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CITY OF DOVER

Agenda Item#12B-2

Resolution Number: R - 2007.01.24 - 013
Resolution Re: City of Dover Labor Relations Policy

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

WHEREAS: 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 the City.

WHEREAS: 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 MAYOR AND DOVER CITY COUNCIL THAT:

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.

Explore options to revise the City’s longevity program.

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

Develop and implement a formal Exit Interview Program to determine why
employees are leaving the City’s employ.

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 January of the year a contract
expires.

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

Revise leave time provisions to reduce or minimize the City’s long-term liability.
Recognize the impact of the City’s obligation toward New Hampshire Retirement
benefits and how it contributes to the total benefits package.

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 authorized to negotiate over any and all tetms and conditions of employment, and the
City Council will consider any tentative agreement reached between the City Manager and

the City’s employees.
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Agenda Item#12B-2

Resolution Number: R - 2007.01.24 — 013

CiTY oF DoveRr | Resolution Re: City of Dover Labor Relations Policy
AUTHORIZATION
Approved as to Funding:  Carol Coppola Sponsored by:  Mayor Scott Myers
Interim Finance Director By request

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

City Attorney
Recorded by:  Judy Gaouette
City Clerk
DOCUMENT HISTORY:
First Reading Date:  January 24, 2007 Public Heating Date:  NONE
Approved Date:  January 24, 2007 Effective Date: n/a
DOCUMENT ACTIONS:

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

VOTING RECORD
Date of Vote: Y
Mayor Scott Myers
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| Councilor Robert K}:ays, Ward 1

Councilor Douglas DeDe, Ward 2
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! } Agenda Item# 12B-2

. Resolution Number: R - 2007.01.24 - 013
CiTY oF Dover | Resolution Re: City of Dover Labor Relations Policy

RESOLUTION BACKGROUND MATERIAL:

The Labor Policy Committee (LPC) met on six (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
pertinent.

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 heatd presentations from a number of union representatives wishing to share their union’s
perspective on a variety of issues.
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CiTYy oF 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 Compensation’s report, dated February 15, 1997, as a starting point. The report was
reviewed to determine what issues had been completed and what is still pertinent. In addition to
the report review, new issues were identified and discussed. Itis the intent of this Committee to
provide recommendations and preferences for consideration by the City Council. Once
endorsed by the City Council, the final report would become a policy for the City to use as a
guideline. It is recommended the final, endorsed report be presented 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 information for all
position classifications through periodic wage studies.

Comparative wage data is collected annually through the Local Government Center’s
(“LGC") Annual Wage, Salary, and Benefits Survey for Municipalities and
CareerInfoNet.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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CitYy oOF DOVER
LABOR POLICY COMMITTEE - REPORT

guide communities with their compensation and benefit policies. Caution should be
exercised when comparing wages, as there are often considerable differences in
responsibilities in jobs with similar or identical job titles. Also, differences in salary levels
may reflect regional differences in the cost of living and the ability 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. The comparison wages
from this survey are displayed as Min., Median, and Max. wages. When displaying
Dover's wage information Min., Actual, and Max. are used.

CareerInfoNet.org provides national, state and local 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 sources, including the Bureau
of Labor Statistics (BLS) and the Occupational Information Network (O*NET) 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 and noted. The comparison
wages from this website are displayed as low, median, and high wages.

When compiling and comparing wage data the City attempts 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 which 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 going from a merit pay program to a fixed step pay system has
occurred through ongoing negotiations starting with 1996 — 1999 Collective Bargaining
Agreements. Four (4) unions (DPEA, IAFF, DPFOA, and DPAAIl) converted to the fixed
step plan for FY99. The remaining three (3) unions had conversions to the step plan
when AFSCME converted in FY00, DMEA in FY03, and finally DPA in FY086.

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 adjustment was implemented for wage schedule increases, 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, therefore 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 allowed 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 employees 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 implementation of a fixed step pay system. With a
fixed step plan in place this would allow for recognition of those employees that were
doing more than they were required to in their jobs.

Not much, if anything, has been done 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 all 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 array 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 employee is required to
have, at a minimum, a basic package of health and dental insurance, which 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 Committee 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 liability.

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 Standards Act (“FLSA”).

The intent of identifying and classifying positions 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 former
committee recommendations were reviewed, discussion ensued regarding any additional
recommendations this committee would be interested in exploring or noting in their 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 tabor relations policy.
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CitYy oF DOVER

LABOR POLICY COMMITTEE - REPORT

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 January 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.

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 recommendations are meant
to serve as a general guideline for the City to use when dealing with compensation and policy
issues in the future.

Compensation:

The City's employee compensation 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 schedule and are eligibie to receive a step increase annually 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 anniversary 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

Document Created by: Sue Daudelin, HR Director LPC Report.doc
Document Posted on: Page 5 of 11

Page 8




CITY oF DOVER

LABOR PoLICY COMMITTEE - REPORT

necessary by the City Manager with final approval 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, Salary, and Benefits Survey for
Municipalities. 1t is the Committee’s opinion that the disparity that existed between public and
private sector wages no longer exists and that, if anything, a shift has occurred 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 and 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 percentage increase versus a COLA percentage tied to any
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 CPI 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 other
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 sector
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 other 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 a lump 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+) years 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:

e Explore options to revise the City’s longevity program. The original concept behind
longevity payments is to reward employees for continuous years of service and
dedication to the organization. Additionally, the intent of longevity 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 employee 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 package 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 a number of supplemental 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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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 (POS),
Matthew Thornton Blue (HMO); and Lumenos Enhanced Option (Consumer-Driven). Dental
plan offerings include Base, Mid, and High levels of the Delta Dental A, B, C, & D service
plans. Coverage under 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 insurance 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 typically be unable to obtain on their own. An
employer also often makes available a basic level of insurance coverage in order to protect
the investment that they have in an employee. As with maintaining a competitive wage
schedule, a comprehensive offering of insurance benefits extends the basic benefit 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 cost of their health insurance consistent with
what is happening in the general employment market.

Recommendation:

e 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 employee participation in
the cost of health insurance programs consistent with the general employment
market trends to reduce the impact on the taxpayers of the City.

Leave Program:

The City’s leave program consists of various provisions for compensated 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 remain. Over the
past decade an attempt has been made to address the City's growing unfunded liability for
accrued sick and annual leave. Provisions have been made to grandfathered employees on
an agreed upon date and provides ten (10) ten personal iliness 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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to buy-down grandfathered personal leave in order 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 combined in one pool would be the ideal, but the Committee also
realizes that a consolidated leave plan is unlikely to occur.

Recommendation:

¢ Revise leave time provisions to reduce or minimize the City’s unfunded, long-term
liability. Although the concern for long-term liability exists there is also a concern
that employees are not utilizing their annual vacation leave to its fullest. Itis the
City’s belief that employees should use their annual vacation leave to have periods
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 much concern over the percentage 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 the Internal Revenue Code. The System provides retirement,
disability, and death benefits to its eligible members 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, NHRS 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 benefits will be. With a defined benefit plan, individuals do not
assume the risk.

Although New Hampshire Retirement benefits are not an item open to negotiation it is the
opinion of the Committee 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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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 organizational turnover can be very
costly.

The Labor Policy Committee also expressed the desire to encourage pursuing opportunities
where City and School services may be consolidated and 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:

e 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 wonderful 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.

e Continue to explore and suggest options to foster commonality between City and
School operations. Areas should be explored that will benefit the City, its taxpayers,
and streamline processes and operations.

Summar

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 changes 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 similar contracts with all of the unions at the
same time — not all unions have the same needs, there is concern over the impact 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
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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 human 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 reviewed 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
FY2017 Labor Negotiations Background Information

Previous Negotiating Objectives/Accomplishments

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

o Completed a comprehensive wage survey and implemented a negotiated fixed
step wage schedule based upon an analysis of market competitiveness and
internal equity. All City employees are now on one (1) salary schedule, down
from two (2).

o Instituted insurance premium cost containment strategies through the
implementation of a Cafeteria Style benefits program and varied employee co-
payment percentage adjustments to incentivize employees to enroll in the lower
cost plans with higher deductibles (DMEA, DPEA, DPA, DPAAII, DPFFA,
DPFOA, and AFSCME).

¢ Continue to standardize certain contract provisions between all unions to
improve efficiency of contract administration/application (DMEA, DPEA, DPA,
DPAAII, DPFFA, DPFOA, and AFSCME).

e Support established compensation philosophy by maintaining step/merit based
on longevity and maintaining internal equity and market competitiveness (not
the highest/not the lowest). Of the last nine (9) years of the contracts; six (6)
consecutive years had no COLA increase and one or more of those years also had
employees foregoing step/merit increases; the last three years have provided
modest COLA increases.

¢ Amended contractual language and reduced the growing liability related to
retiree health care costs and leave accruals (DMEA, DPEA, DPA, DPAAII,
DPFFA, DPFOA, and AFSCME).

e Addressed other work rule issues specific to individual unions/departments.
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City of Dover, NH

Compensation Program
Overview

With FY2016 Market Analysis and
Survey Data
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City of Dover, NH
Compensation Program
Overview

Program Philosophy

The City of Dover’s compensation program is a basic management tool which serves to
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
originally adopted by the City Council on April 24, 1996 and is further defined in a report
with recommendations prepared by a City Council personnel sub-committee 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 ensure fair and equitable treatment of all employees and to encourage
the further creation of a team concept within and among all City
departments so that the work of the City continues to be completed in a
professional and fiscally responsible manner”

In accordance with the City’s compensation philosophy, the City attempts to maintain pay
levels for its employees which 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. Structural adjustments resulting from
changes in regional cost of living changes are applied understanding that they will lag the
market. Individual pay adjustments are typically 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
that 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 of the 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 include a job summary; a list of
the job's "essential" functions and related duties; and the necessary skills,
experience, and educational requirements (see attached).

2. Job Evaluation. Job evaluation determines what jobs are worth on an
absolute basis and relative to other jobs in the organization and is the means
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for establishing the City’s Classification Plan (see attached). Both
qualitative and quantative methods are used for purposes of checking results
of one to the other. The qualitative method consists of a ranking evaluation
where positions are paired and ranked in order from highest to lowest value.
The quantitative method consists of a point factor comparision where each
position has "points" assigned based on the job’s complexity, impact,
budget, supervisory duties, and so on. Yob ranks are based on the total
number of points. Jobs that are of greater value to the City have a higher
classification grade; jobs of lesser value fill the lower grades.

Job Pricing. Job pricing involves determining market based rate ranges; that
is, minimum, midpoint, and maximum dollar values for each labor grade.
By studying wage and salary surveys, the City relates comparable wages in
the public and private sector labor market to the jobs within the
organization. A recommended scale of wages is calculated that will allow
the organization to compete in the labor market (external equity) while
ensuring that jobs of high value to the organization are paid more than those
of relatively lower value (internal equity). Ultimately a comparison of
market based pay levels is made against the existing Dover pay levels for
each labor grade (see attached).

Pay Plan. The City’s Pay Plan is developed based upon the job pricing
activity above and in accordance with the overall compensation philosophy.
The pay plan provides a uniform and equitable wage rate schedule
consisting of minimum and maximum rates of pay for each class of
position and the intermediate steps or increments necessary to allow for
advancement based upon satisfactory performance and growth in experience
within the organization (see attached). The Pay Plan is incorporated into
collective bargaining agreements through the process of negotiations with
each of the City’s labor unions. Adjustments to the structure to conform
with the job pricing results and regional cost of living changes are issues
addressed through labor negotiations with a majority of the City’s
workforce.

Pay Administration. Administration of the compensation program involves
establishing and monitoring procedures for payment of wages in accordance
with the established Classification and Pay Plans and state 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 and processing of wage payments for work performed by
employees.
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FY2017 Dover Classification Plan

tion: |

ACCOUNT CLERK| 11 DMEA
ACCOUNT CLERK i 13 DMEA
ACCOUNTANT | 18 DMEA
ACCOUNTANT Il 28 DMEA
ADMINISTRATIVE ASSISTANT 19 non-union
ADMINISTRATIVE CLERK/CEMETERY COORDINATOR 15 DMEA
ANIMAL CONTROL OFFICER 16 DPA
AQUATIC FACILITY MANAGER 22 DPEA
ARENA FACILITY MANAGER 23 DPEA
ARENA PROGRAM & MARKETING SUPERVISOR 21 DPEA
ASSISTANT CITY CLERK 13 DMEA
ASSISTANT CITY ENGINEER 24 DPEA
ASSISTANT CITY MANAGER 32 non-union
ASSISTANT CITY PLANNER 24 DMEA
ASSISTANT LIBRARY DIRECTOR 26 DMEA
ASSISTANT RECREATION DIRECTOR 23 DPEA
ASSISTANT TAX ASSESSOR 23 DMEA
BOOKKEEPER 14 DMEA
BUILDING INSPECTOR 22 DMEA
BUILDING MAINTENANCE MECHANIC 13 DMEA
BUILDING OFFICIAL 28 DMEA
CITY CLERK/TAX COLLECTOR 26 non-union
CITY ENGINEER 29 DPEA
CITY TREASURER 24 non-union
CLERK TYPISTI 9 DMEA
CLERK TYPIST Il 11 DMEA
CONSTRUCTION MANAGER 26 non-union
CROSSING GUARD 8 non-union
CUSTODIAN 9 DMEA
DEPUTY CITY CLERK 15 DMEA
DEPUTY CITY MANAGER 34 non-union
DEPUTY COMMUNITY SERVICES DIRECTOR 30 non-union
DEPUTY INFORMATION TECHNOLOGY DIRECTOR 29 non-union
DEPUTY TAX COLLECTOR 15 DMEA
DIRECTOR OF BUSINESS ASSISTANCE 23 non-union
DIRECTOR OF COMMUNITY SERVICES 33 non-union
DIRECTOR OF FINANCE 32 non-union
DIRECTOR OF HUMAN RESOURCES 29 non-union
DIRECTOR OF INFORMATION TECHNOLOGY 33 non-union
DIRECTOR OF MAIN STREET PROGRAM 23 non-union
DIRECTOR OF PLANNING & CDBG 31 non-union
DIRECTOR OF PUBLIC LIBRARY 29 non-union
DIRECTOR OF PUBLIC WELFARE 26 non-union
DIRECTOR OF RECREATION 26 non-union
ELECTRICAL INSPECTOR 22 DMEA
ENGINEERING TECHNICIAN 20 DPEA
ENVIRONMENTAL PROJECTS MANAGER 27 DPEA
EXECUTIVE SECRETARY 18 non-union
FACILITIES, GROUNDS & CEMETERY SUPERVISOR 23 DPEA
FIRE & RESCUE CHIEF 33 non-union
FIRE ASSISTANT CHIEF 29 DPFOA
FIRE CAPTAIN 25 DPFOA
FIRE DEPUTY CHIEF 27 DPFOA
FIRE LIEUTENANT 23 DPFOA
FIRE MECHANIC 11 non-union
FIRE/HEALTH INSPECTOR 22 DMEA
FIRE/LIFE SAFETY INSPECTOR 22 DMEA
FIREFIGHTER ON CALL 17 non-union
FIREFIGHTER/EMT 17 IAFF
FIREFIGHTER/EMT-I 18 |AFF
FIREFIGHTER/PARAMEDIC 20 |AFF
FLEET SUPERVISOR 25 DPEA
GENERAL LEGAL COUNSEL 33 non-union
GROUNDSKEEPER | 14 AFSCME
GROUNDSKEEPER I 16 AFSCME
HEAVY EQUIPMENT MECHANIC | 16 AFSCME
HEAVY EQUIPMENT MECHANIC | 17 AFSCME
HEAVY EQUIPMENT OPERATORII 16 AFSCME
HEAVY EQUIPMENT OPERATORII 17 AFSCME
INFORMATION TECHNOLOGY ADMINISTRATOR 22 non-union
INFORMATION TECHNOLOGY TECHNICIAN 18 non-union
INVENTORY COORDINATOR 17 AFSCME
LABORER | 12 AFSCME
LABORER I 13 AFSCME
LIBRARIAN | 17 DMEA

t ast Revised: 05/05/2015 Effective: 04/13/2016
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FY2017 Dover Classification Plan

Cla  fication Plan
LIBRARIAN I 22 DMEA
LIBRARY ASSISTANT | 11 DMEA
LIBRARY ASSISTANT Il 13 DMEA
LIBRARY PAGE 7 DMEA
MAINTENANCE MECHANIC | 14 AFSCME
MAINTENANCE MECHANIC I 15 AFSCME
MAINTENANCE MECHANIC Il 22 AFSCME
MAINTENANCE SPECIALIST | 15 AFSCME
MAINTENANCE SPECIALIST I 18 AFSCME
MAINTENANCE SPECIALIST 1l 22 AFSCME
MANAGEMENT ANALYST 17 non-union
MEDIA SERVICES MANAGER 26 non-union
OFFICE MANAGER 15 DMEA
PARKING CONTROL OFFICER 10 DPA
PARKING MANAGER 24 non-union
PAYROLL & BENEFITS ADMINISTRATOR 15 DMEA
PERSONNEL ASSISTANT 15 DPAAII
PLANNER 27 DMEA
PLANT & PUMP STATION SUPERVISOR 23 DPEA
PLUMBING INSPECTOR 22 DMEA
POLICE CAPTAIN 30 DPAAII
POLICE CHIEF 33 non-union
POLICE COMMUNICATIONS SUPERVISOR 21 DPAAII
POLICE DISPATCHER 17 DPA
POLICE LIEUTENANT 27 DPAAII
POLICE OFFICER| 21 DPA
POLICE OFFICER Il (Advanced Career Track) 22 DPA
POLICE PREVENTION COORDINATOR 22 non-union
POLICE PREVENTION PROGRAMMER 16 non-union
POLICE PROSECUTOR 27 DPAAII
POLICE RECORDS SUPERVISOR 21 DPAAII
POLICE SERGEANT 24 DPAAII
POLICE VICTIMMITNESS ADVOCATE 20 non-union
PUBLIC WELFARE TECHNICIAN | 18 DMEA
PUBLIC WELFARE TECHNICIAN I 19 DMEA
PUBLIC WELFARE TECHNICIAN lil 20 DMEA
PUBLIC WORKS SUPERVISOR 23 DPEA
PUMP STATION OPERATOR | 16 AFSCME
PUMP STATION OPERATOR Il 18 AFSCME
PUMP STATION OPERATORIIli 22 DPEA
PURCHASING AGENT 26 DMEA
RECREATION PROGRAM ASSOCIATE | 2 non-union
RECREATION PROGRAM ASSOCIATE Il 3 non-union
RECREATION PROGRAM ASSOCIATE 11l 4 non-union
RECREATION PROGRAM SPECIALIST | 5 non-union
RECREATION PROGRAM SPECIALISTII 7 non-union
RECREATION PROGRAM SPECIALIST Il 9 non-union
RECREATION PROGRAM SPECIALIST IV 15 non-union
RECREATION PROGRAM SUPERVISOR 17 DPEA
SEASONAL MAINTENANCE WORKER | 3 non-union
SEASONAL MAINTENANCE WORKER I 5 non-union
SEASONAL MAINTENANCE WORKER I 7 non-union
SECRETARY | 13 DMEA
SECRETARY I 14 DMEA
SOLID WASTE ASSISTANT 18 AFSCME
SOLID WASTE COORDINATOR 23 DPEA
SUPERINTENDENT OF FACILITIES, GROUNDS & CEMETERY 28 DPEA
SUPERINTENDENT OF PUBLIC WORKS & UTILITIES 29 DPEA
TAX ASSESSING DATA TECHNICIAN 15 DMEA
TEEN CENTER COUNSELOR 22 non-union
TELEVISION BROADCAST OPERATOR 15 non-union
TRUCK DRIVER 14 AFSCME
UTILITIES SYSTEM SUPERVISOR 26 DPEA
WORKING FOREMAN 22 DPEA
WWTP CHIEF OPERATOR 23 DPEA
VWWTP LAB TECHNICIAN 17 DPEA
VWWTP LAB/INDUSTRIAL PRETREATMENT COORDINATOR 22 DPEA
VWWTP OPERATOR | 18 AFSCME
VWWTP OPERATOR I! 22 AFSCME
WWTP SUPERVISOR 26 DPEA

Last Revised: 05/05/2015
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FY 2017 Wage Schedule
City of Dover, NH

Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 | Step 11 | Step 12
Grade 1 $8.03 $8.25 $8.47 58.70 $9.17 $9.42 $9.69 $9.95 $10.21 $10.78 $11.07 $11.38
Grade 2 $8.43 $8.66 $8.90 $9.13 $9.64 $9.90 $10.17 $10.44 $10.73 $11.32 $11.62 $11.94
Grade 3 $8.86 $9.09 $9.34 $9.59 $10.12 $10.40 $10.68 $10.97 $11.26 $11.89 $12.21 $12.55
Grade 4 $9.30 $9.54 $9.80 $10.07 $10.62 $10.91 $11.21 $11.51 $11.82 $12.48 $12.82 $13.15
Grade 5 $9.76 $10.02 $10.30 $10.57 $11.16 $11.46 $11.77 $12.10 $12.41 $13.09 $13.45 $13.82
Grade 6 $10.25 $10.53 $10.82 $11.11 $11.72 $12.03 $12.36 $12.69 $13.04 $13.77 $14.13 $14.52
Grade 7 $10.76 $11.05 $11.35 $11.65 $12.30 $12.63 $12.98 $13.33 $13.69 $14.43 $14.82 $15.23
Grade 8 $11.30 $11.60 $11.91 $12.24 $12.93 $13.27 $13.62 $14.00 $14.38 $15.17 $15.58 $16.00
Grade 9 $11.86 $12.19 $12.52 $12.86 $13.56 $13.93 $14.31 $14.70 $15.10 $15.93 $16.36 $16.81
Grade 10 $12.46 $12.78 $13.13 $13.49 $14.23 $14.63 $15.03 $15.43 $15.85 $16.72 $17.17 $17.64
Grade 11 $13.08 $13.44 $13.81 $14.18 $14.95 $15.36 $15.79 $16.21 $16.65 $17.56 $18.03 $18.52
Grade 12 $13.74 $14.10 $14.48 $14.87 $15.70 $16.12 $16.56 $17.00 $17.48 $18.44 $18.94 $19.44
Grade 13 $14.41 $14.81 $15.21 $15.62 $16.48 $16.93 $17.38 $17.88 $18.36 $19.36 $19.87 $20.43
Grade 14 $15.15 $15.56 $15.97 $16.40 $17.31 $17.77 $18.27 $18.76 $19.26 $20.32 $20.88 $21.43
Grade 15 $15.91 $16.33 $16.78 $17.23 $18.17 $18.67 $19.18 $19.70 $20.22 $21.34 $21.91 $22.51
Grade 16 $16.70 $17.16 $17.62 $18.09 $15.09 $19.61 $20.14 $20.67 $21.25 $22.41 $23.02 $23.65
Grade 17 $17.53 $18.00 $18.49 $18.99 $20.05 $20.58 $21.15 $21.72 $22.30 $23.53 $24.18 $24.83
Grade 18 $18.41 $18.90 $19.41 $19.94 $21.03 $21.61 $22.20 $22.79 $23.42 $24.69 $25.36 $26.06
Grade 19 $19.33 $19.84 $20.40 $20.94 $22.09 $22.69 $23.30| $23.93 $24.59 $25.93 $26.63 $27.36
Grade 20 $20.28 $20.85 $21.40 $21.98 $23.19 $23.82 $24.47 $25.13 $25.82 $27.24 $27.98 $28.73
Grade 21 $21.31 $21.88 $22.47 $23.08 $24.36 $25.02 $25.70 $26.39 $27.11 $28.60 $29.38 $30.19
Grade 22 $22.38 $22.99 $23.60 $24.24 $25.57 $26.28 $26.98 $27.72 $28.46 $30.02 $30.84 $31.68
Grade 23 $23.49 $24.13 $24.78 $25.46 $26.84 $27.58 $28.33 $29.10 $29.89 $31.53 $32.39 $33.26
Grade 24 $24.67 $25.34 $26.02 $26.73 $28.20 $28.96 $29.75 $30.56 $31.39 $33.11 $34.00 $34.93
Grade 25 $25.90 $26.60 $27.32 $28.06 $29.59 $30.40 $31.23 $32.07 $32.94 $34.76 $35.70 $36.67
Grade 26 $27.18 $27.91 $28.68 $29.46 $31.08 $31.93 $32.79 $33.67 $34.59 $36.49 $37.48 $38.51
Grade 27 $28.55 $29.33 $30.11 $30.94 $32.64 $33.53 $34.43 $35.36 $36.33 $38.31 $39.37 $40.43
Grade 28 $29.97 $30.78 $31.62 $32.48 $34.28 $35.20 $36.15 $37.13 $38.14 $40.24 $41.33 $42.46
Grade 29 $31.48 $32.33 $33.21 $34.11 $35.99 $36.95 $37.96 $38.99 $40.05 $42.26 $43.40 $44.59
Grade 30 $33.07 $33.95 $34.88 $35.81 $37.79 $38.82 $39.87 $40.95 $42.06 $44.37 $45.56 $46.81
Grade 31 $34.71 $35.65 $36.62 $37.60 $39.67 $40.75 $41.86 $42.99 $44.16 $46.59 $47.86 $49.15
Grade 32 $36.45 $37.43 $38.46 $39.48 $41.67 $42.79 $43.95 $45.14 $46.37 $48.91 $50.25 $51.61
Grade 33 $38.26 $39.31 $40.36 $41.47 $43.74 $44.94 $46.16 $47.40 $48.69 $51.35 $52.76 $54.19
Grade 34 $40.18 $41.27 $42.39 $43.54 $45.92 $47.18 $48.45 $49.76 $51.13 $53.94 $55.40 $56.90
Grade 35 $42.19 $43.33 $44.51 $45.72 $48.24 $49.53 $50.88 $52.25 $53.68 $56.63 $58.16 $59.75
Grade 36 $44.29 $45.49 $46.73 $48.00 $50.62 $52.01 $53.42 $54.88 $56.35 $59.45 $61.06 $62.73
Grade 37 $46.51 $47.78 $49.07 $50.40 $53.17 $54.61 $56.11 $57.62 $59.18 $62.43 $64.13 $65.88
Grade 38 $48.83 $50.15 $51.53 $52.92 $55.83 $57.34 $58.90 $60.50 $62.14 $65.56 $67.33 $69.17
Grade 39 $51.28 $52.66 $54.10 $55.57 $58.63 $60.21 $61.84 $63.52 $65.24 $68.83 $70.69 $72.62
Grade 40 553.84 $55.31 $56.80 $58.35 $61.55 $63.21 $64.94 $66.70 $68.50 $72.26 $74.24 $76.24
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July 2016 Wage Survey

Annual Wage Survey

Not all fields are available for every position reported

Field Field Description
Municipality The muncipality name
JobTitle The standard job title for the occupation
Population The NH Office of State Planning population estimate for the municipality
#FTEE The number of full-time employees incumbent in the given occupation
FT Min Salary The minimum full-time wage rate reported for the given occupation
FT Max Salary The maximum full-time wage rate reported for the given occupation

Descriptive comments related to the reporting of data related to the full-time
FT Salary Comment  occupation
# PT EE The number of part-time employees incumbent in the given occupation
PT Min Salary The minimum part-time wage rate reported for the given occupation
PT Max Salary The maximum part-time wage rate reported for the given occupation

7/1/2016 Survey Date
Age Factor July 2016 to July 2016
0.0%
Communities: Bedford

Concord

Derry

Dover

Goffstown

Keene

Laconia

Nashua

Portsmouth

Rochester
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Dover_Salary Survey Crosswalk

ACCOUNT CLERK |

ACCOUNT CLERK I

ACCOUNTANT |

ACCOUNTANT Il

ADMINISTRATIVE ASSISTANT
ADMINISTRATIVE CLERK/CEMETERY COORDINATOR
ANIMAL CONTROL OFFICER

AQUATIC FACILITY MANAGER

ARENA FACILITY MANAGER

ARENA PROGRAM & MARKETING SUPERVISOR
ASSISTANT CITY CLERK

ASSISTANT CITY ENGINEER
ASSISTANT CITY MANAGER
ASSISTANT CITY PLANNER

ASSISTANT LIBRARY DIRECTOR
ASSISTANT RECREATION DIRECTOR
ASSISTANT TAX ASSESSOR
BOOKKEEPER

BUILDING OFFICIAL

CDBG PROGRAM COORDINATOR

CITY CLERK/TAX COLLECTOR

CITY ENGINEER

CITY MANAGER

CITY TREASURER

CLERK TYPIST !

CLERK TYPIST li

CONSTRUCTION MANAGER

CROSSING GUARD

CUSTODIAN

DEPUTY CiTY CLERK

DEPUTY COMMUNITY SERVICES DIRECTOR
DEPUTY TAX COLLECTOR

DIRECTOR OF BUSINESS ASSISTANCE
DIRECTOR OF COMMUNITY SERVICES
DIRECTOR OF FINANCE

DIRECTOR OF HUMAN RESOURCES
DIRECTOR OF INFORMATION TECHNOLOGY
DIRECTOR OF MAIN STREET PROGRAM
DIRECTOR OF PLANNING & CDBG
DIRECTOR OF PUBLIC LIBRARY
DIRECTOR OF PUBLIC WELFARE
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

FIRE/HEALTH INSPECTOR

FIRE/LIFE SAFETY INSPECTOR
FIREFIGHTER ON CALL
FIREFIGHTER/EMTB
FIREFIGHTER/EMTI
FIREFIGHTER/PARAMEDIC

FLEET SUPERVISOR

GENERAL LEGAL COUNSEL
GROUNDSKEEPER |

GROUNDSKEEPER I

HEAVY EQUIPMENT MECHANIC |
HEAVY EQUIPMENT MECHANIC il
HEAVY EQUIPMENT OPERATOR |
HEAVY EQUIPMENT OPERATOR I}
INFORMATION TECHNOLOGY ADMINISTRATOR
INVENTORY COORDINATOR

LABORER |

LABORER I!

LIBRARIAN |

LIBRARIAN i

Account Clerk
Accountant

Accountant
Administrative Assistant

Animal Control Officer

Assistant Appraiser/Assessor
Bookkeeper

Combined Clerk/Tax Collector
City/Town Engineer
City/ Town Manager

Clerk Typist

Building Custodian

Deputy Town Clerk

Deputy Tax Collector

Director of Public Works

Finance Director

Personnel/HR Director

Information Technology Manager/Director
Planning Director

Library Director

Welfare Officer/Commissioner
Parks/ Recreation Director

Executive Secretary/Asst to Board of Selectmen
Fire Chief

Deputy Fire Chief

Fire Captain

Fire Lieutenant

Firefighter/EMT-B
Firefighter/EMT-I
Firefighter/Paramedic

Heavy Equipment Mechanic

Heavy Equipment Operator
IT Analyst/Technician

Laborer

Librarian
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80%
115%
100%

100%

100%
100%

100%
100%
100%

100%
100%
100%
100%
100%
100%
100%
100%
100%
100%

100%
100%

100%
100%
100%
100%

100%

100%
100%
100%

100%

100%

100%

100%

100%

17.88
31.26
31.26
23.70

20.64

29.38
20.53

41.35
66.58

16.25
16.64
21.24
21.69
49.89
47.65
39.49
41.85
43.46
43.53

37.94
36.71

24.80
48.95
38.80
31.23

28.22

21.82
22.86
2413

21.38

22.20

27.58

17.68

25.25

29.38
20.53
0.00
0.00
0.00
41.35
66.58
0.00
0.00
16.25
0.00
0.00
16.64
21.24
0.00
21.69
0.00
49.89
47.65
39.49
41.85
0.00
43.46
43.53
37.94
36.71
0.00
0.00
0.00
24.80
0.00
48.95
38.80
31.23
0.00
28.22
0.00
0.00
0.00
0.00
21.82
22.86
24.13
0.00
0.00
0.00
0.00
0.00
21.38
0.00
22.20
27.58
0.00
0.00
17.68
0.00
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Dover_Salary Survey Crosswalk

LIBRARY ASSISTANT |

LIBRARY ASSISTANT I

LIBRARY PAGE

MAINTENANCE MECHANIC |
MAINTENANCE MECHANIC !l
MAINTENANCE MECHANIC Il
MAINTENANCE SPECIALIST !
MAINTENANCE SPECIALIST Il
MAINTENANCE SPECIALIST Il
MANAGEMENT ANALYST

OFFICE MANAGER

PARKING CONTROL OFFICER

PARKING MANAGER

PAYROLL & BENEFITS ADMINISTRATOR
PERSONNEL ASSISTANT

PLANNER

PLANT & PUMP STATION SUPERVISOR
PLUMBING INSPECTOR

POLICE CAPTAIN

POLICE CHIEF

POLICE COMMUNICATIONS SUPERVISOR
POLICE DISPATCHER

POLICE LIEUTENANT

POLICE OFFICERI

POLICE OFFICER i (Advanced Career Track)
POLICE PREVENTION COORDINATOR
POLICE PREVENTION PROGRAMMER
POLICE PROSECUTOR

POLICE RECORDS SUPERVISOR
POLICE SERGEANT

POLICE VICTIM/WITNESS ADVOCATE
PUBLIC WELFARE TECHNICIAN |
PUBLIC WELFARE TECHNICIAN 1l
PUBLIC WELFARE TECHNICIAN I}
PUBLIC WORKS SUPERVISOR

PUMP STATION OPERATOR |

PUMP STATION OPERATOR li

PUMP STATION OPERATOR il
PURCHASING AGENT

RECREATION PROGRAM ASSOCIATE |
RECREATION PROGRAM ASSOCIATE iI
RECREATION PROGRAM ASSOCIATE ili
RECREATION PROGRAM SPECIALIST |
RECREATION PROGRAM SPECIALIST i1
RECREATION PROGRAM SPECIALIST 11l
RECREATION PROGRAM SPECIALIST IV
RECREATION PROGRAM SUPERVISOR
SEASONAL MAINTENANCE WORKER |
SEASONAL MAINTENANCE WORKER 1i
SEASONAL MAINTENANCE WORKER Iit
SECRETARY |

SECRETARY I

SOLID WASTE ASSISTANT

SOLID WASTE COORDINATOR
SUPERINTENDENT OF FACILITIES, GROUNDS & CEMETERY
SUPERINTENDENT OF PUBLIC WORKS & UTILITIES
TAX ASSESSING DATA TECHNICIAN
TEEN CENTER COUNSELOR
TELEVISION BROADCAST OPERATOR
TRUCK DRIVER

UTILITIES SYSTEM SUPERVISOR
WORKING FOREMAN

WWTP CHIEF OPERATOR

WWTP LAB TECHNICIAN

WWTP LAB/INDUSTRIAL PRETREATMENT COORDINATOR
WWTP OPERATOR |

WWTP OPERATOR i

Library Assistant

Library Aide

General Foreman
Light Equipment Operator

Office Manager

Planner

Police Captain

Police Chief

Police Dispatcher Supervisor
Police Dispatcher

Police Lieutenant

Full-Time Police Officer

Police Sergeant

SUPERINTENDENT OF PUBLIC WORKS & UTILITIES

Secretary
LandfillTransfer Station/Recyc