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| Section 1—About the Study

The Office of Financial Management (OFM) 2026 Marine Employees Compensation Survey (MECS) report (survey or report) is the first
of its kind due to legislative changes' in the 2025 legislative session. This survey aims to empower OFM and our labor partners to make
evidence-based decisions through the collective bargaining process. The strength of this survey is a result of stakeholder support and the
survey participant contributions to this important study.

The MECS report compares state of Washington compensation to the market (public, private, and published data sources) doing
comparable, but not necessarily identical, work. This report reflects survey responses from public sector entities, state governments, private

sector employers, and published data sources.
. . . FACTS
The OFM State Human Resources Division conducts this survey every two years to determine

the market competitiveness of marine employee pay and benefits. This year, OFM contracted

with a nationally recognized firm that has expertise in conducting compensation surveys that e The state of Washington
involve comparisons of wages, hours, benefits, and other pay practices related to employment. operates the largest ferry
To conduct this yeat’s survey, the state contracted with The Segal Company. system in the United States.
The survey data in this report is divided into five distinct employee groups, which have their * The fleet includes 21 ferries

across the Puget Sound, its

own peer data sets. The five employee groups are: -
inland waterways, and the

1. Deck Department, .

2. Masters & Mates, greater Salish Sea.

3. Engine Room, e Our routes act as a marine

4. Trades, and highway for businesses, daily

5. All other employees. commuters, and tourists.
This report shows how the state of Washington’s compensation for full-time marine e Washington State Ferries
employment in general government compares to both peers (other public employers) and carries over 23 million
competitors. Overall, we found the state’s compensation is above market. This remains passengers yearly.

true even when we factor in total compensation (the value of state retirement benefits and
health care plans).

It should be noted that the average survey peer was significantly smaller than Washington
State Ferries.

1 See RCW 47.64.170: Collective bargaining procedures.



https://www.segalco.com/
https://app.leg.wa.gov/RCW/default.aspx?cite=47.64.170

What’s New in the 2026 Survey
e The 2026 survey consisted of 39 benchmarks, which is thirteen fewer than the number of benchmarks in 2024.

e This year, OFM held a forum for both labor organizations and Washington State Ferries to provide feedback on the survey. This
informed the decision-making process with the vendor.

e This survey has expanded the geographic areas surveyed per recent legislation, and includes the use of published survey sources to
supplement the custom survey for both public and private sectors.

e The methodology for calculating the employee value of the state’s health care plan was updated due to a new data source. In prior years,
the Willis Towers Watson Healthcare Financial Benchmarks Report data was used. Funding for this report was discontinued by the
legislature in the 2025 session. Now, the survey uses data directly from the Health Care Authority to calculate the proxy health care plan
value portion of the Total Compensation calculation.

The effective date of the data was January 1, 2026.

If you have any questions about this report, please contact Washington State’s Compensation Policy Survey Analyst, Allie Kohlhorst, at
CompensationSutveys@ofm.wa.gov.
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| Section 2—Study Finding Highlights

What we found - high level

38%

] Base Salary B
Benchmark jobs leading the

market
Greater than 105% of market average

29%

Base Salary
Benchmark jobs competitive

with the market
95%-105% of market average*

23%

Base Salary
Benchmark jobs lagging the

market
less than 95% of market average

Approximately 67% of the benchmark jobs are at or above the market when looking at competitiveness from a base pay range

perspective.

* The range of 95% to 105% of the market is considered the competitive corridor, if the State is at 100% then it is considered at market, and if at
105%, it is considered 5% above market, but competitive.




44% 36% 10%

Total Compensation Total Compensation Total Compensation
Benchmark jobs leading the Benchmark jobs competitive Benchmark jobs lagging the
market with the market market
Greater than 105% of market average 95%-105% of market average less than 95% of market average

When looking at total compensation, the number of benchmark jobs that are at or above the market is 80%. The State is more
competitive at the pay range midpoint.

10% of benchmark jobs did not have sufficient data to analyze. Overall, when comparing competitiveness from a base pay range or
total compensation perspective the majority of benchmark jobs are at or above market at the pay range midpoint.

Health care
e Overall, the value of the State’s health care is at market.

Retirement
e Overall, the value of the State’s retirement plan is above the market.




| Section 3—Study Methodologies
Methodology updates

With the goal to strengthen the reliability and completeness of market data summaries for the Marine-based benchmark jobs, the survey
methodology was revised to increase participation and leverage a wider range of published survey sources. Specifically, Segal completed the
following activities to meet the needs of the changes in recently enacted legislation (RCW 47.64.170(8)(b)):

e Researched organizational demographics through industry databases, such as the National Census of Ferry Operators
(NCFO) to identify organizations of comparable services and operation size

e Held stakeholder meetings with bargaining unit representatives to learn about the competitive labor market and potential
survey participants

e Conducted independent research through industry associations and discussions with industry representatives to enhance
our understanding of career paths, knowledge and skill requirements, and certifications

The information collected through these activities resulted in key updates to past methodologies:
e Expanded the geographic area for potential peer organizations that provide similar services and/or have similar jobs

e Included the use of published survey sources to represent similar organizations and broader information from the private
sector

These enhancements significantly increased data availability and depth, resulting in an increased number of benchmark jobs that meet legal
and professional data sufficiency requirements.

Market data sources
Two types of market data sources were utilized in this study:
The custom survey was used to gather market data from the in-state public sector, other state governments, and the private sector.

Private sector market data was enhanced with the inclusion of data from published survey sources, which Segal identified and OFM
approved in accordance with the following criteria:

e Survey is conducted by a reputable salary survey firm.

e Survey data is not self-reported.

e Survey is conducted on a continual basis instead of a one-time event.

e Survey reports its data sources, the effective date of the data, and was tested to ensure accurate matches and data.



Data adjustments

In the market data analysis, in order to provide OFM with the most appropriate comparison to the market, two market adjustments may be
applied to the collected data as necessary. The aging factor adjustment is a necessary inclusion to the methodology to ensure the data
gathered from published survey sources is current. Additionally, a geographic adjustment was applied where appropriate.

Geographic adjustments

We geographically adjusted the state government data that we used in the survey using the 2025 Regional Price Parities® index. RPPs
measure how much the price levels of goods and services differ geographically relative to the national average. We express RPPs
as a percentage of the overall national price level for each year, which is equal to 100. For example, if the RPP for area A is 120 and for area
B is 90, then on average, prices are 20% higher and 10% lower than the U.S. average for A and B. We used this index to adjust all salary
data to Washington’s RPP.

Aging factors
We did not apply an aging factor to the custom survey data since the effective survey date was January 1, 2026, and aligns with the study
methodology and objectives.

However, because published surveys have various effective dates, we needed to adjust all market data collected from published survey
sources to a common date. This factor was determined by using WorldatWork’s 2025-26 Salary Budget Survey for Washington employers.
The adjustment figure reflects prevailing market trend for the median projected salary structure adjustment reported by survey participants.
This is a 3% annual salary increase.

Data calculations

Benchmark result calculations

The following aggregate statistical summaries were calculated for salary range data:
Annual salary range midpoint: Represents the estimated market value. Refer to the calculation methodology provided below.

Salary range midpoint for each respondent: (Salary range minimum + salary range maximum)/2

2 https://www.bea.gov/data/prices-inflation/regional-price-parities-state-and-metro-area
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Data sufficiency

We followed the Federal Trade Commission and the U.S. Department of Labor guidelines that five custom survey matches should exist per
job or benefit questions to draw reliable conclusions. A Published Survey match represents multiple survey responses that meet the
aforementioned requirements. Therefore, we did not calculate statistics (means, medians, etc.) for benchmark jobs or pay practice questions
with fewer than five Custom Survey data points or a single Published Survey data point.

Total compensation calculations

For the 2026 survey, we calculated total compensation by benchmark job. Total compensation is made up of three components:
Base Salary + Health care value + Retirement value.

Health care and retirement benefits are valuable components of total compensation and provide important context when we compare the
state’s compensation practices with those of other governments or private employers.

Health care value
Health care is the “value received by the employee” and is how much you can expect your plan to pay for your health care costs. Health
care value is #of what the employee pays or what the employer pays for this plan.

For total compensation calculations, we found the health care value using:
e Proxy health plan cost, and
e Participant reported Affordable Care Act (ACA) metal tiers.

In prior years, the Willis Towers Watson Healthcare Financial Benchmarks Report data was used. Funding for this report was discontinued
by the legislature in the 2025 session. Now, the survey uses data directly from the Health Care Authority to calculate the proxy health care

plan value portion of the Total Compensation calculation.

Actuarial value is the estimated average percentage of total health care expenses that an employee can expect their plan to pay (health plan
value). Metal tier (see image below) is a similar measure that the Affordable Care Act established to easily compare health plan values’.

3 https://www.cms.gov/CCIIO /Resources/Fact-Sheets-and-FAQs/ehb11202012a
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We calculated health care value by multiplying the ‘proxy health plan cost’ by the ‘participant-reported ACA metal tier of their most
populated health care plan.” (The metal tier definition is in the graphic below).

THE KEY TO UNDERSTANDING METALLIC TIERS
INO/ "NNO/
voury 40% | vourw 30% | vourw 20% | vouew 10%

pian pavs B0%6 | powens 10%  Fanens 80% | piwews 90%

https://mnjinsurance.com/understandino-the-metal-levels-in-aca

For example, Washington’s 2026 PEBB health care plans are in the Platinum metal tier (90-100%) in the graph above.

Example calculation:
2026 Washington employee health care value = $21,711 (from state report) (the average PEBB member pan value from the report) x
90% = $19,540

Retirement value

Unless a respondent stated a retirement value, Segal used, at the direction of the State, a value of 4%. Washington State OFM calculated
the retirement value for participants based on a model developed in partnership with the Office of the State Actuary. This framework
calculates the lump-sum present value for the retirement benefit that a participant earned, regardless of their retirement plan designs (e.g.,
defined-contribution, or DC), defined-benefit, or DB, or hybrid plans (see definitions above).

The State directed Segal to use the median retirement value by benchmark job to make total compensation calculations.

We asked participants to report on their most populated retirement plan offered to new hires. This included DB, DC, and hybrid plans.
For this calculation, we used the following considerations/assumptions from the methodology that the Office of the State Actuaty uses.


https://mnjinsurance.com/understanding-the-metal-levels-in-aca/

DB plan calculation method:

1. OFM calculated a single-life annuity* accrued for a single and current year of service. A typical DB plan is based on salary and a
multiplier. For example, an EMV of $50,000 accrues a $1,000 single-life annuity under the Washington’s Plan 2 formula for a single
year of service credit. For example, $50,000 x 2% x 1 year = $1,000.

2. OFM determined the portion of that single-life annuity that the employer paid based on the plan’s cost-sharing policy. Then,
multiply the accrued single-life annuity value ($1,000 for this example) by the employer cost-sharing percentage to calculate the
amount of the annuity value that the employer paid. Washington’s Plan 2 cost-share formula is 50% paid by the employer and 50%
paid by the employee. For example, $1,000 * 50% = $500.

3. OFM multiplied the employer-funded dollar amount of the single life annuity ($500 for this example) by the relevant annuity factor
developed and certified by the Office of the State Actuary according to actuarial standards.” The OSA annuity factors determine the
lump-sum present value amount. For example, $500 x Annuity factor of 12.66611= $6,333.

a. 'The Annuity factor is determined from various inputs:

1. The participant’s typical cost of living adjustment percentage, i.e., the typical percentage increase in a retiree’s post-
retirement pension benefit per year

ii.  The participant’s normal retirement age
iii. A current age assumption of 46 years

iv. An assumed investment rate of return with a 3% risk-free assumption’

4 A single-life annuity is a periodic benefit payment paid over the life of a plan member.
5 An annuity factor can estimate the value of a lifetime benefit in today’s dollars. It requires assumptions such as how long the benefit will be paid and how investment income will be earned each year to make all
future payments. In short, annuity factors represent how much money is needed today to pay $1.00 per year for the rest of a member’s life, starting at the normal retirement age, if all the assumptions are realized.
¢ Derived from the returns of a 30-year U.S. treasury bond. While this rate fluctuates, the Office of State Actuary believes 3% to be a reasonable current proxy for a risk-free rate of return when the returns for
the past 10 years are considered.



Survey Process

Survey analysis was facilitated by assigning benchmark titles into one of five survey groups. Grouping was performed by the State.

Benchmark Titles by Survey Group

Deck and Terminal Masters & Mates Engine Room Trades All Others

Survey Group 1 Survey Group 2 Survey Group 3 Survey Group 4 Survey Group 5

Able Seaman/Seafarer (AB) Master/Captain/Pilot Chief Engineer Shipwright/Carpenter - Marine Workforce Development Lead

Ordinary Seaman (OS) Second Mate Wiper Locksmith - Marine Secretary

Shore Gang Worker Port Engineer Machinist/Mechanic - Marine Program Assistant
Accountant

Terminal Supervisor

Ticket Seller

Marine Operations Watch
Supervisor

Fleet Facility Safety Officer

10

Oiler

Electrician - Marine
Boilermaker/Welder - Marine

Pipefitter/Plumber - Marine

Sheet Metal Worker - Marine
Insulator - Marine

(Working title: Accountant 2)
Dispatcher - Marine (Working title: Crew
Dispatcher)

Safety Systems Specialist

Buyer 3

Contracts Coordinator 2
Maintenance Data Systems Analyst
Inventory Agent

Human Resources Consultant
Health and Safety Supervisor
Planner

Truck Driver
Storekeeper/Warehouse Worker
Vessel/Terminal General Foreperson
Information Agent

Custodian (Janitor)



Survey participants

52 public sector and private sector entities were approved by the State for participation in the market survey, including:

e 28 public sector entities; and

e 24 private sector entities.

Eleven of the entities surveyed responded to the survey, 10 public sector and 1 private sector. In addition, we obtained information for an

additional seven entities by data mining information on the entity’s website. In total, we obtained data for 16 public sector entities, and 2
private sector responses. Additional private sector data was collected through published survey sources.

Survey Response Type

Completed surveys Data Total Response
Market sector Surveyed received mined responses rate
Public sector 28 10 6 16 57%
Private Sector 24 1 1 2 8%
Total 52 1 7 18 35%

11



Respondent Fleet Size*

Size Washington Peers
Large (31-60+ vessels) X 9%
Moderate (15-30 vessels) 18%
Small (1-14 vessels) 55%
Not Reported 18%

* Among the eleven survey respondents
Peer Data
We invited 52 organizations to participate in the 2026 survey.

The type of response, the number of titles matched by group, and the total number of matches by respondent are listed in the table below.
In total, we collected market data from 18 (eighteen) participants and referenced 11 (eleven) published survey sources.

12



Participant Responses by Benchmark Title

Participating Organization Response ?.:?:‘ﬁg: E{‘g'r‘ne Ma“;t‘z: & Trades All Other Total
Alaska Marine Highway Datamined 3 2 5
City of Seattle Datamined 1 12 13
Illinois Department of Transportation Submitted Survey 3 2 7 18 30
Ketchikan Gateway Borough Submitted Survey 1 1
King County Metro Transit Department, Marine Division Submitted Survey 2 1 1 4 8
Kitsap Transit Submitted Survey 6 4 2 2 4 18
Louisiana Department of Transportation Submitted Survey 3 3 1 8 8 23
New York City DOT Ferry Division Datamined 2 3 2 1 3 1
Pierce County (Marine Division) Submitted Survey 2
Port of Seattle Submitted Survey 8
Port of Tacoma Submitted Survey 1 ®
Skagit County Submitted Survey 1 3 2
State of Connecticut Datamined 2 1 1 17
State of North Carolina Submitted Survey 1 4 2 8 20
Texas DOT Datamined 3 1 2 11 21
Whatcom County Datamined 3 1 1
Private Company 1 Submitted Survey 2 3 2
Private Company 2 Datamined 5

13



Deck and Engine Masters &

Published Survey Sources Response Terminal Room Mates Trades All Other Total
CompAnalyst Datamined 1 6 8 15
Washington Public Employers Datamined 2 7
NW Utilities Salary & Wage Survey Datamined 8
NW Management and Professional Survey Datamined 6
CompAnalyst Datamined 1 8 15
Washington Public Employers Datamined 7
NW Utilities Salary & Wage Survey Datamined 8
G & H Towing Mariner Wages 2024 Datamined 2 2 1 1
Massachusetts Marine Trade Educational Trust Survey 2024 Datamined 1
Puget Sound Area Compensation Survey Datamined 2 12 14
NW Engineering / Scientific / Project Management Survey Datamined 1 1

14



| Study Findings

Base Salary
Base Salary Analysis by Survey Group
Market average mid- WA average salary Average $ Difference  Average % Difference
Survey Group # of benchmark jobs point midpoint from Market from Market
Deck and Terminal 6 $40.08 $41.67 $1.59 4.0%
Masters & Mates 2 $54.28 $63.48 $9.20 17.0%
Engine Room 4 $47.57 $49.69 $2.12 4.5%
Trades 8 $37.13 $40.74 $3.61 9.7%
All Other 15 $38.84 $38.61 (50.23) -0.6%
Overall Average 35 $43.58 $46.84 $3.26 7.5%

*Sufficient data was not obtained for 4 benchmark jobs

Overall, at the average salary midpoint, the State leads the market for the studied groups. Washington State leads the market from 4% to
17% for 4 of the studied groups and is behind the market by less than 1% from one group. The Market Competitiveness Corridor is
defined as 95% to 105%. By this definition, Washington is competitive with the market for all survey groups except Masters & Mates and
Trades, both of which lead their respective market.

Total Compensation

Total Compensation Analysis by Survey Group

Market average mid- WA average salary Average $ Difference  Average % Difference
Survey Group # of benchmark jobs point midpoint from Market from Market
Deck and Terminal 6 $53.19 $56.31 $3.11 5.9%
Masters & Mates 2 $69.23 $80.88 $11.65 16.8%
Engine Room 4 $61.74 $65.34 $3.60 5.8%
Trades 8 $49.59 $55.26 $5.67 11.4%
All Other 15 $51.45 $52.86 $1.40 2.7%
Overall Average 35 $57.04 $62.13 $5.09 8.9%

*Sufficient data was not obtained for 4 benchmark jobs

15



Overall, at the average market midpoint, the State leads the market for Total Compensation for the studied groups. Washington State leads
the market from 2.7% to 16.8% for all of the survey groups. The Market Competitiveness Corridor is defined as 95% to 105%. By this
definition, Washington leads the market for all survey groups, except All Others, which is competitive.

Survey Summaries
For each group we have reported a survey summary, by benchmark job title, that includes an analysis of Base Pay, Total Compensation,
and a market comparison of Additional Pay opportunities. “No” indicates the participant survey responses or datamined sources showed that the

offering is not provided. “N/A” indicates there was a lack of clear information to confirm the offering is available or provided through the
participant survey response, follow-up, or datamined sources.

Survey Group #1: Deck and Terminal

Analysis of Base Salary by Benchmark Title

Deck and Terminal Public Private Market Avg
Benchmark # of Matches Sector Sector* midpoint State Avg Midpoint Lead/Lag %
Able Seaman/Seafarer (AB) 9 6 3 $37.24 $40.94 9.9%
%g')”ary SIS 12 8 4 $33.51 $30.79 -8.1%
Ticket Seller 6 5 1 $28.16 $34.02 20.8%
Shore Gang Worker 5 4 1 $36.45 $43.93 20.5%
Terminal Supervisor 6 3 3 $54.80 $51.74 -5.6%
Marine Operations Watch
' 1 1 0 - - -
Supervisor
Fleet and Facility Security 0
Officer 5 2 3 $50.32 $48.62 -3.4%
Average $40.08 $41.67 4.0%

*Private Sector includes data from private sector survey responses and published survey sources

16



Analysis of Total Compensation by Benchmark Title

Deck and Terminal Public Private Market Avg Total
Benchmark # of Matches Sector Sector* Comp State Avg Total Comp Lead/Lag %

Able Seaman/Seafarer (AB) 9 6 g $50.51 $55.48 9.9%
%g')”ary Seaman/Seafarer 12 8 4 $46.26 $44.04 -4.8%
Ticket Seller 6 5 1 $40.85 $47.69 16.8%
Shore Gang Worker 5 4 1 $49.73 $58.85 18.3%
Terminal Supervisor 6 g g $68.46 $67.65 -1.2%
Marine Operations Watch

, 1 1 0 - -
Supervisor
Fleet and Facility Security "
Officer 5 2 8 $63.38 $64.14 1.2%
Average $53.19 $56.31 5.9%

*Private Sector includes data from private sector survey responses and published survey sources

17



Additional Pay Opportunities by Title

Able Seaman/Seafarer (AB)

Pay Element WA Policy Peer Offered Peer Separate Pay
Credential Required Yes Yes N/A
Penalty Pay Yes Yes Yes
Passenger Count Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Relief 40 hours minimum, paid by actual hours, 100% of base pay No N/A
Hold Over 40 hours minimum, paid by actual hours, 100% of base pay No N/A
Dirty/Hazardous Pay 100% of base pay No N/A

Ordinary Seaman/Seafarer (OS)

Pay Element WA Policy Peer Offered Peer Separate Pay
Credential Required Yes Yes N/A
Salary Schedule Yes Yes N/A
Penalty Pay Yes Yes Yes
Passenger Count Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Relief 40 hours minimum, paid by actual hours, 100% of base pay No N/A
Hold Over 40 hours minimum, paid by actual hours, 100% of base pay No N/A
Dirty/Hazardous Pay 100% of base pay No N/A
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Ticket Seller
Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Penalty Pay Yes Yes Yes
Training Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay No N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Relief 40 hours minimum, paid by actual hours, 100% of base pay No N/A
Dirty/Hazardous Pay 100% of base pay No N/A

Shore Gang Worker

Pay Element WA Policy Peer Offered Peer Separate Pay
Credential Required Yes No N/A
Penalty Pay Yes No No
Power Tool Use Yes No No
Overtime (Before/After Shift) 150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Dirty/Hazardous Pay 100% of base pay No N/A
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Terminal Supervisor

Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Overtime (Before/After Shift)  150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Relief 40 hours minimum, paid by actual hours, 100% of base No N/A

pay
Dirty/Hazardous Pay 100% of base pay No N/A

Fleet and Facility Security Officer

Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay Yes N/A
Early Call Out offered No N/A
Call Back 4 hours minimum, 150% of base pay Yes N/A
Relief 40 hours minimum, paid by actual hours, 100% of base pay No N/A
Hold Over Paid by actual Hours No N/A
Shift Differential $2.50 per hour Yes N/A

20



Survey Group #2: Masters & Mates
Analysis of Base Salary by Benchmark Title

Public Private Market Avg State Avg
Benchmark # of Matches Sector Sector* midpoint Midpoint Lead/Lag %
Master/Captain/Pilot 14 1 3 $60.04 $72.89 21.4%
Second Mate 9 6 3 $48.51 $54.07 11.5%
Average $54.28 $63.48 17.0%
*Private Sector includes data from private sector survey responses and published survey sources
Analysis of Total Compensation by Benchmark Title
Private Market Avg Total State Avg Total
Benchmark # of Matches Public Sector  Sector* Comp Comp Lead/Lag %
Master/Captain/Pilot 14 11 3 $75.59 $91.48 21.0%
Second Mate 9 6 3 $62.88 $70.28 11.8%
Average $69.23 $80.88 16.8%

*Private Sector includes data from private sector survey responses and published survey sources

21



Master/Captain/Pilot

Additional Pay Opportunities by Title

Second Mate

Pay Element WA Policy Peer Offered Peer Separate Pay
Credential Required Yes Yes N/A
Penalty Pay Yes Yes Yes
Mandatory OT Yes No Yes
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay Yes N/A
Early Call Out 8 hours minimum, 150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Relief Paid by actual hours, 100% of base pay No N/A
Hold Over 2 hours minimum, paid by actual hours, 100% of base pay No N/A
Dirty/Hazardous Pay 100% of base pay Yes N/A

Pay Element WA Policy Peer Offered  Peer Separate Pay
Credential Required Yes Yes N/A
Penalty Pay Yes No No
Mandatory OT Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay No N/A
Early Call Out 8 hours minimum, 150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Relief Paid by actual hours, 100% of base pay No N/A
Hold Over 2 hours minimum, paid by actual hours, 100% of base pay No N/A
Dirty/Hazardous Pay 100% of base pay No N/A
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Survey Group #3: Engine Room
Analysis of Base Salary by Benchmark Title

Market Avg State Avg
Benchmark # of Matches Public Sector Private Sector* midpoint Midpoint Lead/Lag %
Chief Engineer 11 7 4 $62.14 $60.16 -3.2%
Oiler 10 7 3 $39.37 $36.18 -8.1%
Wiper 7 6 1 $34.24 $31.12 9.1%
Port Engineer 6 4 2 $54.52 $71.29 30.8%
Average $47.57 $49.69 4.5%

*Private Sector includes data from private sector survey responses and published survey sources

Analysis of Total Compensation by Benchmark Title

Market Avg State Avg
Benchmark # of Matches Public Sector Private Sector* Total Comp Total Comp Lead/Lag %
Chief Engineer 11 7 4 $77.55 §77.14 -0.5%
Oiler 10 7 3 $52.60 $50.12 -4.7%
Wiper 7 6 1 $47.73 $44.41 -7.0%
Port Engineer 6 4 2 $69.06 $89.68 29.8%
Average $61.74 $65.34 5.8%

*Private Sector includes data from private sector survey responses and published survey sources
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Additional Pay Opportunities by Title

Chief Engineer
Pay Element WA Policy Peer Offered Peer Separate Pay
Credential Required Yes No N/A
Penalty Pay Yes Yes Yes
Watch Turnover Yes No N/A
Shipyard Pay Yes No N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay Yes N/A
Early Call Out 1 hour minimum, 150% of base pay Yes N/A
Hold Over Paid by actual hours No N/A
Dirty/Hazardous Pay 100% of base pay No N/A
Oiler
Pay Element WA Policy Peer Offered Peer Separate Pay
Credential Required Yes Yes N/A
Penalty Pay Yes Yes Yes
Power Tool Use Yes No No
Watch Turnover Yes No N/A
Shipyard Pay Yes No N/A
Oiler Credential Incentive Yes Yes No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Early Call Out 1 hour minimum, 150% of base pay Yes N/A
Call Back 8 hours minimum, 150% of base pay Yes N/A
Relief Paid by actual Hours, 100% of base pay No N/A
Dirty/Hazardous Pay 100% of base pay No N/A
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Wiper
Pay Element WA Policy Peer Offered Peer Separate Pay
Starting Rate Flex Yes Yes N/A
Penalty Pay Yes Yes Yes
Power Tool Use Yes No No
Training Pay Yes No No
Watch Turnover Yes No N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Early Call Out 1 hour minimum, 150% of base pay Yes N/A
Call Back 8 hours minimum, 150% of base pay Yes N/A
Relief 40 hours minimum, paid by actual Hours, 100% of base pay No N/A
Dirty/Hazardous Pay 100% of base pay No N/A
Port Engineer
Pay Element WA Policy Peer Offered  Peer Separate Pay
Credential Required Yes No N/A
Overtime (Before/After Shift)  OT Exempt Yes N/A
Call Out OT Exempt No N/A
Early Call Out OT Exempt No N/A
Dirty/Hazardous Pay 100% of base pay No N/A
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Survey Group #4: Trades
Analysis of Base Salary by Benchmark Title

Market Avg State Avg
Benchmark # of Matches  Public Sector*  Private Sector midpoint Midpoint Lead/Lag %
Shipwright/Carpenter - Marine 6 3 3 $38.89 $40.16 3.3%
Insulator - Marine 5 1 4 $29.41 $40.16 36.5%
Boilermaker/Welder - Marine 11 4 7 $37.32 $41.09 10.1%
Electrician - Marine 12 5 7 $39.67 $41.09 3.6%
Machinist/Mechanic - Marine 9 5 4 $39.83 $41.09 3.2%
Pipefitter/Plumber - Marine 9 5 4 $36.39 $41.09 12.9%
Sheetmetal Worker - Marine 6 3 3 $42.89 $41.09 -4.2%
Locksmith - Marine 7 4 3 $32.67 $40.16 22.9%
Average $37.13 $40.74 9.7%

*Private Sector includes data from private sector survey responses and published survey sources

26



Analysis of Total Compensation by Benchmark Title
Market Avg State Avg

Benchmark # of Matches Public Sector Private Sector* Total Comp Total Comp Lead/Lag %
Shipwright/Carpenter - Marine 6 3 3 $51.48 $54.60 6.1%
Insulator - Marine 5 1 4 $40.47 $54.60 34.9%
Boilermaker/Welder - Marine 1 4 7 $49.45 $55.65 12.6%
Electrician - Marine 12 5 7 $52.17 $55.65 6.7%
Machinist/Mechanic - Marine 9 5 4 $53.03 $55.65 5.0%
Pipefitter/Plumber - Marine 9 5 4 $49.15 $55.65 13.2%
Sheetmetal Worker - Marine 6 3 3 $56.19 $55.65 -1.0%
Locksmith - Marine 7 4 3 $44.78 $54.60 21.9%
Average $49.59 $55.26 11.4%

*Private Sector includes data from private sector survey responses and published survey sources

Additional Pay Opportunities by Title

Shipwright/Carpenter - Marine

Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, paid by actual hours, 150% of base pay No N/A
Shift Differential 8 hours minimum, 110% of base pay Yes N/A

27



Insulator - Marine

Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Overtime (Before/After Shift)  150% of base pay No N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay No N/A
Hold Over 1 hour minimum, paid by actual hours, 150% of base pay No N/A
Shift Differential 8 hours minimum, 110% of base pay Yes N/A

Boilermaker/Welder - Marine

Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Dirty Work Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, paid by actual hours, 150% of base pay No N/A
Shift Differential 8 hours minimum, 110% of base pay Yes N/A
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Electrician - Marine

Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, paid by actual hours, 150% of base pay No N/A
Shift Differential 8 hours minimum, 110% of base pay Yes N/A

Machinist/Mechanic - Marine
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Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, paid by actual hours, 150% of base pay No N/A
Shift Differential 8 hours minimum, 110% of base pay Yes N/A




Pipefitter/Plumber - Marine

Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, paid by actual hours, 150% of base pay No N/A
Shift Differential 8 hours minimum, 110% of base pay Yes N/A

Sheetmetal Worker - Marine
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Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, paid by actual hours, 150% of base pay No N/A
Shift Differential 8 hours minimum, 110% of base pay Yes N/A




Locksmith - Marine

Pay Element WA Policy Peer Offered Peer Separate Pay
Penalty Pay Yes No No
Overtime (Before/After Shift)  150% of base pay No N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, paid by actual hours, 150% of base pay No N/A
Shift Differential 8 hours minimum, 110% of base pay Yes N/A
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Survey Group #5: All Others
Analysis of Base Salary by Benchmark Title

Market Avg State Avg
Benchmark # of Matches Public Sector  Private Sector* midpoint Midpoint Lead/Lag %
Information Agent 7 3 4 $33.59 $31.98 -4.8%
Truck Driver 1 5 6 $34.14 $41.09 20.4%
Storekeeper/Warehouse Worker 1" 6 5 $29.36 $41.09 40.0%
Accountant
(Working Title: Accountant 2) 14 8 6 $41.16 $40.69 -1.1%
Buyer 3 13 6 7 $47.26 $38.77 -18.0%
Contracts Coordinator 2 14 8 6 $44.14 $40.69 -7.8%
Dispatcher - Marine
(Crew Dispatcher - Marine) 5 2 3 $36.19 $38.77 7.1%
Inventory Agent 8 5 3 $31.16 $38.77 24.4%
Human Resources Consultant 14 10 4 $46.12 $36.96 -19.9%
Secretary 12 7 5 $31.70 $32.04 1.0%
Program Assistant 1 9 2 $35.62 $35.22 -1.1%
Custodian (Janitor) 1 6 5 $24.15 $23.37 -3.2%
Safety Systems Specialist 3 3 0 - --
Health and Safety Supervisor 9 5 4 $54.61 $45.20 -17.2%
Planner 7 5 2 $48.09 $45.20 -6.0%
Workforce Development Lead 3 3 0 - -
Vessel/Terminal General
Foreperson 2 2 0 - - -
Maintenance Data Systems
Analyst 5 1 4 $45.33 $49.32 8.8%
Average $38.84 $38.61 -0.6%

*Private Sector includes data from private sector survey responses and published survey sources
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Analysis of Total Compensation by Benchmark Title
Market Avg State Avg

Benchmark # of Matches Public Sector  Private Sector* Total Comp Total Comp Lead/Lag %
Information Agent 7 3 4 $45.46 $45.38 -0.2%
Truck Driver 1 5 6 $46.12 $55.65 20.7%
Storekeeper/Warehouse Worker 11 6 5 $41.18 $55.65 35.2%
Accountant 14 8 6 $54.07 $55.20 2.1%
(Working Title: Accountant 2)
Buyer 3 13 6 7 $60.23 $53.04 -11.9%
Contracts Coordinator 2 14 8 6 $57.28 $55.20 -3.6%
Dispatcher - Marine 5 2 3 $48.11 $53.04 10.3%
(Crew Dispatcher - Marine)
Inventory Agent 8 5 3 $43.48 $53.04 22.0%
Human Resources Consultant 14 10 4 $60.09 $51.00 -15.1%
Secretary 12 7 5 $43.85 $45.45 3.7%
Program Assistant 11 9 2 $48.88 $49.04 0.3%
Custodian (Janitor) 1 6 5 $35.27 $35.69 1.2%
Safety Systems Specialist 3 3 0 -
Health and Safety Supervisor 9 5 4 $68.53 $60.28 -12.0%
Planner 7 5 2 $61.96 $60.28 2.7%
Workforce Development Lead 3 3 0 -
Vessel/Terminal General Foreperson 2 2 0 -
Maintenance Data Systems Analyst 5 1 4 $57.32 $64.93 13.3%
Average $51.45 $52.86 2.7%

*Private Sector includes data from private sector survey responses and published survey sources
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Additional Pay Opportunities by Title

Information Agent

Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 8 hours minimum, 150% of base pay Yes N/A
Early Call Out 1 hour minimum, 150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Truck Driver
Pay Element WA Policy Peer Offered Peer Separate Pay
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, 150% of base pay No N/A
Shift Differential 110% of base pay Yes N/A

Storekeeper/Warehouse Worker

Pay Element WA Policy Peer Offered Peer Separate Pay
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, 150% of base pay No N/A
Shift Differential 110% of base pay Yes N/A
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Accountant
Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Starting Rate Flex Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Buyer 3
Pay Element WA Policy Peer Offered Peer Separate Pay
Starting Rate Flex Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
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Contracts Coordinator 2

Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Starting Rate Flex Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Dispatcher - Marine
Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Starting Rate Flex Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Relief 40 hours minimum, 100% of base pay No N/A
Shift Differential 110% of base pay Yes N/A
Inventory Agent
Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Starting Rate Flex Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
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Human Resources Consultant

Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Starting Rate Flex Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Secretary
Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Starting Rate Flex Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Program Assistant
Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Starting Rate Flex Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Back 4 hours minimum, 100% of base pay Yes N/A
Custodian (Janitor)
Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Overtime (Before/After Shift)  150% of base pay Yes N/A
Shift Differential flate rate/$2.50 Yes N/A
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Health and Safety Supervisor

Pay Element WA Policy Peer Offered Peer Separate Pay
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, 150% of base pay No N/A
Shift Differential 110% of base pay Yes N/A
Planner
Pay Element WA Policy Peer Offered Peer Separate Pay
Overtime (Before/After Shift)  150% of base pay Yes N/A
Call Out 4 hours minimum, 150% of base pay No N/A
Early Call Out 1 hour minimum, 150% of base pay No N/A
Call Back 3 hours minimum, 100% of base pay Yes N/A
Hold Over 1 hour minimum, 150% of base pay No N/A
Shift Differential 110% of base pay Yes N/A

Maintenance Data Systems Analyst

Pay Element WA Policy Peer Offered Peer Separate Pay
Salary Schedule Yes Yes N/A
Overtime (Before/After Shift) OT Exempt Yes N/A
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Health care benefits
The survey requested information regarding the medical plan that covers the most employees (the most populated plan). This includes:

e Plan type such as Health Maintenance Organization (HMO), Preferred Provider Organization (PPO), High Deductible Health Plan (HDHP).

e The plan design’s actuarial value (percent of heath costs that the member plan is expected to pay) or the plan’s metal tier (see image below)
designation under the Affordable Care Act.'

e Whether the medical plan includes vision coverage.

Health Plan Types

Number of

Plan Type PPO HMO HDHP Responses
Public Sector 83% 17% 17% 6
Private Sector N/A N/A N/A 0
All Participants 83% 17% 17% 6

The most common plan type used by peers is a PPO. Washington’s most populated plan type is also a PPO.

Most participants reported that their most populated health plan is in the platinum metal tier. Washington’s most populated health plan is
in the platinum metal tier.”

YOu PAY 4['% YOU PAY "]%

—@—

PLATINUM

pwens 00%  rowews 10% P 80%  Pawews 90%

Level of Metal Tier Coverage
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Description Silver Gold  Platinum Number of
responses
Public Sector 0% 0% 100%* 6
Private Sector N/A N/A N/A 0
All participants 0% 0% 100% 6

* A single peer, for a single job, reported Gold level. All other data received was Platinum level
Retirement Value

Analysis of Retirement Value by Survey Group

# of
Benchmark Average Market Average State of WA Retirement Average Difference

Jobs Retirement Benefit Value Benefit Value from Market
Deck and Terminal 6 $3.76 $5.28 41%
Masters & Mates 2 $5.60 $8.04 44%
Engine Room 4 $4.84 $6.29 30%
Trades 8 $3.10 $5.16 67%
All Other 15 $3.25 $4.89 50%
All Combined 35 $3.62 $5.36 48%

Washington State leads the market in Retirement Value for all survey groups.
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| Compensation Practices

In addition to base pay and Total Compensation factors mentioned above, Segal collected data for Paid Time Off (PTO), The following
tables report the findings for each survey group.

Leave

The State of Washington allows employees to carry-over unused Vacation and Sick Leave. Employees are allowed to bank 240 hours of
Vacation leave per year and an Unlimited amount of Sick Leave per year. Employee are also allowed to cash out Vacation Leave at
Termination and Retirement, but not at Year End. Vacation is cashed out at a rate of 100% Employees are allowed to cash out Sick Leave
at Year End and Retirement, but not Termination. Sick Leave is cashed out at a rate of 25%.
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Survey Group #1: Deck and Terminal

Vacation
An employee’s accrued vacation and paid time off (PTO) hours typically increase with how many years they’ve worked for their employer.

As we show in the table below, the average number of vacation hours per year ranges from 96 hours (12 days) after one year of service to

200 hours (25 days) after 25 years of service. Washington is ahead of the market in vacation hours offered.
Annual Number of Vacation Hours Accrued by Years of Service
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Sick leave

Among participants who provide paid sick leave, the market average accrued hours is 96 hours (12 days). Washington is at market for sick leave hours
offered.

Annual Number of Accrued
Sick Leave Hours

Market Washington
Average State

96 96

Carry Over and Cash Out

Most of the survey participants allow employees to carry-over and cash-out unused leave. A large percentage of survey participants allow
limited carry-over of vacation time. If an employee has unused sick leave, however, they typically cash that out at a lower rate (average of
25% of the value).

Carry-Over and Cash-Out of Unused Leave

Number of Number of

Vacation Sick
Description Responses*  Responses*

Carry-over allowed 9 6
o Unlimited carry-over 1 3
o Limited carry-over 8 3
Cash-out allowed at:
e Yearend 2 2
e Termination 3 4
o Retirement 3 4
Cash out not allowed 0 3
Cash-out rate (Average) 100% 25%

*Respondents could select more than one choice

43



Paid holidays and personal days

The number of paid holidays among respondents is an average of eleven days. Paid personal days (sometimes called floating holidays) in
the market has an average of two days per year. Washington is at market for Paid Holidays and Personal Days.

Annual Number of
Paid Holidays and Personal Days

Market Washington

Type of PTO Average State
Holidays 1 11t013
Personal days 2 Oto2

Holidays and personal days

combined 13 13
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Survey Group #2: Masters & Mates

Vacation
An employee’s accrued vacation and paid time off (PTO) hours typically increase with how many years they’ve worked for their employer.

As we show in the table below, the average number of vacation hours per year ranges from 96 hours (12 days) after one year of service to
200 hours (25 days) after 25 years of service. Washington is ahead of the market in vacation hours offered.
Annual Number of Vacation Hours Accrued by Years of Service

Vacation - Masters & Mates
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Sick leave

Among participants who provide paid sick leave, the market average accrued hours is 96 hours (12 days). Washington is at market for sick leave hours
offered.

Annual Number of Accrued
Sick Leave Hours

Market Washington
Average State
96 96

Carry Over and Cash Out

All of the survey participants allow employees to carry-over and cash-out unused leave. A large percentage of survey participants allow
limited carry-over of vacation time.

Carry-Over and Cash-Out of Unused Leave

Number of Number of

Vacation Sick
Description Responses* Responses*

Carry-over allowed 9 9
o Unlimited carry-over 2 3
e Limited carry-over 7 6
Cash-out allowed at:
e Yearend 2 3
e Termination 7 7
o Retirement 9 8
Cash out not allowed 0 1
Cash-out rate (Average) 100% N/A

*Respondents could select more than one choice
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Paid holidays and personal days

The number of paid holidays among respondents is an average of eleven days. Paid personal days (sometimes called floating holidays) in
the market has an average of two days per year. Washington is at market for Paid Holidays and Personal Days.

Annual Number of
Paid Holidays and Personal Days

Market
Type of Leave Average Washington State
Holidays 1 13
Personal days 2 0
Holidays and personal days 13 13

combined
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Survey Group #3: Engine Room

Vacation

An employee’s accrued vacation and paid time off (PTO) hours typically increase with how many years they’ve worked for their employer.
As we show in the table below, the average number of vacation hours per year ranges from 96 hours (12 days) after one year of service to

200 hours (25 days) after 25 years of service. Washington is ahead of the market in vacation hours offered.
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Sick leave

Among participants who provide paid sick leave, the market average accrued hours is 96 hours (12 days). Washington is at market for sick leave hours
offered.

Annual Number of Accrued
Sick Leave Hours

Market Washington
Average State
96 96

Carry Over and Cash Out

All of the survey participants allow employees to carry-over and cash-out unused leave. A large percentage of survey participants allow
limited carry-over of vacation time.

Carry-Over and Cash-Out of Unused Leave

Number of Number of
Vacation Sick
Description Responses*  Responses*
Carry-over allowed 9 6
o Unlimited carry-over 2 3
o Limited carry-over 7 3
Cash-out allowed at:
e Yearend 2 3
e Termination 8 1
o Retirement 7 3
Cash out not allowed 0 3
Cash-out rate (Average) 100% N/A

*Respondents could select more than one choice
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Paid holidays and personal days

The number of paid holidays among respondents is an average of eleven days. Paid personal days (sometimes called floating holidays) in
the market has an average of two days per year. Washington is at market for Paid Holidays and Personal Days.

Annual Number of
Paid Holidays and Personal Days

Market
Type of Leave Average Washington State
Holidays 1 13
Personal days 2 0
Holidays and personal days 13 13

combined
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Survey Group #4 Trades

Vacation
An employee’s accrued vacation and paid time off (PTO) hours typically increase with how many years they’ve worked for their employer.

As we show in the table below, the average number of vacation hours per year ranges from 96 hours (12 days) after one year of service to
200 hours (25 days) after 25 years of service. Washington is ahead of the market in vacation hours offered.
Annual Number of Vacation Hours Accrued by Years of Service
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Sick leave

Among participants who provide paid sick leave, the market average accrued hours is 96 hours (12 days). Washington is at market for sick leave hours
offered.

Annual Number of Accrued
Sick Leave Hours

Market Washington
Average State
96 96

Carry Over and Cash Out

All of the survey participants allow employees to carry-over and cash-out unused leave. A large percentage of survey participants allow
limited carry-over of vacation time.

Carry-Over and Cash-Out of Unused Leave

Number of Number of
Vacation Sick
Description Responses*  Responses*
Carry-over allowed 6 4
o Unlimited carry-over 1 3
o Limited carry-over 5 1
Cash-out allowed at:
e Yearend 1 2
o Termination 5 1
o Retirement 6 2
Cash out not allowed 0 2
Cash-out rate (Average) 100% N/A

*Respondents could select more than one choice
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Paid holidays and personal days

The number of paid holidays among respondents is an average of eleven days. Paid personal days (sometimes called floating holidays) in
the market has an average of two days per year. Washington leads the market for Holidays and is behind the market for Personal Days.
Combined, Washington leads the market.

Annual Number of
Paid Holidays and Personal Days

Market Washington

Type of Leave Average State
Holidays 11 13
Personal days 2 1
Holidgys and personal days 13 14
combined
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Survey Group #5 All Others

Vacation
An employee’s accrued vacation and paid time off (PTO) hours typically increase with how many years they’ve worked for their employer.

As we show in the table below, the average number of vacation hours per year ranges from 96 hours (12 days) after one year of service to
200 hours (25 days) after 25 years of service. Washington is ahead of the market in vacation hours offered.
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Sick leave

Among participants who provide paid sick leave, the market average accrued hours is 96 hours (12 days). Washington is at market for sick leave hours

offered.

Annual Number of Accrued
Sick Leave Hours

Market Washington
Average State
96 96
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Carry Over and Cash Out

All of the survey participants allow employees to carry-over and cash-out unused leave. A large percentage of survey participants allow
limited carry-over of vacation time. The majority of the market for this group do not allow cash out of Sick days

Carry-Over and Cash-Out of Unused Leave
Number of Number of

Vacation Sick
Description Responses*  Responses*

Carry-over allowed 12 9
o Unlimited carry-over 1 6
o Limited carry-over 1 3
Cash-out allowed at:

e Yearend 2 2
e Termination 9 5
o Retirement 10 4
Cash out not allowed 0 6
Cash-out rate (Average) 100% N/A

*Respondents could select more than one choice
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Paid holidays and personal days

The number of paid holidays among respondents is an average of eleven days. Paid personal days (sometimes called floating holidays) in
the market has an average of two days per year. The State’s position relative to market for both Holidays and Personal Days varies
according to differing titles in the group covered by either no agreement or differing bargaining agreements.

Annual Number of
Paid Holidays and Personal Days

Market
Type of Leave Average Washington State
Holidays 11 11t013
Personal days 2 Oto2
Holidays and personal days 13 1310 14

combined
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| Appendix

Definitions
% responses — Ratio of number of responses/total number of sutvey patticipants.

Additional Pay — Refers to compensation offered, in addition to base pay, for specific purposes that align with specific job title. Examples
of this include hazardous duty pay, and overtime.

Base Pay — Refers to the fixed, guaranteed amount of compensation an employee receives for their work, typically expressed as an annual
salary or hourly rate.

Custom Survey participants — Refers to all participants who submitted responses to the custom survey.

Defined-benefit (DB) plan — An employer-sponsored retirement plan where employee benefits are computed using a formula that
considers several factors, such as length of employment and salary history. The employer administers portfolio management and
investment risk for the plan. There are also restrictions on when and by what method an employee can withdraw funds without penalties.
Benefits paid are typically guaranteed for life and rise slightly to account for increased cost of living.

Defined-contribution (DC) plan — A type of retirement plan in which the employer, employee or both contribute on a regular basis.
Individual accounts are set up for participants and benefits are based on the amounts credited to these accounts through employee
contributions and, if applicable, employer contributions, plus any investment earnings on the money in the account.

Hybrid plan — Any retirement plan that combines some elements of a traditional defined benefit pension plan and a defined contribution
plan with an individual retirement savings account to which the employee and employer contribute money.

Market — Refers to the combination of public and private sector participant responses as well as published survey data.
Market competitiveness corridor — Segal defines market competitiveness as having a comparison of 95% to 105% of value to market.
Number of no responses — Number of participants who did not respond to the survey question.

Total compensation — Base compensation plus the employee dollar value of health care and retirement benefits.
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