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ÁTotal Compensation Philosophy

ÁBenefit Plan Review & Proposals

Á Market Themes

Á Medical Plan Renewal & Options

Á RFPs (Dental, Vision, Wellness)

Á Employee Assistance Program

Á Life and Disability

Á Holiday Schedule

Á Other Benefits

ÁCompensation Plan Review & 

Proposals

Á Legislative & Market Themes

Á Salary Grade Structure Proposal and 

Budget

Á Base Pay Proposal and Budget

Á S.O.  Step Structure, Pay Differentials 

and Budget

Á2020 Total Compensation Option 

and Cost Increase Summary
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TOTAL COMPENSATION PHILOSOPHY

ÁArapahoe 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.

ÁWe have been operating both Compensation and Benefits based on the 50th percentile of the market 

benchmarks

Á 5 Components of Total                                                                                                   

Compensation:

Pay provided for services 

rendered
Å Fixed or base pay (salaries, 

specialty pay)

Å Variable pay (Bonuses, Stocks)

Programs used to supplement cash 

compensation and protect the 

employee and family from financial 

risk

Practices, policies and programs 

which support efforts to help 

employees achieve success at 

both work and home

Aligns the organization, team and individual 

to what was accomplished; Acknowledges 

special efforts or performance and speaks 

directly to the need to feel appreciated

Learning experiences that 

enhance skills and 

competencies

Provides goals within the 

company

Compensation Benefits Work -Life

Success

Performance 

Recognition

Development 

& Career 

Opportunity
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BENEFITSREVIEW & PROPOSALS



2019 MARKET DATA

Medical
Medical Plan currently has a 

higher overall financial value 

compared to market due to low 

employee contributions 

Dental
Dental Plan currently has a 

higher overall financial value 

compared to market due to 

low employee contributions

Paid Time Off
Number of Holidays offered 

competitive with Public and 

Private Sectors; Sick & Vacation 

are competitive with our peers

Other
Vision, FSA, Group Term Life, & 

LTD are at market; Short Term 

Disability and EAP lag the 

market
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2019 DHMO NET VALUE COMPARED TO MARKET
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Design = Deductibles, Copays, Coinsurance 

and Out Of Pocket Maximums

Plan Design on Slide 36



MEDICAL RENEWAL FOR 2020

ÁKaiser Renewal ð11.36% or $2,319,000(2019 0.52% and 2018 4.91%)

Á Primary driver was a few extremely high claims

Á Even through Admissions and Days Inpatient decreased, there was a cost increase of 63.45% for 
inpatient services; an increase of 6.5% for outpatient; a decrease of 5.7% for Pharmacy

ÁWellness Program Design contributed to reduced renewal by -0.24% 

Á Kaiser applied a trend of 5.5%

ÁNational Average 6% and Colorado Average 7.9%

ÁHowever, we have an overall rate cap of 5.5% or $1,123,000(we split 50/50 with employees)

Á Plus the Return of the Health Insurers Fee (ACA) of 0.81% or $166,000
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MEDICAL PLAN DESIGN CHANGE DISCUSSION
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ER Copay
Increase Emergency Room Visit 

Co-Pay from $100 to $250 

Å39% of ER visits were not an 
emergency and thus the ER visit 
was avoidable. 

ÅOf that 39%, 72.4% were during 
off-hours, when employees could 
have used Chat with a Doc or 
the Nurse Line (appendix page 
37)

Infertility 
Add Infertility Treatments: 

0.25% or $51,000

ÅIncludes IUI, IVF and drug 
coverage at 50% for a maximum 
of 3 cycles

Hearing Aid
Add Hearing Aid coverage:  

0.12% or $24,500

ÅCovers $1,000 per year per ear



2020 DEDUCTIBLE HMO BENEFIT VALUE - PROJECTED
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Design = Deductibles, Copays, Coinsurance 

and Out Of Pocket Maximums
2019 Value on DHMO is 17% above market



DENTAL RFP
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Delta Dental received the highest score, resulting in remaining with Delta Dental and 
Rates reduced by 1.8% -$18,300 (-$10,000 general fund)

The evaluation committee members were: 

Dusty Sash, Total 
Compensation Manager

Rachel Beck, Benefits 
Analyst

Todd Weaver, Budget 
Manager

Jon Takayama, S.O. H.R. 
Manager

Jay Calderone, Lockton 
Consultant

The County issued a Request for Proposal (RFP) for a dental insurance carrier to 25 vendors. There 
were 5/6 responses that were evaluated: 

Delta Dental Aetna Ameritas The Standard Anthem



VISION RFP
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Avesis received the highest score, resulting in a change to the new provider and 
reduced premiums for employees by 14.3%

The evaluation committee members were: 

Dusty Sash, Total 
Compensation Manager

Rachel Beck, Benefits 
Analyst

Todd Weaver, Budget 
Manager

Jon Takayama, S.O. H.R. 
Manager

Jay Calderone, Lockton 
Consultant

The County issued a Request for Proposal (RFP) for a vision insurance carrier to 25 vendors. There 
were 6/7 responses that were evaluated: 

VSP Aetna Ameritas Anthem Avesis Lincoln



EMPLOYEE 

ASSISTANCE 

PROGRAM 

(EAP)
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ÅAs a bolt on there are a few limitations
ÅNo re-branding 

ÅNo customization of the customer service information

ÅOnly 3 face to face counseling sessions, then no warm transfer to Kaiser

Our current EAP is a òbolt onó to our Disability insurance

ÅAllow us to provide more in-depth assistance to our employees
ÅRebranding to try to reduce the stigma associated with calling the EAP

ÅCustomer Service and Clinicians will know the employee works at Arapahoe 
County

Å6 face to face counseling sessions with warm transfer to Kaiser to continue 
treatments

Propose adding a full EAP Plan for 2020

Estimated Cost: $32,000 ($19,200 to General Fund)



LIFE AND 

DISABILITY
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Rate Increase of 14% on Basic Life or $24,700

Rate Increase of 13% on LTD or $47,000

Child Life and AD&D coverage up to $10k and $20k

ÅVery low participation in the current $5K plan

ÅRate for $10K will be $0.93/pay period and rate for $20K will 
be $1.86/pay period



RETIREMENT PLAN INCREASE

Á The Retirement Plan contribution increase will go up by 0.25% to 8.75% of pay in 2020. 

Á County Cost will increase by approximately $272,000
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Á Current

Á Average pay is $2,448.00 biweekly gross

Á 8.5% or $208.08 contribution to 401a

Á Medical and Dental premium $21.31

Á $585.59 tax deduction

Á $1633.02 biweekly net pay

Á Exampleof 2020 changes

Á 3% merit increase for $2521.44 biweekly gross

Á 8.75% or $220.62 contribution to 401a

Á Medical and Dental premium $24.28

Á $606.41 tax deduction

Á $1670.13 biweekly net pay or an increase of $37.11



BENEFIT COST INCREASES
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WELLNESS PORTAL RFP
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Navigate received the highest score, resulting in selecting this platform

The evaluation committee members were: 

Dusty Sash, Total 
Comp. Manager

Rachel Beck, Benefits 
Analyst

Dominique Rideout, 
Benefits Specialist

Heidi Hamilton, Total 
Comp. Specialist

Julie Casper, Lockton 
Consultant

Kelly Adkins, Technical 
Reviewer

The County issued a Request for Proposal (RFP) for a Wellness Portal Platform to 65 vendors. There 
were 5/6 responses evaluated: 

Navigate WellRight HealthYou Healthbreak PDHI



WELLNESS 

INVESTMENT AT 

WORK

ÅWellness Counts participation up by 6%

ÅVirtual Care Room

Å5 Lactation Rooms

Physical  
Wellbeing

Å6 classes offered through ICMA

Å6 classes through College Invest

Å1 educational video (produced in house)

Financial 
Wellbeing

ÅMental Health First Aid Training

Å$0 Outpatient Behavioral Health

ÅWellness Room 

Emotional 
Wellbeing

Å2 Feed the Homeless events

ÅBlood Drives

Community 
Wellbeing

Å4 Countywide Challenges / year

Å38 Customizable Personal Challenges

ÅUser Friendly Total Health Assessment

New Wellbeing 
Portal



HOLIDAYS

ÁProposed schedule for 2020 (same as prior years):

Á New Years Day ðWednesday, January 1

Á Martin LutherKing Day ðMonday, January 20

ÁPresidentsõ Day ðMonday, February 17

Á Memorial Day ðMonday, May 25

Á Independence Day ðFriday, July 3

Á Labor Day ðMonday, September 7

Á Columbus Day ðMonday, October 12

ÁVeteransõ Day ðWednesday, November 11

Á Thanksgiving Day ðThursday, November 26

Á Day after Thanksgiving ðFriday, November 27

Á Christmas Eve ðThursday, December 24

Á Christmas Day ðFriday, December 25

Á Floating Holiday
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OTHER BENEFITS
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ÅAllow employees who have 40+ vacation rollover hours to exchange 40 hours annually, 
for a lump sum student loan payment on any student loan in their name 
Å2nd most requested benefit by employees/candidates

ÅAverage student loan debt is $32,150

ÅArapahoe County employee makes an average of $30.60 per hour resulting in a lump sum 
payment of $1,224.17 (gross and taxable as income) in addition to their regular monthly 
payments

Student Loan Payments

ÅAllows employees to set aside up to $13,500 per year pre-tax from their income to pay 
for eligible adoption expenses

Adoption FSA



COMPENSATIONREVIEW & PROPOSALS



LEGISLATIVE 

REVIEW
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Minimum Wage

ÅColorado Minimum wage to be at $15 by 1/1/2022

ÅDenver Minimum wage to be at $15 by 7/1/2021 ($13 by 7/1/2019, $14 by 7/1/2020)

ÅDenver has asked for $5.4 million to support this and compression

ÅAs they are included in our peer group the weighted market average will increase for every; expect the 
market movement to be a little higher over next two years

Equal Pay Act  

ÅCan no longer ask for salary history

ÅPay analysis must be done at least every 2 years, we conduct every year

òBan the Boxó Applicant Criminal History

ÅDoes not allow for private organizations to ask for Criminal History on initial application

ÅMost of our peers will adopt and it is our plan to do so

FLSA exempt salary test proposed increase to $35,308

ÅNo impact to Arapahoe County

911 SAVES Act (proposed)

ÅReclassify Communication Technicians (dispatch) as first responders



MARKET REVIEW
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Compa-ratio is back to 
1.00, demonstrating our pay 
is at market, overall

80% of employees are in 
positions matched to the 
EC market data

Unemployment Rate at 
3.4% in Denver/Boulder 
Area 

Self Sufficiency Standard for 
Arapahoe County (2019, 
Single Adult) = $28,850



MARKET INDICATORS ON PAY

Á2020 anticipated increases:

ÁMarket trend stating that Specific Jobs are valued higher in 2019 than numbers above indicate

Á2019/20: HVAC,Home Health Aids, Software Developers, IT Security Analysts & Application Developers 

*County and City Proposed (70% of peers responding)

Pay Component
EC Denver / 

Boulder

World At Work 

Denver
Pay Scale Govõt Peers*

Merit 3.3% 3.1% 3.2%-3.8% 3.36%

Structure 2.4% 2.4% 2.1-2.4% 2.24%
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MARKET/ STRUCTURE ADJUSTMENTS
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Reclassifications
24 jobs into a higher grade 

6 jobs into a lower grade

Market indicates a general structure increase of 2.4% which we applied to 
midpoints when rebuilding the structure

Midpoints represent the halfway point between minimum and maximum and 
were adjusted in accordance with the above adjustments

Cost of Market Structure Adjustment 
Bring to Minimum: 

$21,300 ($11,700 to General Fund)



UPDATE TO STRUCTURES
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Current A and M 
structures have 8 

grades each

Need to add 4 grades 
to the A structure 
and 2 grades to the 

M structure

For the A structure 
we need to reset the 
whole structure and 
rename it to E for 

Exempt

Grade ranges and 
midpoint differentials 
will be standardized 

for consistency 

No employee will be 
above the maximum 



MERIT 

ADJUSTMENTS

Á Propose 3.3% budget for merit 
(performance)

Á Can be an adjustment to base rate, 
quarterly lump sum or a combination of 
both

Á Change Lump sum to a bi-weekly payment

Á Separate Line Item on Check

Á Can be automated

Á Aligns with timeline for base pay increases 

Á Anyone receiving less than $10 annual 
would have the funds issued in one lump 
sum

Á Cost of Merit Adjustment: 

Á $3,467,000 ($1,907,000 to General 
Fund)
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SWORN 

MARKET / 

STRUCTURE 

ADJUSTMENTS
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Normal Step Progression: $536,000

Market indicates a general increase of 2.4%, however, 
we applied 1.7% to all steps to maintain 75th: $681,000

Adjustment of 0% to keep Deputy pay at 75th

percentile: $0 (see above note)

Sworn Management structure bring to minimum: 
$7,900

Cost of Sworn Market Structure Adjustment: 

Å$1,224,900 ($1,078,000 to General Fund)



S.O. COMMUNICATION TECHNICIANS & SUPERVISORS

ÁCommunication Technicians are the first 
responders who then dispatch out to 
Deputies

Á Statute proposed to make this official: 
911SAVES

Á Currently on grade structure, focus on 
experience & performance

Á Value seniority above all else, supported by 
steps 

ÁProposal: Convert to Step structure at 
75th percentile to match the Deputies

Á $62,800 ($34,500 to general fund) 
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Recruit Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7

Communications 

Tech I
$42,173 $44,160 $46,810 $49,618 $52,595 $55,751 $59,096 $62,213

Communications 

Tech II
$47,167 $49,390 $52,353 $55,495 $58,824 $62,354 $66,095 $70,633

Supervisor $74,871 $77,491 $80,204 $83,011 $85,916 $88,923 $93,691

Manager 

(range; not step)
$94,628 $108,514 $122,399



SWORN SUPPLEMENTAL
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ÁCurrent ÁRequested

Á $108,300 ($59,565 to General Fund)



2020 TOTAL 

COMPENSATION 

COST ESTIMATE 

SUMMARY



2020 TOTAL COMPENSATION COST ESTIMATE
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Note: to add .25% to merit 

per previous year's discussion 

would be an additional 

$263,000



TIMELINE



TIMELINE
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July 24: Elected Officials, 
Deputies and Department 
Director proposal review

August 2: Meet with 
Executive Budget 

Committee to review 
options/models

August 13: Study Session 
to review Total 

Compensation proposal 
and direction on proposals

September 5 -7: 
Executive Budget 

Committee review of 2019 
budget requests from 

Elected Offices &  Depts.

October 30 -
November 13: Benefit 
Plan Open Enrollment 

October 16: Study 
Session on 2020 

recommended budget to 
the BOCC

November 20: HR 
Compensation sends 
Performance Rating 

Spreadsheets to 
Directors/EOs

December 2: Supervisors 
complete writing of 

employee Performance 
Evaluations

December 3 -6: 
Directors / Elected 
Officials conduct 

calibration meetings if 
needed

December 9: Directors / 
Elected Officials send 
Performance Rating 

Spreadsheets to 
Compensation

December 10: Adoption 
of Budget at Public 

Hearing

December 12: 
Compensation sends 

worksheets to DD/EOs to 
enter pay adjustments

Dec. 16 ðJan 2: 
Supervisors deliver 

performance reviews & 
communicates increases

January 24: Pay increase 
and benefit changes 

reflected on paycheck



DIRECTION REQUESTS SUMMARY

34

ADD 
COMPENSATION 

RECOMMEND-
DATION TO BUDGET 

PROCESS

MOVE LUMP SUM 
MERIT TO BIWEEKLY 

PAYMENTS

INCREASE 
SUPPLEMENTAL PAY 

MOVE 
COMMUNICATION 

TECHS TO STEP 
STRUCTURE

ADD A FULL EAP 
PROGRAM

THE 2020 HOLIDAY 
SCHEDULE

ADD INFERTILITY 
COVERAGE TO 
MEDICAL PLAN

ADD HEARING AID 
COVERAGE TO 
MEDICAL PLAN



APPENDIX
BENEFITS & 

COMPENSATION



MEDICAL PLAN 

DESIGN
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ALTERNATIVES TO THE EMERGENCY ROOM
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LOCKTON COST COMPARISON ðMEDICAL PROPOSED
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EMPLOYEE BIWEEKLY COST COMPARISON - MEDICAL
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LOCKTON COST COMPARISON - DENTAL
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2019 COUNTY 
COMPA-RATIO 
BY 
DEPARTMENT 
OR OFFICE
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2019 SALARY 

DEMOGRAPHICS 

ÁAverage Pay = $65,700 ($60,597 without Sworn)

Á 57.8% of employees are below the Average Pay

ÁLowest Pay =  $29,120 (Custodian)

ÁNumber of Employees at Minimum of pay grade 

(2019) = 11 (0.05%)

ÁNumber of Employees at Maximum of pay grade 

(2019) = 139 (6.6%)

ÁNumber of Deputies at top Step Level (2019) = 

236 (53%)
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2019 EMPLOYEE 

DEMOGRAPHICS
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2020NON -EXEMPT STRUCTURE
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2020 EXEMPT PROFESSIONAL STRUCTURE
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All Annual numbers are rounded to the nearest dollar and not an exact match to SAP.  



2020 EXEMPT MANAGEMENT STRUCTURE
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All Annual numbers are rounded to the nearest dollar and not an exact match to SAP.  



2020 DEPUTY STEP STRUCTURE
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2020 SWORN MANAGEMENT STRUCTURE
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All Annual numbers are rounded to the nearest dollar and not an exact match to SAP.  


