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REQUEST FOR PROPOSALS 
FOR A WAGE & COMPENSATION STUDY  

 
 
The Town of Nantucket invites responders to submit proposal from qualified firms to provide a complete Town 
wide wage and compensation study. 
 
I.  GENERAL INFORMATION AND SUBMISSION REQUIREMENTS. 
 
1. Proposals can be obtained and will be accepted at the Town of Nantucket, Project Manager’s, 16 Broad 

Street, Nantucket, MA 02554, until 10:00 AM, September 25, 2013.  One original and four copies of the 
proposal are required.   

 
 Price and non-price (technical) proposals must be submitted in separate envelopes that are sealed and 

clearly marked:  
 
Price Proposal for a Wage & Compensation Study 
Non-Price Proposal for a Wage & Compensation Study 
 
2. The results will be available to the public after the evaluation is complete and the award is made.   
 
3. Award date.  Award will be made within sixty (60) days after proposal opening unless otherwise stated in 

the specifications or the time for award is extended by mutual consent of all parties. All submittals shall be 
valid for a minimum period of sixty (60) calendar days following the date established for acceptance. 

 
4. If any changes are made to this RFP, an addendum will be issued.  Addenda will be mailed or faxed to all 

companies and individuals on record as having requested the RFP.  
 
5. Questions concerning this RFP must be submitted in writing to: Diane A. O'Neil, Project Manager/CPO 16 

Broad Street, Nantucket, MA 02554 before 10:00 AM, September 18, 2013.  Questions may be delivered, 
mailed, faxed or emailed (doneil@nantucket-ma.gov).  Written responses will be mailed or faxed to all 
companies and individuals on record as having requested the RFP.  

 
6. Responses may be modified, corrected or withdrawn only by written notice received by the Town of 

Nantucket prior to the time and date set for the response opening.  Modifications must be submitted in a 
sealed envelope clearly labeled “Modification No. ___” and must reference the original RFP response.   

 
Negligence on the part of the responder in preparing the proposal confers no rights for the withdrawal of 
the proposal after it has been opened. 

 
7. The Town of Nantucket reserves the right to reject any and all responses and to waive any minor 

informality in responses received whenever such rejection or waiver is in its best interest. 
 
8. The Town of Nantucket will not be responsible for any expenses incurred in preparing and submitting 

responses.  All submittals shall become the property of the Town of Nantucket. All plans, specifications 
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and other documents resulting from this contract shall become the property of the Town of Nantucket. 
Unless specifically exempt under the Massachusetts public records law, the Town has the right to 
disclose information contained in proposals. 

 
9.  Responders must be willing to enter into the Town of Nantucket's standard form of contract. 
 
10. The RFP, and any subsequent contract for the services, is hereby issued in accordance with M.G. L. c. 

30B.  
 
11. Proposals received prior to the date of opening will be securely kept, unopened.  No responsibility will 

attach to an officer or person for the premature opening of a proposal not properly addressed and 
identified. 

 
12. Any submittals received after the advertised date and time for opening will be returned to the responder 

unopened. 
 
13. Purchases by the Town of Nantucket are exempt from federal, state and municipal sales and/or excise 

taxes. 
 
14. The Tax Compliance Certification and the Certificate of Non-Collusion must be included with the 

response.  These forms must be signed by the authorized individual(s).    
  
15. Unexpected closures.  If, at the time of the scheduled response opening, Town Hall is closed due to 

uncontrolled events such as fire, snow, ice, wind or building evacuation, the response opening will be 
postponed until 2:00 PM on the next normal business day.  Submittals will be accepted until that date and 
time. 

 
16. The Town of Nantucket is an Affirmative Action/Equal Opportunity Employer. The Town encourages 

submittals from qualified MBE/DBE/WBE firms. 
 
17. Responders should be aware that many overnight mailing services do not guarantee service to 

Nantucket. 
 
18.  Responses to the RFP must be prepared according to the guidelines set forth herein. Selection of the 

successful responder will be based upon an evaluation and analysis of the information and materials 
required under the RFP. 
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II PROJECT OBJECTIVES 
 
Defined Terms 
“The Town” as used in this document represents various Town Departments, Enterprise Departments and the 
School Department.     
 
Scope of Work 
The Town of Nantucket is seeking proposals from qualified firms to provide a Town wide, including all Town 
entities and departments, wage and compensation study.   
 
Respondents to this proposal must have a working knowledge of all aspects of municipal infrastructure similar 
to that of the Town of Nantucket.  Respondents must have experience with Respondents must also have a 
thorough understanding of State and Federal laws and programs that apply to or may affect municipal public 
entities and municipal water departments. 
 
Prospective proposers must demonstrate the ability to provide the services described in this document, must meet 
all minimum criteria, and must submit a complete proposal. 
 
CONTRACTOR 
The Town shall enter into a contract with one prime vendor, which may be a person, a corporation, a partnership, 
or a joint venture (“Contractor”). The proposal must demonstrate that Contractor have the specific experience 
outlined in this request.  
 
Contractor must have demonstrated successful experience within his or her discipline. Contractor who is 
registered with a professional organization should provide evidence of registration or licensing to practice 
professionally within the Commonwealth of Massachusetts. 
BACKGROUND 
 
The Town of Nantucket is a small island community located approximately 30 miles southeast of Cape Cod, 
Massachusetts. The island’s year round population is approximately 15,000 residents, however its seasonal and 
tourist population can swell the island to over 50,000-60,000 inhabitants during the busy summer months. All 
municipal services are provided year-round but are scaled seasonally to meet the changing service demands for 
certain departments (see Appendix – Revenue and Expense Projections). Nantucket maintains approximately 260 
year-round permanent full time and part time staff, including Town and Enterprise Fund employees but excluding 
Public School employees, down from 320 in FY2009, but hires approximately 100 temporary seasonal employees 
in the summer (see Appendix – Staff Count).   
 
Because Nantucket is an island with little opportunity for mutual aid, shared services or regionalization efforts, the 
Town provides all municipal services for its residents and guests, requiring a broad and diverse set of skills and 
expertise, ranging from airport administration to wastewater treatment to a municipally-operated nursing home 
(see Appendix X – Organizational Chart).  Over 85% of the Town’s staff is unionized and covered by one of eight 
(excluding School) collective bargaining agreements (CBA).  Each CBA has its own wage scale and various 
compensation-related benefits, creating an overall lack of cohesion and consistency in municipal compensation 
strategies (see Appendix – Collective Bargaining Contracts Wage Scales and Positions).  Non-unionized staff is 
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subject to the personnel policies of the Town (see Appendix – Personnel Policies) which were updated and 
adopted in February 2013. 
 
Like many municipalities across the Commonwealth, Nantucket has been redesigning its government workforce 
structure over the past several years to better meet the evolving needs of its community during lean economic 
times.  A separate initiative is being undertaken concurrently to determine if Nantucket is structured and staffed 
appropriately in order to effectively and efficiently deliver the services necessary to maintain a safe, vibrant and 
healthy community year-round (see Appendix – Staffing and Organizational Study Scope of Services).  It is 
possible that through consolidations and other efforts that some areas of government may have become 
overstaffed while others may have become understaffed; or it is possible that some positions should be changed 
to perform different duties; or perhaps different positions should be created or eliminated altogether. 
 
As these efforts continue, the Town recognizes that it needs to review its wage and compensation structure 
concurrently to ensure it is offering fair and competitive packages in addition to meeting the service demands of 
the island.  The Town has neither a comprehensive compensation management plan nor has a comprehensive 
internal and external study been completed in at least the last twenty years.  An internal workgroup has recently 
conducted a thorough analysis of the Town’s application of the Fair Labor Standards Act for all employees and a 
classification study of the LiUNA employees is currently underway and nearly completed. 
 
Various factors must be taken into consideration to better understand Nantucket’s staffing needs: 
 

 Cost of living and remoteness of location make recruitment and retention a challenge; 

 Housing (availability and cost to purchase) is a significant barrier to recruitment; 

 Competitive compensation packages drive up the salary and benefit costs as a percentage of government 
expenditures, leaving less room for expansion of services; 

 The remote location of the island does not allow for mutual assistance or regionalization from neighboring 
communities requiring staff to be trained and ready for a variety of operations; 

 Unlike many cities or towns, Nantucket maintains its own airport, nursing home, harbor, water company, 
landfill, marine and natural resources facility, and two waste water treatment facilities creating a diversity 
of services covered under the same bargaining agreements;  

 Many island businesses are seasonal in nature, making comparison challenging; 

 The year-round population of approximately 15,000 residents swells to over 50,000 in the summer 
creating a staffing challenge.  Both extremes require the same level of services with limited year-round 
resources. 

 
IV. SCOPE OF SERVICES 
 
The goal of this wage and compensation project is to review the Town’s current classification and compensation 
system utilizing accepted practices in management and design of compensation systems; compare wages and 
benefits internally amongst unions and departments; compare wages and benefits externally to like municipalities 
and private business, where applicable; examine the existence of a “Nantucket Factor” of inflation and cost of 
living; outline a strategy to attract and retain qualified workers who are paid fair and equitable salaries; and 
provide the framework for a compensation structure that enables the Town to maintain a competitive position with 
other municipalities and businesses within the same geographic area. 
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The wage and compensation study shall include an examination of Nantucket’s current compensation and 
benefits structure and offer recommendations for best practices based on Nantucket’s unique needs.  This study 
shall be made in accordance with generally accepted review and analysis methods and in accordance with 
applicable federal and state laws.  The scope of this project includes: 
 
A. Work with elected officials, Town management, union leadership and others as identified to obtain fair and 

balanced data. 
 
B. Gather necessary municipal and private industry information through the use of payroll data, collective 

bargaining agreements, job descriptions, questionnaires, personnel interviews and other accepted methods. 
 
C. Review and document the Town’s existing compensation classification processes, to include Town, School 

and Enterprise Fund employees.  Recommend adjustments, if warranted.  Propose alternative systems of 
grading and classifying positions if, in the consultant’s opinion, a preferable alternative should be considered. 

 
D. Review existing benefits and Other Post-Employment Benefits (OPEB) including, but not limited to: vacation, 

sick, and personal leave, annual buy backs, life insurance, indemnification, deferred compensation and 
disability protection, including workers compensation.  Recommend adjustments based upon survey 
information and best practices in municipal government and private industry. 

 
E. Review the existing positions descriptions to ensure that they reflect desired duties, responsibilities and 

qualifications of each position and make recommendations accordingly.  Assign all positions to appropriate 
pay grades bases on analysis.  Where descriptions do not exist, draft descriptions will need to be created with 
the assistance of employees, their supervisors, labor and Human Resources. 

 
F. Identify comparable communities (either smaller or larger than Nantucket) or municipal entities, ideally in 

Massachusetts but also throughout the northeast and the rest of the United States (like a seasonal resort 
community like Aspen, CO), using methodology acceptable to the State’s Labor Board and document the 
basis for comparison.  A matrix of wage, benefits and unfunded liabilities by community as well as comparable 
positions and their assigned grades and compensation is required. 

 
G. Determine if a “Nantucket Factor” exists; and if so, identify what this “factor” is through a labor market salary 

and benefits survey for the Town that reflects both municipal and private industry as well as ancillary factors 
such as the housing market, cost of living, seasonality and remoteness of location.   

 
H. Recommend a theoretical 10-year strategy for sustained wage and compensation growth based on interviews 

and analysis and identify an instrument or process for ongoing internal maintenance of a classification and 
compensation plan. 

 
Preliminary recommendation(s) will be presented by the consultant to the Town Manager prior to proceeding with 
the final analysis.  Final report will be presented in a written report and presented to the Board of Selectmen for 
review in a public session. 
 
IV. COMPOSITION AND SIZE OF EMPLOYEE GROUP 
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There are approximately one hundred (100) union and non-union positions to be reviewed (see Attached – 
Position Listing and Job Descriptions).  Additionally, there are eight collective bargaining agreements for review. 
 
An appropriate list of potential comparable communities is to be created by the successful bidder. 
 
V.  MISCELLANEOUS REQUIREMENTS 
 
A. Reporting:  Throughout the study the winning bidder will work closely with Town Administration and Human 

Resources and will be expected to provide regular updates at specified times.  The bidder will spend sufficient 
time explaining the methodology, the analysis, and the draft recommendations to Town Administration before 
being presented.  The final product(s) will be presented by the bidder to the Board of Selectmen in a public 
meeting.    

 
B. Analysis:  A completed report will include an executive summary, methodology, data, analysis, source 

materials, critical observations of current processes, a list of comparable communities, a matrix of wage and 
benefits by community and private industries reviewed and their comparable positions and their assigned 
grades and compensation, a proposed “Nantucket Factor”, a theoretical 10-year wage and compensation 
strategy and final recommendations.   

 
C. Project Completion:  The consultant must be ready to commence the project within three weeks of the 

contract award and must complete the project within four (4) months of the project commencement. 
 
VI.  MINIMUM CRITERIA 
 
The Evaluation Committee shall reject Proposals which do not meet the following certain minimum requirements: 
 
1. Vendor must have at least five (5) years of experience in conducting classification and compensation studies, 
developing and recommending salary structures, reviewing and developing job descriptions, and recommending 
placement of positions within the salary structure. 
 
   YES________  NO_________ 
 
2. Vendor must have completed at least five (5) classification and compensation studies, two (2) of which such 
plans must have been for a municipality and one or two in a union environment. 
 
   YES________  NO_________ 
 
3. Vendor must have demonstrated knowledge of applicable federal and state statutes and regulations governing 
employment and personnel activities. 
 
   YES________  NO_________ 
 
 
 

NAME OF BIDDER: _________________________________________ 
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A. Non-Price Proposal 
The non-price proposal shall consist of all materials and information, other than price, required in this RFP.  The 
non-price proposal shall include a Plan of Service that details the following:  
 
(a) Company history, resumes of the three highest-level staff persons, and including a list of the employees who 

will be working on this project and their resumes. 
(b) Plan of proposed including a specific schedule of work and deliverables. 
 
B. Price Proposal Requirements 
The price proposal shall consist of the fixed price with no reimbursable expenses allowed. 
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VI.   PROPOSAL EVALUATION PROCEDURE 
The Chief Procurement Officer and/or its designee will evaluate proposals according to the quality requirements 
contained below.  Submittals failing to comply with one or more of the quality requirements stated below shall be 
disqualified from further consideration.  
 
Submittals that comply with the quality requirements will be further evaluated based on the comparative criteria 
detailed below.  Each proposal will be assigned a rating for each comparative criterion and a composite rating.  
 
Three finalists may be identified from the evaluation of comparative criteria and interviews may be conducted.  
The Town will rank these finalists.  Price proposal will then be considered.  The Town will negotiate a contract with 
the highest ranked finalist who proposes a price within the Town’s budgeted amount.  The Town reserves the right 
to reject any and all proposals if such rejection is in its best interest. 
 
 
COMPARATIVE EVALUATION CRITERIA  

   
The Town reserves the right to award the contract to the responsive and responsible qualification submittal which 
best meets the Town’s needs, taking into account firm qualifications, submittal quality, evaluation criteria and 
proposal price.  The awarding authority’s decision or judgment on these matters shall be final; the committee will 
use the comparative criterion for each separate rating area, and based upon these criteria, will assign an overall 
rating to each proposal.  Each of the criteria may contain ratings of:   
 
 Not Advantageous 
 Advantageous 
 Highly Advantageous 
 
Consultants must meet the minimum evaluation requirements as specified in Section III. Failure to meet the 
minimum evaluation criteria will result in immediate rejection of the qualification submittal and will not be subject to 
further review. 
 
The following criteria will be used in the evaluation of the consultant firm regarding the Technical or Non-Price 
Proposal in order to be placed on the short list for an interview with the Selection Committee.   
 
Responding Consultants are to address each of the following criteria in a clearly labeled section of their 
response and in the same order.  
 
EXPERIENCE 
Highly Advantageous:  Vendors have at least ten (10) years experience in conducting classification and 
compensation studies, developing and recommending salary structures, reviewing and developing job 
descriptions, and recommending placement of positions within the salary structure. Vendors must have completed 
more than ten (10) such studies comparable to this project, of which at least five (5) have been for municipalities 
and must have significant experience in a civil service environment as well as a union environment. 
 
Advantageous: Vendors have more than five (5) years but less than ten (10) years experience in conducting 
classification and compensation studies, developing and recommending salary structures, reviewing and 
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developing job descriptions, and recommending placement of positions within the salary structure. Vendors must 
have completed more than seven (7) but less than ten (10) such studies comparable to this project, of which at 
least two (2) studies have been for municipalities and must have some experience in a civil service environment 
as well as a union environment.  
 
Not Advantageous: Vendors have less experience than is described above as “Advantageous”. 
 

PERSONNEL 
Highly Advantageous: Vendor will assign a principal consultant to this project who has participated in at least 
four (4) comparable studies for Massachusetts municipalities.   
   
Advantageous:  Vendor will assign a principal consultant to this project who has participated in at least two (2) 
comparable studies for Massachusetts municipalities. 
 
Not Advantageous: Vendor is able only to assign a principal consultant who has not participated in at least one 
(1) comparable study for a Massachusetts municipality. 

 

PLAN OF SERVICES 
Highly Advantageous:  The Plan of Services as set forth in response to the Town’s RFP is highly defined and 
developed.  The implementation strategy is exceptionally clear, understandable and focused.  The principal 
consultant will communicate regularly with the Town as to the progress of the study. 
  
Advantageous:  The plan of Services as set forth in the response to the Town’s RFP is sufficiently developed.  
The implementation strategy is adequate but not exceptional.  A member of the team who is not the principal 
consultant will communicate regularly with the Town as to the progress of the study. 
 
Not Advantageous:  The Plan of Services, as set forth in the response to the Town’s RFP, is inadequately 
developed.  The implementation strategy is sketchy and undefined.  There cannot be one individual who is 
assigned the role of communicating with the Town. 
 
REFERENCES 
Highly Advantageous: More than five positive references, three of which are for comparable municipalities.  
Advantageous: Five positive references, one of which is for a comparable municipality. 
Not Advantageous: References are not positive.  
 
WORK REFERENCES 
Consultants will be evaluated based upon the answers to the questions posed to references as outlined below.  
Reference check list of minimum questions: 
  

1. Did this consultant provide the specified services for you or for the community? When? Are you currently 
using the consultant on any project?  

2. Did the consultant perform the work requested in accordance with the terms of the qualification submittal 
and the written contract?  If not, what were the deviations?  



 

 

 

  

3. How would you describe the working relationship between the consultant and lead members of the 
contracting body?  

4. Did the consultant adhere to the rules and regulations associated with your business relationship? 
5. Overall, on a scale of one to ten, how would you rate the consultant’s performance?  
6. Would you retain this consultant on future projects? 
7. Did the consultant provide a report within the allocated budget and was completed on time? 

 
V RULE FOR AWARD 
The Town will determine the most advantageous proposal from a responsible and responsive proposer, taking 
into consideration price and all evaluation criteria set forth in the RFP. 
 
VI BASIS OF COMPENSATION 
The Town will request a fixed fee proposal with no reimbursable expenses that it undertakes under this contract. 
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CERTIFICATE OF NON-COLLUSION 
 
 

The undersigned certifies under penalties of perjury that this bid or proposal has been made and submitted in 
good faith and without collusion or fraud with any person.  As used in this certification, the word "person" shall 
mean any natural person, business, partnership, corporation, union, committee, club, or other organization, entity, 
or group of individuals. 

 
 
 
 

Signature of person signing bid or proposal 
 

Printed Name and Title,  Name of Business 

Date 
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TAX COMPLIANCE CERTIFICATION 
 
 

Pursuant to M.G.L. 62C, §49A, I certify under the penalties of perjury that, to the best of my knowledge and belief, 
I am in compliance with all laws of the Commonwealth relating to taxes, reporting of employees and contractors, 
and withholding and remitting child support. 
 
 
 
 
 

Federal Employer ID Number    Name of Corporation 

Printed Name of President  President’s Signature 

  Date 
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PROPOSAL CHECKLIST 
 
In order to simplify the evaluation process and obtain the maximum degree of comparison between proposals, the 
Town has prepared this checklist for all responders to use in compiling proposals. 
 

 Current Certificates of Insurance 
 
 Non-price (technical) proposal 
 
 Price proposal (separate from the technical proposal) 
 
 Certificate of Non-Collusion 
 
 Tax Compliance Certification 
 
 Signed signature page of Town of Nantucket contract enclosed herein to indicate that responder is 

willing to enter into said contract. 
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III.   BACKGROUND 

 

The Town of Nantucket is a small island community located approximately 30 miles southeast of 

Cape Cod, Massachusetts. The island’s year round population is approximately 15,000, however 

its seasonal and tourist population swells the island to over 50,000 inhabitants during the busy 

summer months.  Municipal services must be provided year-round and scaled to meet the 

changing demands seasonally.   

 

Like many municipalities across the Commonwealth, Nantucket has been redesigning its 

government workforce over the past several years to better meet the evolving needs of its 

community.  Most notable efforts over the past five years include: 

 

 Strengthening of the Town Manager position through a Charter Change in 2007 (See 

“Nantucket Town Charter” attached); 

 Ad Hoc Budget Workgroup Report recommendations (2009) (See “Recommendations of 

the Ad Hoc Budget Workgroup” attached); 

 Conversion to Cabinet (2009); 

 Consolidations of departments and services based on functionality: 

o Public Works (Public Works, Facilities and Parks and Recreation) (2010, 2013); 

o Health and Human Services (Council on Aging, Our Island Home, Human 

Services and Veterans Services) (2011); 

o Police (Police, Harbormaster and Emergency Management) (2012) 

o Planning and Land Use Services “PLUS” (Planning, Building, Health, Zoning and 

Historic District Commission) (2012) 

o Visitor Services (Tourist Office, Recreation and Special Events) (2013) 

 Implementation of “Abrahams Report” on Finance (2008-2012) (See “Abrahams Report” 

attached); 

 Massachusetts Department of Revenue Financial Management Review 

Recommendations (2012) (See “Massachusetts Department of Revenue Financial 

Management Review” attached); 

 Implementation of Mercer Report on Public Works (2009) (See “See Mercer Report on 

Nantucket Public Works” attached) ; 

 Wage and Classification Analysis (in progress) (See “Wage and Classification Request 

for Proposals” attached). 

 

The current staffing plan has mostly met the Town’s needs, but it is clear that many services are 

stretched thin, particularly during the busy summer months.  Per the Town Charter, the Board of 

Selectmen is required to appoint a Town Government Review Committee; however, for the past 

several years there have not been enough volunteer applicants to form a quorum.  The last time 

this Committee was formed was 2005.  The recommendations of that Committee resulting in 

charter changes that were meant to strengthen the position of Town Manager for administrative 

purposes and to restrict the Board of Selectmen to policy matters (See “Recommendations of the 

Town Government Review Committee” attached). 

 

A review is now considered necessary to determine if Town government is structured and staffed 

appropriately in order to effectively and efficiently deliver the services necessary to maintain a 
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safe, vibrant and healthy community year-round.  It is possible that through consolidations and 

other efforts some departments may have become overstaffed while others may have become 

understaffed; or it is possible that some positions should be changed to perform different duties 

or different positions should be created or eliminated altogether.  The relationship between 

supervisory positions and junior positions must be reviewed as well. 

 

Various factors must be taken into consideration to better understand Nantucket’s staffing needs: 

 

 The year-round population of approximately 15,000 residents swells to over 50,000 in the 

summer creating a staffing challenge.  Both extremes require the same level of services 

with limited year-round resources (seasonal employees in certain departments are 

required); 

 The remote location of the island does not allow for mutual assistance or regionalization 

from neighboring communities; 

 Unlike many cities or towns, Nantucket maintains its own airport, nursing home, harbor, 

water company, landfill, marine and natural resources facility, and two waste water 

treatment facilities;  

 Nantucket’s workforce is approximately 85% unionized in eight collective bargaining 

units; 

 Cost of living and remoteness of location make recruitment and retention a challenge; 

 Competitive compensation packages, necessary to attract and retain a qualified workforce 

drive up the salary costs as a percentage of government expenditures, leaving less room 

for expansion of services. 

 

In addition to this staffing study, a separate Wage and Compensation study is being done 

concurrently to better inform the Town of the impact of salaries and fringe benefits on the 

Town’s services and budget and its ability to attract and maintain a quality workforce.  It is 

expected that the Wage and Compensation study will be available around the same time as this 

study (See attached). 

 

 

IV. SCOPE OF SERVICES 

 

Within the context of the aforementioned background the Town of Nantucket seeks an 

assessment and analysis of its operations (staffing and other resources) that includes 

recommendations for ways to increase efficiency and effectiveness and to make other 

observations and recommendations that may improve Town operations and delivery of services.  

The current fiscal climate and budget constraints must be considered as well as the other unique 

factors listed above.  It is anticipated that the winning bidder will: 

 

A. Interview elected officials, Town officials, union leadership, Cabinet Chiefs, Division Heads 

and department staff, as necessary and other identified parties, to gather accurate and up to 

date information. 

 

B. Review department missions, goals and objectives, and workloads and create a department 

profile of each department to include how each is organized, staffed and managed and how 
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success is measured by each.  Suggest adjustments, where appropriate, and propose if 

alternative plans should be considered for each department to accurately deliver services.  

 

C. Review existing organizational structure to ensure that it reflects the needs of the community 

and make recommendations accordingly. 

 

D. Analyze operations and staffing needs in each department and establish a baseline core 

services matrix of each department with analysis of staffing and resource commitments to 

each function. 

 

E. Conduct public forums, surveys and other outreach to create an inventory of desired services, 

expected services and perceived service gaps. 

 

F. Provide cost/benefit analyses for staffing and organizational recommendations where 

possible. 

 

G. Review support resources such as technology, consultant contracts, Town committees, 

commissions and boards and make recommendations accordingly. Identify modifications or 

enhancement to system-wide performance. 

 

H. Compare Town staffing structure and form of government with comparable Towns, or where 

appropriate small cities, to develop an inventory of best staffing and service practices and 

government structure suited to the unique needs of Nantucket. 

 

I. Develop a ten (10) year staffing history of each department and create a ten (10) year 

projection of staffing needs based on analysis of service areas and projected growth/needs 

areas. 

 

Preliminary recommendation(s) will be presented by the consultant to the Town Manager prior 

to proceeding with the final analysis.  Final report will be presented in a written report and 

presented to the Board of Selectmen for review in a public session. 

 

 

IV.  COMPOSITION AND SIZE OF ANALYSIS 

 

It is expected that this analysis will be broad in scope, covering all of the Town’s departments 

and services, with the exception of Public Schools.  There are approximately twenty-five (25) 

departments that must be reviewed, each providing numerous services (See Town of Nantucket 

Organizational Chart attached). 

 

It is expected that most, if not all, of these departments will be reviewed and analyzed. In 

addition, there are over twenty-five active commissions, committees and boards staffed by 

volunteers or paid staff who should be considered for the scope of the study as well as various 

community and neighborhood groups often with active members. 

 
 

V.  DELIVERABLES 



DRAFT ORGANIZATION AND STAFFING STUDY SCOPE OF 

SERVICES 

 4 

 

A. Reporting:  Throughout the study the winning bidder will work closely with Town 

Administration and Human Resources and will be expected to provide  regular weekly at 

specified times.  The bidder will spend considerable time explaining the methodology, the 

analysis, and the draft recommendations to Town Administration before being presented.  

The final product(s) will be presented by the bidder to the Board of Selectmen in a public 

meeting.    

 

 

B. Analysis:  A completed report will include an executive summary, methodology, data, 

analysis, source materials, critical observations of current operations, a baseline of core 

services matrix, a ten (10) year staffing history and ten (10) year projection, and final 

recommendations.   

 

C. Project Completion:  The consultant must be ready to commence the project within three 

weeks of the contract award and must complete the project within four (4) months of the 

project commencement. 
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