1l1e Springsted consultant team reviewed e.1chP AQ wonrece~1t mlcln~de 
prel:i:mi:nmy cl1ssit!cation clecisiom. Attlris initialstage oi'tl1e process, any 
appm·eJlt discrepmlCies, conflicts or omissiom were noted. Job audits we1·e 
comluctecl with envloyees to expmKl, clarif)' or confinnavailabk 
infonmtiim 

Class descriptions were developed aml prelimi:nmy c11ss assigmnents were 
1m de. bl some cases, tl1e comnltm1t recommended consol:i:clatilJg ce1tain 
positions that pe1tonned s:imi11r duties and reqnit·ed silnilar.ski:lls. 

Sitlltiltmleonsly, Spri:ngstecl solicited sala!y inli'mnationfi'omnine pnbl:k 
agencies after cmmiltation with the Cmmtyto detennine the mu:ket for. 
certain benclm~1k positions. 

Sala1y data ±or 51 benchn~1k positions was collected. Smveyrec~JieJlls 
were asked to provide the minimmn, maxi:mmn m1cl actual salmies for 
each pqsition 
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9. 

10. 

Sprlngsted 

Utilizing the salary data sq1plied byconvarable organizations and the 
results of the Systematic Analysis and Factor Evaluation (SAFE)job 
evahJation sy;tem, each class was assigned to an appropriate salny j!,l-ade 
in the Cotuliy's convensation plan 

Guile lines for invlementation and ongoing administration oftbe 
con1Jemation prognunwere developed. These guidelines pro vile for 
mnmal acljustments to the sa luy schedule emuring that the Co1mty' s pay 
scales stay cmTent with d1anging economic ;md nmket conditions. TI1e 
guidelines also provide for ffillllJalsalmy acljushnents for envloyees based 
onenvloyee per±onmnce tlmtmeets or exceeds job e~Jectatiom. 1he 
:invlenrntationoptions mlcl the estimated costs are provided as pmt of this 
Study. 
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Findinas and Recommendations 

4. Findings and 
Recommendations 

f~~ Sprlngsted 

Developing a cbss'ification system allCl convemation progmm involves the 
· analysis of stlbsta~J:tial quantities of data collected limn envloyees, s·upelV:isors, 
convarable envloyers ami :ti01n the Comly. We l1we evalmted the ComJ:ty's 
exi;ting cmwemation program based on our mmlys:is of the study data and the 
smveyresnlts. Using this infonmtion, we have developed a con~Jensation 
progra~nfor CL1rke CoutJ:ty which is desclibecl below. _Options tor 
invlementing the recommended clmnges conch1de tllli section 

A Evaluation of the Current Compensation Program 

8 

Discussions with Comlfy per:sonnel and review ofconveiNttion clat1 
_indicate that envloyees of Clarke County are somewlmttmder-con~lensated 
:inrel1tion to otlrer convarable regio11al orga~lizations. Otl1er :finding; 
cliswssed earlier in the Study indicate a wage prob .lem dennnstmted by: 

Concems about pote1itialenvloyee tumover because envloyees may 
leave the County to take higher paying jobs wit11 other envloyers if 

· convensation levels are not convetitive 

County departments experiencing difficulty hiring new pe1c;mmel 

Comty job c11sses with cmwarable respomibilities requiring convamble 
ednc11tionand experience that are assigned to different paynmges resultirg 
in s:@.ltifkmlt pay d:ifl:ei:ences 

B. Pay Philosophy 

A pay philosophy guides the design of a pay pL1n am! m~we1s key questions 
regm·dirg pay strategy. It genera Jly takes a convrehensive, long tennfocu; 
a11d explaiKtlle con1Jensationprogram's goals and how the programsqJports 
the enployer's lorg-range stnttegic goals. Without a pay philosophy, 
convensation decisiom tend to be viewed :fi'Oln a short-tenntacti:.1bta~Kipoint 
apmt:fi·omthe mgmillation's overall goals. 

Market convet:itiveness a11d intemal eqniy are a~n:mg the rmst :invmtant areas 
addressed in a pay philosophy. An mgmlization's desiredirmket pos:rion 
:llwolves defiringthe mmket an:l identif)•.ingwhere the orgmlization wa11ts to 
be positioned within tl11tmuket. lvia~ket position should balance what it takes 
to attmctnew enployees allC! to retail skilled envloyees (ilotherwords, 
elinllimt:ll-g l~lel' pay as the reason envloyees leave the orgmlizati:m) w:ithil 
tlJe Ol'gmillation' s fi1111Cia !resources.-· Intemal equity expresses all 
o1gmillatiOJi s desll'e to provide convamb .le pay to job c11sses with convmab Je 
chllies allCl responsibilities. 

In comultation with t!Je Comty's MamgellJ:Jll Teall\ tlJe Spr:ingsted temn 
developed a payphilosopby:fimrework grriclingthe convensationprogra~n 
developmeJlt a11d tl1e d:iJ·ection oftllli Study. As pa~t oftllis Study, we 
rec.ommend tlmt t!Je Comty consider these concepts li1 tl1e adoption of a fonml 
pay philosophy:_ 

ProvidliJgiair mlCl equitable mtes of pay to envloyees 
19 
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Findinas and Recommendations 

[~ Springsted 

9 

Developieg a ;;y:oiem of pay grades tint state the nlillinun and rmx:ilmun 
rntes thatthe Comly will pay individmls w:itlrin a job cl1ss and identifYtiJe 
midpoint ofti1e nmge as tile 'inuket''mte · 

Defiri:tg tl1e Cmmty's rmrket area based on tlJe natnre ofthejob chss 
requirenents and tile availability ofpotential cnn:lidates locally, state-wide 
or reg:i:mally 

E>tabli,lri:tlgmtes ofpaytimt allow the Comly to convete ;mccessfiillyior 
new envloyees witlrit1 is muket area 

E>tabfuhing a mmket position tlmt is fiscallyresponsible with tmblic 
resources 

Enslllillg that paymtes for errployees m·e based on iuliYidml pelfonmnce 
tint n-eets or exceeds expectations mtd reflects changit1g economic 
condit:i:ms 

Developing pay achnillitmtion policies m1d proc;xhu·es ti·ot ensue tl1e:it· 
com:btent application behi'een depmtmenls 

Ensmitlg tlmt the COlllJensation program is 1mder>tamk1ble to enployees, 
mmagers, the Board ofSqJervisors and the pubfr. 

C. Defining and Evaluating Job Classes 

Comly envloyees convleted :inclivilmlP osition Analys:i3 Question mires 
(P AQs). SqJelVisors reviewed tl1e P AQs atlCI provicl<XI :infonmtionfor each 
positioll EnvJoyees mKI51~Jervisors bothresponded to CjlJe.'>tions regardi11g 
worl<iJg conditions m1d the physicalre'Iuiren-e:~rts of each job in convliance 
with tlie A:mericmts wilh D:Eabitities Act (ADA). 

Based on tilli data, new c11ss de.scr,Jtions were develop;xl ±or each general 
Comly job cla;;.>it1:atio!t Cl1ss descriptions are clifl:erent:fi·omposition 
descriptions; fl1eyprovide a broad descrvtion oftl1e essential:fimctions, 
exmwles of work pe1ionned, and nri:tmntnllreqtri:t·emenls for each job class, 
but t11ey do not provide an exhaustive l:bt oftask,<; perfonred by each 
position In tllis way, class descriptions can cover a grm1p ofpositiom, 
some of which nny be in cliftereJrt departments, which share con~Jarable 
levels ofrespcirts:bility, pe:tfonll convarable wmk, and have convamble 
nri:tritmnnrecjtlli·enx:nts. For exanvle, an achninistrative assistant job ellS'S 
could include achlritristrative assiimlt positiorts assigned to different 
departments such as public wmks, ±1nance or achlllilistration Wlrile the 
:mbj ect nntter of each posilionrmy be clifterent, there are nnny s1ntilm·ities 
in the wmk perfonned, whichnny include answerit1g tire phone, greetiJ1g 
visiims, preparn1g tmd filii1g doetmJents and eJrtelillg data. 

In addition, mm10rom job titles were qJdated to nnre accmately reflect theiJ 
responsibilities. 

All job c11sses were reviewed to determine tl10se positions that are exe1r1)t 
fi:om the overthne provision; ofthe fedeJnlFait· Labor Stm1dmds Act (FLSA) 
corts:btentw:itlr tlre regulations which took efl:ect onAiJgLE.t 23, 2004. 
With tl1e conv:tetion of the class desCliptiom, we utifued tire SAFE job 
evalnation:;ysteJll, to review mKimte eachComrtyjob cl1ss. Tite fact01-s 
comilerecl ilcletemllillilgtlrerelatiYe valie of ch>Sificatiom are: 
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~ Sprlngsted 

1i'a ilii1g ~nd Abiliiy 
Le1.'dof\Vork 
IhysicalDemand'> 
Independence ofAct:ion<:: 
Supenr:idonE:s:ercio;ed 

D. Developing A Salary Schedule 

R•>perience Required 
HumanRelatimE SlillE 
\Vorlcir:g Cor~t:itiDtE/lL'lZ'l:rds 
Impact onE.n<lResu.lts 

TI1e process of developing a salary schedule draws sTibstantially:fromnmket 
data. TI1is data :B obtained by conducting a convrehemive s111vey of other 
convarable envloyeJ.s within the Comlly' s defiled nmket. Respon:lents are 
asked to provide irfonmtionabont tl~ stmcture of their pay p1'11JS an::! the 
minitnlll\ nnxinmtl\ ani actualsa1'1lyrates oftl~i conespondiJg benclmmk 
positiom. 

Smvey Results. TI1e sa1'1lysmvey i1ch1ded a seJ.ies of questions designed to 
· obtain intonmtion on a vmiety of pay pra ct:ices. All respondents provichl 
iirfonmtion on theirpayplm1s. On average. s111veyrespondents iJCI:icatecl tlmt 
tl~ spread oftl1e pay rmJges, ortl1e difterence between fue minim11u mJCI t11e 
Jl"(L'{inmmoftl~ nuJge, was 57.79 perceJ.Jl:, witl1<1low of48.5 percent and a 
high of64 percent. 11~ distance between pay nu~es varied fiom 5 to 9 
percent, wiUJanaverage of5.57 percent TI1e average clistmJCe between steps 
for the fin·ee (3)resvomlents reportiiJguse of a step sy:;temwas 2.33%. All -
otlJer re.spondents witl1 a systemiir p11ce rep01teclmiiJg m1 opemmJge :S}oteJ.l\ 
which pro-vides a minimm1mid-poi1t, arx:l nl:Lximunlevel ofpayior each 
salmygrade. 

A salary smveywas condrJCted nsiiJg data Ji'om etht public agmcies ill 
the region. The s111vey iiJChlclecl 51 benclnnuk positiom coveritJg a 11111 
llllJge ofjob cL1sses Jiom administrative S\~Jport and ma:intermnce 
positions to professional envloyees and clepmtment heads. A gene1·al 
S\lllllTmy ofsmvey results appears in Apper1dixB. 

Salmy Supplement~ in the Public 'Vorkplace. Salmy SllJlplm~nts m·e, 
on occasion, a conlJlonerll of compensation in tl1e publicwmkpL1ce, 
pmticu11rly ill tl1e area of public education con-pensatior1 Some exonvles 
ofstlpplm~nls provided itrgeneralgovemn~rll iilchlcle tl10se for 
alta it11nerll of a dditionaltra iniiJg, education lorJgevity in one's position, 
as:mr-ption of additional duties and a wide range of othe1· govemiiJg body 
approved :fbnctiom. In tlre :fi.eld ofeclrJCation, Sllpplements are provided 
to certaii1 envloyees in various job twes for similar reason's m1d are 
more :fi·eely provided oftenextendiiJg irllo coach:ilJg and dub 
sponsorsll\Js. However, not all envloyees oftl1e smne job c11ss m·e 
afl:orcled a Sl.lJlP lemorll :it1 tl1e :field of education so only one Sl.~Jplemerll 
rmy be. given for e:Kim job requirements for a particular fbnction nnkiiJg 
cln·ect convarisom ofsa111ies betweenlocalgoveJ.llll~ll and educ-ation 
cliff'rrilt. 
Salaries J:or varior1s positions smveyecl as part of Clarke County's 
chssili.cation mJ.d COlllpemationstmly were SJ.uveyed to establish­
re11tionslJ:\Js between minitnmn, midpoint mJ.d nR-xirnmn sa111ies for 
particular ranges which is a tmclitiormln~tllOd ofaclrieving 'apples to 
apples' corwarisons for base salaries ill classification ami conveno<ttion 
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studies. In conducting Ollf ;,1nvey and reviewing respon>es :fi'mn various 
entities, it was clear that few localgovennne:nts ;,1nveyed as pmt ofthe 
study provided supplements as desoibed above. It was also noted that .the 
Clarke Comrty SchoolDivic;iJn provkles some st~Jplements ±or certain job 
:fimctions, but these are provided consi;tent with simi11r pmcties in other 
school divisions. 

In reviewing smvey data iiommmy entities who inch1cle Constituti:mal 
Office1s as pmt of their pay ph:n, it should be JJDted that most counties 
conk! be considered to be provi:lers ofstlpplements due to the relatively 
low minimum level of pay offered ±br many ComtitnLional Officers 
positions :fimded via the State Con1JensationBoard and the inability of 
localgovennnents to recntitfor and retain key envloyees at levels of pay 
provided by the state. Fauquier and Walien COlmties are good exanvles 
ofth:i> pmctice working their Constitutional Officers en11loyees into their 
pay plm1S at market levels and makingtp the diftere:nces between state 
provided :fiuJd:ing m1d nmket level sahlies :tor many posi!iom. On the 
other hancl, Shenm1cloah Cmmtyprovi:les a flat am:Jlml of additional pay 
±or Conven~ationBoard :fimded positiom (t)']Jically $3,000 according to 
d:i3cl1Ssions with the Comll:y) to make l~l the difterence ruld an additional 
anmml for all)' additiormlcert:iH:ations wlrich are eamed by Sherrifl:'s 
deputies ($1,461). Ifthe position i; entirely:fimdecl by the ColUlt)', the 
envloyee onJy receives the stlpplement eamecl ±br adclitiJJJal 
certifications. In the case ofShen11lcloah Cmmty and other counties that 
responded, sqJplements are :inchlcled as pmt oftl1e salmy rm1ge 
:infonmtlon, willie certification awm·ds m·e not due to their lack of 
lUl:itormity across the job cllss. 

11 

D~o~igning the SaLuy Schedule. Tire :fn:st step in designing a compensation 
plan is io create a sala1y ctnve using the salary stnvey data ±or the County's 
benclnunk positlom and the conespondingjob evall)ation point factors for 
each bendmmk position Tilli data proch1ced the saL11y cmve sllDwn in 
Figtn·e 1. ·Any given point on the salmy cmve identifies where the nmket 
salmyrate and the job evaluat:ionpoint:fuctors irll:ersect 
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TI1e recommended pay plm was designed by establishing pay grades with a 
60 percent spread, which is the percentage clmnge from the minimum to the 
nlL'illnun salmy rate of a pay grade. Tile midpoint of each pay grade · 
generally conesponds with the nmket as defined by the salmy smvey. TI1e 
di;tance between pay grades is established at 5 percent. TI1e recommended 
2007-08 compensation plan for Clnke Collll.ty employees can be foull.CI :in 
Appendi'C C of this repmt. · 

TI1e cons1J1ant then assigned e<tchjob c11ss to the appropriate saL11y grade :il 
tbe 2007-08 sa111)' schedule. TI1e List ofC11s.-ses and As:,ignment to Saluy 
Gm de is shown in Appendix D. 

TI1e recommended payplu1 i; tlJe res1.utoftl1e analysis oftlJe clat1 received 
and obtained and reflects tl1e nmket ranges ofsa11ries as reflected by 
convetitors in tl1e area. 
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Implementing the Recommended Salary Plan 

5. Implementing the 
Recommended Salary Plan 

~ Springsted 

To estirmte inplen~ntation costs, we used ctuent 2007-08 envloyee salu"ies 
supp&d by the County for alldepmim:nts. Allestinnted invacts calcumted 
m·e on anmUlnal basis to consider the fiill invact ofinvlementation 

Consistent with Cocully directioi\ we have esiilmted iw Jen~ntation cost> 
usiJg Comtypeeiomel data as ofJnly 2007, mlli:ingthe follow:irg 
assunvtiom: 

Recom.11tnded convensationprogimmvillbe efl:ect:ive Jmmmy 1, 2008. 

·. Invlen~ntation wi11adch·ess illtemaleqnily byn~ucing sure that no 
e1rployee i; paid below U1e minilllllll111te ofthen· assigned salmy gmde. 

Because of the curi:jtre achnillistrative eiNiroml1tntin the ColUlty, lll1J3Ct> of 
our finding; m1d analy;,:isfor both U1e Joint Aclmin:iitntive Se!Vice,s an:l Social 
SelV:icesfiulctiom ofCmmty govemn~ntlmve been broken ont:fiom tl1e 
remainnJgfi.mctiom oftlie goveml1tillal llllJacts calmlatecl ±ox Cmmty 
envloyees. Each position for these agen:;ies has been evahmted sepamtely and 
iineltt:iomlti_l to the Conrty's pay stmcture as a wlule to ensure n1tenmlpay 
equity :i;:s~res m·e aclclressed and paytor bke posiiom evahmted un:ler tlre 
SAFE sy;,temguidelliles are con,:i>rtent. TI1e invacts ±or n1vlen~ntation±or 
each of U1ese flmctions are also ca lculatecl ming tlre same n~thods as for 
Gene1~l ColU1ly govemment envloyeesto em,ue comi>rtency mmng enllloyee 
groups. 

GENERAL COUNTY GOVERNMENT 
. Optionl. b1Ulis option, allenvloyee ~11111ieswereraised to U1emnllimmof 
11~ proposed pay grade for their position OfU1e Co1mty's 78 envloyees, 22 
mwloyees or 28.20 percent ofU1e Co1mty's wmldorce are beirg paid below 
tl1e minnnunsalmymte oftheir pmposeclpaygmcle. Tire mnmalco5t of 
briiJgilJg each of the mvloyee.sto tl1e i1linnnm1 salmymte oftl1ei paygmcle :is 
estiimted to be $59,906. Tllis anumtis eqnivale:trr to 2.01% ofUJe Comty's 
approxinnte $3.0 million amnal payroll for envloyees. Invlen~Irrn-gtlris 
optionmKI briJgiJg e:tl1Jloyee sam1"ies ql to tl1e nllillirmnsa11lyn1te oftlren· 
proposed pay gmcle will aclch·ess illte:tnal equ:l:y mlfl iiJCrease muket 
convambilityfor tire Comlly and is the mirimnn level of ilv len~trration 
required to enswe convet:livme.ss ofsal11ies. 

Example: An employee in a class{/icatianthat has been recanunended.far 
placement ill sa/my grade 9/ws a ctm·ent salmy of $2 7,200. The cm1·ent 
sal my is below the stmting salmyfor the recommended grade cmd 1l'OU!d be 
placed at the minimum $27,332.93for an incn¥Jse o.f$132.93. 
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Option 1 (Move to Min) 
#of 
Staff 

Cwrent 
Salary 

Proposed 
Salary 

% 
Difference Increase 

Option 2. In tlus optiol\ all enployee ~'a1'Uies are broug)1t to the minimum of 
the proposed pay grade or given a 2.5% increase, whichever is greater. To 
apply tllli strategy, we fie;t brought all enp loyees with s11111ies below their 
proposed minimimsa1'U)'l11te w to tlJe minitnnm11te oftl1e proposed pay 
gmde. Those enployeeswho fellnallm1IIywithin tlJe proposed pay gmde were 
placedwtlrinthenu-ge anclgivena 2.5% ilcr~ase, movit-gtl1emaway:(i:omt11e 
minitnnnlevelofpaymless tllli it1crease bronghtthemabove the nnxil1Jtm1, 
in which case they were moved to tlJe nnxilmnn or remained at their unTent 
salmy, whichever was greater. TI1e estin1ted annual cost of this optbn i> · 

· $119.025. ·Tim i; equalto 3.99% oft!Je Comly's $3.0 million mn1alpayroll 
for enployees. lll1llenJentatK>n oft! us option will increase muket 
conpambilit:yfor tile County and begi1 to acldr~ss the issue of wage 
con-pression 

Example: An employee in a c!ass{fication that lu1s been recommended for 
placement in sa/my grade 9 has a cun-ent sal my of $29,400, The cmnnt 
salmJ> is 11'ithin the recommended grade and 1I'Ollld be placed at $30, 135 for an 
JiJCIWtse of$735.00 11'hichis equivalent to em increase of2.50%. 

Option 2 {Min or 2.5%) 
Cun·ent % 

Option 3. In tllis option, all er11Jloyee sa1uies are brought to t11e mininun of 
t!Je proposed pay grade or giverla3.5% :increase, whichever is greater. To 
apply tllli strategy, we first brought all enp loyees wit11 sa111ies below their 
proposeclminimnnsabry rate tljl to tbe min:itnnnmte oft!J.e I leW pay gn1de. 
Next, t11ose envloyeeswho felln,11ln111lywitlrin flle pruposecl paygr11cle were 
placed witlrin the rm-ge and given a 3.5% i1crease, rmvit-gtl1em awayfromt11e 
minitiunk;velofpaymlesstllli it1cr·ease bmngbt t11ernabove tile mL-;ilmm1, 
iti which case tl1eywere nnvecl to t1Je mlXimrm or remtitled at then· cinm1t 
sab1y, whichever· was gre.ater·. TI1e e;,timted mnmal cost oftlris optbn i; · 
$143,182. Tilli is equalto 4.80% ofthe Comly's $3.0 millionmllltmlpa:yroll. 
lnvlenJeJJtatK>n oftlris option willit1crease nmket conpmnbility for tlJ.e 
Conll:y m1d will:finiher addre;:s wage convressbn 
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Example: An employee in a class{(ication tlwt has been recomme~~ded for 
placement in sa/my grade 9/ws a cw1·ent sakny of $29,400. The cmnnt 
salmy is 11'ithin the recommended grade mzd would be placed at $30, 429for an 
increase of$1,029.00 which is equivalent to an increase of3.50% .. 

Option 3 (Min or 3.5%) 
Current ·Proposed 

,, 
1o 

DEPARTMENT OF SOCIAL SERVICES 
Option 1. In tlJis optim~ allenvloyee sa111jes were raised to the m:iniLllJ!11 of 
tl;e proposed pay grade for tl1eit· position Oftl1e Departn;enfs 11 eu-ployees, 
4 envloyees or 36.36 percent ofthe Department's wmkforce are beiLJg paid 
below tl;e miniinmrsa111ymteoftlrei: proposed pay gmde. 1he mnmalcost of 
bringilJg each oftl1e envloyees to the minitnun sa111ymte oftbei pay gmcle is 
e;,titmted to be $17,405. TlJis annmtis equivalent to 3.69"/o oftbe. 
Departtnmt's approxilmte $475,000 anmmlpayTollfor envloyees. 
Invlementi:gtlris option and brirg:i!Jg en1Jloyee sa11lie.s rv to tlre minill1lU11 
sa111y mte oftheit' proposed pay grade will address :i!Jtenml equity and i1crease 
nmket convarabilityfortl1e Depmtment and is the mininmnlevel of 
nwJen;entationrequired to en>we convet:l::iveness ofsa11!ies. 

Option 1 (Move to Min) 

Totals 
'~ -·--··-~--- ·------~ 

Employees Belowlvl n . 
Employees Within Range 
Employees Above ivlax ·· 

#of 
Staff 

11 ------

4 
7 
0 

Current 
Sala1y 

. 471,0!5.58 

167,324.00 
3o3,7sf5s .-,= 

0.00 

Proposed 
Salary 

% 
Difference Increase 

I I(' 4c:n "3117 404 "·J 3 69°' ... ·j·- ;;~ ·~"'~·.. ·-' .lo[-"·····" 
=P84,72§.7_51_17,404.75i 10.40% 

-·· 

03,751.58 O.OOi 0.00% 
. ·--or-o.oo! ----

Option2. In t!Ji> option, all en1Jloyee sa.hu-les are brorlgllt to the miliDillllll.o;f 
tl;e proposed pay grade or given a 2.5% ilJCrease, wlrichever is grenter. To 
applytllli stlutegy, we fust brmlgllt all en:p hyees w:itl1sa11ries below then· 
proposed minimun salary rate w to tlJe minitnunmte oftlre proposed pay 
gmde. Those en'ployeeswho fellnatnrallywitlJin tlJe proposed pay grade were 
p11ced w:it!Jin t11e rarge ru1el given a 2.5% hcr1'.ase, nnv:i!:g tlmn awayjiomtlle 
min:i!nunlevelofpaymle;,;; tlJi~ :i!rcrease brorglit them above the rmxilnnn 
ilnv lJich Cllse they were nl:Jvecl to tl;e rnL"'illuum orreimit1tXl at their nurent 
salary, whicl1eve:r was greater. TI1e estimted mnmal cost oftlris option is 
$24,999. TIJ:is is equalto 5.31% oftlre DepartnJerlt's $475,000 mnmalpayroll 
for envioyees. ln1llel1Je!ltationoftlJ:is option willi11crease nmket · 
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convarabilityfor the Department and begin to address the is:me of wage 
convressioiL 

Option 2 {Min or 2.5%) 
#of 

Staff 
Proposed · Of ,, 

Salary Difference lnc1·ease 

16 

Option 3. In tlus option, all envloyee sa1'l11es are brought to the mininmm of 
tlle proposed pay grade or given a 3. 5% increase, wh:khever is greater. To 
apply tlli; stmtegy; we first brought all envJoyees withsaL11ies below tl1eir 
pruposed mininum salmymte up to ti1e min:itn11nmte ofti1e new pay gmcle. 
Next, t!JDse envloyee,s w!JD ±ellnaturallywitlrit1 the proposed pay grade were 
placed w:flritltile rm'ge and given a 3.5% i1crease, rmv:il'g them away:fiom the 
mitritnllnlevelofpaymkss tilis·:i11crease brorgbt ti1ern above tl1e rmximm\ 
in which case they were nnved to tbe mlxitlltlm orrerm:i11ecl at their em Tent 
>'ll11ry, wh:kheverwasgreater. The estimted mnmalcostoftilis optioni; 
$28,036. Tlli<: i<: equal to 5.95% oftl1e Depmil11e1ll:'s $475,000 rulllualpayroiL 
Invlementation oftllis optionwill:illCfease muket cmrparability:for ti1e 
Depmtr11ent m1d willfi:nther address wage convression. 

Option 3 {Min or 3.5%) 
#of 
Staff 

JOINT SERVIC'ES STAFF 

Proposed % 
Salary Difference Increase 

Optionl. In tllis optiOl\ allmployee !?lllmies were n1ised to ti1e minilllJlll of 
ti1e proposed pay gmde for ti1e:iJ: position Ofti1e Depatilnent' s ClllTent 
enployees, none are be:i11g paid below ti1e mimnlln saL11yn1te ofti1eir 
proposed pay grade; however, ti1e invlen1e1llation option:ilJchK!es the creation 
of a new Purch,1S:il'g Mm'ger's position that i'l Cll!Tently mt :finled. T11e · 
mnn111l co~t ofbrit'g:ilg each of the envloyees to the mininunsaluymte of 
ti1eir pay gmde i; estit11ated to be $8,995. Tllis rummt is equivalent to 3 .00"/o 
ofthe Departrnent's app11lx:ilmte $300,000 mmtml pa;~·ollfor envloyees. 
li11Jlenlellli1gtllis option mlcl britJgitg envloyee sa1'llies rp to tl1e minitm11n 
saL11yinte oftheit' proposed pay gmcle willadchess inter11al equity m1cl iJCrease 
nruket convarabilityforthe Depmilne:tll and is ti1e mitmmllnlevel of 

. nwlementationreqtm·ecl to emme convetitiver1ess of salmies .. 

ll Springsted 
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Option 1 (Move to Min) 
#of Current Proposed % 
Staff Salary Salary Difference Increase 

~~~!'---- 6J 299,418.961 1308,414.301. 8,995.~~~ 3.00'1\ 
. I I I I . 
Totals 

Option 2. In thi; optiDn, all envloyee sab1ies are brought to the mininun of 
tl~ proposed pay grade or given a -2.5% increase, whichever is greater. To 
apply tllli stlntegy, we first brought all e1w Joyees wit11sa111ies below tl1eir 
proposed minimun salmy1nte w to tl~ minim.unrate oftlre proposed pay 
gmde. 11lose envloyeeswho fellnatmallywitllin tl~ proposed pay grade were . 
p11ced wthintl1e rm-ge mill given a 2.5% ilCre.ase, movil-gthemaway:liomthe 
min:imunlevel ofpaymless tlli.s ilKrease brought t11emabove tl~ nnximnm, 
in which case tlreywere moved to tl~ maxinnn or re!mi11ed at t11en· crnrent 
sa1uy, whichever was gre>~ter. 1he estimted mnml costofthi.s option is 
$~5,646. Tilis is equal to 5.23% oftl1e Joilll Se1vices Depm1I1r11l staff's 
$300,000 rumual paywllfor envloyees. Invlementation ofilli.s option will 
in:rease muket convarabilityforthe Joilll Services Depm111~11l staffm1d begi11 
to adch"em tl~ is;me ofwage C0111Jremi.on 

Option 2 (Min or 2.5%) 
#of 
Staff 

Proposed 
Salary 

%: 
Difference Increase 

Option 3. In tllis option, all envloyee sa1"Uies are brought to t11e mininn.lln of 
tl~ proposed pay grade or given a 3.5% i11crease, whichever is greater. To 
apply thi' strategy, we first broq;ht all envloyees wit11sa11ries below their 
proposed mininnm sa1"Uyrate w to tl~ min:im.nnmte oft11e new pay grade. 
Next, tl10se envloyees who fellrmtmnllywilhill the pmposecl pay gmde were 
p1rced w:l:lllirtlre l"al\O,'e and given a 3.5% ilcre>~se, movil-gthemawayftomtl1e 
mnllinnnlevelofpaymless tllis :increase bro1Jgl1l tlremabove tl~ nmcimnm, 
ilnvhich case t11eywere mwed to tl~ rnL"'illutlln orreJ.nlillecl at then· ctllrent 
salmy, wl¢l1ever was greater. Till: estimted mrnual cost oftlli.s option is 
$18,306.1lli.s is eqml to 6.11% oft!~ Joilt Se1vi.ces Depm1l1r11l staff's 
$300,000 mllllml payroll. Invlen~ntation oftlli.s option will ircrease mnket 
convmub:ili.tyfor the J.oilll Services Depm1tr~11l sta:ffm1cl will:fiutl1er aclch·es-s 
wage C0111Jressi.on 
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Option 3 (Min or 3.5%) 
#of Proposed % 

In some atses, invlementation of the study reconmendations would l%~Ut 
in significant increases insalnies for those envbyees paid well below the 
identified market rate for their positio11~. In cases such as these, goveming 
bodies have chosen to phase in increase.s over a peliod oft:ime which 
twically does not adversely it11Jact the validity ofthe initial sala1y data if 
the localgovemmeni chooses to maintain the ;;ystemwith anmml11pdates 
vi1 consi~tent cost of living inc!:i::atms. 

Ongoing Administration 

After illtialilvlenl:':ntationis achieved, the Cmmtywillneec! to develop 
achninjstratile procedures tlmt provide ±or mmualsa11IY acljusllll:':Jlls based on 
m:uket and economic condiiom m1d acljustlll:':Jlls tlmt recognize iKIN:itb.ml 
pertonnmce. 

Base adjustments. In2008-09, rulC! srbsequentyems i willbenecessmyfor 
tll:': Comty to acynst the salary sched1iles m1d grades based on co;t ofliv.ing mill 
otlJer£1ctors ;,uch as recmitntent. The County cm1 establish a guideline for 

. detenniring amnalbase adjusllll:':nts. For exanvle, the Coully could base.ils 
adjus1nl:':nt on the Consmrer Plice Index (CPI). The ColUlty could also contact 
convarable jmi~clictiom to find out what percentage acljustlllellt they m·e 
making to their pay scales as a s<:collCI level ofverificatiln of the paynmge 
adjmtnl:':nt. Tilliwoukl al:o en.s~1re tlut the Comllyma:inta:ins nmketability 
rumng convamble regional orgmlizntions. 

Envloyee salny it1ereases tied to co;,t oflivirgwonkl contime havitrgtl1e 
approved perwllage :it1erease be:itrg applied to the nJiqJo:itlt of the sa1'lly nnge 
for the errployee's salmy grade. Utilizing this process envloyee's nnve 
towru'Cl tlre midpoit1t oftl1e saluyrrurge, which approxinutes tl1e mmket vah1e 
of the pos:itionnmket, at a reas01mble rate. Bymakitgtllis base a\Jil1Silll:':lll to 
allenvloyee s<tlmies, the County en.swes that envloye.es willnotfhllbehind 
tlre nruket and cmllit1ue to advru1ce to the miclpo.itll. 

Performance a djtt,tments. All envloyees' progression tln-ough a pay grade 
is typically based onitJdivi:hJalpelfonnmce. St1pervisors cmuecogrille m1 
envloyee 's contribution to depmtlll:':nt mill Coml:y goals tllfOlJghperfonmnce 
:icljmtments. W ih t11e ability to recommond pe1fonnmce acfiustli-eJlls, 
51.lpervisOJswillhave m1irp01tmitrole it1linkitrgpay :uill pertomru1ce: 
Pmfonncmce aclj'ustments should be determined based on the employe.e 's 
amwal pe1fonnance revkw. Al!l' increase e.amed by the employee should be 
applied to the emplo; -ee 's base salmy effective on the anniversmyofhi~ or 
appoh1tment date to the cw·rent position 
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\Vhen convensation is based on pe1fonnmce. envloyees look for assmance 
tbatmmage1s will honestly evahmte pe.tfonmnce and not inflate ratings in 
order to obtain a higher salmy for pmticnlar env:toyees. Generally, such 
systeln; provide for a review by the Co\lll!y Administmtor' s Office in 
em] unction with the desigmted HummResonrces Officer, if one ex:i;,ts, to . 
provide a mechanism Umt assists nmmgen; in applying pe1tonmnce 
:,tandard> consbte.tltly for all env:toyees. 

Whe.tl pay is based on pe1fonnmce, tile evahmtion sy>tem often provides for 
reviews at six or 12nnilthinteivals, so e1rployees know how S<VeiViSOIS 
view their pel'tonnmce mld have the oppmtunity to invrove pe1fonnmce 
and U1eir prospect for a pay increase. 

1hrough use of such a sy>temlrigher pe.tfonning envloyee 's move thrm1gh 
tire saluy ranges more qnicklytimn those who do not pe.t±onn at a high 
level and :in son); cases those pelfonning at a level below expectations m·e 
removed fiom the orgmrization iftlrey do not nwrove perfonnmce after 
being provided ti1e oppmnmiiy. · 

lvfm1y local govelllll);Jlts me nnv:ing toward development m1d 
nwiementationofS<tch a ')'Ste.tllllilcl it i; recomn);ndecl Umt Cluke County 
begin exploration of such a >ystem as well 

Review of Fringe Benefits 

Fri1ge be.tlefits are anitl1J01tllilt convone.trt offi); total c01wensation package 
provi:led by env:toyeis boti1it1 the public and private sector. Cl11ke Cotulty 

· recognizes tlmtftiege benef:l:s also provide tl1e orgmmltionwiU1an 
oppmnmity to be convetitive i1 file n:ruketplace m1cl tlmt a wellromded 
program i; itllJOitmlt ituet~iningtlmt convetitivei);SS. 1l1e vmiom 
mgmrizations tik!tresponcled to the :,'flla:ty S<Jtvey also provided irtonmtion 
abo\lt the:it·fri1ge benefit prognum for convarative pcuposes. Clmke County 
has developed a creative benefits prognun which is filit'ly miq<Je h the · 
provi;ion of leave be.t1efits. In ti1e Co1Ulty' s adopted Pe.tsomdPolicies l'vfllil\ml 
a Pa:i::l Tit11e Oft'(PTO) programwhitl1 willie nni1taini1g separate categmies 
of leave, assign; all leave time for vacation mid sick clays to vacation titn~. 1l1e 
Conlty's policy gnults leave mder fi1e mnnmlleave cnteg01yto env:toyees for 
a vmiety ofputposes itlchlclil1g mnn1l and sick leave mKI clemly outlines tl1e 
parmnete.t-s for nmJageme.tlt oftl1e prognun Tim type ofleave bmefit 
prognm1 which is popuhr wth 111ger COll1Jruries ill the private sector mld 
1mjor envioyeis infi1e public sector, is becomingnme pop1ilarwiUllocal 
gove.tmlleJltS tln'Olgllollt file nation, but 1mkes ditect 'apples to apples' 
convarisonswth t:mdtionals'OvenmY:Ilt prognum difficlilt. Tire· prognun :i3 a 
re11tively imovative program for co1nmnlitios itl t!Je m·ea mld tl1e 5tate m1d 
conseq\);Iltly leave cL1ta for allresponcleilts to t11e smvey:is focmed on 
trad:l:iomlalnllml and sick leave days ea:tned llilcl accnJed. Tmditiona~~ local 
gove.tllllY:Jlts m1d ofi1er e.tltiies have utili2!:d sepm11te categories for various 
±onn; ofleave such as lnljday, mmnal and sick. Ofte.tlholiday 1·mguage il 
local persomel policies is couched it1 te.tlm of definirgwhich state m1cl 
natiormlholidays are obseiveclruld defenirg action to the Govennr for . 
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desigllHtion of other holidays which the localgovemment observes based won 
gclbe:matorialdec111ation. Allllualand sick leave policies are typically built 
aromd envloyees eaming a certainnnniler of cL1y;; for am mal and sick kave 
on an ammal basi~ based won ilcreasing arnount~ both earned ant accnred as 
year;; of service to the organization ilcrease. Several observations can be nnde 
based on a review oftlJe &11tvey chta botlr il the leave mJd benefits data 
concerning CL1rke Comly's cmren.tftirge benefits package. 

Benefit findings irchlcle: 

Holiday leave varies from7 to 13 days peryearwitlr an average of12 
days of paid holiday leave. C1arke Comtyprovi:les errvloyees with 12 
days of paid holiday leave which is consistent with tire s111vey average. 
All o:fthe reporting organizations indicated tir.1t tirey do not provide 
erwloyees witlrfloat:i.ng holiday;;. CL1rke County does not provide 
access to tilis type of leave which is consb'tent witlr the '1nvey average. 

When holidays :thll onregtl111' days oft~ five r10spondents indicate that 
tirey provide envloyees witlr eitller tire Fliday before tire ho l:klay off or 
the M01Jday after tire holiday. Cl1rke Comly i; consistent witl1 smvey 
lllSpondents in tllis practice. 

\Vhen envloyees are required to work on mr official holiday observed 
by the County, tire majority of respondents indicate ti11t ti1ey provide 
tire envloyee with tlllJe and a h1lfpay. Cluke CoTUJty provides 
en11loyees w itlr an additional day off in lieu of tire holiday worked; 
which is comiterJt with practice" inmmy localgovenunents. 

Annual leave sdredules vary witlr the smvey respondents providing: 

4.88 to 15 da)" ofleavefor 0 to 1 yem· of service withmraver·age of 
11 days 

5.69 to 16.5 clays ofleave :tor 1 to 5 years ofse1v:ice with an average 
of12 da-y;; · 

6.5 to 18 days ofleavefor envloyees witlnv to 10year,; of service 
withmraver·age ofl5 clays 

8.13 to 22 days ofleavefor envl)yeeswithup to 15 year,; of 
service witlr mr average of17 days 

8.94 to 24 clays ofleave :tor envloyees witlrup to 20 years of 
service witiran aver·age of19 clays 

9.75 to 24 days ofleavefor envloyees with20 orn10r10 yem;; of 
service witlr m1 average of2P da)" 

• Paid Tin:: Oft-leave o:ft"er10d by Clmke Comly is consider·ed to be 
convarable to leave oftered by other govermnmt erwloyers chre tire 
flexnilily :in me of the leave accrued. 

Combined anmml and sick leave oft'laed by CL1rke County for gerreral. 
govemment envloyees i; above tire m.vey aver·age for the various 
mnges outlined above. Our analysis indicates Umt tire Cormtyprovkles 
mravemge of18 cL1)'S ofamrlmlle,we for up to a year of service, 18 
eta)" ofmnmalleavefor 1 to 5 yem;; ofse1vice, 18 days ofmnmalleave 
for 6 to 10 yem·s of service mrd 24 days ofmmualleaveiorallyears of. 
se1vice :in excess often yea1;; . 
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Leave days that can be canied over :limn year to year by en1J1Dyees 
were abo animport'lill: questimraised in the benefits section of the 
51llvey. Respondents indicated that the nmber of days that can be 
canied over vmies :!i'01n20 days to 48.5 ofthe mmual leave tim: that 
the envloyeelms accmnulnted with an average of31 days which cm1 be. 
cm1ied over on mr mmual basis. Envloyees with 0-10 yems of servi::c 
wilh Clmke County rmy cany over 60 leave days while envloyee.s wilh 
more thmi 10 yems ofservi::e rmy cany over 90 anmmlleave days. 

Maximmn accunmlation of mnmalleave. based upon various levels of 
years oi~setvice, rmJges :from20 days em11ed to <lllllnlilnited mmber of 
mmualleave days with the avemge of35 day-s which can be 
accmmlnted. EnvlJyees with 0-10 years ofse.rvi::e with Clm.ke Comly 
nny accmnulate 60 mnmalleave days while envloyee.s withnnre thm1 
10 yeats of service nny accmnulate 90 mnmal leave days. · 

RespondeJll:s were also asked to prov:i::te in:fomntion conceming 
whether or not tlleyt)rov:i::led convensationior annual leave once the 
nnxilnnn ann1mt ofleave eamed was exceeded. Re;,pondents 
indicated thatpoli::ies for paying for mnma1leave after nnxilnmn 
accml1lllation variechvithfi:ve respondents not providing any level of 
convensation TI1e practice is comistent with how Clm·ke Cotull:y treats 
excess mnmlli leave emmxl. 

. Sick leave days eanred per year mmng s111vey respondents ranged 
between8.25 m1d 15 days ofleave eanred peryearwithanaverage of 
12 cL1yo eamed mmng ;,1nvey re.spondents. Clmke County Clll1'ently . 
does not provide env Joyees with si::k leave. lf en1J1Dyees require time 
off due to selfilh1ess or tl1e ilhress of a £1nlily !l)C)Uber, tlrey aTe 
required to take tire titl)C) from mmualleave. 

Six oftlre responding orgmillatiom indicated tlmt tlrey cmTently pay 0111: 
all or a pmtion of m1 envloyees' sick leave at temllimtion or ret:ireme111. 
E.'{,1111Jles ofhow si::k leave is paid is as follows: 

Sick leave is paid out if the envloyee lms three or nme yem·s of 
se1vice 

Sick leave is paid 0111: up to $10,000 

Aftertenyems ofselV:i:::e, enployeeswillbe pa:i::l out $30 per 
day 

Etl1Jloyees retiritJg ortet11llimtiJJgwill be paid 50% oftheit· 
accrued sick leave up to a nnxitm11n payout of$2, 000 

AllresponcleJll:s it1dicated thllt en~Jloyees nny use tlleit· si::k leave ior 
ll)C)c!ical appointments m1d deJJJalappoitll:ments and all out o1re 
organization it1clicated that tllis tnl)C) rmy be used for carilJg for a i1nnily 
1mni:ler who is ill Clarke Cmmty allDws envloyees to use tl1e:ir anmml 
leave for the above ll)C)lltioned reason;. 

Five ofthe respo1icl:i!Jg orgmillations ctll1'eJll:ly do not lmve provisions 
for establisllll)C)JJI: mill me a sick leave bmlk. Cla1ke Co1mty ClllTentJY 
does not prov:i::le a sick leave bank for envloyee utilization, whi::h is 
consisteJll:wilh sutveyrespomes. 

:Ma"illmnn accmmJ11tion of sick leave rmJges fi'om58 days to m1 
lllllitnited mmber of days for envloyees with mr average of 59 dayo. 
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Allofthe responding organizntiom offermedicalinswance to their 
eligible envloyees. Tire average m:mthly cost for an envbyee only 
n"J;dical plan is $461.37, $726..65 for tire envloyee and one dependent 
and $1.005.61 for :tinnily coverage. C1arke Colllltyprovides en~Jloyees 
with three options ofn"J;dical insumnce to choose from paying above 
the Slllvey averages ior envloyee coverage 1mder the KA 300 and 500 
plans and bebw the smvey average ior the 1LC High Deductible Plan. 
For envloyee and single dependent covemge, the premitmr cost for 
Clarke Calmly's health :itY,wmrce plm1.s m·e above the smvey avemge ior 
tire three plam offered by tire County and ibr iamily coverage, tile 
Comrty's plmrs are above the survey average for the KA 300 plm and 
tire KA 500 plal\ but below tire smvey average for the TLC Higlr 
Deductible Plan. 

On average from those resvoncling to the smvey, the envloyer pays 
95.75% of the cost ofenvloyee coverage, 69.29% of tire costibr 
envloyee and dependent coverage, mrd 59.86% oftlre cost ofiamily 
coverage. Clarke ColUlly contrblrtiom are genemlly bebw tire s1uvey 
average for envloyee coverage for the KA 300 and the KA 500 plm1s. 
but above the smvey average at 100% toward fire cost of coverage for 
envloyees enrolled in tire TLC Higlc Deductible Plan For envloyee 
and one clependerrt coverage, tile Comrty is below for percentages at all 
levels of coverage and for :filmily coverage, tire County is below the 
smvey average for iamil:y covemge ior tire tiu-ee available plm;. 

Six of tire responding org,ulizations offer medical :insumrce to tl1eir 
retirees and pay mr average of20% towm-d tire cost of this benefit for 
tireir retirees. C.1arke Co lUll}' c1uently oft1m: n"J;dical immurce to 
retirees, b1rt does not contribute to 1l1e cost of covemge which is below 
tire stuvey avemge. 

Eight responding orgmJizatiom ofter dental ins1mmce for tireir 
envloyees paying an avemge of97 .33% toward ti!e cost of coverage ibr 
tire:it' employees. Si'>:oftervision insurmrce to their envbyees payjng 
anavemge of96.67% toward tire cost of coverage. C1arke Collllty's 
dental and vision.ilmuance i; included in tire cost ofhealtlr immmnce 
for envJoyees. 

\A/hen questioned regarding offeling altematives to grmv !Jealth 
itmJi1l!rce, five mganizntions responcled1l1at they cmrently clo not 
provide tili: benef'Jt Clarke Cmmty also does not provide tlli: benefit, 
which is consistent with the smvey aven1ge. 

All of the responditJg mganizntions provide envloyees with 11 

ret:ireJmlrt plm otirer tlran social sec111itywith allresponcl:itJg to 
providitJg tlJis benefit tluungh a st1te-spoirsored (VRS) oystem All 
. envloye1s smveyecl pair! the envlryees share of participation (5% ). In 
addition, en'pbyers also itrdicated tl1at tirey c.orrtrbnted ll]l to m1 
adclitional\6.50% towards tiJis plmrfor tire it· employees >vith an avemge 

. conllibntiomate ofl 0.004%. CL'lfke Comly al;o provicles employees· 
with a state-sponsored retit·ement plm otirer tlran socill secmity mrc! 
conllilmtes 12.94% to envloyees' plans. Tire ColUlty's contrb1rtionis 
sliglltly above the smvey avemge. 

Eight mganizntions responded that tirey ofter lite itmmmce to 
envloyees mrcl contributed, on avemge, 7!.61% towards the cost of · 
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coverage for env:byees. CLuke County pays the fhll cost oflite 
:hmmm:e for employees under tlw Virginia Retirement System 
progrmn 

Five ofthe responding organizatiom indicated that they o:fl:er short-tem1 
disability i.tmu:ance to their employees. C111ke Comly does not after 
envloyees shmt-tenn disability which is below tlre smveyreoponse . 

. Five oftlre responding mgmrizations after long-temr di«1bility 
ilHmmce to their env:byees contrbuting mr average of 50% towm·ds 
tlre cost of coverage tor env :byees. Clarke Comrty crmently does not 
ofter long-tenndisability insurance; which is below Ure smvey average. 

Eight respondil1g organizations· indicated tl1at tlrey cmrently provide 
envloyees witlr a deterred convensation plan with six mganiz1tions 
indicatii1g that tlrey do not provide a contribution on Ure env :byees' 
behalf Cbllce County cruTently offers envloyees access to a defened 

-convensation pL1n and like tl1e 1mj ority ofsmvey resvondents, does not 
conhibute on tlre envloyees' behalf 

\Vhen asked wlwther or not tl1ey provide tlreir envloyees witlr llil)' 
additional benefits, seven oftlre responding orgmrizatiom ilrdicated Urat 
tlrey CLU1e11tly ofter tl1eii· e11vloyees additioml benefits. R"'1nvles of 
tlrese benefits are as follows: 

Envloyee assistance plllgrmu 

Flexible spenclillg accormts 

1\ritiOJrre:it11bmsem:nt 

Crurcer iimrrmrce 

Bereavement leave 

Jmyleave 

Direct deposit 

Elivloyee creclitmrion 

!vi ental health and ;o;nbstmrce abu~e cocmselii1g 

Cluke Co1urty also o:tten; envloyees additional benefits snell as :flexible 
m:d:ical beJwt'its and mmual:flu shots. 

Oti1er Benefits and Policies. Localgovemments after a wide rm1ge of 
additional benefits beyond tl1ose considered to be basic innatme (healtl1 
insurance, leave, retirement plflm). 

On Caf/-:tviany localities pmvide adopted fonnalon call policies for 11011 
exempt env:byees who n-uy 11eed to be recalled to wmk to address eme1·gency 
sitnat:ilm. Ell1Jloyees in mmy localities are rewarded witlr cmrpensation 
nnlgil1gfi·om anhom· to mrhour and a halfofpayfor each eight hom shift of 
beii1g on call Some provide one hom's pay for on call status lvfonday tl1rough 
Friday and mr hour mKI almlf of pay for each eight homs of on call stahts on 
Sah1r<lays, SmKiays and holi:lays. In addition, tlrey pay at a mte of one and a 
half limos tl1e regular hourly rate for employees achmlly called out to wmk 
dmi11g tlreir nom-ul oft'homs 

Retention Plan- Some localities have adopted an envloyee retention program 
for selected i>tate certi:f:ted env:byees. Tire prognun appem·s to clearly define 
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expectations for envloyees. Some, like Henrico Cocmly, recogn:iZlO difl:!cnlties 
inrecntiting and retaining envloyees in key areas ofenvloyment on a more 
CXJXUJSive basis. 

Compensat01y Time Practices- Finally in the area of convensatorytime, 
practices vmya g1·eat deal for accmnuation and usage of cmwensatmy tin1e :tor 
localgovenunent envloyees. For departmeJliheads and those envloyees 
designated as exenvtm1der the.U.S. Deparunent ofLabor's Fair Labor 
Standards Act (FLSA) practices nmge fiommilinrited accnnuation and usage 
of c01wensatmy time by exenvt envloyees to accmmuation and mage within 
defined limits. Limits m·e often required because mmsed accmnuated leave as 
defined bynnny localgovenmJeJli policies :E: in son1e case.s caniect as a liability 
on the localities books if re:inimtsenJeJlt is allowed. F ornon-exenvt employees 
convellSatmy time i> oftenmed by localities in lieu of direct payment of 
ove1till1e ill accordance with establi.'l!1ed Department ofLflbor practices, policies 
and regc111tions which require that leave be used within a reasonable per bel of 
accmal 

Sigujng Bon us -No responding locality provided a signing bonus or i!Kentive 
·for difl:lcult to fill positions. 

Pmformance Bonus Progmllls- Son1e localities provide pe1:tonnmce bomJS 
progrmm for en-ployees who exceed de:fmed pe1fonmnce standm·ds. \Vhile not 
w:i:lelyutilized in Virginia. petfonnmce bonuses awarded to pciblic envloyees 
generally are provided under an esiablished set of gclidelines and are one ti111e 
pay11JeJlis wllich are not typically colultecl against m1 env loyee 's base salny. 
Consequently, the local govenumnt awarding the bonus does not accme 
liability for conti!mecl benefit nntches. Such bonu:;es m·e awmded to en1)Joyees 
who n1eet an estab fulled set ofperfonmnce cri.telia which are clearly cle:fmed. 

BomJSes tied to Clitical success factms such as financial and operatbnal results 
foster m1 al~mnent of envloyer mlC! envloyee :interests. Envloyers wml1more 
productivity fori110re dol11rs paid m1d env loyees wml1 rewards for above­
average pe1fomnnce. 

Bonuses pa:i:l in lieu ofme1it i!rcreases eliminate convo<mcling allCl req<Jire 
wo1ken:; to eamany convensationabove base pay each year. By paying 
bonuses, compmlies not only lower total labor costs_, but foster loyalty as well. 
Bonuc;es based on specific goa}:; align envloyerl envloyee objectives by 
rewarding both tire busn1ess m1d its workers when business goals are met 

Many small bu-:inesses already ofl:er bonns progrmm. Unfortunately, these 
bonuses are often :in ti1e fonu of cliscretionmy year-end pa)~nents, which 
envloyees can perceive as mbitrmy m1d mtair. Because they're disuibuted 
according to a fommla known only to top management, rather timn on 
Cjlmnt:ifiable standards outlined :in advance, worke1s view them as a n1eans to 
exercise £woritism 

W01kers need to. know in advm1ce exactly what the cliteria are :tor eaming 
·bonuses so they can dn·ect their efl:o1ts approprittely. 
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As noted, bonuses are not prevalentinlocalgovemment as a conve11~ation 
award program due to the convlexily oftheir achninistrat:ionanrl the non 
tmd:itionallmture of their awards. 

A smumyofthe :fiinge benefits s\llvey appems ilAppend:KE. 

25 
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Glossary 

Annual Salary Adjustment- A saL11y increase based on changes in a ptice :index, such as the Cmmun~r Price 
Index (CPI), designed to he~J saL1ties keep pace with mmket changes. Other :lilctors tmy be considered in 
amuml salmy· acljus1111e11ts, inc Juding the anti:;ipated :incteases :in the salmy schedules of con:pamble 
envloyets. Tite acljmtmmts are applied to the min:ittl\llll, miclpoin~ <llld mL'I:inl\unrate of each pay grade and 
to envloyee saL1ties so their position within their ass:\gned pay gmdes i; maintained. 

Benchmark Jobs- A group of jobs used as reterence points for mak:itJg payconvmisons with other 
mganizations. 

.. 
Class Description- A StUumu:yofthe essential duties petfonnecl w:ith:it1 a job class mtd ex.1nvles ofthe 
specific tasks and envloyee knowledge, skill mtd abilities requ:it·ecJ to perfonu the job. 

Classification -The a.."Sigmuent of positions to .!)Jlpropliate job cl1sses m1d pay grades based on the res~ilis of a 
job evalnatimt 

lntemal Equity- Fair and coJisi;tent payrelation~hips anJOlJgjobs or skill levels within a single o1ganizntion 
!hnt establishes equal or convarable pay forj obs involvi:!Jg cotwarable wmk mulut:ilizll.tion of convarablc 
skills. · 

Job Class - A group:iJJg ofjobs that h considered to by substm1tially s:iJni111' for paypmposes. 

Job Evaluation -A systen-ntic proceclme designed to make classrrration deci>ions by applyitJg ;:,tmlclm·d 
CJiteJia to a review ofalljob classes. · 

Line of Best Fit- In regression m1alys:is, the l:itte :fitted to a scatter plot ofcoonl:inates n1eastuingpay m1cl job 
evahmtion fa clots. Tite l:it1e i; used to devebp the salaty stmchu·e. 

Occupational Group - Jobs involvitJg wmk oftlle same nnture but requ:ititJg difl:erent skill m1drespon~ibility 
levels. 

Pay Grade- A level within a salny schedule :ittto wh:ichjob classes with s:iJrlihrjob evahmtion±actors are 
pbced for con1Jensation pmposes. Pay gmdes have a minitllllllHate, a midpoitrt n1te, mlcl·amax:itmunrate 
and define what anenvloyer i; will:itJgto pay±or a pmticulm·job. The midpoint ofthe pay grades · 
approxitmtes Ute n~nket saluy111te whi.chwoukl be pa:i::l for sati,£1ctmy pe1fom1>mce. · 

Pay Philosophy- Decisions about envloyee convemation tlmt address UJe rehtive lll1J01tmlce ofilttemal 
equity, extemalconvetitiveness, en1)byee contributions or pedonnmce, mtcl adminimution oftlJe pay 
system 

Perfonnance Evaluation -TI1e process ofdetennitlit1gthe extent to which a worker's assigned task outcom~s 
n1eet en1Jloyer pe1fonmnce e:xpectations and petfonnmce stmtda:rds. 

Position Analysis Questionnaire (PAQ)- A struchJrecl job mtalysis teclurique that cl1ssit!es job :itlfonuation 
based on stJchfhctm;; as :intonmtim il11mt, n1ental processes, wotk output, relationships with oUrer pe!S011S, 
job conteJ-.1:, and otlterjob c!mJuctetistics. Tite PAQ mmlyzes jobs ill tenns ofwmker-orientecl data. 

p rogressionthrough Pay Grades -Strategies tltat lllOVe env byees tlll'011gh the pay gmde bymetit progression 
based on petfonmnce, by auton-ntic progression tlll'ough designated steps, or son1e conb:itllltion Utereof 

Salary Survey- The systetmtic process of collecthJg :iJifom-ntion and n-nk:itJgjudgmeJlts about tlte 
conve11Sation paid by other conva111ble envloyers. Salmy data are usefill:iJ1 desigllitJg pay grades mid salaty 
stmchll'es. 
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Clarke County, Virginia 
Salary Survey- Summary 

Humber of Average Weighted Minimum Sala~y Midpoint Sala 
Sheet Po•ttlon Surveyed Respondent. FTES Avg.Sal Lowest High"t Weighted Lowest Hig 

1 ~,Assistant e-- 5 3.55 29~10 20202 -----~2P'IL ____ 22jfl_ _16]f!7_ __ 2_1l 
2 AdministrnliveASsistant 6 4~0 34,126 22,060 . 28,184 26,550 28,678 36 

_. -3-~Cierk to !he Board of SupervisorsBec~live !lss1Si8ri 6 -- - 100- -43.639 28,063 ·· · 39~-1-1--33,959- 33,882-51 
4 ;;g.~rmauonTedlllology!Geogrnp~rc_lrlormatlDnSy.;temsTe _ 5____ 100 45,171 30,974 -·· 35,142 35,354 -38,478 44 
5 Drrnctorof Honnatlon Technology _ _ _ _ _4 L6o-- ---ll2:EI&i -- 42·.806- 7t.8oo--il6,7:m- - 5{786--wi -r ilBriU!Ytrnasurnrl·-- -- ---- -------- e;---- -:lio-· --29.87\T- · 20;295 ____ 24.5to-- 23.245- · 26.126 ___ 29 

-~- beputyTrnasurnrlll 5 -------no·· · 36,692 2(868 30,149 28JO.f.. 31,827 38 
8 Real Eswte Coordinator/Assessor .... 3 ___ 3.67 43,912 28,330 41.907 331l_48_ _3_6.829_____52 
~ DNU. 4-HProgram Assistant ··· 

10 Deputy Commissioner oftro Revenue! ·::== =-:--s-- -_5JJ0 __ ~0.075..:.._ _1().295 24,570 __ i{355 26,126 29 
_1_1_ OilPU!YtommissbneroftfriRevaiiUollf-- 5 2.00 35,430 24,868 ··30,149 27ll82" · 3T.~-38 

12 General Registrar 3 100 49,300 34,535 36,381 __ 39)08 47,296 47 
13 LagaiASSiSianVAdmlristratMi-fiSsistant 11 ----- __ --6 . · i33 _ 38-;i49 23,97"8 -- ·34.535 30.557 · 3~172 36 

- ·ir· V!Ciiiiiiiliiriassoiric!D-r- --- ---- • ··· -- ··5- -- - ioo · · -4~)JC - :l61l12~ 42.oo:l--32j6il- =36.f81 ____ 4o 
15 I\Ss1Sililltcommorrwealth's Mome\ICounty !'iii may 5 310 71 ,053 40,758 59,104 56,099 52,159 66 
16 Zoning/Code Enfon:ementOfticer 3 100 45,323 32,915 36,067 35211 43,462 46 

-17~ N8fura1ResourcesP!anrier 3 ·-· 1.00 47,042 ,,964 36,182 ..... -···-~ 44,083 ·45 
18 ZoringMministrntor 5_ 1.00 . 55,998 38,594 57,750 44,453 48,680 .. 70 

~~~ ~ri~~~:a'~bmce Manage~ =====~~= - · ~-= -{~~ =~H~-: -~==~~~~ _ 1~~F f"-~~~f~ - 1
: 

21 suii;iiJ ilSpa.cllir_ ...... · · ··· ··---··· ··· _-- 6 2.oo --43)37- ·- 2B.il5o · · 3s.o·il4·-- 34.0oo- ·· 36-;917- 43 

_ 22 Bulding Ofticial .. 7 __ 1.14 62279 39,545 57,750 48,935 51,409 70 
23 Administraliv1l SeNiflls Mamger 4 1.50 45,183 30,149 42,003 35,153 38,013 41 
24 Rocrnation Program Coordinator 3 2.33 42,568 28,697 34,119 33,518 36,181 42 
25 RocrnationCenterMamger!FacTI!tiesSuperintendent 2 ___ 150.__~_.334_ 33,451_ 42,003 42,049 42,805 42 
26 DiroctorofParksand Recreation · 4 1.00 75,680 47,023 79,186 5~~ 59,287 70 

... -27 _. A!linai_Contro!OifjcerU____ _ .. _ . __ _ _ __ 5... . .. _2.00 .. 36,_649_ .. _22,Q6_D ___ .31,836. 28,659_ _28,678 40 
28 Maintenai1Cil Technician I 8 2.13 33,081 18,501 29,619 25,657 23,675 38 

~2fr--OirectorofMainiDnanCa .--~ 6 1.00 58,797 ~26,145 63,045--'" 46,034 ___ 33,452-·~oo 

··3o· Fiefi!liiiBril'MT"-1ifiiniei~ •· ---- -- - -~5 _ _:: 6jQ_:~1b-;35o_::_:27A60 _38.679__:_:___31795 ~,133 -47 
31 DNU- Firnfighter/EMT- Intermediate Part-Tin~ __ 2 __ __jiOO _ 37 ~35 . 18,720 32,~1__23_,32_4 _ _j(),404 __ 40 
32 8nefllencyMidical Services Oirictor 3 1.00 77,523 47 257 84,468 60,376 60,480 62 

-~-- (;D_Ill_lllUili_catiomSpocia!ist_ ---~~ .. __ -·· f"-= 7 43·· 33,779 22,539 33,428 26,432 28,841 39 
34 DirnctorofE-!111 Commurications 6 1 00 6T,OOT~ ··3f"fjj6-_.-7iJ]l2~.7i5 39,937"--H 

---35" oliicaManager!RecOiilS'feiliiiician ___________ - ---- • -:r·· - -~ oo- 32.025 --23-fi2t·- ~24 ~68--24.170- -29.4ls··-:n 
~Court Services Officer -· ·- 2 5.50 34,619 26,063 30,149 26,792 ~- 33,882 .. _ .. 38 

37 OapulySherlf 5 11.40 43,851 30,548 36,688 33~~ 39,71~ __ 4_3 
38 Deputy Sherif Sergeant ·· --~5 = ~-- 54,019 36,092 47,050 41,760 46,315 52 

. 39 ~EutyShBrilf ···---- 4 1.00 _ 73,401 . - _ __46,3!il)_ 84,469 57,197 __ _59;237 6_4 
--.m- Receptiomsi: · 6-- ----1.50 26,582 18,672 22,027 20~73 24,201 28 

41 Office Assistant(Sodal Se~iCes) 3 1.00 31 ,807 21,146 27,086 24.928 26,577 31 
·42 olffce Manager(§)clai"Services) --- ----~-=~--- --2 ·· _ . 1 oo --52.713 --30.149 48,614- 41 .002· 38,013. 38 

43 case-ilid6___________ - -r ·!'so-- - 37.633-- -25.7i1 --29.835 • 29.262- --32~435 · 32 

. 44 Eligibli1yWorker 2 3.50 43,868 29,754 32,916 33,942 37,534 37 
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Number of 
Sheet Position Surveyed Responden~ 

45 Sodal Worker 2 
. -41f Dlri!ctOf Of SOCii! SBr\iC-eS--- ---· ---- .. 

2 _4_7_ 
Accourts PaYabf!i Coordinator ···--2-~ 

48 Pa\luili·rurllernfits Coordimtor 5 
·-49 DNiJ. llvyar -·-·--

1 
- ----------- ----- . 

50 .Acrourtant 4 
51 Director of Joint .Administrotiv'a Se-rVia!$-~ ----- 5 

-------~------- --- ··-------------- ----

Clarke County, Virginia 
Salary Survey- Summary 

Average Weighted Minimum Salal}' 
FTES Avg Sal lOWe$t Highest 
6.00 .51,575! . I 36.182_ 39,995 
'i.ob 95,735 65,130 89,250 
~- ---srr>to··· 28,431 35,523 

1.00 -:ro.729 26,063 36,182 
... 

1.00 40.7 46 31.337 31,337 
. T25 53.8.10 -· 35}12 48·.614 

Weighted 
40,070 
/5.658 
iJ,722 
31.!l41 
31,337 .. 
41.792 .. TO() _ _li)~gg_ 51,904__ 83.1_48._ 64.033~= 

-----~--

Midpoint Sah 
Lowest Hi! 
45J)43 45 
1b7J)25 .. ~-~-10: 
41.902 4i 
33,882 45 

0 
.. 

44,975 52 
-65}42 __ 89 
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Clarke County, Virginia 
Salary Survey- Results 

r-------------.-----------------------~--~~--~~--~~------.----,---

1

, Current 
11 

Compensation Board I Survey 1 I 
Department Position Mid I Min I Max I Mid % dlff I Grade I Mir 

Act,m~lstrativajGiobal) . JCi~ce,\s~slant , ,,, ,, .... _ __ -~ 29,364 .. I_,. _ _ i 29,810 I 98,50%! 6 I 23,1 
Admlnlstrativa (~lobal) !Administrative Assistant 33,926 I 34,126 99A1%! 9 t_.

3
'
0
7.,: 

AdmlnlstratlvaJGI.:co::b . .::·=a.,_I'-J~~~~l-':""c;m~c.,a=.M:an"a"'ge"r____ ________ 33,926 I ,._.,+-[ _.1._1_+ 
1
: __ 

iOeputyCierk to the Board of I I ' 1 
lsuper.isorsiExecutive Assistant _36,969 I , 43,639 84.71%[ 14 j 34,1 

.. ___ .I L1formation Technology!Geographlc Information f--- · -·----- -I i • tL · 
Information Technology SYJtemsTechnlclan , 35,448 I , __ 45,171 I 78.47%1 _1_4_ 3cJ.! 
Information Technology __ !Director of Information Technology_ 55,221 1 I 82,884J 66.62%j 27 £5: 

-~ I ,,,. I I T 

Administration 

~~:::~;:~ -- ~:~~:nr::i~i~-:,--· , .... ---·-·· , ~~·b~H-~"i~~ --*R I 29.878JI _27,03%1-+-~ ~~:: 
Treasurer jDeputyTreasurer Ill i9,364 I 28.36_2__L 58,322 1 36,692 80.03%i 10 2s; 
. . I , - r-:--- ,--T -t ' 

EXien~Oilotiice-,-, ----i4:HI'r;9ram"!i8slstant ----,,-,-·---· ~-29;3's4t- ---- --- j ----- -- -j---7- T ·· 24; 
I . I I ! I 

c;omn11s~lon!fof ~e Revenue !Deput¥Comml.s~oner_of the, Rewnue '~--- ~- 2..6,15,S, __ J__J.935_6 3:3'/l_J 30,015_l-~'98%j~<l__L 21; 
CommlssloneroftheRevenueioeputyCommlssloneroftheRev;nue II 26,159 1 23,723. 45,666 I i 7 + ~4: 
con1miSSiOileroith8Revenuel!)~rU!YcoiiimisSioneroftheRevanue_l_ll ____ u32:so9 t 28,362~. 58,322 35,430 --92~s8%) -1-o -- 2s: 

C•l11!11lsslo!)er ofthe Rewn..ue. ~I Estate_C~ordlnator/Assessor ------ f-;J3,052 ... -~-1 43,91~ c--!8.04%1 _ _1_5_ I ~6,1 

:~~~:::~~::~:n=~:::t:~:~rl~~~+~: ···~:::=1~~-,J=~F.:. 
Commorrmafih'sAttorney Vlctlmlv\~ness Director I ! 44,274 i 15 I 36,1 

· Assistant Common1·,~afih's Attorney!County I' -- 1 .l.• I • 
Commonweanh'sAttorney Attorney 22,692 46.573 1 71,053 . 23 54, 

Planning _ izoning/Code.E_nf~t()fficer - 36,969 I ~.323 _81.5.fo/,\_1_4_.J _ 34,1 
Plannnlng !!;aturaiResourcesPianner _44,573 I i 47,042- 94.75%! · 16 / 38.· 
Planning . ~·· !zoning Administrator _ 47,616 i - ' 55,998 85,03\\LJ.s__J 42,. 

Planning trectorofPian~- 68,90~t------ ' 81,196t 84.87%!!··· 2b~ I ~~3·~.'1 Building -!Permit Technician 29,364 I j · 
Building ,_ IPermttTechnlclan!Office Manager 33,926 / /36:121 93.91~i)--9- ·27: 
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Department 

Clarke County, Virginia 
Salary Survey~ Results 

' Current Compensation Board 

1

1 Survey II I 
!Position Mid I Min I Max Mid % diff 1 Grade 

!Building Inspector ~oo,'~30, 78 ,,1 ~~-~ ~-- ~~ 43,237 j .94.22% 13 ~ ~-
-~~~-+iBuilding Oficiai~---.-----~-~~- __ ~-+--'-"'-'-~----._ . __ ~ r

1 
62,279 _ __8l3_4% -~2cco4_ 

I j 
'-Pc-a'ik-s a-n'd"Rc-e-cr-ea"'tic··n---+!C'u-cstc-om.erSmice Specialiit 29,364--l ~- ~~--- 6~ -
P-a-rks and Recreation ·lAdministrative.Sel\icBs Manager }3,926 I I 45,183 .. 76 .. 09% 13 

Building 
Building 

Parl{s and Recreatioq !Childcare Specialist ~---+. 32,405 i - i ~r-- 12 
"'P-=ark"'.s"'a'cn:cd "'Re::.c.c::.:re'~a0ti'o'n'---+.:IR"'e=creation Program ·c-oo-rd"i-na•to-r-----~--t~38C'-,4'"9o I -- I 42,568 90.42%T-·ff"--

--cii:;Re:-:cc.:reationCenterManageriFaciities I .. . I .. --
Parks and Recreation !superintendent I 38,490 i 1 54,334 1 70.84% 18 
P<iri(sand Recreation ·· !Director ofPa1ks and Recreation 55,221 I l--75,660 I 72.99% ~-

1 _ ... i .I 
r.A-cnic-m'ai"C'o'nl-ro'l--~~~t.!A-n'imal Control Officer I ... - 28,32::i-t----+- --~+-- +~-+-··--,c---t-i 8 
:.:A.c:.nim=ai.:C.::on-::tr._.o'-1 -~---jAnimal Control Officer II 32,405 -+i -·--1-----+==-+-==+--'-::..-I 36,649 88.42%1 10+ 

i 
!Maintenance Assistant I I 6 I. I Maintenance 

I ss,os1 79.57% 

1H= i 
I 58,797 93.92% 19 

Maintenance !Maintenance Technician II 
Maintenance jlvlaintenance Technician I 

l~aintenance !Director of Maintenance 
I I 
1 4o,sao 95.37% 13 

J 77,523 49.65% 24 
I 

---

EmergencySeJ-.ices !Firelghter;EiviT- Intermediate 
Ef:_"'m,.e"rg'"'e n,.c:Ly~s"'eM-"·,:::e:::s ___ + !; r E~m""ergency Medical Se1-.ice s Director .,., I --· --~.:.:..:.:'---~~-

lccc-o-m-m-un•ica--:ti'o-ns~~~-~communications Specialist -~~+--cc26cc,15"'9---t---c23"',~72""f 45,666 I 33,J79 77.44% --'9'---+--
Communications !Assistant DirectorofE-91 i Communications- i .1~--- ~- ···--~ __ _ 
Co-mmunications --~DirectorofE-91f Communications 35,448 I - ~. _ _ J 61,081 58 .. 03% 20 

Sheriffs DepartmenT- - !Office K<lanagenRecords.Technician - - 23,281 -1 19,866 s? ,371 J 32,025 _72..70% .. 7:::J_ 
~~;~::: ~:~;~;~: ·-~+~~~~~:~~::~.~~~iT~-~~~ _ _:__ _____ --47,395~H~:1~-- -~H~~ I 34

,6
19

- --=-=o~- ~ ~--- - ~<-~:---~r------~·~~-~~~,--------~,-~-~----~- --~---~-~~-~-~--~---- -~~-~--~,-~----- ----=-=~J:_-~"]~-~--· 
Sheriffs Department :Deputy Sheriff 32,405 , ; 43,851 73.90% 14 
··---.. ----·· .. ·--·--~------·-·--~~-------------~----~- ~· .... ·----. ~-. --·--.. - -~--~-·---,- ·--- -- -c·~- -
Sheriff£D!pa_rtment JDepu!ySheriffSergeant ---~-~-r--- __j~) .. 69,186 ! 54,01_9__ 18 
Sheriffs Department. jDeputyShariffilnvestigator __ _I _ ! ___ 1_5__ 
Sheriffs Department !DeputySh;rifPlnvesligations Sergeant f 33,147 69,186 ! 18 -
Sheriffs Department ;ChiefDeputySiieriff 52,178 I 44,068 116,346 I 73_,401 ~71..09%1 24 
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Clarke County, Virginia 
Department of Social Services -Salary Survey- Summary 

Department Position 

Current 1 Compensation Board · 
: Class i I 
j Code c Min Max Mid 

Su!Ve\ I I 
Min I Mid i Max j% diff 1 Gn 

~dal SeNiDJs !Receptionist I . ····t'.. . .. 1 2204 ~.92373 26.582 i 32,682.59: I ' 
Soda! SeNices !Office.A.sslstant(Social ServiffiS') ~-----~- ; 3'f80fl38686111~--{ 
SodiiSeNices !Office Manaiiii(social &JNices) ··--- :-. :· l .. · ····-+---11 .. --~ "'4'i-i1"'.002~~52~:7·1:l·i 64:42387 t- --1-1 
sodal SeiVices !Case /\ide ·-~:. . . I 29282 3l!i33 li 46,002:95J I l 
social SewiDJs !Bigibmty\1\Jrker I l I 33,942 43,868 . 53,79370! ._LJ 
Sodal SeiVices iBigibiitySupeiYisor . . ·--+---t:--: .. I I I I 1 2 

~~::~:~:~ -~-----~~~~o~i~~~~a~sei;(ces· -----~ ... T- j -- + ..... T~.ozo_,51,52,9iE2P8846!-:- ~~-=r- 1 
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Clarke County, Virginia 
Department of Joint Administrative Services- Salary Survey- Summary 

Current Compens7tionBoard / Sulrvey / I 
I I ' 

Department Position Mid Min ! Max ! Min Mid I % diff I Grade M 
~l !Finance/Administrative Technician I ! i I l I 11 I 3( 
Joint !Accounts Payable Coordinator ! ! 19,7221 37,570.15! ___ +1 ----c1~:.:-+l--;.-;3~ 
Joint !Payroll and Benefits Coordinator 1 ! 31,9411 40,728.92[ i 13 I 3i 

l-"j"'~:~"'t----~:~asing lv1anager- ---~c---- · ..... --- 1 -T--=---~- .. ·I - I· }~ -F--~~ 
Joint Accountant .L I __ ! _ _____j 41,7921 53,809.80! I 19 n 
Joint [Cirector of Joint Adn'inistrative Se!Vices! ---r- r l-o.;;-:"4''-',o733~fi--~~9"-',Scc9_0'1 .9~8+1-----fl-----c2~8-lf--::6"\ 
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1 

Clarke County, Virginia 
2007-2008 Pay Scale 

Min Mid Max 
18,500.00 24,050.001 29,600.00 

2 19,425,00 25,252.501 31,080.00 
3 
4 
5 
6 
7 
8 
9 

10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 

20,396.25 
~----~-

21,416.06 
22,486.87 
23,611.21 
24,791.77 
26,031.36 
27,332.93 
28,699.57 

~~---·"" -------
30,134.55 
31,641.28 
33,223.34 
34,884.51 
36,628.73 

-------------
38,460.17 
40,383.18 
42,402.34 
44,522.46 -·------------
46,748.58 
----~----· .. 
49,086.0j 
51,540.31 
54,117.32 
56,823.19 
59,664.35 
62,647.57 
65,779.94 
69,068.94 
72;522.39 
76,148.51 
79,955.93 
83,953.73 
88,151.42 
92,558.99 
~7,186.94 

26,515.131 32,634.00 
---···· I -~~~-----

27,840.88: 34,265.70 
29,232.931 35,978.99 
30,694.571 37,777.93 
32,229.30 39,666.83 
33,840.77! 41,650.17 
35,532.801 43,732.68 
37,309.441 45,919.32 ... :· ........... T ........... c 
39,174.92; 48,215.28 

-- I 
41,133.661 50,626.05 
43,190.34! 53,157.35 
45,349.86 55,815.21 

-
47,617.351 58,605.98 . ··---~~---~--------------
49,998.221 61,536.27 
52,498.131 64,613.09 
55,123.041 67,843.74 
-5?,879~191_ .. ?1 ,235-'~~ 

·• 6Ql73.l_5J.!.~J9J .. 73 
63,811.811 78,537 ·~ 
67,002.40! 82,464.49 
70,352.521 86,587.72 
73,870.151 90,917.10 
77,563.651 95,462.96 
81.441.s4!1o0,236.11 
85,513.931105,247.91 

89}89.62[110,51 0.31 
94,279.11!116,035.82 
98,993.061121,837.61 . 

103,942.711127,929.49 
109,139.851134,325.97. 
114,596.841 141,042.27 
120,326.68 148,094.38 

_126,343.02 155,499.10 
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Clarke County, Virginia 
Sorted by Department then Grade; Showing Title and Range Schematic 

I Proposed Salary 1 

Department \Position Grade Min I Mid I Max 
Administration lDeputyCie1k to tl1e Board of Supervisors/Executive Assistant 14 34,8851 45,350' 55,815 
·-- '""" ~-·· .. -~~. --;-·---· .. ···-................... - -- .......... . ··--· ----- .......... -. ··---· ·-··---- . ..!-~ ..... .. 
Administrative (Global) 1 Office Assistant 6 23,611 30,695! 37,778 
Administrative (Global) !Administrative Assistant · 10 28,700 .37,309! 45,919 
Adn1inistrative (Global) \Office lvlanager P 31 641 411341 50,626 
Animal Control iAnilnal Control bllicer I .. - i s 2s:osil ss:841! 41,650 
Animal Conb·ol !Animal Control Officer I! ~- 28,700 37,309[ 45,919 

§~~~:.. -- ~~~~:~H~~~:~~~ffice_rvianager~- c "~-~- •• ~-{r;~· ~tj~i ~~~~:1 n ~~~§i} 
BLrilding !Building Inspector 14 34,885 45,350[ 55,815 
§uildini[ __ ~--- .... ~.~!eli!'~ Offi~ial .................. - .... ____ ......... -............. 21 I 49,086 63,812; 78,538 
Commissioner ofthe Revenue JDeputyCommissioner ofU1e Revenue I 5 I 22,487 -29,23si - 35;979 
Commissioner oftho Revenue [Deputy Commissioner oftl1e Revenue II 7 ·124:792 ~29! 39,667 

g;~~~:~~~~%r:~; ~:~:~;J~:~i~Tai:~~f~~:ioiJ~:.~;~;nue 111 
· · · --1~ ···· · ;~:~~~ ·· · !~:~~hl ~U~~ 

com•nom'iealii1'5iliiomey. lt:e9all\ssistant/Adi1,TniStfaii¥eA:ssista.iltll ____ ·· · ···· -~-- 13 33.223 -43,i9oi-53.'is7 

~~;~*~~ 2~~~~~- j~;~~~iJ~~~~~~'S!itlOtiiey/Coi•"'iAiio.na.y ~-- -~---·-~ -"}- -~~:t~i .. ~~~m --~it 
(;om111unic~tio_ns. Communi_catiol)s §pecia~s_t ___ --------------· ....... ~----+. _ __2_?,333 -~,!5S3L 43,I~~ 
Communications.. ....... . . _ . ~.s_sis_tant Dire~!or.<>fE-911 Communications ____ " _____ .............. __ 1.'1.~ .. _34,§_85 __ 45,35()'!· _ ~5,81 ~ 
Conllnunications 1DirectorofE-911 Communications . 20 46,749 60,773- 74,798 
EmergencySe;vices [FireighterlEiv!T -Intermediate 14 34,885 45,350[ 55,815 
Emel'gencySe;vjces ___ !Emergencytvledical Se1vices Director 24 ~-~46,,87_;9s2.. 73,870[ . 90,917 
Extension Office j4~H Prog;amASslSiant · ·--- - - ·· --··· 7 _ s2,i2er- 39,667 

lnfurmation Technology llnfonnation Technology/Geographic lnfunnation Systems Technician 14 34,885 45,350[ 55,815 

tS~J~~!~Iech~.<>lo.QL __ ifv~~~c~~i;~~.c.h..!'ol?g_y ___ ~·-···~-- --·- ~--· 2
; 1--~~W --~~:~~infr~1 

Maintenance !Maintenance Technician I. 9 27,333 35,5331 43,733 
lvlaintenance ilvlaintenance Technician II 11 30,135 39,175/ 48,215 
Maintenance ... --- !DirectorofMaintenance\ ··· 20 ... ~.46,749 60,7i3l 74,798 
Pari<s and Recreation ·customer Seivice Specialist 7 24,792 32,2291 39,667 
Palks and Recreation . jChildcare Specialist .. 

1 

12 31,641 41,1341 50,626 
Pari<S and Recreation fAdininistrative Se;vices Manager . 14 34,885 45,3501 · 55,815 
Palks and Recreation !Recreation Program. Coordinator . 14 · 34,885 45,350L 55,815 
Palks and Recreation !Recreation Centerlvlanagerlfacilities Superintendent 18 42,402 55,123! 67,644 
~ildRecreati~--llSTrecior ofPalks and Recreation .. .. .. --~ 65;7so 85;5141105;248 

45,3501 55,815 
,..,..1131 67,844 oo, .. ! 
. I 

85,514; 105,248 
52,498! 64,613 

Planning !Zoning/Code Enforcement Officer 14 34,885 
Planning !zoning Administrator 18 42,402 
Planiifn9 ·· · iDirector .. oiPianning ··- ---· ·· 27 65,7801-~~+-~s:::. 
Plannning Natural Resources Planner 17 .. 40,383 

~;:~~~~ 67,844 
41,650 

37,3091 45,919 

Registrar --· General. Registrar ... ..... 18 .. 4,:.:2oc,4c::0::21-~0:: 
Sheriffs Deparbnent I Office ManagerRecords Technician 8 26,031 
~rfSDepartnent Court Services Officer .... 10 28,700 
Sheriffs Deparbnent Deputy Sheriff 15 · 36,629 47,6171 58,606 
Sheriffs Deparbnent !Court Services Sergeant 16 38,460 49,9981 61,536 
Sheriffs Deparbnent IDeputySheriffi'lnvestigator 16 38,460 49,998\ 61,b36 
Sheriffs Peparbnent --~JDeputySheriffSer~eant . ····" 19 447,5"'2:::C2f-.-~ Sheriffs Deparbnent IDeputySheriffi'lnvestigations Sergeant 19~ -44,522 

57,8791 71,236 
57,879] 71,236 
77,5641 95,463 
27,8411 34,266 
32)29! 39,667 
. -· I 

... 45,919_ 3t,309; 

Sheriffs Deparbnent Chietoeputy Sheriff 25 59,6.:;,64o!-~S+-~s;:;. 
Treasurer - Deputy Treasurer I · . ---- 4 21,416 
Treasurer Deputy Treasurer II 7 24,792 
r;eBs;:;.:er-~· !Deputy Treasurer Ill .... 10 28,700 
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Clarke County, Virginia 
Sorted by Grade; Showing Title and Range Schematic 

I
I Proposed Salary 

I I 

Department !Position Grade Min l Mid ! Max 

Treasurer !Deputy Treasurer! --1--i . 2;,4~~! ~7,~4~0: .• 266 
Comn~ssionorofff1e Revenue !Deputy Commissioner of the Revenue! -·~ 2 .. ,4on "9,"3ol 3o,979 

=~~~~~~~e{i~baij ---Jg'~~~f:~;ia~?lstant ~- =:- -~ - . -:. ~:= 1__;,- -j_4;:.~7··sl-_} !!! :1z~·.·-_;.~59s,[s;-9f:.-et-6;;,·,· 
E:X!ensiailoffice -~----l4-lff5To9ri;m7\SslSt8rit 1 " . 0 '" 

comliiissio-n9roriheR'.lvanilelo€iilii/'coinmissicinerorli1eRevet1i.lall ___ ···· - i-- --24,7921 32,2291 39:667 
F'arl<s a~dRecreation . .. JCustomer Sep,jce Specialist ~· 7 24,792! . ~2J29! 39,667 

§~~~~------- ---~~~!.'~~~~~-"----- · ----------- ------ -+- ;t,;-~~l-{E~~-~:i~~ 
Animal Conb·ol !Animal Control Officer I . I 8 26,031 33,8411 41,650 
Sheriffs Department !Office lvlanageriRecords Tech~cian I S 26,031! 33,841 I 41,650 
(;orn11~unic~ti_Ol)S _____ 'l'(;on:ununications Speci~lis_t___ I 9 27,333! 35,533! 43,733 
Maintenance ,Maintenance Technician I ... --------- ---------- -- 9 · 27,33:31 35.5331 43)33 
Administrabve (Global) /Administrative Assistant 10 28,700! 37,308 45,919 
Ani•l)lli_~_11irol ----~--!Animal Control Office_r_ll__ ___ _________ .. 10 28,70~1___37~329 __ 45,9_1~ 
Sheriffs Department leourt Sep,jces Officer jO 28,7001 37,309 45,919 
Coll11n'ssionerof~e Revel1li8_1J:_puty Commissio~9rof_the_ Re'.'e~tl:_iii _________ ·-~--- 1--~D_+-l~JOOJ. --~2,30~ _ 45,9J§ 
Treasurer Deputy Treasurer Ill 10 28,7001 37,309 45,919 
~LrilclinL ____________ --~~·~l1~_Technicianl0ffice_lv1anager__ ......... ____ ... ---~-~ 10 28,700j 37,309! 45.,919 
lvlaintena_nce llvlaintenance Technician II _ 1 11 _ 30,135J S9,175·-l--'!"_o)15 
Pa1ks and Recreation 1Childcare Specialist I' 12 31,6411 41,134 50,626 
Adminlstrative(G!Obal)- !OfficeTvlanager ·· · ---- --- 12---- 31,641] -41,134 5o,626 
Colnmom•Jea~h's Attorney !Legal Assistant!Admi~strative Assistant II 13 33,223! 43,190[ 53,157 
Parl<s and Recreation Adn~~slrative SeiViceslvlanager · 14 34,885J 45,3501 55,815 
Commu~cations AssistantDirector ofE-911 Communications 14 34,8851 45,350 55,815 
Building Building Inspector 14 34,885! 45,3501 o5,815 
Admi1~stration · [Deputy Clelk to the Board ofSupeiVisors/Executive Assistant I 14 34,8851 45,3501 55,815 
Emer!;JencySeMces !Firefighter!EIAT- lntem1ediate . 14 34,885! 45,350[..__55,815 
lnfurmation Techmlogy linronnation Technology/Geographic lnfunnation SystemsTech~cian 14 34,8851 45,3501 55,815 
Parl<s and Recreation [Recreation Program Coordinator -- 14 34,885! 45,3501 55,815 
Piarll1ing- !Zo~ngtcode Enforcelnent Officer - 1 14 34,8851 45,35oi --55,815 

~~:~~:~:~:~~:: ··- --lg~~~~s9!9e8ni _______ ·-·:·- --· ·····--··· --f~--~~~~~~~~~-*~ 
~~~n7ss9!~~:~:~Revenu9 ~;~eys~~:~~~~~~~lrssessoi · -- · -- - ~~ ~;61 Jn~~~ ~1:~~: 
Commonweatth's Attomey Victi1nNVitness Director _ .16 38,4601 49,9981 61,536 
Plannri_ng ---- Natural Resources Planner 17 40,383! 52,4981 64,613 
Regislrar General Registrar 18 4",402: 55,1231 67,844 
Parl<s and Recreation Recreation CenterManagerJ!'acilities Superintendent 18 42,4021 55,123L 67,844 
Planning Zo~ng Admi~slrator 18 42,4021 55,1231 67,844 
Sheriffs Department Deputy Sheriff Sergeant 19 44,522 57,8791 71,236 
Sheriffs Department Deputy Sheriffllnvestigations Sergeant -'- 19 44,522 57,8791 71,236 
(;~mn1LI_I!catio_I1S.~~ ...... [)irecf:or<)~§-911 Co_mmunh:~tions -~ _ __ __ _ ..... ~0 ___ 46,749_-_60,773J _74,7~~ 
Maintenance · -·· Directo-rofMaiptenance - 20 46,7491 60,7731 74 798 

£:_;wea~h's Attomey ~-i~~~~e8Ttii'SAtiOrney/CO\intYAttOri1ey~~~---- ;~ _ -6~~il~:~~~ ~&i~ 
EmergencySep,jces _ ... Emergencylvl"_dical Sep,jces Director -··- 24 56,8231 73,87_9.t-- 90,9J7 
Sheriffs Department !ChiefDeputySheriff 25 59,6641 77,5641 95,463 
ln.lto!ll1.~~0.'!!e~h!:'ology !Director of lnfurn~tiO.~_Technology ..... ..... 27 65,780L85,51~j'---105,248 
Palks and Recreation Director ofPa1ks and Recreation 27 65,7801 85,514; 105,248 · 
Plan~ng IDirectorofPianning 27 65,780! 85,5141 105,248 
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Clarke County, Virginia 
Social Services Department- Sorted by Grade; Showing Title and Range Schematic 

! Proposed Salary 

I I Department lp .. Grade Min Mid Max i OSitiOn 

Social SeiVices !Receptionist 

I 
4 214161 o- · 41' 34,266 

Social SeiVices · /office 1\ssisiant(Social Se1VIces) 
- '--- ! ~~.~ I 

43,733 9 27,333/ 35,533/ 
Social SeiVices jcase Aide ··· 10 28,7001 37,3091 45,919 
Social SeiVices jEigibilily Worker 15 3616291 47,6171 58,606 

~·-·~-

!Office lvlaiiager (social Se1vices) 
.. •. 

40,383T -;-·1->--S~·-o 
Social SeiVices 17 o",49o . 64,613 .. 
Social SeiVices jSocial Worker_ ·· 18 42,402! 551231 67,844 -- _, ---· --- 6o:td Social SeiVices IEigibility SupeiVisor 20 46,7 491 74,798 

.. 
· I Director of Social Se1vices 

.. 
69,0691 89,7901 Social SeiVices 28 110,510 
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Clarke County, Virginia 
Department of Joint Administrative Services- Sorted by Grade; Showing Title and Range Schematic 

I I Proposed Sala1y 

Department lp T J Grade Min I Mid I Max ! OSI 10n 
Joint jFinancei.Admin~lrative Teclmidan I 11 30,135 39,175/ 48,215 r-c------ -----

!Ac~ounts Payable Coordinator 
- ·-·-- 5oM6 Joint -+ 1::' 31,641 41,1341 

Joint 
---- --~-~ ---~--

!PaYrOll and Benefits Coordinator 
--~---"'' 

13 ~--33,:!23 43,W61 sf1s7 
Joint !Buyer i 16 38,460 49,998/ 61,536 I 

Joint !PWCi1asing I1ianager I 
-

55, 123! 18 42,401 67,844 
Joint 

-- i A ceo untant - I 
-- "7 o•gi 71,236 19 44,522 0 ,Of 1 

Joint /Director of Joint Administrative Ser;ices ! 281 69,069 89,790/ 110,510 
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20+ Years Service : 

Clarke County, Virginia 
Comparison of Major Fringe Benefits 

~-J Aver~ge ~epor_t_~--
1 12 

No 

Time&~ 

I ~ 
~C~a~rrre~·~d~m~ro~N~ect~Y~e~a~r---1--~-~2~0 ____ [ ___ ~4~R~5---+---~3~1 

l I 

-----~-~~~-C!C!~~-Y~~-m 
12 

No~-----

Fri or M,.o'"'"-'--­
Other 

Employees receive a diflerent day off 

Employees w:ith 0-lOyears of serv.ice are 
allowed to car-ry over 60 days and 

employees w:ith more than 1 0 years are 
· allowed to carry over-YccO._d'='ay=s----1 

Employees w:ith 0-lOyears of serv.ice are 
allowed to carry over 60 days and 

emp:byees w:ith more than 1 0 years are 
1 · I I 
1 __ },faxAccumulation _ __L __ ...... 2~---·---~i--U.:cnlld::=::o,· ("1,_)_ 
1 Cornp after Max Accumulation Yes (2) 1 No (5) 

_ ~----~~ _n --t---='=n=owed t~~~-rry over 90 days 
No No 

NIA -----

··-C+ -j----~-:.... 
. 

--·~·· -------------·""- ..• . ----- ------- ----------·-""" ------------~--

I sick Leaye (Days/Yea1) 

i E1nployees are to take time :fi·om arnmal 

l 4.875 L .. 18 12 leave :fur sick time off I ----
i 

.•. .. ----···· -· 
I 

"-"·--·-~------- ~--- --~--- h-.---- ---~-~----~-------- .,~~-~-~-

l I 
l Because County employees do not accrue l 

I sick leave and must ulilize annualleave fur I 
I illness, employt::_es w:ith 0-1 Oyears of 

£e0.0.-NOO 'ec -+-· ·-~~--- I service are allowed to cany over 60 amrual. 
leave days and emp:loyees with more than 1 o! 

.. Unhd (6) 145 __ years are allowed t?..~~!._1}' __ ~ver 90 ~~~-· 
"-·- " -·-· -~----·-- ---~ 

I 
Because County employees do not accrue 
sick leave and m~stutilize annualleave fur 

l. :illness, employees with 0-10 years of I 

I I 
service are allowed to cany over 60 annual 

leave days and employees with more than 10 
Max. Accunnilation 90 I Unlld. (7)· 145. years are allowed to carty over 90 days 
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Clarke County, Virginia 
Comparison of Major Fringe Benefits 

I Paid at Tenninat:ioo!Retlrement l No (2) Yes (6) J Yes ! Yes- a1mualleave 1 

I I 100% of annual leave paid at I 
I lfpaid at tmnination, how? I """f-"~-- -~-t";;}'!:':~:~;;, ~::~~:~:;;dll 
[use mr),1edica!Ap~inhnerrts I ----N~ (0) -~- +---Yyes~"((S8'L))~'--- Yes 1 . Yes i Use furDenta!App_ojnlments j· No (0) 1 . ----:y~ --~- -- " "-~~Yes~~-" ~~-~ 
j UsemrFamilylllness No(!) --~~~"Yes (I) Yes I Yes J 

1-Jlick_Leave!Jank I n NomH __ I _Yes_(5) Yes I· No . ---1 
Jp;;~~n nmlReth'etnent II --~ ~-+1 ~~-
i Other Titan Socia! Security No (0) Yes (8) Yes ----+I _______ Y'ce'"sc_ ______ --1 

~~~~i~,~~~d____ -1~~~--1- ""~-Trs·~1-·- ·~1[-.oe-;.-v;~---- --l --~----· --·------lz~fJ% ------ · 
I EmployeePaid 0"90"/o I 0"00% r DealhBene:fit Yes ""-\ Yes 

jNiedicnl Iitsm·ance Yes I Yes _j 

"I KA 300 plan~ $485; KA 500 plan~ $468 j 
& TLC H~ Deducbble plan~ $393 Employee Only $408"00 $563.00 

r--E=t=npLl,oy-'-e=r_,P_,a=id'------+---'ffi=.0:..:0_:_%:__---1:----· 100.00%. 

$461.37 

95.75% 

KA300=87%, KA500=92% & ~ II 

High Deducbble ~ 100"/o 
i KA 300 = 13%, KA 500 = 8% & TLC H;gh II 

FE:=mp::"'::loy:='::=ee'::P'::<c:::id======::f::===O=":':O:':O"Ii'::'====!====l3="0=0% 4"25% I Deduc!IDle = Q% 

~-~- ===r=- "·l KA300plan~$855;KA500plan=$82~ 
Employeo'Deprode"'n"-t -----1------'$"'50_,0"'0"'0: __ ---l'-"-----'$"'8"88"'0..._0.__ I I----" !$7cc2"'6"'6"'5'---f----"'&'--TLC'="-_H~~ Deductible plan- $823 1 r 1~ l 11,KA300~52%.KA500=54%&~HJ ~loyerPaid 50.00% 83.000/o 69.251'/o Deductible -61% I . I . 1 

·"· ·---r 17,0_0%=:-- j ---.~5~00% --=--n~ "_30c~~ l-KA-_:00=48~~~~=~w.~TLC]{igl~.~ 
Employee!F_ar~rily'--~~~-----j~~~-"=SS:::_O.O,.OO~~~I~- $1.296.00 ____ -~+--~ '"~" I";',! ~00,,',':;,;,::;;;~;;~':',;,,1 
~1~lp_loye_e_ ~~~d__ _ ___ _ 

Employer Paid 

Ill 
Employee Paid 

I Retirees 

~ Etllf>loyer Paid . • 
I Alternative Health Insurance 
L Dentalinsurance 

I ~mplayer Paid 
j V :ision Insurance 
[__Employer Paid 

I 

I 

I 
I 

44.00% 

25.00% 

No (I) 
0.0% 

Yes(!) 
No(O) 

89.CP/o 
No(3) 
95.CP!C 

I

I KA 300 =52%, KA 500 =54% & TLC High 
Deductible= 61% 

~ 
! 

I 
i 
I 

I y, I 
0.00% ~ 

·- No · J 

I Yes ~ 
I Included m the cost ofmedical:insurance. I 

=-__]~" --- No -J 
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Clarke County, Virginia 
Com part son of Major Fringe Benefits 

Yes I 

~ 457phn 

1Defetl.'edComl~~!!_~~~~ ~--j~-- No(O) L__._._ Yes(S) 

'--C:~O'v'"a e~ila:::0~'fcle:C~C'.~~1ac-llo-Ec-n"lp"'loy .. 2 ,e-'"e.'Cs ~~+~ ~- N_<>_('-'!L) ---~- :: Yes (6) 

i -Employer "()ll!riiJl!tion . ....._ ___ ~_ Yes (Z) "'Nco-o-c("'5)--

.. ,..,,,,~-~"~ I 
~~~empJoyees 

----r No_____ J 
I - , 

' i ' -~~ 
[onter Benefits Program __ · _l I 
~lherBenefils. l No(O) I Yes(!) --=yc-es---+! Yes 4 

l
l Flexible medic~l?ene:fit with;· $11.66 pe~~~ 
month employer contribution and ammal flu I Otll8rBenefilsExphmed I r-·----------·-+---

1 shots 

1 Post Ret1ren~=~-~]th Care Svg; Yes (0) 

I .... ---~ 

_....:cN..::.o..'.(4:,c)__ _,_ _ __:Ncco:._ _ _j No 1 
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C brke County Sheriff's Department- Cb1keCounty Sheriffs Department-
Friru;e B enefi!; CBrke County Govfffiffient CBrke County Schools Sheriffs Staff Communi:a.tions Staff 

Holid:J)> (Day &!Year 12 13 12 12 
FloatingHoli:iavs No No No No 
NwnberofFbat~Holihvs 

Other- Administrative Staff take holid:iy 
aff Patrol and comrrn.mications s!aff 

work if sch-eduled then leave E built into Armualleave and holiday leave is added 
Holi:1av onRe_.oubrDavs Off Fri or Mon annualdavs ofE togetherand gi-1en per month. 

Comp onHolihysWorked Other Other- Bull in hv~poli-y. Other- A llreceive the same holihv hours. 
Employees rece:Ued a di:flerent 

Comp Exphiled day off ' 

Am mal Le-<lVt' (Davs!Y ear) 
0 to 1 Years SeiV i:e 18 'ii (includirtg3 per=e1 dws) 16 :fur shift and 9 :fur ad.minisl:!atiJe 
1 to 5 Years SeiV ie 18 >~<t5 (inclu~3 personel da.vs) 28 16 :fur shift and 9 :fur admini.<trative 
6 to 10 Years Servie 19.2 *18 (incllcting3 personel day.;) 27.4625 l8.25:fur shift and 12.5:furadministratWe 
II to 15 Years Service 24 *22 inc~ding-3 ~rsonel~y.;) 33.3125 l8.25:fur shift and 12.5:furadminis!:rative 
16 to 20 Years Service 24 *22 inc:luding3 pmonel d1.y.;) 33.3125 20.5 :fur shift and 16 for administzat!Je 
20+ Years Service 24 *22 inc:luding3 personal &ys) 33.3125 20.5:fur shift and 16f0radministratile 

Empbyees wEh 0-10 Je3rs of 
service are albwed to cany 
over 60 days and employees 
will more than l 0 years are 

Carried htu Ne:ct Year allov.-c:d to cany over 90 days. 22 Unlimited Unlinited 

Emphyees with 0-10 years of 
service are albvled to r:any 
ova 60 days and employees 
with more than I 0 years are 

Max Accurrnlatbn allo;ved to carry over 90 days. 30 Unlimited Unlinited 
Comp aEerMax Accurrulatbn No 30 NIA NJA 
Comp after max explailation NJA No NJA NJA 

Annual Eave and sick leave 
Sick LEave (Day &!Year) come :from same bank oftime. 12 6.75 6.75 

Empbyees wi!:h 0-10 years of 
service are alh\ved to carry 
ovtr 60 days and employees 

· with more than l 0 years are 
Carried hto Next Year allomd to cany over 90 days. 200 Unli:ni!ed Unlinited 

E.mphyeeswi':h 0-10 years of 
service are alhvled to carry 
over 60 days and employees 
with more than I 0 year~ are 

Max. Acrumuhtion allowed to cany over 90 days. 200 Unlimited Unlinited 
Pall at Te!U)_irlationJRdirement N'A y,. No No 

Aller 10 years, they will be paid 
Ifpallattmnirlation. how? out $30 per d>.y 
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Fringe B ~efit 
Use :fur Medical Appo.intments 
Use :fur Dental Appointments 
Use :fur Family Ilhless 
SickLro.veBank 

SickLeaveBank Expl!.ined 

Pt~tslou nudRMii-etn_ent 
Other Than Social Secu.rly 
State Sponsored 
Employer Paid 
Empluyee Pail 
Death B enefi 

I\·Iedical hmu<lnce 

Emplayee Oni} 

Employer Paid 

Employee Pa .i:1 

. 

Employee/Dependent 

Empbyer Paid 

Employee Pail 

Employu/F=il' 

Employer Paid 

Employee Paii 

Retirees 
Employer Paid 

Altematire Hea lh Insurance 
Dental Insurance 

Employer Paid 
Vision Insurance 
Employer Paid. 

Clarke County, Virginia 
Comparison of Major Fringe Benefits 

GErke County SherlfsDeparbnent-
Chrke County G ovemment Gillke Coun_ty_Schools Sheriffs Staff 

Yes y., Yes 
Yes y., Yes 
Yes y., No 
No y., No 

2 d1ys dona!ed; nwcirrnml 
benefit of45 days NIA 

Yes y., Yes 
Yes y., Yes 

12.94% 16JO% 12.44 
0.011'/o 0.00% 0.00% 

Yes Yo; 
. 

Yes y., Yes 
KA 300 phn $485; KA 500 KA 300plan $485; KA 500 phn 

plan ~$468 & TLC High $468 .t: TLC High Deductible plan= 
Deductible plan= $393 $4&5.00 $393 

KAJOO 8J<'A,KA 500 92% 
& TLC High Decluctibb= KA 3QO = 87%, KA 500 = 92'/o & TLC 

lOIJ"Io &9il0% . H~ Deductible= iOO% 
K.A300= 13%,KAJOO -8%& KA300 13%, KA50Cl 8%&-TLCHj,§I 
TLCH~0eDudibh=O% 11.00% DeDuctJ.Oh = 0% 

KA 300 phn $855;KA 500 KA 300 plan $855; KA 500 phn 
plan=$823 & TLC High $&23 & TLC _High Deductible plan= 
Deductibleubn= $823 $S55!l0 $823 

KA 300 =52%, KA 500 =54% KA 300= 52''/o, KA 500 =54% & TLC 
& TLC H.\gh Derlucthle= 61% 52.00% High Deducthle= 61% 
K.A300=43o/o,KA500 46%& KA300 48%, KA 500 = 46% & TLC H.i,sh 

TLC High.Dedudible= 39% 4S!l0% Deductible= 39% 

KA 300p1an $1225;KA500 KA 300 pbn $1225;KA 500pbn-
ptn~ $1179 & TLCWgh $1179 & TLC High Deductiblephn= 

Deductible plan= $916 $1,225.00 $976 

KA 300 =52%, KA 500 =54% KA 300= 52%, KA 500 =54% & TLC 
& TLC HW"t DeductDle= 61% 52.00% HiM Deducthle= 61% 
KA300 48%,KA500 46%& KA 300-48%, KA 500 46%& TLG High 

TLC HighDedudible= 39% 48DO% Dedudihle = 39% 

No y., No 
0.00% 

No No No 
Yes y., Yes 

Included in the cost ofmeclical Incllded in the costofmediral 
insurance. 89.DO% insurance. 

No No No 

Chrke County Sheriffs Department· 
Commun:i::ations Staff 

Yes 
Yes 
No 
No 

NIA 

Yes 
Yes 

12.44 
0.00% 

Yes 

Yes 

KA 300 phn = $485~ KA 500 phn = $468 
& TLCH ghDeduclibbplm= $393 

KA 30D =87%,KA 500=92% & TLC 
HiM Deducth~ = 1000'/o . 

KA300 13%,KA500 8% & TI-C H i@1 
Deductible'"' 0% 

KA 300 phn = $855; KA 500 phn = $823 
& TLC H imbeductibl! phn = $823 

KA 300 = 52"/o,KA 500=54% & TLC 
High Deductible =61% 

KA300 48%, KA500 46% & 1LC High 
Deductible"' 39% 

KA 300 phn= $1225; KA 500 phn = 

$1179 & TLC H.ighDeductibleplan =$976 

KA 300 =52%,KA 500=54%& TLC 
H~hDeductible =61% 

KA300 48%, KAJOO 46% & 1LG High 
Deductible= 39% 

No 
. 

No 
y, 

InclJded in !he cost ofmedic.al insurance. 

No 
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Frinne Benefit 
Life & Dimbility hlmmm~ 

L.Ie Jnsurnnce 
Effin!OVer Paid 

L I'e Insutance Exphined 
AD&D 
AD&D Double Indemn" 

Emolover Pahl 
Short TmnDisabilitv 
Emolover Paid 
Llifli Term Disabliitlt-
EffiniOVer Paid 

D~f~rncl Co1u;:;{.mntion 

Avai.Bbk: to a!lErrmlovees 
Twe ofPlan, 
Emnlover Contribution 
EmnloVer contribution ex,:;-lained 

OthHB~mfits Pme:Iutn 
Olher Benefits 

Other Benefits Exuhinerl 
Post RetirementHhh Care Sv1:1s 

Clarke County, Virginia 
Comparison of Major Fringe Benefits 

Clarke CountvGovemm~t . Chrke C ountv Schools 
C:Brke County SherifsDeparlment-

Sheriff's Staff 

No y., Yes 
100.00% 100.00'% 

100% up tcitwo !.imes MIIlLlal 

~- ErnpiDyee has option for 
more covenee 

Yes y., Yes 
y., Yes 

10(1'% through the Virginll 
Retirl'ment Svstem. 100.01)}{. 100.00% 

No No No 

No No No 

Yes y., Yes 
No - not available to part-time No -not avaihble to part-time temporary 

t<mnonu-vemolwees. No emp_IDvees. 
4·57 ohn 403b 451 ohn 

No No No 

Yes y., Yes 
Flexible medi:al bentfit with a Flexible spmdidge.ccomt will1 

$11.66 per month employer ernployu contril:utitlg$11.66 Gym membersh.P and take home vehicle 
wnlribution. • . p:rill011ih. :fur sworn staff 

No No No 

Cbrke County Sheriff's Dt;partment·-
Conununi::ations Sta:lf 

Yes 
IOOJJO% 

Yes 
Yo; 

100.00% 
No 

No 

Yes 
No- notavaihble to part-tine temporary 

emp~vees. 

457 olm 
No 

Ye. 

Gvmmember"'m. 
No 
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Cutting back 
U.Va. follows growing national trend in eliminating coverage for working spouses 

- by Robert Powell · 

T he University ofVirginia 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 insur­
ance through theii jobs. 
~..-.: One day later, y.v~. 
~ announced a similar 
~~- decision affecting work-

1~~~~~~·· ~':!;fa~~:~ of its 13,600 

lila I ·- The cause for 
lil1i\!l ~ lm!ll change in each case is 

rising health-care costs, 
with theAlfordable Care 

Act (ACA ot "Ob.;,acare") 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 Atlanta-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 in U.Va.'s 
self-funded health plari rose 28 percent 
in the past four years, from $99 million 
in 2008 to $127 million in 2012. "High'' 
claims of more than $100,000 for a single 
health plan participant increased from 44 
in 2008 to 104lastyear. · 

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

in furore years because of excise taxes on 
"Cadillac" health plans. In 2018, a 40 
percent tax would apply to the cost of an 
individual plan with average premiums 
per employee of more .than $10,200, or 
$27,500 fur a f.unily plan. 

U.Va. officials say that, if it had not 
made adjustments, employee premiums 
would have increased 12 percent to 13 per­
cent this year. 

·Starting Jan. 1, spouses will not be eli­
gible for the U.Va. health plan if they have 
access io "affordable health care that pro­
vide5 minimum value" as defined by ACA. 

To keep a spouse on 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 employees' children. \\J 
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Determining Full-Time Employees for Purposes of Shared Responsibility for Employers 
Regarding Health Coverage (§ 4980H) 

Notice 2012-58 

I. PURPOSE AND OVERVIEW 

This notice describes safe harbor methods that employers may use (but are not . 
required to use) to determine which employees are tre;Jted as full-time employees for 
purposes of the shared employer responsibility provisions of§ 4980H of the Internal 
Revenue Code (Code). Specifically, the administrative guidance in this notice, 
modifying and expanding on previous guidance, includes a safe harbor method that 
employers may apply to specified newly-hired employees . 

. As described more fully below, this notice-

• Expands the safe harbor method described in a previous notice to provide 
employers the option to use a look-back 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 
111.0.5, below. 

• Provides employers the option to use specified administrative periods (in 
conjunction with specified measurement periods) for ongoing employees (as 
defined in section liLA, below) and certain newly hired employees; 

• Facilitates a transition for new employees 'from the determination method the 
employer chooses to use for them to the determination method the employer 
chooses to use for ongoing employees; and 

· •· Provides employers reliance, at least through the end of 2014, on the guidance 
contained in this notice and on the following approaches described in prior 
notices: 

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

(2) for new employees who are reasonably expected to work full-iime; an 
employer that maintains a group health plan that meets certaih requirements 
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·will not be subject to an assessable payment under§ 4980H for failing to offer 
coverage to 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 to 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 Departments) are jointly providing administrative guidance under§ 2708 of 
the Public Health Service Act (PHS Act).1 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 section briefly summarizing the § 4980H 
and PHS Act§ 2708 statutory framework and the administrative guidance issued to 
date (section II); 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 Ill); a description of the reliance provided to employers through at least 2014 
(section IV); and a request for comments (section V). 

II. BACKGROUND 

A. Section 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 RecOnciliation Act of 

1 Notice 2012-59, DOL Technical Release 2012-02 and HHS Bulletin titled Guidance on 90-Day Waiting 
Period Limitation under Public Health Service Act § 2708. · 

2 
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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 full-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-sponsofed plan and any full-time employee is certified 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 to 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 em.ployee who is employed on average at least 30 

· hours of service per week. 4 

B. PHS Act Section 2708 

PHS Act § 27085 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 period to 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 

2 Section 4980H was further amended'by section.1858(b)(4) of the Department of Deftlnse and Full-Year 
Continuing Appropriations Act, 2011 (enacted April 15, 2011, Pub. L. No. 112-1 0), effective for months 
beginning after December 31, 2013 .. 
3 Minimum essential coverage is defined in§ 5000A(f) of the Code. The definition of "eligible employer-
sponsored plan" in § 5000A(f)(2) applies for purposes of § 4980H. . 
4 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 treated as the monthly equivalent of 30 hours of service 
perweek. · .. 
5
The Affordable Care Act adds section715(a)(1) to the Employee Retirement Income Security Act 

(ERISA) and section 9815(a)(1) to the Code to incorporate the provisions of part A of title XXVII of the 
PHS Act into ERISA and the Code, and to make them applicable to group health plans and health 
insurance issuers providing health insurance coverage in connection with group health plans. The PHS 
Act sections incorporated by these references are sections 2701 through 2728. Accordingly, PHS Act 
§ 2708 is subject to shared interpretive jurisdiction by DOL, HHS, and Treasury. 
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the plan". In 2004 regulations,6 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 I.R.S. 792) described and requested comments 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 full-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), to determine whether during the measure111ent 
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," 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 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 
period 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 I.R.S. 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 . 

6 Z6 CFR 54.9801-3(a)(3)(iii), 29 CFR 2590.701-3(a)(3)(iii), 45 CFR 146.111 (a)(3)(iii). 

4 

64 
October 28, 2013 Joint Administrative Services Board Packet Page 64 of 78



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 
I.R.B. 430)7 stated that, as described in Notice 2011-73, Treasury and the IRS intend to 
issue proposed regulations or other guidance permitting employers to use 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 2012-17 

Notice ?012-17 also described and requested comments ori a potential approach 
for determining the full-time status of new employees for purposes of§ 4980H if, 15ased 
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 variable hour ~mployees, 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 <;~llowing use of an administrative period, 
described below, between the measurement and stability periods. This revised 
guidance is described in section Ill, below. · 

Note that unless specified otherwise, all references in this notice to an offer of 
coverage to an employee refer to 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 11.0 of this notice) and that · 
provides minimum value wilhin !be meaning of§ 36B(c)(2)(C)(ii). Also, whenever this 

7 Simul\aneously with the issuance of Notice 2012-17, DOL and HHS issued parallel guidance. See DOL 
Technical Release 2012-01 and HHS FAQs issued February 9, 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 empfoyee actually receiving coverage that is. effective as of the 
specified date. Absent such an offer, the employer may be subject to an assessable 
payment under§ 4980H. In addition, unless otherwise specified below, solely for the 
purpose of the guidance 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 prior day of the following 
month (such as from January 15 to February 14). 

Ill. DETERMINING FULL-TIME STATUS OF EMPLOYEES 

A. Ongoing 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 ":;;tandard 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 treatment 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 shortly before the start of the plan's 
annual open enrollment season. If the employer determines that an employee 
averaged at leas! 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 administrative period, as discussed in section lti.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 not longer than, the standard 
measurement period. · 

Subject to the rules governing the relationship between the length 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 

.. categories 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 
liLA and the initial measurement periods described below in section 111.0. 

B. Ongoing Employees: Option to Use Administrative 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 enroll 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 p€)riod. The administrative period following the 
standard measurement period may lastup to 90 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. 

Example 

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. Previously-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 to 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 Employees: Reasonably Expected to Work Full-Time 

If an employee is reasonably expected at his or her start date to work full-time, 
. an employer that sponsors a group health plan that offers coverage to the employee at 
or before 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 permitted 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 leas! 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 to treat the 
employee as not a full-time employee during the stability period that follows the initi;,l 
measurement period. This stability period for s·uch 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 period (plus any associated 
administrative period) in which the initial measurement period ends, 8 

8 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 lieu 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 tax 
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 
coverage 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 full-time 
employee for the entire associated stability period. This is the case even if the 
employee is determined to be 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. · 

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). Thereafter, 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 Employees 

initial measurement period that would otherwise be required) and still comply with the general rule that 
the initial measurement period and 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. 
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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 between 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 period 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 ihis 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 
limited 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 hin:id 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.· 
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5. 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 fuiHime 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. Examples 

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 III.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 
11.0 of this notice) and that provides minimum value within the meaning of 
§ 36B(c)(2)(C)(ii). 

1. Examples of New Variable 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 covera_ge 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). 
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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 Yon 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. 

(ii) 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 Employee 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 Initial Measurement Period Followed by 2 +Partial Month 
Administrative Period). (i) Facts. Same as Example 1, except that Employer Buses 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 Yon May 10, 2014. Employee Y's initial measurement 
perioa runs from May 10, 2014, through April 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 Initial Measurement Period Preceded by Partial Month· 
Administrative Period and Followed by 2-Month Administrative Period) . (i) Facts .. 
Same as Example 1, except that Employer Buses 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 administrative period that runs from the end of the initial 
measurement period through the end ofthe 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. 
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(ii) 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 Yon May 10, 2014. Employee Y's 
initial 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 to Employee Y for a stability period that runs from August 
1, 2015 through July 31, 2016. 

(ii) Conclusion. Employer B does not satisfy the standards for the safe harbor 
method in section 111.0 because the combination of the initial partial month delay, the 
twelve-month initial measurement period, ahd the two month administrative period 
means that the coverag.e 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 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 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 fhe initial measurement period, during 
which Employee Y was determined to be a full-time employee.) 

(ii) Conclusion. Employer B is n0t 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 Employee). (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 (fhe 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 Decem~er 31, 2016. 
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(ii) Conclusion. Employer B is not subject to any payment under§ 4980H 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 8 tests Employee Y again based on Employee Y's 
hours from October 15, 2014through October 14,2015 (Employer B's first standard. 
measurement period thatbegins after Employee Y's start dale). 

(ii) 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 Employee). (i) 
Facts. Same as Example 7; in addition, Employer B tests Employee Y again based on 
Employee Y's hours from October 15, 20141hrough 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 2016. 

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

2. Examples 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 period, starting each May 15 
and November 15, with six-month stability periods associated with those standard 
measurement periods starling January 1 and July 1. 

Example 9. (i) Facts. For new variable hour employees, Employer C uses a six­
month initial measurement period !bat begins on the start dale 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 
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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 

(ii) Conclusion. Employer C uses (1) an initial me·asurement 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§ 4980H, 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 Employee), 
(i) Facts. Same as Example 9; in addition, Employer C tests 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), 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 basec;l 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. 

(ii) 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 Seasonal 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 EmployeeS 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 
initial measurement period runs from November 15, 2014, through November 14, 2015. 
EmployeeS 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 EmployeeS coverage. 
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(ii) Conclusion. Employer D 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 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 EmployeeS'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 
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 full-time 
described in section III.C, above, (3) the safe harbor method for new variable hour and 
seasonal employees described in section 111.0, 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 perio·d in accordance with this notice beginning on 
July 1, 2013 and ending on June 30, 20'14 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 riot requir~d. 
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 employees under§ 4980H are the following: .. 
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(1) Whether and, if so, what types of safe harbor methods should be available to 
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 transition following a merger or 
acquisition? 

(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 employer or, with respect to an applicable large employer, status 
of a new employee as· full-time); and (b) whether other, existing legal definitions should 
be considered iii 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, 11.11 
Constitution Avenue, NW, Washington, DC 20044, or sent electronically, via the 
following e-mail address: Nolice.commenls@irscounsel.lreas.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. 

VI. NO INFERENCE 

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

VII. DRAFTING INFORMATION 

The principal author of this notice is Mireille Khoury of the Office of Division 
Counsel/Associate Chief Counsel (Tax Exempt and Government Entities). For further 
information regarding this notice contact Ms. Khoury at (202) 622-6080 (not a toil-free 
~IQ. . 
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