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Agenda Item#12B-2

R - 2007.01.24 - 013
City of Dover Labor Relations Policy

Resolution Number:
Resolution Re:CITY OF DOVER

WI-fERE.-\S: On July 12, 2006, at its regular meeting, the City Council resolved to create a Labor Policy
Committee of three (3) City Council ivlembers, appointed by the Mayor, to review and
recommend the establishment oflong-range objectives to serve as a guideline for labor
relations and policy issues.

WHERE.-\S: In establishing such a guideline, the Mayor and City Council desire to promote fair and
equitable compensation and benefit programs consistent with general employment market
trends to its employees that will also benefit d1eCity.

WHERK-\S: The Labor Policy Committee has presented to the City Council their report which includes
their recommendations and background information.

NOW, THEREFORE, BE IT RESOLVED BY THE I\1AYOR AND DOVER CITY COUNCIL THi~.T:

The following objectives be established:

1. Continue with a fixed step pay system and explore options to reward employees
for exceptional performance, such as through a gain sharing program.

2. Explore options to revise the City's longevity program.
3. Maintain a negotiated wage percentage increase versus a COLA percentage tied to

any Consumer Price Index (CPI).
4. Develop and implement a formal Exit Interview Program to determine why

employees are leaving the City's employ. .
5. Provide a salary study of both the private and public sectors within a 20 mile

radius of Dover for front line employees and a 40 mile radius for supervisory staff
positions to be presented to the City Council in] anuary of the year a contract
expires.

6. Explore healthcare options, including the health buy-out program, to reduce or
minimize the City's budget impact.

7. Revise leave time provisions to reduce or minimize the City's long-term liability.
8. Recognize the impact of the City's obligation toward New Hampshire Retirement

benefits and how it contributes to the total benefits package.
9. Continue to explore and suggest options to foster commonality between City and

School operations.

AND, FURTHER BE IT RESOLVED THAT:

The objectives stated above are only intended to serve as a guideline. The City Manager is
fully auIDorized to negotiate over any and all terms and conditions of employment, and the
City Council will consider any tentative agreement reached between the City Manager and
IDeCity's employees.
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CITY OF DOVER

AUTHORIZATION

Resolution Number:
Resolution Re:

Agenda Item#12B-2

R - 2007.01.24 - 013
City of Dover Labor Relations Policy

:\pproved as to Funding: Carol Coppola
Interim Finance Director

Sponsored by: Mayor Scott Myers
By request

Approved as to Legal Form: Allan B. Krans, Sr.
City .""ttorney

Recorded by: Judy wouette
City Clerk

DOCUMENT HISTORY:

January 24, 2007
anu 24,2007

Public Hearing Date:
Effective Date:

NONE
nla

DOCUMENT ACTIONS:

Regular Meeting held January 24,2007.
DeDe moved to adopt, seconded by Ciotti.

VOTING RECORD
Date of Vote: YAY NAY

Mayor Scott Myers X
Deputy Mayor Jason Thomas Hindle, At Large X
Councilor Robert Keays, Ward 1 X
Councilor Douglas DeDe, Ward 2 X
Councilor David Scott, Ward 3 X
Councilor Dean Trefethen, Ward 4 X
Councilor Catherine Cheney, Ward 5 X
Councilor Harvey Turner, Ward 6 X
Councilor Dennis Ciotti, At Large X

Total Votes: 8 1
RESOLUTION PASSES
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Agenda Item#12B-2

R - 2007.01.24 - 013
City of Dover Labor Relations Policy

Resolution Number:
Resolution Re:

CITY OF DOVER

RESOLUTION BACKGROUND MATERIAL:

The Labor Policy Committee (LPC) met on si.x(6) occasions between October, 2006 and January, 2007.

The LPC reviewed the recommendations from the former Ad-Hoc Committee on Personnel Policy and
Compensation. As part of the review the LPC determined what had been completed and what is still
pertinen t.

In addition to the report review, new issues were identified and discussed.

Committee members reviewed material which includes, but is not limited to, public sector wage and benefit
offerings, benefit trends, organizational climate survey information, as well as exploring what resource(s)
would be used to compile private sector wage data.

The LPC heard presentations from a number of union representatives wishing to share their umon's
perspective on a variety of issues.
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CITY QF DOVER

LABOR POLICY COMMITTEE - REpORT

TO: CITY COUNCIL

FROM: LABOR POLICY COMMITTEE
MAYOR SCOTT MYERS, CHAIR
COUNCILOR DOUGLAS DEDE
COUNCILOR DEAN TREFETHEN

SUBJECT: LABOR POLICY COMMITTEE REPORT AND RECOMMENDATIONS

DATE: JANUARY 4, 2007

The following report from the Labor Policy Committee includes background information on the
City of Dover's goals in the areas of labor policy practices and controlling long-term liability
costs. The Labor Policy Committee utilized the former AD-Hoc Committee on Personnel Policy
and Com pensation's re port, dated February 15, 1997, a s a starting point. The report was
reviewed to determine w hat issues had been completed and what is still pertinent. In addition to
the report review, new issues were identified and discussed. It is the intent of this Comm ittee to
provide recommendations and preferences for consideration by the City Council. Once
endorsed by the City Council, the final report would becom e a policy for the City to use as a
guideline. It is recom mended the fina I, endorsed report be presen ted to all new / incoming City
Council members to provide insight regarding the direction of the City as it relates to labor
relations and policy issues, as well as, how the direction was determined.

Background

In July, 1996, the City Council recognized a need to establish an Ad-Hoc Committee on
Personnel Policy and Compensation to establish a consistent and longer term policy addressing
specific personnel policy and compensation matters. The specific areas examined by the Ad-
Hoc Committee members included the City's compensation system, insurance benefits, leave
program, and ability to use the Fair Labor Standards Act overtime exemption for certain salary
designated employees. In considering the various issues involved in these keys areas, the Ad-
Hoc Committee formulated several recommendations to be included as part of an overall
compensation policy. A summary of the various issues, identified by the former committee, in
each of the key areas; recommendations made; and accomplishments follow.

1. Complete a review of and maintain competitive wage schedule informatio n for all
position classifications through periodic wage studies.

Comparative wage data is collected annually through the Local Government Center's
(ULGC") Annual Wage, Salary, and Benefits Survey for Municipalities and
CareerlnfoNet.org. The LGC Annual Survey is a compilation of data received from
questionnaires sent to all 234 New Hampshire communities. The survey is designed to
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CITY OF DOVER

LABOR POLICY COMMITTEE - REpORT

guide communities with their compensation and be nefit policies. Caution should be
exercised when com paring wages, as there ar e often considerable differe nces in
responsibilities in jobs with similar or identical job titles. Also, differences in salary levels
may reflect regional differe nces in the cost of living and the a bility of the municipality to
compensate employees. Nonetheless, the survey is an extremely valuable document in
comparing salaries and related items. The City of Dover has used population to
determine comparable communities to compare ourselves with. T he comparison wages
from this survey are displayed as M in., Median, and Max. wages. When displaying
Dover's wag e information M in., Actual, and Max. are used.

CareerlnfoNet.org provides national, state and 10 cal career information and labor market
data using career tools, career reports, a career resource library and other web-based
tools and provides data from a variety of federal and state so urces, inc! uding the Bureau
of Labor Statistics (BLS) and the Occupational Information Network (O*N ET) at the U.S.
Department of Labor; the U.S. Department of Education; the Bureau of Economic
Analysis at the U.S. Department of Commerce; the Bureau of the Census at the U.S.
Department of Commerce; and other Federal, State, and private institutions. With this
website the City of Dover has the ability to compare wage information from selected
regions. The City of Dover has been using data from the Portsmouth - Rochester, NH-
ME region whenever possible. On the rare instances when there is no data available for
this region, the Boston, MA - NH region would be used an d noted. The com parison
wages from this website are displayed as low, median, and high wages.

When com piling and comparing wa ge data the City attem pts to maintain wages based
on the compensation philosophy summarized in the City of Dover, NH Compensation
Program Overview (attached). In accordance with the City's compensation philosophy,
the City attempts to maintain pay levels for its employees whi ch are based upon median
pay rates reported for similar jobs identified in both the public and private sector
markets. The City's objective is "to not be the highest and to not be the lowest" in terms
of pay rates. Using the two resources above allows the City to make those
comparisons.

2. Eliminate the existing merit pay program and institute a fixed step pay system.

The transition of go ing from a merit pay progra m to a fixed step pay system has
occurred th rough ongoing negotiation s starting with 1996 - 1999 Coli ective Bargaining
Agreements. Four (4) unions (DP EA, IAFF, DPFOA, and DPAAII) converted to the fixed
step plan for FY99. The remaining three (3) unions had conversions to the step plan
when AFSCME converted in FYOO, DMEA in FY03, and finally DPA in FY06.

One advantage to having a fixed step pay system is that it allows the City to budget
more accurately for its personal services each year of the contract. In earlier years of
this conversion wage schedules were increased annually based on the Boston CPI-U
with a minimum and maximum percentage increase attached to it. More recently, a fixed
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CITY OF DOVER

LABOR POLICY COMMITTEE - REPORT

annual percentage adju stment was implemented for wage schedule incre ases, which
allows for even greater accuracy in budgeting personnel. A disadvantage to having a
fixed step pay system is that the minimum criteria to receive a step increase are to have
the completion of a "satisfactory" evaluation, th erefore there is no incentive for
employees to "over achieve."

3. Continue longevity programs rewarding employees by providing a payment on the basis
of continuous years of service with the City. Such payments should be made after an
employee achieves the maximum amount for their position as aI/owed in the wage

schedule.

Since employee turnover can be very costly the use of longevity payments was seen as
a way to reward employees for the achievement of completing a specified number of
continuous years of service with the City.

4. Provide an annual bonus program to be awarded by the City Council upon
recommendation of the City Manager for those employees demonstrating meritorious
service above and beyond regular performance expectations.

The intent of this recommendation was to reward em ployees for going" above and
beyond" the requirements of their job. This was thought to be significant because it
could be used in conjunction with the im plementation of a fixed step pay system. With a
fixed step plan in place this would allow for recogn ition of those employees that were
doing more than they were required to in their jobs.

Not much, if anything, has been do ne in the area of an annual bonus program. The City
once had an "Employee of the Year" recognition program, but for the same reasons that
little has been done with a bonus program, the "Employee of the Year" program has
been defunct. Programs recognizing "individual" contributors can be too subjective and
may be viewed as promoting favoritism.

5. Institute a cafeteria style fixed benefit program for aI/ benefit eligible employees.

A true cafeteria style benefits program provides a fixed dollar amount per employee with
a list of various benefit offerings for the employee to choose from with their fixed dollar
amount. This type of program allows the employee to select what benefits are most
beneficial to them individually.

The City implemented a pseudo cafeteria plan in that we have a wide arr ay of benefit
offerings, but many of them are standardized benefits that are determined through
negotiations. As an example, employees eligible for health insurance benefits pay a
negotiated percentage of the premium. Each regular full-time em ployee is required to
have, at a minimum, a basic package of health and dental insurance, wh ich makes
having a true cafeteria plan more difficult.
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CITY OF DOVER

LABOR POLICY COMMITTEE - REpORT

6. Implement a consolidated earned time leave program.

The intent of the Ad-Hoc Com mittee was to consolidate the various leave allowances,
including annual, personal sickness, military, and bereavement into a single pool of
leave time that would accrue on a regular basis with a cap and buy back provisions
intended to minimize the City's unfunded leave Iiabil ity.

The consolidation of leave time has not been implemented to date. The difficulty with
this type of provision is in determining the total number of consolidated leave hours to be
granted, as well as the cap amount.

7. Identify and classify as exempt those positions that qualify as such under the provisions
of the Fair Labor Standard s Act ("FLSA 'j.

The intent of identifying and classifying positi ons that qualify as exempt under the
provisions of the FLSA was to utilize the overtime exemptions that are in effect for
exempt positions.

All positions were reviewed and identified positions meeting the requirements for exempt
status through FLSA were acknowledged and changed. When a new position is created
the job responsibilities for the new position are evaluated to determine if it qualifies for
exempt status.

At its regular meeting on July 12, 2006, the City Council passed a resolution (attached) to create
a Labor Policy Committee to review and recommend the establishment of long-range objectives
for the City. Further, the Labor Policy Committee would provide a report of their
recommendations to the City Council on or before January 10, 2007.

The Labor Policy Committee reviewed the recommendations provided by the former Ad-Hoc
Committee and discussed their continued relevance and preference. Once the form er
committee recommendations were reviewed, discussion ensued regarding any additional
recommendations this committee would be interested in exploring or noting in the ir report. A
bulleted list of the Labor Policy Committee recommendations follow in the Recommendations
section of this report. A detailed account of each is provided later in the report under Personnel
Policy and Compensation Issues.

Recommendations

In light of the information the Labor Policy Committee has reviewed, the following
recommendations are being provided to the City Council for consideration in establishing a
consistent, long-term, overall direction for the City's labor relations policy.
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CITY OF DOVER

LABOR POLICY COMMITTEE - REpORT

1. Continue with a fixed step pay system and explore options to reward emp loyees for
exceptional performance, such as through a gain sharing program.

2. Explore options to revise the City's longevity program.

3. Maintain a negotiated wage percentage increase versus a COLA percentage tied to any
Consumer Price Index (CPI).

4. Develop and im plement a formal Exit Interview Program to determine why employees
are leaving the City's em ploy.

5. Provide a salary study of both the private and public sectors within a 20 mile radius of
Dover for front line employees and a 40 mile radius for supervisory staff positions to be
presented to the City Co uncil in Janu ary of the year a contr act expires.

6. Explore healthcare options, including the health buy-out program, to reduce or minimize
the City's budget impact.

7. Revise leave time provisions to reduce or minimize the City's long-term liability.

8. Recognize the impact of the Ci ty's obligation toward New Hampshire Retirement
benefits and how it contr ibutes to the total benefits package.

9. Continue to explore an d suggest options to foster commonality between City and School
operations.

Personnel Policy and Compensation Issues

The following provides a detailed account of the various personnel and policy issues the Labor
Policy Committee agreed should be addressed over the next decade along with the committee's
recommendations for each issue. The identification of issues and re commendations are meant
to serve as a general guideline for the City to use when dealing with com pensation and policy
issues in the future.

Compensation:

The City's employee com pensation system is currently comprised of two core components.
There is an established minimum and maximum salary range for each class of position. These
rates are adjusted annually by a negotiated set percentage. Union employees fall on a fixed-
step in the wage sched ule and are eligible to receive a step increase an nually upon a
"satisfactory" or better evaluation on their anniversary date until reaching the maximum step
allowed. Non-union employees receive annual salary adjustments on their an niversary date
based on merit as outlined in the City of Dover's Merit Plan (attached). The Merit Plan, which
refers to the Job Classification Plan and the Step Wage Schedules, is amended as deemed
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CITY OF DOVER

LABOR POLICY COMMITTEE - REpORT

necessary by the City Manager with final appro val by the Dover City Council. The pay plan, as
it relates to those positions represented by collective bargaining units is a negotiated item in the
respective collective bargaining agreements, with final approval of the City Council.

Currently, the City compiles salary data, for comparison with comparable communities, through
the use of the annual Local Government Center Wage, S alary, and Benefits Survey for
Municipalities. It is the Committee's opinion that the disparity that existed between pu blic and
private sector wages no longer exists and that, if anything, a shift has 0 ccurred that, on average,
places private sector wages at or below those of comparable public sector positions. Some
time ago the City moved away from a merit based pay system for its unionized workers and has
utilized a fixed step pay system in its place. The purpose of going to a fixed step pay plan was
to remove the perceived or actual subjectivity of a merit based plan, but by doing so, the City
has potentially removed incentive for employees to perform at a higher than satisfactory level.

Recommendation:

• Continue with a fixed step pay system and explore options to reward employees for
exceptional performance, such as through a gain sharing program. The fixed step pay
system takes the subjectivity out of pay increases an d allows for more accurate
budgeting from year to year. Additionally, the extension of steps stretches out the
amount of time that it takes an employee to reach the maximum pay range. The
exploration of a reward system for exceptional performance may encourage employees
to perform at a higher than satisfactory level. The reward system should be based on
department performance versus individual performance, again, to keep subjectivity out
of it. An example may be that if a department implements a practice that saves the
department a significant amount of money, a portion of the savings may be given back to
the department as a reward to be used for a special piece of equipment, training, special
project, etc.

• Maintain a negotiated wage percent age increase versus a COLA percentage tied to a ny
Consumer Price Index (CPI). By maintaining set percentage increases it allows the City
to more accurately budget for its personnel from year to year. It is understood that the
negotiated percentage may not accurately reflect what is happening with the economy,
but that risk goes both ways. There may be years when the negotiated percentage is
greater than the CP I and other years when it may be less than CPI. Additionally, the use
of a fixed percentage allows the City to follow its compensation program philosophy,
which is to try and maintain City wages at a median range when compared to othe r
communities and the private sector.

• Provide a salary study of both the private and public sectors within a 20 to 40 mile radius
of Dover to be presented to the City Council in January of the year a contract expires. A
salary study will allow the City to compare its wages against other communities and
private employers for similar positions. The salary study should show the public se ctor
and private sector wage information separate from one another so as to not skew the
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CITY OF DOVER

LABOR POLICY COMMITTEE - REpORT

data by combining them. The salary survey will provide the City with a picture of how
well we are managing salaries according to our compensation program by maintaining
salary ranges that are in the median range when compared to othe r communities.

Longevity Payments:

The City currently provides longevity payments to employees based upon their length of
service to the City. These payments are provided for a specified number of years of
continuous service as established in the various collective bargaining agreements and the
Merit Plan. The longevity payments are made as alum p sum during the first full pay period
in December of each year. Payments start at the completion of five (5) years of service and
increase in five (5) year increments up to twenty plus (20+) yea rs of service.

The City's collective bargaining agreements and Merit Plan have included longevity
payments for some time. The concept surrounding longevity has been to reward employees
for their continuous service and dedication to the organization. In the early 1990's the
longevity program varied dramatically from union to union. Some implemented longevity
payments after 10 years of continuous service, some increased payments through 30+
years of service, and still others had longevity payments as a percentage of base salary
versus a set dollar amount. In the last decade tremendous progress was made by
implementing a uniform longevity payment schedule that applied to all unions and the Merit
Plan.

Recommendation:

• Explore options to revise the City's longevity program. The original concept beh ind
longevity payments is to reward employees for continuous years of service and
dedication to the organization. Additionally, the intent of long evity has been viewed
as a means to provide a monetary reward for employees that have reached the
maximum salary range. It is for that reason it has been suggested that other options
be considered for the longevity program. One suggestion was to have longevity start
after ten (10) years of continuous service and/or after the em ployee has reached the
maximum pay range for their classification.

Insurance Benefits:

The City currently makes available to eligible employees a standard package of insurance
benefits. This comprehensive benefit pack age includes a number of choices in the areas of
health and dental insurance. There are life and disability insurances for eligible employees,
as well. The City also provides anum ber of supplem ental benefits that are optional through
the use of payroll deductions, such as flexible spending accounts, 457 deferred
compensation plans, additional life and disability insurances, as well as home and auto
insurances.
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CITY OF DOVER

LABOR POLICY COMMITTEE - REpORT

Health plan offerings currently available to eligible employees include the traditional Anthem
Blue Cross and Blue Shield JW and Comp 100 plans; BlueChoice Three-Tier Plan (PaS);
Matthew Thornton Blue (HMO); and Lumenos Enhanced Option (Consu mer-Driven). Dental
plan offerings include Base, Mid, and High levels of the Delta Dental A, B, C, & D service
plans. Coverage unde r the terms of both the health and dental plans are made available to
employees for either single, two-person, or family coverage. As of the date of this report,
the cost share for health insura nce premiums varies by union, not by design, but because
there are some unions working under current Agreements and others working under expired
Agreements at status quo. The City currently pays 100% of the dental premium up to two-
person base coverage. The cost to increase to mid / high coverage and/or family plan
option is borne by the employee (the difference from two-person base coverage).

In considering the offerings of the City's insurance benefit program, it should be noted that
employers typically provide a basic level of insurance benefits to meet the reasonable needs
of both the employee and the organization. Employers generally provide access to group
insurance benefits which an employee would typi cally be unable to obta in on their own. An
employer also often makes available a basic level of insuran ce coverage in order to protect
the investment that they have in an employee. A s with maintaining a com petitive wage
schedule, a com prehensive offering of insurance benefits extends the basic benef it offerings
to further aid in recruiting and retaining qualified and valued employees. However, with that
being said, there is also a need to control or reduce the impact on the City's taxpayers by
increasing the employee participation in the co st of their health insuran ce consistent with
what is happening in the general employment market.

Recommendation:

• Explore healthcare options, including the health buyout program, to reduce or
minimize the City's budget impact. Through the use of a cost benefit analysis
optimum buyout percentage(s) should be determined. Realizing that many aspects
of health insurance premium costs are out of our control the City may benefit by
researching options for different plan types and increased em ployee participation in
the cost of health insurance programs consistent with the general em ployment
market trends to red uce the im pact on the taxpayers of the City.

Leave Program:

The City's leave program consists of various provisions for com pensated annual, personal
illness, military, jury, bereavement, and special leaves. Many of the leave provisions have
been standardized between the various collective bargaining units, although certain
differences in accrual rates, maximum accrual caps, and use restrictions re main. Over the
past decade an attempt has been made to address the City's growing unfunded liability for
accrued sick and annu alleave. Provisions have been made to grandfathered employees on
an agreed upon date an d provides ten (10) ten personal ill ness leave days each year with
no carry-over or accrual allowed from year to year. Provisions have also been put in place
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CITY OF DOVER

LABOR POLICY COMMITTEE - REpORT

to buy-down grandfathered personal leave in orde r to reduce the City's long-term liability.
There has been discussion amongst the Committee members that a consolidated leave that
covers all types of leave com bined in one pool would be the ideal, but the Comm ittee also
realizes that a consolidated leave plan is unlikely to occ ur.

Recom mendation:

• Revise leave time provisions to reduce or minimize the City's unfunded, long-term
liability. Although the concern fo r long-term liability exists there is also a concern
that employees are not utilizing their annual vacation leave to its fullest. It is the
City's belief that employees should use their an nual vacation leave to have per iods
of rest and spend time with their family and friends. A 'use it or lose it' policy needs
to gradually become part of the culture regarding leave time with some limited
flexibility.

Other Benefits:

There has been muc h concern over the percenta ge increase costs being placed on
employers for participants of the New Hampshire Retirement System (NHRS). NHRS is a
multi-employer contributory defined benefit plan qualified as a tax-exempt entity under
section 401 (a) and 501 (a) of th e Internal Revenue Code. The System provides retirem ent,
disability, and death benefits to its eligible m embers and their beneficiaries. NHRS also
administers a separate postretirement medical benefit, which provides a subsidy for
postretirement health insurance premiums for eligible pension plan members.

As a defined benefit plan, NHR S provides retirement benefits which are based on a formula
that measures service and salary; the benefits are not based on how much the individual
pays into the plan or how well his or her investments perform. The more service members
have with NHRS and the more income they earn throughout their career, the greater the
amount that their pension bene fits will be. With a defined benefit plan, ind ividuals do not
assume the risk.

Although New Hampshire Retirement benefits are not an item open to negotiation it is the
opinion of the Com mittee that it is a staffing cost that needs to be considered nonetheless
as being part of an employee's total salary and benefit package.

Recommendation:

• Recognize the impact of the City's obligation toward New Hampshire Retirement
benefits and how it contributes to the total benefits package. The City needs to
continue to advocate for greater participation on the New Hampshire Retirement
System Board.
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LABOR POLICY COMMITTEE - REpORT

Policy and Business Operations:

Currently the City of Dover does not have an official "Exit Interview" program to determine
why individuals are leaving the City's employ. Informally, management may hear why
people are leaving, but there is no formal mechanism in place to document the reasons.
Knowing why people are leaving can be a useful tool as organ izational turnover can be very
costly.

The Labor Policy Committee also expressed the desire to encourage pursuing opportunities
where City a nd School services may be consolidated a nd information shared. This
suggestion is a desire to explore areas where there can be a commonality between the two
organizations that will benefit the City of Dover and its taxpayers.

Recommendation:

• Develop and implement a formal Exit Interview Program to determine why
employees are leaving the City's employ. The information from a formal exit
interview program can be a wonderfu I tool for the City to gauge its competitiveness in
all aspects of its business. If the City is losing its employees to other organizations
that have better wages, benefits, working conditions, etc. this process will bring that
out and allow the City to determine how to best address improvements that may
need to be made. Additionally, it may validate that we are very competitive if the
majority of the employees are leaving for other reasons, such as relocation.

• Continue to explore and suggest options to fo ster commonality between Ci ty and
School operations. Areas should be explored that will benefit the City, its taxpayers,
and streamline processes and operations.

Summary

During this process, the Labor Policy Committee has addressed a number of areas in which
it believes there is room for improvement that will benefit the City, but still be equitable to the
City's employees. The committee also discussed many additional ideas and changes that
ultimately did not become a part of the final policy recommendations. As a part of the Labor
Policy Committee's meeting schedule, an opportunity was offered for representatives of the
City's seven Employee Unions to address the committee and share their respective
viewpoints. Common threads from those comments heard included that it was important for
City Councils to understand the history of these contracts and the chan ges agreed to over
the years, that City employees are an important part of the "infrastructure" of the City, even
though the City Council wants to negotiate sim ilar contracts with all of the unions at the
same time - not all unions have the sam e needs, there is concern over the im pact of higher
health insurance costs to the employees and a desire to reestablish a Healthcare
Committee as employees and the City both have a vested interest.
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CITY OF DOVER

LABOR POLICY COMMITTEE - REPORT

The Labor Policy Committee encourages that a consensus be established by the City
Council in order to provide specific direction which can be communicated to the City
Manager. Such consensus will also provide longer term direction in making improvements
to labor policy and hum an relations issues.

It is recommended the final, endorsed report be presented to all new / incoming City Council
members in order to provide insight regarding the direction of the City as it relates to labor
relations and policy issues as well as how the direction was determined. It is further
recommended this information and review process be re viewed and updated through the
use of a sub-committee in 2015 or earlier if deemed appropriate.

Committee members will be pleased to address any questions or offer any additional
information that may be necessary.
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City of Dover, NH
FY2008 Labor Negotiations Background Information

Previous Negotiating Objectives/Accomplishments:

• Overarching labor policy and negotiating objectives studied and established by prior City
Councils with stated purpose: "to promote fair and equitable compensation and benefit
programs consistent with general employment market trends to its employees that will
also benefit the City."

• Completed a comprehensive wage survey and implemented negotiated fixed step wage
schedules based upon an analysis of market competitiveness and internal equity
(AFSCME, OPEA, OPAAII, IAFF, OPFOA, OMEA).

• Eliminated the lump-sum bonus payments for employees reaching their maximum wage
rate and coordinated a standardized longevity bonus program with the fixed step pay
system (OPAAII, OPA, IAFF, OPFOA, OMEA, AFSCME, OMSEA).

• Included contractual provisions to preserve and utilize the Fair Labor Standards Act
overtime exemptions for certain position classifications (OPFOA, OPAAII, OMSEA).

• Included contractual provisions to introduce and make greater use of flex time for certain
labor, administrative and clerical positions (AFSCME, OMEA, OMSEA).

• Instituted insurance premium cost containment strategies through implementation of a
Cafeteria Style benefits program and percentage increase based employce premium co-
payments (OPAAII, OPA, IAFF, OPFOA, OMEA, AFSCME, OMSEA).

• Institute further benefit cost control measures to including increasing the rate of employee
premium cost sharing (OPAAII, OPA, IAFF, OPFOA, OMEA, AFSCME).

• Continued indexing of salary grade adjustments to the regional economy as indicated by
CPI-Boston with min/max caps to avoid excessive fluctuations (OPAAII, OPA, IAFF,
OPFOA, OMEA, AFSCME, OMSEA).

• Continued the standardization of certain contract provisions between all unions to
improve efficiency of contract administration/application (OPAAII, OPA, IAFF, OPFOA,
OMEA, AFSCME, OMSEA).

• Amended contractual language and reduced the growing liability related to retiree health
care costs and leave accruals (OPAAII, OPA, IAFF, OPFOA, OMEA, AFSCME,
OMSEA).

Suggested Areas To Be Addressed in Upcoming FY-ZOOS Negotiations:

• Support established compensation philosophy by maintaining step/merit based on
longevity and maintaining internal cquity and market competitiveness (not the highest/not
the lowest). Continue to utilize lag the market structure changes - 0% COLA increase.

• Consider retirement incentivcs or other provisions to reduce payroll costs.

• Maintain standardization of contract language/terms and consistent leave schedules and
contract termination dates with all bargaining units.

• Address other work rule issues specific to individual unions/departments



City of Dover, NH
Statlls of Collective Bargainillg

January 23, 2008

UNION STATUS

DPA (Police Officers) Negotiating teams have been established. There have been
no meetings to date.

DPAA(2) (Police Administrators) Negotiating teams have been established. There have been
no meetings to date.

DPFOA (Fire Officers) Negotiations initiated I 1/08/2007. Union represented by
attorney. We have had two (2) meetings. Meetings to date
have focused on operational issues. Economic issues have
not yct been discussed.

1AFF (Firelighters) Negotiations initiated11/08/2007. Union represented by
attorney. We have had.two (2) meetings. Meetings to date
have focused on operational issues. Economic issues have
not yet been discussed.

DPEA (Comm. Servo Supervisors) Negotiations initiated 11/18/2004. Union represented by
attomey. This association is currently working under a
collective bargaining agreement that expire June 30, 2005.
The City has been through negotiations, mediation, fact
finding, and back to negotiations. The two sides are still very
far apart and to date DPEA has had no interest in getting back
to the negotiating table.

AFSMCE (Comm. Servo Workers) Negotiations initiated 9/2712007. Union represented by
AFSCME Business Agent. Three meetings were held and
negotiations were then put on hold pending Council direction.

DMEA (City Hall/Library Workers) Negotiations initiated 10/21/2007. Union represented by
negotiating team. One meeting was held and negotiations
were put on hold pending Council direction.



Trend In Insurance & Retirement Rates

Insurance Rates

Insurance Rate Change
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Year

2005 2006 2007 2008

I!IEmployees
• Police

DFire

City
2000 2001 2002 2003 2004 2005 2006 2007 2008

Employees 3.94% 3.94% 4.47% 4.47% 5.90% 5.90% 6.81% 6.81% 8.74%

Police 4.63% 4.63% 5.66% 5,66% 7.an(, 7.80% 9.68% 9.68% 11.84%

Fire 5.40°.4 5.40% 6.94% 6.94% 13.44% 13.44% 14.36% 14.36°-' 15.92%

Employee

Employees 5.00% 5.00% 5.00% 5.00% 5.00u,4 5.00% 5.00% 5.00% 5.00",(,

Pollee 9.30% 9.30% 9.30% 9.30% 9.30°,4 9.30% 9.30% 9.30% 9.30%

Fire 9.30% 9.30% 9.30% 9.30% 9.30°.4 9.30% 9.30% 9.30% 9.30%



Salary Increases

Cost of Living Increases

Cost of Living Increases
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3.00%



General Economic Data

Percent Change in Labor Market Information
2000 through 2006

Index 2000 2001 2002 2003 2004 2005 2006

US Consumer Price Index-U 2.5% 4.3% 2.6% 3.8% 2.7% 3.3% 3.1%
Boston/Portsmouth MSA

Total Personal Income - - - 2.7% 6.5% 4.4%
New Hampshire

Per Capita Income - - - 0.1% 7.3% 3.3%
New Hampshire

Avg. Wkly Wage - All Sectors - - - 3.2% 5.0% 4.7% 4.8%
New Hampshire

Avg. Wkly Wage
Dover All Sectors - 11.5% 5.1% 2.8% 5.6% 3.5% 4.8%

Government only - 10.7% 0.9% 5.8% 3.9% 1.8% 4.1%
Private only - 11.5% 5.6% 2.4% 5.9% 3.7% 4.8%

" " no statistics assembled for this period

Source: NH Department of Labor



General Information: (617) 565-2327 Media Contact: (617) 565-2331
Consumer Price Index Boston-Brockton-Nashua, MA-NH-ME-CT (1982-84 = 100)
CONSUMER PRICE INDEX fOR ALL URBAN CONSUMERS (CPI.U), NOT SEASONAUY ADJUSTED

http://www.bls.gov/rol

Boston-8rockton-Nashua, MA-NH-HE-CT AllItems 1982-84_100 (R).Revlsed

Year Jan. feb. Mar. Apr. M.y Jun. luI. Aug. Sep. Oct. Nov. Dec. Avg.

1996 162.2 162.8 161.8 162.0 163.5 166.3 163,3
1997 157.7 168.1 166,7 167.1 167.8 169.4 167.9

1998 171.2 171.3 170.9 170.7 172.1 173.3 171.7

1999 174.1 174.8 174.2 175.3 176.8 179.2 176.0

2000 180.2 182.8 (R) 181.7 (R) 183.2 184.3 187," 183.6

2001 189.0 190.9 190.9 192.1 192.7 192.7 191.5

2.002 192.9 194.7 194.8 195.7 199.1 200.4 196.5
2003 199.8 202.8 202.3 203.0 206.8 206.5 203,9

2004 208.4 208.7 208.7 208.9 209.8 211.7 209.5
2005 211,3 214.2 214.6 217.2 220.1 218.6 216.4
2006 220.5 221,3 222.9 225,1 224.5 223.1 223.1
2007 224.432 226.427 226.247 226.929 227.850 230.689

Pf.RC!NT CHANG! FROM TWELVe MONTHS AGO, NOT SeASONALLY ADJUSTED

1997 304 3.3 3.0 3.1 2.' 1.' 2.B
1998 2.1 I.' 2.5 2.2 2.' 2.3 2.3
1999 1.7 2.0 1.' 2.7 2.7 304 2.5
2000 3.5 4.6 (R) 4.3 (R) '.5 '.2 ••• '.3
2001 ••• .04 5.1 ••• ••• 2.B '.3
2002 2.1 2.0 2.0 I.' 3.3 '.0 2.'
2003 3.' '.2 3.' 3.7 3.' 3.0 3.B
2004 '.3 2.' 3.2 2.' 1.5 2.5 2.7
2005 104 2.' 2.8 '.0 ••• 3.3 3.3
2006 .04 3.3 3.' 3.' 2.0 2.1 3.1
2007 1.B 2.3 1.5 O.B 1.5 3.'

PERCENT CHANGE FROM TWO MONTHS AGO, NOT SEASONAl1.Y ADJUSTED

1997 O.B 0.2 -0.8 0.2 004 1.0
1998 1.1 0.1 -0.2 -0.1 0.8 0.7
1999 0.5 004 -0.3 0.' D.• 1..
2000 D•• 104 '0.6 0.8 (R) 0.' 1.1

2001 D.' 1.0 0.0 D.' 0.3 0.0
2002 0.1 D .• 0.1 O.S 1.1 0.7
2003 -0.3 1.5 -0.2 0.3 1.. -0.1
2004 0.' 0.1 0.0 0.1 004 0.'
2005 -0.2 104 0.2 1.2 1.3 -0.7

2006 0.' 004 0.7 1.0 -0.3 -0.,
2007 D.• D.• -0.1 0.3 004 1.2

http://www.bls.gov/rol


City of Dover
Health and Dental Insurance Budgetary Cost Summary

Health

Fiscal Year
2007
2006
2005
2004
2003
2002
Totals

Number
249
2'5
254
250
24'
2'6

Active Employees
Premiums. Withholdlngs

4,513.373 590,226
3.790,004 400,868
3,526,720 279,006
3,302,889 256,681
2,560,173 203.136
2,302,446 101,643
20,095,604 1,831,540

Buyout SavlnRs
392.170
291,197
335,023
284,205
190,780
140,906

1,634,281

Total Savings
982,396
692,065
814,029
540,866
393,918
242,549

3,465,821

Employer
Cc31
3,530,917
3,0il7,938
3,012,691
2,762.023
2,166.257
2,059,897
16,629.783

Retlrees Tolallnsured
Number City Cost Number City Cost

61 576,339 310 4,107,316

'7 393,790 292 3,491,728

'6 333,005 300 3,345,696

29 312,691 279 3,074,714

30 245,666 276 2,411,923

29 201 ,439 275 2,261,336
2,062,929 18,692,712

2007 Percent of Premiums 13.1% 8.7% 21.8% 18.2"Ai % Total Cost 14.0%

2006 10.6% 7.7% 18.3% 81.7% 11.3%

2005 7.7% 9.2% 16.9% 83.1% 100%

2004 7.8% 8.6% 16.4% 83.6% 10,2%

2003 7.9% 7.5% 15.4% 84.6% 102%

2002 4.4% 6.1% 10.5% 89.5% 8,9%

Total % 9.1% 8.1% 17.2% 82.8% 11.0%

Dental
Active Employees Employer Retirees Tolallnsured

Fiscal Year Number Premiums. Wrthholdlngs Buyout Savings Total Savings Cost Number City Cost Number City Cost

2007 252 270,713 96,569 8,595 105,164 165,549 , 3,812 256 169,361

2006 254 260,586 93,274 9,502 102,776 157,811 0 254 157,811

2005 254 237,145 84,643 9,963 94,606 142,539 0 254 142,539

2004 251 231,897 86,474 7,192 93,666 138,231 0 251 138,231

2003 24' 211,396 72,910 6,836 79,746 131,650 0 246 131,650

2002 233 203,203 74.238 380 74,618 128,585 0 233 126,565

Totals 1,414,940 508,108 42,468 550,575 864,365 3,812 868,177

2007 Percent of Premiums 35.7% 32% 38.8% 61.2%

2006 35.8% 3.% 39.4% 60.6%

2005 35.7% 4,2% 39.9% 60.1%

200' 37.3% 3.1% 40.4% 59.6%

2003 34.5% 3.2% 37.7% 62.3%

2002 36,5% 0.2% 36.7% 63.3%

Total % 35.9% 3.0% 38.9% 61.1%

Health and Dental
Active Employees Employer Retirees Tolallnsured

Fiscal Year Number Premiums. WilhholdingS Buyout Savings Total Savings Cc31 Number City Cost Number City Cost

2007 4,784,086 686,795 400,765 1,087,560 3,696,526 580,150 4.276,676

200. 4,050,590 494,142 300,699 794,841 3,255,749 393,790 3,649,539

2005 3,863,865 363,648 344,986 708,634 3,155,230 333,005 3.488,235

200' 3,534,786 343,135 291,397 634,532 2,900,254 312,691 3,212,945

2003 2,771,569 276,046 197,616 473,662 2,297,907 245,666 2.543,573

2002 2,505,649 175,881 141,286 317,167 2,188,482 201,439 2,389,921

Totals 21,510,544 2,339,647 1,676,749 4,016.396 17,494,148 2,066,741 19,560,889

2007 Percent of Premiums 14.4% 8.4% 22.7% 17.3% % Total Cost 13.6%

2006 12.2% 7.4% 19.6% 80.4% 10,8%

2005 9.4% 8.9% 18.3% 81.7% 9.5%

200' 9.7% 6.2% 18.0% 82.0% 9,7%

2003 10.0% 7.1% 17.1% 82.9% 9.7%

2002 7.0% 5.6% 12.7% 87.3% 8.4%

10tal% 10.9% 7.8% 18.7% 81.3% 10.6%

.Note: Premiums inlcude the base amount used 10calculate the Buyouts.



City of Dover, NH
Flexible Benefits Program
FY2008 Annual Premium Rates
20% Employee Contribution SO% 12 Months

"'" Total Cost (savings)

Covera e Level
Plan T • Single Two-Person Famlt
Health lnsuran(;e:

BCBS • .NJ S8.983.92 $17,967.72 $24.256.44
BeBS. Camp 100 $8,350.08 $16,700.04 $22,545.12
BlueChoic:e $7.890.72 $15,781.44 $21.305.04
Matthew Thornton $7,293.60 $14,587.32 $19.692.84
Medicomp III(65 and over) $4,960.44 $9.920.68
Buyoul SO%of Clty Cost

Dentallnauran(;e:
Delta Dental. Base $402.96 $785.68 $1.410.12
Delta Dental. Mid $513.48 S958.44 $1.614.24
Della Denial. High $513.48 $1,022.04 $1.635,52B_, ("02.96) I ($765.86) I ($785.88)

I
Life and AD&D lnaurann:

h: life w/2x AD&D $.20 per $1,000 of salary

Other Available Benefits:
EfTl)Ioyee Assistance Program

City of Dover Cost (savings)

Coverage Level
Single Two-Person Filmi

$7,187.14 $14.374.18 $19.405.15
$6,680.06 $13.360.03 $18,036.10
$6,312.58 $12,625.15 $17.044.03
55,834.68 $11,669.66 $15,754.27
$3,968,35 $3,968.40
($3,593.57) ($7,181.09) ($9,702.58)

$402.96 $785.88 $785.88
$402.96 $785.68 $785.Ba
$402.96 $785.68 $785.68
($241.78) ($471.53) ($471.53)

$.20 per $1,000 of salary

Employee Cost (savings) Employee Deduction (savings) City of Dover Cost

Covera e Level Covet'a e Level Covera e Level
Single Two-Person Family Slnale Two-Penon Family Sino'- T••••••••• ~ F,...,

S1,796.78 $3.593.54 S4.851.29 $31.43 $74.87 $101.07 $599.93 11.19785 $1,617.10
$1,670.02 $3.~0.01 $4,509.02 $34.79 $69.58 $93.94 $556.67 $I,113.~ $1,503.01
$1.578.14 $3,156.29 $4.261.01 $32.88 $65.76 $88.77 $526.05 $1.052.10 $1,420.34
$1,458.72 $2,917.46 $3.938.57 $30.39 $50.78 $62.05 $486.24 $972.49 11.312.86
$413.37 I $826.74
($3.593.57) {S7,187.09} ($9,702.58) ($69.11) ($138,21) ($186.59)

10.00 10.00 $624.24 10.00 10.00 $13.01 $33.58 565.49 $65.49
$110.52 $172.56 $828.36 $2.30 .,'" $17 .2S $33.58 $6549 $65.49
$110,52 $236.16 $1,04954 $2.30 ".92 $.21.87 $33.58 $6549 $65.49
($161.18) ($314.35) ($314.35)

Health lnsurann: Monthly rates
BeBS. JW $748.66
Bces. Camp 100 $695.84
BlueCholce $657.56
Matthew Thornton $607.60
MediComplll(65andover) $413.37
Meclioomp III NRXl65 and 0\ $210.51

Dental Insurance: Monthly rates
Della Dental. Base $33.58
Delta Dental - Mid $42.79
Delta Denlal- High $42.79

$1.497.31
$1,391.67
$1,315.12
$1,215.61
$626.74

$65.49
$79.87
585.17

$2,021.37
$1.878.76
$1.775.42
$1,641.07

$117.51
$134.52
$152.96

C1Jrrent



City of Dover, NH

Compensation Program
Overview

With FY2008 Survey & Analysis of
Market Wage Rates
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City a/Dovel; NH
ConlpensatiOn Program
OveJView
program Philosophy

The City of Dover's compensation program is a basic management (001 which serves 10

attract, retain and motivate employees in achieving the objectives of the City. The
compensation program is based upon a compensation philosophy outlined in the policy
adopted by the City Council on April 24, 1996 and is further defined in a report with
recommendation.. prepared by a City Council personnel sub-connnittee on February 15, 1997.
These documents establish and explain the principles that guide the design, implementation
and administration of the City's overall program.

"To ensurejai,. and equitable treatment ufall empluyees and to en('ou,.ag(~
'he/urther creation of (J team concept within and among till City
departments so thaI the work of the Cif}! continues to he completed in a
pruje.rsional and jiscaJ~v resp~nsib/e f};onne,."

In accordance with the City's compensation philosophy, the City attempts to maintain pay
levels for it.~employees which are based upon median pay rates reported for similal jobs
identified in both the public and private sector markcts. TI,e City's objective is "to nol be the
highest and to not be the lowest" in tenns of pay rntes. Structural adjustments resulting from
change., in regional cosl of living changcs are applied understanding that they will lag Ihe
market. Individual pay adjustments are t)1Jically based upon continued satisfactory
performance, increased experience in the position held and longevity within the organization.

program Activities

The City's compensation program ensures that employees are properly rewarded
for work performed, that both internal and external equity are maintained, and
thai control is maintained over compensation costs. As intended, the program
helps to attract top talent, retain core employees, and encourage longevity while
effectively using financial resources allocated within the City budget. The
administration oftbe City's compensation program involves the following

activities:

1. Job Analysis. Each job in the organization is thoroughly analyzed and
described. Job descriptions are developed to includc a job summary; a list of
the job's "essential" functions and related duties; and tlle necess,ary skills,
experience, and educational requirements (see attacbed).

2. Job Evaluation. Job evaluation determines what jobs arc worth on an
absolute basis and relative to other jobs in the organization and is the mean.<;

2



for eslBbJishing the Ci'Y" Classification Plan (see attached). Bolh a
qualitative aod quanrativf': methods arc used for purposes of checking result ••
of one to the other. The qualitative method consists of It ranking evaluafion
where posilions are pltilt~cf lind ranked in urder froUl highest to lowes! valuf':
The qut:lnritHtivc method cow-,is(s of li poinl faelOJ comparision where el:lch
po~ilion has "pointf'" assigned based on lhe job's complexity, impact,
budget, supervisory duties, and so 011 Job ranks are based on the total
numbcl of points. Jobs thai are ofgrettlCI value 10 the City have.l:l highcl
IBhOJgrade; jobs of fessel valur: fill UIC lower grades.

3. Joh Pricing. Joh pricing involves detennining market based rate ranges; thai
is, minimum, midpoint, and maximum dollar values lor each labor grade.
By studying wage and saJary surveys, the City rdales comparabJe wages in
the pubJic and private sector labor market 10 the jobs within the
organization. A reconuncnded scalf'; of wages is calculated that will aUo\\'
the organization to compete in the labor market (extenlal equity) while.
en~uring that johs that are worth more lO the organization are paid more
than those oflesser worth (inlernal equity). Uilimatelya comparison of a
market based pay levels is made against the existing Dover pay levels for
each labor grade (see attaelled).

4. Pay Plan, The t'ity's Pay I'lao is developed based upon the job pricing
activity above and in accordllJ1ce with the overall compensation philowphy.
TIle pay plan provides a uniform and equitable wage rate schedule
consisting of minimum and maximum rates of pay fm cach class of
position and the intermediate steps or increments necessary (0 aJJow lor
advancemenf based upon satisfactory performance and growth in experience
within the organization (see attached). The Pa:y Plan is incorporated into
collective bargaining agreements through the process of negotinfions with
each of the City's labor unions Adjustments to the sU1lcture 10 confonn
with the job pricing results and regional cost of Jiving changes are issue:-
addressed through labor negotiations with a majority of the Cily's
workforce.

~. Pay Administration, Administration of the compensafion proh'Tam involves
establishing and monitoring procedures for payment of wages in accordance
with the established Classification and J'ay Plans aud slate and federal
regulations. Administration entails recruitment and hiring of new
employees, documenting current employee performance results,
maintaining records of personnel actions including corresponding pay
adjustments Bnd processing of wage payments for work performed by
employees.

3
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City of Dover

Market Model of Wage and Grade
As 01 July, 2007

60.00

50.00

.!! 40.00••[l:,.,
;:
::lo:I: 30.00

20.00

10.00

0.00

o 5 10 15

'J'''' Y"'-"",to"•

20 25 30

y = 8.3735eoo487'

R' = 0.9383

35 40

• Market Composite I
-15% BelowMarket

-15% Above Markell
-Markel Pay Line _

Position Classification Grade



70.00

60.00

50.00

~ 40.00
"'a::
>-
'l:
::lo:I: 30.00

20.00

10.00

City of Dover
Dover Actual with Market Model

As of July, 2007

-Mar1<.et Pay Line
Dover Pay Line

-Dover Min Rate
- Dover Max Rate

• Dover Actual

0.00
o 5 10 15 20

Grade

25 30 35 40



Market Model Structure

Grade Min Mldpoln! Max

1 7.64 8.79 9.93

2 8.03 9.23 10.44

3 8.43 9.89 10.96

4 8.85 10.18 11.51

5 9.29 10.68 12.08

6 9.78 11.22 12.69

7 10.24 11.78 13.31

8 10.76 12.37 13.99

9 11.30 12.99 14.69

10 11.85 13.63 15.41

11 12.44 14.31 16.17

12 13.07 15.03 16.99

13 13.72 15.78 17.64

14 14.41 16.57 18.73

15 15.13 17.40 19.87

16 15.89 18.27 20.66

17 16.68 19.18 21.68

18 17.51 20.14 22.76

19 18.38 21.14 23.89

20 19.30 22.20 25.09

21 20.27 23.31 28.35

22 21.28 24.47 27.66

23 22.34 25.69 29.04

24 23.46 26.98 30.50

25 24.63 28.33 32.02

26 25.86 29.74 33.82

27 27.16 31.23 35.31

28 28.51 32.79 37.06

29 29.93 34.42 38.91

30 31.43 36.14 40.86

31 33.00 37.95 42.90

32 34.64 39.84 45.03

33 36.37 41.83 47.28

34 38.19 43.92 49.65

35 40.10 46.12 52.13

36 42.10 48.42 54.73

37 44.21 50.84 57.47

38 46.42 53.38 60.35

39 48.74 56.05 63.36

40 51.17 58.85 66.52



2007 Market Analysis

Dover
Dover ClaulfkatJon I G.-d, I Union IMId.Poln

ACCOUNT ClERK I 11 DMEA 15.40
ACCOUNT CLERK II 13 DMEA 16.98 17.06 100% 14.81 100% 15.94 1.07 Y••
ACCOUNTANT I 18 DMEA 21.67 26.n 100% 24.68 100% 25.72 Yes
ACCOUNTANT 11 28 DMEA 35.30
ADMINISTRATIVE ASSISTANT 19 nOrl-union 22.75 21.85 100% 19.35 100% 20.60 1.10 Yes
ADMINISTRATIVE ClERKlCEMETERY COORDINATOR 15 DMEA 18.72
ANIMAL CONTROL OFFICER 10 DPA 14.66 18.42 100% 12.43 100% 15.43 0.95 Yo.
AQUATIC FActLiTY MANAGER 22 DPEA 26.34
ARENA FACIUTY MANAGER 23 DPEA 27.66
ARENA SALES & MARKETING MANAGER 17 non-union 20.64 45.72 100% 45.72
ASSISTANT CITY CLERK 13 DMEA 16.98 13.94 100% 13.94
ASSISTANT CITY ENGINEER 24 DPEA 29.04
ASSISTANT CITY MANAGER 34 non-union 47.31
ASSIST ANT LIBRARY DIRECTOR 26 DMEA 32.02
ASSISTANT TAX ASSESSOR 23 DMEA 27.68 24.96 100% 27.11 100% 26.03 1.06 Yes
BOOKKEEPER 14 DMEA 17.83 19.28 100% 16.37 100% 17.82 1.00 Y••
BUILDING OFFICIAL 27 DMEA 33.62 28.79 100% 28.79
COBG PROGRAM COORDINATOR 27 DMEA 33.62 25.95 100% 25.95
CITY ATIORNEY 33 non-union 45.06 44.39 100% 44.39 1.01
CITY CLERK 26 non-union 32.02 29.00 100% 29.00 1.10 Y••
CITY ENGINEER 29 DPEA 37.07 33.42 100% 38.53 100% 30.26 100% 34.07 1.09 Yo.
CITY MANAGER 40 non-union 63.40 54.33 100% 59.84 100% 60.79 100% 58.32 1.09 Y••
CLERK TYPIST I 9 DMEA 13.97 12.94 100% 12.94 1.06
ClERK lYPlST II 11 DMEA 15.40 14.99 100% 14.08 100% 14.54 1.06 Y••
CONSTRUCTION MANAGER 26 non-union 32.02 35.24 100% 35.24 0.91
CROSSING GUARD 8 non-union 13.30 10.07 100% 10.Q7 i -Sigittd Y••
CUSTODIAN 9 DMEA 13.97 15.53 100% 10.99 100% 13.25 1.05 Yes
DEPUTY CITY CLERK 15 DMEA 18.72 20.02 100% 20.02 0.94
DEPUTY TAX COLlECTOR 15 DMEA 18.72 20.32 100% 20.32 0.92
DIRECTOR OF BUSINESS ASSISTANCE 23 non-union 27.66
DIRECTOR OF COMMUNITY SERVICES 37 non-union 54.n 41.66 100% 39.24 100% 40.46
DIRECTOR OF FINANCE 32 non-union 42.91 40.68 100% 37.32 100% 54.07 100% 44.02 0.97 Y••
DIRECTOR OF HUMAN RESOURCES 29 non~nlon 37.07 35.89 1000.4 35.08 100% 45.83 100% 38.93 0.95
DIRECTOR OF HUMAN SERVICES 32 non~union 42.91 32.42 100% 33.34 100% 60.60 100% 42.18 1.02 Yes
DIRECTOR OF INFORMATION TECHNOLOGY 33 non-union 45.06 37.99 100% 37.81 100% SO.64 100% 42.15 1.07 Y••
DIRECTOR OF MAIN STREET PROGRAM 23 non-union 27.66
DIRECTOR OF PlANNING & COBG 31 non-union 40.87 36.23 100% 35.72 100% 35.97 1.14 Yes
DIRECTOR OF PUBLIC LIBRARY 31 non-unlon 40.87 35.88 100% 28.91 100% 32.39 i -Nfah. Yes
DIRECTOR OF RECREA T1<:lI\l 26 non-union 32.02 30.96 100% 32.83 100% 31.89 1.00 Y••
ELECTRICAL INSPECTOR 22 DMEA 26.34 20.87 100% 20.87 " 3M i' Y••
ENGINEERING TECHNICIAN 20 DPEA 23.90 20.83 100% 20.83 1.15 Yes
ENVIRONMENTAL PROJECTS MANAGER 27 DPEA 33.62 28.61 100% 28.61
EXECUTIVE SECRETARY 18 non-union 21.67 20.72 100% 19.Q1 100% 19.66 1.09 Y••
FACILITIES, GROUNDS & CEMETERY SUPERVISOR 23 DPEA 27.66
FIRE & RESCUE CHIEF 37 non~union 54.n 41.74 100% 42.07 100% 60.80 100% 46.20 1.14 Y••
FIRE ASSISTANT CHIEF 29 DPFOA 37.07 33.70 100% 33.70 1.10
FIRE CAPTAiN 25 DPFOA 3O.SO 28.07 100% 28.1' 100% 28.10 1.09 Y••
FIRE DEPUTY CHIEF 27 DPFOA 33.62
FIRE LIEUTENANT 23 DPFOA 27.66 23.79 100% 23.79
FIRE MECHANIC 11 non-unlon 15.40
AREFlGHTER ON CALL 17 non-union 20.64
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2007 Market Analysis

Dover
Dover Classtfkatlon I G•• de I Union iMId.Poln

FIREFIGHTERlEMT-8 17 IAFF 20.64
FIREFIGHTERlEMT-1 18 IAFF 21.67
FIREFtGHTERlPARAMEDIC 20 IAFF 23.90 20.21 '00% 20.21 , 111m Yes
FLEET SUPERVISOR 25 DPEA 30.50
GROUNDSKEEPER I 14 AFSCME 17.83
GROUNDSKEEPER 11 16 AFSCME 19.66
HEAVY eQUIPMENT MECHANIC I 15 AFSCME 18.n 17.26 100% 17.26 1.08
HEAVY eQUIPMENT MEGlANIC II 16 AFSCME 19.66 20.72 100% 20.60 100% 20.66 0.95 Y••
HEAVY EQUIPMENT OPERATOR I 16 AFSCME 19.66
HEAVY eQUIPMENT OPERATOR II 17 AFSCME 20.64 19.41 100% 24.39 100% 21.90 0.94 Y••
HUMAN SERVICE COUNSELOR I 18 DMEA 21.67 16.57 100% 16.57
HUMAN SERVICE COUNSELOR 11 19 DMEA 22.75
HUMAN SERVICE COUNSElOR III 20 DMEA 23.90
INFORMATION TECHNOLOGY ADMINISTRATOR 22 non-unlon 26.34 25.16 100% 25.65 100% 25.4() 1.04 Y••
INVENTORY COORDINATOR 17 AFSCME 20.64
LABORER I 12 AFSCME 16.17 15.25 100% 12.71 15.25 1.06
LABORER II 13 AFSCME 16.98 15.25 100% 15.10 100% 15.17 1.12 Yes
LIBRARIAN ASSISTANT I 11 DMEA 15.4() 15.98 100% 13.48 100% 14.73 1.05
LIBRARIAN ASSIST ANT II 13 DMEA 16.98
LIBRARIAN I 17 DMEA 20.64 23.15 100% 23.15 0.89
LIBRARIAN II 22 DMEA 26.34 23.15 100% 23.79 100% 23.47 1.12 Yo.
LIBRARY PAGE 7 DMEA 12.68 9.50 100% 9.43 100% 9.46 , !fe i Yo.
MAINTENANCE MECHANIC I 14 AFSCME 17.83 17.26 100% 17.26 1.03
MAINTENANCE MECHANIC II 15 AFSCME 18.72
MAINTENANCE MECHANIC III 22 AFSCME 26.34
MAINTENANCE SPECIALIST I 15 AFSCME 18.72 17.54 100% 16.09 100% 16.81 1.11
MAINTENANCE SPECIALIST II 18 AFSCME 21.67 19.75 100% 19.75 1.10
MAINTENANCE SPECIALIST lit 22 AFSCME 26.34
MANAGEMENT ANALYST 17 non-unlon 20.64
OFFICE MANAGER 15 DMEA 18.n 21.54 100% 21.54 0.87
PARKING CONTROL OFFICER 10 DPA 14.68 14.86 100% 14.86 0.99 Yes
PAYROLL & BENEFITS ADMINISTRATOR 15 DMEA 18.72
PERSONNEL ASSISTANT 15 DPAAIJ 18.72 16.56 100% 16.56 1.13
PLANNER 27 DMEA 33.62 25.62 100% 25.95 100% 25.79 , imp Yes
PlANT & PUMP STATION SUPERVISOR 23 DPEA 27.66 26.46 100% 26.46 1.05
PLUMBINGIHEAL TH INSPECTOR 22 DMEA 26.34 28.79 100% 29.30 100% 21.15 100% 26.41 1.00
POLICE CAPTAIN 30 DPAAIJ 38.92 35.94 100% 35.94 1.08
POLICE CHIEF 33 non-union 45.06 42.n 100% 42.33 100% 60.80 100% 48.61 0.93 Yo'
POLICE COMMUNICAT10NS SUPERVISOR 21 DPAAIJ 25.09 22.81 100% 21.29 100% 22.05 1.14 Yo.
POLICE DISPATCHER 17 OPA 20.64 17.76 100% 15.67 100% 16.71 0'1230 Y••
POLICE LIEUTENANT 27 DPAAII 33.62 32.28 100% 30.17 100% 31.23 1.08 Y••
POLICE OFFICER I 21 DPA 25.09 23.00 100% 20.67 100% 21.83 1.15 Yes
POLICE OFFICER II (Advanced career Ttack) 22 DPA 26.34
POLICE PREVENTION COORDINATOR 22 non.unlon 26.34
POLICE PREVENTION PROORAMMER 16 non-union 19.66
POLICE PROSECUTOR 27 DPAAIJ 33.62
POLICE RECORDS SUPERVISOR 21 DPAAIJ 25.09 21.29 100% 21.29
POliCE SERGEANT 24 DPAAIJ 29.04 29.74 100% 29.74 0.98
POlICE VICT1MlWflNESS ADVOCATE 20 non.union 23.90
PUBLIC WORKS SUPERVISOR 23 DPEA 27.66 32.23 100% 32.23 0.86
PUMP STATION OPERATOR I 16 AFSCME 19.66
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2007 Market Analysis

Dover
Dover CI••• tfk:.tion I G•• de I Union IMid-Poln

PUMP STATION OPERATOR It 18 AFSCME 21.67
PUMP STATION OPERATOR III 22 DPEA 26.34
PURCHASING AGENT 26 DMEA 32.02 29.92 100% 33.55 100% 31.74 1.01 YesRECREATION PROGRAM ASSOCIATE 1 2 non--union 9.93 9.34 100% 9.34 1.06
RECREATION PROGRAM ASSOCIATE II 3 non-union 10.43
RECREATION PROGRAM ASSOCIATE III 4 non-union 10.95 11.53 100% 11.53 0.95RECREATION PROGRAM SPECIALIST 1 5 non-union 11.49 10.93 100% 10.93 1.05
RECREATION PROGRAM SPECIALIST II 7 non-union 12.68
RECREATION PROGRAM SPECIALIST III 9 non-union 13.97
RECREATION PROGRAM SPECIALIST IV 15 non-union 18.72
RECREATION PROGRAM SUPERVISOR 17 DPEA 20.64
SEASONAL MAINTENANCE WORKER I 3 non-unlon 10.43
SEASONAL MAINTENANCE WORKER 11 5 non-union 11.49
SEASONAL MAINTENANCE WORKER 111 7 norHJnlon 12.68 11.72 100% 11.72 1.08
SECRETARY I 13 DMEA 16.98 14.43
SECRETARY II 14 DMEA 17.83 17.44 100% 17.44 1.02 Yes
SOLID WASTE ASSISTANT 18 AFSCME 21.67
SOUD WASTE COORDINATOR 23 DPEA 27.66 23.58 100% 23.58
SUPERINTENDENT OF FACILITIES, GROUNDS & CEMETERY 28 DPEA 35.30
SUPERINTENDENT OF PUBLIC WORKS & UTILmes 29 DPEA 37.07 100% 38.41 100% 38.41 0.97 Yes
TAX ASSESSING DATA TECHNICIAN 15 DMEA 18.72
TAX COLLECTOR 26 DMEA 32.02 29.88 100% 29.88 1.07 Yes
TELEVISION BROADCAST OPERATOR 15 I"IOn.-union 18.72 16.01 100% 16.01
TRUCK DRIVER 14 AFSCME 17.83 17.45 100% 19.27 100% 18.36 0.97 Y••
UTILITIES SYSTEM SUPERVISOR 26 DPEA 32.02 31.59 100% 27.51 100% 29.55 1.08 Ye.
WORKING FOREMAN 22 DPEA 26.34 23.37 100% 27.09 100% 25.23 1.04 Yes
W\NTP CHIEF OPERATOR 23 DPEA 27.66 25.56 100% 25.56 1.08 Yes
W\NTP LAB TECHNICIAN 17 DPEA 20.64 18.90 100% 18.90
WWTP LAB/INDUSTRIAL PRETREATMENT COORDINATOR 22 DPEA 26.34 29.48 100% 29.48
WWTPOPERATOR I 18 AFSCME 21.67 19.92 100% 21.25 100% 20.58 1.05 Yes
WNTPOPERATOR II 22 AFSCME 26.34
WWTP SUPERVISOR 'R DPEA 32.02 31.59 100% 31.59 1.01

1.07 1.08

-

Count of Market Position
AllPositions Benchmar1<Positions

Green Circle EO- 95' Green Circle r "1 20I
WithinMaJ1(et 72 81.8% Within Market 39 83.0%

Red Circle ••.. ~I..J •• ~- ~I.Jr•. ' Red Circle -.. 'rl .....'-"-""M~ •• 11::.11:•
88 47
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2007 Market Model
Dover Dover Market Composite Benchmark Predicted 150/0 Below 1504 Above

Dover Classification Grade Median Median Index Job Market Rate Man:et Market
L1BRARV PAGE 7 12.68 9.46 Ve. 11.78 10.24 13.32
CROSSING GUARD 8 non-union 13.30 10.07 Ve. 12.37 10.75 13.98
CUSTODIAN 9 DMEA 13.97 13.20 1.05 Ve. 12.99 11.29 14.68
ANIMAL CONTROL OFFICER 10 DPA 14.66 15.43 0.95 Ve. 13.63 11.86 15.41
PARKING CONTROL OFFICER 10 DPA 14.66 14.86 0.99 Ve. 13.63 11.86 15.41
CLERK TYPIST II 11 DMEA 15.40 14.54 1.06 Ve. 14.31 12.45 16.18
ACCOUNT CLERK II 13 DMEA 16.98 15.94 1.07 Ve. 15.78 13.72 17.84
LABORER II 13 AFSCME 16.98 15.17 1.12 Ve. 15.78 13.72 17.84
BOOKKJEEPER 14 DMEA 17.83 17.82 1.00 Ve. 16.57 14.41 18.73
SECRETARVII 14 DMEA 17.83 17.44 1.02 Ve. 16.57 14.41 18.73
TRUCK DRIVER 14 AFSCME 17.83 18.36 0.97 Ve. 16.57 14.41 18.73
HEAVY EOUIPMENT MECHANIC II 16 AFSCME 19.66 20.66 0.95 Ves 18.27 15.68 20.65
FIREFIGHTER/EMT-B 17 IAFF 20.64 19.95 1.03 Ve. 19.18 16.68 21.68
HEAVY EQUIPMENT OPERATOR II 17 AFSCME 20.64 21.90 0.94 Ve. 19.18 16.68 21.68
POLICE DISPATCHER 17 DPA 20.64 16.71 I it., Ve. 19.18 16.68 21.68
ACCOUNTANT I 18 DMEA 21.67 25.72 Ve. 20.14 17.51 22.76
EXECUTIVE SECRETARV 18 non-union 21.67 19.86 1.09 Ve. 20.14 17.51 22.76
WWTP OPERATOR I 18 AFSCME 21.67 20.58 1.05 Ve. 20.14 17.51 22.76
ADMINISTRATIVE ASSISTANT 19 non-union 22.75 20.60 1.10 Ve. 21.14 18.38 23.90
ENGINEERING TECHNICIAN 20 DPEA 23.90 20.83 1.15 Ve. 22.20 19.30 25.09
FIREFIGHTER/PARAMEDIC 20 IAFF 23.90 20.21 tetH'M Ve. 22.20 19.30 25.09
POLICE COMMUNICATIONS SUPERVISOR 21 DPAAII 25.09 22.05 1.14 Ve. 23.31 20.27 28.35
POLICE OFFICER I 21 DPA 25.09 21.83 1.15 Ve. 23.31 20.27 28.35
ELECTRICAL INSPECTOR 22 DMEA 26.34 20.87 L•• Ve. 24.47 21.28 27.66
INFORMATION TECHNOLOGV ADMINISTRATOR 22 non-union 26.34 25.40 1.04 Ves 24.47 21.28 27.68
LIBRARIAN II 22 DMEA 26.34 23.47 1.12 Ve. 24.47 21.28 27.66
WORKING FOREMAN 22 DPEA 26.34 25.23 1.04 Ve. 24.47 21.28 27.66
ASSISTANT TAX ASSESSOR 23 DMEA 27.66 28.03 1.06 Ve. 25.69 22.34 29.05
WWTP CHIEF OPERATOR 23 DPEA 27.66 25.56 1.08 Ve. 25.69 22.34 29.05
FIRE CAPTAIN 25 DPFOA 30.50 28.10 1.09 Ve. 28.33 24.63 32.02
DIRECTOR OF RECREATION 27 non-union 32.02 31.89 1.00 Ve. 31.23 27.15 35.30
PLANNER 26 DMEA 33.62 25.79 eM;m", Ve. 29.74 25.86 33.62
PURCHASING AGENT 26 DMEA 32.02 31.74 1.01 Ve. 29.74 25.86 33.62
TAX COLLECTOR 26 DMEA 32.02 29.88 1.07 Ve. 29.74 25.68 33.62
UTILITIES SVSTEM SUPERVISOR 26 DPEA 32.02 29.55 1.08 Ve. 29.74 25.88 33.62
CITVCLERK 27 non-union 32.02 29.00 , .10 Ve. 31.23 27.15 35.30
POLICE LIEUTENANT 26 DPAAII 33.62 31.23 1.08 Ve. 29.74 25.86 33.62
CITY ENGINEER 29 DPEA 37.07 34.07 1.09 Ve. 34.42 29.93 38.91
SUPERINTENDENT OF PUBLIC WORKS & UTILITIES 29 DPEA 37.07 38.41 0.97 Ves 34.42 29.93 38.91
DIRECTOR OF FINANCE 32 non-union 42.91 44.02 0.97 Ve. 39.84 34.65 45.04
DIRECTOR OF HUMAN SERVICES 32 non-union 42.91 42.18 1.02 Ve' 39.84 34.65 45.04
DIRECTOR OF PUBLIC L1BRARV 32 non-union 40.87 32.39 EM'WH Ve. 39.84 34.65 45.04
DIRECTOR OF INFORMATION TECHNOLOGV 31 non-union 45.06 42.15 1.07 Ve. 37.95 33.00 42.90
DIRECTOR OF PLANNING & CDBG 33 non-union 40.87 35.97 1.14 Ve. 41.83 36.38 47.29
FIRE & RESCUE CHIEF 37 non-union 54.77 46.20 1.14 Ve. 50.84 44.21 57.47
POLICE CHIEF 33 non-union 45.06 46.61 0.93 Ve. 41.83 36.38 47.29
CITY MANAGER 40 non-union 63.40 58.32 1.09 Ve. 58.85 51.17 68.52

RegresskJn Statistics
Coefflcients Multiple R 0.968664168

note: positions shown in bold are classified as FLSA-Exempt Intercept 0.9229074 R Square 0.93831027
X Variable 1 0.02117066 AdJu.ted R Square 0.936939387

Standard Error 0.04384027
Observations 47



FY 2008 Dover Class Plan

Dov.r CIa.alflcation Plan

ACCOUNT CLERK I
ACCOUNT CLERK II
ACCOUNTANT I
ACCOUNTANT II
ADMINISTRATIVE ASSISTANT
ADMINISTRATIVE CLERK/CEMETERY COORDINATOR
ANIMAL CONTROL OFFICER
AQUATIC FACILITY MANAGER
ARENA FACILITY MANAGER
ARENA SALES & MARKETING MANAGER
ASSISTANT CITY CLERK
ASSISTANT CITY ENGINEER
ASSISTANT CITY MANAGER
ASSISTANT LIBRARY DIRECTOR
ASSISTANT TAX ASSESSOR
BOOKKEEPER
BUILDING OFFICIAL
CDBG PROGRAM COORDINATOR
CITY ATIORNEY
CITY CLERK
CITY ENGINEER
CLERK TYPIST I
CLERK TYPIST II
CONSTRUCTION MANAGER
CROSSING GUARD
CUSTODIAN
DEPUTY CITY CLERK
DEPUTY TAX COLLECTOR
DIRECTOR OF BUSINESS ASSISTANCE
DIRECTOR OF COMMUNITY SERVICES
DIRECTOR OF FINANCE
DIRECTOR OF HUMAN RESOURCES
DIRECTOR OF HUMAN SERVICES
DIRECTOR OF INFORMATION TECHNOLOGY
DIRECTOR OF MAIN STREET PROGRAM
DIRECTOR OF PLANNING & CDBG
DIRECTOR OF PUBLIC LIBRARY
DIRECTOR OF RECREATION
ELECTRICAL INSPECTOR
ENGINEERING TECHNICIAN
ENVIRONMENTAL PROJECTS MANAGER
EXECUTIVE SECRETARY
FACILITIES, GROUNDS & CEMETERY SUPERVISOR
FIRE & RESCUE CHIEF
FIRE ASSISTANT CHIEF
FIRE CAPTAIN
FIRE DEPUTY CHIEF
FIRE LIEUTENANT
FIRE MECHANIC
FIREFIGHTER ON CALL
FIREFIGHTER/EMT
FIREFIGHTER/EMT-I
FIREFIGHTER/PARAMEDIC
FLEET SUPERVISOR
GROUNDSKEEPERI
GROUNDSKEEPER II
HEAVY EQUIPMENT MECHANIC I
HEAVY EQUIPMENT MECHANIC II
HEAVY EQUIPMENT OPERATOR I
HEAVY EQUIPMENT OPERATOR II
HUMAN SERVICE COUNSELOR I
HUMAN SERVICE COUNSELOR II
HUMAN SERVICE COUNSELOR III
INFORMATION TECHNOLOGY ADMINISTRATOR
INVENTORY COORDINATOR
LABORER I
LABORER II
LIBRARIAN ASSISTANT I
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11 DMEA
13 DMEA
18 DMEA
28 DMEA
19 non-union
15 DMEA
10 DPA
22 DMSEA
23 DMSEA
17 non-union
13 DMEA
24 DMSEA
34 non.-union
26 DMEA
23 DMEA
14 DMEA
27 DMEA
27 DMEA
33 non-union
26 non-union
29 DMSEA
9 DMEA
11 DMEA
26 non-union
8 non-union
9 DMEA
15 DMEA
15 DMEA
23 non-union
33 non-union
32 non-union
29 non-union
26 non-union
33 non-union
23 non-union
31 non-union
29 non-union
26 non-union
22 DMEA
20 DMSEA
27 DMSEA
18 non-unlon
23 DMSEA
33 non-union
29 DPFOA
25 DPFOA
27 DPFOA
23 DPFOA
11 non-union
17 non-union
17 IAFF
18 IAFF
20 IAFF
25 DMSEA
14 AFSCME
16 AFSCME
15 AFSCME
16 AFSCME
16 AFSCME
17 AFSCME
18 DMEA
19 DMEA
20 DMEA
22 non-union
17 AFSCME
12 AFSCME
13 AFSCME
11 DMEA



FY 2008 Dover Class Plan

Dover ClassificatIon Plan

LIBRARIAN ASSISTANT II
LIBRARIAN I
LIBRARIAN II
LIBRARY PAGE
MAINTENANCE MECHANIC I
MAINTENANCE MECHANIC II
MAINTENANCE MECHANIC III
MAINTENANCE SPECIALIST I
MAINTENANCE SPECIALIST II
MAINTENANCE SPECIALIST III
MANAGEMENT ANALYST
OFFICE MANAGER
PARKING CONTROL OFFICER
PAYROLL & BENEFITS ADMINISTRATOR
PERSONNEL ASSISTANT
PLANNER
PLANT & PUMP STATION SUPERVISOR
PLUMBING/HEALTH INSPECTOR
POLICE CAPTAIN
POLICE CHIEF
POLICE COMMUNICATIONS SUPERVISOR
POLICE DISPATCHER
POLICE LIEUTENANT
POLICE OFFICER I
POLICE OFFICER II (Advanced Career Track)
POLICE PREVENTION COORDINATOR
POLICE PREVENTION PROGRAMMER
POLICE PROSECUTOR
POLICE RECORDS SUPERVISOR
POLICE SERGEANT
POLICE VICTIMIWITNESS ADVOCATE
PUBLIC WORKS SUPERVISOR
PUMP STATION OPERATOR I
PUMP STATION OPERATOR II
PUMP STATION OPERATOR III
PURCHASING AGENT
RECREATION PROGRAM ASSOCIATE I
RECREATION PROGRAM ASSOCIATE II
RECREATION PROGRAM ASSOCIATE III
RECREATION PROGRAM SPECIALIST I
RECREATION PROGRAM SPECIALIST II
RECREA liON PROGRAM SPECIALIST III
RECREATION PROGRAM SPECIALIST IV
RECREATION PROGRAM SUPERVISOR
SEASONAL MAINTENANCE WORKER I
SEASONAL MAINTENANCE WORKER II
SEASONAL MAINTENANCE WORKER III
SECRETARY I
SECRETARY II
SOLID WASTE ASSISTANT
SOLID WASTE COORDINATOR
SUPERINTENDENT OF FACILITIES, GROUNDS & CEMETERY
SUPERINTENDENT OF PUBLIC WORKS & UTILITIES
TAX ASSESSING DATA TECHNICIAN
TAX COLLECTOR
TELEVISION BROADCAST OPERATOR
TRUCK DRIVER
UTILITIES SYSTEM SUPERVISOR
WORKING FOREMAN
WWTP CHIEF OPERATOR
WWTP LAB TECHNICIAN
WWTP LABIINDUSTRIAL PRETREATMENT COORDINATOR
WWTP OPERATOR I
WWTP OPERATOR II
WWTP SUPERVISOR
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13 DMEA
17 DMEA
22 DMEA
7 DMEA
14 AFSCME
15 AFSCME
22 AFSCME
15 AFSCME
18 AFSCME
22 AFSCME
17 non-union
15 DMEA
10 DPA
15 DMEA
15 DPAAII
27 DMEA
23 DMSEA
22 DMEA
30 DPAAII
33 non-union
21 DPAAII
17 DPA
27 DPAAII
21 DPA
22 DPA
22 non-union
16 non-union
27 DPAAII
21 DPAAII
24 DPAAII
20 non-union
23 DMSEA
16 AFSCME
18 AFSCME
22 DMSEA
26 DMEA
2 non-union
3 non-union
4 non-union
5 non-union
7 non-union
9 non-union
15 non-union
17 DMSEA
3 non-union
5 non-union
7 non-union
13 DMEA
14 DMEA
18 AFSCME
23 DMSEA
28 DMSEA
29 DMSEA
15 DMEA
26 DMEA
15 non-union
14 AFSCME
26 DMSEA
22 DMSEA
23 DMSEA
17 DMSEA
22 DMSEA
18 AFSCME
22 AFSCME
26 DMSEA



Dover FY08 Pay Plan
Regular Schedule (All except DPEA) I I

Grad.1 M'n
M., Median

Step , l J • , • 7 • • iO 1/ 12 Regular, 7.4'2 77. 8.10 6.47 6.85 925 9.57 10,10 10.20 10.30 10.40 10.51 946

2 7.79 614 8.51 8.89 9.30 970 10.15 10,61 10.71 10.82 10.93 11.04 993

3 818 8.5< 8.93 9.34 9.75 10.20 10.66 11,14 11.25 11.36 1148 11.59 10.43

• 859 898 9.39 9.Bl 1025 10.71 11.19 11.68 11.60 11.92 12.04 12.16 t095

5 9.02 9.42 986 10,29 10.76 11.24 11.75 12.27 12.39 12.52 12.64 12,77 ,,49

• ~.48 989 10.34 1061 11.29 11.80 12.33 1289 13.02 13.15 1328 13.42 1207

7 99' 10,39 10.86 11.34 11.86 1240 12,96 13.53 13.66 1380 13.94 14,OB 12,68

8 1044 10.91 1141 11.91 12.45 13 01 13.60 1421 14.35 14,50 14.64 14.79 1330

9 10,96 , 1.46 11.98 12.51 13.07 13.67 14.28 14,92 15,07 15.22 15.38 15.53 13,97

10 11.51 12.03 12.57 13,13 13.73 14.34 14.99 15.66 15.62 15.98 16.14 16.30 1466

" 12.09 1264 13.20 13.79 14.42 15.06 15,74 16.45 16.61 16.78 16.95 17.12 15.40

12 12.69 1326 13.86 14.48 15.14 15,81 16.52 17,27 17.45 17.62 17.80 17.97 18,17

13 13,32 13,92 14.56 1520 15.89 16.61 17.35 18.14 18.32 18.50 18.69 18.87 16.98

14 14.00 14,62 15,26 15.97 16.69 17.44 18.23 19.04 19.23 19.42 19.62 19,81 17.83

15 14.70 15.36 16.04 16.77 17.51 18.31 19,13 19,99 20.19 20.39 20.60 20,80 18.72

1. 15.43 16.12 16.64 17.60 18.39 19.23 20.09 20.99 21.20 21.42 21,63 21.85 19.66

17 18.19 1693 17.69 1B.48 19,32 20.18 21.10 22.05 22.27 22.49 22.72 22.94 2064

18 17.01 17.77 18.57 19,41 20.28 2120 22.15 23.14 23.37 23.61 23.84 24,08 2167

19 17.86 18.66 19.50 20,39 21.30 22,25 23.26 24,30 24.54 24,79 25.03 25.28 2275

20 18.75 19.60 20.47 21.40 22.37 23.37 24.42 25.52 25,77 26.03 26.29 26.55 2390

2' 1969 2058 21,50 2247 2348 24.54 25.64 26.80 27.07 27.34 27.61 27.89 2509

22 2068 21.60 22.57 23,59 24,65 25.76 26 93 28.13 28.41 28.70 28.99 29.28 26.34

23 21.71 2268 23.70 2477 25.88 27.05 2827 2954 29,84 30.14 30.44 30,74 2766

2' 22,80 2381 24.89 26.01 27.16 28.40 29,68 31.02 31.33 31.64 31.96 3228 2904

25 23,93 25,01 26.14 27.31 28.54 29,82 31.17 32.57 32.89 33.22 33,55 3389 30.50

2. 25.12 26,27 27,45 28,68 29.96 31.32 32.72 3419 34.53 34,88 35.23 35.58 3202

27 2638 27.57 28.82 30.11 31.46 32.88 3436 35.91 3626 3663 36.99 37.36 3362

28 27.70 28.95 30.25 31,61 33.04 34.52 36.08 37.70 38.07 38,45 38.84 39.23 35,30

29 29.09 30.39 31.77 3320 34.69 36.25 3789 39.59 39,98 40.38 40.79 41.20 37.07

30 30.55 31,92 33.35 34,85 36.43 38.07 3978 41.57 41.99 42.41 42.83 4326 38.92

31 32.07 3352 35.02 3660 38,25 39.97 41.77 4365 44,08 44.52 44,97 45,42 40,87

32 33.68 35.19 36.78 36,43 40.16 41.97 43,86 45,83 4629 46.75 47,22 47.69 4291

33 35,36 3695 38.62 40.35 42.17 44.07 46,05 48,12 46.60 4909 49.58 SO.08 4506

34 37.13 38,80 40.55 42.37 44,28 4627 48.35 SO 53 51.03 51,54 52.06 52.58 47.31

35 36.99 40.74 42.57 44.49 46,49 4658 50,77 53.05 53.58 54,12 54.66 55.21 4968

3. 40.93 42.78 44.70 46.71 46.62 5101 53,31 55.71 56.26 56.83 57.39 57.97 52.16

37 42.98 44.92 46.94 49.05 51.26 53.56 55.97 58,49 59.08 59.67 60.26 6087 5477

38 45.13 47.16 49.26 51.50 53.82 56.24 58.77 61.42 62.03 62.65 63.28 63,91 57,51

39 47.39 49,52 51.75 5408 56.51 59.05 61.71 64,49 65,13 65.78 66.44 67.11 60.38

40 49.76 52.00 5<34 56.78 59.34 62.01 6480 67.71 68.39 6907 69.76 70,46 63,40



July 2007 ICMA Compensation

ICMA Annual Report on Local Government Executive Salaries and Fringe Benefits

International City/County Management Association
website: htlp://icma.org
phone: 202-289-4262

Not all fields are provided for every position reported

Field
State
Region
Division
Jurisdiction Name
iMISID
Jurisdiction Type
Population
Form of Government
Chief Appointed
Administrative Officer
Assistant Chief
Administrative Officer
Clerk
Chief Financial Officer
Treasurer
Dir Public Works

Dir Weifare/Human Services
Police Chief
Fire Chief
Dir Economic Development
Dir Human Resources
Dir Parks & Recreation
Dir Information Services
Planning Director
UID
Population Code

7/1/2006

Communities:

Field Description
The State name
The Region designation for the community reporting
The Division designation for the community reporting
The name of the community reporting
The iMISID code for the community reporting
The type of jurisdiction for the community reporting
The population for the community reporting
The 1-digit ICMA code for the form of government

Annual wage reported for position

Annual wage reported for position
Annual wage reported for position
Annual wage reported for position
Annual wage reported for position
Annual wage reported for position

Annual wage reported for position
Annual wage reported for position
Annual wage reported for position
Annual wage reported for position
Annual wage reported for position
Annual wage reported for position
Annual wage reported for position
Annual wage reported for position
The UID code for the community surveyed
The 1-digit ICMA code for the population of the community reporting

Survey Date
Age Factor July 2006 to July 2007

0.8%

US CitieslTowns with Population between 25,00049,999



Dover Classification
RECREATION PROGRAM ASSOCIATE I
RECREATION PROGRAM ASSOCIATE II
SEASONAL MAINTENANCE WORKER I
RECREATION PROGRAM ASSOCIATE /II
RECREATION PROGRAM SPECIALIST I
SEASONAL MAINTENANCE WORKER II
LIBRARY PAGE
RECREATION PROGRAM SPECIALIST II
SEASONAL MAINTENANCE WORKER III
CROSSING GUARD
CLERK TYPIST I
CUSTODIAN
RECREATION PROGRAM SPECIALIST III
ANIMAL CONTROL OFFICER
PARKING CONTROL OFFICER
ACCOUNT CLERK I
CLERK TYPIST II
FIRE MECHANIC
LIBRARIAN ASSISTANT I
LABORER I
ACCOUNT CLERK II
ASSISTANT CITY CLERK
LABORER II
LIBRARIAN ASSISTANT II
SECRETARY I
BOOKKEEPER
GROUNDS KEEPER I
MAINTENANCE MECHANIC I
SECRETARY II
TRUCK DRIVER
UTILITIES SYSTEM SUPERVISOR
ADMINISTRATIVE CLERK/CEMETERY COORDINATOR
DEPUTY CITY CLERK
DEPUTY TAX COLLECTOR
HEAVY EQUIPMENT MECHANIC I
MAINTENANCE MECHANIC II
MAINTENANCE SPECIALIST I
OFFICE MANAGER
PAYROLL & BENEFITS ADMINISTRATOR
PERSONNEL ASSISTANT
RECREATION PROGRAM SPECIALIST IV
TAX ASSESSING DATA TECHNICIAN
TELEVISION BROADCAST OPERATOR
GROUNDSKEEPER II
HEAVY EQUIPMENT MECHANIC II
HEAVY EQUIPMENT OPERATOR I
POLICE PREVENTION PROGRAMMER
PUMP STATION OPERATOR I
ARENA SALES & MARKETING MANAGER
FIREFIGHTER ON CALL
FIREFIGHTER/EMT.B
FIREFIGHTER/EMT-I
HEAVY EQUIPMENT OPERATOR II
INVENTORY COORDINATOR
LIBRARIAN I
MANAGEMENT ANALYST
POLICE DISPATCHER
RECREATION PROGRAM SUPERVISOR
WlNTP LAB TECHNICIAN
ACCOUNTANT I
EXECUTIVE SECRETARY
HUMAN SERVICE COUNSELOR I
MAINTENANCE SPECIALIST II
PUMP STATION OPERATOR II
SOLID WASTE ASSISTANT
WWTP OPERATOR I
ADMINISTRATIVE ASSISTANT
HUMAN SERVICE COUNSELOR II
ENGINEERING TECHNICIAN
FIREFIGHTER/PARAMEDIC

Dover_'CMA Crosswalk

leMA T"tl

Page 1 of 2

Weighted
Rate

000
000
000
000
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
000
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0,00
0,00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00



Engineer 100% 38.53

Human Resources Director 1000fll 3508

Planning DirectOl 100% 35.72

Chief Librarian 100% 28.91

Parks & Recreation Director '00% 32.83

Chief Financial OffIcer 100% 37.32

Human Services Director 100% 33.34

Information Services Director 100% 37.81

Police Chief/Chief Law Enforcement Official 100% 42.33

Public Works Director 100% 39.24

Fire Chief 100% 42.07

Chief Administrative Officer/Qty Manager 100% 59.84

OOY r C1asslflcatlon
HUMAN SERVICE COUNSELOR III
POLICE VICTIMflNlTNESS ADVOCATE
POLICE COMMUNICATIONS SUPERVISOR
POLICE OFFICER I
POLICE RECORDS SUPERVISOR
AQUATIC FACILITY MANAGER
ELECTRICAL INSPECTOR
INFORMATION TECHNOLOGY ADMINISTRATOR
LIBRARIAN II
MAINTENANCE MECHANIC III
MAINTENANCE SPECIALIST lit
PLUMBING/HEALTH INSPECTOR
POLICE OFFICER II (Advanced Career Track)
POLICE PREVENTION COORDINATOR
PUMP STATION OPERATOR III
WORKING FOREMAN
"NWTP lAB/INDUSTRIAL PRETREATMENT COORDINATOR

WWTP OPERATOR II
ARENA FACILITY MANAGER
ASSISTANT TAX ASSESSOR
DIRECTOR OF BUSINESS ASSISTANCE
DIRECTOR OF MAIN STREET PROGRAM
FACILITIES, GROUNDS & CEMETERY SUPERVISOR
FIRE LIEUTENANT
FIRE LIEUTENANT
PLANT & PUMP STATION SUPERVISOR
PUBLIC WORKS SUPERVISOR
SOLID WASTE COORDINATOR
Vl/WTP CHIEF OPERATOR
ASSISTANT CITY ENGINEER
POLICE SERGEANT
FIRE CAPTAIN
FIRE CAPTAIN
FLEET SUPERVISOR
ASSISTANT LIBRARY DIRECTOR
CITY CLERK
CONSTRUCTION MANAGER
PURCHASING AGENT
TAX COLLECTOR
WWTP SUPERVISOR
BUILDING OFFICIAL
CDBG PROGRAM COORDINATOR
ENVIRONMENTAL PROJECTS MANAGER
FIRE DEPUTY CHIEF
PLANNER
POLICE LIEUTENANT
POLICE PROSECUTOR
ACCOUNTANT II
SUPERINTENDENT OF FACILITIES, GROUNDS & CEMETERY
CITY ENGINEER
DIRECTOR OF HUMAN RESOURCES
FIRE ASSISTANT CHIEF
SUPERINTENDENT OF PUBLIC WORKS & UTILITIES
POLICE CAPTAIN
DIRECTOR OF PLANNING & CDBG
DIRECTOR OF PUBLIC LIBRARY
DIRECTOR OF RECREATION
DIRECTOR OF FINANCE
DIRECTOR OF HUMAN SERVICES
CITY A TIORNEY
DIRECTOR OF INFORMATION TECHNOLOGY
POLICE CHIEF
ASSISTANT CITY MANAGER
DIRECTOR OF COMMUNITY SERVICES
FIRE & RESCUE CHIEF
CITY MANAGER

Dover_ICMA Crosswalk

leM" TlU.

Health Officer

Purchasing Director

Page 2 of 2

100%

100%

We ghted
Rota

0.00
0.00
000
0.00
000
0.00
0.00
0.00
0.00
0.00
0.00

29.30 29.30
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00

29.92 29.92
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
0.00
38.53
35.08
0.00
0.00
0.00
35.72
28.91
32.83
37.32
33.34
0.00
37.81
42.33
0.00
39.24
42.07
59.84



July 2007 NHMA Wage Survey

NHMA Annual Wage Survey
New Hampshire Municipal Association
website: http://www.nhlgc.org
phone: 603-224-7447

Not all fields are available for every position reported

Field
Municipality
JobTitle
Population
# FT EE
FT Min Salary
FT Max Salary

FT Salary Comment
# PT EE
PT Min Salary
PT Max Salary

7/1/2007

Communities:

Field Description
The muncipalily name
The standard job title for the occupation
The NH Office of Slate Planning population estimate for the municipality
The number of full.time employees incumbent in the given occupation
The minimum full-lime wage rate reported for the given occupation
The maximum full-lime wage rate reported for the given occupation
Descriptive comments related to the reporting of data relaled to the full-time
occupation
The number of part-time employees incumbent in the given occupation
The minimum part-time wage rate reported for Ihe given occupation
The maximum part-time wage rate reported for the given occupalion

Survey Date
Age Factor July 2007 to July 2007

0.0%
Bedford
Concord
Derry
Dover
Goffstown
Hampton
Hudson
Keene
Laconia
Londonderry
Manchesler
Merrimack
Nashua
Portsmouth
Rochester
Salem

http://www.nhlgc.org


Dover_ NHMA Crosswalk

Dav r Classlfiatlon NHMA tI.

RECREATION PROGRAM ASSOCIATE 1
000

RECREATION PROGRAM ASSOCIATE 11
000

SEASONAL MAINTENANCE WORKER I
000

RECREATION PROGRAM ASSOCIATE III
000

RECREA liON PROGRAM SPECIALIST I
000

SEASONAl MAINTENANCE WORKER II
000

LIBRARY PAGE Library Aide '00% 9.50 950

RECREATION PROGRAM SPECIALIST 11
000

SEASONAL r.•.\AINTENANCE WORKER III
000

CROSSING GUARD
000

CLERK TYPIST I
000

CUSTODIAN Building Custodian 100% 15.53 1553

RECREATION PROGRAM SPECIALIST III
000

ANIMAL CONTROL OFFICER Animal Control Officer 100% 1842 1642

PARKING CONTROL OFFICER
000

ACCOUNT CLERK I
000

CLERK TYPIST II Clerk Typist 100% 1499 1499

FIRE MECHANIC
000

LIBRARIAN ASSISTANT I Library Assistant 100% 15.98 15.98

LABORER I Laborer 100% 15.25 15.25

ACCOUNT CLERK II Account Clerk 100% 17,08 1708

ASSISTANT CITY CLERK
0.00

LABORER II labOrer 100% 15.25 1525

LIBRARIAN ASSISTANT II
0.00

SECRETARY I
0.00

BOOKKEEPER Bookkeeper 100% 1928 1928

GROUNDSKEEPER I
000

MAINTENANCE MECHANIC I
000

SECRETARY II Secretary 100% 17,44 17.44

TRUCK DRIVER Truck Driver '00% 17.45 17.45

UTILITIES SYSTEM SUPERVISOR WalerflNastewaler Superintendent 100% 31.59 31.59

ADMINISTRATIVE CLERKICEMETERY COORDINATOR
0.00

OEPUTY CITY CLERK Oeputy Town Clerk '00% 20.02 20.02

OEPUTY TAX COLLECTOR Oeputy Tax Collector '00% 20.32 20.32

HEAVY EQUIPMENT MECHANIC I
000

MAINTENANCE MECHANIC II
000

MAINTENANCE SPECIALIST I Lighl Equipment Operator 100% 17.54 17,54

OFFICE MANAGER Office Manager 100% 21.54 2154

PAYROLL & BENEFITS ADMINISTRATOR
0.00

PERSONNEL ASSISTANT
0,00

RECREATION PROGRAM SPECIALIST IV
0,00

TAX ASSESSING DATA TECHNICIAN
0.00

TELEVISION BROADCAST OPERATOR
0,00

GROUNOSKEEPER II
0.00

HEAVY EQUIPMENT MECHANIC II Heavy Equipment Mechanic 100% 20.72 20.72

HEAVY EQUIPMENT OPERATOR I
0.00

POLICE PREVENTION PROGRAMMER
0.00

PUMP STATION OPERATOR I
000

ARENA SALES & MARKETING MANAGER
000

FIREFIGHTER ON CALL
0.00

FIREFIGHTERlEMT-B Fireflghter/EMT -8 100% 1899 18,99

FIREFIGHTER/EMT.I Firefighter/EMT.I 100% 1956 19,56

HEAVY EQUIPMENT OPERATOR II Heavy Equipment OperatOf 100% 19.41 19.41

INVENTORY COORDINATOR
0.00

LIBRARIAN I librarian 100% 23.15 23.15

MANAGEMENT ANAlYST
000

POLICE DISPATCHER Police Dispatcher 100% 17.76 17.76

RECREATION PROGRAM SUPERVISOR
0.00

WNTP LAB TECHNICIAN
000

ACCOUNT ANT I Accountant 100% 26,77 26.77

ExECUTIVE SECRETARY
Executive Secretary/Assl to Board of Selectman 100% 20.72 20.72

HUMAN SERVICE COUNSELOR I
0.00

MAINTENANCE SPECiAliST II
000

PUMP STATION OPERATOR II
0.00

SOLID WASTE ASSISTANT LandfiflfTransfer Station/Recyding Attendant
000

WNTP OPERA TOR I WaterfINastewater Control. Plant Operator 100% 1992 19.92

ADMINISTRATIVE ASSISTANT Administrative Assistant 100% 21.85 21.85

HUMAN SERVICE COUNSELOR II
000

ENGINEERING TECHNICIAN
0.00

FIREFIGHTERIPARAMEDIC Firefighter/Paramedic 100% 20.21 20,21

HUMAN SERVICE COUNSELOR III
000

POLICE VICTIMI'NlTNESS ADVOCATE
000

POLlCE COMMUNICATIONS SUPERVISOR Police Dispatcher Supervisor 100% 22.81 22.81

Page 1 of 2



Dover_NHMA Crosswalk

NHMA Selected

y r • Iflcation NHMA Tnl Hou • d

POLICE OFFICER I Full.TIme Police Officer
23,00 2300

POLICE RECORDS SUPERVISOR
000

AQUATIC FACILITY MANAGER
000

ELECTRICAL INSPECTOR
000

INFORMATION TECHNOLOGY ADMINISTRATOR IT AnalysVTechnlcian 100% 25.16 2516

LIBRARIAN II Librarian 100% 23.15 2315

MAINTENANCE MECHANIC III
000

r.AAINTENANCE SPECIALIST III
0.00

PLUMBING/HEALTH INSPECTOR Health Officer '00% 2B79 2679

POLICE OFFICER II (Advanced Career Track)
000

POLICE PREVENTION COORDINATOR
0.00

PUMP STAIION OPERA TOR III
000

WORKING FOREMAN General Foreman 100% 23,37 2337

WWTP LAB/INDUSTRIAL PRETREATMENT COORDINATOR
000

WWTP OPERATOR II
000

ARENA FACILITY MANAGER
000

ASSISTANT TAX ASSESSOR Assistant Appraiser/Assessor 100% 2496 24.96

DIRECTOR OF BUSINESS ASSISTANCE
000

DIRECTOR OF MAIN STREET PROGRAM
0.00

FACILITIES, GROUNDS & CEMETERY SUPERVISOR
000

FIRE LIEUTENANT Fire lieutenant '00% 2379 23.79

FIRE LIEUTENANT
0.00

PLANT & PUMP STATION SUPERVISOR
0.00

PUBLIC WORKS SUPERVISOR Highway SuperintendenV Road Agont 100% 32,23 32,23

SOLID WASTE COORDINATOR
LandfillITransfer Station/Recycling Supervisor 100% 2358 2358

INWTP CHIEF OPERATOR
0.00

ASSISTANT CITY ENGINEER
0.00

POLICE SERGEANT Police Sergeant '00% 29.74 29.74

FIRE CAPTAIN Fire Captain '00% 28.07 28.07

FIRE CAPTAIN
0.00

FLEET SUPERVISOR
0.00

ASSISTANT LIBRARY DIRECTOR
000

CITY CLERK Combined ClerkfTax Collector 100% 29.00 2900

CONSTRUCTION MANAGER
0.00

PURCHASING AGENT
0.00

TAX COLLECTOR
0.00

WNTP SUPERVISOR
WaterfWastewaler Superintendent 100% 3159 31.59

BUILDING OFFICIAL
Building Inspec.tor andlor Code Enforcement Officer 100% 28.79 28.79

CDBG PROGRAM COORDINATOR
000

ENVIRONMENTAL PROJECTS MANAGER
0.00

FIRE DEPUTY CHIEF
0.00

PLANNER Planner 100% 25.62 25.62

POLICE LIEUTENANT Police lieutenant 100% 32,28 3228

POLICE PROSECUTOR
0.00

ACCOUNT ANT II
0.00

SUPERINTENDENT OF FACILITIES, GROUNDS & CEMETERY
0.00

CITY ENGINEER CityfTown Engineer 100% 3342 3342

DIRECTOR OF HUMAN RESOURCES PersonneVHR Director 100% 35,89 3589

FIRE ASSISTANT CHIEF Deputy Fire Chief 100% 3370 33.70

SUPERINTENDENT OF PUBLIC WORKS & UTILITIES
000

POLICE CAPTAIN Police Captain 100% 35.94 3594

DIRECTOR OF PLANNING & CDBG Planning Director '00% 3623 36.23

DIRECTOR OF PUBLIC LIBRARY libl'"ary Director 100% 35,88 35.88

DIRECTOR OF RECREATION Parks! Recreation Director 100% 30.96 30.96

DIRECTOR OF FINANCE Finance Director 100% 40.68 40.68

DIRECTOR OF HUMAN SERVICES Welfare Officer/Commissioner 100% 3242 32.42

CITY ATIORNEY
000

DIRECTOR OF INFORMATION TECHNOLOGY Information TechnOlogy ManagerIDiredor 100% 37.99 37,99

POLICE CHIEF Police Chief 100% 42.72 42,72

ASSISTANT CITY MANAGER
000

ASSIST ANT CITY MANAGER
0.00

DIRECTOR OF COMMUNITY SERVICES Director of Public Works 100% 41.68 4168

FIRE & RESCUE CHIEF Fire Chief 100% 41.74 41.74

CITY MANAGER Cityl Town Manager 100% 5433 5433

Page 2 of 2



May 2006 DES Estimates

Occupational Employment Statistics (OE5) Survey
Bureau of Labor Statistics. Department of Labor
website: http:/stat.bls.gov/oeslhome.htm
phone: 202-691-6569

Not all fl.ld. are available for every set of estimates fllea

Field
prim stale
area
51
slale
area name

naics

naics title
ace code
occ title
group
tol em
emp prse 1

lolal ~

PC! rpt
h mean
a mean
mean prse'
h pctl0
h pct25
h median
h pet7s
h pct90
a pct10
a pct25
a median
a pel75
a pct90

annual

Field Description
The primary Slate for the MSA (only on MSA file)
The MSA code or the Stato tips code
The Stale abbreviatiOn (only on the State file)
The Slale name (only on the Siale file)
The MSA name (only on the MSA files)
The North American Industry Classification System (NAleS) code for the given Industry (only on the

nalionallndustry files)
The North American Industry Classification System (NAICS) title for the given induSlry (only on the

national industry files)
The 7..(1iglt Standard Occupational Classification (SOC) code for the occupation
The Standard Occupational Classification title for the occupalion
Contains ~major~ If this Is a SOC major grOUp occupation, otherwise this column is blank
The estimated total em 10 ment rounded to the nearest 10 excludes self.em 10 ad
The percent relative standard error for the employment
The rcent of indus em 10 ment in the iven occu lion onion the national indusl files
The percent of establishments reporting the given occupation In the given industry (only on the national

industry files)
The mean hourly wage
The mBan annual wage
The percent relative standard error for the mBan wage
The hourty 10th percentile wage
The hourly 25th percentile wage
The hourly median wage (or the 50th percentile)
The hOUrly 75th percentile wage
The hourly 90th percentile wage
The annual 10th percentile wage
The annual 25th percentile wage
The annual median wage (or the 50th percentile)
The annual 75th percentile wage
The annual 90th percentile wage

Contains ~TRUE~ if only the annual wages are released. The OES program only releases the annual
wage for some occupations that typically work fewer than 2080 hours per year, such as leachers. pilots,

and entertainment workers.

OES provides annual data on employment and wages for about 800 occupations and 400 nonfarm industries for

the nation, plus occupational data by geographic area.

511/2006 Survey Dale
Ape Factor May 2006 to July 2007

1.8%

Area/Slate: US-All States/Areas
Boston. MA-NH PMSA
New Hampshire-State
Portsmouth-Rochester, NH-ME PMSA



Dover_OES Crosswalk
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HEALTH PERCENTAGE PAID BY MUNICIPALITY (EMPLOYER)
July 1,2007

Community Typeof Plan SingleCoverage 24'ersonCoverage FamilyCoverage Buyout

Concord Cafeteria Plan Harvard Pilgrim
All Departments 83% 83%

Derry BlueChoice
All Departments 87,5% 87.5%

Manchester
All Departments CIGNA - HMO 95% 95%

CIGNA- P05 87.5% 87.5%

82%

87.5% $

95% NONE
87.5% NONE

20% Eligible Plan

2,500.00 lYear

Merrimac"

Nashua

Matthew Thornton, BlueChoice, BlueChoice NE, BCeS - COMP100
All Departments 90% 90% 90% 25% Of Savings

85% 85% 85% NONE
Monetary Value of BlueChoice ;;;;;;::;:;:;;;================> NONE

All Departments HMO Blue
Harvard Pilgrim

BlueChoice
BCB5-JW

Rochester
Administrative Officials Granite Statewide

Clerica1JFiscal Granite Statewide
Labor, Trade, and Public Works Granite Statewide

Library Granite Statewide
Inspection. Ted'l, & Professional Granite Statewide

Police Granite Statewide
Fire and Rescue Granite Statewide

Salem

95%

80%
80%
80%
80%
80%
80%
80%

95%

80%
80%
80%
80%
80%
80%
80%

95% NONE

80% Sl,oo()-$2,400 lYear depending 0115ngl, 2-P, Of Fam Plan
80% $1,OQ()-$2,4OOlYear depending 0115ngl, 2-P, Of Fam Plan
80% NONE
80% $1,000-$2,400 Near depending on 8ngl, 2-P, or Fam Plan
80% S1,OQ()-$2,4OOlYear depending 0115ngl, 2-P, Of Fam Plan
80% $1,000.$2,400 Near depending on Sngl. 2-P. or Fam Plan
80% 51.040 !Year

Administrative Officials Matthew Thornton
BlueChoice - NH
BlueChoice - NE

ClericaUFiscal Matthew Thornton
BlueChoice - NH
BlueChoice - NE

Labor, Trade. and Public Works Matthew Thornton
BlueChoice • NH
BlueChoice - NE

Library Matthew Thornton
BlueChoice - NH
BlueChoice - NE

Inspection, Tech, & Professional Matthew Thomton
BlueChoice - NH

95%
90%
85%
95%
90%
85%
95%
90%
85%
95%
90%
85%
95%
90%

95%
90%
85%
95%
90%
85%
95%
90%
85%
95%,
90%
85%
95%
90%

95% $
90% $
85% S
95% $
90% $
85% $
95% $
90% S
85% S
95% S
90% $
85% $
95% S
90% S

2,000,00 lYear
2,000.00 lYear
2,000.00 lYear
1,800.00 Near
1,800.00 lYear
1,800.00 lYear
2,000.00 lYear
2,000.00 lYear
2,000.00 lYear
1,800.00 lYear
1,800.00 Near
1.800.00 /Year
1,800.00 lYear
1,800.00 !Year
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HEALTH PERCENTAGE PAID BY MUNICIPALITY (EMPLOYER)
July 1. 2007

Community Type of Plan Single Coverage 2.Person Coverage FamilyCoverage Buyout

81ueChoice - NE 85% 85% 85% S 1.800.00 Near
Police Matthew Thornton 95% 95% 95% S 2.000.00 Near

BlueCholce - NH 90% 90% 90% $ 2.000.00 Near
BlueChoice - NE 85% 85% 85% $ 2,000.00 Near

Fire and Rescue Matthew Thornton 95% 95% 95% $ 2,800.00 Near
BlueChoice - NH 90% 90% 90% $ 2,800.00 Near
BlueChoice - NE 85% 85% 85% $ 2.800.00 Near

Bedford
Administrative Officials Matthew Thornton 95% 95% 95% $ 1,500.00 Near

BlueChoice, BCBS - COMP100 90% 90% 90% $ 1.500.00 Near
Clerical/Fiscal Matthew Thornton 95% 95% 95% $ 1.500.00 Near

BlueChoice. BCBS - COMP100 90% 90% 90% $ 1.500.00 Near
Labor, Trade, and Public Works Teamsters 100% Amt of Single Plan Amt of Single Plan $ 1.500.00 Near

Library Matthew Thornton 95% 95% 95% $ 1,500.00 Near
BlueChoice. BCBS - COMPl 00 90% 90% 90% $ 1,500.00 /Year

Inspection, Tech. & Professional Matthew Thornton 95% 95% 95% S 1.500.00 Near
BlueChoice. BCBS - COMP100 90% 90% 90% $ 1,500.00 Near

Police Matthew Thornton 95% 95% 95% $ 1.500.00 Near
BlueChoice. BCBS - COMP100 90% 90% 90% S 1,500,00 Near

Fire and Rescue Matthew Thornton 95% 95% 95% $ 1,500.00 /Year
BlueChoice, BCBS - CO,t:::P1OO 90% 90% 90% $ 1,500.00 Near

Goffstown
Administrative Officials Cafeteria Plan 100% 90% 90% $ 5,844.00 Near

ClericaUFiscal Cafeteria Plan 100% 90% 90% $ 5,844.00 Near
Labor, trade, and Public Works Cafeteria Plan 100% 90% 90% $ 5.844.00 Near

Library Cafeteria Plan 100% 90% 90% $ 5,844.00 Near
Inspection, Tech, & Professional Cafeteria Plan 100% 90% 90% $ 5.844.00 /Year

Police Cafeteria Plan 100% 90% 90% $ 5,844.00 Near
Fire and Rescue cafeteria Plan 100% 90% 90% S 8,767.00 Near

Hampton
All Departments Matthew Thornton 90% 90% 90% $500-$1.000 Near depending on Sngl, 2.P. or Fam Plan

BlueChoice 90% 90% 90% $500-$1,000 Near depending on Sngl, 2-P, or Fam Plan
BCBS-JY 75% 75% 75% $500-$1,000 Near depending on Sngl, 2-P. or Fam Plan

Hudson Matthew Thornton, BCBS-JY. CIGNA
All Departments 100% 75% 67% 50% Eligible Plan

Keene
Administrative Officials Self-Insured 85%-100% 85%-100% 85%-100% $ 1,500.00 Near

ClericaUFiscal Self.lnsured 85%-100% 85%-100% 85%-100% $ 1,500.00 Near
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HEALTH PERCENTAGE PAID BY MUNICIPALITY (EMPLOYER)
July 1, 2007

Community Type of Plan Single Coverage 2-PelSon Coverage Family Coverage Buyout

Labor, Trade. and Public Works Self-Insured
Library Self-Insured

Inspection. Tech. & Professional Self-Insured
Police Self-Insured

Fire and Rescue Self-Insured

Laconia

85%~100%
85%-100%
85%-100%
85%-100%
85%-100%

85%-100%
85%-100%
85%-100%
85%-100%
85%-100%

85%-100% $ 1,500.00 lYear
85%-100% S 1,500.00 Near
85%-100% S 1,500.00 Near
85%-100% $1,200/ $2,000 lYear (Officers I 5uperviSOlS)
85%-100% $ 1,500.00 lYear

Administrative Officials Harvard PilgrIm-HMO
Harvard Pilgrim-POS

Clerical/Fiscal Harvard Pilgrim-HMO
Harvard Pilgrim-POS

Labor, Trade. and Public Works Harvard Pilgrim-HMO
Harvard Pilgrim-POS

Library Harvartl Pilgrim-HMO
Harvard Pilgrim-POS

Inspection. Tech, & Professional Harvard Pilgrim-HMO
Harvard Pilgrim-POS

Police Harvard Pilgrim-HMO
Harvard Pilgrim-POS

Fire and Rescue Harvard Pilgrim-HMO
Harvard Pilgrim-POS

100%
92.5%
100%
92.5%
100%
92.5%
100%
92.5%
100%
92.5%
100%
92.5%
100%
92.5%

100%
92.5%
100%
92.5%
100%
92.5%
100%
92.5%
100%
92.5%
100%
92.5%
100%
92.5%

100% NONE
92.5% NONE
100% NONE
92.5% NONE
100% NONE
92.5% NONE
100% NONE
92.5% NONE
100% NONE
92.5% NONE
100% $
92.5% $
100% NONE
92.5% NONE

1,000.00 Near
1.000.00 Near

Londonderry MatthewThornton, BlueChoice,BCB8-eomp100, BCB8-JW
Administrative Officials Varies Varies

Clerical/Fiscal Varies Varies
Labor, Trade, and PublicWorks Varies Varies

Library Varies Varies
Inspection, Tech, & Professional Varies Varies

Police Varies Varies
Fire and Rescue Varies Varies

Portsmouth MatthewThornton, BlueChoice,BCB8-Comp100
Administrative Officials 82%

Clerical/Fiscal 82%
Labor, Trade, and Public Works 82%

Library 82%
Inspection, Tech. & Professional 82%

Police 82%
Fire and Rescue 82%

82%
82%
82%
82%
82%
82%
82%

Varies
Varies
Varies
Varies
Varies
Varies
Varies

82%
82%
82%
82%
82%
82%
82%

$2,000-$6,244 Near dependingon 8n91,2-P. or Fam Plan
$2,000-$6.244 lYear depending on 5ngl, 2-P, or Fam Plan
$2,000-$6,244 fYear dependingon 8ngl, 2-P, or Fam Plan

50% Town's Cost
50% Town's Cost

52,000-$6,244 lYear depending on 5ngl, 2-P, or Fam Plan
50% Town's Casl

$1,000 lYear
50% City's Cost
50% City's Cost
50% City's Cost

51,000 lYear
$444 Near
100% City's Cost
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EMPLOYEE IJENIi;FITS IN PRIVATE INDUSTRY, 2007

Sixty percent of establishments in private industry offered medical care benefits to their employees in
March 2007, the Bureau of Labor Statistics of the U.S. Department of Labor reported today. Employers paid 81
percent of the cost of premiums for single coverage and 71 percent of the cost for family coverage for workers
participating in employer sponsored medical plans. These findings arc from the Summary, ''National
Compensation Survey: Employee Benefits in the United States, March 2007," published today. These results
can be found on the I3LS Web site http://www.bls.gov/ncs/ebs/sp/ebsm0006.pdf.

These data are from the National Compensation Survey (NCS), which provides comprehensive measures
of occupational earnings, compensation cost trends, and details of benefit provisions. In addition to health and
retirement plans, the survey also covered paid leave, disability insurance, and other selected benefits. This
release is the first release of data on employee benefits under the new North American Industry Classification
System (NAICS) and Standard Occupational Classification (SOC) system. Benelit estimates for additional
occupational groups are now available, replacing the white-collar and blue-collar groupings. For more
infonnation on the transition, sec the BLS website http://www.bls.gov/ncs/ebs/ebsm0005.htm. The following
are some of the major findings:

• Most employees covered by medical care plans were in plans requiring employee contributions for both
single and family coverage. Employee contributions for medical care premiums averaged $81.37 per
month for single coverage, and $312.78 per month for family coverage.

• Seventy-one percent of workers had access to medical care benefits, and 52 percent participated in a
medical care plan. Access and participation to health care, and to other benefits, varied by employee and
employer characteristics.

• Sixty-one percent of workers had access to retirement benefits, with 51 percent participating in at least
one type of retirement plan. Twenty percent of employees participated in defined benefit retirement
plans, and 43 percent in defined contrihution plans. (Some employees participate in both types.)

The release and Summary Report are available bye-mail request at NCSinfo@bls.gov, by telephone (202)
69 I -6199, or on the BLS Internet site, http://www.bls.gov/ncs/home.htm. Regional Information offices, listed
on the Internet site, http://www.bls.govlbls/regncon.htm. also are available to answer any of your questions.

mailto:NCSinfo@bls.gov
http://www.bls.gov/ebs
http://www.bls.gov/ncs/ebs/sp/ebsm0006.pdf.
http://www.bls.gov/ncs/ebs/ebsm0005.htm.
mailto:NCSinfo@bls.gov,
http://www.bls.gov/ncs/home.htm.
http://www.bls.govlbls/regncon.htm.


National Compensation Survey:
Employee Benefits in Private Industry
in the United States, March 2007

U.S. Department of Labor
U.S. Bureau of Labor Statistics
August 2007

Summary 07-05

Access to employee benefit programs and participation in
those programs, as these concepts are used in the survey, are
defined as follows:

Just over one-half of workers in private industry
participated in employer-sponsored retirement and
medical care plans in March 2007. More workers had

access to medical plans (71 percent) than to relirement plans
(61 percent), but workers were more likely to participate in
the lauer. Nearly all workers who had access to a defined
benefit retirement plan took advantage of the opportunity to
participate in it. This summary presents information on the
incidence and key provisions of these and other employee
benefit plans by a variety of \",'orker and establishment
characteristics and for various geographic areas.

This summary marks the first release of data on
employee benefits under new industry and occupational
c!a.•.•sifications. The 2002 North American Industry
Classification System (NAICS) replaced lhe 1987 Slandard
Industrial Classification (SIC) system, and the 2000
Standard Occupational Classification (SOC) system replaced
the 1990 Occupational Classification System (OCS). Benefit
est i-mates for additional occupational groups are now
available, replacing the white-collar and blue-collar
groupings. In addition, new imputation procedures were
introduced, resulting in imputed values for missing
information on access and participation for life insurance
and the elimination of not detenninable estimates for other
benefits published previously. For more information on the
transition, scc the Bureau of Labor Statistics (BLS) \Vcbsite
ww" .•bls.gov/ncs/ehs/ehsm0005.htJII.

•

•

Access to a benefit plan: Employees arc considered
as having access to a benefit plan if it is available for
their use. For example, if an employee is permitted
to participate in a medical care plan offered by the
employer, but the employee declines to do so, he or
she is placed in a category with those having access
to medical care.

Participation in a benefit plan: Employees in
contributory plans are considered as participating in
an insurance or retirement plan if they have paid
required contributions and fulfilled any applicable
service requirements. Employees in noncontributory
plans are counted as participating rcgardk'"Ss of
whether they have fulfilled the service requirements.

Note that the term incidence can refer to either rates of
access or rates of participation in a benefit plan.

In addition to presenting data on access to and
participation in benefit plans. the tables in this release
include data on days of paid vacations and holidays;
provisions of life insurance plans; and employee
contributions to costs of medical care premiums. the
allocation of medical plan costs between employees and
employers, and employer premiums.

.:\Iajor findjn~s

• Paid leave was the most commonly provided
employee benefil in the private sector: paid holidays
and vacations were available to 77 percent of
employees. Paid jury duty and paid funeral leave
benefits were also common, available to 71 and 69
percent of workers, respectively. Additionally, forty-
nine percent of the workers had paid military leave
benefits. (See table 19.)

Sixty percent of private establishments offered health
insurance to their workers in March 2007. (Sec table
7.)

• One-third of all establishments with 100 workers or
more (large establishments) offered a defined benefit
plan to their employees, compared to only one out of
every 10 establishments with fewer than 100 workers
(small establishments). Eighty-two percent of larger
employers offered defined contribution plans,
compared to 42 percent of their smaller counterparts. J

(Sec table 2.)

1\:lost employees covered by medical care plans were
in plans requiring employee contributions for both
single and family coverage. Employee contributions
for medical care premiums averaged $81.37 per
month for single coverage, and 5312.78 per month
for family coverage. (See tables II and 12.)

I All NCS bencfits data with the eltception of those on the proportion of
establishments offering employee benefits (tables 2 and 7) are expressed in
terms of percentages of employees covered by a benefil or provision.



Your gateway to New lIampshlre worl<force and career Infonnatlon

_..:,..1 Paid holidays were the lIlost common type of paid time off offered.

_~y Finns were less apt tu offer employees dental insurance than medical insurance.

1

2004 New Hampshire Benef"1tS

Highlights

_..:,.;, rinns were much more likely to have employees (both full- and part-time) enrolled
in a defined contribution plan than a defined benefit p!:tn .

~...:,.}Finns were less likely to offer full-ulne employees a retirement plan than medical
insurance. Conversely, they were more likely to offer p,Ht-tirne employees a retire-

ment plan than medical insurance.

_;.1 More employers offered separate days off for vacation/personal and sick time than
offered paid time off as a combined earned time off plan.

_..,:.} Finns in the Informacion and l\1anufacturing supcrscctors were ITIosl likely to offer
benefits to It,ll-time employees while finns in the Construction and Leisnre and
hospitality supersectors were least likely to offer thelll.

~...:.} Finns were much more likdy to offer benefits to full-rime ctnplo)'ccs than to part-

time ctnplo)'ccs.

,..,;} The survey sho\vcd that the main reason for firms not offering medical insurance to

ctnployecs was cost.

~.:.} In general, the likelihood that a finn would offer employees benefits increased m. lhe
size of the finn increased. Ilowcvcr, firms with 20-99 employees had a smaller share
of finns with employees cnroUcd than the other two si7.c categories.

_;,} ror firms that provided cost infonnation for both insurance and rettrCJnent. almost
all firms paid at least t\\.;cc as tl1uch for insurance as retirement.

....;} The cost of retirement plans \vas. for the most part, paid by both the etnp]oycr and

the employee.

www.nhes.state.nh.us/elml/

http://www.nhes.state.nh.us/elml/


Retil'C1llmt 2002 is an extension of the 2001 New Hampshire
BC1lefitspublication. While the 2001 survey addrcssed all henefits
provided, this publication focuses solely on the subject of retire-
ment. This is important oceause an increasing portion of the
population will be retiring as thc Baby Boomel" generation matures.

In New Hampshire, as in the rest of the COW1try,the population
is aging. In 2000 the median age in New Hampshire was
37.1 years, up 4.3 years over the decade. By definition from the
U.S. Census Bureau, Baby Boomers were horn between the years
1946 and 1964. Just the volwne of individuals in this age group
has had an impact on the nation since World War II. Now the

nf/lXklClDly Sunvnary

Retirement Availability

Plan Types

Defined Contribution 10

Defined Benefit

Additional Plans 14

Early Retirement 15

PImChanges 15

lIV3
.2003

Eaehof theeldest six age cohorts had
morememhcrs in2000 than in 1990

"

11-:1,

,. 1 .u. ."
• I' Ul

Employee benefits have long been recognized as an important
piece of the compensation picture. This information has beell
lacking as a necessary dement of et:onomic and lanor market"
statistics. The New Hampshire population is maturing and the
flux in labor market demographics demands watching. Retlrement
is a t:lJrrent and growing suhject of attention - issucs such as the
ongoing denate over the adequacy of the present Social Sccurity
system, its possihle privatization, and upheavals in financial mar-
kets that have affected individual invcstment portfolios also con-
trihute to the levd of interest. This puhlication provides timely
information about retirement and workforce qucstions that com-
panies and workers face.



City of Dover, NH
Actual Wages Paid
Tax Years 1987 - 2007

Total City Total School Total Combined
Year Actual Wages % Change Actual Wages % Change Actual Wages % Change

1987 5,453,784 7,931,469 13,385,253
1988 6,016,209 10.3% 9,107,135 14.8% 15,123,344 13.0%
1989 6,727,720 11.8% 10,433,654 14.6% 17,161,374 13.5%
1990 7,527,954 11.9% 11,671,380 11.9% 19,199,334 11.9%
1991 8,034,859 6,7% 12,252,143 5.0% 20,287,002 5.7%
1992 7,880,754 .1.9% 12,490,797 1.9% 20,371,551 0.4%
1993 7,880,327 0.0% 12,467,115 -0.2% 20,347,442 -0.1%
1994 8,106,877 2,9% 12,843,194 3.0% 20,950,071 3.0%
1995 8,265,498 2.0% 13,411,601 4.4% 21,677,099 3.5%
1996 8,324,366 0.7% 13,854,604 3.3% 22,178,970 2.3%
1997 8,492,148 2.0% 14,213,449 2.6% 22,705,597 2.4%
1998 9,914,761 16.8% 15,051,482 5.9% 24,966,243 10.0%
1999 10,298,589 3.9% 15,548,038 3.3% 25,846,627 3.5%
2000 11,346,957 10.2% 16,853,845 8.4% 28,200,802 9.1%
2001 12,201,686 7.5% 18,607,505 10.4% 30,809,191 9.2%
2002 13,292,451 8.9% 20,735,215 11.4% 34,027,666 10.4%
2003 14,049,013 5.7% 22,346,044 7.8% 36,395,057 7.0%
2004 15,091,825 7.4% 23,307,256 4.3% 38,399,081 5.5%
2005 15,178,965 0.6% 23,643,190 1.4% 38,822,155 1.1%
2006 14,224,427 -6.3% 24,334,031 2.9% 38,558,458 -0.7%
2007 14,258,345 0.2% 25,137,023 3.3% 39,395,368 2.2%

10 Year Annual % Increase 5.3% 5.9% 5.7%
5 Year Annual % Increase 1.4% 3.9% 3.0%

10 Year Change 67.9% 76.9% 73.5%
5 Year Change 7.3% 21.2% 15.8%

Source: Employers Quarterly Federal Tax Return Worksheet



City of Dover
Compensated Absences Liability

Compensated Absences Liability by Fiscal Year End

Fiscal
Year City School Total
2004 1,619,242 1,844,398 3,463,640
2005 1,445,172 1,802,500 3,247,672
2006 1,480,302 1,735,894 3,216,196
2007 1,284,426 1,680,033 2,964,459

Breakdown of City Compensated Absences liability by Leave Type

Fiscal
Year
2004
2005
2006
2007

Annual Leave
860,488
893,297
955,622
856,323

Grandfathered
Annual Leave

69,809
12,553
29,830
26,154

Total
Annual Leave

930,296
905,849
985,452
882,477

Grandfathered
Sick Leave

688,946
539,322
494,850
401,949

Total
Liability
1,619,242
1,445,172
1,480,302
1,284,426

Fiscal Year 2007 City Compensated Absences Liability by Employee Group

Decription
Assoc. of Federal State County & Municipal Employees
Dover Fire Officers Association
Dover Municipal Employee Association
Dover Professional Employees Association
Dover Police Administrators Assocation
Merit Plan
City Manager and Department Heads
Dover Police Association
International Association of Firefighters

Total Leave Liability

Annual Leave
87,121
51,294
199,331
122,786
70,074
2,819
63,771
142,225
116,902

856,323

Sick Leave
15,520
83,224
57,360
67,555
48,378

82,301
22,880
50,885

428,103

Total
Liability

102,641
134,518
256,691
190,341
118,452
2,819

146,072
165,105
167,787

1,284,426

Fiscal Year 2007 City Compensated Absences Liability by Fund

Fund
General Fund
Parkin9 Fund
Total Governmental funds

Other Funds:
Water Fund
Sewer Fund
Arena Fund
DoverNet Fund
Fleet Maintenance Fund
Total Other Funds

Talai Leave Liability

Total
liability
1,088,301

11,525
1,099,826

79,468
67,063
12,691
7,883
17,495
184,600

1,264,426
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