
GO/ED COMMITTEE # I 
April 21, 2016 

MEMORANDUM 

April 19,2016 

TO: 	 Government Operations and Fiscal Policy Committee 
Education Committee 

FROM: 	 Stephen B. Farber, Council Administrator ~ 

SUBJECT: 	 Compensation and Benefits for All Agencies 

This worksession on compensation and benefits for all agencies in the FYI7 operating budget is 
to review issues in six areas: (1) budget and compensation context, (2) overview of FY I 7 agency 
requests (including salaries, retirement, and group insurance), (3) further analysis for County 
Government, (4) County Government compensation-related Non-Departmental Accounts (NDAs), (5) 
budgets for the County Government retirement plans and the Consolidated Retiree Health Benefits Trust, 
and (6) other compensation issues. 

This packet contains extensive information on compensation and benefits. OLO Senior 
Legislative Analysts Craig Howard and Aron Trombka, Senior Legislative Analyst Essie McGuire, and 
Legislative Attorney Amanda Mihill have made major contributions to the packet. The online appendix 
to the packet (GO/ED Committee item #2) contains additional background information, including the 
Personnel Management Reviews and related data prepared by the agencies.) 

GO/ED Committee item #3 on the agenda also relates to this discussion. Senior Legislative 
Attorney Bob Drummer will review the County Government collective bargaining agreements. 

Budget and human resources staff from all agencies have provided valuable assistance once 
again this year and will be present to answer the Committees' questions. Representatives of employee 
organizations and others concerned with compensation issues will also be present. The packet includes 
recommendations for the Committees' consideration on pages 26-29. The Council is scheduled to 
address the Committees' recommendations on April 26. 

1. BUDGET AND COMPENSATION CONTEXT 

My packet for the Council's FYI7 budget overview discussion on April 12 includes detailed 
analysis of the budget and compensation context.2 Key points include the following: 

The Executive's FYI7 recommended tax supported operating budget (including debt service) is 
$4.6264 billion, up $206.2 million (4.7%) from the Council-approved FYI6 budget. The total 
recommended budget (including grants and enterprise funds) is $5.2765 billion, up $193.8 million 
(3.8%) from the FY16 approved budget.3 

I See http://www.montgomerycountymd.gov/councillResources/Files/agendalcm/20 16/160421 /20 160421 G02.pdf. 
2 See http://montgomerycountymd.granicus.com/MetaViewer.php?view id=136&clip id=I1383&meta id=\OS090. 
3 See https://reports.data.montgomelycountvmd.gov/omb for the complete FYI7 recommended budget document. 

https://reports.data.montgomerycountymd.gov/omb
http://montgomerycountymd.granicus.com/MetaViewer.php?view_id=136&clip_id=11383&meta_id=105090
http://www.montgomerycountymd.gov/council/Resources/Files/agenda/cm/2016/160421/20160421_GO2.pdf


The FY 17 recommended budget assumes the first property tax increase above the Charter limit 
since FY09. Approved budgets in the past 12 years have reflected significant changes in revenues. 
When revenues were outsized in FY05-07, the budgets grew by a total of 28.7%. As revenues slowed in 
FY08-09 and plunged in FYIO-12 from the impact of the Great Recession, the budgets followed suit, 
declining by 5.0% in FYI 1. In FY13-15 the budgets reflected the sluggish recovery, making limited 
restorations to services that had suffered deep reductions in FY09-12. The increase in FY16 slowed to 
1.5%. Without the Executive's proposed property tax increase, which yields $106.5 million above the 
Charter limit, the FYl7 recommended budget (up 4.7%) would have been in this range as well. 

Local governments are labor-intensive. As in past years, salary and benefit costs for active 
and retired employees of all agencies account for 80% of the County's total FY 17 tax supported budget. 
For MCPS alone, the figure is 90%. To support the outstanding workforce required to deliver 
outstanding services, County agencies provide highly competitive salaries and benefits. 

Here as throughout the nation, compensation was severely constrained during the Great 
Recession. For example, in the FYIO-13 period County Government employees received no general wage 
adjustments (GWAs, or COLAs) for all four years and no service increments (step increases) for three 
years; their share of health and retirement benefit costs was increased; and there were progressive 
furloughs in FY 11. These measures helped the County manage large position cuts with almost no layoffs. 

The picture for the FY14-16 period is quite different. For merit system County Government 
employees not at their maximum salary (now 68% of the total), the compound pay increases negotiated 
by the Executive and approved by the Council for these three years total 20.6% for general government 
employees and still more for public safety employees eligible for make-up service increments (steps).4 

Historical pay increases for MCPS employees have been similar. The summary on ©15 
shows that for the FYI0-16 period, which includes the recession, pay increases for eligible MCPS 
employees represented by MCEA ranged from 23.4% to 29.5%, depending on placement in the salary 
schedule. Pay increases for eligible employees represented by the County Government bargaining units 
MCGEO, FOP, and IAFF - were 24.4%, 25.8%, and 31.5%, respectively. Pay increases for College 
employees in this period were 22.4%. Increases at M-NCPPC, a bi-county agency, were smaller. 

The table on page 7 shows the cost of FY17 agency requested pay increases in FY17-18. The 
specific components, outlined on pages 4-6, include general wage adjustments ranging from 1.0% to 
2.75%, service increments or step increases averaging 3.0-3.5%, and make-up steps for steps that were 
not affordable during the recession.s See the table on ©16 for further detail. 

These negotiated increases cost $98.8 million in FY17 and $133.1 million in FYI8, when new 
contracts with additional increases will be negotiated. (As noted above, the Executive's proposed FY17 
property tax increase is $106.5 million above the Charter limit.) These increases come at a time of 
protracted minimal inflation; there is no COLA for Social Security benefits in 2016. For general 
government employees in County Government who are eligible for both the step and the make-up step, 

4 See http://montgomelycountymd.granicus.comiMetaViewer.php?view id=6&clip id=9331&meta id=82265 for 
the April 28, 2015 Council packet on FYI6 compensation and benefits for all agencies, page 2. 
S MCPS union members received their first make-up step in FY13; the second is scheduled for FYI7. MCGEO 
members would receive their first in FYI7. FOP members received their first in two parts (FYI4-15) and would 
receive their second in FYI7. IAFF members have received two make-up steps (FYI4-I5). College and M-NCPPC 
employees have not received make-up steps. Such increases are rare in other governments and the private sector. 
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the pay increase in FY17 (including the 1% GWA) is 8%, on top of the 20.6% increase for FY14-16. 
For comparable MCPS employees, the FY 17 increase is also 8%. 

For further details on pay increases at all agencies, see the analysis on pages 4-7 prepared by Mr. 
Trombka and the tables on © 1-12 prepared by Ms. Mihill. The latter reports historically have shown that 
pay increases for County Government employees compare favorably with those in most other 
jurisdictions, including the state and federal governments. For example, for FY17 Arlington County 
Government projects an increment but no GWA, while Fairfax County Government and public schools 
project an increment and GWAs in the 1 % range. Pay increases for both state and federal employees, 
which have been sharply constrained in recent years, are again limited: state employees will have an 
increment but no GWA, while federal employees may receive a limited increment and a 1.6% GWA.6 

For comparisons between historical increases for County general government employees and increases 
for the CPI and the private sector, see the excerpts from ORR's April 2016 Personnel Management 
Review on ©13-14. 

While salaries represent 57% of the total tax supported budget, health and retirement benefits 
for the agencies' active and retired employees represent an additional 23%. The agencies' benefits are 
also highly competitive with those of other local governments and the private sector. For example, most 
agency employees are eligible for defined benefit pension plans, which are no longer available to most 
private sector employees. (Non-public safety County Government employees hired starting in October 
1994 participate in either a defined contribution plan or a cash balance plan.) All agencies provide 
retiree health insurance, which is increasingly rare in the private sector. 

Benefits for MCPS employees are especially attractive. Until FYI5, MCPS employees 
paid 5% of health care premiums (for HMOs) or 10% (for other providers), while County Government 
employees pay 20% or 25%. (Federal employees pay on average 28%.) The share for MCPS employees 
rose to 8% or 13% in FY15 and rose again to 12% or 17% in FY16 (with the opportunity for wellness
related offsets that would reduce the share to 10% or 15%). If MCPS' premium cost share for active 
employees were the same as County Government's, savings on an annualized basis could be in the range 
of $24 million.7 This amount would nearly double the $26 million requested by the Board of 
Education to reduce class size in FYI7. 

As for retirement (leaving aside the projected $58.7 million impact of the State's shift of 
teacher pension costs in FYI7), MCPS is the State's only school system with a county-funded 
supplement to the State pension benefit. Funding the supplement alone was projected to cost $56.3 
million in FY16. The history, fiscal impact, and potential options for change in the supplement are the 
subject of OLO Memorandum Report 2016-5, MCPS Local Pension Plan and Supplement. 8 

2. OVERVIEW OF FYI7 AGENCY REQUESTS 

Sections 2 and 3, prepared by Mr. Trombka and Mr. Howard, review FY17 agency requested pay 
adjustments and proposed changes to agency retirement and group insurance benefit plans. See © 17-28 
for detailed data on FY 16 approved and FY 17 agency requested compensation costs. 

6 While County Government step increases through the pay scale are annual, federal government step increases are 

not. See the table on ©12. 

7 While some have argued that MCPS' health plans cost less than County plans even with the difference in 

employees' premium shares, a 2011 report by Aon Hewitt concluded that the average cost per member associated 

with active employees is almost identical for the two agencies. 

II See http://www.montgomerycountymd.gov10LO/Resources/Fi1es/20 16%20Reports/OLOReport20 ] 6-5.pdf. 
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Pay Adjustments 

County Government: For FYI7 the Executive negotiated one-year agreements with MCGEO, 
FOP, and IAFF. The agreements include different provisions regarding general wage adjustments 
(GWAs) and service increments. As shovvn in the table below, the Executive recommends GWAs 
totaling 1.0% for all employees with the exception ofIAFF members, who would receive a GWA totaling 
2.0%. As proposed by the Executive, all employees not at top of grade (excluding Management 
Leadership Service members) would receive a service increment of 3.5%. In addition, the FY 17 
negotiated agreements with MCGEO and FOP include second increments, that is, "postponed" pay 
increases for employees who would have been eligible for an increment during years when County 
Government employees received no pay increases because of fiscal constraints. 

County Government FYI7 Request 

Employee 
Group 

General Wage 
Adjustment 

Service 
Increment9 

Second 
("Postponed') 
Increment10 

Lump Sum 
Payment 

Other 

MCGEO 
0.5% 3.5% for employees 

1.0% for 
employees at 
top of grade. 

Longevity 
increments for 
eligible 
employees. 
See table on 
page 15. 

FOP 
(effective 7/1/16) 

+ 
0.5% 

eligible for increment 
in FY12 (for FOP) 

or in FYll, FY12 or 
No lump sum 

payments 

Non-
Represented 

(effective 1/1/17) 
3.5% 

FY13 (for MCGEO 
and non-represented) 

1.0% for 
employees at top 

of grade 

IAFF 

1.0% 
(effective 7/1/16) 

+ 
1.0% 

(effective 2/5/17) 

No second increment 
in FY17 

No lump sum 
payments 

MLS 

0.5% 
(effective 7/1/16) 

+ 
0.5% 

(effective 1/1/17) 

Eligible for 
perfonnance

based pay . .
lncreases In 

lieu of service 
increment 

Not applicable 

Effective dates: The first full pay period after the dates listed above. In fall 2016 the Executive will 
enter into new negotiations with MCGEO, FOP, and IAFF regarding future year compensation. 

MCPS: Two years ago the Board of Education entered into three-year agreements with its 
employee bargaining units to provide general wage adjustments and service increments in School Years 
2015 through 2017. For FYI7 the agreements call for employees to receive a general wage adjustment of 

9 Non-MLS employees will receive their service increment during the first full pay period following an employee's 
hiring anniversary date. The effective date for MLS performance-based pay increases is the first full pay period of 
the fiscal year. 
10 The second step for MCGEO members and non-represented employees is effective as of May I, 2017. The 
second step for FOP members is effective as ofJuly 1, 2016. 
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2.0% and increments averaging about 3.0%. In addition, the agreements provide for second increments, 
that is, "deferred" pay increases for employees who would have been eligible for an increment in FYI2 
(when MCPS employees did not receive any pay increase because of fiscal constraints). The table below 
shows the major pay adjustments approved by the Board for FY17. 

MCPS FY17 Request 

Employee 
Group 

General Wage 
Adjustment 

(effective 9/3/16) 

Service 
Increment 

(effective 9/3/16) 

Second 
("Deferred') 
Increment 

effective 3/4/1 

Other 

MCEA 

MCAAP/ 
MCBOA 

SEIU 

2.0% 
1.5% to 5.2% 

(average of about 
3.0%) 

Average of about 
3.0% for employees 

eligible for 
increment in FYl2 

Longevity 
increments for 
eligible 
employees 

In fall 2016 the Board of Education will enter into new negotiations with MCPS employee bargaining 
units regarding future year compensation. 

Montgomery College: The College's FYl7 budget includes 2.75% general wage adjustments 
and 3.5% service increments for most full-time employees. 

Montgomery College FY17 Request 

General Wage 
Employee Group Adjustment Service Increment 11 

(effective 7/1/16) 

Faculty 

Staff (AFCSME) 3.5% 

Staff (non-bargaining) 
2.75% 

Eligible for performance-

Administration 
based pay increases of up to 
5.5% in lieu of service 
increments 

M-NCPPC: The Montgomery County portion of M-NCPPC's FYI7 budget request includes 
$1.56 million to adjust compensation for represented employees. The Commission's recommended 
budget states that the "FYI7 budget includes a dollar marker of $1.56 million. This marker includes the 
funds necessary to implement the 2nd year of our agreement with MCGEO (and, by extension, non
represented employees), which calls for a one-half merit increase and a 1.75% COLA after September 
1st." As shown in the table below, the existing negotiated agreement with MCGEO includes a general 
wage adjustment of 1.75% and a service increment of 1.75%. The Commission intends to award similar 

II For full-time faculty, the service increment is effective on the first day of the 2016-17 academic year. For 
bargaining and non-bargaining staff, the service increment is effective the second full pay period in September 2016. 
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pay adjustments to its non-represented employees. The Commission currently is in negotiations with the 
FOP. The M-NCPPC budget notes that "we have a wage reopener with the FOP, the results of which 
will be presented for approval at the Joint County Council Meeting in May 2016." 

M-NCPPC FYI7 Request 
. 

Employee Group 
General Wage 
Adjustment 

(effective 9/1/16) 
Service Increment 

MCGEO 
1.75% 1.75% 

Non-Represented 

FOP To be determined through collective bargaining. 

WSSC: The FYI7 WSSC budget request includes $5.5 million for salary enhancements. 
The specific pay adjustment will be determined by joint agreement of the Montgomery and Prince 
George's County Counci Is. See the description on ©29 by Senior Legislative Analyst Keith Levchenko 
for more detail on compensation in the FYI7 WSSC budget request. 

WSSC FY16 Request 

Employee 
Group 

General Wage 
Adjustment 

Merit (Service) 
Increment 

Other 

All Employees 
To be determined jointly by Montgomery and Prince George's County Councils. 

Amount set aside in budget to date totals $5.5 million. 

Cost of Recommended Pay Increases: As displayed in the table below, the combined FYI? 
cost of general wage adjustments, service increments, and longevity adjustments (inc1uding the cost 
of salary-based benefits such as Social Security) across all tax supported agencies is $98.8 million.12 

MCPS pay increases comprise about three-quarters ofthe total. 

Many of the agency negotiated pay adjustments take effect several months into the fiscal year. 
As a result, the amount budgeted for FYI7 does not reflect the full annualized cost (that is, the 12-month 
cost) of the pay increases. The right side of the table below shows the annualized cost of the FYI7 pay 
increases that will be incurred in FYI8 (exclusive of any new negotiated pay adjustments in FY18). The 
total annualized cost of $133.1 million exceeds the FYI7 cost by $34.3 million. If these adjustments are 
implemented as recommended by the agencies, an additional $34.3 million would have to be budgeted in 
FYI8 to cover the cost of the FYI7 pay increases. The cost of the second increments recommended 
by the County Government and MCPS comprise about two-thirds of the $34.3 million in additional 
costs that would be incurred in FYI8. 

12 This total excludes the cost ofWSSC pay increases as WSSC costs are non-tax supported. 
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Cost of FYI7 Agency Recommended Pay Increases 

(tax supported $ millions including salary-based benefits) 


FYI7 Cost Increase FYI8 Cost Increase 

i Agency GWA Increment 2nd 
Increment Longevity Totals GWA Increment 2nd 

Increment Longevity Totals 

MCG $5.7 $5.9 $2.0 $1.6* $15.1 $7.7 $11.0 $5.7 $0.4 $24.7 

MCPS $31.5 $31.1 $9.8 $1.6 $74.1 $34.0 $33.1 $2S.3 $ $97.9 

MC $4.2 $3.9 - $S.1 $4.2 $4.4 - - $S.7 

iMNcppc $1.0 $0.4** - - $1.4 $1.3 $0.5** - $1.8 

Totals $42.5 $41.3 $11.8 $3.2 $98.8 $47.2 $49.0 $34.0 $2.8 $133.1 

I 

* MCG longevity includes FY17 lump sum payment for MCGEO and non-represented employees at top of pay grade. 
** MNCPPC total includes combined costs of step (increment) and longevity. 

Retirement Benefits 

County Government: The Executive recommends no changes to County Government employee 
retirement plan design in FY 17. Additional details regarding the costs of County Government retirement 
plans are on pages 20-23 below. 

MCPS: MCPS provides a core pension benefit for most non-teaching positions and a 
supplemental benefit for all permanent employees. The Board of Education recommends no changes to 
MCPS employee retirement plan benefits in FYI7. As noted on page 3, in February 2016, the Office of 
Legislative Oversight issued a report that presents options to reduce MCPS pension costs. 

In 2012 the Maryland General Assembly shifted a portion of the annual funding requirement for 
the State-run teacher pension system to the counties.13 The shift of pension costs to the counties was 
phased in over four years (FY13 through FYI6). In FY16 Montgomery County was required to 
contribute $44.4 million to the State-run teacher pension fund. This FY16 contribution will be counted 
for the first time in the Maintenance of Effort calculation. MCPS' full FYI7 obligation to the State 
pension fund is $58.7 million. 

Montgomery College: The College plans no changes to employee retirement plan design in 
FYI7. 

M-NCPPC: M-NCPPC plans no changes to employee retirement plan design in FYI7. In FY15 
the pension fund contribution made by MCGEO members and non-represented employees (beginning 
July 1, 2014) and FOP members (beginning March 1, 20 IS) increased by 0.5% of salary. The employee 
contribution for FOP employees was scheduled to increase by an additional 0.5% of salary on January 1, 
2016. 

13 Under the 2012 State law, counties must pay for the normal pension costs going forward. The State remains 
responsible for costs associated with unfunded pension liability. 
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WSSC: WSSC plans no changes to employee retirement benefits or cost sharing in FYI7. 

Funded Ratios: The "funded ratio" of a pension plan is the percentage of the plan's liabilities 
covered by the current actuarial value of the plan's assets. In other words, the funded ratio measures the 
extent to which a plan has set aside funds to pay benefits accrued by its members. When an employer's 
funded ratio is below 100%, additional assets (from employer contributions, employee contributions, 
and/or investment income) will be required in future years to meet forthcoming liabilities. 

Beginning with pension plan valuations conducted in 2014, the Governmental Accounting 
Standards Board (GASB) established new accounting standards for the measurement of fund assets and 
liabilities. GASB Statements #67 and #68, among other things, modify the way public sector pension 
funds report the value of their assets. The previous GASB standard allowed reporting of assets based on 
a method known as the "actuarial value of assets (AVA)." The AVA method is a mathematical 
calculation that measures asset value by considering the long-term performance of fund investments to 
minimize annual variations. The new GASB standard calls for reporting of assets based on the "market 
value of assets (MV A)." The MVA method values a fund's assets based on the amount of money the 
fund would receive if it sold all its investments on the date of the valuation. While the A V A method 
minimizes the influence of short-term market volatility, GASB adopted the MVA as the reporting 
standard to "inform financial report users about the effects of market conditions on the pension plan's 
assets over time and provide information for users to assess the relative success of the pension plan's 
investment strategy .... 14 

Given recent rapid growth in stock and other investment values, pension funded ratios measured 
by the MV A method have improved significantly over the past two years. As a result, current MV A
based funded ratio calculations exceed those resulting from an AVA-based calculation. However, the 
MV A method produces funded ratios that are highly sensitive to fluctuations in the investment market. 
A downturn in investment rates of return would cause greater declines in MV A-based funded ratios than 
in AVA-based calculations. The table below shows the most recent MVA-based funded ratios for agency 
pension plans.15 

Pension Funded Ratios16 

Agency 
MVABasis 

County Government 89.7% 

MCPS 79.2% 

M-NCPPC (Bi-County) 91.6% 

WSSC (Bi-County) 80.9% 

14 Governmental Accounting Standards Board, 

http://www.gasb.org£isp/GASB/Pronouncement C/GASBSummaryPage&cid=] 176] 60219444 

15 The College does not manage a pension fund as its employees participate in a State-run retirement system. 

16 Funded ratios are as ofJune 30, 2015 for the County Government, MCPS and M-NCPPC and as ofJune 30, 2014 

forWSSC. 
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Agency Group Insurance Costs in FYI7 for Active Employees 

The FYI7 tax supported request for active employees' group insurance benefits for all 
agencies totals $384.2 million, an increase of 9.6% from FYI6, as shown in the table below. The 
increase in FYI7 primarily reflects projected increases in County Government and MCPS health care 
claims costs. 

FYI6 Approved and FYI7 Requested Tax Supported Active Employee Group Insurance Costs 

Agency 
FYI6 

Approved 
FYI7 

Requested 
Percent Change 

FY16-17 

County Government $85.2 million $90.8 million 6.6% 

MCPS $238.5 million $265.3 million17 11.2% 

Montgomery College $13.6 million $14.6 million 7.4% 

M-NCPPC $13.4 million $13.5 million 1.5% 

Total $350.7 million $384.2 million 9.6% 

County Government: The Executive recommends no changes to group insurance benefits in 
FY17. 

MCPS: The Board of Education's budget request reflects no changes to group insurance 
benefits in FY17. MCPS' increase in total group insurance costs for FY 17 results from a projected 7.1 % 
increase in claims expenses as well as the addition of funds needed to restore the active employee group 
insurance fund back to a zero fund balance. 

The request also reflects the full implementation of changes to cost share for active employees 
phased in over FY15 and FYI6, which increased the employee portion ofthe cost share from 5% or 10% 
to 12% or 17%. MCPS' changes also included cost share credits of 1% each for completing a biometric 
screening and a health risk assessment and a cost share penalty of 3% for tobacco users. As of March 1, 
2016, MCPS reports that about 60% of enrollees are receiving the biometric screening credit, 35% are 
receiving the health risk assessment credit, and 15% are paying the tobacco user penalty. 

Montgomery College: The College plans no changes to group insurance benefits in FY17, but 
the College budget request does reflect estimated savings of $470,000 from changes to copays, 
deductibles, and out-of-pocket maximums that went into effect on January 1,2016. 

M-NCPPC: M-NCPPC plans no changes to group insurance benefits in FY17. 

WSSC: WSSC plans no changes to group insurance benefits in FY17. WSSC's requests for 
group insurance in FY17 are $18.7 million for active employees (up 0.5%) and $14.4 million for retired 
employees (up 3.6%). 

17 Includes a reduction of $10.0 million from the BOE's request as detailed in the April 8, 2016 letter from the 
Interim Superintendent of Schools to the Council President and Education Committee Chair. 
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Agency Group Insurance Costs in FY17 for Retirees 

The FY17 tax supported request for retiree pay-as-you-go group insurance funding totals 
$97.5 million, a 117.6% increase from the funding level in FYI6. There are no changes to retiree 
group insurance benefits in FYI6. The substantial increase for FY17 reflects restoring funds for MCPS' 
pay-as-you-go costs that were paid for with OPEB Trust fund dollars in FYI6, and funding the full 
actuarially estimated costs in County Government (both described in greater detail below). 

FY16 Approved and FY17 Recommended Retiree Health Pay-As-You-Go Funding by Agency 

Agency 
FY16 

Approved 
FY17 

Recommended 
Percent Change 

FY16-17 

County Government $36.8 million $52.3 million 42.1% 

MCPS - $37.1 million 100% 

Montgomery College $3.3 million $3.5 million 6.1% 

M-NCPPC $4.7 million $4.6 million -2.1% 

Total $44.8 million $97.5 million 117.6% 

County Government: The increase in FY17 reflects funding the full actuarially estimated cost of 
pay-as-you-go claims. County Government staff report that prior-year budgets had been below the 
actuarial estimates for retiree claims expenses because the fund balance had been above the 5% policy. 

MCPS: In FY15 the Council reduced MCPS' tax supported retiree health pay-as-you go funding 
by $27.2 million, MCPS used its internal OPEB Trust to fund that portion of pay-as-you-go expenditures, 
and the Council added $27.2 million to MCPS' portion of the Consolidated OPEB Trust to hold MCPS 
OPEB spending harmless. In FY16 the Council approved the Executive's recommendation to provide 
MCPS $51.2 million in total retiree pay-as-you-go funding, with $24.0 million from the MCPS internal 
OPEB Trust and $27.2 million from the Consolidated OPEB Trust. Unlike the Council's actions in 
FYI5, the budget actions in FY16 did not replace the expenditures in either trust. 

For FY17 the Board of Education's request and the Executive's recommended budget both 
propose $64.3 million in total retiree pay-as-you-go funding through $37.1 million in tax supported 
funding and using $27.2 million from MCPS' portion of the Consolidated OPEB Trust. The tax 
supported funding includes $24.0 million to replace the funds from the MCPS internal trust (which has 
now been zeroed out) and $13.1 million in additional spending for projected claims increases. 

MCPS FY16 Approved and FY17 CE Recommended Retiree Pay-As-You-Go Funding 

FY16 Approved 

• County funding 
• Consolidated OPEB Trust 
• MCPS OPEB Trust 

Total Pay-As-You-Go Funding: 

$0 
$27.2 million 
$24.0 million 

$51.2 million 

FY17 BOE Request/CE Recommendation 

• County funding $37.1 million 
• Consolidated OPEB Trust $27.2 million 
• MCPS OPEB Trust nla 

Total Pay-As-You-go Funding: $64.3 million 

The use of OPEB trust dollars to pay current claims in the early years of plan funding, along with 
the net impact on pre-funding, is discussed in greater detail on page 14. 
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Agency Group Insurance Funds 

In December 2003 the Council approved Resolution No. 15-454, Policy Guidance for Agency 
Group Insurance Programs, which included a recommendation that agencies maintain a minimum fund 
balance (or reserve) in their respective group insurance funds equivalent to 5% of annual expenditures. 

For the tax supported agencies, the table below shows the actual FY15 group insurance fund 
ending balances (in dollars and as a percentage of expenditures), along with any projected balances or 
uses of fund reserves identified in agency budget or related documents. MCPS maintains separate fund 
accounts for active and retired employees, while the other agency group insurance funds combine active 
and retired employees. 

Agency 

FY15 Year-End Fund 
Balance 

$'s % of Expend. 
Future Fund Balance Projections 

County Government $8.0 million 3.8% 

• Projected FY16 year-end fund balance of 
$855K or 0.4%. 

• FY17-22 fiscal projection shows a 2% 
fund balance at the end ofFY17, 3.5% 
at the end of FY18, and 5% for FY19
22. 

MCPS: Active Employees ($4.7 million) -1.6% 

• Projected FY16 year-end deficit of $13.1 
million or -4.2%. 

• The BOE intends to request the Council 
approve a categorical transfer of $4.0 at 
the end of FY16 to help reduce the 
negative fund balance.18 

MCPS: Retired Employees ($4.2 million) -4.5% • Projected FY16 year-end fund balance of 
$2.0 million or 2.0%. 

M-NCPPC (Bi-County) $13.6 million 36.9% 

• Projected FY16 )lear-end fund balance of 
$12.8 million or 22.3%. 

• Proposed FY17 budget projects fund 
balance of $12.7 million or 22.2% at the 
end ofFY17. 

Montgomery College $1.2 million 7.1% n/a 

18 According to a March 31, 2016 letter from BOE President Durso to Council President Floreen providing 
information on State Expenditure Category 12. 
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Agency OPED Status 

Other Post-Employment Benefits (OPEB) are non-pension benefits offered by an employer to 
qualified retirees. The four tax supported agencies set OPEB benefit levels and eligibility criteria for 
their own retirees. The annual required contribution (ARC) reflects the amount an agency must 
contribute each year to reach full OPEB funding within 30 years. The agencies currently fund OPEB 
benefits through a dual approach: 

• 	 OPED pay-as-you-go funding refers to the annual cost of group insurance benefits for current 
retirees. Under the pay-as-you-go funding method, agencies annually budget resources to pay the 
current year's cost ofhealth care claims for retired employees and their dependents. 

• 	 OPED pre-funding is a practice of setting aside assets at the time employees earn a benefit to cover 
cost obligations that will be paid in the future. Most governments (including all County agencies) 
pre-fund their pension benefits. Agencies that pre-fund OPEB benefits often make contributions to a 
trust fund designated for retiree health benefits. In 2011 the Council established a Consolidated 
Retiree Health Denefits Trust for the County Government, MCPS, and Montgomery College. 
The bi-County M-NCPPC manages its own OPEB trust fund. 

In FYI5 all four agencies implemented the Medicare Part D Employee Group Waiver Program 
(EGWP) for prescription drug coverage for Medicare-eligible retirees/survivors effective January I, 
2015. This change, together with revised healthcare trend and claims rates, had a large impact on the 
FY 15 budget - savings of $81.8 million compared to earlier projections - by significantly reducing long
term OPEB liabilities and thus the annual required pre-funding amounts.19 

Agency OPED Liabilities, Assets, and Required Contributions. An agency's OPEB liability 
refers to the present value of benefits earned to date for employees' past service. The value of OPEB 
assets refers to the current value of cash or investments placed into a fund to pay future liabilities. The 
annual required contribution is how much an agency must contribute each year to reach full OPEB 
funding (pay-as-you-go and pre-funding portions) within 30 years. 

The table below shows the actuarially determined OPEB liability and annual required 
contribution from each agency's most recent OPEB valuation (as of 7/112014 for County Government 
and MCPS, and as of 7/I/20 IS for M-NCPPC and Montgomery College). In sum: 

• 	 The total estimated OPEB liability for County Government, MCPS, Montgomery College, and 
M-NCPPC is about $2.9 billion. 

• 	 The actuarial value of OPEB assets in the agency trust funds, $544 million, represents 19% of 
the total OPEB liability. This calculation is known as the "funded ratio." 

• 	 The agencies' OPEB annual required contribution (including both pay-as-you-go and pre-funding 
amounts) totals $249.8 million. 

19 See http://www.montgomerycountymd.gov!council/ResourceslFilesIREPORTSlEmployerGroupWaiver.pdf 
for the April 16, 2014 report on this change prepared by the Council's actuarial adviser, Bolton Partners. 
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Agency OPEB Liabilities, Assets, and Annual Required Contribution 
(based on most recent actuarial valuations*) 

Agency 
Actuarial 

Accrued Liability 
Actuarial Value 

ofAssets 
Funded 

Ratio 
Annual Required 

Contribution 

County Government $1,241.3 million $239.4 million 19% $107.1 million 

MCPS $1,406.2 million $241. 7 million 17% $130.3 million 

M-NCPPC2O $123.3 million $20.1 million 16% $8.1 million 

Montgomery College21 $80.0 million $42.8 million 54% $4.3 million 

Total $2,850.8 million_! $544.0 million 19% $249.8 million 

"'MCG and MCPS data as ofJuly 1, 2014; M-NCPPC and Montgomery College data as ofJuly 1,2015. 

Sources: Agency OPEB Valuations and FYI5 Comprehensive Annual Financial Statements 


FY17 Recommended OPEB Pre-funding 

The Executive recommends $109.9 million in tax supported OPEB pre-funding for 
FY17, a 1.3% increase from the amount approved for FYI6. The recommended OPEB pre
funding in FY17 includes an additional $6.9 million in non-tax supported contributions. 

FY16 Approved and FY17 Recommended OPEB Pre-Funding by Agency 

FY16 
Approved 

FY17 
Recommended 

Percent Change 
FY16-17 

T ax Supported 

County Government $43.5 million $43.5 million -

MCPS $61. 7 million $63.1 million 2.3% 

Montgomery College $1.4 million $1.5 million 7.1% 

M-NCPPC22 $1.8 million $1.8 million -

Total Tax Supported $108.5 million $109.9 million 1.3% 

Total N on-Tax Supported 23 $6.9 million $6.9 million -

20 M-NCPPC's valuation includes Montgomery County and Prince George's County employees/costs. Montgomery 
County's OPEB funding schedule assumes that the Montgomery County portion is 45% of the total plan. 
21 For several years prior to FY08 the College had set aside funds for accrued retiree health liabilities. These 
resources (-$20 million) were placed the College's OPEB Trust Fund in FY08, accounting for their comparatively 
high funded ratio. In FY14 the College transferred these resources to the Consolidated Retiree Health Benefits 
Trust. 
22 The M-NCPPC pre-funding amount represents the Montgomery County portion of the bi-County agency's 
contribution. 
23 The FYI7 non-tax supported OPEB pre-funding recommendation includes $6.8 million in County Government 
proprietary fund and participating agency contributions and $81,000 in M-NCPPC proprietary fund contributions. 
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MCPS Pre-Funding: While the Executive's recommended budget proposes to fully fund MCPS' 
OPEB pre-funding requirement of $63.1 million, it also proposes to use $27.2 million in assets from 
MCPS' portion of the Consolidated OPEB Trust to pay current year claims. See page 10. As a result, 
the net effect of the Executive's proposal is to increase MCPS' OPEB Trust balance (excluding any 
investment earnings) by $35.9 million in FY 17 instead of $63.1 million. 

The Executive recommended and the Council approved a similar approach last year, except with 
a greater reduction in Trust assets ($51.2 million). At that time, the Council's actuarial adviser, Bolton 
Partners, noted that some other jurisdictions have taken this approach - for example, Baltimore, Calvert, 
and Howard Counties in Maryland but that it should be used sparingly. Bolton Partners also noted that 
this action wiIllikely: 1) decrease MCPS' projected OPEB funded ratio; and 2) increase MCPS' required 
pre-funding amount in future years to make up for the net reduction in contributions. 

Pre-Funding in the Fiscal Plan. The Executive's FY17 tax supported OPEB pre-funding 
recommendation is 100% of the actuarially required amount. As shown in the table below, the 
Executive's FY17-22 Fiscal Plan summary assumes that the County will maintain tax supported OPEB 
pre-funding of 100% of the actuarially required contribution in FY18 and beyond, consistent with the 
pre-funding policy. 

FY17-22 Tax Supported OPEB Pre-Funding - All Agencies Combined 
from Executive's Recommended Fiscal Plan 

FYI7 FYI8 FYI9 FY20 FY2I FY22 

$ Amount $109.9 million $106.7 million $102.7 million $99.6 million $96.4 million $96.4 million 

% of Required 
Contribution 

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

3. FURTHER ANALYSIS FOR COUNTY GOVERNMENT 

Pay Adjustments 

The Executive's recommendations for County Government employee salaries are consistent with 
bargained agreements with MCGEO, the IAFF, and the FOP. Proposed County Government salary 
schedules are on ©30-55. See page 25 regarding new salary schedules for non-merit employees. 

General Wage Adjustments: The Executive recommends that County Government employees 
with the exception of IAFF members receive general wage adjustments (GW As, also known as cost of 
living adjustments) totaling 1.0%. Employees would receive a 0.5% GWA in the first full pay period 
after July 1,2016 and a second 0.5% GWA in the first full pay period after January 1,2017. 

For IAFF members the Executive recommends GW As totaling 2.0 percent. IAFF members 
would receive a 1.0% GW A in the first full pay period after July 1, 2016 and a second 1.0% GW A in the 
first full pay period after February 5, 2017. 

Service Increments: The Executive recommends that all County Government merit system 
employees (excluding Management Leadership Service) who are not at top of grade receive a 3.5% 
service increment (also known as a step increase) in FYI7. An employee receives the service increment 
in the first pay period following hislher employment anniversary date. 
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Second "Postponed" Service Increments: The Executive's recommended budget includes a 
second service increment for certain employee groups. MCGEO members who would have been eligible 
for an increment in FYII, FYI2 or FY13 (when County Government employees received no pay 
increases because of fiscal constraints) would receive a second increment of 3.5% in the first ful1 pay 
period after May 1,2017. FOP members who would have been eligible for an increment in FY12 would 
receive a second increment of3.5% in the first full pay period after July 1,2016. The Executive refers to 
these second increments as "postponed" pay increases. 

Performance-Based Pay: Employees in the Management Leadership Service (MLS) are eligible 
for performance-based pay increases in lieu of service increments. The Executive's recommended FY17 
operating budget includes $1,627,283 ($1,013,533 tax supported) in the Compensation Adjustment and 
Employee Benefits non-departmental account to fund performance-based pay increases for MLS 
employees. Since MLS employees are non-represented, performance-based pay is not included in any 
col1ective bargaining agreement. 

Longevity Adjustments: County Government employees who have completed 20 years of service 
are eligible for a longevity adjustment to their base pay. IAFF members are eligible for a second 
longevity adjustment after 28 years of service. As shown in the table below, longevity adjustment rates 
vary by employee group. MLS employees are not eligible for longevity adjustments. The Executive's 
recommended budget includes funding for longevity adjustments for al1 eligible employees. 

Executive Recommended FY17 Longevity Adjustments 

Employee Group Percent Effective Date 

MCGEO (20 years of service) 3.00% 

Varies 
(based on employment 

anniversary date) 

IAFF (20 years of service) 3.50% 

IAFF (28 years of service) 3.50% 

FOP (20 years of service) 3.50% 

Non-Rep. (20 years ofservice)24 2.00% 

ALS Pay Differentials: The col1ective bargaining agreement with the IAFF increases the pay 
differential for emergency medical technicians with Advanced Life Support (ALS) credentials based on 
years of credentialed experience. The table below shows the current and negotiated pay differentials. 

Credentialed Years 
of Service 

Current Pay 
Differential 

Newly Negotiated 
Pay Differential 

Up to 4 Years $5,830 $6,080 

5 to 8 Years $6,891 $7,391 

More than 8 Years $7,951 $8,701 

Cost of Pay Adjustments2s: As shown in the table below, the pay adjustments recommended by 
the Executive will have a combined FY17 cost of $20.31 million ($16.31 million tax supported). These 

24 For non-represented employees, only those who are at top of grade and received perfonnance ratings of 
"exceptional" or ''highly successful" for the two most recent years are eligible for a longevity increase. 
25 Cost estimates include pay adjustments from bargained agreements. non-represented employee pass-through 
adjustments, and MLS performance-based pay. 
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estimates include the salary and wage costs as well as employee benefit costs borne by the employer.26 

The cost of service increments including the second "postponed" increments for certain MCGEO, FOP 
and non-represented employees - represents nearly one half of the total cost of the Executive 
recommended FYI7 pay increases. 

However, as many of the pay adjustments take effect several months into the fiscal year, the 
amount budgeted for FY17 does not reflect the full annualized cost (that is, the 12-month cost) of the 
Executive's recommendations. The annualized cost of the FYI7 pay adjustments is $32.41 million 
($25.90 million tax supported). The difference between the FY17 cost and the annualized cost of a pay 
increase is particularly evident in case of the second increment recommended for MCGEO and non
represented employees. The Executive proposes implementing this pay increase on May I, 2017, just 
two months before the end of the fiscal year. As a result, the FY17 cost of $0.91 million represents only 
a small fraction of the full $5.91 million annualized cost ofthis second increment. 

Cost of Executive Recommended FY17 Pay Adjustments ($ millions) 


(collective bargaining agreements, non-represented pass-through, and MLS performance-based pay) 


Total Cost 21 Tax Supported Cost 

FY17 
Budgeted 
Amount 

Annualized 
Cost 

FY17 
Budgeted 
Amount 

Annualized 
Cost 

General Wage Adjustments $6.86 $9.28 $5.69 $7.71 

Annual Service Increments $7.23 $13.68 $5.86 $10.97 

Second "Postponed" Increments $2.22 $7.22 $1.98 $5.67 

Lump Sum Payment for 
Top of Grade Employees 

$1.92 $0.00 $1.34 $0.00 

Performance-Based Pay $1.63 $1.63 $1.01 $1.01 

Longevity Adjustments $0.30 $0.45 $0.26 $0.37 

Special Pay Differentials $0.16 $0.16 $0.16 $0.16 

TOTALS $20.31 $32.41 $16.31 $25.90 

Source: Office of Management and Budget 

26 The estimates include the additional costs of all salary-based benefits included Social Security, Medicare, defined 

benefit retirement, and defined contribution retirement. 

21 Total cost equals the sum of tax supported and non-tax supported costs. 
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Overtime: In 2013 the Office of Legislative Oversight issued a report on County Government employee 
work hours.28 The report calculated the number of overtime hours worked during the previous year and 
estimated the cost of those overtime hours. Data from the MCTime indicates that County Government 
employees charged about 1,100,000 overtime hours in Calendar Year 2015. Should employees work a 
similar amount of overtime in FY 16, the pay adjustments recommended by the Executive would raise 
annual County Government overtime costs by about $2 million. 

Retirement 

The County Government operating budget includes contributions to pay for different types of 
employee retirement benefits: 

Defined Benefit Plan <Employees' Retirement System): Uniformed public safety employees as 
well as general government employees hired before October 1, 1994 participate in a defined benefit 
pension plan, the Employees' Retirement System (ERS). [See also the reference below to the Guaranteed 
Retirement Income Plan (GRIP).] To support this benefit the County Government makes an annual 
contribution to the pension trust fund. The County's actuary annually calculates the amount of the 
pension plan contribution based on assessments of pension fund assets, accrued liabilities, and 
demographic assumptions. The annual contribution amount is intended to set aside funds to cover 
projected future pension payments ("normal costs") as well as the cost of amortized payments to cover 
past year benefit improvements and investment losses ("unfunded liability"). 

For FY17 the Executive's recommended ERS contribution is $84.7 million ($76.4 million 
tax supported), a $42.7 million or 33.5% decrease from the FY16 contribution of $127.4 million. 
The large decrease in the ERS contribution results from revised actuarial assumptions and changes to the 
amortization period based on the County's five-year experience study. Future ERS costs could vary 
significantly based on investment performance and changes in demographic experience. 

Defined Contribution Plan (Retirement Savings Plan): General government employees hired 
since October 1, 1994 participate in the Retirement Savings Plan (RSP). The County Government 
contributes a defined percentage of salary (currently 8%) into employee retirement savings accounts. 
For FY17 the County will contribute an estimated $19.8 million ($14.2 million tax supported) to 
employee RSP accounts, a 5.3% increase over the amount budgeted for FY16. This increase is 
predominantly attributable to salary increases recommended by the Executive. 

Cash Balance Plan (Guaranteed Retirement Income Plan): Beginning in 2009, employees hired 
since October 1, 1994 have had the option of participating in the Guaranteed Retirement Income Plan 
(GRIP). GRIP is a cash balance plan that guarantees a 7v..% annual return.29 About 26% of eligible 
employees have chosen the GRIP option. The Executive estimates that the GRIP will cost the County 

28 See http://www.montgomerycountymd.gov/oIo/resources/files/oIorepOli2013-3.pdf. 

29 As a cash balance plan that guarantees an annual return, the GRIP is a type ofdefmed benefit plan. 
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Government $5.0 million ($3.5 million tax supported) in FYI7, an 8.1 % reduction from the amount 
budgeted for FYI6. As with the ERS contribution, the reduction in GRIP costs is related to changes in 
actuarial assumptions. 

Participation and Cost Comparisons: A large disparity exists in the costs of the County 
Government retirement plans. The table below shows the number of employees participating in each 
of the retirement plans and the total FYI7 cost (excluding employee contributions) for each plan. The 
data show that while 45% of employees participate in the ERS, the ERS accounts for 77% of total 
County Government retirement plan costs. The average cost per employee for an ERS participant is 
almost four times greater than the cost per RSP participant and more than five times greater than the cost 
per GRIP participant. 

Plan Participants 

Employees Percent 

FY17 Cost 

SAmount 
Percent

(millions) 

Average FY17 
Cost! Employee 

I
•ERS (Defined Benefit) 4,189 45.1% $84.7 77.3% $20,218 

RSP (Defined Contribution) 3,756 40.4% $19.8 18.1% $5,279 

GRIP (Cash Balance) 1,352 14.5% $5.0 4.6% $3,716 

The FY17 contribution rates or "loads" (as a percentage of an employee's salary) are 
23.5% (public safety) and 42.7% (non~public safety) for the ERS, 8.0% for the RSP, and 5.4% for 
the GRIP. 

Group Insurance 

The County Government operating budget includes funding for active employee and retiree 
group insurance costs. The Executive recommends no change in the group insurance benefits for FY 17. 

Active Employee Group Insurance: The Executive recommends $90.8 million in tax supported 
funds for active employee group insurance benefits in FYI7, an increase of S5.6 million or 6.6% from 
FYI6. The increase in FY17 for tax supported group insurance funding primarily reflects trends in 
overall health insurance expenditures. The FY 17 contributions for health insurance are based on an 
actuarially determined countywide average fixed rate of$II,651 per position, an increase over the FY16 
fixed contribution rate of $11 ,026 per position. The table below shows the tax supported active employee 
group insurance costs and rate ofgrowth for the past five years. 

County Government Active Employee Group Insurance Budget (Tax Supported) 

Retiree Group Insurance: The Executive recommends S52.3 million in tax supported funds for 
pay-as-you-go retiree group insurance benefits in FYI7, an increase of S15.5 million or 42.1% from 
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FY16. The increase in FY17 reflects funding the full actuarially estimated cost of pay-as-you-go claims. 
County Government staff report that prior budgets had been below the actuarial estimates for retiree 
claims expenses because the fund balance had been above the 5% policy. The table below shows the 
retiree pay-as-you-go group insurance costs and rate of growth for the past five years. 

County Government Retiree "Pay-As-You-Go" Group Insurance Budget 

Health Benefits Self Insurance Fund: The FY17-22 fiscal projection for the Employee Health 
Benefits Self Insurance Fund from the Executive's Fiscal Plan is on <056. The Executive estimates a 
balance of $855,282 (0.4% of expenditures) in the fund at the end of FY16, below both the County 
Government target fund balance of 5% and the projected 1.0% ending balance included as part of the 
approved FY 16 budget. 

The fiscal projection indicates that total revenues into the fund are expected to exceed expenditures 
by about $5 million during FYI7, resulting in a projected fund balance of 2.0% at the end ofFY17. 

4. COUNTY GOVERNMENT COMPENSATION-RELATED NDAs 

The FY17 recommended budget contains the eight compensation-related Non-Departmental 
Accounts (NDAs) shown on <057-60. 

1. Compensation and Employee Benefits Adjustments NDA 

See <057. The recommended amount for FY17 is $2,533,747. The FY16 amount was 
$2,450,458. 

2-4. Consolidated Retiree Health Benefits Trust NDAs 

See <057-60. In 2011 the Council established the consolidated trust on behalf of County 
Government, MCPS, and Montgomery College in order to make the OPEB funding process more 
transparent. There is an NDA for each agency. The recommended amounts for the three NDAs in FY17 
are $43,513,550, $63,055,000 and $1,524,000, respectively. For further detail see pages 12-14 and <060. 

5. Group Insurance for Retirees NDA 

See <058. The recommended amount for FY17 is $52,300,000. The FY16 amount was 
$36,768,000. See the discussion above on this page. 

6. Montgomery County Employee Retirement Plans NDA 

See <058. This NDA relates to the several County retirement plans. There is no recommended 
appropriation. For further detail see pages 20-23. 

7. State Positions Supplement NDA 


See <059. The recommended amount for FY 17 is $60,756. The FY 16 amount was the same. 
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8. State Retirement Contribution NDA 

See ©59. The recommended amount for FYI7 IS $1,379,507. The FY16 amount was 
$1,313,995. 

5. BUDGETS FOR THE COUNTY GOVERNMENT RETIREMENT PLANS 
AND THE CONSOLIDATED RETIREE HEALTH BENEFITS TRUST 

This section was prepared by Mr. Trombka. 

Background 

The County manages three programs that offer retirement benefits (the Employees' Retirement 
System, the Retirement Savings Plan, the Deferred Compensation Plan) as well as an additional program 
that provides funding for retiree health benefits (the Consolidated Retiree Health Benefits Trust). In 
FY13 the Chief Administrative Officer (who serves as Administrator of County Government retirement 
plans) approved the consolidation of all retirement-related functions into one organization, Montgomery 
County Employee Retirement Plans (MCERP). MCERP is responsible for retirement plan investments, 
administration, and accounting functions. The cost of administering retirement programs is included in 
the MCERP budget. The Office of Human Resources administers group insurance programs for active 
employees and retirees. 

Employees' Retirement System 

The Employees' Retirement System (ERS) is a defmed benefit (pension) plan for eligible COurIty 
Government employees. Uniformed public safety employees, as well as general government employees 
hired before October 1, 1994, participate in the ERS. The ERS also serves general government 
employees hired starting October I, 1994 who have elected to participate in the Guaranteed Retirement 
Income Plan (GRIP). 

The Board of Investment Trustees (BIT) invests and manages ERS assets. As stated in the BIT 
annual report, "the Board works to control the risk to which the ERS is exposed while maximizing the 
potential for long term increases in the value ofthe assets.,,30 . 

The table below shows FY16 approved and FY17 recommended ERS administrative and 
operating expenses. 

30 Board ofInvestment Trustees, Montgomery County Employee Retirement Plans Annual Report: Fiscal Year 
ending June 30, 2015, page 5. 
http://www.montgomerycountymd.gov/mcem/ResourcesiFiles/2015 Annual Report(2).pdf 
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Employees' Retirement System Administrative and Operating Expenses 

FY16 
Approved 

FY17 
Recommended 

$ Amount Change 
FY16 to FY17 

Percent Change 
FY16 to FYI7 

Investment Management $25,000,000 $25,000,000 $0 0.0% 

Salaries and Benefits $1,972,000 $1,984,000 $12,000 0.6% 

Professional Services $1,208,500 $1,019,500 -$189,000 -15.6% 

Benefit Processing $140,000 $140,000 $0 0.0% 

Office Management $443,500 $433,000 -$10,500 -2.4% 

Due DiligencelEducation $62,500 $65,500 $3,000 4.8% 

TOTAL $28,826,500 $28,642,000 -$184,500 -0.6% 

The Executive recommends a $184,500 decrease in funding for ERS management. Nearly all of 
the decrease is attributable to a $189,000 reduction in professional services costs. The cost decrease is a 
product of two factors: a reduction in the number of disability retirement applications, reSUlting in fewer 
independent medical evaluations, and a projected reduction in the use of outside legal counsel. 

Retirement Savings Plan 

The Retirement Savings Plan (RSP) is a defined contribution plan providing benefits to non
public safety employees, and certain public safety employees, hired after 1994. The County 
Government contributes a defined percentage of salary to RSP participants' retirement savings accounts. 
Employees also contribute to their RSP account and self-manage investment choices. As stated in the 
BIT annual report, "the Board oversees the [RSP] investment program, providing a variety of investment 
options for participants to choose from.'>31 The BIT also provides investment education sessions for RSP 
participants. The table below shows FY16 approved and FY17 recommended RSP administrative and 
operating expenses. 

Retirement Savings Plan Administrative and Operating Expenses 

FY16 
Approved 

FYI7 
Recommended 

$ Amount Change 
FY16 to FY17 

Percent Change 
FYI6 to FY17 

Investment Management $6,000 $6,000 $0 0.0% 

Salaries and Benefits $237,000 $227,100 -$9,900 -4.2% 

Professional Services $60,700 $61,000 $300 0.5% 

Office Management $9,000 $9,000 $0 0.0% 

Due DiligencelEducation $3,600 $3,600 $0 0.0% 

TOTAL $316,300 $306,700 -$9,600 -3.0% 

The Executive recommends a $9,600 decrease in funding for RSP management, entirely a result of lower 
employee salary and benefit costs. 

31 Ibid, page 7. 
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Deferred Compensation Plan 

County Government employees, if eligible, may elect to participate in the Deferred 
Compensation Plan (OCP) created pursuant to Section 457 of the Internal Revenue Code. The DCP is a 
voluntary deferred compensation plan that allows employees to make tax-deferred contributions into a 
retirement savings account. Employees self-manage DCP investment choices. The BIT contracts with a 
record keeper who administers the mutual and commingled fund options selected by the Board and 
offered to DCP participants. The table below shows FYI6 approved and FYI7 recommended DCP 
administrative and operating expenses. 

Deferred Compensation Plan Administrative and Operating Expenses 

FY16 
Approved 

FY17 
Recommended 

$ Amount Cbange 
FY16 to FYl7 

Percent Change 
FY16 to FY17 

Investment Management $6,000 $6,000 $0 0.0% 

Salaries and Benefits $190,000 $183,344 -$6,656 -3.5% 

Professional Services $7,200 $6,000 -$1,200 -16.7% 

Office Management $9,000 $9,000 $0 0.0% 

Due DiligencelEducation $3,600 $3,600 $0 0.0% 

TOTAL $215,800 $207,944 -$7,856 -3.6% 

The Executive recommends an $8,000 decrease in funding for DCP management, primarily a result of 
lower personnel costs. 

Consolidated Retiree Health Benefits Trust Fund 

The County has established a Trust Fund to set aside funds for retiree health benefits, similar to 
the County's practice of prefunding for retiree pension benefits. The Office of Human Resources is 
responsible for the administration of the Trust Fund, and the BIT is responsible for investing the Trust 
Fund assets with the goal of managing risk exposure while maximizing asset growth. The table below 
shows FYI6 approved and FYI7 recommended Trust Fund administrative and operating expenses. 

Consolidated Retiree Health Benefits Trust Fund Administrative and Operating Expenses 

FY16 
Approved 

FY17 
Recommended 

$ Amount Cbange 
FY16to FY17 

Percent Change 
FY16to FY17 

Investment Management $3,100,000 
I 

$3,400,000 $300,000 9.7% 

Salaries and Benefits $341,690 $343,180 $1,490 0.4% 

Professional Services $80,000 $80,000 $0 0.0% 

Due DiligencelEducation $48,000 $50,000 $2,000 4.2% 

Office Management $20,000 $20,000 $0 0.0% 

TOTAL $3,589,690 $3,893,180 $303,490 8.5% 

The Executive recommends a $303,000 increase for the Trust Fund. Nearly all of the increase is 
attributable to the recommendation to spend an additional $300,000 on investment management services. 
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Investment management fees are a function of fund assets, and so fee costs increase as the County 
continues to make annual contributions to pre-fund retiree health benefit obligations. Management fees 
also increase as the County transitions from passive investment funds to active investment vehicles. 

Salary and Benefit Charges 

In total, the Executive's FYl7 recommended operating budget includes $2,738,000 in salary and 
benefit costs for the management of the Employees' Retirement System, the Retirement Savings Plan, the 
Deferred Compensation Plan, and the Retiree Health Benefits Trust. The FYl7 recommended salary and 
benefits costs (combined for the four plans) are essentially unchanged from the approved FY16 amount 
of $2,741,000. While the Executive has recommended pay increases for County Government employees, 
this cost increase will be offset by anticipated staff vacancies in MCERP during FY 17. 

Non-Departmental Account 

The recommended budget includes a non-departmental account (NDA) for the Montgomery 
County Employee Retirement Plans (MCERP). Expenditures associated with the Retirement Program 
are funded from the ERS and the RSP, and from the General Fund on behalf of the DCP. As such, the 
NDA does not show any appropriation amounts. See 058. 

6. OTHER COMPENSATION ISSUES 

A. Agency Analysis of Personnel Management 

Each agency has prepared again this year a report on its workforce containing data that are 
generally comparable to the information provided in the County Government's Personnel Management 
Review. Material of this kind is a valuable adjunct to the agency personnel information that comes from 
budget documents and Council staff data requests. Agency responses appear in the online appendix to 
this packet (GO Committee #2).32 Agency staff have worked hard to assemble these displays of personnel 
information, and their efforts are appreciated. In past years this information has been helpful to groups 
such as the Council's Task Force on Employee Wellness and Consolidation of Agency Group Insurance 
Programs, and to other interested parties. 

This year the County Government again prepared a PMR like the one it first issued in 1991 (see 
©AI-42). The PMR, prepared by OHR, has consistently provided useful basic infonnation on the merit 
system employment profile, turnover, and wage and salary comparability. In this year's PMR the 
information is once again clearly presented and readily understandable. The comparative information on 
salaries (see OA30-42) is especially useful. Other information includes turnover data on the 588 
employees (6.5% of the workforce) who left County Government service in 2015 (see 0A27-29). The 
table on 0A27 showing the reasons for separation (such as normal or disability retirement and reduction
in-force) is instructive. There are again data on temporary and seasonal workers (see OA22-24). 

MCPS again provided a Staff Statistical Profile (see OA43-132), which contains a wide range of 
useful data regarding employees in all areas ofthe school system. 

32 See nttp:llwww.montgomerycountvmd.gov/counciIlResourceslFiles/agendaicm/20 16/160421/20160421 G02.pdf. 
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The College again provided a Personnel Profile (see ©A133-141). This brief report contains 
useful graphics and information on the composition of facu~ty and staff as well as benefits. 

WSSC again prepared a Human Resources Management Review that contains new and 
comparative data in a number of areas (see ©A142-172). This report, which WSSC initiated in 1995, 
includes data on such matters as the diversity ofWSSC's workforce in 2015. 

M-NCPPC again prepared a detailed Personnel Management Review, which it initiated in 1995. 
This PMR (see ©A173-302) covers personnel data affecting both counties and is a comprehensive and 
highly informative document. The clearly presented data and excellent graphics provide detailed 
information about the full range of workforce issues and personnel policies. 

While the agency documents differ in format and amount of workforce information provided, the 
table below, prepared by Mr. Howard, summarizes common elements related to staffing levels, average 
salary levels, demographics, and turnover as available for each agency's permanent workforce. M
NCPPC data listed in the table are for the Montgomery County portion only and do not include data for 
the Prince George's side or for Central Administrative Services. 

Workforce County 
MCPS 

Montgomery M-NCPPC WSSC 
Characteristics Government College (Montgomery) (Bi-County) 

! Reporting Period CY2015 FY 2016 CY2015 FY 2015 CY2015 

Pennanent Employees 9,072 22,716 1,974 795 1,597 

1\dttrtlnl§trators 
$129,626 

Planning Dep't. 

$75,539 (ove:rall Teachers (10-Mo.) 
$86,475 

1\verage J\nnual Salary Not included $77,194
weighted avg.) $77,887 

Parks Dep't. 

SupPQrt Staff 
$64,690 

$45,186 

Race/Ethnicity: 
% \Xlhite 52% 61% 50% 67% 41% 
% 1\frican J\merican 27% 18% 28% 20% 48% 
% Hispanic/Latino 9% 11% 9% 7% 4% 
% 1\sian 7% 8% 12% 5% 6% 
% Other 5% 2% 1% 1% 1% 

Turnover Rate 6.5% 6.4% 4.6% 5.0% 8.5% 
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B. Employee Awards and Tuition Assistance 

In past briefings on compensation the GO Committee has examined such programs as County 
Government leave awards, M-NCPPC's employee recognition program, WSSC's merit pay system, and 
performance-based pay. The Committee has also reviewed tuition assistance issues. 

The table below outlines the agencies' FY16 costs and FY17 requests for employee awards and 
tuition assistance. County Government's awards programs for FY 15 (updated) and FY 16 are outlined on 
©61.33 

Employee Awards Tuition Assistance 
FY16 FY17 FY16 FY17 

County Government see ©61 TBD $435,000 $435,000 
MCPS none $3,739,746 $3,739,746 
Montgomery College $131,000 $131,000 $1,122,320 $1,412,320 
M-NCPPC (MoCo only) $37,417 $35,483 $29,882 $29,883 
WSSC $124,200 $126,400 $148,000 $148,000 

Note: County Government tuition assistance in FYI7 is for the FOP ($135,000); MCGEO ($150,000); and IAFF, 
non-represented employees, and Volunteer Firefighters ($150,000) on a first-come first-served basis. 

C. New Salary Schedules for Non-merit Employees 

On March 1 the Council enacted Expedited Bill 51-15.34 The bill requires the Executive to 
propose a salary schedule for heads of departments and principal offices, and other non-merit employees 
in the Executive Branch, for approval by the Council as part of the annual operating budget for County 
Government. The bill also requires the Council to establish a salary schedule for non-merit employees in 
the Legislative Branch as part of the operating budget. 

Non-merit employees will be paid a salary within the appropriate schedule. The bill permits the 
Executive to exceed the salary schedule established for a position for an individual Executive Branch 
non-merit employee, subject to Council approval, if the Executive finds that it is necessary to attract or 
retain a senior leader for that position. The bill applies to employees hired or promoted into a non-merit 
position after the Council's approval of the FY17 salary schedules. 

The Executive will shortly transmit a proposed FY 17 salary schedule for non-merit employees in 
the Executive Branch. On April 29 the GO Committee will review this proposed schedule, and also a 
proposed schedule for non-merit employees in the Legislative Branch, and make recommendations for 
the Council to consider. 

33This report does not include performance-based pay awards for employees in the Management Leadership Service 
or other non-represented employees. In 2000 County Government also began the Montgomery's Best honors awards, 
which are based on recognition rather than cash awards. The program's purpose is to "recognize exceptional efforts 
by individuals, teams, and organizations to support the County's guiding principles and programs." 
34 See http://montgomerycountymd.granicus.com/MetaViewer.php?view id= J36&clip id=11111 &meta id=99492 
for the Council packet on the bill. 
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PROPOSED COMMITTEE RECOMMENDATIONS ON 

COMPENSATION AND BENEFITS FOR ALL AGENCIES 


This section outlines recommendations for the Committees to consider in preparation for 
the April 26 Council meeting on compensation and benefits for all agencies. The Education 
Committee's focus is on recommendations that relate to MCPS and Montgomery College. 

1. FY17 Group Insurance (see pages 9-14 and 18-19) 

The Committee reviewed the agencies' group insurance issues. Proposed recommendations: 

a. Support the agencies' FY17 tax supported requests for active employee costs listed on page 9, 
except for $578,000 included in the Fire and Rescue Service budget. This amount funds the 
80/20 premium split included in the IAFF agreement for unit members who do not select a health 
maintenance organization, rather than the 75/25 split that applies to all other County Government 
employees. As in past years, this element ofthe IAFF agreement should be rejected. 

b. Support the agencies' FY17 tax supported requests for retired employee costs listed on page 
10. 

c. Continue to monitor the balances and projections for the agencies' group insurance funds 
listed on page 11. 

d. Support the recommended projection for County Government's Employee Health Benefits 
SelfInsurance Fund ($245.9 million) displayed on ©56. 

e. Support the agencies' FYI7 requests for OPEB pre-funding listed on page 13. 

f. Recognize the efforts by MCPS in FY15-16 to move toward aligning the group insurance 
premium cost share for active employees with the cost share established by County Government. 
Encourage further efforts in this direction starting in FY18. The goal is to channel more 
tax dollars to initiatives that reduce class size and target the achievement gap.3S 

2. FY17 Allocations for Retirement (see pages 7-8, 17-18, and 20-23) 

The Committees reviewed details of County Government's retirement program, including the 
recommended County contribution to the defined benefit Employees' Retirement System (ERS) and the 
allocations for the defined contribution Retirement Savings Plan (RSP) and the cash balance Guaranteed 
Retirement Income Plan (GRIP). The Committee also reviewed the administrative and operating budgets 
of the ERS, the RSP, the Deferred Compensation Plan (DCP), and the Consolidated Retiree Health 
Benefits Trust (CRHBT), as well as the funded ratio of the pension funds for County Government, 
MCPS, M-NCPPC, and WSSC. Proposed recommendations: 

35 As noted on page 3 of this memo, if MCPS' premium cost share for active employees were the same as 

County Government's, savings on an annualized basis could be in tbe range of $24 million. This amount 
would nearly double the $26 million requested by the Board ofEducation to reduce class size in FY17. 
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a. Approve the recommended total FY17 County contributions of $84.7 million for the ERS, 
$19.8 million for the RSP, and $5.0 million for the GRIP (tax supported and non-tax supported) 
listed on pages 17-18. 

b. Approve the recommended FY17 administrative and operating budgets of the ERS, the RSP, 
the DCP, and the CRHBT listed on pages 21-22. 

c. Continue to monitor the funded ratio of the agencies' pension funds listed on page 8. 

d. Encourage MCPS to achieve savings in retirement costs, as set forth in OLO 
Memorandum Report 2016-5, MCPS Local Pension Plan and Supplement,30 starting in 
FY18. As with the cost of MCPS health benefits, the goal is to channel more tax dollars to 
initiatives that reduce class size and target the achievement gap. 

3. FY17 County Government Compensation-Related NDAs (see pages19-20 and ©57-60) 

The Committees reviewed eight Non-Departmental Accounts. Proposed recommendation: 

a. Support the funding requested for NDAs #1 (Compensation and Employee Benefits 
Adjustments); #2-4, which relate to OPEB pre-funding (see above); and #5-8 (Group Insurance 
for Retirees, Montgomery County Employee Retirement Plans, State Positions Supplement, and 
State Retirement Contribution). 

4. Other Compensation Issues (see pages 23-25) 

The Committees reviewed the personnel management reviews and similar reports prepared by the 
agencies. The Committees also reviewed funding requests for the agencies' FY17 employee awards and 
tuition assistance programs. Proposed recommendations: 

a. Support the requests outlined on page 25. 

b. Review the new salary schedules for non-merit employees at the April 29 Government 
Operations Committee worksession. 

5. FY17 Pay Adjustments 

The Committee reviewed the FY17 budget and compensation context, including the Executive's 
proposal to raise the property tax rate and to exceed the Charter limit for the first time since FY09. 
Proposed recommendations: 

Background 

a. If there is to be a property tax increase in FY17, the resources it produces must be directed to 
specific improvements in services that County residents can clearly see. 

b. Negotiated agreements with County agency bargaining units over the past three years have 
resulted in significant pay increases after the difficult years impacted by the Great Recession. 

36 See http://www.montgomerycountymd.gov/OLOlResourceslFiles/20 16%20Reports/OLOReport20 16-5.pdf. 
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c. Inflation remains at a very low level. The CPI increase used to calculate the Charter limit in 
FY17 is up just 0.33%. Social Security beneficiaries will receive no COLA in 2016. 

d. Annual service increments (step increases) recognize increased skill and experience levels and 
are warranted when resources permit. Postponed increments or second steps, to make up for 
steps not received during the recession years, do not reflect the experience of most Americans, 
who have had to absorb their income losses. 

e. The current proposed pay increases must be evaluated for their sustainability - that is, for their 
fiscal impact not only in FY17 but also in FYI8, when they are annualized and their full-year 
impact is felt. 

Recommendations 

County Government: 

a. For MCGEO bargaining units and non-represented employees, support funding for all pay 
elements (including a 1.0% total general wage adjustment, 3.5% service increment, and longevity 
increases), except for a postponed increment (second step). 

b. For the Police bargaining unit (FOP), support funding for all pay elements (including a 1.0% 
total general wage adjustment, 3.5% service increment, and longevity increases), except for a 
postponed increment (second step). 

c. For the Fire and Rescue bargaining unit (IAFF), support funding for all pay elements 
(including a 3.5% service increment, longevity increases, and shift and special duty 
differentials), except for the proposed 2.0% general wage adjustment, which should be 
modified to 1.0%. 

d. Support the proposed FYi7 County Government salary schedules listed on ©30-55, except 
for the schedules for Fire and Rescue Management on ©39 and the Fire and Rescue bargaining 
unit on ©41. These two schedules relate to the second 1.0% of the proposed 2.0% adjustment. 

MCPS, Montgomery College, M-NCPPC, and WSSC: 

a. Do not support full implementation of proposed MCPS pay adjustments. The Council's 
top priority is classroom initiatives that reduce class size and target the achievement gap. 
Channeling funds to these initiatives within the amount appropriated by the Council will require 
a reduction in proposed FYl7 employee pay adjustments. It is also essential to avoid 
unsustainable annualized costs in FYI8, which would occur if FYl7 pay adjustments are 
deferred rather than reduced. 

b. Do not support full implementation of proposed Montgomery College pay adjustments. 
The College will need to reduce its negotiated pay increases to meet affordability requirements 
and to prioritize investments in programmatic enhancements and support for student needs within 
the amount appropriated by the Council. Again, pay adjustments in FYl7 should not create 
unsustainable annualized costs in FYI8. 
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c. For M-NCPPC, support the requested pay adjustments for MCGEO and non-represented 
employees. Defer a decision on pay adjustments for the Police bargaining unit until negotiations 
are complete. Make a final decision on all M-NCPPC pay adjustments at the May 12 bi-county 
meeting with the Prince George's County Council. 

d. Support funding within the WSSC budget for pay adjustments that are comparable to the pay 
adjustments for MCGEO and unrepresented employees in County Government. Make a final 
decision on all WSSC pay adjustments at the May 12 bi-county meeting with the Prince George's 
County Council. 

f:\farber\17compensation\go and ed committee worksession 4-21-16.doc 
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MONTGOMERY COUNTY GOVERNMENT 


REe 


(c) 	 Increase wage rate of Step 0, Year 1, by $3,151 with promotions and increments calculated from that point. Equals an adjustment of 7.5%. 
(d) 	 Increase longevity percentage by 1.0%, effective 116/08. 
(e) 	 Performance lump sum award: 2% for exceptional and 1% for highly successful. 
(f) 	 One-time longevity/performance increment requires 20 years of service and 2 most recent years with a performance rating of exceptional or highly successful: 1% added to base pay, 

and effective 117107,2% added to base pay. 
(g) 	 2.0% effective 7/6/08; 2.0% effective 114/09. 
(h) 	 A new longevity adjustment at 28 years of service in July 2009 and additional steps on the salary in July 2010. 
(i) 	 3.0% longevity increase. 
(j) 	 $2,000 lump sum payment to employees who completed probationary period by July 1,2012. 

Police (FOP) 
Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of range adjustment 

gevity 
FireQAFF) 

Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of range adjustment 

Office, Professional, and Technical 
Bargaining Unit/Service, Labor, and 
Trade Bargaining Unit (MCGEO) 

Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of range adjustment 

._I-ong~vi!)' 
Non-Represented 

Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of range adjustment 
Ql1g~yity 

3.5% 
(a) 

3.5% 
(b) 

3.5% 
(a) 

3.5% 
(a) 
(e) 
(1) 

(a) 3.0% effective 7/9/06; 1.0% effective 117107. 
(b) 4.0% effective 7/9/06; 1.0% effective 117/07. 

3.5% 

3.5% 
5.0% 

3.5% 
4.0% 

(d) 

3.5% 
4.0% 

(e) 
(1) 

3.5% 
4.0% 

3.5% 
2%+2%(g) 

3.5% 
4.5% 

3.5% 
4.5% 

(e) 
(1) 

3.5% 
0.0% 

3.5% 
0.0% 

3.5% 
0.0% 

(i) 

3.5% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

(j) 

0.0% 
0.0% 

(j) 

0.0% 
0.0% 

G) 

m 

0.0% 
0.0% 

G) 

3.5%(0) 
2.1 %(p) 

3.5%(q) 
2.75%(t) 

3.5% 
3.25%(r) 
0.5%(s) 

3.5% 
3.25%(r) 
0.5%(s) 

(n) 
(v) 

3.5%(0) 
2.1 %(p) 

3.5%(q) 
2.75%(t) 

3.5% 
3.25%(r) 
O.5%(s) 

3.5% 
3.25%(r) 
O.5%(s) 

(n) 

3.5% 
2.0%(u) 

3.5% 
2.0%(u) 

3.5% 
2.0%(u) 

3.5% 
2.0%(u) 

3.5%(w) 
1.0%(x) 

3.5% 
2.0%(y) 

3.5%(z) 
1.0%(x) 
1.0%(aa) 

3.5%(z) 
1.0%(x) 
1.0%(aa) 

-




(k) 	3.5% longevity for FOP bargaining unit members who completed 20 years of service 
(1) 	 3.5% longevity increase for IAFF bargaining unit members who completed 20 years of service and an additional 3.5% longevity increase for lAFF bargaining unit members who 

completed 28 years of service. 
(m) 3% longevity for OPT/SLT (MCGEO) bargaining unit members who completed 20 years ofservice and are at maximum of grade. 
(n) 	 MLS receive a salary schedule adjustment totaling 6.75%: 3.25% GWA and 3.5% market adjustment. 
(0) 	FOP members whose service increment was deferred during FYll, FYI2, and/or FY13, and who were otherwise eligible, receive a salary adjustment of 1.75% effective the first full 

pay period following February 1,2014 and following February 1,2015, in addition to the FY14 and FY15 service increments. 
(p) 	GWA effective July 14,2013, and July 13,2014. 
(q) 	 IAFF members who were eligible but who missed an FYI 1 service increment will receive it during the pay period beginning April 6, 2014; those who were eligible but who missed 

an FY12 increment will receive it during the pay period beginning June 14,2015, in addition to the FY14 and FY15 service increments. 
(r) 	 G W A effective September 8, 2013, and September 7, 2014. 
(s) 	 0.5% lump sum bonus given July 14,2013, and July 13,2014, for employees who are not scheduled to receive a longevity step during the fiscal year but who are at the maximum of 

their pay grade. 
(t) 	 GWA effective July 14,2013, and July 13,2014. 
(u) Effective July 12,2015. 
(v) 	 2.0% longevity/performance increment requires the employee to have 20 years of service, be at maximum ofgrade, and have two most recent years with a performance rating of 

exceptional or highly successful. 
(w) FOP members whose service increment was deferred during FYI2, and/or FY13, and who are otherwise eligible, receive a salary adjustment of3.5% effective the frrst full pay 

period following July 1,2016, in addition to the FY17 service increments. 
(x) 0.5% starting July 10,2016, and 0.5% starting January 8,2017. 
(y) 	 1.0% starting July 10,2016, and 1.0% starting February 5,2017. 
(z) 	 MCGEO members whose service increment was deferred during FYll, FYI2, and/or FYI3, and who are otherwise eligible, receive one salary adjustment of3.5% starting on May 

14, 2017, in addition to the FY17 service increments. 
(aa) 1.0% lump sum payment given July 10,2016, for employees who are not scheduled to receive a longevity step during the fiscal year but who are at the maximum of their pay grade. 
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MONTGOMERY COUNTY PUBLIC SCHOOLS 


Teachers (MCEA) 
Increment 
Negotiated salary schedule increase 
Lump-sum payment (a) 
Top of 

Admin. and Supervisory Personnel (MCAAP) 
Increment 
Negotiated salary schedule increase 
Lump-sum payment (a) 

Business and Operations Administrators (MCBOA) 
Increment 
Negotiated salary schedule increase 
Lump-sum payment (a) 

Supporting Services Employees (SEIU Local 500) 
Increment 
Negotiated salary schedule increase 
Lump-sum payment (a) 
Top of 

Non-Represented 
Increment 
Negotiated salary schedule increase 
Lump-sum payment 
Top of range adjustment 

REC 


FY09 FYI0 FYII FY12 FY13 FYl4 

1.5-3.9% 1.5-3.9% 1.5-3.9% 0.0% 1.5-3.9% 1.5-3.9% 1.5-3.9% 1.5-3.9% 1.5-3.90/0(n)1.5-3.9% 0.0% 
O.oo/o(i)4.0%(c) 4.8%(d) 5.0%(1) O.O%(h) O.OO/o(i) 0.0%(j) 0.0%(j) 1.5°/o(k) 2.00/0(1) 2.00/0(n) 

2.0% 2.0%-- -
: -- - - - -- --

3.0% 3.00/0(n)(0)(p3.00/0(e) 3.0%(e) 3.00/0(e) 3.0%(e) 3.00/0(e) 3.0%(m)3.00%(e) 0.0% 0.0% 
4.00/0(c) 4.8%(d) 5.0%(1) O.OO/o(h) O.O%(i) 1.50/0(k) 2.00/0(1) 2.0%(n)O.OO/o(i) 0.0%(j) 0.0%0) 

2.0% 2.0% - -
- -- - -

3.00/0(n)(p)3.0%(g) 3.0% 0.0% 0.0% 3.00% 3.00% 3.0% 
1.5%(k) 2.00/0(1)(g) O.OO/o(i) O.O%(i) 0.0%(j) 0.0%0) 2.00/0(n)O.OO/o(h) 

(g) 2.0% 2.0%-- -

(g) --
 - - - -- -

1.6-5.60/0(n)1.9-5.6% 1.9-5.6% 1.9-5.5% 1.9-5.5% 0.0% 0.0% 1.9-5.5% 1.9-5.5% 1.6-5.6% 1.6-5.6% 
1.50/0(k) 2.00/0(1) 2.0%4.0%(c) 4.8°/o(d) 5.0°/0(1) O.O%(h) O.OO/o(i) O.OO/o(i) 0.0%(j) 0.0%(j) 

2.0% 2.0% 

All non-represented employees (except 19 nonscheduled Executive staff and chief negotiator same increments and 
other salary adjustment as the bargaining units for which these positions are covered. 

a) For FY 2013 and FY 2014, employees at the top ofthe grade and received no step or longevity increase received a 2% increase. 
b) Longevities for each of the separate bargaining units are as follows: 

1. 	 MCEA - Employees who have completed six or more years on step 19 ofany salary lane on the salary schedule will receive an increase of2.25%. No longevities were paid in FY 
201 I or FY 2012. In FY 2013, eligible employees received longevity payments and FY 2011 and FY 2012 make up longevity payments also where provided. In 
FY 2014, longevity payments were provided on February 8, 2014. For FY 2015, longevity payments will be provided on the employee's anniversary date. 

2. 	 MCAAP - Effective October 1,2004, the MCAAP contract provided for an annual longevity supplement 0[$1,500 for each unit member who completed 10 or more years of 
service. Effective December 1, 2006, the contract was changed to provide a longevity supplement of $1,500 for each unit member who completed 5 or more years of service. No 
longevities were paid in FY 20 II or FY 2012. In FY 2013, eligible employees received longevity payments and FY 20 II and FY 2012 make up longevity payments also where 
provided. In FY 2014, longevity payments were provided on February 8, 2014, or the longevity anniversary date, whichever is later. For FY 2015, longevity payments will be 
provided on the employee's anniversary date. 

3. 	 MCBOA- Unit members receive a $1,500 longevity increase at 5,10, and 15 years of service. No longevities were paid in FY 2011 or FY 2012. In FY 2013, eligible employees 
received longevity payments and FY 2011 and FY 2012 make up longevity payments also where provided. In FY 20 14, longevity payments will be provided on February 8, 2014, 
or the longevity anniversary date, whichever is later. For FY 2015, longevity payments will be provided on the employee's anniversary date. 
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4. 	 SEIU - Unit members receive a one-grade increase on the salary schedule at 10,14, and 18 years of service. In addition, employees with 22 years of service receive a $200 increase. 
No longevities were paid in FY 2011 or FY 2012. In FY 2013, eligible employees received longevity payments and FY 2011 and FY 2012 make up longevity payments also where 
provided. In FY 2014,1ongevity payments will be provided on the employee's longevity anniversary date. For FY 2015, longevity payments will be provided on the employee's 
anniversary date. 

:c) 	 ForFY 2007, the negotiated agreement with MCEAand SEIU Local 500 provided for a salary schedule increase of3.0% on 7/1106 and an additional 1.0% effective mid-year, resulting 
in a 3.5% salary impact. The negotiated agreement with MCAAP provided for a salary schedule increase of4.0% and scale adjustments effective 11/1/06 resulting in a 3.5% average 
salary impact. 

~d) 	 For FY 2008, the negotiated agreement with MCEA, MCAAP, and SEIU Local 500 provided for a 4.8% salary schedule increase and other compensation changes equivalent to an 
average of an additional 0.2% for a total of 5.0%. 

(e) 	 The salary range is 3.0% except for the movement between steps 9 and lO in lanes 0, P, and Q. This increment is 1%. 
(f) 	 For FY 2009, the negotiated agreement with MCEA, MCAAP, and SEIU Local 500 provided for a 5.0% salary schedule increase. 
(g) 	 In calendar year 2008, the BOE approved the formation ofa fourth bargaining unit - The Montgomery County Business and Operations Administrators (MCBOA). In FY 2009, the 

compensation for these employees was included in the SEIU salary numbers. 
(h) 	 The 2008-2010 contracts with MCAAP, MCBOA, MCEA, and SEIU Local 500 included, for FY 2010, a 5.3% GWA and other salary-related improvements. Due to the fiscal situation, 

no GWA was provided in FY 2010. 
(i) Due to the fiscal situation in FY 2011 and FY 2012, there was no GWA or increments awarded. 
G) For FY 2013 and FY 2014, there is no provision for a GWA. 
(k) 	 For FY 2015, there is a provision for a 1.5% GWA that was awarded on November 29, 2014. 
(I) 	 For FY 2016, there is a 2.0% GWA that will be awarded on October 3, 2015. 
(m) The MCAAP salary increment is 3.0% except for the movement between steps 9 and 10 in lanes 0, P, and Q. This increment is 1%. 
(n) The 2015 -	 2017 contracts with MCAAP/MCBOA, MCEA, and SEIU Loca1500 included, for FY 2017, provisions for a salary increment and a 2.0% GWA for eligible employees on 

September 3, 2016. In addition, the contract included provisions for a make-up step for eligible employees on March 3,2017. To accommodate the March 3, 2017 salary increase, the 
salary schedules for all unions are adjusted. 

(0) 	 For FY 2017, the MCAAP salary increment is 3.0% except for the movement between steps 9 and lO in lanes 0, P, and Q. This increment is 1.0%. 
(p) 	 For FY 2017, the MCAAPIMCBOA salary increment is 3.0% except for the movement between steps lO to 12. This increment is 2.0%. 

(£) 




- -

MONTGOMERY COLLEGE 

REC 
FY07 FY08 FY09 FYIO fYll FYI2 FYI3 FY14 F'Yf5 FYJ6 FY 

Faculty (AAUP) 
Increment I  - - I 3.5% I 3.5% 3.5% I 3.5%-- -I - I - 2.25% 2.5% I 2.5% 2.75% 
Lump-sum payment 
General adjustment (COLA) 3.75% 5.3% 5.5% -

$2,019 $2.l;2(b) I  2.0%(1) 

ofrange adjustment 


$2,125 $2,242 
3.0%3.75%(a) 5.5% 3.0%5.3% -- - -

Administrators 
Increment 
General adjustment (COLA) 
Lump-sum payment 
Top ofrange adjustment 

StatY - Non-Ba ..g.';nmg and Ba.-galnlng I 
Increment 
General adjustment (COLA) 
Lump-sum payment I 

I 

3.75% 4.75% I4.75%
6.5% 7.5% 7.0% 0.0% 

- -
- I 

- i -
4.75% I 5.0%3.75% -- I 

2.75% 3.0% I 3.0% 3.0% 
3.75% 4.75% 5.0% -

- - I $500(b)-
3.75% 4.75% I 5.0% I 

0.0% 0.0%(d) 0.0%0.0%
5.50/0(g) 5.5%(g)5.5%(g) 5.5%(g)- - -

2.75%2.5%2.25% 2.5%- --
2.00/0(1)-

- - I - 3.0% 3.0% 
(h) 

- 3.5% 3.5% 3.5% 3.5% 
- 2.25% 2.5% 2.5% 2.75% 

(e) 
-
-

-
- I 

2.0% (1)-
- I - I 3.0% I 3.0%-

(a) Not to exceed $85,661 or $87,261 for those eligible for a one-time longevity increase. COLA - 3% effective 7/1/06 plus 1.5% effective 111/07. 
(b) Staff-lump sum one-time payment of$500 for employees at top of scale; faculty -lump sum one-time payment ranging from $500-1,000 depending on salary; base pay increase of 

$2,372 is delayed until October 23,2009. 
(c) Faculty furloughed 3 days based on academic year calendar (equivalent to 4 staff days). 
(d) Administrators furloughed 8 days. 
(e) Staff furloughed 4 days below grade N; 8 days grade N and above. 
(1) One-time payment ofthe greater of$2,000 or 2%. This is not added to base pay. 
(g) Administrators may receive between a 0.0% and 5.5% pay for performance bonus in lieu ofan increment. 
(h) The contract with AFSCME is not yet ratified; expected late Apri12016. 

@ 
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3.5% 3.5% 3.5% 
3.0% 3.25% 3.25% 

(7/07) (7/08) 

MARYLAND-NATIONAL CAPITAL PARK AND PLANNING COMMISSION 

FYIO FYl1 FY12 FYIl FY14 

3.5% 0.0% 0.0%0.0% 3.0% 
0.0% 0.0%0.0% 0.0% 3.0% 

$2,000 
7.0% 

3.5% 
3.0% 

3.5% 
3.25% 

3.5% 
3.25% 

I $780(d) I 0.0% 
$640(d) 0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

3.5% 
3.25% 

3.5% 3.5% 
$2,000 

3.5% 
4.5%(a) 

I 3.5% 
4.5%(b) 

3.5% D.5% 
3.25% 
(7/08) 

3.75% 
(7/09) 

0.0% 
0.0% 

0.0% 
0.0% 

0.0% 
0.0% 

$2,000 

3.5% 
2.5% 

Non-Represented 
Increment 
General adjustment (COLA) 

(effective date) 

Lump-sum payment 

TODof 

ServicelLabor, Trades, and 
Office/Clerical Bargaining 
Units (MCGEO, Local 1994) 

Increment 
General adjustment (COLA) 

(effective date) 
Lump-sum payment 
TODof 

Park Police (FOP, Lodge 30) 
Increment 
General adjustment (COLA) 

(effective date) 

Lump-sum payment 


FV15 

3.5% 
2.0% 
(9/14) 

3.5% 
2.0% 
(9/14) 

I 7.0%(e)
I 1.75% 
I (7/14) 

FY16 

1.75% 
1.75% 
(9/15) 

1.75% 
1.75% 
(9/15) 

3.5% I 
1.75% 
(7/15) 

REC 
FYI7 

1.75% 
1.75% 
(9/16) 

1.75% 
1.75% 
(9/16) 

(g) 

of 

(a) 	 3.5% COLA effective 7/06 plus additional 1% COLA effective 7/06 in exchange for officers paying 100% of Long Tenn Disability premiums. 
(b) 	 3.5% COLA effective 7/07 plus an additional 1% COLA increase effective 7/07 in exchange for officers paying 100% of Long Tenn Disability premiums. 
(c) 	 3.75% range adjustment for Park Police Command Staff. 
(d) 	 FYI0: replacing a nonnal COLA and merit, a $1,420 (pro-rated) wage adjustment instead was provided to each MCGEO member (applied up to, but not beyond the top of the 

grade), effective first pay period following July 1,2009. Ofthe $1,420, $640 is distributed to every MCGEO member, and the rest $780 (maximum assuming satisfactory 
perfonnance rating) was pro-rated based on anniversary date and adjusted based on perfonnance rating. 

(e) 	 One increment (3.5%) on anniversary, and one additional increment (3.5%) effective January 2015. 
(f) 	 Lump sum of0.5% effective July 2015 and July 2016 for MCGEO and Non-Represented at top ofgrade. 
(g) Compensation is unknown at this time and is subject to current labor negotiations with FOP. The two County Councils will be detennining whether to fund the Commission's 

proposed FY17 compensation at the May joint Council meeting. 

® 




WASHINGTON SUBURBAN SANITARY COMMISSION 


,FSCME 

Merit pay adjustment (a) I3.5%(b)(d) I 3.5%(b)(d) 
 3.0%(b)(d) 3.0%(b)(d) I TBD(t) 
General adjustment (COLA) 

3.0%(b)(d) 1 3.O%(bXd) I 3.0%(b)(d) 3.0%(b)(d) I 3.0%(b)(d) 11.5%(b)(d) 
3.5% 3.75% 3.5% 0.0% 0.0% 2.0%(e) 2.0% 3.0% 3.25% 2.0% 

Lump-sum payment 
'p of range adjustm( 

ron-Represented 
Merit pay adjustment (a) 13.5%(b)(d) I 3.5o/o(b)(d) I 3.0%(b)(d) I 3.0%(b)(d) I 0.0% TBD(t) 
General adjustment (COLA) 

3.0o/o(d) l.5o/o(d) 3.0o/o(d) 3.0%(d)0.0% 
3.5% 3.75% 3.5% 0.0% 3.25% 2.0% 

Lump-sum payment 
2.0%0.0% 0.0% 3.0% 

(a) 	 WSSC has a performance based merit pay system. Adjustments to base pay are based upon annual employee evaluations. In FY09, a new Performance Management System 

applies to all employees except those reporting directly to the Commissioners or in a bargaining unit. A rating of3.0 and above will result in a corresponding percentage pay 

increase. A rating below 3.0 will result in a Performance Improvement Plan (PIP). Employees rated below a 2.0 numerical rating or employees who do not successfully 

complete their PIP are subject to release. 


The merit pay salary adjustments associated with each performance rating category FY94-FY08 were: 

I 

I 

FY94 FY95 FY96 FY97 FY98 FY99 FYOO FYOI FY03 FY04 FY05 FY06 FY07 FY08 

Superior 5.0% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 4.5% 0.0% 4.5% 4.5% 4.5% 4.5% 4.5% 
Commendable 4.0% 4.0% 4.0% 4.0% 4.0% 4.0% 4.0% 4.0% 0.0% 4.0% 4.0% 4.0% 4.0% 4.0% 
Fully satisfactory 4.0% 3.5% 3.5% 3.5% 3.5% 3.5% 3.5% 3.5% 3.5% 0.0% 3.5% 3.5% 3.5% 3.5% 3.5% 
Needs improvement 1.0% 1.0% 1.0% 1.0010 1.0% 1.0% 1.0% 1.0% 1.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 
Unsatisfactory 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%. 0.0% 

(b) 	Merit pay adjustment was replaced with skill-based compensation for some bargaining unit employees in FY02. 
(c) 	 General adjustment (COLA) was effective October 2003 when COLAs and merit increases were no longer limited by State Law. 
(d) Employees at grade maximum who receive above average evaluations may receive a onetime cash payment. 
(e) 	 Contract ratified by the union and approved by the Commission includes a 2.0% COLA for represented employees. Non-represented employees did not receive a COLA. 
(t) 	 Salary enhancements to be recommended by the Montgomery and Prince George's Counties during the FYI7 budget approval process. There is a pool of$5.S million for salary 

enhancements. The specific use of these funds will be determined as the two Counties make decisions about salary enhancements for their employees. 

G) 




Police 
Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of 

Fire 
Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of 

Other Employees 
Increment 
General adjustment (COLA) 
Lump-sum payment 
Too ofraI!g.~..~4i.!:l~!'=!!~l1t__. 

(a) Budget projection includes 0.0%. 
(d) 	 Not pursuing footnote (a) any longer. 

ARLINGTON COUNTY GOVERNMENT 
(Compensation not subject to collective bargaining) 

FYO? FY08 FY09 FY10 FYll FYlZ FY13 FYI4 FYIS 

3.0% 
2.0% 

3.0% 
1.5% 

3.0% 
0.0% 

0.0% 
1.0% (b) 

2.5% 
0.0% 

2% (c) 

2.5% I 2.5% 
0.0% 0.0% 

1.0% (d) 

3.57%(f) 
0.0% 

3.57%(f) 
0.0% 

3.0% 
2.0% 

TBD 
(a) 

3.0% 
0.0% 

0.0% 
1.0% (b) 

2.5% 
0.0% 
2%(c) 

2.5% 
I0.0% 

1.0% (d) 

2.5% 
0.0% 

,3.43%(h) 13.43%(h) 
0.0% 0.0% 

3.0% 
2.0% 

TBD 
(a) 

3.0% 
0.0% 

0.0% 
1.0% (b) 

2.5% 
0.0% 

2.0%(c) 

2.5% 
I0.0% 

1.0% (d) 

2.5% 
0.0% 

2.8% 
0.0% 

2.7% 
0.0% 

REC 
FYI6 FYI 

3.57%(f) 3.57%(f) 
0.0% 0.0% 

1 3.43%(h) 1 3.43%(h) 
0.0% 0.0% 

2.7% 3.25%(k) 
0.0% 0.0% 

(b) 	 The County Board approved a 1 % market pay adjustment for permanent employees effective January 1, 2010. 
(c) 	 The FYII Adopted Budget included funding for step increases as well as a 2% lump sum payment for employees who had been at the top of their pay grade for at least one year. The 

average increment is 2.5%. Step values are still the same: Step 1-5 are 4.1% increment; steps 6-10 are 3.3% increment, and steps 10-18 are 2.3% increment. 
(d) 	 The FY12 Adopted budget included funding for step increases as well as a 1% lump sum payment for employees who had been at the top of their pay grade for at least one year. 
(e) 	 Transitioned to new Police pay scale, separate from general pay scale. Police pay scale dropped all steps and replaced with open ranges within grades. 
(f) 	 Increases within open ranges are 4.5% for fIrst increase and 3.5% for each increase thereafter. Average increment increase calculated with 15 years of increases, which is the 

approximate length of time to reach maximum of range from minimum. 
(g) 	 Transitioned to new Fire pay scale, separate from general pay scale. Fire pay scale replaced 18 step scale with 16 step scale. 
(h) 	 Step increases are 4.5% for step 1 and 3.36% for all increases between step 2 and step 16. 
(i) 	 The County Board approved a 1 % increase for those at the maximum of their pay range at the beginning of FY20 IS. 
(j) 	 No change to maximum approved 
(k) 	 Proposed moving to open ranges (no steps), all employees that meet expectations would receive a 3.25% increase 

Proposed dropping steps 2 and 3 and increasing the Range Maximum by 1.75% 

® 




F~AXCOUNTYGOVERNMENT 
(Compensation not subject to collective bargaining) 

REC 
FY07 FY08 FY09 FYI0 FYtl FY12 FY13 FY14 FY15 FY16 FYI 

Police 
Increment (a) Yes Yes Yes No No No Yes(d) No No Yes Yes 
General adjustment (COLA) 4.25% 2.92% 2.96% 1.29% 1.1% 1.33% 
Lump-sum payment 
Top of range adjustment 2.96% 1.29% 1.1% 1.33% 
Other: Market rate adjustment 2.18% 

Firefighters 
Increment (a) Yes Yes Yes No No No Yes(d) No No Yes Yes 
General adjustment (COLA) 4.25% 2.92% 2.96% 1.29% 1.1% 1.33% 
Lump-sum payment 
Top of range adjustment I 4.25% I 2.92% 2.96% 1.29% 1.1% 1.33% 
Other: Market rate adjustment 2.0%(b) 2.18% 3.0% 

Other Employees 
Increment (a) 
General adjustment (COLA) 

No No No No No No 12.5~(e) I No No 
2.29% 

Yes 
1.1% 

Yes 
1.33% 

Lump-sum payment 
Top of range adjustment 4.25% 2.92% 2.96% 2.29% 1.1% 1.33% 
Other: Market rate adjustment (b) (c) 2.18% 

(a) Approximately 40% of all County employees are eligible for merit increment annually due to 2-3 year hold; effective from FY2002, general (non-public safety) no longer has 
steps in grades. 

(b) Market rate adjustment of4.25% for all. In addition, Fire receives an additional 2.0%. 
(c) Market rate adjustment of2.92% - structure adjustment only for general employees. 
(d) Beginning on pay period 14. 
(e) Does not take effect until January 2013. 

8) 




FAIRFAX COUNTY PUBLIC SCHOOLS 
(Compensation not subject to collective bargaining) 

Teachers 
Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of range adjustment 
Other 

School Based Administrators 
Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of range adjustment 
Other 

Non-School Based 
Administrators 

Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of range adjustment 
Other 

Support Staff 
Increment 
General adjustment (COLA) 
Lump-sum payment 
Top of range adjustment 

Yes 
3.0% 

0.40%(a) 

Yes 
3.0% 

Yes 
3.0% 

Yes 
3.0% 

Yes 
2.0% 

0.40% 

Yes 
2.0% 

Yes 
2.0% 

Yes 
2.0% 

Yes 
2% 

Yes 
2% 

Yes 
2% 

Yes 
2% 

No 
0.0% 

No 
0.0% 

No 
0.0% 

No 
0.0% 

No 
0.0% 

No 
0.0% 

No 
0.0% 

No 
0.0% 

Yes 
1.0% 

Yes 
1.0% 

Yes 
1.0% 

Yes 
1.0% 

(b) 
No 

3.25% 

I 	 (b)
I NoI 
I 3.25% 

(b) 
No 

3.25% 

(b) 
No 

3.25% 

(c) 
No 

4.0% 

(c) 
No 

4.0% 

(c) 
No 

4.0% 

! 	 (c) 
NoI 

4.0% 

I 


15 
(d) 
Yes 
0.0% 

(d) 
Yes 

0.0% 

(d) 
Yes 

0.0% 

(d) 
Yes 
0.0% 

FYI6 
(e) 
Yes 

0.62% 

(e) 
Yes 

0.62% I 

(e) 
Yes 

0.62% 

(e) 
Yes 

0.62% 

REC 

FYI 


(f) 
Yes 
1.0% 

(f) 
Yes 
1.0% 

(f) 
Yes 
1.0% 

(f) 
Yes 
1.0% 

(a) 	 0.4% average increase for scale restructuring. 
(b) 	 2.0% offset for VRS (of total 5%) employee contributions plus 1.25% market scale adjustment with no step increments. 
(c) 	 FY14: 7/1/2013 remaining 3% offset for VRS (of total 5%) plus 2.0% market scale adjustment effective 1/112014; no step increments. 
(d) 	 FY15: No market scale adjustments; however, there was a step increment for all eligible employees. 
(e) 	 FY 16: There was a step increment and 0.62% market scale adjustment. 
(f) 	 FY 17: The advertised budget includes a 1.0% market scale adjustment and a step increment for all eligible employees, and an additional $40 million to enhance teacher salaries 

(pending approval and subject to change). 

~ 




STATE OF MARYLAND 
(Compensation subject to collective bargaining) 

REe 

(d) (f)(e) (g) (i) 
Yes YesYes(k) Yes No 

2.0% 2.0(j) 3.0%(1) 2.0%(m) 
Yes(h) 

All Employees 
Increment 
General adjustment (COLA) 
Lump-sum payment 

of 

Yes 
2.0%(a) 
Yes(b) 
Y, 

Yes 
2.0% 

(a) 	 General salary increases was $900 for employees making a base salary ofless,than a $45,000 per year on an annualized basis, $1,400 for employees making a base salary more than 
$70,000 per year on an annualized basis, and 2 percent for the rest of the workforce. Approximately 87 percent of the workforce received 2 percent or more. 

(b) 	Performance bonuses for Correctional Officer II, Sergeant, Lieutenant, Captain, and Major positions ($500) in the Division of Correction and for nurses in the Department ofHealth 
and Mental Hygiene ($3,000) are newly funded in fiscal 2007. These bonuses are awarded for fewer than 5 unscheduled absences over a 12-month period. 

(c) 	 Two steps have been added to the top of the standard salary schedule and one step has been added to the physicians' salary schedule. 
(d) 	A furlough was put into effect by Executive Order in December 2008 reducing average employee salaries by 1.4%. 
(e) 	 A furlough was put into effect by Executive prder in August 2009 reducing average employee salaries by 2.6%. Chapter 487 of2009 prohibited all State employees from receiving 

any performance bonuses, merit increments, or cost-of-living adjustments. ' 
(f) 	 A furlough was put into effect by Executive Order in May 2010 reducing average employee salaries by 2.6%. Chapter 484 of2010 again prohibited State employees from receiving 

performance bonuses, merit increments, or cost-of-living adjustments. 
(g) Chapter 397 of 20 11 language prohibits State employees from receiving merit increments through April 1, 2014. However, an exemption is provided for staff deemed "operationally 

critical," and reporting on exempted staff is required. 
(h) 	A one-time $750 employee bonus payment was made to all employees not in bargaining units that received alternative salary adjustments. The bonus funds, which was only made 

to employees in State service prior to July 1,2011, was spread across the 26 pay periods of fiscal 2012. 
(i) 	 The provision from Chapter 397 of2011 prohibiting State employees from receiving merit increments through April 1, 2014 stayed in force and the exemption for staff deemed 

"operationally critical" expired. 
G) Effective January 1,2013. 
(k) 	 Increments are funded effective April 1, 2014. Exemptions are provided for retention of faculty, operationally critical staff, and to fund transit collective bargaining agreements. 
(1) 	 Effective January 1,2014. 
(m) Effective January 1,2015 

@) 




FEDERAL GOVERNMENT (a) 

(Compensation not subject to collective bargaining) 


REC 
FY07 FY08 FY09 FYIO FYll(g) FY12 FY13 FY14 FY15 FY16 FYi 

All Employees 
Increment l.5%(d)(e) l.5%(d)(e) 1.5%(d)(e) l.5%(d)(e) l.5%(d)(e) l.5%(d)(e) 1.5%(d)(e) l.5%(d)(e) l.5%(d)(e) l.5%(d)(e) l.5%(d)(e) 
General adjustment (f) 1.7% 2.5% 2.9% 1.5% O%(g) O.O%(g) 0.0% 1.0% 1.0% 1.0% 1.6%(h) 
Lump-sum payment 
Top of range adjustment I Same Same Same Same Same Same Same Same Same Same Same 

4.78% 2.42% 0.0% 0.0% 0.0% 0.0% 0.0% 1.46% 1 

(a) 	 For federal employees in the Washington Baltimore locality pay area. Data reflect the federal fiscal year. 
(b) 	 Locality pay instituted in FY94. 
(c) 	 This is the cumulative figure that includes both general adjustments and increases in locality pay. 
(d) 	 1.5% is a rough estimate of the average annual value ofGeneral Schedule within grade and quality step increases as a percentage of payroll. The actual average can vary year to 

year. Some estimation methods indicate the mUlti-year average may be closer to 1.3%. 
(e) 	 Increments awarded annually for advancement to steps 2-4, awarded every 2 years for steps 5-7, and awarded every three years for steps 8-10. Eighteen years to advance from minimum 

step 1 to maximum step 10. 
(f) 	 The federal government uses a cost of labor standard to determine the general adjustment rather than a cost ofliving standard. This adjustment is not referred to as the COLA. 
(g) Congress enacted and the President signed a freeze on federal pay increases affecting increases scheduled for January 2011 and January 2012. 	On March 26,2013, President Obama 

signed legislation to continue the freeze on statutory pay adjustments for most Federal civilian employees until December 31, 2013. Step increases under (d) and (e) are not affected by 
the pay freeze. 

(h) 	 The President proposed a 1.6% overall pay increase in FY 2017. The increase has not yet been approved or allocated by locality pay area. 
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BASE PAY INCREASES - MONTGOMERY COUNTY GOVERNMENT EMPLOYEE NOT AT MAXIMUM SALARY (11 

vs. 


CONSUMER PRICE INDEX (CPI) 


Difference 
MCG MCG Service Total MCG CPI-U MCGvs. Date of 

Year GWA 121 Increment (3) Pa Increase Change (4) CPI Chan e CPI Chan es 

FY13-FY16 Compounded Change: 16.61% 5.71% 10.90% 

2015 (FY16) 2.00% 3.50% -- 0.60% -- 11-14 - 11-15 
2014 (FY15) 3.25% 3.50% -- 1.20% -- 11-13 - 11-14 
2013 (FY14) 3.25% 3.50% -- 1.70% -- 11-12 - 11-13 
2012 (FY13) 0.00% 0.00% --	 2.10% -- 11-11- 11-12 

FY09-FY12 Compounded Change: 	 11.94% 9.30% 2.65% 

2011 (FY12) 0.00% 0.00% -- 3.30% -- 11-10 - 11-11 
2010 (FYll) 0.00% 0.00% -- 1.60% -- 11-09 - 11-10 
2009 (FY10) 0.00% 3.50% -- 1.60% -- 11-08 - 11-09 
2008 (FY09) 4.50% 3.50% -- 2.50% -- 11-07 - 11-08 

FY05-FY08 Compounded Change: 	 30.12% 15.75% 14.37% 

2007 (FY08) 4.00% 3.50% -- 4.50% -- 11-06 - 11-07 

2006 (FY07) (5) 4.03% 3.50% -- 3.10% - 11-05 - 11-06 
2005 (FY06) 2.75% 3.50% -- 3.70% -- 11-04 - 11-05 
2004 (FY05) 2.00% 3.50% -- 3.60% -- 11-03 - 11-04 

FY01-FY04 Compounded Change (6); 	 29.95% 11.13% 18.81% 

FY97-FYOO Compounded Change: 	 27.03% 8.96% 18.07% 

(1) 	 Excludes police and fire bargaining unit employees. 
(2) 	 FY14 GWA was effective September 8, 2013, and FY15 GWA was effective on September 7, 2014. 
(3) 	 Most employees not at the maximum of their assigned grade are eligible for a service increment. 

Approximately 68% (6,195 of 9,072) of permanent employees were not at maximum of grade as of 12/31/15. 
(4) 	 CPI-U change, Washington-Baltimore, DC-MD-VA-WV. 
(5) 	GWAs of 3% effective 7/9/06 (FY07) and 1% effective 1/7/07 (FY07). 
(6) Average of non-represented (2.0% effective 7/13/03) and MCGEO (3.75% effective 11/30/03) adjustments. 
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PAY INCREASES- MONTGOMERY COUNTY GOVERNMENT EMPLOYEE NOT AT MAXIMUM SALARY (I) 

VS. 

PRIVATE SECTOR 
Difference 

MCG MCG Service Total MCG Private Sector MCG vs. 
GWA(21Year 	 Increment (3) Pay Increase Change (4) Private Sector 

FY13-FY16 Compounded Change: 	 20.56% 12.33% 8.23% 

2015 (FY16) 2.00% 3.50% -- 3.10% 
2014 (FY15) 3.25% 3.50% -- 3.00% 
2013 (FY14) 3.25% 3.50% - 2.90% 
2012 (FY13) 0.00% 0.00% -- 2.80% 
FY09-FY12 Compounded Change: 	 11.94% 11.88% 0.07% 

2011 (FY12) 0.00% 0.00% -- 2.76% 
2010 (FY11) 0.00% 0.00% -- 2.53% 
2009 (FY10) 0.00% 3.50% -- 2.20% 
2008 (FY09) 4.50% 3.50% -- 3.90% 

FY05-FY08 Compounded Change: 	 30.12% 15.34% 14.78% 

2007 (FY08) 4.00% 3.50% -- 3.80% 	 -
2006 (FY07) (5) 4.03% 3.50% -- 3.63% -
2005 (FY06) 2.75% 3.50% -- 3.65% -
2004 (FY05) 2.00% 3.50% -- 3.45% 

FY01-FY04 Compounded Change (61: 	 29.95% 17.15% 12.80% 

FY97-FYOO Compounded Change: 	 27.03% 17.89% 9.15% 

(1) 	 Excludes police and fire bargaining unit employees. 
(2) 	FYl4 General Wage Adjustment (GWA) was effective September 8,2013, and FY15 GWA was effective on September 7,2014. 

(3) 	Most employees not at the maximum of their assigned grade are eligible for a service increment. 

Approximately 68% (6,195 of 9,072) of permanent employees were not at maximum of grade as of 12/31/15. 

(4) 	 World at Work 2015-2016 Salary Budget Survey (Figure 2). Salary budget increases (zeros included) 

for all categories of private sector employees in the U.S. 

(5) 	GWAs of 3% effective 7/9/06 (FY07) and 1% effective 1/7/07 (FY07). 
(6) Average of l1()n-represented (2.0% effective 7/13/03) and MCGEO (3.75% effective 11/30/03) adjustments. 
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Comparison of MCEA and County Government compensation 
Council staff compared the effect of implemented compensation adjustments for MCEA with the 

three County bargaining units: MCGEO, FOP, and IAPF. This comparison is illustrative only to compare 
salary growth over time; it does not reflect the experience of actual employees, which will vary based on 
placement on the salary schedules. This comparison assumes an employee is employed at a starting salary 
of $60,000 in FY09 and is eligible to receive scheduled adjustments, both COLA and step, from FYI0
16. 	It does not include any assessment ofbenefits. . 

MCEA 
• 	. The ending FY16 salary for this example MCEA employee would range from $74,035 to $77,715 

depending on placement on the salary schedule. 
• 	 This is an increase ranging from 23.4%-29.5% between FYI0-16. 

MCGEO· 
• 	 The ending FY16 salary for a comparable MCGEO employee would be $74,659, an increase of 

24.4% from FYI0-16. 
• 	 MCGEO employees received a $2,000 lump sum award in FY13, which did not add to the base 

salary. MCGEO employees also were furloughed in FYl1; an employee making $60,000 would 
have lost $2,435 that year due to the furlough. Given that these are very similar one time amounts, 
they are not reflected in the FY16 ending salary. 

FOP 
• 	 The ending FY16 salary for a comparable FOP employee would be $75,500, an increase of25.8% 

from FYlO-16. 

IAFF 
• 	 The ending FY16 salary for a comparable IAPF employee would be $78,914, an increase of31.5% 

from FYlO-16. 

In sum, between FYIO-16: 
Bargaining 
Unit 

FYI6 
ending salary 

FYIO-16 
percent increase 

MCEA $74,035-$77,715 23.40/0-29.5% 
MCGEO $74,659 24.4% 
FOP $75,500 25.8% 
IAFF $78,914 31.5% 

• 	 A MCGEO employee's compensation adjustments are nearly the same as the low end of the 
compensation adjustments for an MCEA employee, and are lower than the upper range of 
compensation adjustments for MCEA. 

• 	 An FOP employee's compensation adjustments are higher than the low end ofMCEA's, but lower 
than the high end ofMCEA. 

• 	 IAFF employees uniformly received a higher salary by the end of FYl6 than MCEA, FOP, or 
MCGEO. 
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FYI7 Agency Recommended Pay Increases 

General Wage . 
Adjustment (COLA) 

First Increment 
(Step) 

Second Increment 
(Step) 

C; 

~ 

MCGEO 0.5% + 0.5% 3.5% 3.5% 

FOP 0.5% + 0.5% 3.5% 3.5% 

IAFF 1.0010 + 1.0010 3.5% -
Non-Rep 0.5%+0.5% 3.5% 3.5% 

MLS 0.5% + 0.5% Perfonnance-Based -

~ 
MCEA 2.0% 

1.5% to 5.2% 
(Average ofabout3.0%) 

1.5% to 5.2% 
(Average o(about 

3.0%) 

MCAAPI 
MCBOA 2.0% 

SEID 2'()% 

G:I 

ff=0 
to) 

Faculty 2.75% 3.5% -
Staff 2.75% 3.5% -
Admin 2.75% O.()% to 5.5% -

u 
t 
~ 

MCGEO 1.75% 1.75% -
FOP In Negotiations 

Non-Rep 1.75% 1.75% -

Effective Dates: (starting first full pay period after dates indicated below): 

• 	 County Government MCGEO: 0.5% GWA on July 1, 2016 + 0.5% GWA on January I, 2017; first 
increment on employee's anniversary date; second increment on May 1,2017. 

• 	 CotmtyGovernmentFOP: 0.5% GWA on July 1.2016+ 0.5% GWA onJanwuy 1, 2017; first 
increment on employee's anniversary date; second increment on July 1, 2016. 

• 	 lAFF: 1.0 GWA on July 1,2016 + 1.0% GWA on February 5,2017; increment on employee's 
anniversary date. . 

• 	 MCG Non~Represented: 0.5% GWA on July I, 2016 + 0.5% GWA on January 1, 2017; first 
increment on employee's anniversary date; second increment on May I, 2017. 

• 	 All MCPS: GWA and first increment on September 3,2016; second increment on March 4, 2017. 

• 	 College Faculty: GWA and increment on first day ofthe academic year. 

• 	 College Staff and Administration: GWA on July 1,2016; incrementOD September 15,2016. 

• 	 MNCPPC: MCGEO and Non-Represented GWA on September 1,2016; increment on employee's 
anniversary date. 

• 	 MNCPPC: FOP - to be determined, negotiations ongoing. 



COUNTY GOVERNMENT TAX SUPPORTED WAGES, SOCIAL SECURITY, and RETIREMENT 

@) 
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COUNTY GOVERNMENT TAX SUPPORTED WAGES, SOCIAL SECURITY, and RETIREMENT 
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MONTGOMERY COUNTY PUBLIC SCHOOLS WAGES, SOCIAL SECURITY. and RETIREMENT 

TAX SUPPORTED FUNDS, FYI6 APPROVED BUDGET AND FYI' REQUEST 
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MONTGOMERY COUNTY PUBLIC SCHOOLS WAGES, SOCIAL SECURITY, and RETIREMENT 
TAX SUPPORTED FYI6 APPROVED BUDGET AND FYI7 ~T.'~TTT.'C 

30.514.181 

77,583745,842 75,346 10,685,843 3,672,478 15 

15,894,854 85,693 10,270,105 3,750,218 99,051 

31,613 33.581.793 

297313 41,882 8,461.789 I 2.382.409 I 10.538 11 
1.0% of 

41 

397,784 

132.595 

. . -

® 

58,407 7,477,812 2,054,716 I 62.067 I 10.050.785 

19.469 2,492,604 684,905 20 

110 1,893,622 8,175 I 9,818,578 



MONTGOMERY COUNTY PUBLIC SCHOOLS WAGES, SOCIAL SECURITY, and RETIREMENT 

TAX SUPPORTED FUNDS, FYI6 APPROVED BUDGET AND FYI7 REQUEST 


ISocial security and general wage adjustment includes amounts for temporary part-time salaries. 


2Retirement includes costs for state administrative fee. 

3 & 4 Salary Costs such as GWA and Step/Longevity do not reflect a full year implementation 
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MONTGOMERY COLLEGE TAX SUPPORTED WAGES, SOCIAL SECURITY, and RETIREMENT 
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Tax Supported Funds, FY16 Approved Budget AAUP AFSCME ADM ' ALLOTHERu,;. I ,'TOTAL 

Workyears 614.00 488.10 86.00 605.00 1,793.10 
Active employees: 

Wages 53,879,634 28,347,416 12,478,707 75,447,663 170,153,420 

Social Security 4,079,948 2,146,562 944,930 5,713,152 12,884,591 

Retirement 920,970 804,030 1,725,000 

Other Benefits (EAP, recognition awards, comp absences, etc) 931,502 740,499 130,471 917,848 2,720,320 

Group insurance for active employees 4,652,340 3,698,383 651,631 4,584,146 13,586,500 

Total compensation for active employees 63,543,424 35,853,830 14,205,738 87,466,839 201,069,831 
Retiree benefits: group insurance 

Pay as you go amount 1,114,358 885,860 156,083 1,098,024 3,254,324 
OPEB - , 

, 

Total compensation for retired employees 1,114,358 885,860 156,083 1,098,024 3,254,324 

Total compensation for active and retired employees 64,657,782 36,739,690 14,361,821 88,564,862 204,324,155 
, 

Operating budget without debt service 251,468,195 

Total compensation as % of total operating budget 81.3% 

% General Wage Adjustment 2.50% 2.50% 2.50% 2.50% 

Cost of General Wage Adjustment (wages, social security, retirement) 1,373,564 720,256 319,030 1,237,533 3,650,384 

Cost of other Wage Adjustment (wages, social security, retirement) 3.50% 3.50% oto 5.5% 3.50% 

Cost per 1% General Wage Adjustment (wages, social security, retirement) 

includes pt faculty 580,014 305,160 134,333 812,194 1,831,702 

Cost per furlough day (wages, social security, retirement) 284,659 116,473 51,272 201,857 654,261 

Cost of increment for employees not at top of grade 

(wages, social security, retirement) - includes pt faculty 1,650,756 989,111 384,166 2,559,386 5,583,419 

Cost of 1% increment for employees not at top of grade 

(wages, social security, retirement) regular employees only 471,644 282,603 109,762 463,972 1,327,981 



MONTGOMERY COLLEGE TAX SUPPORTED WAGES, SOCIAL SECURITY, and RETIREMENT 

Tax Supported Funds, FY17 Requested Budget , AAUP AFSCME .... ADM . A~LOTHEH', . TOTAl.: 

Workyears 613.00 477.60 88.00 626.50 1,805.10 

Active employees: 

Wages 56,827,057 29,022,517 13,223,944 81,588,936 180,662A54 
Social Security 4,052,825 2,069,845 943,113 5,818,808 12,884,591 

Retirement 920,970 804,030 1,725,000 

ather Benefits (EAP, recognition awards, comp absences, etc) 990,703 771,875 142,222 1,012,521 2,917,320 

Group insurance for active employees 4,962,909 3,866,697 712A57 5,072,206 14,614,268 

Total compensation for active employees 66,833A94 36,651,904 15,021,735 94,296,501 212,803,633 

Retiree benefits: group insurance 

Pay as you go amount 1,182,507 921,314 169,756 1,208,549 3A82,127 
OPEB -
Total compensation for retired employees 1,182,507 921,314 169.156 1,208,549 3A82,127 

Total compensation for active and retired employees 68,016,001 37,573,217 15,191A92 95,505,050 216,285,760 

Operating budget without debt service 263,659,818 

Total compensation as % of total operating budget 82.0% 

% General Wage Adjustment 2.75% 2.75% 2.75% 2.75% 

Cost of General Wage Adjustment (wages, social security, retirement) l,592A99 815,273 373.140 1A62,981 4,244A93 
Cost of other Wage Adjustment (wages, social security, retirement) 3.50% 3.50% oto 5.5% 3.50% 

Cost per 1% General Wage Adjustment (wages, social security, retirement)

includes pt faculty 611,743 312A27 142,356 878,305 1,944,831 

Cost per furlough day (wages, social security, retirement) 299,715 119,704 54,542 217,627 691,588 

Cost of increment for employees not at top of grade 

(wages, social security, retirement) - includes pt faculty 1,652,550 917,737 345,224 2,631,398 5,546,909 

Cost of 1% increment for employees not at top of grade 

(wages, social security, retirement) regular employees only 471,644 282,603 109,762 452,569 1,316,579 
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MONTGOMERY COLLEGE TAX SUPPORTED WAGES, SOCIAL SECURITY, and RETIREMENT 

Amount increase FY16-FY17 AAUP. AFSCME ADM .•. ALlOTHER ••• TOTAL 

Workyears (1.00) (10.50) 2.00 21.50 12.00 

Active employees: 

Wages 2,947,423 675,101 745,237 6,141,273 10,509,034 

Social Security (27,122) (76,717) (1,817) 105,656 -
Retirement - - - - -
Other Benefits (EAP, recognition awards, comp absences, etc) 59,200 31,377 11,751 94,672 197,000 

Group insurance for active employees 310,569 168,314 60,826 488,060 1,027,768 

Total compensation for active employees 3,290,070 798,074 815,997 6,829,662 11,733,802 

Retiree benefits: group insurance 

Pay as you go amount 68,149 35,454 13,674 110,526 227,803 

Phase in of the Annual Required Contribution - - - - -
Total compensation for retired employees 68,149 35,454 13,674 110,526 227,803 

Total compensation for active and retired employees 3,358,219 833,528 829,670 6,940,188 11,961,605 . 

Percent increase FY16-FY17 .' AAUP AFSCME . ADM AlLOTHER TOTAL I 
Workyears -0.16% -2.15% 2.33% 3.55% 0.67% 

Active employees: 

Wages 1) 5.47% 2.38% 5.97% 8.14% 6.18% 

Social Security -0.66% -3.57% -0.19% 1.85% 0.00% 

Retirement 0.00% 0.00% 0.00% 

Other Benefits (EAP, recognition awards, comp absences, etc) 6.36% 4.24% 9.01% 10.31% 7.24% 

Group insurance for active employees 6.68% 4.55% 9.33% 10.65% 7.56% 

Total compensation for active employees 5.18% 2.23% 5.74% 7.81% 5.84% 

Retiree benefits: group insurance 

Pay as you go amount 6.12% 4.00% 8.76% 10.07% 7.00% 

Phase in of the Annual Required Contribution NA NA NA NA NA 

Total compensation for retired employees 6.12% 4.00% 8.76% 10.07% 7.00% 

Total compensation for active and retired employees 5.85% 

1) Due to the decrease in AFSCME positions the AFSCME wage increase is lower and the ALL OTHER is higher 
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MNCPPC TAX SUPPORTED WAGES, SOCIAL SECURITY, and RETIREMENT 

':.. .;;",i~;rEOP:!"i';~~~~:Tax:·Supportedli'unds~~FY16··Approv¢dBudget;::';"";i:': "··',i};;:l\1CGEO:W":i;: ~.Nonrepresentea.· Ii';;~if !' ··:'!'i,u'riA.Cii::'i:':CI 

Workyears 311.40 519.44 913.8483.00 i 

Active employees: 
Wages 16,148,221 46,595,673 69,142,911 
Social Security 

6,399,017 
3,451,716 4,727,179 

Retirement 
75,659 1,199,804 

11,149,140 
Group insurance for active employees 

1,957,851 2,340,169 6,851,120 
13,366,974 

Total compensation for active employees 
1,215,318 4,108,883 8,042,773 
9,647,845 64,941,282 98,386,204 

Retiree benefits: group insurance 
Pay as you go amount 

23,797,077 

423,359 1,595,701 2,679,707 4,698,767 
OPEB pre-funding 161,226 1,789,414 
Total compensation for retired employees 

607,685 1,020,503 
584,585 2,203,386 6,488,1813,700,210 

Total compensation for active and retired employees* 104,874,385 
Operating budget without debt service* 

10,232,430 26,000,463 68,641,492 
117,922,991 

Total compensation as % of total operating budget 88.9% 

% General Wage Adjustment 1.75% 1.75% 1.75% 
Cost of General Wage Adjustment (wages, social 

711,188 1,055,791105,147 239,456security) SEE NOTE 1 

Cost ofother Wage Adjustment (wages, social security) 
 0 0 
Cost per 1 % General Wage Adjustment (wages, social 

0 0 

60,084 136,832 406,393 603,309
security) SEE NOTE 2 

Cost per furlough day (wages, social security) 
 284,116 
Cost of increments for employees not at top ofgrade 

24,903 66,723 192,490 

110,912 270,235 479,62898,481
(wages, social security) SEE NOTE 3 
Cost of 1 % increment for employees not at top ofgrade 

28,137 154,420 245,93663,378
(wages, social security) SEE NOTE 3 

NOTE 1: COLAs were effective as follows: MCGEO and Non-rep -1,75% COLA effective September 13, 2015; FOP -1,75% effective July 05,2015. 
NOTE 2: Cost per 1 % for MCGEO and Non-rep also reflects the effective date of September 13,2015. Annualization multiplier for MCGEO and Non-rep 
NOTE 3: Increments are effective on annual review date; costs are for the remainder of the fiscal year following effective date 
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MNCPPC TAX SUPPORTED WAGES, SOCIAL SECURITY, and RETIREMENT 

Tax. SuppprtecfFunds, EY17, Request"I,;,': ;:"'~5·t~i:,;t: ,I}\;::\;.~I; i):;;;'~li:F:Ol?,::~:;.'''> ~:i~:,'I~lMCGEo.ji;~ ~:~ 
, . , '.' '.' c ... ·,···. '.
;Nonrepresented: I;'.'ilih"U!~';imOll~1jltti'i';;. 

Workyears 83.00 310.00 541.00 934.00 
Active employees: 

Wages 6,703,706 16,627,610 48,858,194 72,189,510 
Social Security 92,337 1,235,250 3,508,688 4,836,275 
Retirement 1,617,131 1,650,588 5,030,759 8,298,478 
Group insurance for active employees 1,209,559 4,252,039 8,233,961 13,695,559 
Total compensation for active employees 9,622,732 23,765,488 65,631,602 99,019,822 

Retiree benefits: group insurance 
Pay as you go amount 402,967 1,524,477 2,709,102 4,636,545 
OPEB pre-funding 158,839 600,908 1,067,855 1,827,601 
Total compensation for retired employees 561,805 2,125,384 3,776,957 6,464,146 

Total compensation for active and retired employees 10,184,538 25,890,872 69,408,558 105,483,968 
.. 

Operating budget without debt service 121,049,727 

Total compensation as % of total operating budget 87.1% 

% General Wage Adjustment NOTE 4 1.75% 1.75% 
security) NOTE 4 NOTE 4 NOTE 4 
Cost of other Wage Adjustment (wages, social security) 0 
Cost per 1 % General Wage Adjustment (wages, social 
security) SEE NOTE 2 

62,282 140,176 415,232 617,690 

Cost per furlough day (wages, social security) 26,139 68,703 201,411 296,253 
Cost of increments for employees not at top of grade 
(wages, social security) NOTE 4 NOTE 4 NOTE 4 

Cost of 1 % increment for employees not at top of grade 
(wages, social security) 17,342 .. 77,621 179,673 274,636 
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MNCPPC TAX SUPPORTED WAGES, SOCIAL SECURITY, and RETIREMENT 

Amourit.increaseFY16,..FY;17/~";""'i\'~;(~]; ;""lr'\,(;c;~~;; ~~e;';·;i.~;;':: I;i;:.';~i:~#;; ,FOP.;;:':?!,:; 11j';!!,~nYrdGE0:;!T,~i!f;\ :~N6ri:tepre.seiited·· IJ:;1t:~~~i!M~'ht!.lTiiAl;1;:,;~i~:' 

Workyears 0 (1) 22 20 
Active employees: 

Wages 304,689 479,389 2,262,521 3,046,599 
Social Security 16,678 35,446 56,972 109,096 
Retirement (340,720) (689,581) (1,820,361) (2,850,662) 
Group insurance for active employees (5,759) 143,156 191,188 328,585 
Total compensation for active employees (25,113) (31,589) 690,320 633,618 

Retiree benefits: group insurance 
Pay as you go amount (20,392) (71,225) 29,395 (62,222) 
Phase in of the Annual Required Contribution (2,388) (6,777) 47,352 38,187 
Total compensation for retired employees (22,780) (78,002) 76,747 (24,035) 

Total compensation for active and retired employees 609,583 

Percent : increase FY16~R1¥17,:' ::"" '.::!' ).'lii;~'!;!~~;ii"~~:iii:"'!:'\r':! i.: :,i,/\+<; ~ii:,i'~:i;ii:!~,·: FO 'H}i:i?f)!ir:!~,,:: :,:;::~'~~·~j+~~;':MCGB:d:i1~;~1~~:!:::~.: ":I"N"y::,";r~>:;JVr'i I '<i',:,>,,:~, i'",::'" :'S"" , 
ji . onre:presented' .:~i;jli:::;i.r:fFOm~IJ,I;'l!,;i;,,::ii'; •. 

Workyears 0.0% -0.4% 4.2% 2.2% 
Active employees: 

Wages 4.8% 3.0% 4.9% 4.4% 
Social Security 22.0% 3.0% 1.7% 2.3% 
Retirement -17.4% -29.5% -26.6% -25.6% 
Group insurance for active employees -0.5% 3.5% 2.4% 2.5% 
Total compensation for active employees -0.3% -0.1% 1.1% 0.6% 

Retiree benefits: group insurance 
Pay as you go amount -4.8% -4.5% 1.1% -1.3% 
Phase in of the Annual Required Contribution -1.5% -1.1% 4.6% 2.1% 
Total compensation for retired employees -3.9% -3.5% 2.1% -0.4% 

Total compensation for active and retired employees 0.0% 0.0% 0.0% 0.6% 

*Total Compensation costs and total operating budget figures do not include chargebacks, debt service, or reserves. 
*Work Years include Career Work Years for Tax Supported Funds Only 

@ 



WSSC Compensation Issues 

Salary and wages remain a comparatively small, although still significant, part of the WSSC Operating 
budget, as shown in the following pie chart: 

WSSC FY17 Proposed Operating 

Expenditures ($735.5m) 


Salaries and 
Debt Service Wages 

35.5% 15.9% Heat, Light, and 
Power 
3.2% 

Even adding employee benefits, which are included in the "All Other" category, personnel costs for FYI7 
make up less than 25% ofWSSC operating budget expenditures. By contrast, personnel costs represent 80% of the 
County's total operating budget and 90% of the MCPS budget. 

"Salaries and Wages" costs are proposed to increase by 5.5% overall and 4.4% within the WSSC operating 
budget. This increase covers WSSC's proposed salary enhancements totaling $5.5 million ($4.36 million impact 
on rates) as well as 26 new positions, with an estimated ratepayer impact of $1.5 million. A decision on the types 
of salary enhancements to be provided was left to the two Councils, based on their decisions regarding county 
government employee compensation. 

WSSC's personnel costs (and increases) are a small part ofWSSC's budget. The ratepayer impact of the 
salary enhancements (assuming a ratepayer impact of $4.6 million) equates to about a 0.98% rate increase. Note: 
since WSSC's budget is funded by ratepayers rather than by tax dollars, WSSC's compensation increases do not 
directly compete for the same tax supported funding that covers other County agency employees. However, both 
the Executive and the Council have expressed supportfor the concept ofthe equitable treatment ofemployees across 
agencies, especially in the context ofannual pay increases. 

WSSC's total salary cost for each 1.0% COLA is $1,411,800. Each 1.0% merit (i.e., service increment) 
costs $384,133. Putting aside WSSC's allocation for IT bonuses ($119,600)1 and the mid-year COLA breakout 
assumed by the Executive, WSSC's budget for salary enhancements would provide for a 3.0% COLA and 3.0% 
merits. This compensation is about double the cost to WSSC of providing COLA and merits similar to what the 
Executive has recommended. Equivalent increases for WSSC employees (1.0% COLA and 3.5% service 
increments) would cost about $2.76 million. On April 18 the T&E Committee supported Council staff's 
recommendation of this amount. 

lIn addition to WSSC's regular employees, WSSC has contract employees working in their IT office who are not eligible for COLA 
or merit increases. WSSC's FY17 proposed budget assumes $119,600 for bonus awards for these employees, which is consistent 
with past practice. Council staff supports this bonus pay for these employees since they are not otherwise eligible for the other 
compensation increases. 



MONTGOMERY COUNTY GOVERNMENT 

OFFICE, PROFESSIONAL & TECHNICAL AND 


SERVICE, LABOR, AND TRADES (MCGEO OPT/SLT) BARGAINING UNIT 

SALARY SCHEDULE 

PROPOSED FISCAL YEAR 2017 

EFFECTIVE JULY 10, 2016 
LONGEVITY 

GRADE MINIMUM MIDPOINT MAXIMUM MAXIMUM* 

5 $26,489 $33,704 $40,919 $42,147 
6 $27,504 $35,064 $42,624 $43,903 
7 $28,575 $36,511 $44,447 $45,780 
8 $29,687 $38,078 $46,469 $47,863 
9 $30,860 $39,728 $48,596 $50,054 
10 $32,098 $41,494 $50,890 $52,417 
11 $33,395 $43,340 $53,284 $54,883 
12 $34,749 $45,276 $55,802 $57,476 
13 $36,180 $47,314 $58,448 $60,201 
14 $37,684 $49,458 $61,231 $63,068 
15 $39,257 $51,699 $64,141 $66,065 
16 $40,935 $54,071 $67,206 $69,222 
17 $42,792 $56,607 $70,422 $72,535 
18 $44,753 $59,277 $73,801 $76,015 
19 $46,863 $62,103 $77,343 $79,663 
20 $49,068 $65,067 $81,066 $83,498 
21 $51,394 $68,184 $84,974 $87,523 
22 $53,825 $71,452 $89,079 $91,751 
23 $56,387 $74,892 $93,396 $96,198 
24 $59,072 $78,492 $97,912 $100,849 
25 $61,886 $82,275 $102,664 $105,744 
26 $64,853 $86,255 $107,657 $110,887 
27 $67,939 $90,419 $112,899 $116,286 
28 $70,990 $94,695 $118,400 $121,952 

*A 3.0 percent longevity increment is provided to employees who are at the 
maximum of their grade and have completed 20 years of service. 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for MCGEO 
OPT/SLT bargaining unit employees. 



MONTGOMERY COUNTY GOVERNMENT 

OFFICE, PROFESSIONAL &TECHNICAL AND 


SERVICE, LABOR, AND TRADES (MCGEO OPT/SL T) BARGAINING UNIT 

SALARY SCHEDULE 

PROPOSED FISCAL YEAR 2017 

EFFECTIVE JANUARY 8, 2017 
LONGEVITY 

GRADE MINIMUM MIDPOINT MAXIMUM MAXIMUM* 

5 $26,621 $33,873 $41,124 $42,358 
6 $27,642 $35,240 $42,837 $44,122 
7 $28,718 $36,694 $44,669 $46,009 
8 $29,835 $38,268 $46,701 $48,102 
9 $31,014 $39,927 $48,839 $50,304 

10 $32,258 $41,701 $51,144 $52,678 
11 $33,562 $43,556 $53,550 $55,157 
12 $34,923 $45,502 $56,081 $57,763 
13 $36,361 $47,551 $58,740 $60,502 
14 $37,872 $49,705 $61,537 $63,383 
15 $39,453 $51,958 $64,462 $66,396 
16 $41,140 $54,341 $67,542 $69,568 
17 $43,006 $56,890 $70,774 $72,897 
18 $44,977 $59,574 $74,170 $76,395 
19 $47,097 $62,414 $77,730 $80,062 
20 $49,313 $65,392 $81,471 $83,915 
21 $51,651 $68,525 $85,399 $87,961 
22 $54,094 $71,809 $89,524 $92,210 
23 $56,669 $75,266 $93,863 $96,679 
24 $59,367 $78,885 $98,402 $101,354 
25 $62,195 $82,686 $103,177 $106,272 
26 $65,177 $86,686 $108,195 $111,441 
27 $68,279 $90,871 $113,463 $116,867 
28 $71,345 $95,169 $118,992 $122,562 

*A 3.0 percent longevity increment is provided to employees who are at the 
maximum of their grade and have completed 20 years of service. 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for MCGEO 
OPT/SL T bargaining unit employees. 



MONTGOMERY COUNTY GOVERNMENT 

MINIMUM WAGE / SEASONAL 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JUNE 26, 2016 


MINIMUM MAXIMUM 


GRADE ANNUAL HOURLY ANNUAL HOURLY 
Qrade S1* $22,360 $10.75 $22,360 $10.75 
Grade S2* $22,360 $10.75 $22,515 $10.82 
Grade S3 $22,360 $10.75 $25,191 $12.11 
Grade S4 $22,515 $10.82 $27,866 $13.40 
Grade S5 $25,260 $12.14 $31,432 $15.11 
Grade S6 $30,746 $14.78 $38,562 $18.54 
Grade S7 $36,316 $17.46 $45,808 $22.02 
Grade S8 $42,067 $20.22 $53,282 $25.62 

FY17 Notes: 

* The Montgomery County minimum wage, beginning July 1, 2016, will 
be $10.75 per hour. Salaries other than those affected by the increase 
in the minimum wage will increase by $0.25 per hour on July 10,2016. 

The following job classes are assigned to the Minimum Wage/Seasonal 
Salary Schedule: 
County Government Aide (MW) (S1 ) 
Recreation Assistant 1 (S1) 
Community Correctional Intern {S1} 
County Government Assistant {S1} 
Library Page (S2) 
Recreation Assistant II {S2} 
Public Service Guide (S3) 
Nutrition Program Aide (S3) 
Recreation Assistant III (S3) 
Recreation Assistant IV {S4} 
Recreation Assistant V {S5} 
Recreation Assistant VI (S6) 
Recreation Assistant VII (S7) 
Gilchrist Center Office Assistant (S7) 
Recreation Assistant VIII (S8) 



MONTGOMERY COUNTY GOVERNMENT 

MINIMUM WAGE 1SEASONAL 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 

EFFECTIVE JULY 10, 2016 

MINIMUM MAXIMUM 


GRADE ANNUAL HOURLY ANNUAL HOURLY 
Grade S1* $22,360 $10.75 $22,360 $10.75 
Grade S2* $22,360 $10.75 $23,035 $11.07 
Grade S3 $22,360 $10.75 $25,710 $12.36 
GradeS4 $23,035 $11.07 $28,386 $13.65 
Grade S5 $25,780 $12.39 $31,951 $15.36 
Grade S6 $31,266 $15.03 $39,082 $18.79 
Grade S7 $36,836 $17.71 $46,327 $22.27 
Grade S8 $42,587 $20.47 $53,802 $25.87 

FY17 Notes: 

* The Montgomery County minimum wage, beginning July 1, 2016, will 
be $10.75 per hour. 8alaries other than those affected by the increase 
in the minimum wage will increase by $0.25 per hour on July 10, 2016. 

The following job classes are assigned to the Minimum 
WagelSeasonal Salary Schedule: 
County Government Aide (MW) (81) 
Recreation Assistant 1 (81) 
Community Correctional Intern (81) 
County Government Assistant (81) 
Library Page (82) 
Recreation Assistant II (82) 
Public 8ervice Guide (83) 
Nutrition Program Aide (83) 
Recreation Assistant III (83) 
Recreation Assistant IV (84) 
Recreation Assistant V (85) 
Recreation Assistant VI (86) 
Recreation Assistant VII (87) 
Gilchrist Center Office Assistant (87) 
Recreation Assistant VIII (88) 
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MONTGOMERY COUNTY GOVERNMENT 

DEPUTY SHERIFF MANAGEMENT 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFEcrlVE JULY 10,2016 


GRADE RANK MINIMUM MAXIMUM LONGEVITY* 


D2 DEPUTY SHERIFF LIEUTENANT $66,072 $103,348 $106,448 

D3 DEPUTY SHERIFF CAPTAIN $79,287 $124,816 $128,560 

D4 DEPUTY SHERIFF COLONEL $91,181 $143,991 $148,311 

* Completion of 20 Years Service 
Longevity is 3% for Deputy Sheriff Management 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10,2016, and 0.5% on January 8,2017, for Deputy Sheriff 
Management 



MONTGOMERY COUNTY GOVERNMENT 

DEPUTY SHERIFF MANAGEMENT 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JANUARY 8,2017 


GRADE RANK MINIMUM MAXIMUM LONGEVITY'" 


D2 DEPUTY SHERIFF LIEUTENANT $66,402 $103,865 $106,981 
D3 DEPUTY SHERIFF CAPTAIN $79,683 $125,440 $129,203 

D4 DEPUTY SHERIFF COLONEL $91,637 $144,711 $149,052 

". Completion of 20 Years Service 
Longevity is 3% for Deputy Sheriff Management 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Deputy Sheriff 
Management 



MONTGOMERY COUNTY GOVERNMENT 

DEPUTY SHERIFF 


UNIFORM SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 

EFFECTIVE JULY 10, 2016 

YEAR STEP OSI OS II OS III SGT 
1 0 $47,693 $51,032 $54,604 $60,065 
2 1 $49,364 $52,819 $56,515 $62,167 
3 2 $51,091 $54,668 $58,494 $64,344 
4 3 $52,880 $56,580 $60,542 $66,596 
5 4 $54,731 $58,562 $62,662 $68,927 
6 5 $56,646 $60,613 $64,854 $71,341 
7 6 $58,629 $62,734 $67,126 $73,837 
8 7 $60,682 $64,932 $69,475 $76,422 
9 8 $62,806 $67,204 $71,908 $79,098 
10 9 $65,005 $69,557 $74,424 $81,866 
11 10 $71,993 $77,029 $84,732 
12 11 $74,512 $79,728 $87,698 
13 12 $82,519 $90,768 

14-20 13 $85,405 $93,945 

21+ L1* $66,955 $76,747 $87,967 $96,763 

"Completion of 20 years of service and at maximum for pay grade. 
Starting salary for Deputy Sheriff Candidate is $47,693. 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Deputy 
Sheriffs 

- Deputy Sheriff salaries may not correspond to years of service as listed on the 
salary schedule. 



MONTGOMERY COUNTY GOVERNMENT 

DEPUTY SHERIFF 


UNIFORM SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 

EFFECTIVE JANUARY 8, 2017 

YEAR STEP OSI OS II OS III SGT 
1 0 $47,931 $51,287 $54,877 $60,365 
2 1 $49,611 $53,083 $56,798 $62,478 
3 2 $51,346 $54,941 $58,786 $64,666 
4 3 $53,144 $56,863 $60,845 $66,929 
5 4 $55,005 $58,855 $62,975 $69,272 
6 5 $56,929 $60,916 $65,178 $71,698 
7 6 $58,922 $63,048 $67,462 $74,206 
8 7 $60,985 $65,257 $69,822 $76,804 
9 8 $63,120 $67,540 $72,268 $79,493 
10 9 $65,330 $69,905 $74,796 $82,275 
11 10 $72,353 $77,414 $85,156 
12 11 $74,885 $80,127 $88,136 
13 12 $82,932 $91,222 

14-20 13 $85,832 $94,415 

21+ L1* $67,290 $77,132 $88,407 $97,247 

*Completion of 20 years of service and at maximum for pay grade. 
Starting salary for Deputy Sheriff Candidate is $47,931. 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Deputy 
Sheriffs 

- Deputy Sheriff salaries may not correspond to years of service as listed on the 
salary schedule. 



MONTGOMERY COUNTY GOVERNMENT 

FIRE/RESCUE MANAGEMENT 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JULY 10, 2016 


GRADIRANK MINIMUM MAXIMUM LONGEVITY LONGEVITY 
(LS1)* (LS2)** 

B3 FIRE/RESCUE BATTALION CHIEF $76,366 $126,907 $131,349 $135,946 
B4 FIRE/RESCUE ASSISTANT CHIEF $83.396 $139.587 $144,473 $149,530 
B6 FIRE/RESCUE DIVISION CHIEF $95.330 $158.271 $163.810 $169,543 

* 3.5 percent, upon completion of 20 years of service 
** 3.5 percent, upon completion of 28 years of service 

FY17 Notes: 


- FY17 GWA is 1.0% on July 10, 2016, and 1.0% on February 5,2017, for Fire/Rescue Management. 


~ 




MONTGOMERY COUNTY GOVERNMENT 

FIRE/RESCUE MANAGEMENT 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE FEBRUARY 5, 2017 


GRADE RANK MINIMUM MAXIMUM LONGEVITY LONGEVITY 
(LS1)* (LS2)

83 FIRE/RESCUE BATTALION CHIEF $77,130 $128,176 $132,662 $137,305 
84 FIRE/RESCUE ASSISTANT CHIEF $84,230 $140,983 $145,917 $151,024 
86 FIRE/RESCUE DIVISION CHIEF $96,283 $159,854 $165,449 $171,240 

* 3.5 percent, upon completion of 20 years of service 
** 3.5 percent, upon completion of 28 years of service 

FY17 Notes: 


- FY17 GWA is 1.0% on July 10, 2016, and 1.0% on February 5,2017, for Fire/Rescue Management. 


@ 




MONTGOMERY COUNTY GOVERNMENT 

FIRE/RESCUE BARGAINING UNIT 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JULY 10, 2016 


F1 F2 
FIRE FIGHTER FIRE FIGHTER 

GRADE RESCUER I RESCUER II 

A $45,261 $47,525 
8 $46,845 $49,188 
C $48,485 $50,910 
D $50,183 $52,693 
E $51,939 $54,538 
F $53,758 $56,447 
G $55,640 $58,422 
H $57,588 $60,468 

$59,604 $62,585 
J $61,691 $64,776 
K $63,850 $67,044 
L $66,085 $69,390 
M $68,399 $71,819 
N $70,793 $74,333 
0 $73,271 $76,936 

LS1* $75,835 $79,629 
LS2** . $78,489 $82,416 

* Completion of 20 years of service. 
** Completion of 28 years of service. 

FY17 Notes: 

F3 

FIRE FIGHTER 

RESCUER III 


$49,901 

$51,648 

$53,456 

$55,328 

$57,265 

$59,270 

$61,344 

$63,493 

$65,716 

$68,015 

$70,396 

$72,861 

$75,412 

$78,052 

$80,784 


$83,611 

$86,537 


F4 
MASTER FIRE 

FIGHTER RESCUER 

$54,891 
$56,813 
$58,802 
$60,861 
$62,991 
$65,197 
$67,478 
$69,840 
$72,285 
$74,815 
$77,434 
$80,145 
$82,949 
$85,854 
$88,859 

$91,969 
$95,188 

81 82 
FIRE/RESCUE FIRE/RESCUE 
LIEUTENANT CAPTAIN 

$60,385 $68,092 
$62,499 $70,476 
$64,687 $72,943 
$66,952 $75,498 
$69,295 $78,140 
$71,721 $80,875 
$74,232 $83,706 
$76,831 $86,636 
$79,520 $89,669 
$82,304 $92,808 
$85,185 $96,057 
$88,168 $99,419 
$91,255 $102,900 
$94,449 $106,501 
$97,755 $110,229 

$101,176 $114,087 
$104,717 $118,080 

- FY17 GWA is 1.0% on July 10, 2016, and 1.0% on February 5,2017, for IAFF Bargaining Unit members. 
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MONTGOMERY COUNTY GOVERNMENT 

FIRE/RESCUE BARGAINING UNIT 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE FEBRUARY 5, 2017 


F1 F2 F3 F4 
FIRE FIGHTER FIRE FIGHTER FIRE FIGHTER MASTER FIRE 

GRADE RESCUER I RESCUER II RESCUER III FIGHTER RESCUER 

A $45,714 $48,000 $50,400 $55,440 
8 $47,313 $49,680 $52,164 $57,381 
C $48,970 $51,419 $53,991 $59,390 
D $50,685 $53,220 $55,881 $61,470 
E $52,458 $55,083 $57,838 $63,621 
F $54,296 $57,011 $59,863 $65,849 
G $56,196 $59,006 $61,957 $68,153 
H $58,164 $61,073 $64,128 $70,538 

$60,200 $63,211 $66,373 $73,008 
J $62,308 $65,424 $68,695 $75,563 
K $64,489 $67,714 $71,100 $78,208 

L $66,746 $70,084 $73,590 $80,946 
M $69,083 $72,537 $76,166 $83,778 

N $71,501 $75,076 $78,833 $86,713 
0 $74,004 $77,705 $81,592 $89,748 

LS1* $76,594 $80,425 $84,448 $92,889 
LS2** $79,275 $83,240 $87,404 $96,140 

* Completion of 20 years of service. 
** Completion of 28 years of service. 

FY17 Notes: 

81 82 
FIRE/RESCUE FIRE/RESCUE 
LIEUTENANT CAPTAIN 

$60,989 $68,773 
$63,124 $71,181 
$65,334 $73,672 
$67,622 $76,253 
$69,988 $78,921 
$72,438 $81,684 
$74,974 $84,543 
$77,599 $87,502 
$80,315 $90,566 
$83,127 $93,736 
$86,037 $97,018 
$89,050 $100,413 
$92,168 $103,929 
$95,393 $107,566 
$98,733 $111,331 

$102,189 $115,228 
$105,766 $119,261 

- FY17 GWA is 1.0% on July 10, 2016, and 1.0% on February 5,2017, for IAFF Bargaining Unit members. 

~ 




POLICE MANAGEMENT 

SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JULY 10, 2016 


GRADE RANK MINIMUM MAXIMUM LONGEVITY· 

A2 POLICE LIEUTENANT $79,478 $119,713 $123,903 

A3 POLICE CAPTAIN $90,515 $136,753 $141,539 


* Completion of 20 Years of Service 
Longevity is 3.5% for Public Safety 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Police Management. 

® 




POLICE MANAGEMENT 

SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JANUARY 8, 2017 


GRADE RANK MINIMUM MAXIMUM LONGEVITY* 

A2 
A3 

POLICE LIEUTENANT 
POLICE CAPTAIN 

$79,875 
$90,968 

$120,312 
$137,437 

$124,523 
$142,247 

* Completion of 20 Years of Service 
Longevity is 3.5% for Public Safety 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Police Management. 

® 




MONTGOMERY COUNTY GOVERNMENT 

POLICE BARGAINING UNIT 

UNIFORM SALARY SCHEDULE 

PROPOSED FISCAL YEAR 2017 

EFFECTIVE JULY 10. 2016 

STEP YEAR PO I PO II PO III MPO SGT 
0 1 $50,211 $52,721 $55,358 $58,126 $63,941 
1 2 $51,969 $54,568 $57,297 $60,162 $66,178 
2 3 $53,788 $56,478 $59,303 $62,269 $68,495 
3 4 $55,671 $58,455 $61,379 $64,448 $70,892 
4 5 $57,620 $60,501 $63,527 $66,704 $73,375 
5 6 $59,638 $62,620 $65,752 $69,040 $75,943 
6 7 $61,725 $64,812 $68,054 $71,457 $78,602 
7 8 $63,887 $67,081 $70,435 $73,958 $81,353 
8 9 $66,123 $69,429 $72,902 $76,546 $84,201 
9 10 $68,437 $71,860 $75,453 $79,227 $87,148 
10 11 $70,833 $74,375 $78,096 $82,001 $90,199 
11 12 $73,314 $76,979 $80,829 $84,871 $93,356 
12 13 $75,880 $79,673 $83,658 $87,841 $96,624 
13 14 $78,536 $82,463 $86,588 $90,917 $100,006 
14 15 $81,285 $85,350 $89,620 $94,099 $103,506 

L1* 21+ $84,130 $88,337 $92,757 $97,392 $107,129 

* Completion of 20 years of service. 
Starting salary for Police Officer Candidate is $50,211 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for FOP Bargaining Unit members. 

i 



MONTGOMERY COUNTY GOVERNMENT 


POLICE BARGAINING UNIT 


UNIFORM SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JANUARY 8, 2017 

STEP YEAR PO I PO II PO III MPO SGT 
0 1 $50,462 $52,985 $55,635 $58,417 $64,261 
1 2 $52,229 $54,841 $57,583 $60,463 $66,509 
2 3 $54,057 $56,760 $59,600 $62,580 $68,837 
3 4 $55,949 $58,747 $61,686 $64,770 $71,246 
4 5 $57,908 $60,804 $63,845 $67,038 $73,742 
5 6 $59,936 $62,933 $66,081 $69,385 $76,323 
6 7 $62,034 $65,136 $68,394 $71,814 $78,995 
7 8 $64,206 $67,416 $70,787 $74,328 $81,760 
8 9 $66,454 $69,776 $73,267 $76,929 $84,622 
9 10 $68,779 $72,219 $75,830 $79,623 $87,584 

10 11 $71,187 $74,747 $78,486 $82,411 $90,650 
11 12 $73,681 $77,364 $81,233 $85,295 $93,823 

12 13 $76,259 $80,071 $84,076 $88,280 $97,107 
13 14 $78,929 $82,875 $87,021 $91,372 $100,506 
14 15 $81,691 $85,777 $90,068 $94,569 $104,024 

L1'* 21+ $84,550 $88,779 $93,220 $97,879 $107,665 

'* Completion of 20 years of service. 
Starting salary for Police Officer Candidate is $50,462 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10,2016, and 0.5% on January 8,2017, for FOP Bargaining Unit members . 
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MONTGOMERY COUNTY GOVERNMENT 
UNIFORMED CORRECTIONAL MANAGEMENT 

. SALARY SCHEDULE 

PROPOSED FISCAL YEAR 2017 

EFFECTIVE JULY 10, 2016 

GRADE RANK MINIMUM MAXIMUM LONGEVITY* 

C1 CORRECTIONAL SHIFT COMMANDER (LT) $62,196 $100,688 $103,709 
C2 CORRECTIONAL TEAM LEADER (CAPT) $68,417 $110,757 $114,080 

* Completion of 20 Years Service 


FY17 Notes: 


- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Uniformed Correctional Mananagement 




MONTGOMERY COUNTY GOVERNMENT 

UNIFORMED CORRECTIONAL MANAGEMENT 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JANUARY 8, 2017 


GRADE RANK MINIMUM MAXIMUM LONGEVITY* 

C1 CORRECTIONAL SHIFT COMMANDER (LT) $62,507 $101,191 $104,227 
C2 CORRECTIONAL TEAM LEADER (CAPT) $68,759 $111,311 $114,650 

* Completion of 20 Years Service 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Uniformed Correctional Mananagement 



MONTGOMERY COUNTY GOVERNMENT 

CORRECTIONAL OFFICER 


UNIFORM SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JULY 10, 2016 


STEP YEAR COl CO II CO III SGT 

1 0 $44,300 $46,516 $51,168 $56,541 
2 1 $45,852 $48,145 $52,959 $58,521 
3 2 $47,457 $49,831 $54,814 $60,570 
4 3 $49,118 $51,576 $56,733 $62,690 
5 4 $50,839 $53,381 $58,720 $64,885 
6 5 $52,620 $55,251 $60,775 $67,156 
7 6 $54,462 $57,186 $62,903 $69,507 
8 7 $56,368 $59,187 $65,105 $71,941 
9 8 $58,340 $61,260 $67,384 $74,458 
10 9 $60,383 $63,404 $69,744 $77,065 
11 10 $62,497 $65,623 $72,185 $79,763 
12 11 $64,685 $67,922 $74,713 $82,556 
13 12 $70,301 $77,328 $85,445 
14 13 $88,436 
15 14-20 $91,532 

L1* 21+ $66,626 $72,410 $79,648 $94,278 

* Completion of 20 years of service and at maximum for pay grade. 

Starting salary for Correctional Officer 1 (Private) is $44,300 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8, 2017, for 
Correctional Officers 

- Correctional Officer salaries may not correspond to years of service as 
listed on the salary schedule. 



MONTGOMERY COUNTY GOVERNMENT 

CORRECTIONAL OFFICER 


UNIFORM SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JANUARY 8, 2017 


STEP YEAR COl CO II CO III SGT 

1 0 $44,522 $46,749 $51,424 $56,824 
2 1 $46,081 $48,386 $53,224 $58,814 
3 2 $47,694 $50,080 $55,088 $60,873 
4 3 $49,364 $51,834 $57,017 $63,003 
5 4 $51,093 $53,648 $59,014 $65,209 
6 5 $52,883 $55,527 $61,079 $67,492 
7 6 $54,734 $57,472 $63,218 $69,855 
8 7 $56,650 $59,483 $65,431 $72,301 
9 8 $58,632 $61,566 $67,721 $74,830 
10 9 $60,685 $63,721 $70,093 $77,450 
11 10 $62,809 $65,951 $72,546 $80,162 
12 11 $65,008 $68,262 $75,087 $82,969 
13 12 $70,653 $77,715 $85,872 
14 13 $88,878 
15 14-20 $91,990 

L1* 21+ $66,958 $72,773 $80,046 $94,750 

* Completion of 20 years of service and at maximum for pay grade. 

Starting salary for Correctional Officer 1 (Private) is $44,522 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for 
Correctional Officers 

- Correctional Officer salaries may not correspond to years of service as 
listed on the salary schedule. 



MONTGOMERY COUNTY GOVERNMENT 
GENERAL SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JULY 10, 2016 


PERFORMANCE 
LONGEVITY 

GRADE MINIMUM MIDPOINT MAXIMUM MAXIMUM* 
5 $26,489 $33,704 $40,919 $41,737 
6 $27,504 $35,064 $42,624 $43,476 
7 $28,575 $36,511 $44,447 $45,336 
8 $29,687 $38,078 $46,469 $47,398 
9 $30,860 $39,728 $48,596 $49,568 
10 $32,098 $41,494 $50,890 $51,908 
11 $33,395 $43,340 $53,284 $54,350 
12 $34,749 $45,276 $55,802 $56,918 
13 $36,180 $47,314 $58,448 $59,617 
14 $37,684 $49,458 $61,231 $62,456 
15 $39,257 $51,699 $64,141 $65,424 
16 $40,935 $54,071 $67,206 $68,550 
17 $42,792 $56,607 $70,422 $71,830 
18 $44,753 $59,277 $73,801 $75,277 
19 $46,863 $62,103 $77,343 $78,890 
20 $49,068 $65,067 $81,066 $82,687 
21 $51,394 $68,184 $84,974 $86,673 
22 $53,825 $71,452 $89,079 $90,861 
23 $56,387 $74,892 $93,396 $95,264 
24 $59,072 $78,492 $97,912 $99,870 
25 $61,886 $82,275 $102,664 $104,717 
26 $64,853 $86,255 $107,657 $109,810 
27 $67,939 $90,419 $112,899 $115,157 
28 $70,990 $94,695 $118,400 $120,768 
29 $74,192 $99,184 $124,175 $126,659 
30 $77,559 $103,902 $130,245 $132,850 
31 $81,093 $108,853 $136,613 $139,345 
32 $84,798 $112,796 $140,794 $143,610 
33 $88,693 $116,836 $144,978 $147,878 
34 $92,785 $120,975 $149,164 $152,147 
35 $97,083 $125,215 $153,347 $156,414 
36 $101,595 $129,564 $157,533 $160,684 
37 $106,327 $134,020 $161,713 $164,947 
38 $111,299 $138,366 $165,432 $168,741 
39 $116,519 $142,194 $167,868 $171,225 
40 $122,002 $146,152 $170,301 $173,707 

*A one-time 2.0 percent performance-based longevity increment is provided to 
employees who received performance ratings of "exceptional" and/or "highly 
successful" for the two most recent consecutive years, are at the maximum of their 
grade, and have completed 20 years of service. 

FY17 Notes: 

FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for General 
Salary Schedule employees 



MONTGOMERY COUNTY GOVERNMENT 
GENERAL SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JANUARY 8, 2017 


PERFORMANCE 
LONGEVITY 

GRADE MINIMLIM MIDPOINT MAXIMUM MAXIMUM* 
5 $26,621 $33,873 $41,124 $41,946 
6 $27,642 $35,240 $42,837 $43,694 
7 $28,718 $36,694 $44,669 $45,562 
8 $29,835 $38,268 $46,701 $47,635 
9 $31,014 $39,927 $48,839 $49,816 
10 $32,258 $41,701 $51,144 $52,167 
11 $33,562 $43,556 $53,550 $54,621 
12 $34,923 $45,502 $56,081 $57,203 
13 $36,361 $47,551 $58,740 $59,915 
14 $37,872 $49,705 $61,537 $62,768 
15 $39,453 $51,958 $64,462 $65,751 
16 $41,140 $54,341 $67,542 $68,893 
17 $43,006 $56,890 $70,774 $72,189 
18 $44,977 $59,574 $74,170 $75,653 
19 $47,097 $62,414 $77,730 $79,285 
20 $49,313 $65,392 $81,471 $83,100 
21 $51,651 $68,525 $85,399 $87,107 
22 $54,094 $71,809 $89,524 $91,314 
23 $56,669 $75,266 $93,863 $95,740 
24 $59,367 $78,885 $98,402 $100,370 
25 $62,195 $82,686 $103,177 $105,241 
26 $65,177 $86,686 $108,195 $110,359 
27 $68,279 $90,871 $113,463 $115,732 
28 $71,345 $95,169 $118,992 $121,372 
29 $74,563 $99,680 $124,796 $127,292 
30 $77,947 $104,422 $130,896 $133,514 
31 $81,498 $109,397 $137,296 $140,042 
32 $85,222 $113,360 $141,498 $144,328 
33 $89,136 $117,420 $145,703 $148,617 
34 $93,249 $121,580 $149,910 $152,908 
35 $97,568 $125,841 $154,114 $157,196 

. 36 $102,103 $130,212 $158,321 $161,487 
37 $106,859 $134,691 $162,522 $165,772 
38 $111,855 $139,057 $166,259 $169,584 
39 $117,102 $142,905 $168,707 $172,081 
40 $122,612 $146,883 $171,153 $174,576 

*A one-time 2.0 percent performance-based longevity increment is provided to 
employees who received performance ratings of "exceptional" and/or "highly successful" 
for the two most recent consecutive years, are at the maximum of their grade, and have 
completed 20 years of service. 

FY17 Notes: 

FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for General Salary 
Schedule employees 



MONTGOMERY COUNTY GOVERNMENT 

MANAGEMENT LEADERSHIP SERVICE 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JULY 10, 2016 


CONTROL 
PAY BAND MLS LEVEL MINIMUM POINT MAXIMUM 

M1 MANAGEMENT LEVEL I $98,602 $167,475 $175,127 

M2 MANAGEMENT LEVEL II $86,224 $149,495 $156,525 

M3 MANAGEMENT LEVEL III $74,075 $129,260 $135,392 

FY17 Notes: 


- FY17 GWA is 0.5% on July 10,2016, and 0.5% on January 8,2017, for Management 

Leadership Service employees. 


@ 




MONTGOMERY COUNTY GOVERNMENT 

MANAGEMENT LEADERSHIP SERVICE 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JANUARY 8,2017 


CONTROL 
PAY BAND MLS LEVEL MINIMUM POINT MAXIMUM 

M1 MANAGEMENT LEVEL I $99,095 $168,312 $176,003 
M2 MANAGEMENT LEVEL II $86,655 $150,243 $157,308 
M3 MANAGEMENT LEVEL III $74,445 $129,907 $136,069 

FY17 Notes: 


- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Management 

Leadership Service employees. 


@ 




MONTGOMERY COUNTY GOVERNMENT 

MEDICAL DOCTORS 

SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JULY 10, 2016 


GRADE MEDICAL JOB CLASS MINIMUM MIDPOINT MAXIMUM 

MDI MEDICAL DOCTOR I $103,482 $130,433 $157,383 
MDII MEDICAL DOCTOR II $113,827 $143,474 $173,120 
MD III MEDICAL DOCTOR III $125,210 $157,820 $190,429 
MDIV MEDICAL DOCTOR IV $137,731 $173,602 $209,473 

Medical job class designation is based upon the requirements of the position 

MD I - Not eligible for Board Certification 
MD II - Board Eligible 
MD 11\ - Board Certified 
MD IV - Board Certified in a sub-specialty 

FY17 Notes: 
- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Medical Doctors. 



MONTGOMERY COUNTY GOVERNMENT 

MEDICAL DOCTORS 

SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JANUARY 8, 2017 


GRADE MEDICAL JOB CLASS MINIMUM MIDPOINT MAXIMUM 

MD I MEDICAL DOCTOR I $103,999 $131,085 $158,170 
MD II MEDICAL DOCTOR II $114,396 $144,191 $173,986 
MD III MEDICAL DOCTOR III $125,836 $158,609 $191,381 
MDIV MEDICAL DOCTOR IV $138,420 $174,470 $210,520 

Medical job class designation is based upon the requirements of the position 

MD I - Not eligible for Board Certification 
MD II - Board Eligible 
MD III - Board Certified 
MD IV - Board Certified in a sub-specialty 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10, 2016, and 0.5% on January 8,2017, for Medical Doctors. 



EMPLOYEE HEALTH BENEFITS SELF INSURANCE FUND 


REVENUES 
Premium Contributions 
Premium Contributions: Retiree Insurance NDA 
Investment Income 
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306,711,216181,356,741 197,556,329 215,432,711 235,403,906 257,194,139 280~29~08 
62,297,192 63,384,061 75,038,52736,768,000 52,300,000 56,791,869 ~~~~ 

432,420 576,560 864,840100,900 144,140 288,280 n~roo 



This NDA ~ a GenemI Fund and a non-tax appropriation,. and provides fundil1g ror cenain peISOJmet costs tdated to adjus1ment$ in 
employee and f'Cltirce ~tirs, pay-for..petform8tlll:e ~ fbr emplO)'llClS in the ~l~pService and non-n:'presented 
emptoyees, deferred compensation management, and unemployment insurance. 

Non-Qualifted Retirement Plan.: This pm\;tks tbnding fur mat portion ofa retiree's benefit payment that e~thc Imemal. Revenue 
Code's §415 limits on ~ from a qualified ~plan. Payment oftbese bendits ftom d"IC County's EmpIoyt:cs' Retirement 
System (ERS)would~ the quali5ednawre oftbe CountYs ERS. The amount in t:hG r.,1OA will \!8rY btt:std (lI1 tbt.ure d:'Iangesinthe 
Coasurner Price Index (CPI) affecting benefit payments, new retirees with a t'IOl1-qUl'iified level of~ and cl'.Ianges in Fedend law 
governing the tC\'cJ ofquatii.kxl benefu 

~Com~onManagement 'These 005t$ are for numagcment elpo1.'iC$ required fur adnUnistrntion of the ~sDeferred 
~ program. Mmagemmtexpenses include legal and Cl)IJ$Ulting fees, office supp1ies, printing and poIdage. and County staff 
support. 

Management Leadership Service PedhrmJll1C.e.oBased Pay Awards: In FY99, the County implemented. me Management Leadership Service 
(MIS) \IhIich includes high level County employa..'S with responsibi:llty for dieveloping and implemCl'l\ing polley and ~County 
programs and ~ The MLS WBS fanned for a numberof~, including improving the quality and eftbetiventss ofservice delivery 
through ~mcnt tmining, pttft'llTl1MCe 8CCt'IlJIJtBbility, and appropriate COOlpet:'lsa:tion; provtding~ flexibility 10 ~ to 
Oi'glmlZ8OOOllll'll.l«JS'. allowmg managers to seek new enaucnges; 8h.I OOVClopl1lg I!Il1Il enc:ouragmga ~-WJOe~ave among me 
CottntYs:~.MLS employees are not eligible fur ~ memen1£ PcrtbnnanL'O-~ awards for MLS employocs ~ funded in 
1-""11. 

Unemployment ~ The COI.Inty is self-insured fur ~ claims resulting from ~orservice. U~ 
1nsm'ance ts ~ by the OffIce ofHuman Resources througb a third party administrator who ad'vises tho County and ~claims 
experience. 

t.Dnt8..~ .... 
0.00 

,.. ...,~.. ---_.,~ -~ 

InaUse Cost MLS Payfor PellilllmallC8 • Non-T.- &Jpponed 0.00 

IncreaSe Cost FY17 CompeosaIion.Adjl:.lslJ'ner 0.00 
.,••·.w ••• "._, • •• ••• •••••••••••••••• •••••• • •••••• _ ••••w _ •• _ •••••••••••••• 

781 0.00 

lnaaase Cost PIirlIhD and Mal 
.................. ,, __...._~_, ..........""".~~~................... , __ ~" '" _~"""_n. 


SfifI: ,..~'~,I~.!o...t.':!..!~ica1i:ln5.~~Aa:otri 
I~Cost RetiremenI~ 

~Cost AnnuaIizaIion of FY16 Pm:IIOI1I1BI COlds 

FY17 RacommandIId 

om 
0.00 

0.00 

..'=!!!.~.. " ___ .,.,_,__ "" _____,__ ... ___ .w" ,.~.,.~.!~ 0.00 
II1CRI8!IIe Cost: Cour!tW CortIrI:dion Based on AcIuIIrIaf Valualion 1.322,000 0.00 

"17~~~~ .....",w •••. _. __w_ .. _._.,."ww.______ ••. w ......••.............. ____ ,._...•..._.www ••••••••••••..•. _ •• ____ w_w'w•••~,~~,_____ ._.,_~o.oo~ 


S1 




Consolidated RetI.... Health Benefits Trust (Montgomety College) 

This NDA provides consolidated funding for Montgomery College's contrIbution to the Retiree Health Benefits Trust 

FY17 Roeommended Changes Expond ituros FTEs 

1~~ 0.00 
.............. ····w·····~···w······_··~,·,·_ 

Increase Cost County ConIrixJtian Based on Actuarial VaIualicn 96.000 0.00 

FYi7 R8comlll8l1dtld 1,.U4.OOII 0.00 

. Group Insurance for Retirees 

Group insurance ~ provided to an estimated 6,241 retired County employees and SUI'\<1\'Of'S, as well as tttirees ofparticipating outside 
agencies. EmplOyees hired befin January 1. 1987. are eligible upon retirement to pa:y 20 percent ofthe premium for health and life 
insurance for the same number ofyean; (after retircment) thai they were eligible to par1icipate in the group insw:ancc plan as an active 
employee. The County government pays the remaining SO percentofLhe prt.'IIlium. Thereafter, these retirees pay tOO percent oflhc 
premium. Employees hired before January J, 1981, ate also oficrcd the option at retirement to convert from the 20180 arrangement to a 
lifetime cost sharing option. 

Emplo)'t,"f."s hired atk-r January I, J987, are eligible upon retirement fOf a lifetime cost. sharing option UI1'Idtr\\1Ueh the County pays 10 
percent ofthe preo1iwn and the retiree pays 30 percent ofthe premium for life for reti.n>es who wen: eligtble to participate in the County 
group insurance plan for 15 or more years as active employces. Minimum participGlilm eligibility offive}'i!atS as an active employee is 
necessary to be eligible for the lifetime plan. The Cooniy wilt pay SO percent of1he premium for ret.irecs with five years ofparticipation as 
an active employee. The County contribution to 1he payment of the premium increa...es by two percent for each additional year of 
participation up to the 70 percent maximum. 

On March 5,2002, the County Council approved a ~e opportunity for retirees still under the 20180 ~with an expimtion 
date to elect the lifetime cost sharing ammgemenl The new~ paid by the County for those eleding this arnmgement ranges from 
SO pt.'tCefit to 68 percent, depending upon years ofacti\'t eligibility under the plan and years since retirement. The cost sharing election 
process has been ~cted_ The budget does not include employer contributions ftom participating outside agencies. 

PY17 RoeommendCMi Chang.. ExpendlturDs FTEs 

31,7i8,DIXI 
-.~.~.~~.~......................................................................................................... . ..... ...................................................-............ ............•_..._.•.. _.... . ...........................-_. 

Increase Cost Group Insurance aams Costs Based on AduaI Annual Clams 15.532,000 

FY17 RGcommendDd 52,300,000 0.00 ...................._.... _.._..- ..............._......__._....__._-_..._.. _--_..__ .._-_._..... _.- ..........__•... __.•..-._....__.. _._

Montgomery County Employee Retirement Plans 

The mission ofthis NDA is to manage prudent investment programs for the members ofthe Employee Retirement PJans and their 
bene:fieiaries. Expenditufl'S associated with this program are funded finm the EmployeeS Retinment System (ERS). Rrlirement Savings Plan 
(R..ot;P), and the General Fund on behalfofthe Montgpmery Count}' DefemId ConlpcJtsalion Plan (DCP) trust funds and am. therefore, not 
appropriated here. This NDA manages the assets oftbe ERS through its investment managers in ~ with the Boord's asset allocation 

strategy and invest.mertt guidcfil1!l."S. The Board also administers the investment progmms for the RSP and DCP. The Board c:onsil.1s of 13 
mr.-wcs including fuc Directors ofHuman Resoorces,Finance. and Management and Budget; the Council Administrator, one member 
~ by each employee organization~ one active employee not represented by an employee organization; one retired employee; 
two members dille public recommended ~ the County Council; and ~members ofthe generaJ public. 

FY17 RocDmm.anliad Changes Expenditurel FTEs 

FY16 AppnNIId o 0.00 

FY17 Racommendlld o OJIO 
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RetI.... Health Beneftts TIUSt 

Consolidated Retiree Health Benefits Trust: Beginning in FY08. 1be County ~ a plan 10 l!tt aside fut:ld$ for ~ health benefits. 
sim ilM tn lhe CountYs 50 year-old practice ofprefunding fur retiree pension benefits. The reasons far doing this are simple: flue to 
exponential growth in ~ retiree health ~ the cootoffunding thtse bcncr-. \\-'bIeb \\--ere being paid out as the bOis came due., would 
soon ~ unatrordabJe. Setting aside mooty now and ~ it in a Trust Fund. which is invested in a similar manner as the pension 
fund.. not M1y isa prudent and responsible approach. but wil tesUlt insignificant savings over the long tt:ml 

One ~~ to address ~ health benefits funding is to delcrtnme an anwmrt: which. ifset aWe on an annual basis and actively 
~ through a trwl vo~will build up over time and provide $Uflicicnl. funds to pn)' future retiree health betlclits DI'Id any accrued 
interest on untUnded liability. This amount. known as an Annual OPEB Cost (II' "AOC·. ()(Riists ortwo pieces - the IlJ'IrtWII amount the 
County would usually pay out for health benefItS fur current retirees (the ~. as you 80 amount). pIus the additional amount estimated as 
needed to fund ~rees' future health benefits (the pm-funding portwn). The pay as you go i\.mOII.Il'It can be reasonably projec1OO based on 
k:no\\D f«u about ~~ rithe pro-funding portion is (Stimah:'d on. an IICtuarial basis. 

'l'be County has <:ommliled to an appfoodt of"ramping up. to the AOC amount OVet several yeurs, with the IItnOWlt set aside each year 
increasing slC<idily until the full AOC is rmclled In FY lOll, the Cmmty Council c:nacled Bill 17·11 \\hicb cSlabHshed the ~ 
Ret.nx Health Benefits Trust. The bilt ~ cx.istjng law and pmvfded a funding mechanism to pay for other poSit ~ benefits 
fbr employees ofMonlgomery County Public &::hoo!s and Moncgomety Coum)' College. In FYl5.. the Counly and aU odler agencies 
implemented the Medicare Part DEmployer Group Waiver Program fur Medicare eligjble ~lIUfVivors efThcti.\'t' January 1.2015. Tbi$ 
'\WI reduce retiree drug insurance costs and the Count)'S OPEB liability. l'he Coorriy ~ full pre-funding in FY 15, consistent with 
Council resolution No. I6.S55.1n FYI6, these contributions were $435 million (County General. Fund), $61.7 million (MCPS ~ 
Trust). and $1.4 million (Montgomery College Coosolldated Trust). 

FYt8AppnMid 	 4$.I20,0I8 lUll 
.., "'H W.'''.' .-.,..,... 

FYi7 Racornmondad om 

&tate PosItions Supplement 

1ms NDA provides fur the County supplement to State salaries and fringe benefils iOr $lXfCtarial assistm1l:'e fur the n.~idcnt judges orb 
Maryland appellate (;()t.U1S. 

FY16AppnMK1 

FY17 Rscomrnended 

1&,7&6 

.................~t!~..... . 

• 	Maryland S-Rdinlmem Sysbmt: Ul'lfunded acuued liabtlity. as esmbHshcd by the Marylam:l State Retirement SysI£m (MSRS), for 
emplaye.t.!S hired pOOr to July I, 19M. ~ are members nfthe MSR.<; (including fooner .Department ofSocia) Services employ_ 
hired prior 10 July I. 19M), and fur those who M\'e retired (all Coonty employet.'S particip8fed in the ~Rt:tin:ment System until 
1965.) The County's eootnbutiml for this aceount is tfetetmined by State actuaries. Begint.'ling in FYS!. the amomtdue '\WS placed OIl 

a 4O-year amortilation schedule. 

• 	Stl'me Library Retirement Aoerued liability for re1i:mment costs fur ~Montgomery 0:Iumy Public Library ~who are 
receiving a State retirement benclil These wtre Coonty employees prior to 1966 who opted to stay in the State plan. 

1,311,115 G.ao 
,..",-""",,,,._...........
!!'I!i.~. 

)rueaseCost ~nt Based on Aduarial SclJedule 	 85,512 0.00 . 	 . 
D.ao 

0.00 

http:I6.S55.1n


Cm$oIidat~ Retiree Health Benefitt Tn$t: Beginning in FYOB. lite County implemented a plan to $et a$ide funds h retiree: 
healtb benefits, similar to the County's SO yea:r-oldpractice of prefunding for retiree pension benefits. The masoos for doing 
this are simple: Due to expanenl:ial growth in expected retiree health costs. the oostoffunding Il.'IIese benefits, which were being 
paid out as the bills came doe, would soon become unaffurdable. Setting aside money DOW and investing it in a Tnmt Fund, 
which is invested in a similar tI'IIUllJer as the pension fund. not only is a prudent and re$pOllSlDle approach. but willzesult in 
significant savings m'er the Jong term. 

As a :fu:st step in addressing the fOlUre costs of~ bcaJth benefits, Cuunty agencies dl'lVl:loped cmrent estimatt::s of1Iu: oosts 
of health benefits for cmrent and future ~ 1bese est.imatcs, made by actuarial consultlmts. concluded that the County's 
total future cost of mtime health beoefll3 if paid out mday. and in today's dollars. is $1.8 billioo - approximately thirty-one 
pen:em of the: wtal FY17 budget fur all agencies. 

Pr"I)<}-.e.1 r\ II CIHI""lidakd Retire." 
!Inlllh Ht'lh fit.. I m~t ('ulllrihIJIJlIn~ 

\10IltI!OlJJ1"f'Y t:nllnl" (~o\l'flllllmt (MO. i 
Il£~ 
Llit\,;;: ''''';{hll Derulfjl<' Tfu" '1:)).\ 

P:u!t!.:!~!rGr.. f~"d" 
Bwtl:i~!'d;t P.;utinl/ Dj~tIi.t ~1~2.(,W 

Whoal,'" Puking Dl.;tri<1 1'.190 
Sih'cr Sprilllll':vtin~ ~ W~,~~I 

Satid w;,,~c c;:.n,,~tioo ~1.0~O 

Sofid W <L<le Disp"!lliI1 J91j,9JO 
U\I\Wt r:"liuui !,f57.520 
r",,","llj"l> M'1\!j~~ I.!ltl~,97(l 

COIllmimiry 'I.'50! nl' l'ul,iic Fa.;iliti.::, )4,:!,(OO 

M(~l'fra(il 1,05UIO 
RL'Il. ~filn;)gt~nI lU2ii 
('&iltr..1LlupIk';l;lilljt 16\1i!:! 

S"~lt,.l{~ 

C_Iidllt,-d Trw: 't"IlIjt(~n"rr (:"tllll) Pvhl!k ~ll',!(oj~ ~.M~SJ11111 

(~'Ii"'illd<l1 ,od Trll-.t; :'I1"lItl.....nl't~ (~ulll'li" SIS2-UiOIl 
I"ir~ mul Phllmili~ ('''lTjilii~~i'''i Tnt,,1 fund" "1;9U~.1~ 

" 11 !l,B.I1I,;!11. 

One approocll used to address retiree health benefits funding 
is to demrmioo ml amount which. ifset aside on anl'mI1Wll ba
mand actively ~ dIrough II tnJst vehicle. will build up 
over time and provide mtficitmt ftmds to pay future llltinle 
health benefits and any accrued interest on unfunded liability. 
This amoonL koo",;n u an Annual OPEB Cost or "AOC". is 
estimated at $119.2 million. This amount coosists of two 
pieces - the annual amoullt the County would usuaUy pay out 
for health benefits for current retirees (the pay as you go 
amount). plus the additional amount estimated as needed to 
fllnd retirees' futw:e 'health benefits (the pre-funding portion). 
The pay as you go amoUDl em be reIl.'iOnably plQjecled based 
on known facts about aJtleM retirees., and the prli!-funding por
tion is estimated on all actuarial basis. 

The County committed to an approach of"mmping up" to the 
AOC amount 0,," several years. with the amount set aside 
each year increasing steadily ftntil the full AOC is J'e3Cbed. ID 
FY 201 L the County CoIm.cil enacted Bill17-U which ePb
Ushed the Consolidated RetiRe Health Benefits1iust. The biD 
amended existing law and provided a funding ~m to 
pay for otberpost employment benefits h employees of 
Montgomery County Public Schools and Montgomery County 
CoUcfI_,e. In FY15, the Coooty and all other ...... ncies i~]--

"... ••..,...
mented the Mcdicart! PartD Employer Group Waivcr Program 
h Medicare eligible reti:reslsmvivon. effective January 1, 
2015. This win reduce retiree drug insurance costs and the 

County's OPED liability. The Count)' acl1ie\"ed full pre.-ftmding in FYI', consistent with Council reso1ution No. 16-555. In 
FY16, these cootribntions were $43.5 million (Coonty General Fund). $61.1 million (MCPS Conso1idated Trust). and $1.4
million (MootgoJDely College Cousolidatcd Trust). A detailed breakdown ofFY17 m::ommmaded contributions to the Comoti
dated Retiree Health Benefit Trust for County Government tax supported agencies, participating agencies, Montgomery County 
Public Schoots,and MonlgommyCoJ]ege isdisplaycd in the mb1eabove. The Executh'e ismcommeooing that the R~Health 
Benefirs TIUSt prmide $27.2 million to Montgomery County Public Schools for the payment of retiree health iuSlmIDCtl daims 
inFY17. 



) 

OFFICE OF HUMAN RESOURCES 


Fiscal Year 2015 County Awards Summary (Updated) 


Department 
Annual Leavel 
Paid Time Off 

(hours) 

Award Amount 
Recrultmentl 

Retention 
Annual Leave 

(hours) 

Sick Leave 
BODUI 

(hours) 

Physical 
Training 

Test 
(hours) 

Employee of 
the Year 

Recognition Automotive Service 
Excellence (ASE) 

Recruitment! 
Retention 
Incentive 

Department 
Total 

Cash Non-Cash Successful 
Exam 

Master 
Mechanic 

01- County Council 879 

15 - Office of the County Executive 20 
19 - Ethics Commission $250 $100 $350 
24 - Board of Elections 168 
30 - Office of the County Attorney 240 
31- Office ofManagement & Budget 216 $750 $750 
32 - Department of Finance 72 $1,500 $500 $2,000 
36 - Department of General Services 272 $650 $93,500 $85,000 $179,150 
39 - Department of Consumer Protection 112 
42 - Department of Correction & Rehabilitation 32 $7,000 $7,000 
45 - Montgomery County Fire & Rescue Service 160 $15,200 $17,000 $32,200 
47 - Department ofPolice 5,792 $2,500 $2,500 640 

48 - Sherifl's Office 480 552 548 

50 - Department ofTransportation 5,150 $30,250 $100 $30,350 

60 - Department ofHealth & Human Services 6,002 $750 $50 $800 

70 - Community Use Public Facilities 32 

75 - Department of Permitting Services 168 $1,650 $1,660 

76 - Department ofHousing & Community Affairs 80 
78 - Department ofEconomic Development 200 
80 - Department of Environmental Protection 216 

85 - Department of Liquor Control $1,000 $100 $1,100 
Total 20,291 $36,160 $1,600 $0 $108,700 $102,000 $9,600 $267,860 640 662 648 

Fiscal Year 2016 County Awards Summary 

Deputment 
Annuni Leavel 
Paid Time OII 

(hours) 

Award Amount 
RecruitmentJ 

Retantlon 
Annual Leave 

(hours) 

Sick Leave 
Bonus 
(hours) 

Phy8icai 
Training 

Test 
(hours) 

Employee oC 
theYeu. 

Recognition Automot.iV'e Service 
Excellence (ABE) 

Recruitment! 
Retention 
Incentive 

Deputment 
Total 

Cash Non-Cash Succes.ful 
E·..... 

Master 
Mechanic 

01 - County Council 1,156 
15 - Office of the County Executive 30 
30 - Office of the County Attorney $2,000 $200 $2,200 

31- Office of Management & Budget 232 $260 $260 
32 - Department of Finance 60 $800 $100 $900 

34 - Department ofTechnology Services 40 
36 - Department of General Services 424 $99,200 $94,000 $193,200 

39 - Department of Consumer Protection 208 
42 - Department of Correction & Rehabilitation $4,500 $4,500 

45 - Montgomery County Fire & Rescue Service 80 
47· Department of Police 1,832 $8,000 $8,000 200 

48 - Sherifl's Office 444 576 412 

50 - Department of Transportation 376 $16,000 $16,000 

60 - Department of Health & Human Services 476 

70 - Community Use Public Facilities 16 

71 - Montgomery County Public Libraries 1,120 
75 - Department of Permitting Services $200 $200 

78· Department of Economic Development 500 
85· DeDartment of Liauor Control $100 $100 

Total 6,994 $19,060 $600 $0 $99,200 $94,000 $12,600 $226,360 200 676 412 

~ 



