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• Total Compensation Philosophy

• Benefit Plan Review & Proposals

• Market Themes

• Retirement Contribution

• Medical Plan Renewal 
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• Life, AD&D, Disability & Medical 
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• Well-being Update

• Vacation Carryover
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• Other Benefits
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• Compensation Plan Review & 

Proposals

• 2026 Market Review

• Review of Peer Group

• Market/Merit Benchmarks

• Job Reclassifications & Costs

• One-Time Awards

• 2027 Total Compensation Options 

and Cost Increase Summary

• Timeline

• Appendix



Total Compensation Philosophy
• Arapahoe County will equitably and competitively pay our employees to 

our defined wage and salary market and adjust as needed to attract new 

talent and reward performance.

• We have been operating both Compensation and Benefits based on the 

competitive rate of the market benchmarks

• 5 Components of Total                                                                                                   

Compensation:
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Pay provided for services 

rendered
• Fixed or base pay (salaries, 

specialty pay)

• Variable pay (Bonuses, 

Stocks)

Programs used to supplement 

cash compensation and protect 

the employee and family from 

financial risk

Practices, policies and 

programs which support 

efforts to help employees 

achieve success at both work 

and home

Aligns the organization, team and 

individual to what was accomplished; 

acknowledges special efforts or 

performance and speaks directly to the 

need to feel appreciated

Learning experiences that 

enhance skills and 

competencies;

provides goals within the 

company

Compensation Benefits Work-Life 
Success

Performance 

Recognition

Development 

& Career 

Opportunity



Benefits and             
Well-being



2026 Market Themes on Benefits
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Lags Market

• Tuition Reimbursement

• Paid Caregiver Leave

Leads Market

• Medical

• Dental

• Paid Time Off Plans

• Pivot, Your $ Line, Caregiver 

Support, Infants at Work, 

Medical Gap

At Market

• Vision

• Flexible Spending Accounts

• EAP

• Life and AD&D Insurance

• Disability Insurance

• Overall, our Well-

being and Benefits 

are leading our 

market. We provide a 

comprehensive and 

wholistic suite of 

benefits to support 

the employees’ well-

being that can be 

personalized for what 

matters most to each 

person. 



Retirement Contribution

• Currently, there is a mandatory 9% employee contribution which the County funds a 10% 

match

• Proposal is to increase the County’s contribution to 10.25% 

• Cost: ~$635,400

• Note: Empower acquired Milliman. We do not know what this means for our employees yet. More to come.
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2026 DHMO Net Value Compared to Market
• Design = Deductibles, Copays, 

Coinsurance and Out Of Pocket 

Maximums

• Plan design on Slide 40
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Medical Renewal for 2027
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• Kaiser Permanente Renewal to Plan: 9.5% (5-years’ average of 3.2%) ~$2,982,600

• Primary drivers: 

• Cancer, COPD, Cardiac and Scleroderma

• Increased high-cost claims

• Higher pooling point

• Underwriting methodology change

• Kaiser applied a trend of 6.89%

• National trend average 9.5% and Colorado trend average 11% 

• Maintain county/employee total cost share at 75%/25%

• County Cost: $2,232,200 ($1,227,700 General Fund)



2027 Premiums Cost Share
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DHMO  

• Employee Only Coverage at 
82% / 18%

• Dependent Coverage at  
72% / 28%

Choice PPO 

• Employee Only Coverage at 
64% / 36%

• Dependent Coverage at  
54% / 46%

• Buy Up – employees pay a 
greater percentage of a more 
costly plan to have choice in 
where they receive coverage

Overall

• County pays 75% ($26M) 
with employees sharing the 

remaining 25% ($9M)



Employee Biweekly cost comparison – Medical

1 0



Impact to Employees’ Take-Home Pay
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 Employee A – 29-year-old, single, making $42,226

 Employee B – 49-year-old, with a family, making $90,059

For illustrative purposes only



2027 DHMO Net Value Compared to 2026 Market

• 2026 Value of the DHMO is 

12.3% above market
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Medical Renewal for 2028 – No Market Strategy
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• Arapahoe County Benefits Team inquired about a “no market strategy” for the 2028 

renewal

• Kaiser Permanente responded with a 2028 no market strategy offer 

• Initial offer: < 9.5%   (not to exceed)

• Negotiated offer:  

• Option 1   < 9.0%   (not to exceed)

• Option 2   8.0%   (fixed)

• Medical plan renewal average



Dental Renewal for 2027

• Delta Dental Renewal: 0.3% or $5,220 

• Dental Administrative Fee: 2.9% increase or $3,050

• Total increase: $8,270

• Dental reserve at approximately $671,300  

• Reduce employee rates and use dental reserve to fund increase plus cost share

• $0 ($0 to General Fund) 

• $322,100 from Dental Reserve ($349,200 remaining)
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Life, AD&D, Disability and Medical Gap RFP

• Went to market to match or enhance our current Life and AD&D, Short-term Disability, Long-

term Disability, Accident, Critical Illness, and Hospital Indemnity plans

• Received seven responses: The Standard (incumbent), Anthem, Hartford, Lincoln National 

Life, Securian, Symetra, Unum

• Evaluation Team

• Dusty Sash

• Bill Wagner

• Dominique Rideout

• Jay Calderone, Lockton

• The Standard received the highest rating and will remain our provider with reduced premium 

costs

• Savings: -$370,300
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Well-being
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• 2026 Enrollment 1882 individuals (10.7% growth from 2025)

• 16+ programs offered in 2026
My Well-being Portal

• 32% completion through July 21Wellness Counts

• 3,076 participants since 2024; 1,005 in 2026Total Health

• 1570 participants since 2024Total Brain

• 902 participants since 2019; this represents at 32.8% engagement 
rateYour Money Line

• 13 participants in 2025 & 18 in 2026Tuition Reimbursement

• 398 participants since 2019  Mental Health First Aid

• 15 current participants; 150 participants since 2021

• 189 Employees attested to using tobacco
PIVOT Tobacco Cessation

• 247 participants since 2022. 152 unique active users in first half of 
2026Homethrive



Vacation Carry Over

• Current Carry Over Policy

• All benefit eligible employees may carry over up to 144 hours of vacation regardless of tenure 
or annual accrual

• We made this choice intentionally because we recognize that taking vacation is essential for 
overall well-being 

• However, we also hear from employees that this isn’t always feasible, particularly for those 
accruing time at higher rates

• Proposed Accrual Change

• Drop down to three accrual tiers

• Proposed Carry Over Policy

• Potential liability impact of additional accrual: $216,200 (2.5% of total liability) in 2027

• Potential liability impact of carryover: $68,50017



County Holidays

Proposed schedule for 2027:

 New Years Day – Friday, January 1

 Martin Luther King Day – Monday, January 18

 Presidents Day – Monday, February 15

 Memorial Day – Monday, May 31

 Juneteenth – Friday, June 18

 Independence Day – Monday, July 5

 Labor Day – Monday, September 6

 Arapahoe Day – Monday, October 4

 Veterans Day – Wednesday, November 11

 Thanksgiving Day – Thursday, November 25

 Day after Thanksgiving – Friday, November 26

 Christmas Eve – Thursday, December 23

 Christmas Day – Friday, December 24

 Floating Holidays (3)
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Court Holidays
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Proposed schedule for 2027:

 New Years Day – Friday, January 1

 Martin Luther King Day – Monday, January 18

 Presidents Day – Monday, February 15

 Memorial Day – Monday, May 31

 Juneteenth – Friday, June 18

 Independence Day – Monday, July 5

 Labor Day – Monday, September 6

 Veterans Day – Wednesday, November 11

 Thanksgiving Day – Thursday, November 25

 Christmas Day – Friday, December 24

 Floating Holidays (5)



Other Benefits
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Vision is under rate guarantee: no changes

EAP is under rate guarantee: no changes

FSA/HRA/COBRA is under rate guarantee: no changes

Prepaid Legal renewal through 2028: Increased to $9.92 per pay period

Your Money Line is under rate guarantee: no changes

Caregiver Support is under rate guarantee: no changes

Ancillary Plans are under rate guarantee: no changes
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Compensation



Labor Market Update
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• Employers are focusing more on cost than on retention as primary decision driver 

(comp and benefits)

• Economic uncertainty remains

• AI restructuring in some fields

• Example: targeted reskilling in routine roles like Data Entry Clerks 

• Salaries lowing, and fewer positions are available

• Merit budgets have settled back to the ~3.5% pre pandemic level but turnover and 

job openings remain at the 2022-2023 levels

• Performance based bonuses and short-term incentives continue to gain momentum over 

base salary increases

• Structural slow down

• Slow to hire, slow to quit

• Salaries in advanced sectors continue to experience growth

• Skill sets used to determine compensation 



Labor Market Review
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Employers are focused on 
performance-based pay 
which has stabilized to 

~3.5% with top performers 
receiving between 5.6% and 

6%. 

Compa-ratio is 0.98 
demonstrating our pay 
structure is lagging the 

market.  

Average pay is lagging our 
peers by 3.9%.

Denver’s cost of labor is 
around 18% higher than 
national average. (BLS.gov)

Cost of living data 12.9% of 
national average. (livingcost.org)

Denver’s CPI increased 5% 
vs national avg. of 4.2%

Arapahoe County 
Unemployment = 3.6% 

(bls.gov)

94.8% of employees are in 
positions that match the 

market and 87% of our Jobs 
are matched to the market.  



Market Benchmark on Pay

2027 preliminary benchmark data: 
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Pay Component CPEC Pay Scale World @ Work Gov’t Peers*

Merit 3.7% 2.1% 3.5% 2.43%

Structure/Market 1.93% 2.1% 2.5% 1.19%

• *36% of our peers responded  
• Survey data movement from 2025 to 2026 indicated 1.93% movement



Market/Structure Adjustments & Reclassifications
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Market and Structure Adjustments

• Market data moved 1.93% from 2025 to 2026 - applied to minimums, midpoints and 

maximums

• Recommended funding at 1.5%

• Cost to fund: $2,229,000 $2,634,700 with Benefit Load

Job Reclassifications and Bring to Minimum (without above funding)

• 33 jobs will be reclassified into higher grades

• 7 jobs will be reclassified into lower grades

• Cost due to reclassifications: $71,742 $84,800 with Benefit Load

• Cost to bring to minimum: $20,197 $23,900 with Benefit Load 

Note: Data does not include any employees covered by a bargaining group



Merit

Propose 3.1% budget for merit (performance)

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

Cost of merit adjustment: 

• Base: $4,606,700 $5,445,000 with Benefit Load

• General Fund: $2,533,700 $2,994,800 with Benefit Load
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One-Time Award 

• Current $50-$5,000 grossed up award

• Average award $1,130

• Average of 70 awards given in a year

• As salaries have increased, the one-time award cap no longer always reflects the 

level of impact or contribution the employee has made. 

• Requesting: $50 - $7,500 grossed up award 

• Cost: ~$56,000 
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DA Prosecutors New Hire Rates & Compression 
Adjustments 
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• The average salary of our peers for the County DDA is $98K and for DDA1 is 

$117K 

• Feeling that internal promotions from County DDA to DDA1 need to be more 

significant to motivate movement into higher grades and allow for new hires to 

come in at a “reasonable” rate without impacting current employees

• Recommend moving hiring/promotional rate for County DDA to $95K and the 

DDA1 to $114K plus compression for those above these rates

• Cost: $90,200 $106,600 with Benefit Load
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Compensation 
Agreements with 
Unions



Sworn Market / Structure Adjustments
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Normal Step Progression: $605,400

Market increase to keep pay at 63rd percentile of 3.01%: $1,731,100

Sworn Management structure to bring to minimum: $122,300

Cost of Sworn Market Structure Adjustments:

• Base: $2,458,800 $2,905,500 with Benefit Load

• General Fund $2,243,700 $2,652,000 with Benefit Load

Please note: the 2027 average increase of those in this group who are not maxed out is 8.71%

Pending Negotiations



Emergency Communications Market / 
Structure Adjustments
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Normal Step Progression: $47,291

Market increase to keep pay at 63rd percentile of an average 2.95%: $149,842

Cost of Market Structure Adjustments:

• General Fund Cost: $197,140 $232,900 with Benefit Load

Please note: the 2027 average increase of those in this group who are not maxed out is 13.3%

Pending Negotiations



Represented Human Services Annual Increase
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Market and Structure Adjustments

Annual increase of 3.6% across the board

Represents 1.5% funded market movement plus the standard “Meets Expectation” rating 

equivalent of 2.1%

Cost HS: $1,100,800 $1,301,100 with Benefits Load

Reclassifications

9 jobs will be reclassified into higher grades

Cost to bring to minimum due to reclassifications: $2,800

Pending County Merit Decisions



Represented FFM Annual Increase

33

Market and Structure Adjustments

Annual increase of 3.6% across the board

Represents 1.5% funded market movement plus the standard “Meets Expectation” rating 

equivalent of 2.1%

Cost FFM: $156,600 $185,100 with Benefits Load

Pending County Merit Decisions



Cost Summary





Timeline



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

July 30: Meet with 
Executive Budget 

Committee to review 
options/models 

August 11: Study Session 
to review Total 

Compensation proposal 
and direction on proposals

September 8:  Executive 
Budget Committee review 
of 2027 budget requests 
from Elected Offices &  

Depts.

October 28 - 
November 12: 

Benefit Plan Open 
Enrollment 

October 20: 

Study Session on 2026 
recommended budget to 

the BOCC

November 10:

Compensation sends 
Performance Rating 

Spreadsheets to 
Directors/Elected Officials 

(NOT MERIT SHEET)

November 25: 
Supervisors complete 
writing of employee 

Performance Evaluations

December 1-8: 
Directors/Elected Officials 

conduct calibration 
meetings if needed

December 9: 
Directors/Elected Officials 

send completed 
Performance Rating 

Spreadsheets back to 
Compensation

December 8: 

Adoption of Budget at 
Public Hearing

December 15: Merit 
Spreadsheets opened in 

My Arapahoe

December 29: 
Directors/Elected Officials 
submit final Merit within 

My Arapahoe

January 7: 

Pay increase letters will be 
released within My 

Arapahoe

January 15: 

Pay increase and benefit 
changes reflected on 

paycheck



Thank
you



Appendix
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2027 Medical Plan 
Design
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Medical Rates
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Usual, Customary & Reasonable

42



Lockton Cost Comparison – Dental Premiums
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2026 Employee Demographics

4 4



2026 Employee stats
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Average Pay =  
$90,059

($84,272  w/o 
Sworn)

• 57.8% of employees 
are below the Average 
Pay

1
Lowest Pay =  
$42,266 (HS – just 
hired in May)

73.7% of employees in 
grades are below the 
midpoint of their grade

2

Employees at 
minimum of 2026

 pay grade = 17 
(0.79%) 

3

Employees at 
maximum of 2026 
pay grade = 133 
(6.2%)

4
Deputies at 2026 
top step level = 
254 (52.3%)

Sergeants at 2026 
top step level =  
23 (42.6%)

5

Emergency 
Communications 
Specialists/ 
Supervisors at 
2026 top step 
level = 10 (37%)
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*Data as of 6/18/2026 compensation report



2026 Department 
Compa-Ratio
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2027 Non-Exempt Structure
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*Due to rounding in SAP,  some rates may vary slightly once finalized
Proposed only, pending approval



2027 Exempt Structure
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*Due to rounding in SAP,  some rates may vary slightly once finalized
Proposed only, pending approval



2027 Exempt Management Structure
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*Due to rounding in SAP,  some rates may vary slightly once finalized
Proposed only, pending approval



2027 PROPOSED Sworn Structure
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*Due to rounding in SAP,  some rates may vary slightly once finalized
Proposed only, pending approval

**Based on County’s Initial offer. Negotiations are ongoing.



2027 PROPOSED Sworn Management Structure
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*Due to rounding in SAP,  some rates may vary slightly once finalized
Proposed only, pending approval

**This structure dependent on Sergeants. Negotiations are ongoing for Sergeants.



2027 PROPOSED Emergency Communications 
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**Due to rounding in SAP,  some rates may vary slightly once finalized
Proposed only, pending approval

**Based on County’s initial offer. Negotiations are ongoing.



Benefit Enrollment Report – 2026 Medical
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Benefit Enrollment Report – 2026 Dental/Vision
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Benefit Enrollment Report – 2026 FSA/HRA
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Benefit Enrollment Report – 2026 Hospital
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Benefit Enrollment Report – 2026 Accident

5 7



Benefit Enrollment Report – 2026 Critical Illness
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Benefit Enrollment Report – Life and AD&D Insurance
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Benefit Enrollment Report
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