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CHAPTER 1. INTRODUCTION 

I.I  BACKGROUND  

Livingston County contracted with MGT Consulting Group (MGT) in April of 2022 to conduct a 
Classification and Compensation Study. The overall objective of the study was to strengthen Livingston’s 
compensation system to ensure that the system is accurate, equitable, and market competitive so the 
County  continues to be positioned to attract and retain highly qualified employees. The 
recommendations provided in this report will assist Livingston with maintaining a competitive 
compensation system that will support the County in its goal to compensate its employees fairly and at 
market competitive rates to recruit and retain the best possible talent. 

To accomplish the County’s project goals, MGT’s study included:   

• A review of the County’s current salary schedules, related policies, benefits, and job 
descriptions. 

 A review of the data gathered through MGT’s Management Issues Paper (MIP) survey from 
supervisors to identify concerns about job titles, pay, position levels, the accuracy of job 
descriptions, recruitment, retainment, and career pathways.  

 A review of the data gathered through MGT’s Job Content Questionnaire (JCQ) to confirm each 
job’s essential duties and responsibilities, minimum education and experience requirements, 
internal and external relationships, physical requirements, and working conditions. 

 An evaluation of each job to ensure accurate and industry-standard classifications and titles, 
FLSA compliance, and appropriate market benchmarking. 

 A review and comparison of salary and benefits data from comparable organizations (as 
approved by the County). 

 The development of an updated classification and compensation system based upon relevant 
market comparisons, and the assignment of positions to appropriate placement within the 
system.  

 A summary of cost estimates, policies, and strategies to implement the proposed compensation 
structure. 

We appreciate the cooperation of the County’s Project Officer and all employees and supervisors who 
assisted in the development of job information for this study.  
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I.2 OVERVIEW OF REMAINING CHAPTERS  

 
This report contains four chapters, including this introduction. The remaining chapters include: 

• Chapter 2.0 – Approach and Methodology. This chapter presents a summary of MGT’s 
methodology for collecting data from employees and for conducting a market analysis for all 
included classifications. A description of each component is provided. 
 

• Chapter 3.0 – Results and Reports. This chapter provides information on the proposed 
compensation plan, a summary of the total cost to implement the model, and an overview of 
the benefits review component of this study. 
 

• Chapter 4.0 – Administration and Maintenance Practices. This chapter presents best practice 
guidelines for administering and maintaining compensation systems to support future pay plan 
management decisions. 
 

Additional information related to this study may be found in the appendices of this report. 
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 CHAPTER 2. APPROACH & METHODOLOGY 

2.I PROJECT ACTIVITIES  

MGT prepared the below methodological approach to address the specific issues, concerns, and 
objectives of Livingston County. Although generally accepted procedures, methodologies, and formats 
were used to conduct the study and prepare deliverables, the content of all final products was specifically 
tailored to the circumstances and requirements of Livingston County. The approach used for this 
engagement consisted of the following primary project activities:  

➢ TASK 1: CONDUCT INITIAL MEETING AND FINALIZE PROJECT WORK PLAN 
The objective of this task was to review the technical approach and strategies to be employed, to 
establish a mutually agreed upon project work plan, schedule, and team responsibilities, and to 
begin internal data collection. 

➢ TASK 2: DEVELOP AND IMPLEMENT A COMMUNICATIONS STRATEGY; HOLD ORIENTATION SESSION(S) 
The objective of this task was to understand each team member’s roles and responsibilities and to 
define the project teams’ communication lines and schedules. Additionally, the MGT project team 
developed communication materials and conducted orientation presentations as required.  

➢ TASK 3: REVIEW EXISTING CLASSIFICATION AND COMPENSATION SYSTEM  
The objective of this task was to work with the Livingston Project Officer to review existing 
compensation documentation. MGT also analyzed job descriptions, existing career ladders, and 
policies, and noted potential issues to be resolved.  

➢ TASK 4: GATHER AND EVALUATE CURRENT ORGANIZATIONAL AND EMPLOYEE JOB DATA 
The objective of this task was to gather and evaluate employee job data by administering the MGT 
Management Issues Paper (MIP) survey to offer supervisors the opportunity to identify 
compensation and classification concerns relating to their own areas of responsibility. This task also 
included administering MGT’s Job Content Questionnaire (JCQ) to collect job data for analysis. This 
task included the review of collected data to prepare for benchmarking and developing 
recommendations. 

➢ TASK 5: IDENTIFY RELEVANT RECRUITMENT MARKET(S) 
The objective of this task was to identify market data sources and to verify the appropriate 
recruitment markets and competitor/comparable organizations for benchmarking and comparisons.  

➢ TASK 6: CONDUCT MARKET SALARY AND BENEFITS SURVEY AND BENCHMARK POSITIONS 
The objective of this task was to benchmark positions from the selected market data sources. The 
MGT team also conducted a Custom Market Salary and Benefits Survey for assessing pay and 
benefits relative to total compensation.  
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➢ TASK 7: REVISE AND PREPARE JOB DESCRIPTIONS, AS NEEDED 

The purpose of this task was to review job description information and job data collected through 

MGT’s Job Content Questionnaire (JCQ) from employees to review and ensure positions are 

accurately classified and to update job descriptions as needed.  

 

➢ TASK 8: DEVELOP COMPENSATION AND CLASSIFICATION SYSTEM; PRESENT REPORT  
The objective of this task was to provide Livingston with a competitive classification and 
compensation system and provide guidance relative to policies and procedures for the maintenance 
and administration of the updated system. MGT provided Livingston with a study report, detailing 
methodology, market sources, recommendations, cost estimates and implementation strategies, 
and best practices for ongoing maintenance and administration. 

➢ TASK 9: DEVELOP IMPLEMENTATION STRATEGIES 
The objective of this task was to provide guidance and cost projections relative to the pay system 
recommendations and compensation policy for implementation and with phase-in options. 

➢ TASK 10: PROVIDE ONGOING ASSISTANCE 
The objective of this task is to provide consultation on the implementation and maintenance of the 
proposed system for 12 months following the completion of the study. 

The remaining sections of this chapter provide an overview of MGT’s key project activities. 

2.2 PROJECT INITIATION  

Upon agreement to proceed, MGT’s Project Team held a kick-off call on April 4, 2022, with the 
Livingston Project Officer to discuss the study’s objectives, timeline, and strengths and weaknesses of 
the current system. Discussions also focused on Livingston’s needs regarding the systems to be 
developed. The discussions resulted in a view of the County’s priorities for classification review, salary 
administration, and long-range planning. 

During the kick-off meeting, MGT shared a Data Request Checklist with Livingston and requested that 
Livingston provide a database of employee names, position titles, class dates, current salaries, and other 
pertinent information for analysis. This information served as a directory of the positions to be analyzed. 
Livingston also provided MGT with copies of job descriptions, and other related policies and data. 

MGT provided Livingston with communications materials, including a Study Announcement template 
and Study FAQs document, to inform employees about the study. MGT maintained frequent contact 
with the Livingston Project Officer throughout the course of the study to ensure that the components of 
the classification and compensation system met the County’s needs and goals for compensation.  
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2.3 MARKET DATA SOURCES  

One of the key components of a salary study is the market review. Relevant recruitment markets were 
identified in collaboration with the Livingston Project Officers and used for benchmarking classifications. 
The market data sources analyzed in this study are shown in Exhibit 2-1. 
 

EXHIBIT 2-1: MARKET DATA SALARY SOURCES AND RECRUITMENT AREAS 

 Salary.com CompAnalyst Online Database, August 2022  
 

The following recruitment areas were reviewed for benchmarking classifications: 

• Michigan, Statewide  

• Lansing, Michigan 

• Ann Arbor, Michigan 
 

Within these recruitment markets, the following industry scopes were used during the analysis: 
• Government - All FTEs 

• All Industries - All FTEs 
• Government - $20-$50M Revenues  

• All Industries - $20-$50M Revenues 
 
Annual average salaries were referenced for the market review.  

 MGT Consulting Group Custom Market Salary and Benefits Survey, July 2022 
 

Livingston County identified peer/competitor organizations for MGT to survey for salary and 
benefits information through MGT’s Custom Market Survey. An overview of this process is 
provided in Section 2.4. A copy of the Custom Market Survey is provided in Appendix A, and a 
copy of the Custom Market Survey Results is provided in Appendix B.  

Sources: Salary.com CompAnalyst database, 2022; MGT Consulting Group Custom Market Survey, 2022. 

 

2.4 DATA COLLECTION  

MANAGEMENT ISSUES PAPER (MIP)  

Livingston County department heads and supervisory employees were invited to participate in an online 
survey, the Management Issues Paper (MIP), to collect information about specific concerns related to 
the County’s current classification and compensation system (see Appendix C). Department heads and 
supervisory employees identified concerns or issues with specific positions, including issues of 
recruitment, retention, salary grade/range, career advancement, and position title. The MIP survey was 
distributed via email on May 3, 2022, and the survey data collection ended on May 23, 2022. A total of 
63 MIP submissions were received by MGT. The results from the MIP survey were provided to the 
County’s Project Officer in a supplemental report. 
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JOB CONTENT QUESTIONNAIRE (JCQ) 

MGT used a survey instrument called a Job Content Questionnaire (JCQ) (see Appendix D) to collect data 
on job positions for analysis. All employees with positions included in the study were provided the 
opportunity to complete a JCQ.  

The data from the JCQ was used to determine the primary duties of each position, the 
required minimum education, experience, skills, and training for each position, and to compare jobs to 
the identified comparable markets. The JCQ collected job data on various factors, including:   

• Essential job duties   
• Knowledge, skills, and abilities  
• Function within the organization  
• Education required  
• Experience required  
• Work performed  
• Responsibility and leadership  
• Decision-making  
• Financial authority  
• Physical and dexterity requirements  
• Environmental hazards and working conditions  
• Sensory requirements  

 
The JCQ was distributed to employees via e-mail on May 9th and was closed on May 20th.  

CUSTOM MARKET SURVEY 

Livingston identified peer/competitor organizations that were invited to participate in MGT’s Custom 
Market Salary and Benefits Survey on July 6th for comparisons relative to total compensation (see 
Chapter 3 for more information about the benefits data gathered through this project activity). Salary 
and benefits data was requested through MGT’s Custom Market Survey for the following organizations: 

Counties: 

1. Allegan County, MI 
2. Berrien County, MI 

3. Ingham County, MI 

4. Jackson County, MI 

5. Kalamazoo County, MI 

6. Monroe County, MI 

7. Muskegon County, MI  

8. Ottawa County, MI 

9. Saginaw County, MI 

10. St. Clair County, MI 

11. Washtenaw County, MI 
*Counties listed above are the core/primary comparison group.  
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Townships: 

12. Brighton City, MI 
13. Charter Township of Brighton, MI 
14. Genoa Township, MI 
15. Howell City, MI 
16. Howell Township, MI 
17. Marion Township, MI 
18. Oceola Township, MI 
19. Putnam Township, MI 
20. Green Oak Township, MI 
21. Hamburg Township, MI 

 

School Districts:  

22. Hartland Consolidated Schools 
23. Howell Public Schools 
24. Livingston Educational Service Agency (ESA) 
25. Fowlerville Community Schools 
26. Brighton Area Schools 
27. Pinckney Community Schools 

 

Other Organizations:  

28. State Court Administrative Office (SCAO) 
29. Ford 
30. GM 
31. University of Michigan - Ann Arbor 
32. Cleary University 
33. Michigan Department of Health & Human Services 
34. Michigan Department of Environment, Great Lakes, and Energy (EGLE) 
35. Michigan Department of Agriculture and Rural Development (MDARD) 
36. STARS - Saginaw 
37. ICTC - Isabella County 
38. BCT - Battle Creek 
39. MATS - Muskegon 
40. MAX - Holland 

 
The survey queried comparison organizations about their organization’s minimum, midpoint,  maximum  
and average salaries associated with selected positions, which included the following benchmark 
positions: 

1. Administrative Specialist  
2. Benefits Specialist  
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3. Building Inspector/Plan Reviewer 
4. Chief Deputy County Clerk  
5. Deputy Circuit Court Clerk  
6. Deputy Director of Human Resources 
7. Driver (CDL) 
8. Election Specialist/Deputy Clerk 
9. Elections Coordinator/Deputy Clerk  
10. Emergency Management Regional Planner 
11. Engineering Surveyor  
12. Senior Financial Analyst 
13. Lead Court Security Officer  
14. Maintenance Mechanic  
15. Network Administrator 
16. Office Manager  
17. Public Safety Technician Specialist  
18. Senior Appraiser  
19. Senior Payroll Clerk  
20. Senior Vital Records Clerk  
21. Specialty Courts and Programs Administrator 
22. Veterans Affairs Director 
23. Vital Records Clerk  
24. Prosecutor 
25. Assistant Prosecutor (1,2&3)  
26. Attorney Referee/Juvenile 
27. Attorney/Referee FOC  
28. Research Attorney 
29. Law Clerk/Attorney Magistrate 
30. Chair BOC 
31. Commissioners 
32. Vice Chair BOC 
33. County Clerk  
34. Drain Commissioner  
35. Register of Deeds 
36. Sheriff 
37. Treasurer 

 
The survey also asked respondents to provide benefits information for comparisons and input relative to 
their organizational policies, such as cost-of-living adjustments and remote work policy.    

Several e-mail reminders and follow-up calls were made to encourage participation. The survey was 
closed on July 22nd following a request for a deadline extension and additional outreach. Additional 
data was gathered through online research. A copy of the survey tool used in this data collection is 
included in Appendix A, and a copy of the Custom Market Survey results is provided in Appendix B.  
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2.5 POSITION REVIEW AND PLAN DEVELOPMENT  

MGT conducted an extensive review of Livingston positions relative to their job duties, qualifications, 
and responsibilities to determine any recommended position title updates or reclassifications. MGT also 
reviewed job descriptions/data and responses from the Management Issues Paper (MIP) survey to 
conduct the job review and to identify the appropriate recruitment markets and benchmark 
comparisons for determining any needed market adjustments and job updates. A database of all 
benchmark data reviewed during the study was provided to the Livingston Project Officer for reference 
and to support implementation and future maintenance and administration. Exhibit 2-2 provides an 
overview of MGT’s process for assessing the County’s positions, assessing market competitiveness, and 
developing pay plan recommendations. 
 

EXHIBIT 2-2: OVERVIEW OF REVIEW PROCESSES

 
Source: MGT Consulting Group, 2022. 

Generally, market benchmarks in classification and compensation studies reflect the overall market 
annual average salary of incumbents in a classification. Dependent on market data availability, other 
market salaries may also be referenced, including the market range minimum, midpoint, and maximum 
salary rates. It should be noted that in any market comparison there are no mirror images for an 
organization, and position matches involve judgment in making comparisons. Through a detailed 
compilation and comprehensive review of the determined competitive markets, one can establish a 
general guide to assess market conditions. In reviewing the County’s positions, a considerable amount of 
data was generated to select appropriate competitive markets and position benchmarks to conduct 
comparisons.  
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A copy of Livingston’s pre-study pay plan and grade order are provided in Appendix E for reference. 
Livingston’s pre-study pay plan was assessed for market competitiveness by using the benchmarks’ 
market salaries to determine if the pay plan’s structure was adequate to accommodate adjusting to 
market rates and allowing room for growth, or if a new system would need to be developed. As a result 
of this assessment, MGT developed an updated pay plan for Livingston to adjust positions appropriately 
to their respective markets, allow room for career advancement, avoid salary compression, and 
strengthen the County’s market competitiveness (see Chapter 3.0 and Appendix F for the proposed 
pay plan). Positions were assigned to pay grades per their market benchmarks and were reviewed and 
adjusted relative to recruiting needs, job family hierarchies, and supervisory lines as necessary.  
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CHAPTER 3. RESULTS AND REPORTS 

3.I PROPOSED PLAN AND IMPLEMENTATION 

MGT maintained a single pay plan for Livingston consisting of 16 grades and 9 steps. The plan has a 6 
percent spread between the minimum and midpoint of the market (which is step 3 on the proposed 
schedule), and an 18 percent spread between the midpoint of the market (step 3) and the maximum at 
step 9 (24 percent total spread). The proposed pay plan provided in Exhibit 3-1 (and Appendix F) is a 
result of this study’s market analysis. The midpoint of the market (step 3) for each grade represents the 
average market salary for the positions assigned to the grade. All grades in the plan are separated by 
varying percentages from 5 to 10 percent.  

EXHIBIT 3-1: PROPOSED PAY PLAN  

Source: MGT Consulting Group, 2022. 
The pay plan is based on a 40-hour work week. 
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Each job classification was assigned to a pay grade within the proposed pay plan per their market 
benchmarks. The positions were further reviewed and adjusted relative to recruiting needs, hierarchies, 
and supervisory lines as necessary.  
 
MGT encourages the expeditious implementation of the proposed pay plan as the plan and grade 
assignment recommendations are based on the most current competitive market data available. MGT 
recommends that the following phase-in priorities be established: 

1. All employees below the minimum salary of their recommended assigned pay grade should be 
adjusted to the minimum salary as soon as possible (within 1-year as best practice).  

 

2. The remaining adjustment costs should also be applied during the first year of implementation 
to avoid compression (20-25 percent as best practice). 
 

3. All remaining adjustments should be completed based upon a set implementation schedule (and 
as budget allows) to avoid compression, maintain internal equity, and ensure classifications stay 
competitive with the market.  

 
Exhibit 3-2 summarizes the estimated fiscal impact of the proposed adjustments to the County pay plan. 
The total estimated fiscal cost of the proposed recommendations is $1,156,153.80.  
 

EXHIBIT 3-2: TOTAL ADJUSTMENT COST ESTIMATES  

 
Source: MGT Consulting Group, 2022.  

 
It is recommended that employee salaries be either maintained at their current level or adjusted 
upward according to the proposed pay plan and policy recommendations provided in this report and 
that no employees’ salaries be reduced. The estimates provided in this report are based on the latest 
employee information provided to MGT by Livingston (received 10/7/22). Any employee data changes 
occurring after this date should be accounted for in the implementation plan prior to taking effect. 

MGT has provided the following four study reports in the Appendices listed below that will assist 
Livingston with implementing the proposed pay plan recommendations: 

Grade Order List Report - Appendix G indicates the pay grade to which each job class would be 
assigned under the proposed plan. It further indicates the annualized minimum, market (step 3 of 
the schedule), and maximum pay for each pay grade.  
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3.2 COMPARATIVE BENEFITS AND POLICIES REVIEW  

This report section focuses on a comparative assessment of Livingston County’s benefits in comparison 
to peer and competitor organizations identified by the County. Benefits data were gathered from the 
selected organizations (see listing in Chapter 2.0) through MGT’s Custom Market Salary and Benefits 
Survey, outreach, and online research. This report section includes an overview of Livingston County’s 
benefits offerings followed by the comparative assessment. 

OVERVIEW OF COUNTY BENEFITS 

MGT reviewed the benefits information provided by the County’s Human Resources and from the 
County’s website to gather data to review the current state of its benefits program. Livingston County 
offers its full-time employees a variety of benefits, including: 

• Health insurance, which is offered through Blue Cross Blue Shield of Michigan. There are three 
options for non-union employees which include Community Blue PPO 4, Community Blue PPO 6, 
and High Deductible Health Plan. Currently, the County pays for 80-90 percent of the cost of 
health insurance for most employees, depending on the date of hire for the employee. The rates 
for 2022 for the three plans and two tiers are provided in Exhibit 3-1.  

• Dental insurance, which is offered through Blue Cross Blue Shield of Michigan. The rates for the 
plan are provided in Exhibit 3-3. 

• Vision insurance, which is offered through MetLife. The rates for the plan are provided in Exhibit 
3-4. 

• Retirement, which is offered through the Municipal Employees’ Retirement System of Michigan 
(MERS). The details of the plan are provided in Exhibit 3-5. 

• Paid leave, which includes sick leave, vacation, and holiday. See Exhibit 3-6 for leave totals. 

 

Livingston County offers health coverage at a minimal cost to employees depending on the plan 
selected. Exhibit 3-1 shows the amounts for health insurance monthly premium rates for 2022.  

 

EXHIBIT 3-1: 2022 HEALTH INSURANCE BI-WEEKLY PREMIUM RATES 

COVERAGE CLASS TIER 
1 (Hired Before 

11/1/2009) 
BCBSM PPO 4 BCBSM PPO 6 HDHP 

Single $28.58 $44.84 $0.00 

2 Person $68.59 $107.61  

2 Person Spouse $78.59 $117.61  

Family $85.73 $134.52 $0.00 

Family w/Spouse $95.73 $144.52  
Source: Livingston County Human Resources, 2022.  
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COVERAGE CLASS TIER 
2 (Hired After 

11/1/2009) 
BCBSM PPO 4 BCBSM PPO 6 HDHP  

Single $57.16 $73.42 $0.00 

2 Person $137.17 $176.20  

2 Person Spouse $147.17 $186.20  

Family $171.47 $220.25 $0.00 

Family w/Spouse $181.47 $230.35  
Source: Livingston County Human Resources, 2022.  

 

BENEFITS COMPARATIVE ANALYSES  
 
As part of MGT’s data collection, selected peer and competitor organizations were asked to provide the 
overall average value of their benefits package as a percentage of the total compensation offered to 
their employees. One of the primary indicators of market competitiveness is the value of an 
organization’s benefits package relative to total compensation.  
 
To calculate the total benefits to compensation percentage, MGT uses the equation: 
 

% Benefits to Total Compensation = Annual Value of Benefits/Total Compensation 
 
To determine the values needed for this equation, MGT uses the equation: 
 

Total Compensation = Annual Cash Compensation + Annual Value of Benefits 
 
An employee’s annual cash compensation can be defined as all compensation that is paid directly to an 
employee. It is the combined value employers pay for Base pay (salary/hourly rates) and Bonuses and/or 
incentive pay. The annual value of benefits includes all compensation that is not paid directly to an 
employee. This value is calculated in addition to base salary and incentive pay and is the combined value 
of the following components: 
 

- Medical benefits coverage 

- Paid time off (includes vacation/sick/PTO, holiday, personal, etc.) 

- Disability Insurance 

- Life Insurance 

- Retirement benefits (including 401(k)/403(b), pension plans, etc.) 

- FICA (Social Security, etc.) 

- Worker’s Compensation  
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COUNTY ORGANIZATION FINDINGS  

As shown in Exhibit 3-2, the responding county organizations reported an average benefits package value 
of 37.83 percent compared to Livingston County at 34.0 percent, a difference of 3.83 percent. Core county 
peer benefits values ranged from 36.50 percent to 40.0 percent at the time the survey was conducted. 
The overall peer average of all organizations surveyed was 35.70 percent, compared to Livingston County 
at 34.0 percent, a difference of 1.70 percent. 

 

EXHIBIT 3-2: OVERALL AVERAGE BENEFIT VALUE AS A PERCENTAGE OF TOTAL COMPENSATION  

ORGANIZATION BENEFITS PERCENTAGE OF TOTAL COMPENSATION 

Livingston County, MI 34.0% 

Peer Average  37.83% 

Overall, Peer Average of all Organizations 35.70% 

Berrien County, MI Varies by bargaining status and unit. 

Ingham County, MI  Varies by union group. 

Jackson County, MI  37.00% 

Kalamazoo County, MI  36.50% 

Muskegon County, MI  40.00% 

Source: MGT Custom Market Survey, 2022.  

 

Exhibit 3-3 shows whether dental insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the 
employer. Livingston County provides its dental insurance through Blue Cross Blue Shield of Michigan as 
a voluntary benefit. Most of the responding peer organizations shown below offer dental insurance as a 
voluntary benefit with a percentage paid by the employer. 

EXHIBIT 3-3: DENTAL INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI TIER 1 Voluntary 
Employee: $1.65 
E + Spouse: $3.29 

Family: $5.77 

LIVINGSTON COUNTY, MI TIER 2 
 

Voluntary 
 

Employee: $3.29 
E + Spouse: $6.59 

Family: $11.53 

Peer Average  Voluntary  % Paid by employer 

Overall, Peer Average of all 
Organizations 

Voluntary Unknown  

ALLEGAN COUNTY, MI  Voluntary 5% Employer Paid  
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INGHAM COUNTY, MI  Voluntary 
Included in Medical 

 

KALAMAZOO COUNTY, MI Contributory  80% Employer Paid 

MONROE COUNTY, MI Voluntary 100% Employee Paid  

 BERRIEN COUNTY, MI  Voluntary  80% Employer Paid 

MUSKEGON COUNTY, MI Voluntary  90% Employer Paid  

JACKSON COUNTY, MI Voluntary Included in Medical 

SAGINAW COUNTY, MI Voluntary 100% Employee Paid  

ST. CLAIR COUNTY, MI  Voluntary Included in Medical 

WASHTENAW COUNTY, MI Voluntary 100% Employee Paid 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 

 

Exhibit 3-4 shows whether vision insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the 
employer. Livingston County offers voluntary vision insurance for employees (opt-out payment varies 
per bargaining unit). Of the responding peer organizations, one organization offers vision as a 
contributory insurance, four as a voluntary benefit, and two organizations include vision insurance 
within their health benefit. 

EXHIBIT 3-4: VISION INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI Voluntary 
Employee: $3.45 
E + Spouse: $6.56 

Family: $9.63 

Peer Average  Voluntary  % is paid by the employer 

Overall, Peer Average of all 
Organizations 

Voluntary Unknown  

ALLEGAN COUNTY, MI  N/A N/A 

INGHAM COUNTY, MI Voluntary  Included in Medical 

KALAMAZOO COUNTY, MI Contributory  80% Employer Paid  

 BERRIEN COUNTY, MI  Voluntary  90% Employer Paid  

MUSKEGON COUNTY, MI Voluntary  N/A 

JACKSON COUNTY, MI Voluntary  Included in Medical 
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SAGINAW COUNTY, MI Voluntary 100% Employer Paid  

WASHTENAW COUNTY, MI Voluntary 100% Employee Paid  

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but data unavailable. 

 

 

Exhibit 3-5 provides an overview of the surveyed organizations’ retirement plans offered and the 
percentage match by employers if offered. Livingston County offers a MERS Defined Contribution Plan in 
which the County contributes a match of 8 percent and a MERS Hybrid Plan in which the County 
contributes 3 percent. Most of the responding organizations offer a MERS Defined Contribution Plan.  

EXHIBIT 3-5: RETIREMENT PLAN COMPARISON  
ORGANIZATION RETIREMENT PLANS OFFERED  EMPLOYER MATCH PERCENTAGE  

LIVINGSTON COUNTY, MI MERS Defined Contribution Plan  
MERS Hybrid Plan 

8% (non-union employees hired after 1/1/2022/ 
MERS Defined Contribution Plan) 

3% (non-union employees hired between 
7/6/2009 and 1/1/2022 / MERS Hybrid Plan) 

Peer Average  Defined Contribution Plan 6% 

Overall, Peer Average of 
all Organizations 

Defined Contribution Plan 
403b Plan  

5% 

Allegan County, MI  MERS Defined Contribution Plan N/A 

Berrien County, MI  Voluntary 457b Varies by Bargaining Unit status 

Ingham County, MI  MERS Defined Contribution Plan Varies by Bargaining Unit status 

Jackson County, MI  
Defined Benefit & 

 Defined Contribution Plan 

Employer match for the Defined Contribution plan 
is dependent on each bargaining unit (most are at 

a 5% matching, but deputies are at 6%) 

Kalamazoo County, MI  457 Deferred Compensation Plan N/A 

Monroe County, MI MERS Defined Contribution Plan N/A 

Muskegon County, MI  
Defined Benefit & 

 Defined Contribution Plan 

Defined Benefit: 13.5%  
Defined Contribution: 6% 

Ottawa County, MI  
MERS Defined Contribution Plan &  

457b Plan 
MERS Defined Contribution Plan: 6% 

457: $1,000 Annual contribution 

Saginaw County, MI MERS Defined Contribution Plan N/A 

St. Clair County, MI  
Defined Benefit and Defined 

Contribution Plan 
N/A 

Washtenaw County, MI  MERS Defined Contribution Plan N/A 

Source: MGT Custom Market Survey, 2022. 
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The annual maximum number of hours offered for paid leave by each organization and each leave type 
are displayed in Exhibit 3-6.  

- Livingston County offers a maximum of 48 hours of sick leave annually compared to the peer 
organizations, which offer an average of 68 hours (ranging from 40 to 104 hours).  

- Livingston County offers a maximum of 176 hours of paid vacation leave annually compared to 
the peer average of 137.6 hours (ranging from 72 to 304 hours).  

- Livingston County offers a maximum of 104 hours of paid holiday leave annually compared to 
the peer average of 72 hours (ranging from 64 to 200 hours).  

- Livingston County offers a maximum of 8 hours for personal leave. One organization offers 40 
hours of paid medical leave, and two organizations offer personal and/or floating days. The 
average of those two peers is 28 hours (ranging from 16 hours to 40 hours). 

 

EXHIBIT 3-6: MAXIMUM NUMBER OF ANNUAL PAID LEAVE DAYS/HOURS  

ORGANIZATION SICK VACATION HOLIDAY OTHER 

LIVINGSTON COUNTY, MI  
6 days per year / 

48 hours  
22 days per year / 176 

hours  
13 days per year / 

104 hours  
1 day / 8 hours  

Peer Average  
8.5 days / 68 

hours 
17 days / 136 hours  13 days / 104 hours   4 days / 32 hours  

Overall, Peer Average of all 
Organizations 

7 days / 56 hours  18 days / 144 hours  12 days / 96 hours   4 days / 32 hours  

ALLEGAN COUNTY, MI  N/A N/A 13 days / 104 hours N/A 

BERRIEN COUNTY, MI  
13 days / 104 

hours  
12 days / 96 hours  

 
25 days / 200 hours  

2 personal days / 16 
hours 

INGHAM COUNTY, MI  N/A N/A 13 days / 104 hours N/A 

JACKSON COUNTY, MI  
6 days   / 48 

hours  
38 days / 304 hours  11 days / 88 hours  N/A 

KALAMAZOO COUNTY, MI  5 days / 40 hours  9 days / 72 hours  13 days / 104 hours 

40 hours of Paid 
Medical Leave 

available the first full 
pay period of July 

MUSKEGON COUNTY, MI  
10 days / 80 

hours  
15 days / 120 hours 12 days / 96 hours  N/A 

OTTAWA COUNTY, MI  N/A N/A 8 days / 64 hours  
5 floating days / 40 

hours  

WASHTENAW COUNTY, MI  N/A 12 days / 96 hours  8 days / 64 hours N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or leave offered but data unavailable. 
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In addition to health coverage, dental, vision, and retirement plans, the responding organizations also 
provided information about the other benefits offered to their employees, as shown in Exhibit 3-7. Most 
of the responding organizations offer similar additional benefits as Livingston County, including Life 
Insurance, Disability Insurance, Employee Assistance Programs, and Health Savings Accounts. 
 

EXHIBIT 3-7: ADDITIONAL BENEFITS OFFERED TO EMPLOYEES 
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Life Insurance Y Y Y Y Y Y   Y  Y Y 
Critical Illness 
Insurance 

Y Y   Y      Y  

Accident 
Insurance 

Y Y  Y Y      Y Y 

Cancer Insurance Y    Y      Y  
Disability 
Insurance 

Y Y Y Y Y Y  Y Y  Y Y 

Sick Leave Bank Y  Y Y Y   Y   Y  
Flex Spending 
Account 

Y            

Health Savings 
Account 

Y  Y Y Y  Y Y Y  Y Y 

EAP (Employee 
Assistance 
Program) 

Y Y Y Y Y Y Y Y Y Y Y Y 

Education 
Assistance / 
Tuition 
Reimbursement 
Program 

Y Y   Y Y Y  Y  Y Y 

Pet Insurance Y          Y  

Legal             

Sabbatical             

Cell/Allowance     Y Y     Y  
PTO (Paid Time 
Off) Bank  

  Y  Y Y  Y   Y  

Dependent Care 
Assistance  

Y     Y     Y  

Vehicle 
Allowance 

          Y  

Wellness/Fitness Y Y  Y Y Y Y  Y  Y  

Source: MGT Custom Market Survey, 2022. Blanks indicate unknown or not listed as a benefit.  
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POLICIES COMPARATIVE SUMMARY    

In addition to collecting data regarding salary and benefits from the surveyed organizations, the survey 
also queried organizations about specific policies relating to the administration of their compensation 
systems and pay practices.  
 
Exhibit 3-8 provides a summary of the peer responses regarding organizational policy adopted to address 
employees with long tenures or those employees that reach the top of their pay range.  

 

EXHIBIT 3-8: POLICY REGARDING EMPLOYEES AND LONGEVITY  

ORGANIZATION  POLICY 

BERRIEN COUNTY, MI No longevity policy.  

INGHAM COUNTY, MI  
Ingham County's union and non-union compensations are based on years of service 
(steps). Those who were grandfathered still receive longevity pay. 

 

JACKSON COUNTY, MI  

Jackson County's Union and Non-Union Compensation tables are based on years of 
service steps (rewarding employees for longevity). A couple of our CBAs have 

grandfathered language regarding annual longevity payments, but there are only a 
handful of employees that are still eligible. 

MONROE COUNTY, MI  
An employee that completes a year of employment will be upgraded a step within 

their pay grade each year at the date of their anniversary until they reach the top of 
the pay grade. 

MUSKEGON COUNTY, MI  
5 years of service: $250 annual payment; +$50 added for each subsequent year. 

Maximum payout: $1,250 

Source: MGT Custom Market Survey, 2022. 

 
Exhibit 3-9 provides a summary of the peer responses regarding whether their pay plans receive regular 
Cost-of-Living Adjustments, and if so, how the Cost-of-Living (COLA) Policy is applied.  
 

EXHIBIT 3-9: POLICY REGARDING COST-OF-LIVING ADJUSTMENTS   

ORGANIZATION  POLICY 

BERRIEN COUNTY, MI Administered at the first of the calendar year. 

INGHAM COUNTY, MI  Cost-of-living is adjusted annually.  

JACKSON COUNTY, MI  

Non-Union cost of living adjustments are reviewed by the BOC on an annual basis and 
any increases are implemented on Jan 1 of each year. This past year, non-union 
employees received a 3% across the board increase. CBA (collective bargaining 

agreements) (collective bargaining agreements) contracts have been negotiated for a 3-
year period with 11 different union groups. The County only has two groups that are 312 

arbitration eligible. 

MONROE COUNTY, MI  
Currently undergoing a Base Wage Adjustment from 2021 to 2024. Wages will increase 

at certain percentages each year. 

MUSKEGON COUNTY, MI  
Administered annually, payment is based on Consumer Price Index. Maximum payment: 

$416. 

Source: MGT Custom Market Survey, 2022. 
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TOWNSHIP FINDINGS  

As shown in Exhibit 3-10, the responding Townships reported an average benefits package value of 20 
percent compared to Livingston County at 34.0 percent, a difference of 14.0 percent.  

 

EXHIBIT 3-10: OVERALL AVERAGE BENEFIT VALUE AS A PERCENTAGE OF TOTAL COMPENSATION  

ORGANIZATION BENEFITS PERCENTAGE OF TOTAL COMPENSATION 

LIVINGSTON COUNTY, MI 34.0% 

GENOA TOWNSHIP, MI 20.0% 

Source: MGT Custom Market Survey, 2022.  

 
Exhibit 3-11 shows whether dental insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the 
employer. Livingston County provides its dental insurance through Blue Cross Blue Shield of Michigan as 
a voluntary benefit. Most of the responding peer organizations shown below offer dental insurance as a 
voluntary benefit. 

EXHIBIT 3-11: DENTAL INSURANCE COMPARISON  
ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI TIER 1 Voluntary 
Employee: $1.65 
E + Spouse: $3.29 

Family: $5.77 

LIVINGSTON COUNTY, MI TIER 2 
 

Voluntary 
 

Employee: $3.29 
E + Spouse: $6.59 

Family: $11.53 

GREEN OAK TOWNSHIP, MI Voluntary  N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 

 

Exhibit 3-12 shows whether vision insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the 
employer. Livingston County offers voluntary vision insurance for employees. Of the responding peer 
organization, vision is offered as a voluntary benefit. 

EXHIBIT 3-12: VISION INSURANCE COMPARISON  
ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI Voluntary 
Employee: $3.45 
E + Spouse: $6.56 

Family: $9.63 

GREEN OAK TOWNSHIP, MI Voluntary N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but data unavailable.  
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Exhibit 3-13 provides an overview of the surveyed organizations’ retirement plans offered and the 
percentage match by employers if offered. Livingston County offers a MERS Defined Contribution Plan in 
which the County contributes a match of 8 percent and a MERS Hybrid Plan in which the County 
contributes 3 percent. The two responding organizations offer a Defined Contribution Plan with an 
employer contribution; the amount varies.  
 

EXHIBIT 3-13: RETIREMENT PLAN COMPARISON  

ORGANIZATION RETIREMENT PLANS OFFERED  EMPLOYER MATCH PERCENT  

LIVINGSTON COUNTY, MI 
MERS Defined Contribution Plan  

MERS Hybrid Plan  

8% (non-union employees hired after 
1/1/2022/ MERS Defined 

Contribution Plan) 
3% (non-union employees hired 

between 7/6/2009 and 1/1/2022 / 
MERS Hybrid Plan) 

PUTNAM TOWNSHIP, MI Defined Contribution Plan Only 3% Employer contribution 

GREEN OAK TOWNSHIP, MI 
Municipal Employee’s Retirement 

System of Michigan 
Varied 

Source: MGT Custom Market Survey, 2022. 

 
 
The annual maximum number of hours offered for paid leave by each organization and each leave type 
are displayed in Exhibit 3-14.  

- Livingston County offers a maximum of 48 hours of sick leave annually compared to the peer 
organizations, which offer an average of 0 hours.  

- Livingston County offers a maximum of 176 hours of paid vacation leave annually compared to 
the peer average of 0 hours.  

- Livingston County offers a maximum of 104 hours of paid holiday leave annually compared to 
the peer average of 0 hours.  

- Livingston County offers a maximum of 8 hours for personal leave. The responding peer does 
not offer personal/other leave.  

EXHIBIT 3-14: MAXIMUM NUMBER OF ANNUAL PAID LEAVE DAYS/HOURS  

ORGANIZATION SICK VACATION HOLIDAY OTHER 

LIVINGSTON COUNTY, MI 
6 days per year / 

48 hours  
22 days per year / 176 hours  

13 days 
per year / 
104 hours  

  

1 day / 8 hours  

PUTNAM TOWNSHIP, MI  0 0 
13 days / 
104 hours 

N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or leave offered but data unavailable.  
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In addition to health coverage, dental, vision, and retirement plans, the responding organizations also 
provided information about the other benefits offered to their employees, as shown in Exhibit 3-15. The 
responding organizations offer similar additional benefits to Livingston County, including Life Insurance 
and Disability Insurance. 

EXHIBIT 3-15: ADDITIONAL BENEFITS OFFERED TO EMPLOYEES 
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Life Insurance Y Y Y 

Critical Illness Insurance Y   

Accident Insurance Y   

Cancer Insurance Y   

Disability Insurance Y Y  

Sick Leave Bank Y   

Flex Spending Account Y   

Health Savings Account Y   

EAP Y   

Education Assistance / Tuition 
Reimbursement Program 

Y   

Pet Insurance Y   

Legal    

Sabbatical    

Cell/Allowance    

PTO Bank     

Dependent Care Assistance  Y   

Vehicle Allowance    

Wellness/Fitness Y   

Source: MGT Custom Market Survey, 2022.  
Blanks indicate unknown or not listed as a benefit.  
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POLICIES COMPARATIVE SUMMARY    

In addition to collecting data regarding salary and benefits from the surveyed organizations, the survey 
also queried organizations about specific policies relating to the administration of their compensation 
systems and pay practices.  
 
Exhibit 3-16 provides a summary of the peer responses regarding organizational policy adopted to 
address employees with long tenures or those employees that reach the top of their pay range.  

 

EXHIBIT 3-16: POLICY REGARDING EMPLOYEES AND LONGEVITY  

ORGANIZATION POLICY  

PUTNAM TOWNSHIP, MI 
The Supervisor, Clerk, and Treasurer perform annual reviews and make 

recommendations for each individual's compensation and present them to the Board 
for approval. 

Source: MGT Custom Market Survey, 2022. 

 
Surveyed peers did not provide information regarding whether their pay plans receive regular Cost-of-
Living Adjustments, and if so, how the Cost-of-Living (COLA) Policy is applied. 

 

SCHOOL DISTRICT FINDINGS  

As shown in Exhibit 3-17, the responding School Districts reported an average benefits package value of 
45 percent compared to Livingston County at 34.0 percent, a difference of 11.0 percent.  

 

EXHIBIT 3-17: OVERALL AVERAGE BENEFIT VALUE AS A PERCENTAGE OF TOTAL COMPENSATION  

ORGANIZATION BENEFITS PERCENTAGE OF TOTAL COMPENSATION 

LIVINGSTON COUNTY, MI 34.0% 

LIVINGSTON EDUCATIONAL SERVICE AGENCY (ESA), MI 45.0% 

Source: MGT Custom Market Survey, 2022.  
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Exhibit 3-18 shows whether dental insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the employer. 
Livingston County provides its dental insurance through Blue Cross Blue Shield of Michigan as a 
voluntary benefit. All of the peer organizations shown below offer dental insurance as a benefit. 

 
EXHIBIT 3-18: DENTAL INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM  

LIVINGSTON COUNTY, MI TIER 1 Voluntary 
Employee: $1.65 
E + Spouse: $3.29 

Family: $5.77 

LIVINGSTON COUNTY, MI TIER 2 
  

Voluntary 
  

Employee: $3.29 
E + Spouse: $6.59 

Family: $11.53 

HARTLAND CONSOLIDATED SCHOOLS, MI Offered N/A 

HOWELL PUBLIC SCHOOLS, MI  Offered N/A 

LIVINGSTON EDUCATIONAL SERVICE 
AGENCY (ESA), MI 

Offered N/A 

FOWLERVILLE COMMUNITY SCHOOLS, MI Offered N/A 

BRIGHTON AREA SCHOOLS, MI Offered N/A 

PINCKNEY COMMUNITY SCHOOLS, MI Offered N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 

 

 

 

Exhibit 3-19 shows whether vision insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the employer. 
Livingston County offers voluntary vision insurance for employees. All of the peer organizations shown 
below offer vision insurance as a benefit. 

 
EXHIBIT 3-19: VISION INSURANCE COMPARISON  

 
ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI Voluntary 
Employee: $3.45 
E + Spouse: $6.56 

Family: $9.63 

HARTLAND CONSOLIDATED 
SCHOOLS, MI 

Offered N/A 

HOWELL PUBLIC SCHOOLS, MI  Offered N/A 

LIVINGSTON EDUCATIONAL 
SERVICE AGENCY (ESA), MI 

Offered N/A 

FOWLERVILLE COMMUNITY 
SCHOOLS, MI 

Offered N/A 
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BRIGHTON AREA SCHOOLS, MI Offered N/A 

PINCKNEY COMMUNITY SCHOOLS, 
MI 

Offered N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 

 
 

Exhibit 3-20 provides an overview of the surveyed organizations’ retirement plans offered and the 
percentage match by employers if offered. Livingston County offers a MERS Defined Contribution Plan in 
which the County contributes a match of 8 percent and a MERS Hybrid Plan in which the County 
contributes 3 percent. Most of the responding organizations offer a 403b plan, with employer matches 
that vary. 

 

EXHIBIT 3-20: RETIREMENT PLAN COMPARISON  

ORGANIZATION RETIREMENT PLANS OFFERED  EMPLOYER MATCH PERCENT  

LIVINGSTON COUNTY, MI 
• MERS Defined Contribution 

Plan 

• MERS Hybrid Plan  

8% (non-union employees hired after 
1/1/2022/ MERS Defined 

Contribution Plan) 
3% (non-union employees hired 

between 7/6/2009 and 1/1/2022 / 
MERS Hybrid Plan) 

HARTLAND CONSOLIDATED SCHOOLS, 
MI 

403b Plan  N/A 

HOWELL PUBLIC SCHOOLS, MI  
403b Plan  
401k Plan  

N/A 

LIVINGSTON EDUCATIONAL SERVICE 
AGENCY (ESA), MI 

403b Plan  
Varies based on the ORS plan that is 

selected 

FOWLERVILLE COMMUNITY SCHOOLS, 
MI 

403b Plan  N/A 

BRIGHTON AREA SCHOOLS, MI 
Defined Benefit Plan  

Defined Contribution Plan  
Pension Plus Plan  

N/A 
 

PINCKNEY COMMUNITY SCHOOLS, MI 
403b Plan  
457b Plan 

N/A 
 

Source: MGT Custom Market Survey, 2022. 
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The annual maximum number of hours offered for paid leave by each organization and each leave type 
are displayed in Exhibit 3-21.  

- Livingston County offers a maximum of 48 hours of sick leave annually compared to the peer 
organizations, which offer an average of 80 hours.  

- Livingston County offers a maximum of 176 hours of paid vacation leave annually compared to 
the peer average of 155 hours (ranging from 144 to 160 hours).  

- Livingston County offers a maximum of 104 hours of paid holiday leave annually compared to 
the peer average of 80 hours (ranging from 80 to 88 hours). 

- Livingston County offers a maximum of 8 hours for personal leave. Responding peers average 24 
hours for personal days and 40 hours for bereavement (ranging from 16 to 32 hours for personal 
days). 

  

EXHIBIT 3-21: MAXIMUM NUMBER OF ANNUAL PAID LEAVE DAYS/HOURS  

ORGANIZATION SICK VACATION HOLIDAY OTHER 

LIVINGSTON COUNTY, MI 
6 days per year / 

48 hours  
22 days per year / 

176 hours  
13 days per year / 

104 hours  
1 day / 8 hours  

HARTLAND 
CONSOLIDATED 
SCHOOLS, MI 

N/A 20 days / 160 hours  10 days / 80 hours  
4 personal days / 32 

hours  

HOWELL PUBLIC 
SCHOOLS, MI  

N/A 20 days / 160 hours 11 days / 88 hours  
2 personal days / 16 

hours  

LIVINGSTON 
EDUCATIONAL SERVICE 
AGENCY (ESA), MI 

10 days / 80 hours  18 days / 144 hours  
10 days / 80 hours 

 

3 personal days / 24 
hours  

5 bereavement days / 
40 hours  

Source: MGT Custom Market Survey, 2022. n/a: unknown or leave offered but data unavailable.  
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In addition to health coverage, all organizations surveyed offered dental, vision, and retirement plans to 
their employees. Additional benefits offered to employees of the responding organizations in 
comparison to Livingston County are shown in Exhibit 3-22. Most of the responding organizations offer 
similar additional benefits as Livingston County, including Life Insurance, Disability Insurance, and Health 
Savings Accounts. 

EXHIBIT 3-22: ADDITIONAL BENEFITS OFFERED TO EMPLOYEES 
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Life Insurance Y Y Y Y Y Y Y 

Critical Illness 
Insurance 

Y       

Accident 
Insurance 

Y       

Cancer 
Insurance 

Y       

Disability 
Insurance 

Y Y Y Y Y Y Y 

Sick Leave Bank Y       

Flex Spending 
Account 

Y       

Health Savings 
Account 

Y Y   Y Y Y 

EAP Y Y      

Education 
Assistance / 
Tuition 
Reimbursement 
Program 

Y  Y Y    

Pet Insurance Y       

Legal        

Sabbatical        

Cell/Allowance        

PTO Banks        

Dependent 
Care Assistance  

Y       

Vehicle 
Assistance  

  Y     

Wellness/Fitnes
s 

Y    Y   

Source: MGT Custom Market Survey, 2022. Blanks indicate unknown or not listed as a benefit.  
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POLICIES COMPARATIVE SUMMARY    

In addition to collecting data regarding salary and benefits from the surveyed organizations, the survey 
also queried organizations about specific policies relating to the administration of their compensation 
systems and pay practices.  
 
Exhibit 3-23 provides a summary of the peer responses regarding organizational policy adopted to 
address employees with long tenures or those employees that reach the top of their pay range.  

 

EXHIBIT 3-23: POLICY REGARDING EMPLOYEES AND LONGEVITY  

ORGANIZATION POLICY  

LIVINGSTON EDUCATIONAL 
SERVICE AGENCY (ESA), MI 

Livingston ESA offers longevity compensation to the following groups: 
Transportation, Livingston Intermediate Professional Staff Association members, and 
Livingston Educational Teacher Assistant Association. Employees with the years of 
service as noted below as of June 1st of any given year will be entitled to these 
additional longevity payments: 
 

Years of Service Longevity Payment 

5-10 $500 

11-15 $1,000 

16-20 $1,500 

21-24 $2,000 

25+ $2,500 

All longevity payments are subject to established performance-based provisions. 
Should an employee retire prior to June 1st, the longevity payment will be prorated 
based on the days worked of the scheduled workdays from the year in which the 
longevity was earned. That prorated amount will be paid out on their final check from 
the Agency. 

Source: MGT Custom Market Survey, 2022. 

 
Exhibit 3-24 provides a summary of the peer responses regarding whether their pay plans receive regular 
Cost-of-Living Adjustments, and if so, how the Cost-of-Living (COLA) Policy is applied. 
 

EXHIBIT 3-24: POLICY REGARDING COST-OF-LIVING ADJUSTMENTS   

ORGANIZATION POLICY  

LIVINGSTON EDUCATIONAL 
SERVICE AGENCY (ESA), MI 

Wage scales are reviewed annually during the budget process. For the two unionized 
groups, the wages are negotiated.  

Source: MGT Custom Market Survey, 2022. 
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OTHER ORGANIZATION FINDINGS  

Surveyed organizations did not provide information on their average benefits package value. Exhibit 3-25 
shows this information as unknown.  

 

EXHIBIT 3-25: OVERALL AVERAGE BENEFIT VALUE AS A PERCENTAGE OF TOTAL COMPENSATION  

ORGANIZATION BENEFITS PERCENTAGE OF TOTAL COMPENSATION 

LIVINGSTON COUNTY, MI 34.0% 

Peer Average  Unknown 

 
Source: MGT Custom Market Survey, 2022.  

Exhibit 3-26 shows whether dental insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the employer. 
Livingston County provides its dental insurance through Blue Cross Blue Shield of Michigan as a 
voluntary benefit. All of the peer organizations shown below offer dental insurance as a benefit. 

 
EXHIBIT 3-26: DENTAL INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI TIER 1 Voluntary 
Employee: $1.65 
E + Spouse: $3.29 

Family: $5.77 

LIVINGSTON COUNTY, MI TIER 2 
  

Voluntary 
  

Employee: $3.29 
E + Spouse: $6.59 

Family: $11.53 

FORD MOTORS, MI Offered  
N/A 

 

GENERAL MOTORS, MI Offered 
N/A 

 

UNIVERSITY OF MICHIGAN – ANN ARBOR, MI Offered 
N/A 

 

CLEARY UNIVERSITY, MI Offered 
N/A 

 

MICHIGAN DEPARTMENT OF HEALTH & 
HUMAN SERVICES, MI 

Offered 
N/A 

 

MICHIGAN DEPARTMENT OF ENVIRONMENT, 
GREAT LAKES, AND ENERGY (EGLE), MI 

Offered  
N/A 

 

MICHIGAN DEPARTMENT OF AGRICULTURE 
AND RURAL DEVELOPMENT (MDARD), MI 

Offered 
N/A 

 

STARS – SAGINAW, MI 
 

Offered 
N/A 

 

ICTC – ISABELLA COUNTY, MI 
 

Offered 
N/A 

 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but premium data unavailable. 
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Exhibit 3-27 shows whether vision insurance is offered as a voluntary or contributory benefit by the 
surveyed organizations, and if contributory, what percentage of the premium is paid by the employer. 
Livingston County offers voluntary vision insurance for employees. All of the peer organizations shown 
below offer vision insurance as a benefit. 

 
EXHIBIT 3-27: VISION INSURANCE COMPARISON  

ORGANIZATION  INSURANCE PROVISION TYPE  BI-WEEKLY PREMIUM 

LIVINGSTON COUNTY, MI Voluntary 
Employee: $3.45 
E + Spouse: $6.56 

Family: $9.63 

FORD MOTORS, MI 
Offered 

 

N/A 
 

GENERAL MOTORS, MI 
Offered 

 

N/A 
 

UNIVERSITY OF MICHIGAN – ANN ARBOR, MI 
Offered 

 

N/A 
 

CLEARY UNIVERSITY, MI 
Offered 

 

N/A 
 

MICHIGAN DEPARTMENT OF HEALTH & 
HUMAN SERVICES, MI 

Offered 
 

N/A 
 

MICHIGAN DEPARTMENT OF ENVIRONMENT, 
GREAT LAKES, AND ENERGY (EGLE), MI 

Offered 
 

N/A 
 

MICHIGAN DEPARTMENT OF AGRICULTURE 
AND RURAL DEVELOPMENT (MDARD), MI 

Offered 
 

N/A 
 

STARS – SAGINAW, MI 
 

Offered 
 

N/A 
 

ICTC – ISABELLA COUNTY, MI 
 

Offered 
 

N/A 
 

Source: MGT Custom Market Survey, 2022. n/a: unknown or insurance offered but data unavailable. 

 

 
Exhibit 3-28 provides an overview of the surveyed organizations’ retirement plans offered and the 
percentage match by employers if offered. Livingston County offers a MERS Defined Contribution Plan in 
which the County contributes a match of 8 percent and a MERS Hybrid Plan in which the County 
contributes 3 percent. Most of the responding organizations offer a 401k Plan, with an average 
employer match of 4 percent, ranging from 4 percent to 5 percent. 
 

EXHIBIT 3-28: RETIREMENT PLAN COMPARISON  

ORGANIZATION RETIREMENT PLANS OFFERED  EMPLOYER MATCH PERCENT  

LIVINGSTON COUNTY, MI 
• MERS Defined Contribution 

Plan  

• MERS Hybrid Plan  

• 8% (non-union employees 
hired after 1/1/2022/ 
MERS Defined 
Contribution Plan) 

• 3% (non-union employees 
hired between 7/6/2009 
and 1/1/2022 / MERS 
Hybrid Plan) 

FORD MOTORS, MI 401K Plan  
90 cents per dollar on the first 5% of 

an employee's contribution 
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GENERAL MOTORS, MI 401k Plan  4% Employer match  

UNIVERSITY OF MICHIGAN – ANN 
ARBOR, MI 

403b Plan  
457b Plan 

10% Employer match for both plans 

CLEARY UNIVERSITY, MI  403b Plan 5% Employer match  

MICHIGAN DEPARTMENT OF HEALTH & 
HUMAN SERVICES, MI 

401k Plan  N/A 

Source: MGT Custom Market Survey, 2022. 

 

The annual maximum number of hours offered for paid leave by each organization and each leave type 
are displayed in Exhibit 3-29.  

- Livingston County offers a maximum of 48 hours of sick leave annually compared to the peer 
organization, which offers an unlimited number of sick days. For the responding organization, 
after 3 consecutive sick days, the employee must present a doctor's note.  

- Livingston County offers a maximum of 176 hours of paid vacation leave annually compared to 
the peer average of 200 hours (ranging from 200 to 240 hours).  

- Livingston County offers a maximum of 104 hours of paid holiday leave annually compared to 
the peer average of 93 hours (ranging from 56 to 128 hours).  

- Livingston County offers a maximum of 8 hours for personal leave. Responding peers do not 
offer personal/other leave.  

 

EXHIBIT 3-29: MAXIMUM NUMBER OF ANNUAL PAID LEAVE DAYS/HOURS  

ORGANIZATION SICK VACATION HOLIDAY OTHER 

LIVINGSTON COUNTY, 
MI 

6 days per year / 48 
hours  

22 days per year / 
176 hours  

13 days per year / 
104 hours  1 day / 8 hours  

FORD MOTORS, MI N/A 25 days / 200 hours  12 days / 96 hours  N/A 

GENERAL MOTORS, MI Unlimited  30 days / 240 hours  16 days / 128 hours   N/A 

UNIVERSITY OF 
MICHIGAN – ANN 
ARBOR, MI  

N/A N/A 7 days / 56 hours  N/A 

Source: MGT Custom Market Survey, 2022. n/a: unknown or leave offered but data unavailable.  
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In addition to health coverage, dental, vision, and retirement plans, the responding organizations also 
provided information about the other benefits offered to their employees, as shown in Exhibit 3-30. Most 
of the responding organizations offer similar additional benefits as Livingston County, including Life 
Insurance, Disability Insurance, Employee Assistance Programs, Education/Tuition Assistance, and Health 
Savings Accounts. 
 

EXHIBIT 3-30: ADDITIONAL BENEFITS OFFERED TO EMPLOYEES 
BENEFIT 
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Life 
Insurance 

Y Y Y Y  Y Y Y Y Y 

Critical 
Illness 
Insurance 

Y          

Accident 
Insurance 

Y Y        Y 

Cancer 
Insurance 

Y          

Disability 
Insurance 

Y Y Y Y Y Y Y Y Y  

Sick Leave 
Bank 

Y          

Flex 
Spending 
Account 

Y  Y        

Health 
Savings 
Account 

Y  Y Y  Y Y Y Y Y 

EAP Y Y Y Y Y     Y 

Education 
Assistance 
/ Tuition 
Reimburse
ment 
Program 

Y Y Y  Y      

Pet 
Insurance 

Y          

Legal    Y       

Sabbatical           

Cell/Allowa
nce 

          

Dependent 
Care 
Allowance 

Y Y Y        

Vehicle 
Allowance 

 Y Y      Y  

Wellness/F
itness 

Y Y Y  Y    Y  

Source: MGT Custom Market Survey, 2022. Blanks indicate unknown or not listed as a benefit.  
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POLICIES COMPARATIVE SUMMARY    

In addition to collecting data regarding salary and benefits from the surveyed organizations, the survey 
also queried organizations about specific policies relating to the administration of their compensation 
systems and pay practices. Surveyed organizations did not provide information on policies regarding 
employees and longevity, nor did they provide information on whether their pay plans receive regularly 
Cost-of-Living Adjustments, and if so, how the COLA Policy is applied.  
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The summary below provides a list of the findings from this benefits comparative review and a list of 
recommendations and considerations for Livingston County.  

 
Findings: 
 

• Overall, Livingston County offers a comparable benefits percentage to total compensation (34.0 
percent) compared to other peers’ benefits percentages. The peer average for county 
organizations is 37.83 percent, 20.0 percent for townships, 45.0 percent for school districts; the 
percentage is unknown for other organizations surveyed. Core county peer benefits values 
ranged from 36.50 percent to 40.0 percent at the time the survey was conducted. The overall 
peer average of all organizations surveyed was 35.70 percent, compared to Livingston County at 
34.0 percent, a difference of 1.70 percent. 

• Livingston County provides its dental insurance as a voluntary benefit, with zero percent paid by 
Livingston County.  

o Of the county organizations surveyed, nine counties offer dental insurance as a 
voluntary benefit and one county offers dental as a contributory benefit; the percentage 
paid by the employer varies from 5 percent to 100 percent.  

o Of the townships surveyed, one offers dental insurance as a voluntary benefit.  
o Of the school districts surveyed, six districts offer dental insurance as a benefit.  
o Of the other organizations surveyed, nine organizations offer dental insurance as a 

benefit. 

• Livingston County offers vision benefits for employees.  
o Of the county organizations surveyed, eight counties offer vision insurance, six as a 

voluntary benefit, one as a contributory benefit, and one the provision type is unknown. 
Of the one county that offers vision as a contributory benefit the percentage paid by the 
employer is 80 percent.  

o Of the townships surveyed, one offers vision insurance as a voluntary benefit.  
o Of the school districts surveyed, six districts offer vision insurance as a benefit.  
o Of the other organizations surveyed, nine organizations offer vision insurance as a 

benefit. 

• Livingston County offers a MERS Defined Contribution Plan, for employees hired after 1/1/2022, 
in which the county offers an 8 percent match. The County also offers a MERS Hybrid Plan, for 
employees hired between 7/6/2009 and 1/1/2022, in which the County offers a match of 3 
percent match.  

o Of the responding county organizations surveyed, most offer a MERS Defined 
Contribution Plan with an employer match that varies by bargaining unit status.  

o Of the responding townships surveyed, two offer a Defined Contribution Plan with an 
employer contribution; the amount varies.  

o Of the responding school districts surveyed, most offer a 403b plan, with employer 
matches that vary. 

o Of the responding other organizations surveyed, three organizations offer a 401k Plan, 
with an average employer match of 4 percent, ranging from 4 percent to 5 percent. Two 
organizations offer 403b plans, with an average employer match of 5 percent, ranging 
from 5 percent to 10 percent.  
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• Livingston County offers comparable paid leave to the responding peer organizations and is one 
of the leaders in sick and vacation leave offered to employees.  

• Most of the responding organizations offer similar additional benefits as Livingston County, 
including Life Insurance, Short-Term and Long-Term Disability, Employee Assistance Programs, 
Health Savings Accounts, and wellness benefits. Livingston County offers unique benefits to its 
peer organizations, including pet insurance. 

 
Considerations:  
 
Below are a few considerations for strengthening the County’s current benefits offerings, if desired. 
 

• Consider offering additional leave, which may include days for bereavement.  

 
• Offering employees year-round benefits and education opportunities outside of the open 

enrollment period to ensure employees are taking full advantage of the County’s benefits 
offerings, particularly for new or younger employees and for soon-to-be parents. This also offers 
the County the opportunity to regularly communicate the value of its benefits program to 
employees and encourage retention of current talent.  

 
• Consider offering flexible work options to employees in positions that are able to operate from a 

virtual workspace. This may include flexible scheduling for working hours, working remotely, or 
working in a hybrid arrangement in which an employee works from home and in the office on 
certain workdays. Remote work policies can be beneficial to both employer and employee. 
Employers can save on operations costs (office space, utilities, etc.), expand their talent 
recruitment pool for applicable positions, and see increases in productivity from employees, 
who save on the costs and time of commuting, experience increased work-life balance, and can 
experience fewer disruptions during the workday.  
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CHAPTER 4. ADMINISTRATION AND MAINTENANCE 

Compensation systems should be adjusted annually to address the market competitiveness of current 
salaries and pay ranges. Pay plan maintenance and related salary adjustments should be guided by market 
changes and be applied consistently throughout the compensation system, adjusting all salary ranges. 

MGT recommends that compensation strategies of all organizations include provisions for both internal 
equity and external competitiveness. Internal equity, or the comparison of positions within an organization 
to ensure fair pay, is essential for both the maintenance of a sense of fairness and the morale of current 
employees. External competitiveness, or when the pay that workers in one organization receive is like that 
of other workers doing a similar job in other organizations, through annual compensation system 
improvements is essential for the organization to be able to retain current staff and recruit the most 
qualified new hires available. Both current employees and potential new hire recruits should be made aware 
of the salary, insurance benefits, paid leave provisions, and other benefits offered that constitute each 
employee’s total compensation package. In addition, a systematic process for initial placement and 
advancement through salary increases in a classification’s assigned pay grade according to established salary 
and compensation policies and procedures should be implemented and consistently maintained. 

This chapter identifies standard best practices in salary administration and maintenance. 
 

4.1 IMPLEMENTATION STRATEGIES 
 

Plan Implementation 

The financial disposition, current salary levels, and other variables unique to an organization must be 
considered when implementing adjustments to salary structures. These factors, among others, should be 
reviewed in conjunction with the recommendations proposed in this report before any final implementation 
plan is considered and set into motion. 

Pay schedules must provide for employee advancement through salary increases. Regardless of an 
organization's philosophy concerning advancement opportunities by way of promotions afforded to 
employees, it is essential that movements in the economy — and, more specifically, the labor market in 
which the organization competes — are addressed through salary increases and that career ladders are 
developed (i.e., the progression from entry-level positions to higher levels of pay, skill, responsibility, and/or 
authority). Salary administration procedures should be based upon organizational funding levels and 
philosophies of pay. Although MGT cannot dictate a philosophy, it is recommended that a balance be 
achieved between compensation of individual employees and potential compensation to encourage 
recruitment and retention. 

Work and Education Evaluations 

Employee work history and education should be formally reviewed at least once each year on or before an 
employee’s start date anniversary. The focus of the review is to review the employee’s work history, 
education, review standards for the position, and if applicable, communicate the amount of the employee’s 
pay increase. Years of experience for candidates must be documented prior to the final determination of 
salary credit, if granted by organizational policy. Newly hired employees should have their work history and 
education reviewed and factored into their salary offer. Work history and education should be documented 
for all employees in the appropriate Human Resource Information System (HRIS). 
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If an employee chooses to pursue a higher-level education, it is the responsibility of the employee to obtain 
the approval of their supervisor in order to schedule classes in a manner that does not disrupt the 
employee’s work and departmental schedule. Time spent in classes or doing other required classwork shall 
not be considered part of the employee’s scheduled work time. Should an employee complete a higher-level 
education; Bachelor’s, Master’s, or Doctoral, their supervisor and Human Resources should be informed. In 
the event of an employee receiving an eligible degree, a review of compensation must be initiated by 
Human Resources. Requests should be submitted to the Human Resource Department within a considerable 
timeframe as policy dictates. Human Resources will review the request, obtaining additional job information 
as needed. Additional information may be obtained by interviewing the employee(s), and/or by analyzing 
external job market information. Human Resources will evaluate the job placement in the pay structure and 
prepare a written recommendation for pay grade assignment. 

Initial Assignments 

When employees are initially assigned to their new salary plan and grade/step assignment, they should be 
assigned to a salary amount on the new schedule that is equal to or greater than their current salary as 
market and longevity in their position dictate. The following guidelines may be used for determining 
employee salary: 

▪ For employees whose current salary is below the minimum of their assigned pay grade, the 
recommended salary level would be the minimum of the pay grade, adjusting for level of service once 
brought to the minimum. 
 

▪ If an employee’s present salary level exceeds the maximum of the new assigned pay grade, the 
current salary should be frozen at the current level, unless organizational policy dictates otherwise. 
The employee would be ineligible for any base salary increases until the pay grade range is adjusted or 
expanded to allow for movement. 
 

▪ All other employees should be assigned a salary amount in their pay range as appropriate relative to 
the organization’s longevity policy. Employees assigned to a pay plan that did not receive a 
recommendation for a market adjustment will maintain their present salary amounts. Employees 
assigned to a pay plan that received a recommendation for a market adjustment should be adjusted to 
the increased salary amount as appropriate. 

 
 
 

4.2 STANDARD SALARY MAINTENANCE PRACTICES 
 

Minimum Wage Adjustments 

Presently, the Michigan minimum wage is $9.87 effective January 1, 2022. Presently, the federal minimum 
wage is $7.25/hour, effective July 24th, 2009, for covered non-exempt employees under the Fair Labor 
Standards Act (FLSA). The Raise the Wage Act, first introduced in Congress in 2017, and again in 2019 and 
2021, are the latest efforts on the federal level for increasing the federal minimum wage. The latest 2021 
bill, introduced in January 2021, proposed to gradually increase the federal minimum wage from $7.25/hour 
to $15/hour, effective January 1st, 2025, as shown in Exhibit 4-1.  
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EXHIBIT 4-1: RAISE THE WAGE ACT, 
ANNUAL MINIMUM WAGE INCREASES 

 

Source: H.R.582 - Raise the Wage Act, U.S. Congress website. 

 
The multi-year gradual adjustments as part of the Act provide organizations with guidelines and the time 
needed to adapt to the increased minimum wage instead of implementing the entire increase all at once. In 
addition to the federal minimum wage, organizations should also ensure compliance with state minimum 
wage laws for all states in which the organization operates. The Society for Human Resource Management 
(SHRM) and WorldAtWork (WaW) Total Rewards Association provide human resources professionals with 
industry-standard guidelines by which organizations may utilize in organizing an approach for implementing 
minimum wage adjustments. When considering minimum wage adjustments, whether at the federal and/or 
state level, organizations are strongly encouraged to vet multiple options for applying these adjustments 
both consistently and fairly to existing salary structures while making allowances for budgetary and 
workforce impacts and constraints. Organizations must keep pace with these mandated annual adjustments 
and ensure the funds to do so are available. In addition to fiscal forecasting, organizations are seeking ways 
in which they can increase or free funds and reduce costs without reducing workforce, increasing prices, or 
negatively affecting or limiting services. Organizations can review processes to identify areas in which they 
can operate more efficiently and free funds, such as through automation or providing employees with 
training focused on increasing productivity.  

Modeling the structural and financial impacts of various approaches for wage shifts to an existing salary 
structure, as well as for those organizations without a formal pay structure, is critical to the success of any 
wage increase and to understand the ripple effects of making the adjustment, which will vary by 
organization. When adjusting pay plans for minimum wage increases, organizations should first identify 
which positions (and employees) would need adjustments, which includes those falling under the minimum 
wage and at the minimum wage rate. Any adjustments to minimum wage within pay structures should also 
account for and correct any potential areas of compression between pay grades as well as within job 
families. If increasing to the minimum wage causes a position to be too close to, align with, or surpass a 
position higher in its job family hierarchy or its supervisor, the job family must be adjusted. Minimum wage 
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adjustments may impact a pay structure in part or in its entirety depending on the space and flexibility of 
the pay grades and spread within the pay ranges to accommodate implementing these changes. For 
example, organizations with wide pay range spreads between minimum and maximum salaries may choose 
to adjust the minimum salaries upward, revise placement of the midpoint salaries, and maintain current 
maximums salaries in lieu of adjusting the entire pay range. However, it is important to ensure that 
adequate room within pay ranges is maintained for supporting advancement and movement along the pay 
line.  

As with any changes to pay structures, organizations should clearly communicate the nature of pay 
adjustments to their employees and distinguish the difference between minimum wage adjustments, 
market adjustments, and pay increases related to performance. Organizations should issue notifications to 
individual employees explaining the adopted wage adjustments, implementation plan and timeline, and the 
impact on the employee’s own salary and pay range.  

New Hires and Hiring at or Above Minimum Rate 

Best practices recommend that employers hire new employees at the minimum of their assigned pay grade 
range. The pay grade and salary allocated to a classification should consider the necessary experience and 
qualifications to perform the position’s duties. Exceptions to the minimum rule may be made if the 
individual’s years of experience or qualifications/certifications exceed the minimum required, and/or if there 
is difficulty in recruiting qualified candidates. It is not unusual for organizations to hire candidates at or 
above the market rate in order to fill highly competitive positions; many organizations set a hiring range for 
this purpose. Extraordinary hiring criteria or circumstances may include the following: 

▪ If the applicant, when hired, will contribute to the work of the organization significantly beyond what 
other applicants for the position would contribute, such as offering advanced skill or knowledge from 
certifications or trainings, or from network connections that may bolster the organization. 
 

▪ If the applicant exhibits extraordinary qualifications that provide expertise in a particular area desired 
by the organization. This expertise significantly exceeds the normal requirements of similar classes in 
the pay grade. 
 

▪ If there is documented recruitment difficulty in filling the position over a longer than normal 
recruitment period. 

 
In addition to the candidate’s qualifications and competitiveness of the recruitment market, other factors 
that should be considered relative to determining an appropriate starting salary include comparable internal 
salaries and/or positions (internal equity), the turnover history of the classification, and the salary 
expectations of the potential employee. Salary assignments should be determined according to established 
rules for both the initial placement of new hires and for the annual review and/or advancement through 
promotions of current employees. For example, organizations may set a 5% or 10% increase to the hiring 
rate to acknowledge a new hire’s degree level or additional years of experience over the minimum 
qualifications. The supervisor or department head must submit written justification to Human Resources for 
making the recommendation to hire at a higher salary amount than the pay grade’s minimum rate. 

All new hires should meet the minimum qualifications listed for their classification. If there is difficulty with 
recruiting or identifying suitably qualified candidates for a position, an acting, temporary, or interim 
assignment for the best qualified current employee available may be utilized. The department head must 
submit written justification to Human Resources for making this recommendation, and the salary 
assignment should be adjusted accordingly. 
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Salary Advancement 

Salary advancement within a pay grade is commonly based upon longevity and/or merit. Merit pay rewards 
an employee’s performance while longevity pay can reward an employee’s length of service. A merit policy 
and related salary advancement is determined by annual performance evaluations. If an employee achieves 
a “satisfactory” or higher rating, the employee should be considered for a salary increase or bonus based 
upon approved standards. Salary advancement should be considered at least on an annual basis in 
alignment with an employee’s performance evaluation and follow established Human Resources policies 
and procedures. Longevity pay is a useful tool for encouraging retention at an organization. Salary 
advancement according to an organization’s longevity policy can be implemented regardless of an 
employee’s performance evaluation rating.  

Promotion 

A promotion is defined as an assignment to a higher-level position with increased responsibilities and job 
duties for which the candidate is qualified. All job vacancies should be posted according to approved policies 
and procedures, and the most qualified candidates should be selected. Promotions may be either inter- or 
intra-departmental, within a job family, or to a position outside the employee’s current career ladder. 
Commonly, if an employee’s salary does not increase by at least 5 percent with the new responsibilities, the 
employee’s move to the new position would be considered a reassignment or transfer instead of a 
promotion (also see Reassignments / Transfers). Promotions must be approved by the affected department 
head(s) and Human Resources, and in every case should involve an increase in duties and responsibilities 
and should not be made merely for affecting an increase in compensation. 

A promoted employee should receive a salary increase to at least the minimum rate of the salary grade of 
the promoted position. If the employee’s salary is above the minimum established for the pay grade to 
which the employee was promoted, the salary may be increased to the salary level for that pay grade 
according to the employee’s longevity and performance per current organizational policies and should not 
be equal to or lower than the employee’s current salary. Salary determinations should also take into 
consideration market conditions for the given classification as well as budget constraints. 

Demotion 

A demotion is the assignment of an employee to a position in a lower classification, with a lower maximum 
salary, than the classification from which the employee was previously assigned. Demotion is normally due 
to the removal of higher-level duties and responsibilities, organizational restructuring, or the inability of the 
employee to assume or perform duties of the position. A supervisor may recommend the demotion of an 
employee. Approval to demote an employee should be dictated by personnel rules, and the 
recommendation for a demotion should be made in writing, citing the reasons. 

The following guidelines may be referenced for determining salary for demoted employees: 

▪ If an employee’s salary is above the maximum established for the pay grade being entered, the salary 
may be decreased to, at most, the maximum of the new position. 
 

▪ Since a demotion involves a decrease in duties and responsibilities, if the existing salary is below the 
maximum of the lower classification, a decreased salary of at least five percent, per best practice, 
below the current salary is appropriate and necessary to fulfill the cause for the demotion. 
 

▪ Employees receiving demotions at their own request or due to inability to perform the work because 
of health or other reasons should be adjusted to a lower job classification, if possible. When a 
demotion of this nature occurs, the employee’s pay should be reduced. 
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▪ In no case should a demoted employee’s salary exceed the maximum rate of the lower pay grade. 

 
Supplemental/Incentive Pay 

Supplemental, or incentive, pay is usually given to employees who hold certifications not required for their 
position, for undesirable work hours or shifts, as hazard pay, or when employees are assigned duties that 
demand a considerable number of hours outside their normal duties. Supplemental pay may be given in 
cases of temporary work assignments or for additional duties that do not fall under another classification 
and that significantly increase the employee’s workload by 50% on average, per industry standards. 

Supplemental pay is often given to employees who are assigned to special projects or in which the 
responsibilities and duties of a position expand but do not alter the minimum qualifications or nature of the 
position’s work, in which case would merit a review for possible reclassification, such as in instances in 
which the additional duties are not short-term or temporary. Supplemental pay rates vary across 
organizations and are typically tailored to an organization’s specific needs and financial flexibility. The 
method of supplemental pay chosen by an organization should take into consideration the number of 
employees eligible for supplemental pay and available funding for the supplemental pay program. 

Typically, supplemental pay schedule(s) adopt one of the following methods: 

▪ Flat rate for the specific assigned task(s) or certification(s) (determined by the organization) 
▪ Percentage of employee’s base or actual salary 

 
A flat rate method for determining supplemental pay often is preferable to using the percentage of an 
employee’s base or actual salary as it allows for more labor cost control and easier budget planning and 
projecting. In addition to budget considerations, organizations also design their supplemental pay policy 
based on the market competitiveness of the classification(s) in question and/or the necessity or value of the 
certification(s) to the organization. 

Supplemental pay is generally issued for the duration of the additional assignment or for the life of the 
certificate held by certified employees. Some organizations design their flat-rate supplemental pay systems 
into grades to provide supplemental pay based on an employee’s years of service. Any supplemental pay 
policy and/or schedule should be reviewed and approved on an annual basis. 

Reassignments / Transfers 

A reassignment or transfer is the non-competitive movement of an employee from their current position to 
another position within an organization for non-disciplinary reasons without demotion or promotion. 
Reassignments can be voluntary or involuntary (initiated by the employee versus by the organization or 
department). 

▪ Voluntary reassignment, or transfer, involves moving an employee laterally from their current position 
to a position at the same classification level in either the same or another department. An employee 
may request a transfer to another position for a variety of reasons, such as to enter a different career 
ladder, join a different department or area of focus, or to pursue a new work-life balance (e.g., 
transferring to a position requiring less travel). 

− Employees voluntarily reassigned to a position in the same pay grade should have their salaries 
maintained at the current level with no increase or decrease. 
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− Employees voluntarily reassigned to a position in a different pay grade should be adjusted to the 
salary rate in the new position’s grade that follows organizational policy for moving employees 
along their position’s respective pay grade per longevity and merit policies. 

An employee may submit a written request for consideration for a voluntary reassignment to another 
department or position in the organization for which they are qualified if a position is vacant or there 
is a need. Final approval should be obtained from the department head and Human Resources, 
according to established policies and procedures. 

▪ Involuntary reassignment refers to a reassignment initiated by an agency against an employee's will 
and without the employee's consent for reasons other than for causes of misconduct, delinquency, or 
inefficiency. There are a variety of reasons for involuntary reassignments that include, but are not 
limited to, the good of the employee, the best interests of the organization, and/or other defensible 
actions based on the judgment of its leaders. 

 
− An involuntary reassignment for the good of the employee might involve an individual who is no 

longer physically capable of performing their duties and requires a reasonable accommodation, 
such as reassigning the employee to a less strenuous position. 

− An involuntary reassignment serving the best interest of the employer is normally initiated by 
the employer rather than the individual, such as filling urgent vacancies or assigning an 
employee with desired skills to another position or department where the employee is needed. 
Reassignments that serve the best interest of the employer can be permanent, but they can also 
be temporary to address a short-term challenge, in which an “interim” or “acting” status may be 
applied to the position held by the employee. 
 

Involuntary reassignments in which the employee is reassigned to a position in the same pay grade 
should have their salaries maintained at the current level with no increase or decrease. If the 
employee is reassigned to a position in a different pay grade, the employee’s salary should be 
adjusted according to the position’s pay grade range and be adjusted per the organization’s longevity 
and merit policies. 

Reassignments Under Reduction-in-Force 

Employers often allow reassignments after initiating a reduction-in-force, in which employees are offered 
reassignment to a different vacant position instead of being laid off or furloughed. 

Reassignments in which the employee is reassigned to a position in the same pay grade should have their 
salaries maintained at the current level with no increase or decrease. If the employee is reassigned to a 
position in which the position is in a different pay grade, the employee’s salary should be adjusted according 
to the given position’s pay grade and organizational policy. 

Classification Creation and Reclassification 

Organizations treat the development of new classifications and reclassifications in several ways. 
Classification creation or reclassification can take place when the work performed changes substantially 
over time, when new technology is introduced, or the mission of an organizational unit is modified in 
response to changing legislation or changing service demands. The need for a new or revised classification 
can also occur when organizational demands or job duties change through design or evolution. 
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Classification creation and reclassifications are generally initiated through the Office of Human Resources 
but may also be initiated at the request of an individual or their supervisor. If an individual or supervisor 
initiates a request for creation or reclassification, it is usually accompanied by written supporting 
documentation. Reclassification should also consider other positions within the overall classification system 
and should not be determined independently of these positions and without consideration to the 
department and organizational hierarchy. 

When a reclassification or new classification request is received or initiated by the Office of Human 
Resources, a Job Content Questionnaire (JCQ), or other authorized survey document to understand an 
employee’s job duties and requirements, should be completed by the supervisor and/or all incumbents 
holding the same job title, as applicable. Key questions concerning the job should be answered to assist in 
determining the proper level within the overall pay and classification system. For reclassifications, the 
position audit results should be compared to the current position description for the various classification 
levels to determine the correct classification assignment. 

If it is determined that a creation or reclassification is justified, the Office of Human Resources should 
approve and authorize the change. Current employees in reclassified positions should either maintain their 
current salary or be adjusted to a salary in the assigned pay grade for the reclassified position per 
organizational policy. Reclassification is not considered the same as a demotion, and therefore, an 
employee’s salary should either be maintained at its present level or increased according to the reclassified 
position’s pay grade and organizational policy for moving employees along the pay line of their pay grade. If 
the reclassified position’s pay grade indicates a lower salary, the current employee’s salary should be 
maintained and adjusted over time per organizational policy and not be reduced due to reclassification. This 
may mean that the employee’s salary is temporarily frozen at its present level until movement in the 
assigned pay grade is allowed per an organization’s longevity and merit policies. 

Job Analysis 

A job analysis is a thorough review of the key elements of a job to determine the activities and 
responsibilities of a job, the relative importance to other jobs, the qualifications necessary for the 
performance of the job, and the conditions under which the work is performed. An important concept in job 
analysis is that the job, not the person doing the job, is assessed, even though some job analysis data may 
be collected from incumbents.  
 
A job analysis does not include: 

▪ A review of an employee’s performance 

▪ How well tasks are performed 

▪ How much work is performed 

▪ When an employee is eligible for a promotion 

▪ A salary reduction 

 
A job analysis commonly includes the following process steps: 

▪ Data collection 

▪ Verify job data 

▪ Verify classification/title 

▪ Collect market data 

▪ Verify market comparisons 

▪ Draft/edit job descriptions 
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Job data are often collected through questionnaires/surveys, direct observation, interviews, job shadowing, 
and work time studies (logs). The most effective technique when collecting information for a job analysis is 
to obtain information through questionnaires/surveys, and/or interviews with incumbents and leadership. 
The information collected from the questionnaire is reviewed to make distinctions about job duties, roles, 
and responsibilities to determine if positions are accurately titled, FLSA designation, and to inform pay 
analyses and adjustments, if any. The average market salary is an indication of the market rate for a job, not 
what the employee should be paid. Employee pay is also governed by an organization’s internal policies for 
progression within a pay plan, such as for longevity and/or merit.  

Some Human Resource departments use the information collected in the job analysis to assist them in other 
areas of Human Capital. These include: 

 

An annual review of job descriptions during employee performance review period(s) can help ensure 
accurately and up to date job descriptions and the maintenance of appropriate job classifications and 
exemptions.  

Administration and Maintenance of the Plan 

Salary systems should be adjusted annually, or at least biennially if annually is not feasible, based on the 
Consumer Price Index (CPI) and appropriate market data sources to maintain market competitiveness and 
adjust for inflation and changing recruitment markets. The guidelines outlined in this chapter may be utilized 
for salary maintenance and administration of the proposed salary schedule. These guidelines should be 
applied according to base pay salary, not including additional pay received as bonuses, supplements, or pay 
for additional assignments. In all cases in which a computed salary is greater than the top pay within the 
new pay grade, the salary may be frozen at the maximum salary until subsequent adjustments are made to 
the salary schedule that would allow increases, or as dictated by internal policy regarding employees who 
reach the maximum of their assigned pay grades.  

 

Job Analysis

Workforce 
Planning

Performance 
Management
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and Selection

Career and 
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Grade

 Annualized 

Minimum 

(Step 1)  

 Annualized 

Market/Midpoint 

(Step 3) 

 Annualized 

Maximum 

(Step 9)  

Recommended Revised Class Title

101 34,000.00$     36,070.60$             43,070.18$     Airport Worker 

Custodian

102 36,380.00$     38,595.54$             46,085.10$     Central Records Specialist 

Driver (Non-CDL)

FOIA Specialist

Kennel Assistant

Lead Custodian 

Office Assistant 

WIC Peer Counselor 

103 39,108.50$     41,490.21$             49,541.48$     Animal Shelter Assistant 

Administrative Aide - Animal Services 

Administrative Aide I

Administrative Aide- Prosecuting Attorney 

Building Maintenance Mechanic Assistant 

Community Health Worker

Deputy Circuit Court Clerk - County Clerk Legal Division

Deputy Register of Deeds

Dispatcher/Driver LETS

Driver (CDL)

Hearing and Vision Technician

Program Clerk II - Health 

104 42,041.64$     44,601.97$             53,257.09$     Billing Specialist 

Administrative Aide-Warrant Clerk

Communicable Disease Clerk

Court Services Unit Deputy

Deputy Court Clerk - County Clerk Legal Division

Drain Maintenance Worker II 

FOIA Record Management Specialist 

Investigative Services Administrative Specialist 

Jail Billing Specialist

Jail Intake Specialist 

Lead Driver for Veterans Services 

Maintenance Coordinator

Maintenance Mechanic - Facility Services 

Maintenance Mechanic - Faculty Services 

Senior Deputy Register of Deeds 

Senior Vital Records Clerk

SWAP Deputy 

Veterinary Technician  

Vital Records Clerk

105 45,194.76$     47,947.12$             57,251.37$     Accounting Specialist - Treasury 

Crime Analyst 

Administrative Specialist 

Administrative Specialist - 911

Administrative Specialist - Building Inspectors 

Administrative Specialist - Commissioners 

Administrative Specialist - Drain Commissioner

Administrative Specialist - Health 

Administrative Specialist - Prosecuting Attorney 

Administrative Specialist - Public Defender

Administrative Specialist / Administrative Assistant 

Court Security Officer

Data Analyst 

Drain Maintenance Worker III

Driver Trainer

Hearing and Vision Coordinator

Human Resources Assistant 

Lead Billing Specialist/Program Clerk III - Health 

Lead Dispatcher 

Office Specialist

Property Room Officer

Tax Records Clerk 

Veteran Treatment Court Coordinator

G-1 



 

 

 

Grade

 Annualized 

Minimum 

(Step 1)  

 Annualized 

Market/Midpoint 

(Step 3) 

 Annualized 

Maximum 

(Step 9)  

Recommended Revised Class Title

106 48,584.37$     51,543.16$             61,545.22$     Accounts Payable Coordinator

Central Records Supervisor 

Division Supervisor Legal Division

Fleet Manager

Human Resources Specialist 

Lead Court Security Officer

Mechanic 

Senior Environmental Health Clerk

Senior Payroll Specialist 

Veterans Benefits Counselor- Claims I

Victims' Rights Coordinator 

107 53,442.80$     56,697.47$             67,699.75$     Accounting Bookkeeper II - Drain Commissioner 

Circuit Court Administrator Coordinator 

Drain/Soil Inspector

EMS Revenue Cycle Manager 

Juvenile Court Register

Office Manager - Drain Commissioner

Office Manager - Emergency Medical Services 

Office Manager - Treasurer

Wastewater Operator 

Appraiser 

Jail Education Teacher

Mobility Manager 

Office Manager 

Office Manager - Veteran Services 

Resource Coordinator for Adult Drug Court

108 58,787.08$     62,367.22$             74,469.72$     Drain Inspector / Dam Operator 

Environmental Health Specialist I

Executive Assistant / Contract Administrator

GIS Technician & Addressing Official

Heavy Equipment Operator 

Help Desk Analyst 

Maintenance Supervisor

Office Manager/Deputy Clerk

Procurement Coordinator

Tax Records Specialist

Veterans Benefits Counselor- Claims III

Veterans Benefits Counselor- Relief III

Wastewater Technical Specialist

Law Clerk/Attorney Magistrate

Senior Appraiser 

Social Worker 

109 64,665.79$     68,603.94$             81,916.69$     Accounting Supervisor - Drain 

Accounting Supervisor - Treasury

Building Inspector/Plan Reviewer

Database Administrator

Elections Coordinator/Deputy Clerk

Electrical Inspector/Plan Reviewer

Emergency Medical Services Supervisor 

Engineering Surveyor

Environmental Health Specialist II

GIS Analyst

Health Promotion Specialist

Lead Investigator for Public Defender

Mechanical Inspector / Plan Reviewer

Operations Supervisor - 911

Plumbing Inspector/Plan Reviewer

Public Health Nurse

Quality Improvement Specialist - 911

Regional Planner for Emergency Management 

Swift & Sure Coordinator 

Wastewater Superintendent

Animal Shelter Director 

Benefits Specialist 

Education Supervisor

Executive Assistant/Office Manager-Sheriff

Operations Manager for Transportation Services 

Probate Register

Public Works Coordinator
G-2 



 

 

 

Grade

 Annualized 

Minimum 

(Step 1)  

 Annualized 

Market/Midpoint 

(Step 3) 

 Annualized 

Maximum 

(Step 9)  

Recommended Revised Class Title

110 69,515.73$     73,749.24$             88,060.44$     Field Program Coordinator

Field Supervisor - Drain Commissioner

Food Program Coordinator

Inspection And Construction Manager

Lead Inspector / Plan Reviewer

Nutritionist/WIC Program Coordinator 

Public Safety Technology Specialist

Technology Specialist

Volunteer Coordinator/Emergency Preparedness Specialist

Chief Deputy Register of Deeds 

Communications Manager

Emergency Preparedness Coordinator

Financial Analyst

Financial Services Coordinator

Health Promotion Coordinator

Juvenile Services Supervisor

Principal Planner

QI/Education Specialist

Senior Accountant - Treasury

Specialty Courts and Programs Administrator

111 76,467.30$     81,124.16$             96,866.49$     Application Support Analyst

Conciliator

Deputy Building Official

Epidemiologist

Nurse Program Coordinator 

Security Administrator

Senior Database Administrator

Senior Public Safety Technology Administrator

Airport Manager 

Environmental Project Manager

Project Management Coordination Specialist

Project Manager - Emergency Medical Services 

Veterans Affairs Director 

112 81,820.01$     86,802.85$             103,647.14$   Assistant Prosecuting Attorney I

Assistant Public Defender I 

Chief Deputy Treasurer 

Court Financial Officer 

Deputy Director of Human Resources

Deputy Drain Commissioner

Deputy Facility Services Director 

Deputy Finance Officer 

Emergency Manager Coordinator

Enterprise Resource Planning Administrator 

Network Administrator

Operations Manager - 911

Public Health Nursing Supervisor

Research Attorney

113 87,956.51$     93,313.06$             111,420.68$   Assistant Prosecuting Attorney II

Assistant Public Defender II 

Attorney Magistrate 

Attorney/Referee - Juvenile

Attorney/Referee Friend of the Court

Chief Deputy County Clerk 

Chief Deputy Drain Commissioner

Circuit Court Administrator

Deputy Director 911

Deputy Director of Emergency Medical Services 

Deputy Director of Transportation Services 

District Court Administrator 

Facility Services Director 

Infrastructure Manager

Juvenile and Probate Court Administrator

Systems and Application Manager
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Grade

 Annualized 

Minimum 

(Step 1)  

 Annualized 

Market/Midpoint 

(Step 3) 

 Annualized 

Maximum 

(Step 9)  

Recommended Revised Class Title

114 96,752.16$     102,644.37$          122,562.75$   Assistant Prosecuting Attorney III

Assistant Public Defender III 

Building Department Director

Deputy Friend of the Court

Director of 911

Director of Emergency Medical Services 

Director of Environmental Health / Deputy Health Officer

Director of Personal & Preventive Health Services/Deputy Health Officer

Director of Transportation Services 

Planning Director 

Supervising Attorney

115 101,589.77$   107,776.59$          128,690.88$   Chief Assistant Public Defender

Equalization Director

Friend of the Court

Human Resources Labor Relations Director

Undersheriff

116 106,669.26$   113,165.42$          135,125.43$   Chief Assistant Prosecuting Attorney

Chief Information Officer 

Deputy County Administrator/Financial Officer

Health Officer 

Public Defender 

G-4 


