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Abstract 

Fire departments are currently struggling to maintain staffing levels in difficult financial 

times (Roberts, 2010). The City of Madison is no different except for a labor/management 

program initiated in late 1998 called the Creative Staffing Program (Madison Fire, 1997). 

However, without a detailed multi-year evaluation of the Madison Fire Departments Creative 

Staffing programs, its ability to achieve the goals of saving the city money and increasing 

staffing levels has yet to be determined. 

Through descriptive research, the purpose of this Applied Research Project was to 

evaluate the Creative Staffing program and to answer the following questions: What is the 

Creative Staffing program? What would be the cost of the same staffing level if the Creative 

Staffing program was not utilized? What would the staffing level be if the Creative Staffing 

program were not utilized, using the same funding levels? Does the Creative Staffing program 

save money? Does the Creative Staffing program increase department staffing? 

The procedures consisted of a literature review including department meeting notes, 

various department documents, and an analysis of staffing and payroll records from 2000 to 

2011.  The results of the research showed that the Creative Staffing program has saved the City 

of Madison Fire Department approximately $2,634,866 in overtime (Madison Fire Department, 

2012c) over the period of study and an average of $219,572 per year (Madison Fire Department, 

2012c). In addition, it has allowed the department to staff one additional fire company and one 

additional paramedic ambulance than would be possible without the program. The research also 

identified a need for additional research to determine the optimum staffing level to achieve the 

ideal efficiency of the Creative Staffing Program. 
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Adequate fire department staffing is paramount in the minds of fire service leaders and 

department members (FEMA, 2012). The difficulty is that staffing in career departments costs 

money, and, in the current economic environment, stable, long-term funding is challenging at 

best (Roberts, 2010). In late 1997, the City of Madison Fire Department developed a different 

staffing model than had been previously used. In a collaborative effort, management and labor 

imagined a staffing model that provided a constant and stable level of daily staffing. There no 

longer were day’s over- or under-required the required staffing levels and there was a minimum 

cost to the department for the program. This was called the Creative Staffing program (Madison 

Fire Department, 1997), and, basically, on days that are over-staffed, individuals go home. They 

then select a day that staffing levels are below minimum requirements and pay back the day they 

went home; thus, this model does not involve overtime pay for the alternative work day. The 

department believes this program to be a cost-effective alternative to the previously used staffing 

models. It has also allowed for controlled department growth to adequately meet the needs for 

staffing and service within the community. 

The problem is there has never had a formal evaluation of the Madison Fire Department’s 

Creative Staffing program’s ability to achieve the goals of saving the city money and increasing 

staffing levels. 

The purpose of this research is to evaluate the impact of the Creative Staffing program by 

investigating the following questions: 

• What is the Creative Staffing program? 

• What would the cost of the same staffing level if the Creative Staffing program had 

not been utilized? 
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• Does the Creative Staffing program save money? 

• What would the staffing level be if the Creative Staffing program were not utilized, 

using the same funding levels? 

• Does the Creative Staffing program increase department staffing? 

Background and Significance 
 

The City of Madison Fire Department is a full-service fire department providing 

emergency response to all 911 Fire and Emergency Medical Service requests in the city 

(Madison Fire Department, 2012d). The Madison Fire Department provides fire suppression and 

specialized rescue to the citizens of Madison.  At the paramedic level, emergency medical 

service provides services to both the City of Madison and surrounding communities in Dane 

County.  The Hazardous Materials Response Team is the Regional Level A team for nine 

counties with a population over 894,584. The Lake Rescue team provides 24-hour lake rescue 

services for Dane County. The Heavy Urban Rescue Team is trained and equipped to respond to 

high- and low-angle technical rescue, confined space, and heavy collapse rescue situations. 

The City of Madison Fire Department provides these services from twelve fire stations 

staffed by 345 commissioned (sworn) and 29 non-commissioned (civilian) personnel (Madison 

Fire Department, 2012b).  There are eleven Engine Companies and five Ladder Companies, each 

staffed with a lieutenant, an apparatus engineer, and two firefighters; in addition, two paramedics 

staff eight ambulances (Medic Units). Personnel work a 48-hour work week, for a total hours 

worked in the 28-day FLSA work period of 192 hours (Madison Fire Department, 2012a). 

The City of Madison, Wisconsin, covers 74.51 square miles of area (U.S. Census Bureau, 

2010), which surrounds a chain of four lakes (Mendota, Monona, Waubesa, and Wingra). The 
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central placement of the lakes presents unique challenges, as the outer areas of the city are 

difficult to access.  

The Madison Wisconsin Fire Department provides services to a city that has a nighttime 

population of approximately 233,000 and a daytime population of over 300,000 (City of 

Madison Planning Division, 2012) and to Dane County, with a population of 456,526. For the 

year of 2011, the Madison Fire Department responded to 25,198 calls for service, 479 fire 

responses and 19,698 requests for EMS (Madison Fire Department, 2012e).  

Department staffing accounts for 90.6 percent of all fire department operating costs for 

the Madison Fire Departments (Madison Fire Department, 2012c). Fire department staffing 

models vary greatly but basically follow two models. Fire Chief Bruce Martin identifies these 

two models as Constant Staffing and Over Staffing (Martin, 2008). Constant staffing is just the 

minimum number to fill positions, and, if anyone is on leave or has time off, the position may be 

filled by overtime or, alternatively, allowed to just run short. Over-staffing is achieved by 

calculating the number needed to staff, counting for leave or for absences.  The number of 

Madison daily staffing today is 78; using the Constant Staffing Model, it would require this 

number—the amount needed daily—times the three shifts staffed for a total of 234 shift 

personnel. On days that there are inadequate numbers, staffing could be replaced with overtime, 

or units would be taken out of service so the shift would just run short. Using the Over Staffing 

model, to staff at 78 would require the number needed daily plus the number of those on leave or 

on furlough. Currently, the department allows 14 individuals off on vacation daily, sixteen 

individuals off on furlough, and an average 3.5 individuals on sick leave daily for a total of 111.5 

on each shift for a total of 334.5 shift personnel. 
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In the mid 1990s, daily staffing decreased to a low of 42 firefighters on holidays and at 

other times of the year due to various leave usage and total department staffing levels utilizing a 

Constant Staffing model (Madison Fire Department, 1994). The department had adopted a 

staffing plan called “Cross Staffing” which staffed an ambulance and an engine/quint with four 

personnel. If an ambulance call was received, all four would respond on the ambulance; if a fire 

call was received, all four staff would respond on the engine/quint. Either situation resulted in 

the abandonment of a response unit: either ambulance or engine/quint and the staff responded on 

the other unit. As staffing decreased daily, due to sick leave, vacation or other causes, units 

would be Cross Staffed, and, as staffing levels increased, daily units would be bought up or not 

Cross Staffed. Only when all units were Cross Staffed or there was a shortage of the required 

paramedics would overtime be utilized to increase daily staffing. This practice created significant 

challenges at times and resulted in a significant increase in sick leave utilization and morale 

issues.  

Due to this staffing practice, labor began protesting and worked politically to influence 

the council and the mayor’s office to stop the practice. In 1997, the City of Madison Common 

Council created a Fire Department Staffing Study Committee to study fire department staffing 

levels, review a 1993 Fire Department Working Committee report to determine status or 

previous staffing recommendations, and report to the common council their findings and 

recommendations (Madison Fire Department, 1998).  

In August of 1997, the concept of “Creative Staffing” was developed in Labor 

Management Meetings (Madison Fire Department, 1997). The “concept was to even out staffing 

and reduce overtime cost” by sending home personnel when the day was above the required or 

normal staffing level (Madison Fire Department, 1997). That individual would then select a day 
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that was below the normal staffing level to “work back” the day owed. Individuals would receive 

three hours of straight time compensation on the day worked back. In addition to the 

compensation received by individuals sent home, the “Chief’s Aide”, who is responsible for all 

the tracking and documentation of the program, would receive one half hour of over time when a 

send home occurred. This staffing program was to allow the department to staff fire response 

units with four firefighters daily and paramedic ambulances with two paramedics daily as 

outlined by National Fire Protections Association 1710 Standard For The Organization And 

Deployment Of Fire Suppression Operations, Emergency Medical Operations, And Special 

Operations To The Public By Career Fire Departments (NFPA, 2010, pp. 9-10). 

When this program was agreed upon and a Memorandum of Understanding was signed in 

January of 1998, the program was implemented at that time. As part of the agreement, daily 

minimum staffing levels were identified, and the department were not to drop below this agreed-

upon level. It was also agreed that, once a permanent increase occurred, that level would become 

the new minimum staffing level, and the department would not decrease staffing levels. 

This development of the program required a number of the core objectives of the 

Executive Leadership program. For example, it necessitated thinking systematically to change 

the basic culture of the organization. Reaching out for better reach staffing goals and objectives 

posed a risk for both members of labor and management, for it required effective influence and 

persuasion to negotiate the implementation of a radically different program of staffing, in 

addition to persuading the common council and the mayor’s office to buy into the upfront cost of 

the program. All this was focusing on the goal of a greater stable staffing level, which has been 

proven to improve firefighter safety and reduce the risk of firefighter deaths.  
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NFPA 1710 guidelines identify basic staffing levels on apparatus and on scene to operate 

as safely as possible (NFPA, 2010, pp. 9-10). The Creative Staffing program assists the 

department in achieving safe staffing levels which allow for effective emergency scene 

operations. This has allowed the department to achieve strong success in four of the USFA’s 

operational objectives. These include the loss of life in the 14 years and younger age group by 25 

percent over five years, and reducing the loss of life of those 65 years and older. The five-year 

strategy is to reduce the loss of life from fire-related deaths by 25 percent. The department has 

had only two fire deaths since 2007, one in 2010 and one in 2012, neither were in the targeted 

age groups (Madison Fire Department, 2012e). We have also not experienced a serious 

firefighter injury or death since the program was implemented.  

The department annually generates data identifying cost savings of the Creative Staffing 

program, but a detailed multiyear analysis of this program has never been completed. In addition, 

an analysis of what levels of the staffing increase achieved by the program has never been 

completed. Thus, a detailed analysis of both components would be useful in identifying changes 

or adjustments to the program to increase overall efficiency as well as to suggest future areas of 

research. 

Literature Review 
 

A literature review was completed using the Learning Resource Center, the local library, 

the Internet, and department documents.  This section will disclose the body of knowledge 

discovered in the areas of the Madison Fire Department’s Creative Staffing program.  

What is the Creative Staffing program? Creative staffing’s “concept was to even out 

staffing and reduce overtime cost” by sending home personnel when the day was above the 

required or normal staffing level. That individual would then select a day that was below the 
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normal staffing level to “work back” the day owed. The individual would receive three hours of 

straight time compensation on the day worked back (Madison Fire Department, 1998). The 

Memo of Understanding was further developed in Labor Agreement between The City of 

Madison and Firefighters Local 311. As per the Article XXVI Daily Staffing Equalization: 

 In an effort to improve daily staffing levels, employees may volunteer off on days 

designated by Management that exceed the normal daily staffing level. Volunteering off 

will be on a seniority basis by classification. Employees who have reported to duty, 

volunteer to be sent home, and are sent home will receive three extra hours of pay at 

straight time, when the day is worked back. The employee shall not receive any 

additional compensation for the day worked back, beyond three (3) extra hours of pay at 

straight time pay, except as may be required for FLSA overtime purposes or in 

connection with holiday pay as described in Paragraph C below. All employees who are 

sent home will work back on a day that needs additional staffing as determined by 

Management. The day selected will be mutually agreed upon and selected prior to the 

employee leaving duty for the day, except that employees may only choose a work back 

day that does not cause the employee to actually work for FLSA purposes more than two 

hundred sixteen (216) hours during any 28-day work period. Anytime prior to a selected 

work back day, Management reserves the right to require an employee to repick a work 

back day, if the work back day previously selected would cause the employee to exceed 

two hundred sixteen (216) hours actually worked for FLSA purposes for the applicable 

work period. (Madison Fire Department, 2012a, p. 36) 

The program and its goals were further detailed to “Maximize emergency apparatus 

staffing levels within available funding” with the goal of “increasing daily staffing levels to add 
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to the number of apparatus available for emergency response” (Madison Fire Department, 1998, 

p. 1). 

The question of funding, though, raises the issue of what the cost would be of the same staff 

level if the Creative Staffing program had not been utilized.  

 Bruce Martin has described two basic staffing models (Martin, 2008). The first is 

Constant Staffing where there is just the minimum number to fill positions, and, if anyone is on 

leave or off, the position may be filled with overtime or alternatively just allowed to run short.  

The second model is Over Staffing, where there is enough staff to account for leaves or absences, 

so there are always enough personnel on duty to meet staffing requirements. Based upon the 

“Constant Staffing” model, you have an exact number of staff on each shift based upon the 

number of positions: three personnel for each position for three shifts.  

 

Table 1  
Constant Staffing Model 
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Based upon the “Over Staffing” model, you have staff enough to account for all leaves or 

time off; this would equal approximately 4.6 persons per field position (Madison Fire 

Department, 2012b). 
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Table 2  
Over Staffing Model 

 

 

A retrospective analysis of overtime days saved utilizing the Creative Staffing program 

from 2000 – 2011 shows a total of 3874 overtime shifts saved (Madison Fire Department, 

2012b), with an average value of $3,201,232.38 utilizing an annual overtime rate with benefits 

for each year (Madison Fire Department, 2012c). Utilizing actual staffing levels for each year 

and actual staffing cost to staff at the daily staffing level for each year would cost approximately 

$3,201,232.38 (Madison Fire Department, 2012c).  
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Table 3  
Total Overtime Shifts Saved 

 

 
Table 4  
Overtime Dollars Saved 
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Given the figures above, the next question to be answered is if the Creative Staffing 

program saves money. An analysis of the program, from 2000 to 2011, found that 3874 overtime 

shifts were saved utilizing “Pay Back” days created by the program. This averages 352 overtime 

shifts saved for each year evaluated (Madison Fire Department, 2012b). 

Based upon the amount of overtime saved minus the “Pay Back” cost and “Chief’s Aide” 

cost of the program over eleven years, the program has saved approximately $2,634,866.36. This 

is based upon average overtime cost for the department for each of the evaluated years. This 

equals an average of approximately $219,572.20 saved per year based upon average overtime 

cost of the department (Madison Fire Department, 2012c). 

 

 An analysis of staffing levels based upon existing funds find that, on average, the 

department would be $219,572 short in staffing to the current level. Based upon average current 

labor cost, this would equate to approximately three additional firefighter daily (Madison Fire 

Department, 2012c, 2012a). 

Table 5  
Calculation of Creative Staffing Cost 
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Moving in the same comparative direction and using the same funding levels, what would 

the staffing level be if the Creative Staffing program were not utilized? If savings from the 

Creative Staffing Program were not included, the department would be required to staff three 

fewer positions every day, resulting in one fewer paramedic unit available daily. 

In addition, given the savings, has the Creative Staffing program resulted in an increase 

in department staffing? The Creative Staffing program has saved the Madison Fire Department 

$2,634,866 over the years studied, after the costs of the program is taken into account. This has 

resulted in an annual savings of $219,572 (Madison Fire Department, 2012c). With this value 

added into the annual operating budget based upon current labor cost, the net impact finds an 

average of three additional staff position are available daily. 

Procedures 
 

This applied research project used descriptive methods in gathering information and data 

that would identify how the Creative Staffing Program worked, its cost effectiveness, as well as 

its ability to increase department staffing levels. The first part of this research project consisted 

of a literature review completed using the Learning Resource Center, the local library, the 

Internet, and the documents and records of the Madison Fire Departments.  Due to the topic’s 

unique focus of analyzing the Madison Fire Department’s Creative Staffing Program, external 

information was limited to that which focused directly on the program itself. Information and 

data on the program existed primarily within the Madison Fire Department. 

The researcher used the Learning Resource Center and searched utilizing key worked 

“Creative Staffing,” “Staffing Models,” “Fire Department Staffing Models,” and various 

combinations and found applied research projects on staffing levels and on staffing models, but 

none specifically addressed a plan like the Creative Staffing Program. A search of the Internet 
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was performed using Google, Google Scholar, and Yahoo. This search found articles related to 

Creative Staffing utilizing volunteers, though none related to the topic precisely. 

As part of the research, data were extracted from the department’s scheduling/payroll 

software (the Daily Activity Report or DAR) in order to determine the cost of the Creative 

Staffing program and monies saved by the program. 

The first step of the analysis was to identify all payback shifts, then to identify which 

payback shift resulted in a saved overtime shift. An average overtime rate was calculated 

including benefits for each year. This value was then multiplied by the overtime hours saved 

annually to calculate the value of the overtime saved for each year of the study. An average 

straight time cost was calculated including benefits for each year, and the total number of 

payback shifts was multiplied by the average straight time cost times three to calculate the 

annual straight time cost of all payback shifts annually created by the Creative Staffing Program. 

This was subtracted from the saved costs.  

The number of days a send-home occurred was calculated and multiplied by the annual 

average overtime cost for thirty minute to account for the chief’s aide cost. This value was also 

subtracted from the saved cost to provide the final dollars saved by the Creative Staffing 

program annually. 

Data were evaluated from the years 2000 through 2011. Prior to 2000, all scheduling 

records were maintained on paper, and these records were not readily available to the researcher. 

All records after 2000 existed in electronic format and were readily accessible. 

Limitations encountered were specific to the unique nature of the Creative Staffing 

model, in that no comparable model was identified in the fire service. Other models include the 

use of volunteer staffing which is not utilized within the Madison Fire Department.  
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Results 
 
 The results of this research stem from an analysis of literature and an analysis of Madison 

Fire Department Staffing and Payroll records for the period of time of 2000 through 2011. 

Regarding the first question, what is the Creative Staffing program, through research of Madison 

Fire Department documents, meeting minutes, notes, Memorandums of Understanding, and labor 

agreements, the researcher has identified a unique staffing model for career fire departments in 

which the model department has experienced a stable and constant staffing level since its 

implementation. The Creative Staffing Model (Madison Fire Department, 1997) allows for 

individuals based upon seniority to “volunteer” off on a day in which the department is 

overstaffed on specific day. That individual then would select a mutually agreed upon day to 

work back the shift owed. On that day, the individual would receive three hours of straight pay, 

and the department would save twenty-four hours of overtime pay. This model has saved a high 

of 475 overtime shifts in 2007 and a low of 174 overtime shifts in 2011. 

Regarding the second question, what would the cost of the same staffing level be if the 

Creative Staffing program had not been utilized, through analysis of staffing and payroll record 

for the years 2000 through 2011, the researcher identified that the total cost of overtime saved 

through the utilization of the Creative Staffing program was $3,201,232.38 based upon average 

overtime cost of the department (Madison Fire Department, 2012c). This equates to a total 

average annual savings of $219, 572.20 (Madison Fire Department, 2012c). The cost relates to 

the three-hour start time compensation to the individuals and the 30 minutes of overtime for the 

Chief’s Aide on days that send-homes occur.  

Regarding the fourth question, what would the staffing level be if the Creative Staffing 

program were not utilized using the same funding levels, the analysis of the cost saved annually 
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equated to the value of three firefighters based upon current labor cost. If no additional funds 

were added to the department’s operating budget, this decrease of three firefighters daily would 

result in the loss of a paramedic ambulance or half a fire company daily. 

In regards to the fourth question, does the Creative Staffing program save money, the 

Creative Staffing program has resulted in $3,2012,232.38 saved based upon average overtime 

cost for the time studied (Madison Fire Department, 2012c). Once the payback cost and overtime 

costs for the Chief’s Aide are subtracted from the overtime cost saved of the program, there is a 

net savings of $2,634, 866.36 saved by the Creative Staffing program for the time studied 

(Madison Fire Department, 2012c). This averages out to an annual savings of $219,572.20 or the 

equivalent of three additional firefighters based upon current labor cost (Madison Fire 

Department, 2012a). 

Regarding the final question, does the Creative Staffing program increase department 

staffing, an analysis of the Creative Staffing program finds that the impact equates to 

approximately three positions are available daily which otherwise would not be available or 

would require additional department funding (Madison Fire Department, 2012a).  

Discussion 
 

The Creative Staffing program is a unique, cost-effective solution to the challenges of 

staffing and saving money. Departments across the country are struggling daily with the issue of 

how to staff with the limited available funds (Roberts, 2010). Historically, when the Madison 

Fire Department had more staff on a given day than was needed, it would place them on a unit as 

an extra body. With enough staff, an additional rig would be brought up. When short-staffed, the 

department would run a rig short of staff goals, take a rig down, or hire back staff at one-and-a-
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half times (i.e., overtime) the normal pay rate, costing significant amounts of limited department 

funds.  

In late 1997, during a time of great labor management conflict, an idea was formed that 

would provide an alternative method of staffing to save money and increase staffing levels. This 

program was a risk for both labor and management, for trust between each other was very 

difficult. In addition, this new model had not been utilized anywhere else in the country at the 

time, so the parties involved could not follow established best practices.  

The research has shown that the Creative Staffing program has saved money and 

increased daily staffing levels. During the period of study from 2000 through 2011, the program 

has saved $2,201,232 based on average overtime cost (Madison Fire Department, 2012c). This 

averages out to $219,572 dollars saved annually after the cost of the program (Madison Fire 

Department, 2012c). This result in flexibility for personnel to volunteer for the day off and then 

work the day back at minimal cost to the department for a day that is most advantageous to the 

department, a day they are short staffed. Labor, management, and taxpayers enjoy the benefits of 

the program. This includes additional staff available daily at a bargain price. This program has 

supported department growth and, if even only temporarily, reduced the taxpayer burden of 

increased staffing levels. 

Traditional staffing models such as Constant Staffing (Martin, 2008) result in lower 

levels of staff when personnel are off or in increased costs to higher overtime to maintain staffing 

levels. Over Staffing models result in higher overall costs and days in which extra staff are 

under-utilized by over-staffing a unit or by providing additional units, which may or may not be 

needed. The Creative Staffing program avoids the weaknesses of both models by effectively 
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utilizing staffing daily and allowing extra staff to fill in days short at a minimal cost to the 

department.  

The impact of this effective program is seen daily, in the increased morale of department 

members brought on by flexibility in their schedule; in the confidence that adequate, effective 

staffing levels can create through a safer work environment; as well as in the confidence shown 

by members on the emergency scene. The department has grown in effectiveness due not only to 

the Creative Staffing program but also to the successful collaborative labor management program 

where both sides’ objectives have been achieved. In fact, the Creator Staffing program has been 

the basis of many other successes within the department. The Creative Staffing Program was the 

start of a new relationship between labor and management within the City of Madison Fire 

Department, which exceeds the monies saved annually by the program. 

Recommendations 
 

Based upon the research, this project makes three recommendations. The first is to 

continue the Creative Staffing Program indefinitely. The Creative Staffing program works to 

save the Madison Fire Department money and the citizens of Madison tax dollars, and it works 

to increase daily staffing levels. This allows the department to have more staff on the street daily 

and to better serve the community.  

The second recommendation is to conduct further research to identify the optimum 

staffing levels at which the Creative Staffing program is most effective. It is clear that some 

years are much more effective in saving overtime shifts than others. This can be correlated to 

overall department staffing levels and daily department staffing levels. If the ideal level can be 

identified, the effective of the Creative Staffing Program can be optimized. 
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The third recommendation is to conduct further research to identify if a department 

working more that a 48-hour work week could effectively utilize the Creative Staffing program 

model to save overtime costs and to increase overall staffing levels.  In essence, this seeks to 

determine if the Creative Staffing program is only effective for those departments that have not 

reached their FLSA work period maximums. 
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Appendix B 
 
Creative Staffing Cost Calculation by Year 
 

Year 
Daily 

Staffing 
Levels 

Total 
Payback 

Days 

Total 
OTs 

Saved 

 24 hour  
OT $ Ave  

 Hourly 
OT $ Ave  

 Hourly 
$ Ave 
Rate  

 Payback 
cost  OT Saved  Chiefs 

Aide Cost  

Total 
Days of 

Send 
Homes 

Total $ Save 
by Program 

2000 62 420 350  $695.47   $28.98   $19.32   $24,341.45   $243,414.50   $2,289.26  158  $216,783.79  

2001 62 942 229  $693.67   $28.90   $19.27   $54,453.10   $158,850.43   $4,436.60  307  $99,960.74  

2002 64 652 406  $644.90   $26.87   $17.91   $35,039.57   $261,829.40   $3,197.63  238  $223,592.20  

2003 64 449 353  $711.85   $29.66   $19.77   $26,635.05   $251,283.05   $2,550.80  172  $222,097.20  

2004 66 447 247  $799.25   $33.30   $22.20   $29,772.06   $197,414.75   $3,197.00  192  $164,445.69  

2005 66/68 426 313  $698.53   $29.11   $19.40   $24,797.82   $218,639.89   $2,255.67  155  $191,586.41  

2006 68 583 229  $909.46   $37.89   $25.26   $44,184.60   $208,266.34   $4,642.04  245  $159,439.71  

2007 68 561 475  $901.38   $37.56   $25.04   $42,139.52   $428,155.50   $3,793.31  202  $382,222.68  

2008 68 314 245  $846.90   $35.29   $23.53   $22,160.55   $207,490.50   $2,134.89  121  $183,195.06  

2009 68/72 929 418  $1,005.79   $41.91   $27.94   $77,864.91   $420,420.22   $6,286.19  300  $336,269.12  

2010 72/74/78 558 435  $986.88   $41.12   $27.41   $45,889.92   $429,292.80   $4,235.36  206  $379,167.52  

2011 78 1107 174  $1,012.50   $42.19   $28.13   $93,403.13   $176,175.00   $6,665.63  316  $76,106.25  
 

Total Payback Cost  Total OT Saved Net $$ Saved by Program Average savings per year 

 $566,366.02   $3,201,232.38   $ 2,634,866.36   $219,572.20  
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