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Study Session
August 11, 2020
The members of the Board of County Commissioners may attend study sessions virtually
or in person, but due to social distancing requirements, presenters and the public may
only attend virtually. The public may attend the study sessions (listening only) by calling
1-855-436-3656. The Board of County Commissioners may go into executive session during
or at the conclusion of the study session as necessary to receive legal advice or discuss
other confidential matters.
The Arapahoe County Board of County Commissioners typically holds weekly Study Sessions on
Monday and Tuesday. Study Sessions (except for Executive Sessions) are open to the public
and items for discussion are included on this agenda. Agendas (except for Executive Sessions
agendas) are available through the Commissioners’ Office or through the County’s web site at
www.arapahoegov.com. Please note that the Board may discuss any topic relevant to County
business, whether or not the topic has been specifically noticed on this agenda. In particular, the
Board typically schedules time each Monday under “Committee Updates” to discuss a wide
range of topics. In addition, the Board may alter the times of the meetings throughout the day, or
cancel or reschedule noticed meetings. Questions about this agenda? Contact the
Commissioners’ Office at 303-795-4630 or by e-mail at commissioners@arapahoegov.com

Study Session Topics
9:00 A.M. Administrative Meeting - Compensation Follow Up
Patrick Hernandez, Director, Human Resources
Break
11:00 A.M. Department Director Mid-Year Update (WHR)
Michelle Halstead, Director, Communication and Administrative Services
Board of County Commissioners
Break
1:00 P.M. *Executive Session
Executive Study Session and County Attorney Administrative Meeting [Section 24-6-402
(4)(b)C.R.S.](As required by law, specific agenda topics will be announced in open
meeting prior to the commencement of the closed and confidential portion of this session)
(WHR)
Ron Carl, County Attorney
Break

(4)(b)C.R.S.](As required by law, specific agenda topics will be announced in open
meeting prior to the commencement of the closed and confidential portion of this session)
(WHR)
Ron Carl, County Attorney
Break
2:30 P.M. *2021 Total Compensation (WHR)
Discussion to review the proposed 2021 Total Compensation plan
Request: Information/Direction
Dusty Sash, Total Compensation Manager, Human Resources
Rachel Beck, Benefits Analyst, Human Resources
Julie Weaver, Compensation Analyst, Human Resources
Patrick Hernandez, Director, Human Resources
Todd Weaver, Director, Finance
Ron Carl, County Attorney
Documents:
BSR - 2021 TOTAL COMPENSATION.PDF
2021 TOTAL COMPENSATION BOCC.PDF
* To Be Recorded As Required By Law
WHR - West Hearing Room

Arapahoe County is committed to making its public meetings accessible to persons with disabilities.
Assisted listening devices are available. Ask any staff member and we will provide one for you.
If you need special accommodations, contact the Commissioners’ Office at 303-795-4630 or Relay
Colorado 711.
Please contact our office at least 3 days in advance to make arrangements.
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Board Summary Report
Date:

August 6, 2020

To:

Board of County Commissioners

From:

Patrick L. Hernandez – Human Resources Director
Dusty Sash – Total Compensation Manager
Rachel Beck – Benefits Analyst
Julie Weaver – Compensation Analyst

Subject:

2021 Total Compensation

Request for Direction
The purpose of this Study Session is to provide information and receive direction for 2021 Total
Compensation package.
This includes specific direction for the following benefits: adding First Responder enhanced
benefit; changing the Deductible HMO (DHMO) medical plan design to match market; changing
the medical contribution strategy; and the 2021 holiday schedule.
It is also to provide compensation information for: 2021 salary structure adjustments; salary
structure adjustments for Sheriff Step Program and Sworn Management; compression
adjustments; merit pay adjustments for performance / key talent; changing the Sheriff Deputy
workweek; and increase the sworn deputies supplemental pay.
Background and Information
Human Resources has been operating Compensation and Benefits in accordance with the Total
Compensation Philosophy statement: Arapahoe County will equitably and competitively pay our
employees to our defined wage and salary market and adjust as needed in order to attract new
talent and reward performance. While there are five components to Total Compensation
(Compensation, Benefits, Work-Life Balance, Performance Recognition, and Development &
Career Opportunity) we have applied the market 50th percentile to compensation and, less
formally, to benefits in order to strive to “pay” at market in accordance with the above
philosophy.
To that goal, Human Resources participated in market surveys for compensation and benefit
plans and analyzed the available results. Following is a summary of the Total Compensation
survey findings:
• Medical Plan currently a higher overall financial value compared to market primarily due to
low employee contributions.
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•
•
•
•
•
•
•
•

Dental Plan currently has a higher overall financial value compared to market due to low
employee contributions.
Number of Holiday/Floating days offered competitive with Public and Private Sectors. Sick
and Vacation plan design is competitive with market.
Other Benefit Plans (Vision, FSA, Group Term Life, Long-Term Disability, and EAP) are at
market, while the Short-term Disability is lagging the market.
Overall County Compa-Ratio of 0.98 indicating pay is lagging the market 50th percentile.
Denver/Boulder Area unemployment rate at 10.2% due to COVID-19
78% of employees are in positions matched to the Employer’s Council (EC) market data.
The Self-sufficiency standard for a single adult in Arapahoe County is $31,579.
Anticipated Increases for merit range from 1.7% to 2.9% and for structure 0.85%.

The proposals and information presented in this Board Summary Report reflect adjustments to
keep/move benefits and compensation to be competitive with the Denver/Boulder market.
Link to Align Arapahoe County
Service First and the ability to recruit and retain qualified talent.
Legislative Update
Exempt salary tests for the FLSA increased to $35,308 and the Colorado minimum salary test
increased to $35,568 (indexed every year).
Colorado Minimum Wage is expected to increase based on CPI.
• Arapahoe County has no direct or foreseeable impact
Colorado Insurers Fee requires Kaiser to pay 1.15% of plan costs in a fee which will be passed
on to the Arapahoe County Plans in 2022. The estimated cost is more than $260,000 in the first
year.
Benefit Discussion
Medical Plan Benchmark Data
The current DHMO plan (County base plan) is valued at 19% above market. Plan design
(Deductible, Out of Pocket Maximum, Copay, Coinsurance) is less rich than the benchmarks,
however, the employee share of premiums is lower than the benchmark creating the increased
value of the County plan.
• County employee only rate is $42.36 compared to the benchmark of $143.00
• County average rate for employee plus dependent(s) is $346.74 compared to the
benchmark of $497.25
Medical Plan Renewal
The Kaiser Renewal is 13.9% or $3,072,000 based on:
• Primary drivers were rollover from excess of the 2020 rate cap and a lag in claims paid
from 2018 into the 2019 plan year
• Admissions and Days Inpatient and cost of inpatient services decreased by 34.1%; an
increase of 7.1% for outpatient; an increase of 25.3% for Pharmacy
• Wellness Program Design contributed to reduced renewal by -0.24%
• Kaiser applied a trend of 7.26%
Renewal is unfavorable compared to market
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•
•

National Average 6.5%
Colorado Average 8.5%
o National and Colorado Average expecting an additional 2% due to COVID-19
However, we have an 8% or $1,768,000 rate cap in place
Contribution Methodology
Methodology:
• Based on the philosophy that participants share in the cost of their benefits because the
participants’ utilization is the largest contributor to the cost of the Plan. Their behavior(s)
drive rates, therefore, generally, the participants more than the County have influence over
the cost of the Plan.
• Cost split – The total increase to the Plan is divided 50% / 50% between the County and
the Employees. The increase for 2021 is $1,768,000.
• Defined Contribution – the dollar amount per tier that the County pays on the DHMO is the
same dollar amount they will contribute on the HMO Plus (HMO+) Plan, with the
employees “buying up” for the HMO+.
Wellness Counts Incentive
• If employees complete the Wellness Counts Challenge by July 31, 2019, they will
receive a $10 per pay-period (up to $260 per year) reduction to medical rates.
2021 Medical Plan Changes
Update the Plan Design on the DHMO to align with market (Employees will pay less when using
the plan)
• Reduce the Out of Pocket Maximum on the DHMO from $5,000/$10,000 to $4,000/$8,000
and increase the Out of Pocket Maximum on the HMO+ from $3,000/$6,000 to
$4,000/$8,000
• Reduce the office copay on the DHMO from $30 to $25
• Reduce the coinsurance on the DHMO from 20% to 10%
• Increase the Urgent Care copay on all plans from $50 to $60
• Reduce the Emergency Room coinsurance on the DHMO from 20% with no cap to 10%
with a $350 cap and increase the Emergency Room copay on the HMO+ to $350
First Responder Benefit
o Sheriff’s Office has requested an extended benefit for the Sheriff’s Deputies
o This benefit would be $0 cost to the Deputies for the following lab work: Complete
blood count, Urinalysis, Liver test, Kidney function test, Heavy metal screening, HIV
screening, Baseline ECG, Cardiac stress testing (approximately $260 value)
• The Executive Budget Committee recommends that this not be added for the following
reasons:
o The County’s philosophy: all employees are offered the same benefit package
regardless of position
o Adding these labs at $0 for the Deputies would result in all employees paying for a
benefit in premium
o 2019 claims data show that above tests are medically necessary for more members
than the Deputies
o This is a pilot program for Kaiser and as of now they are not prepared to operate this
change – resulting in dissatisfied members and additional administrative cost
o Deputies who have a medical need for the above tests can work with their doctor to
have the test(s) ordered
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Change the Contribution Strategy
• The current Defined Contribution strategy is no longer sustainable on the County’s plans. It
is resulting in a greater increase each year to the DHMO and this then results in
compression between the rates on the two plans. If the rates are compressed it is difficult to
encourage enrollment in the DHMO. The DHMO is a more cost-effective plan: its total cost
is less than the HMO+.
• Propose moving to a custom hybrid model in 2021 and to a Tiered Percentage Strategy in
subsequent years.
o 2021 move Employee only employee premium and the blended average employee
plus dependents employee share of the premium on the DHMO half-way to the 2020
market average. Move the employee share of the premium on the HMO+ up by 28%.
o Subsequent years move all the DHMO rates to market.
Financial impact of Medical changes
• The total increase to the plan with be $2,350,000 ($582,000 more than status quo)
o 70.2% or $17.6M will be the County’s share
o 29.8% or $7.5M will be shared by the employees (employee share of premiums will
increase on either status quo or with market movement)
Wellbeing Update
• Implemented the My Wellbeing platform
• Wellness Counts Completion at end of May was 18%
• Provided Community and Emotional Wellbeing resources through Wellbeing Guidance
during COVID-19
• Created an Employee COVID Wellbeing Resources Sharepoint site
• Rolling out Pivot Smoking Cessation Program (Tobacco users cost approximately $7000
more per year on the medical plan than non-tobacco users. On our plans this is
approximately $1.1M annually).
o Pivot provides the only FDA approved carbon monoxide mobile breath sensor,
evidence-based quit strategies, convenient delivery of nicotine replacement
products.
o They use self-determination theory to help with internal motivation; a humancentered design with coaching for long term behavior change; published and peer
reviewed resources; and are HIPAA compliant.
o ROI: The plan costs $29,000 per year (out of Kaiser Wellbeing dollars) but if Pivot
statics hold true for our population, we will save $168,000 for a net savings of
$139,000 annually.
Retirement Plan Increase
The 401A Retirement Plan contribution will increase by 0.25% to 9% in 2021.
• Depending on the employees annual rate, tax bracket and benefit elections along with this
increase, some employees’ take home will be more, some will break even and some
employees’ take home will be less in 2021 even if they receive an increase.
o In almost all cases, if the employee completed Wellness Counts, they would break
even or come out ahead.
Holiday Pay Design Proposal
Offer two (2) Floating days and the twelve (12) set holidays, in alignment with the dates on the
State’s holiday schedule. The schedule below is updated suggestion for 2021:
• New Year’s Day – Friday, January 1
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•
•
•
•
•
•
•
•
•
•
•
•

Martin Luther King Day – Monday, January 18
Presidents’ Day – Monday, February 15
Memorial Day – Monday, May 31
Independence Day – Monday, July 5
Labor Day – Monday, September 6
“Mother Cabrini” – Tuesday, October 5 (propose to call it something else, i.e. Employee Appreciation Day)
Veterans’ Day – Thursday, November 11
Thanksgiving Day – Thursday, November 25
Day after Thanksgiving – Friday, November 26
Christmas Eve – Thursday, December 23
Christmas Day – Friday, December 24
2 Floating Holidays

Other Benefits
•
•

Dental, Vision, Life, Disability and Legal are all under rate guarantee: no change
RFP for Accident, Critical Illness, Hospital, Home & Auto and Arapahoe Rewards
(discount site) is scheduled for 3rd Quarter.

Compensation Discussion
According to Employers Counsel, both government and private sector employers have projected
merit adjustments of 2.3% and structure adjustments of 0.85%. These projections have been
updated to include COVID-19 impact.
80% of our government peers have reported a proposed average of 2.06% merit budget and a
0.75% structure budget.
Structure Adjustment Proposals for non-sworn Grades
•
•
•
•

49 jobs were reclassified into a higher grade
2 jobs were reclassified into a lower grade
Market indicates a general increase of 0.85% which we applied to the structures
Cost of Market Structure Adjustment Bring to Minimum:
o $21,500 ($11,800 to General Fund)

Compression
Due to the nature of the market increases for specific jobs (multiple year over year market
changes) many employees will fall behind the new hire rates and minimums.
• This results in compression where new employees make more than established,
performing employees with similar experience and/or education.
• To combat compression and minimize in the future, occasional funding is needed to bring
tenured employees within the same range penetration as they currently have (much like
funding for market movement)
Sheriff’s Office compression for Inmate Service Technicians and Administrative Technicians:
$140,420
Human Services compression for Social Caseworker B, Social Caseworker C and Social
Caseworker Supervisors
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•

We ask to defer this conversation until September/October so that Human Services has
time to receive changes to the State funding and evaluate the impact of any changes to
the Human Services budget before making any decisions on appropriately addressing
compression for employees in these roles.

Base Pay Proposal and Budget for Performance/Key Talent
Compensation’s initial proposal is an allocation of 2.3% merit for base pay increases for all
salary grades for Regular and Job Share Employees (except Sheriff Step Programs).
• Cost increase for Merit:
o $2,921,000 ($1,607,000 to General Fund)
Structure Adjustment Proposals for Sworn staff and Communication Technicians
•
•

Normal Step Progression ($571,250) Average of 5.4% increase
Market indicates a general increase of 0.85%, however, we applied 1.23% to all steps to
maintain the 78th percentile ($531,006)
Adjustment of 0% to keep Deputy pay at 75th percentile ($0)
Sworn Management structure ($0)
Cost of Sworn Market Structure Adjustment:
o $1,103,000 ($970,600 to General Fund)

•
•
•

Sheriff’s Office Work Week
Current
• Sheriff Office 24/7 employees are on an 80-hour work week (2 calendar weeks).
• Most are non-exempt and eligible for overtime
• Based on FLSA rules overtime is applied for any hours worked over the work week
standard
o Sheriff Deputies and Communication Technicians only receive overtime when they
work more than 80 hours.
• All other County employees are on a 40-hour work week and non-exempt employees
receive overtime after working 40 hours
Request: Change all 80-hour work weeks to 40-hour to align with all other non-exempt
employees
• System change is quick
• Easier communication with all employees on the same workweek
o Cost: $315,000 ($277,200 to General Fund)
Sworn Supplemental Pay
•
•
•

Add 8 UAS Drone Operators to Tier 2
Add a cushion to allow S.O. to assign up to 16 additional individuals to the program
Total Cost $32,000 ($28,200 to General Fund)

Page 6 of 7

Study Session August 11, 2020

Options and Cost Increases
Human Resources has prepared the models addressing Total Compensation for 2020.

Action/Direction
Human Resources appreciates that we are reviewing a substantial amount of information and
that all final decisions may depend upon information from the County budget process. In order
to meet benefit open enrollment deadlines, it is desired that direction be given during the August
11, 2020 Study Session for adding First Responder enhanced benefit; changing the Deductible
HMO (DHMO) medical plan design to match market; changing the medical contribution strategy;
and the 2021 holiday schedule. In addition, direction to Budget to find the merit and market
adjustments, compression adjustments, market adjustment to Sheriff’s Office Step Programs,
additions to the S.O. supplemental pay, and moving back to a 40 hour work week for Sheriff’s
Office.
Reviewed By
Finance Department
County Attorney’s Office
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BOARD OF COUNTY COMMISSIONERS
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AGENDA
 Total Compensation Philosophy
 Legislative Review

 Benefit Plan Review & Proposals

 Compensation Plan Review & Proposals
 Market / Structure Proposal
 Compression Proposal

 Market Themes

 Merit Proposal

 Medical Plan Renewal & Options

 S.O. Step Structures

 Holiday Schedule

 S.O. Overtime Change Request

 Other Benefits

 S.O. Supplemental Pay

 RFPs (Discount Site & Voluntary Plans)

 2021 Total Compensation Option and

Cost Increase Summary
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TOTAL COMPENSATION PHILOSOPHY
 Arapahoe County will equitably and competitively pay our employees to our defined

wage and salary market and adjust as needed in order to attract new talent and reward
performance.
 We have been operating both Compensation and Benefits based on the 50th percentile of the market

benchmarks
 5 Components of Total

Compensation:

Pay provided for services
rendered
• Fixed or base pay (salaries,
specialty pay)
• Variable pay (Bonuses, Stocks)

Compensation

Benefits

Practices, policies and programs
which support efforts to help
employees achieve success at
both work and home

Work-Life
Success

Programs used to supplement cash
compensation and protect the
employee and family from financial
risk

Performance
Recognition

Learning experiences that
enhance skills and
competencies
Provides goals within the
company

Development
& Career
Opportunity

Aligns the organization, team and individual
to what was accomplished; Acknowledges
special efforts or performance and speaks
directly to the need to feel appreciated

3

FLSA exempt salary test increase to $35,308

Colorado at $35,568 and indexed each year

LEGISLATIVE
REVIEW

Colorado Minimum Wage 2021: based on CPI
• No direct or foreseeable impact to Arapahoe County

Colorado Insurers Fee
• 1.15% of (non-profit carriers) plan cost on top of trend and
claims
• Potentially, $260,000+ in cost each year - which will be passed
to the County’s Medical Plans

4

REVIEW & PROPOSALS

BENEFITS

2020 MARKET DATA
Medical
Medical Plan currently has a
higher overall financial value
compared to market due to low
employee contributions

Dental

Other

Dental Plan currently has a
higher overall financial value
compared to market due to
low employee contributions

Vision, FSA, Group Term Life, &
LTD are at market; Short Term
Disability and EAP lag the
market

Paid Time Off
Number of Holidays offered
competitive with Public and
Private Sectors; Sick & Vacation
are competitive with our peers
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2020 DHMO NET VALUE COMPARED TO MARKET
Design = Deductibles, Copays, Coinsurance
and Out Of Pocket Maximums
Plan Design on Slide 39
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MEDICAL RENEWAL FOR 2021

 Kaiser Renewal – 13.9% or $3,072,000 (5-year average of 6.59%)
 Primary drivers: roll from excess over rate cap & lag of claims paid
 Admissions and Days Inpatient decreased and there was a cost decrease of 34.1% for inpatient

services; an increase of 7.1% for outpatient; an increase of 25.3% for Pharmacy

 Wellness Program Design contributed to reduced renewal by -0.24%
 Kaiser applied a trend of 7.26%

 National Average 6.5% and Colorado Average 8.5% (+ 2% for COVID Impact potential)
 However, we have an overall rate cap of 8% or $1,768,000 (we split 50/50 with employees)
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MARKET CHANGES

Current
Plan design is below market value
Employee premiums are above
market value (meaning very low
cost to employees)
• Weight together this results in our
plan being valued higher than the
market

Discussion

Proposal

Do we want to remain a market
driven organization?
How close to market do we want
the value of our plan? How far
above market are we willing to go?
A change to move to market will
probably take multiple years, in
order to balance employee
engagement and fiscal responsibility

Change the plan design (deductible,
copay, coinsurance, out of pocket
maximum) to be closer to market
value (richer plan)
Change contribution strategy to
move employee cost share closer
to market rate (over a couple/few
years)
9

MEDICAL PLAN DESIGN CHANGE DISCUSSION

Maximum Out
Of Pocket

Copay on
DHMO

Co-insurance
on DHMO

Urgent Care
Copay

Emergency
Room Copay

Reduce the DHMO
from $5,000 & $10,000
to $4,000 & $8,000

Reduce office copay
from $30 to $25

Reduce the coinsurance from 20% to
10%

Increase from $50 to
$60 on all plans

Increase from $250 to
$350 on HMO+

• Aligns with market

Change from 20% no
cap to 10% up to $350
on DHMO

Increase the HMO+
from $3,000 & $6,000
to $4,000 & $8,000

• Aligns with market
• Half the specialist copay

• Aligns with market

• Aligns the maximum cost
on either plan
• Double the deductible
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FIRST RESPONDER PREVENTIVE SCREENINGS
 The Sheriff’s Office requested an extended benefit for the Sheriff’s Deputies
 $0 cost to the Deputies for the following lab work: Complete blood count, Urinalysis, Liver test,

Kidney function test, Heavy metal screening, HIV screening, Baseline ECG, Cardiac stress testing
(estimated $260 out of pocket cost per person)
 The Executive Budget Committee recommends that this benefit is not added to the Arapahoe County

Medical Plans for the following reasons:
 The County’s philosophy: all employees are offered the same benefit package regardless of position
 Adding these labs at $0 for the Deputies would result in all employees paying for a benefit in premium
 2019 claims data show that above tests are medically necessary for more members than the Deputies
 This is a pilot program for Kaiser and as of now they are not prepared to operationalize this change – resulting in

dissatisfied members and additional administrative cost
 All employees, including Deputies, who have a medical need for the above tests can work with their doctor to have

the test(s) ordered
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PREMIUM CONTRIBUTION STRATEGY
Current
• Defined contribution (what the County pays for the DHMO is the dollar amount they will pay for
other two plans)
• Split the cost of the renewal with the employees
• Results in the employees on the most cost-effective plan (DHMO) receiving the largest percentage of the
increase. This is the opposite of the goal.
• Compresses the HMO+ rates with the DHMO (makes them similar) – does not encourage enrollment in the
DHMO

Why change contribution strategy?
• Slowly moves employee premiums toward market rate; employee sharing in cost helps them
understand the cost impacts of choices
• Allows for more flexibility in applying the increase each year, compounds year over year
• Provides for future ease in administration and to communication moving forward
12

 Proposed
 Custom Hybrid (Year 1)
 Move Employee only coverage on DHMO half-way to

market (multi-year plan)
 Move the blend of Employee + Spouse, Employee +

PREMIUM
CONTRIBUTION
STRATEGY PROPOSAL

Child(ren) and Family halfway to market (multi-year
plan)
 Move all employee rates on HMO+ and Triple Option

up 28% to match the DHMO Family blended increase

 Subsequent Years
 Move Employee only coverage on DHMO to

market
 Move Family blended coverage on DHMO to

market
 Strive for a tiered percentage strategy moving

forward
13

FINANCIAL IMPACT OF CONTRIBUTION STRATEGY
 Under proposed Market Design and Custom Hybrid Contribution Strategy the cost of the plan would

be:
 $25.1M (increase total of $2.35M)
 County would be responsible for 70.2% and the employees would share 29.8% of the cost
 County $17.6M (flat to current structure)
 Employees $7.5M (increase portion of richer design)

 Impact to Employees Biweekly Premiums (see full chart on p. 41 & 42)

14

2021 DEDUCTIBLE DHMO BENEFIT VALUE - PROJECTED
Design = Deductibles, Copays, Coinsurance
and Out Of Pocket Maximums
2020 Value on DHMO is 19% above market
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WELLBEING UPDATE
My Wellbeing portal implemented Oct 2019
• Current enrollment 811 individuals
• 65% employees, 35% spouses
• 71% female, 29% male

• 6 Programs in 2019, and 15+ in 2020 with an average engagement rate of 9% (COVID and 1st year have had an
impact)

Wellness Counts completion rate (as of 5/31/20) is 18% (expect to increase with the June and July data)
Support through My Wellbeing for COVID and Wellbeing Guidance for Community and Emotional health
Created SharePoint site for COVID-19 Employee Wellbeing Resources
Rolling out Pivot Smoking Cessation Program
• Tobacco users cost the Plan twice what a non-tobacco user costs (estimated at approximately $1.1M for the
County)
16

PIVOT SMOKING CESSATION
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18
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RETIREMENT PLAN INCREASE
 The Retirement Plan contribution increase will go up by 0.25% to 9% of pay in 2021

 County Cost will increase by approximately $366,100
 Employee A – 32-year-old, single, female, making $65,546

Illustrative only – not real employee
Deductions include Retirement and Medical
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EMPLOYEE IMPACT EXAMPLES
 Employee B – 28-year-old, single, male, making $29,827

 Employee C – 48-year-old, female with family, making $65,546

Illustrative only – not real employees
Deductions include Retirement and Medical
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HOLIDAYS
 Proposed schedule for 2021:
 New Years Day – Friday, January 1

 “Mother Cabrini” – Tuesday, October 5

 Martin Luther King Day – Monday, January 18

 Veterans’ Day – Thursday, November 11

 Presidents’ Day – Monday, February 15

 Thanksgiving Day – Thursday, November 25

 Memorial Day – Monday, May 31

 Day after Thanksgiving – Friday, November 26

 Independence Day – Monday, July 5

 Christmas Eve – Thursday, December 23

 Labor Day – Monday, September 6

 Christmas Day – Friday, December 24

 Floating Holiday (rather than Juneteenth)

 Floating Holiday

Executive Budget Committee Recommends keeping October 5th for 2021 but calling it something else (this could change each year but would be set by the BoCC rather
than an individual Floating Holiday); Additionally, rather than adding Juneteenth they recommend adding a second Floating Holiday that employees could use for whatever is
important to them.
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OTHER BENEFITS

Dental,Vision, Life, Disability, and
Legal are all under rate
guarantee: no changes.

Aflac, Home and Auto and
Arapahoe Rewards are due for
RFP which should conclude
before the end of the year.
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REVIEW & PROPOSALS

COMPENSATION

MARKET REVIEW
Compa-ratio is 0.98,
demonstrating our pay is
lagging the market, overall

78% of employees are in
positions matched to the
EC market data

Unemployment Rate at
10.2% in Denver/Boulder
Area

Self Sufficiency Standard for
Arapahoe County (2020,
Single Adult) = $31,579
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MARKET INDICATORS ON PAY
2021 anticipated increases:
EC Denver /
Boulder

World At Work
Denver

Pay Scale

Gov’t Peers*

Merit

1.7%

2.9%

2.9%

2.06%

Structure

0.7%

1.0%

1.0%

0.75%

Pay Component

*County and City Proposed (80% of peers responding)
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Reclassifications

49 jobs into a higher grade
2 jobs into a lower grade

Market indicates a general structure increase of 0.85% which we applied to
midpoints when updating the structure; Keep up
However, if we did not apply or update the structure; – Lag behind (slide 45)

Cost of Market Structure Adjustment
Bring to Minimum:

$21,500 ($11,800 to General Fund)

MARKET/ STRUCTURE ADJUSTMENTS
27

COMPRESSION IMPACT DUE TO MARKET CHANGES
 Due to the nature of the market increases for specific jobs (multiple year over year

market changes) many employees will fall behind the new hire rates and minimums.
 This results in compression where new employees make more than established, performing

employees with similar experience and/or education.

 To combat compression and minimize in the future, occasional funding is needed to bring tenured

employees within the same range penetration as they currently have (much like funding for market
movement)

 Sheriff’s Office compression for Inmate Service Technicians and Administrative

Technicians: $140,420

 Human Services compression for Social Caseworker B, Social Caseworker C and

Social Caseworker Supervisors

 We ask to defer this conversation until September/October so that Human Services has time to

receive changes to the State funding and evaluate the impact of any changes to the Human Services
budget before making any decisions on appropriately addressing compression for employees in
these roles.
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 Propose 2.3% budget for merit

MERIT
ADJUSTMENTS

(performance)

 Can be an adjustment to base rate,

lump sum or a combination of both

 Cost of Merit Adjustment:
 $2,921,000 ($1,607,000 to General

Fund)

29

Normal Step Progression: $571,250

Market indicates a general increase of 1.23%•, which, we
applied to all steps to maintain 78th: $531,006
Adjustment of 0% to keep Deputy pay at 75th percentile: $0 (see above note)

Sworn Management structure bring to minimum: $0

SWORN
MARKET /
STRUCTURE
ADJUSTMENTS

Cost of Sworn Market Structure Adjustment:
• $1,103,000 ($970,600 to General Fund)
• Communication Technicians was based on the market value of those roles.
Please note: the 2021 average increase of those in this group who are not maxed out is 6.6%
30

S.O. WORK WEEK AND IMPACT ON OVERTIME
Current
• Sheriff Office 24/7 employees are on an 80-hour work week (2 calendar weeks).
• Most are non-exempt and eligible for overtime
• Based on FLSA rules overtime is applied for any hours worked over the work week standard
• Sheriff Deputies and Communication Technicians only receive overtime when they work more than 80 hours.

• All other County employees are on a 40-hour work week and non-exempt employees receive
overtime after working 40 hours

Request
• Change all 80-hour work weeks to 40-hour to align with all other non-exempt employees
• System change is quick
• Easier communication with all employees on the same workweek

Cost is estimated at $315,000 ($277,200 from General Fund)
• Will grow as salaries grow
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SWORN SUPPLEMENTAL
 Current (2020)

 Requested (2021)

 Add UAS Drone Operators (8) to Tier 2
 Add a 10% cushion on number of individuals (16) who can be assigned to any one of the tiers
 $32,000 ($28,200 to General Fund)
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COST ESTIMATE
SUMMARY

2021 TOTAL
COMPENSATION

2021 TOTAL COMPENSATION COST ESTIMATE
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TIMELINE

TIMELINE
July 22: Elected Officials,
Deputies and Department
Director proposal review

August 5: Meet with
Executive Budget
Committee to review
options/models

August 11: Study Session
to review Total
Compensation proposal
and direction on proposals

September 9-11:
Executive Budget
Committee review of 2020
budget requests from
Elected Offices & Depts.

October 28 November 12: Benefit
Plan Open Enrollment

October 20: Study
Session on 2021
recommended budget to
the BOCC

November 18: HR
Compensation sends
Performance Rating
Spreadsheets to
Directors/EOs

December 2: Supervisors
complete writing of
employee Performance
Evaluations

December 3-8:
Directors / Elected
Officials conduct
calibration meetings if
needed

December 9: Directors /
Elected Officials send
Performance Rating
Spreadsheets to
Compensation

December 8: Adoption
of Budget at Public
Hearing

December 14:
Compensation sends
worksheets to DD/EOs to
enter pay adjustments

December. 23: DD/EO
return pay adjustment
sheets to compensation

January 11: Pay increase
letters delivered this week;
after performance reviews
are delivered

January 22: Pay increase
and benefit changes
reflected on paycheck
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DECISIONS NEEDED

Add Compensation
Recommendation to the
Budget Request

Move the DHMO Design to
Market

Change contribution
methodology

2021 Holiday Schedule

Add First Responder Benefit for Sworn?

Which option for Market?
SO Compression?
Which option for Merit?
S.O. Specialty Pay?
S.O. Workweek change (O.T.)?

37

APPENDIX

BENEFITS &
COMPENSATION

MEDICAL PLAN
DESIGN OPTION B
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LOCKTON COST COMPARISON – MEDICAL STATUS QUO
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LOCKTON COST COMPARISON – MEDICAL MOVE TO MKT
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EMPLOYEE BIWEEKLY COST COMPARISON – MEDICAL B
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LOCKTON COST COMPARISON - DENTAL
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2020 COUNTY
COMPA-RATIO BY
DEPARTMENT OR
OFFICE
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Market
• Do not move structure $3,500 from $21,500 for
civilian and $571,250 from $1,103,000 for sworn.
• Result in the structures not being competitive to market
value = harder to attract and retain talent
• Result in the Sworn staff dropping to the 74th percentile
from the 78th percentile
• Average annual increase for sworn will reduce from 6.6% to 5.4%

Merit

ALTERNATIVE
MARKET AND
MERIT OPTIONS

• Offer a 1.7% pool of merit funding: $2,159,000 from
$2,921,000 at 2.3%
• Could result in dissatisfaction since sworn will still be
receiving between 5.4% and 6.6%
• Fall further behind competitive market value (compa-ration
is already at .98) = harder to attract and retain talent
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 Average Pay = $67,452 ($64,872 without Sworn)
 57.8% of employees are below the Average Pay

 Lowest Pay = $29,872 (Custodian)

2020 SALARY
DEMOGRAPHICS

 Number of Employees at Minimum of pay grade

(2020) = 2 (0.01%)
 Number of Employees at Maximum of pay grade

(2020) = 18 (1.1%)
 Number of Deputies at top Step Level (2020) =

238 (47.8%)
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2020 EMPLOYEE
DEMOGRAPHICS
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2021 NON-EXEMPT STRUCTURE
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2021 EXEMPT PROFESSIONAL STRUCTURE

All Annual numbers are rounded to the nearest dollar and not an exact match to SAP.
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2021 EXEMPT MANAGEMENT STRUCTURE

All Annual numbers are rounded to the nearest dollar and not an exact match to SAP.
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2021 DEPUTY STEP STRUCTURE

All Annual numbers are rounded to the nearest dollar and not an exact match to SAP.
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2021 SWORN MANAGEMENT STRUCTURE

All Annual numbers are rounded to the nearest dollar and not an exact match to SAP.
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2021 COMMUNICATION TECHNICIAN STEP STRUCTURE
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