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CHAPTER 1. INTRODUCTION

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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1.2 OVERVIEW OF REMAINING CHAPTERS

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

e 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.

e 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.

e 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.

.0 MGT Livingston County, Ml

CONSULTING Compensation and Classification Study Page |2



CHAPTER 2. APPROACH & METHODOLOGY

2.1 PROIJECT 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.

CONSULTING Compensation and Classification Study
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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 PROIJECT 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:

e  Michigan, Statewide

CompAnalyst’ e Lansing, Michigan
e Ann Arbor, Michigan

salary.;

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

® All Industries - All FTEs
e  Government - $20-$50M Revenues

® All Industries - $20-S50M 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
**. MGT 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.

CONSULTING

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:

e Essential job duties

e Knowledge, skills, and abilities

e Function within the organization

e Education required

e Experience required

e Work performed

e Responsibility and leadership

e Decision-making

e Financial authority

e Physical and dexterity requirements
e Environmental hazards and working conditions
e Sensory requirements

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

CUSTOM MARKET SURVEY

Livingston identified peer/competitor organizations that were invited to participate in MGT’s Custom
Market Salary and Benefits Survey on July 6™ 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:

Allegan County, Ml
Berrien County, Ml
Ingham County, Ml
Jackson County, Ml
Kalamazoo County, Ml
Monroe County, Ml
Muskegon County, Ml
Ottawa County, Ml
. Saginaw County, Ml
10. St. Clair County, Ml
11. Washtenaw County, Ml
*Counties listed above are the core/primary comparison group.

© NV A BN
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Townships:

12.
13.
14.
15.
16.
17.
18.
19.
20.
21.

Brighton City, Ml

Charter Township of Brighton, Ml
Genoa Township, Ml

Howell City, Ml

Howell Township, Ml

Marion Township, Ml

Oceola Township, Ml

Putnam Township, Ml

Green Oak Township, Ml
Hamburg Township, Ml

School Districts:

22.
23.
24,
25.
26.
27.

Hartland Consolidated Schools

Howell Public Schools

Livingston Educational Service Agency (ESA)
Fowlerville Community Schools

Brighton Area Schools

Pinckney Community Schools

Other Organizations:

28.
29.
30.
31.
32.
33.
34,
35.
36.
37.
38.
39.
40.

State Court Administrative Office (SCAQ)
Ford

GM

University of Michigan - Ann Arbor
Cleary University

Michigan Department of Health & Human Services
Michigan Department of Environment, Great Lakes, and Energy (EGLE)
Michigan Department of Agriculture and Rural Development (MDARD)

STARS - Saginaw

ICTC - Isabella County
BCT - Battle Creek
MATS - Muskegon
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.
2.

Administrative Specialist
Benefits Specialist

o0 MGT Livingston County, Ml
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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

Classification * Review of job duties, responsibilities, and minimum qualifications
Review * Recommendations for reclassification and/or revised job titles

+ Identification of comparable benchmarks across available data sources; hybrids
Be nchmarking * Determination of appropriate recruitment markets for classifications
* Selection of best comparable benchmarks for use in the market assessment

Market *  Comparison of market benchmarks against current pay ranges (hiring/market rates)
Assessment ‘ * Determination of pay plan updates and compensation strategies

Pay Plan |
Modeling & * Development of pay plan models for consideration

Discussion of compensation philosophy and policies relative to hiring/longevity

Implementation
P * Development of implementation strategies and related cost estimates

Strategies

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. PROPOSED PLAN AND IMPLEMENTATION

MGT maintained a single pay plan for Livingston consisting of 16 grades and 9 steps. The planhasa 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

Annual

Grade ‘ Step 1 ‘ Step 2 Step 3 l Step 4 | Step 5 Step 6 Step 7 | Step 8 | Step 9

101S S 3400000 S 3502000 S 3607060 $ 37,152.72 $ 3826730 S 3941532 S 4059778 S 41,81571 S  43,070.18
102S S 3638000 S 3747140 S 3859554 S 39,753.41 $ 40,946.01 S 42,17439 S 43,439.62 $ 4474281 $  46,085.10
103S $ 3910850 S 40,281.76 S 41,490.21 S 42,73491 $ 44,01696 S 4533747 S 46,697.59 $ 4809852 $  49,541.48
104S S 42,04164 S 4330289 S 4460197 $ 4594003 $ 4731823 $ 4873778 S 50,199.91 $ 51,70591 $  53,257.09
105S $ 4519476 S 4655060 S 47,947.12 S 49,38553 $ 50,867.10 $ 52,393.11 $ 53,96491 $ 5558385 $ 57,251.37
106 S S 4858437 S 50,04190 S 51,543.16 $ 53,089.45 $ 5468213 $ 56,322.60 S 5801228 S 59,752.64 S  61,545.22
107 S $ 5344280 S 55046.09 $ 5669747 S 5839839 $ 60,15035 S 61,954.86 S 63,813.50 $ 6572791 $ 67,699.75
108 S $ 5878708 S 6055070 S 62,367.22 $ 64,23823 $ 66,16538 S 68,150.34 S 70,194.85 S 72,30070 S  74,469.72
109 S $ 6466579 S 6660577 S 6860394 S 70,662.06 S 72,781.92 S 7496538 S 77,21434 $ 7953077 $ 81,916.69
110S $ 6951573 S 7160120 S 73,749.24 $ 7596171 $ 78,24056 S 80,587.78 S 83,00541 S 8549558 S  88,060.44
1118 $ 7646730 S 7876132 S 81,12416 S 83,557.88 S 86,0662 S 8864656 S 91,305.96 $ 94,045.13 S  96,866.49
1125 S 81,82001 S 8427461 S 86,802.85 S 89,406.94 $ 92,089.14 S 9485182 S 97,697.37 S 10062829 S 103,647.14
1135 $ 8795651 $ 9059521 $ 93,313.06 S 9611246 S 9899583 S 101,96570 S 105,024.68 $ 108,17542 S 111,420.68
1145 $ 96,752.16 S 99,654.73 S 102,64437 $ 10572370 $ 108,89541 S 112,162.27 S 115527.14 S 11899296 S 122,562.75
115S $ 101,589.77 $ 104,637.46 S 107,776.59 S 111,009.89 $ 114,340.18 S 117,770.39 S 121,303.50 $ 12494260 S 128,690.88
116 S $ 106,669.26 S 109,869.34 S 113,16542 $ 116,560.38 $ 120,057.19 $ 123,65891 S 127,368.67 S 131,189.73 $ 135,125.43

Hourly

Grade | Step 1 ‘ Step 2 Step 3 ! Step 4 | Step 5 | Step 6 Step 7 | Step 8 | Step 9

101 H S 1635 S 16.84 S 1734 $ 17.86 S 1840 S 1895 $ 19.52 | $ 2010 S 20.71
102 H S 1749 S 18.02 $ 1856 $ 1911 'S 1969 S 2028 $ 20.88 S 2151 | $ 22.16
103 H S 18.80 S 1937 §$ 19.95 $ 2055 S 2116 S 2180 S 2245 S 2312 $ 23.82
104 H S 2021 $ 2082 S 2144 S 2209 $ 2275 |'$ 2343 § 2413 §$ 2486 S 25.60
105 H S 2173 | $ 2238 § 23.05 $ 2374 $ 2446 S 2519 | $ 2594 S 26.72 S 27.52
106 H S 2336 S 2406 S 2478 S 2552 | § 2629 S 27.08 S 2789 §$ 2873 § 29.59
107 H S 2569 S 2646 S 2726 S 2808 S 2892 $ 29.79 $ 3068 S 3160 $ 32.55
108 H S 2826 $ 29.11 S 2998 $ 30.88 S 31.81 §$ 3276 $ 33.75 §$ 3476 S 35.80
109 H S 3109 $ 3202 $ 3298 $ 3397 | $ 3499 S 36.04 $ 3712 S 3824 S 39.38
110H 3 3342 $ 3442 S 3546 $ 36.52 S 3762 $ 3874 $ 3991 §$ 4110 S 42.34
111 H S 36.76 S 3787 $ 39.00 $ 4017 S 4138 S 4262 S 43.90 $ 4521 § 46.57

County Administrator

CADM S 137,806.02 $ 141,940.20 S 146,19840 $ 150,584.36 $ 155,101.89 S 159,754.94 S 164,547.59 $ 169,484.02 $ 174,568.54

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 $1,157,385.78.

EXHIBIT 3-2: TOTAL ADJUSTMENT COST ESTIMATES

Adjustment to Remaining Total Adjustment | Resulting Percent

Current Payroll Minimum Adjustment Cost (of.114 Increase to Payroll| Proposed Payroll

$ 2285381236 | % 447,998.28 | % 709,387.50 | $ 1,157,385.78 5.06% $ 24011,198.14

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:

e 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.

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

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

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

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

| Single | $28.58 $44.84
| 2Person | $68.59 $107.61
$78.59 $117.61
$85.73 $134.52 $0.00
$95.73 $144.52

Source: Livingston County Human Resources, 2022.
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COVERAGE CLASS TIER

2 (Hired After BCBSM PPO 4 BCBSM PPO 6
11/1/2009)
$57.16 $73.42

 Single |

[ 2Person  ISEVAY, $176.20

$147.17 $186.20

$171.47 $220.25 $0.00
$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

** MGT Livingston County, Ml
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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

Peer Average 37.83%
Overall, Peer Average of all Organizations 35.70%

Berrien County, Ml Varies by bargaining status and unit.
Ingham County, Mi Varies by union group.
Jackson County, Mi 37.00%

Kalamazoo County, Mli 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 ‘

Peer Average Voluntary % Paid by employer
‘ Overall, Peer Average of all el Unknown
Organizations

I

ALLEGAN COUNTY, MI ‘ Voluntary 5% Employer Paid

** MGT Livingston County, Ml
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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, MlI 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

EXHIBIT 3-4: VISION INSURANCE COMPARISON

ORGANIZATION INSURANCE PROVISION TYPE BI-WEEKLY PREMIUM

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

.0 MGT Livingston County, Ml
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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

Peer Average Defined Contribution Plan 6%
Overall, Peer Average of Defined Contribution Plan 5%
all Organizations 403b Plan ¢

Allegan County, Mli MERS Defined Contribution Plan N/A
Berrien County, Mi Voluntary 457b Varies by Bargaining Unit status
Ingham County, Ml MERS Defined Contribution Plan Varies by Bargaining Unit status

Defined Benefit & Fmployer match for the Def|.n¢.3d Cor?trlbutlon plan
Defined Contribution Plan is dependent on each bargaining unit (most are at
a 5% matching, but deputies are at 6%)

Kalamazoo County, Ml 457 Deferred Compensation Plan N/A
Monroe County, Mi MERS Defined Contribution Plan N/A

Defined Benefit & Defined Benefit: 13.5%
Defined Contribution: 6%

Jackson County, Mi

Muskegon County, Mi

Defined Contribution Plan

Ottawa County, Ml MERS Defined Contribution Plan & MERS Defined Contribution.PIar.u 6%
! 457b Plan 457: $1,000 Annual contribution
Saginaw County, Ml MERS Defined Contribution Plan N/A
st. Clair County, Ml Defined Be!wefi'.c and Defined N/A
Contribution Plan
Washtenaw County, Ml 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

Peer Average 8.5 ZZZ :'s/ 68 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 12 days / 96 hours 25 days / 200 hours 2 personal days / 16

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

4

JACKSON COUNTY, MI 6 di‘fwﬁ 8 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 iiﬁsrg 80 15 days / 120 hours 12 days / 96 hours N/A
OTTAWA COUNTY, Ml N/A N/A 8 days / 64 hours > ﬂ°at'r?§uciy5 /40
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.
L X 2 ivi
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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

BENEFIT

INGHAM COUNTY, MI
MUSKEGON COUNTY,

MONROE COUNTY,
mi

KALAMAZOO COUNTY,
Mi
Mi
Mi

BERRIEN COUNTY, M|
JACKSON COUNTY, MI
SAGINAW COUNTY,
ST. CLAIR COUNTY, MI

WASHTENAW

B4 OTTAWA COUNTY, MI
CouNnTyY, Ml

Life Insurance

Critical Iliness
Insurance
Accident
Insurance

=
o
z
r4
=]
(o]
o
4
<<
(U]
b=
=
<
Y
Y

=<

Cancer Insurance
Disability
Insurance

Sick Leave Bank Y Y
Flex Spending
Account

Health Savings
Account

EAP (Employee
Assistance Y Y Y Y Y Y Y Y Y Y Y
Program)
Education
Assistance /
Tuition Y Y Y Y Y Y Y
Reimbursement
Program

Pet Insurance Y

<| < |=<| <
<| < |<| =<

Legal
Sabbatical
Cell/Allowance Y Y Y
PTO (Paid Time
Off) Bank
Dependent Care
Assistance
Vehicle
Allowance

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

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.

An employee that completes a year of employment will be upgraded a step within
MONROE COUNTY, MI their pay grade each year at the date of their anniversary until they reach the top of

the pay grade.

MUSKEGON COUNTY, M 5 years of service: 5250 annual ,fmyment; +550 added for each subsequent year.
Maximum payout: 51,250

Source: MGT Custom Market Survey, 2022.

JACKSON COUNTY, Mi

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, MlI Administered at the first of the calendar year.
INGHAM COUNTY, MI Cost-of-living is adjusted annually.

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, M Currently undergoing a Base Wage.Adjustmentfrom 2021 to 2024. Wages will increase
at certain percentages each year.
MUSKEGON COUNTY, M Administered annually, payment is based ;4nlgonsumer Price Index. Maximum payment:

Source: MGT Custom Market Survey, 2022.

JACKSON COUNTY, MI
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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

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 _

GREEN OAK TOWNSHIP, Ml Voluntary

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 |

Voluntary

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

6% MGT Livingston County, Ml
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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

PUTNAM TOWNSHIP, MI Defined Contribution Plan Only

3% Employer contribution

Municipal Employee’s Retirement

System of Michigan Varied

GREEN OAK TOWNSHIP, MI

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

0 0

13 days /
104 hours

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

PUTNAM TOWNSHIP, Ml N/A

6% MGT Livingston County, Ml
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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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GREEN OAK
TOWNSHIP, MI
HAMBURG
TOWNSHIP, MiI

Education Assistance / Tuition
Reimbursement Program

retmnce [
I
EE I R
Ccomonance ||
(o ||

Dependent Care Assistance _‘

[welnesyeness ||

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

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

HARTLAND CONSOLIDATED SCHOOLS, Mi ‘ Offered
HOWELL PUBLIC SCHOOLS, Mi ‘ Offered N/A

LIVINGSTON EDUCATIONAL SERVICE
AGENCY (ESA), Ml ‘ 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 |

HARTLAND CONSOLIDATED Offered
SCHOOLS, Mi
HOWELL PUBLIC SCHOOLS, Mi ‘ Offered N/A

LIVINGSTON EDUCATIONAL ‘ Offered N/A

SERVICE AGENCY (ESA), MI

FOWLERVILLE COMMUNITY
| scHooLs, mi ‘ Offered N/A

** MGT Livingston County, Ml
. P Page |25
CONSULTING Compensation and Classification Study



BRIGHTON AREA SCHOOLS, MI ‘ Offered N/A

3 II\ICKNEY COMMUNITY SCHOOLS, 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

HARTLAND CONSOLIDATED SCHOOLS,

403b Plan N/A

403b Plan
HOWELL PUBLIC SCHOOLS, MI 401K Plan N/A
LIVINGSTON EDUCATIONAL SERVICE 403b Plan Varies based on the ORS plan that is
AGENCY (ESA), MI selected
FOWLERVILLE COMMUNITY SCHOOLS, 403b Plan N/A

Defined Benefit Plan N/A
BRIGHTON AREA SCHOOLS, Ml Defined Contribution Plan
Pension Plus Plan

PINCKNEY COMMUNITY SCHOOLS, Ml 403b Plan N/A

457b Plan

Source: MGT Custom Market Survey, 2022.
L X 2 ivi
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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

HARTLAND
CONSOLIDATED N/A 20 days / 160 hours 10 days / 80 hours
SCHOOLS, MI

HOWELL PUBLIC 2 personal days / 16
SCHOOLS, M N/A 20 days / 160 hours 11 days / 88 hours hours

3 personal days / 24

4 personal days / 32
hours

IO 10 days / 80 hours hours

EDUCATIONAL SERVICE 10 days / 80 hours 18 days / 144 hours ¥ 5 bereavement days /

AGENCY (ESA), MI ¥
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

NA

BENEFIT

HARTLAND
CONSOLIDAT
B ED SCHOOLS,
HOWELL
SCHOOL, Ml
LIVINGSTON
EDUCATIO
L
AGENCY, MI
FOWLERVILLE
o coMMUNITY
SCHOOLS, MI
BRIGHTON
SCHOOLS, MI
PINCKNEY
o COMMUNITY
SCHOOLS, MI

Life Insurance
Critical  lliness
Insurance
Accident
Insurance
Cancer
Insurance
Disability
Insurance

Sick Leave Bank
Flex Spending
Account
Health Savings
Account

EAP

Education
Assistance
Tuition
Reimbursement
Program

Pet Insurance
Legal
Sabbatical
Cell/Allowance

PTO Banks

Dependent
Care Assistance

Vehicle
Assistance

Wellness/Fitnes
s

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

** MGT Livingston County, Ml
. P Page |28
CONSULTING Compensation and Classification Study



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 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
LIVINGSTON EDUCATIONAL >-10 5500
SERVICE AGENCY (ESA), MI 1115 51,000
! 16-20 51,500
21-24 52,000
25+ 52,500

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 Wage scales are reviewed annually during the budget process. For the two unionized
SERVICE AGENCY (ESA), MI 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

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 |

FORD MOTORS, MI Offered

GENERAL MOTORS, MI ‘ Offered N/A
N/A

UNIVERSITY OF MICHIGAN — ANN ARBOR, MI Offered

CLEARY UNIVERSITY, Ml ‘ Offered N/A

MICHIGAN DEPARTMENT OF HEALTH & Offered N/A
| HUMAN SERVICES, Ml

MICHIGAN DEPARTMENT OF ENVIRONMENT, N/A

GREAT LAKES, AND ENERGY (EGLE), Ml Offered

MICHIGAN DEPARTMENT OF AGRICULTURE Offered N/A
AND RURAL DEVELOPMENT (MDARD), Ml

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 |

pocsemn | "
Emvmen | v
[mEEre | v
Er T "

[ MICHIGAN DEPARTMENT OF HEALTH & ‘ Offered N/A

HUMAN SERVICES, MI

MICHIGAN DEPARTMENT OF ENVIRONMENT, Offered N/A
GREAT LAKES, AND ENERGY (EGLE), MI

MICHIGAN DEPARTMENT OF AGRICULTURE ‘ Offered N/A

AND RURAL DEVELOPMENT (MDARD), Ml

| 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

90 cents per dollar on the first 5% of

FORD MOTORS, MI 401K Plan \ S
an employee's contribution
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401k Plan 4% Employer match

UNIVERSITY OF MICHIGAN — ANN 403b Plan

0,
ARBOR, M 457b Plan 10% Employer match for both plans

CLEARY UNIVERSITY, MI 403b Plan 5% Employer match

MICHIGAN DEPARTMENT OF HEALTH &
HUMAN SERVICES, Ml

Source: MGT Custom Market Survey, 2022.

401k Plan N/A

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

N/A N/A

FORD MOTORS, Mi 25 days / 200 hours 12 days / 96 hours
GENERAL MOTORS, MI Unlimited 30 days / 240 hours 16 days / 128 hours N/A

UNIVERSITY OF
MICHIGAN — ANN N/A N/A 7 days / 56 hours N/A
ARBOR, MI

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

FORD MOTORS, MI
UNIVERSITY OF
MICHIGAN — ANN
ARBOR, M|
UNIVERSITY, MI
MICHIGAN
DEPARTMENT OF
HEALTH & HUMAN
MICHIGAN
DEPARTMENT OF
ENVIRONMENT,
MICHIGAN
DEPARTMENT OF
AGRICULTURE AND
ICTC ISABELLA
COUNTY, MI

Mi
Mi

)
-4
o
et
o
2
-
<
o
w
2
w
O

LIVINGSTON
COUNTY, MI
STARS SAGINAW,

Life
Insurance

<

Critical
Iliness
Insurance

Accident
Insurance

Cancer
Insurance

Disability
Insurance

Sick Leave
Bank

Flex
Spending Y
Account

Health
Savings Y Y Y Y Y Y Y
Account

EAP Y Y Y Y Y

Education
Assistance
/  Tuition
Reimburse
ment
Program

Pet
Insurance

Legal Y

Sabbatical

Cell/Allowa
nce

Dependent
Care Y Y
Allowance

Vehicle
Allowance

Wellness/F
itness

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:

e Qverall, 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.

e 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.

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.

e 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 Ofthe 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.

e 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 Ofthe 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.

O
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e 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.

e 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.

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

o 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.

e 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

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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CHAPTER 4. ADMINISTRATION AND MAINTENANCE

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.

= |fan 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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CHAPTER 4. ADMINISTRATION AND MAINTENANCE

EXHIBIT 4-1: RAISE THE WAGE ACT,
ANNUAL MINIMUM WAGE INCREASES

2024

Starting
®

2019

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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CHAPTER 4. ADMINISTRATION AND MAINTENANCE

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:

= |f 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.

= [f 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.

= [f 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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CHAPTER 4. ADMINISTRATION AND MAINTENANCE

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:

= |f 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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CHAPTER 4. ADMINISTRATION AND MAINTENANCE

® |n 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.

» |nvoluntary 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.

— Aninvoluntary reassignment for the good of the employee might involve an individual who is no
longer physically capable of performing their duties and requires areasonable accommodation,
such as reassigning the employee to a less strenuous position.

— Aninvoluntary 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:
= Areview of an employee’s performance

= How well tasks are performed

=  How much work is performed

=  When an employee is eligible for a promotion
= Asalary 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

.0 MGT Livingston County, Ml
. P Page |44
CONSULTING Compensation and Classification Study



CHAPTER 4. ADMINISTRATION MAINTENANCE

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:

Workforce
Planning

Compensation Performance
Administration Management

Job Analysis

Training and Recruitment
Development and Selection

Career and
Succession
Planning

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.
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APPENDIX A:
CUSTOM MARKET SURVEY



&% MGT

CONSULTING

Livingston County, MI
Market Salary and Benefits Survey

Livingston County has contracted with MGT Consulting Group to evaluate its dassification and
compensation system and provide recommendations for updating the system to ensure market

compekitiveness.

We ask that vou respond to a brief survey that is designed to collect general salary, benefits, and pay
policy information to assist MGT in the evaluation of the County's compensation.

Please complete this survey by
Friday, July 22nd.

Thank you for your participation in this important study.
In appreciation of your participation, a copy of the survey results can be sent to you upon request,

() es, Twould like a copy of the survey results.

(O Mo, I do not want a copy of the survey results.

DECLINING PARTICTPATION

If you dedde to decline to participate in this survey after reviewing the guestions, please return to this
page and select the option below to dedine participation.

Once the option below is selected, pleasa click NEXT to submit vour response.
You will not be able to return to this survey after submitting this option.

[ 1 would like to decline participating in this survey.
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PLEASE NOTE:

Your entries will be saved after you advance through each page. vou can revisit
YOUr responses as many times as you feel necessary prior to final submission.

DO NOT work on your survey in multiple browser tabs.
Survey responses are recorded in real-time as you click the "Mext” and "Back” buttons in

the survey; working from more than one browser tab containing your survey link may
result in the loss of data you have entered.

I. SALARY

When were your organization's pay ranges last updated?

Flease desoribe below or upload your organization's pay ranges for elected officials and Board, as
applicable.

Ex.: Board Chaiy, Commissiona; County Clerk, Shenff, Treasurer, et

Elected Officials & Board Pay Data Upload

Drop files or click here to upload



Please desaibe below or upload yvour organization's pay ranges for attorneylegal positions, as
applicable.

Ex.: Prosecutor, Attorney Referee, Friend of the Court, Research Attorney, Magistrate, et

Attormey/Legal Positions' Pay Data Upload

Drop files or click here to upload

This next section of the survey requests salary information for a sample of specific
positions at your organization.

If you have a file that includes the requested information, or for all of your jobs, you may upload the
file below and skip filling out the pay tables on the following survey pages.

Drop files or click here to upload

Pleasz read the following definitions before continuing.
Title or Match Title: The corresponding job tile in your organization.

Years in Job (Avg): The number of years the incumbent has spent in the listed job title, or
incumbent average.

Average Salary: The actual average annual salary of incumbents occupying each listed job title, This
should be based on 12-month appointments (FTE).

Minimum and Maximum Salaries: The minimum and maximum salaries associated with each job
title.
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Match Title ‘Years in Class (Avg)

Administrative Spedialist: Performs a full scope of more complex derical,
administrative and records management functions with extensive intemal,
public and customer service interaction. High school diploma or GED with
supplementary vacational or college-level training in secretarial science,
office management or similar instruction and four {4) years of experience.

Benefits Spedalist: Responsible for the daily administration of the
benefits provided by the organization along with overseeing the
development and distribution of all benefits information to active, retired,
and former employees. Bachelor’s Degres in Human Resources or related
field and five (5) years of experience.

Building Inspector/Plan Reviewer: This position establishes methods
and procedures for attaining spedfic goals and objectives, and receives
guidance in terms of broad goals. Resolves robles, schedules times for
inspections, and meets with builders and home owners, to review plans.
Some college education and ten (10) or more years of experience.

Chief Deputy County Clerk: Responsible for day-to-day management and
administration of the County Clerk's Legal Division, including fiscal and
personnel management. Coordinates activities of various divisions and
delegates responsibility accordingly; implementing programs and policies, as
well as budgets. Completion of a Bachelor's degree and five 5 years of
experience.

Deputy Gircuit Court Clerk: Responsible for performing a variety of
clerical functions in support of Court operations; provides customer service
to the public; collects and receipts Court fees and fines; prepares and files
legal documents; and performs other related duties as assigned.

Deputy Director of Human Resources: Responsible for assisting with
the development, implementation, and administration of the County's
human resources and personnel programs. Bachelor's Degree in Human
Resources or related field and three (3) years of experience.

Driver (CDL): Responsible for providing safe, efficient, customer friendly
transportation via bus, van, or vehicle to the public in the County andfor any
location in surrounding counties. High school diploma or GED and Michigan
Commercial Driver's License - Class C with passenger endorsement required.

Election Specialist/ Deputy Clerk: Provides information and assistance
to elected officials, candidates, and the public regarding the election
process. Assists the Elections Coordinator in implementing and enforcing the
Michigan Election Laws according to Michigan statutes. Associates Degree or
equivalent and three {3) years of experience.

Elections Coordinator/ Deputy Clerk: Responsible for all facets of voter
education, election preparation, records management and filings, the
maonitoring the County’s elections and overseeing related activities including
training precinct inspectors and programming and testing ballots for all
elections. High school diploma or GED and four (4) years of experience.

Emergency Management Regional Planner: Assists the EM with
addressing local and regional emergency management issues and the
maintenance of emergency operation plans. Assists with the coordination,
mitigation and preparedness, response, and recovery processes for both
natural and man-made emergencies and disasters. Associate’s Degree with
college level course work in a related field and two (2) years of experience.

Engineering Surveyor: Responsible for collecting, surveying and building
the Drain Commissicners Office and the Department of Public Works GIS
layers in the Countys GIS system, and preparing maps, construction plans,
reports, and feasibility studies. Completion of a Bachelor's degree and four
(4] years of experience.

Senior Finandial Analyst: This position serves as the senior staff position
for Fiscal Services and is delegated with workflow approval authority by the
Deputy County Administrator/Financial Officer (DCA/FO), and provides
direction to staff as needed, maintains operations of the department, in the
absence or unavailability of the DCA/FO. Completion of a Bachelor's degree
and four (4) years of experience.

Lead Court Security Officer: Responsible for providing a safe
environment for the dtizens, courts and employees of the fadlity; assigned
four primary duties including judicial security, courtroom security, building
security and andllary support security functions. High school diploma and a
minimum of one year of experience

Maintenance Mechanic: Responsible for performing a variety of
preventative and routine repair duties on buildings, fadlities, and equipment
including, but not limited to electrical, plumbing, HVAC systems, carpentry,
welding, and engine and auto repair. High school diploma or GED and three
{3) years of experience,

Network Administrator: Responsible for administering, analyzing,
troubleshooting, and installing server applications and systems for users,
which indudes operational support of various applications. Bachelor's
Degree in information systems, information network systems, or related
field and five (5) years of experience.

Minimums

Maximums
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Office Manager: Responsible for supervising/overseeing the day-to-day
support services of an organization, including coordinating, implementing,
and maintaining multiple software systems and various technology used
within the department, county-wide, and by outside onganizations and the
public. Assodiate’s Degree with some coursework in information technology
and three (3) years of experience.

Public Safety Technician Specialist: Responsible for the protection of
employees, facilities, the public and the environment from occupational
hazards. Collects data on safety and overall health of surroundings,
conducts extensive tests and measuring hazards, and evaluates equipment
to ensure that government regulations are being met. Bachelor’s degree in
occupational health and safety or a related sdentific or technical field.

Senior Appraiser: Responsible for appraising and determining the value of
maore complex properties. Performs field assessment of properties and
assists in the development and compilation of data for tax appraisal.
Assodate’s Degree in property appraisal or related field and three (3) years
of experience.

Senior Payroll Clerk: Responsible for the management and oversight of
all aspects of payroll induding processing payroll, maintaining related
employee information, assisting employees and departments with payroll
related information, the reconciliation and accuracy of multiple accounts in a
complex accounting system. Assodate’s Degree in accounting or related
field and three (3) years of experience.

Senior Vital Records Clerk: Responsible for receiving, processing, and
recording documents for births, deaths, marriages, and other records
processed by the office of the County Clerk. Assists customers at the
counter, telephone, and online requests to inguiries related to vital records
and the procedures of the Clerk’s Office. High school diploma or GED and
two (2) years of experience.

Spedalty Courts and Programs Administrator: Provide overall
direction, oversight, support, coordination, development, and
implementation of the County's Spedalty Courts and Programs. Completion
of 2 Bachelor's degree and five (5) years of experience.

Veterans Affairs Director: Responsible for the overall management of the
Weteran Services Department, coordinating local, state, and federal veterans”
programs, and overseeing the counseling of veterans who reside in the
County. Bachelor's Degree in social work, psychology or other related field
and seven (7) vears of experience.

Vital Records Clerk: Responsible for receiving, processing, and recording
documents for births, deaths, marriages, and other records processed by
the office of the County Clerk. Assists customers at the counter, telephone,
and online requests to inguiries related to vital records and the procedures
of the Clerk’s Office. High school diploma or GED and two (2) vears of
experience.

Prosecutor: Responsible for legally representing the state during the
prosecution of criminal offenders within a specific area or jurisdiction. Leads
@ team of assodiates in coordinating duties essential for preparing and
prasenting cases in the courtroom. Juris Doctorate Degree.

Assistant Prosecutor: Responsible for performing a wide assortment of
prosecutorial duties in District, Family, Probate, Juvenile, Circuit and
Appellate Courts. Juris Doctorate Degree and one (1) year of experience.

Attorney Referee/ Juvenile: Responsible for presiding over a variety of
non-jury juvenile delinguency and child protective proceedings and
hearings. Performs legal research, prepares orders, opinions, and
judgements. Assists and trains co-workers in interpreting and applying court
rules, statutes, case law, office polides and procedures, and other related
issues. Completion of a Doctorate degree and five (5) years of experience.

Attorney (Referee FOC: Responsible for assisting the Circuit Court Judges
with the resolution of a variety of domestic issues by conducting hearings,
identifying legal programs, examining testimony and offers of evidence,
performing legal research, exploring alternative dispute resolution options,
and preparing and submitted proposed orders. Juris Doctorate Degree and
five (5) years of experience.

Research Attorney: The purpose of this position is to assist the judge
with his/her caseload. This position is responsible for preparing the cases for
upcoming hearings and trials, and assisting the judge during the hearings
and trials as necessary. Completion of a Doctorate degree.

Law Clerk/Attorney Magistrate: Reporting to the District Court
Administrator, who will monitor hours and assign work, including Magistrate
on-call duties as needed. Works to assist the Districk Court Judges with daily
operations, including legal research, and drafting cpinions as directed.
Completion of law school and Juris Doctor Degree, prior experience in the
practice of law is desirable.

Chair BOC: The chair of the board is a member of the board and serves as
the chief volunteer officer. Accountable to the board, the chair's
responsibilities include providing leadership to the board of directors,
preside over meetings, propose policies and practices, monitor the
performance of the board, and performs other duties as the need arises
and/or as defined in the bylaws.
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Commissioners: Responsible for overseeing the County's management
and administration, representing county interests at the state and federal
level, participating in long-range planning, and managing the county budget
and finances.

Vice Chair BOC: Responsible for acting as the Chair of the Board of
Directors (Chair), either in the absence of the Chair or as requested by the
(Chair, and to carry out additional leadership duties relating to the
functioning, responsibilities and effectiveness of the Board. The Vice-Chair
assists and advises the Chair in providing independent, effective leadership
to the Board.

County Clerk: The County Clerk’s duties and authority is derived from
statute, court rules, and regulations. The Clerk statutorily serves on
numerous boards and commissions such as the Election Commission, Plat
Board, and Apportionment Commission. The Clerk also statutorily serves as
clerk to various boards such as County Board of Canvassers, Election
Commission and Tax Allocation Board. This position exercises wide latitude
in determining objectives and approaches to critical assignments.

Drrain Commissioner: Creates and maintains the county drains and
provides storm water guidance and support to a county. Coordinates the
activities of various operating areas and delegates responsibility accordingly.
Bachelor’s Degree in civil engineering, surveying, or related field

Register of Deeds: Responsible for receiving, examining, indexing,
entering, filing and/or recording documents pertaining to the ownership and
location of real property in the County. Answers telephone calls and provides
information on documents that have been recorded, fee schedules, and
other information related to recording property. High school diploma or GED
and two (2] years of experience.

Sheriff: Oversees and directs the day-to-day operations of the Sheriff's
Department. Receives and implements major policy directives pertaining to
various law enforcement and jail activities within the County. Bachelor's
Degree in criminal justice or related field.

Treasurer: Responsible for overseeing the day-to-day operations of the
Treasurer’s office. Performs various accounting tasks related to the
collection, reconciliation, and distribution of funds. Recondles and deposits

funds in all facets of tax settlement, disbursement, and investment
management. Bachelor’s Degree in accounting or related figld.

IL. Polidies

What is your compensation policy regarding employees and longevity?

How often are Cost of Living Adjustments administered? Please describe vour organizational policy
relative to these updates, and if applicable, the average percentage used for the adjustment.

Describe your organization's remote work paolicy, if applicable.
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lll. BENEFITS

What percentage of an employee’s total compensation is your organization's benefits

package (on average)?

To celculate the total benefits to compensation percentags, MET uses the eguation:

%% Benefits to Total Compensation = Annual Value of Benefits/Total Compensation

The annuzl value of benefits 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—induding 401(k)/403(b), pension plans, etc.
- FICA, (Sodial Security, etc.)

- Worker's Compensation

- Post-employmient benefits, if applicble



Please select all of the benefits offered by your organization. (Choose all that zpphy.)

I:l HEﬂlth [gereeral coverage)

[] Dental s it voluntary o Contributany? i cantrisutary what % is g2id by emplayer?)
[ Wision iis e vatstary e Gantributory? 1f cantributiry what % is peic by smploper?)

D UfE {indicate § amount insuned:)

O Hospital findicate if paic far by arganization or cfferes to employes 28 therr expense:)

I:I .I'-"ul:l:idf.‘.'l'lt {indiczte if paic for by omganization or offered o employs: 2t ther experse: |

I:l Cancer {incicake if paid for By crganzation or offered to employes at their expense:)

I:l Pet Insurance [roicze paid for by crganization or offered o employes at their experse: |

Shaort-term Disability

Long-term Disability

Health Savings Accounts

Sick Leave Donation or Buy Back
Retirement Plans

PTO Banks

Education Assistance | Tuition Reimbursement Program
Viehicle/Allowance

Cellf allowance

Employes Assistance Program (EAP)
Paid Parental Leave

Child Care Assistance

[] Dependent Care Assistance

] adoption Assistance

] wellness Program

[ Fitness Center / Gym Discounts

(] Paid time off to voluntesr

L] other 1 (please indicate)

OoooooOoooood

O] other 2 (please indicate)
L] other 3 (please indicate)



If you have an employes handbook or web address that provides more in-depth benefits details
(health plan costs, vision, dental, retirement, leave information, etc.) please provide a link or upload
below.

File Upload:

Drop files or click here to upload

Does your organization offer health insurance to part-time employees?

() *as (How does your organization determine the percentage of the premium paid?)

O no

RETIREMEMNT:

Select all retirement plans offered by your organization. (Check all that apply.)

(_ Defined Benefits Plan Only (i.e,, PERS, pension)

() Defined Contribution Plan Only (2.q., 457, 401(k) plan)
O Both a Defined Benefit and Defined Contribution Plan
() Retirement plan optiens not offered

O other (Plzase indicate:)

What percentage is the employer match? (if applicable)
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Please enter the maximum number of paid hours offered annually to full-time employees
for each type of leave listed below.

Sick
Vacation/Personal
Holiday

Cther (please indicate:)

Total

SURVEY SUBMISSION

When vou have completed vour survey, please select "SUBMIT AS FINAL" below and dick the
"Next” button to submit your survey responses.

If you wish to edit or review any of your responses, you may go back to previous questions by using
the "Back” button,

Thank you for your participation!

O SUBMIT AS FINAL
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APPENDIX B:
CUSTOM MARKET SURVEY RESULTS



Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum Actual Average
Allegan County Administrative Assistant S 3334240
Berrien County Administrative Assistant S 41,99520 S 4914000 § 5628480
Howell City Administrative Assistant S 31,20000 5 3432000 5 37,440.00
Ingham County Executive Assistant 2 S 4585500 S§ 55057.00 § 51,004.00
Administrative Specialist lackson County Administrative Assistant S 3943680 § 4437680 $  49316.80
Livingston ESA Administrative Assistant S 3644160 S 4357600 S 5071040
Muskegon County Administrative Analyst $ 4996100 $ 5646100 $ 62,961.00
St Clair County Administrative Assistant S 3301800 §  38,234.00 S 43,450.00
State Court Administrative Office (SCAO) Administrative Assistant S 3577500 $ 41,79850 S  47,822.00
Average: 2 $ 3855833 § 4537041 S5 4987363 $ 44,359.09
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum Actual Average
Allegan County Assistant Prosecuting Attorney $ 6639360 $ 7962240 $ 92,851.20
Berrien County Assistant Prosecuting Attorney | S 6149541 S 7195250 S 82,409.60
Berrien County Assistant Prosecuting Attorney | $ 5765200 $ 6673800 $  77,258.00
Ingham County Assistant Prosecuting Attorney $ 6523419 § 88517.08 $ 111,799.96
Assistant Prosecutar | lackson County Attorney- Assistant Prosecutor S 7049120 $§ 7738640 $ 8428160
Kalamazoo County Assistant Prosecuting Attorney | S 63,793.60 § 7104240 $  78,291.20
Monroe County Assistant Prosecuting Attorney $ 6464000 $§ 64,640.00
Muskegon County Assistant Prosecutor | S 5399600 S 6297150 S 71,947.00
St Clair County Assistant Prosecuting Attorney S 5946400 & 6885750 S  78,251.00
Average: $ 6257333 § 7241420 S 8463632 § 72,768.40
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpoint Maximum Actual Average
Berrien County Assistant Prosecuting Attorney |l S 63,416.00 & 7341200 S 8493800
Assistant Prosecutor || Kalamazoo County Assistant Prosecuting Attorney Il S 7225620 S 8044250 S§  88,628.80
State Court Administrative Office (SCAD)  Assistant Prosecuting Attorney Il S 5695000 $ 5945000 $ 6195000
Average: $ 6420740 $ 71,0150 § 7850560 3 71,271.50
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Maximum Actual Average
. Berrien County Assistant Prosecuting Attorney 11l S 76,3400 $ 8882900 S 102,831.00
Assistant Prosecutor [Il
Kalamazoo County Assistant Prosecuting Attorney Il S 72,256.20 $ 8044250 5  88,628.80
Average: $ 7449510 $ 8463575 S 9572990 84,953.58

Livingston County Title

Respondent Org

Respondent Org Matching Title

Years in Class [Average) Minimum

Midpoint

Maximum

Actual Average

Artorney/Referae FOC

Averages:

Berrien County
Kalamazoo County
Muskegon County
5t Clair County

Attorney/Referee FOC
Friend of the Court
Family Division Referee
Attorney/Referee FOC

74,409.50
79,872.00
68,473.00
81,381.00
76,033.88

i s

o W s

87,063.39
88,940.80
77,562.50
94,235.50
86,950.55

[LART AT AR Y

99,717.28
98,009.60
86,652.00
107,090.00
97,867.22

s

86,950.55

Livingstan County Title

Benefits Specialist

Average:

Respondent Org

Berrien County

Ingham County

Livingston ESA

Muskegon County

5t Clair County

State Court Administrative Office (SCAD)

Respondent Org Matching Title

Benefits Manager

Benefits Administrator

Human Resources Coordinator

Benefits Analyst

Senior Human Resources Specialist - Benefits
Human Resources Generalist

Years in Class (Average)

52,412.00
53,476.00
52,582.40
43,961.00
50,830.00
82,851.84
57,018.87

Less than 1 year

B 0 s e

Less than 1 year

WA A e

Midpoint
65,414.44
53,476.00
58,240.00
56,461.00
58,859.50

58,490.19

REST T T AT

Maximum
74,918.48
64,208.00
63,897.60
62,961.00
66,889.00

Actual Average

66,574.82

Livingstan County Title

Chair BOC

Average:

Respondent Org
Berrien County
County of Monroe
Ingham County
Kalamazoo County

Respondent Org Matching Title
Chair of Board

Chair

Board Chair

Board Chairman

Years in Class (Average)

3 12,530.00
$  17,637.00
5 17,774.00
S 16,900.00
$  16,210.25

Midpoint

Maximum

Actual Average

5 16,210.25

Livingstan County Title

Chief Deputy County Clerk

Average:

Respondent Org

Berrien County

Ingham County

Muskegon County

5t Clair County

State Court Administrative Office (SCAO)
Organization 1

Respondent Org Matching Title
Chief Deputy County Clerk
Chief Deputy County Clerk

Chief Deputy County Clerk
Chief Clerk
Chief Deputy County Clerk

Years in Class (Average)

93,289.00
70,033.00
54,978.00
172,761.12
52,412.00
83,229.86

W s

o o

Midpoint
65,412.26
9717746
79,143.50
63,662.00

60,672.00
73,213.44

s
s
s
H

5
$

Maximum
7491848
112,006.00
88,254.00
72,346.00

Actual Average

70,236.00

83,552.10 § 80,200.43

Livingston County Title

Respondent Org

Years in Class (Average) Minimum

Midpoint

Maximum  Actual Average

Berrien County 5 11,061.00
County of Monroe 5 14,110.00
Commissioners Ingham County Commissioners 4 S 11,880.00
Kalamazao County Commissioners s 14,289.60
Muskegon County 5 31,200.00

Average: 4 $  16,508.12 s 16,508.12

Livingstan County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum Actual Average

Berrien County County Clerk 5 88,684.00
County Clerk County of Monroe County Clerk/Register of Deeds 1 S 89,608.00
Ingham County County Clerk 5 99,264.19

Average: 1 $  92,518.73 § 92,518.73
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Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpoint Maximum  Actual Average
Berrien County Deputy Circuit Court Clerk S 3096538 § 3566025 5 4035512
Ingham County Deputy Circuit Court Clerk Less than 1 year S 4318500 5 4318500 S 5150100
Deputy Circuit Court Clerk Muskegon County Court Services Specialist S 3459000 S 3890600 S5 43,222.00
st Clair County Court Clerk lll $ 3571300 §  41,354.00 S 46,995.00
State Court Administrative Office (SCAO)  Deputy District Court Clerk S 33,113.60
Average: Less than 1 year $ 3551340 S5 3977631 § 45518.28 $ 39,903.48
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum  Actual Average
Fowlerville Community Schools Director of Human Resources $  78,000.00 $  85,000.00
Ingham County Human Resources Generalist 6 $ 6980500 $ 83,808.00 S 83,808.00
Deputy Director of Human Resources Livingston ESA Human Resources Supervisor $90,417.00 § 10078150 S 111,146.00
State Court Administrative Office (SCAD)  Senior Human Resources Generalist $ 9425232 5 94,2532
University of Michigan - Ann Arbor Human Resources DIRECTOR $ 126,000.00 S 13550000 S 145,000.00
Average: 6 $ 9169486 $ 103,585.46 5 106,238.50 $ 99,828.47
Livingston County Title [ Respondent Org Matching Title Years in Class (Average) Minimum Midpoint Maximum  Actual Average
Berrien County Drain Commissianer S 88,684.00
County of Monroe Drain Commissioner 4 $  B3,988.00
Drain Commissioner Ingham County Drain Commissioner 27 $  92,789.00
Kalamazao County S 92,705.60
Muskegon County
Average: 15.5 §  89,54L.65 5 89,541.65
Livingston County Title Respondent Org Respondent Org Marching Title Years in Class (Average) Minimum Midpoint Maximum  Actual Average
Allegan County Driver (CDL) S 37,440.00
BCT - Battle Creek Driver $ 4085234 5 4698556 S 53,118.77
Hartland Consalidated Schools Bus Driver S 39,249.60 S 4413760
ICTC - Isabella County Driver $  28,950.48 $  41,838.80
Driver {(CDL) LETS - Livingston Driver $ 3554720 $ 4088240 S 46,217.60
Livingston ESA Bus Driver $ 3924960 $ 41,693.60 S  44,137.60
MATS - Muskegon Driver § 3251032 S 40,101.78
MAX - Holland Driver 5 3699228 S 4036984 S 4374739
STARS - Saginaw Driver S 30,966.29 S 37,13167 S 43,297.05
Average: $ 35750.90 $ 4141261 § 4457457 S 40,246.26
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpaint Maximum Actual Average
N - Berrien County Elections Administrator S 4121395 S 4746300 S 5371205
Election Specialist/Deputy Clerk a fons A -
Ingham County Election Director 5 S 8093900 § 8867656 S 9717100
Average: 5 S 61,07648 $ 68,069.78 § 7544453 § 68,196.93
Livingstan County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpaint Maximum Actual Average
Berrien County Deputy Elections Clerk § 2903000 § 3343150 § 37,833.00
Elections Coordinator/Deputy Clerk Wuskegon County $ 5740800 S 64,937.50 S5 72,467.00
St Clair County Elections Manager S 3862700 S 4472850 S 50,830.00
Average: $ 4168833 $ 4769917 § 53,710.00 $  47,699.17
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpaint Maximum Actual Average
Berrien County Emergency Management Specialist $ 4121395 $ 4746300 $ 5371205
Emergency Management Regional Planner  Ingham County Regional Planner Less than 1 year $  63,83000 $ 7663700 S  63,830.00
Muskegon County Emergency Management Services Director $ 66096.00 $ 7570100 $  84,406.00
Average: Less than 1 year $ 57,34665 S5 6660033 S5 67,316.02 5 63,754.33
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpaint Maximum Actual Average
Engineering Surveyor Ingham County Tax Mapping GIS Analyst 43 $§ 5845800 $§ 70,195.00 $  70,195.50
Average: 43 $ 58,458.00 $ 70,195.00 § 70,19550 $ 66,282.83
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpaint Maximum Actual Average
Berrien County Attorney/Magistrate/Referee S 69,759.00 S 93,485.00
County of Monroe Attorney Magistrate S ®7,579.00 § 7602350 S  84,468.00
Ingham County Magistrate $ 8093925 5 8905836 S 97,177.46
Law Clerk/Attorney Magistrate Kalamazoo County Attorney Magistrate |l S 79,872.00 : S 98,009.60
Muskegon Caunty S 6626800 § 7506650 S  83,865.00
St Clair County Law Clerk $ 4699500 § 54,419.00 S5 61,843.00
State Court Administrative Office (SCAQ)  Law Clerk § 77,757.12 S 8713224
Organization 1 Law Clerk Il $ 6149541 S 69,14450 S 76,793.60
Average: $ 6883310 $§ 7274237 § 8534674 $ 76,054.79
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpaint Maximum Actual Average
Berrien County Court Security Supervisor $ 5590603 S 6541226 S 7491848
Lead Court Security Officar Ingham County Court | nfnrr_sms-m Officer 3 $ 3863400 § A41,351.00 §  46,050.00
Muskegon County Sheriff Security Officer $ 3377920 S 3377920 S 40,310.40
st Clair County Court Security Coordinator S 5046400 S 6885750 S 7825100
Average: 3 § 4694581 § 52,349.99 § 5988247 § 53,059.42

Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Midpoint Maximum Actual Average

BCT - Battle Creek Mechanic $ 4966616 § 5711822 § 6457029
Berrien County Mechanic S 57,200.00
ICTC - Isabella County Mechanic $ 3216720 $ 42,353.48 $  52,530.76
Ingham County Mechanic S 46,22368 S 5092857 S 5563345
LETS - Livingston Mechanic S 38,23040 § 4396080 5 4969120

Maintenance Mechanic Livingston ESA Maintenance Supervisor S 5466240 S 6054880 S 6643520
MATS - Muskegon Mechanic $ 3431168 S 4216048 S 50,000.27
MAX - Helland Mechanic $ 5522036 S 60,259.89 5 6529942
Muskegon County Mechanic S 4465760 S 5153200 S 5840640
Otrawa County Maintenance Worker S 30,160.00 §  30,160.00
St Clair County Maintenance Worker S 34,338.00 S 39,763.00 5  45,188.00
STARS - Saginaw Mechanic S 4072368 S 4738229 S 54,040.90

Average: $ 4313010 $ 47,83341 § 5618139 § 48,652.81
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Livingston County Title

Network Administrator

Average:

Respondent Org

Berrien County

Ingham County

Livingston ESA

Muskegon County

5t Clair County

State Court Administrative Office (SCAQ)

Respondent Org Matching Title

LAN Administrator

Network Administrator

Systems Engineer

Network Security & Systems Manager
Network Coordinator

Database Administrator

Years in Class [Average]

6

Minimum
s 7301445
S 63,763.00
5 63,653.00
S 68479.00
5  67,227.36

Midpoint
S 8408483
S 92,945.00

S 68,857.50

e s B

S5 81,962.44

Maximum
95,155.22
97,099.00
#5,599.00
86,652.00
78,251.00
104,170.32
89,487.76

Actual Average

$ 80,901.79

Livingston County Title

Office Manager

Average:

Respondent Org
Berrien County

Muskegon County

5t Clair Caunty

State Court Administrative Office (SCAQ)
QOrganization 1

Respondent Org Matching Title
Office Manager

Office Manager

Office Coordinator

Case Coordinator 11/0ffice Manager
Office Manager

Years in Class [Average)

Minimum
43,316.00
46,904.00
34,338.00
68,590.80
46,203.66
47,870.49

S L

Midpoint
S 5014200 $
S 5208800 3
S 3976300 §
$ 5405972 $

$ 4923818 §

Maximum
58,046.00
59,072.00
45,188.00

61,915.78
56,055.45

Actual Average

$  50,809.77

Livingston County Title

Respondent Org

Respondent Org Matching Title

Years in Class [Average)

Minimum

Midpoint

Maximum

Actual Average

Berrien County Prosecuting Attorney S 140,670.00
Prosecutor Kalamazao County Prosecuting Attorney S 141,741.60
Muskegon County Prosecutor S 157,739.00
Average: 5 140,670.00 $ 141,741.60 S 157,739.00 $ 146,716.87
Livingston County Title Respondent Org Respandent Org Matching Title Years in Class [Average] Minimum Midpoint Maximum  Actual Average
Allegan County Deputy Register of Deeds S 40,497.60
Berrien County Register of Deeds 5 88,684.00
Register of Deeds County of Monroe County Clerk/Register of Deeds S B9,608,00
Ingham County Deputy Register 4 S 46,050.00
Ottawa County Deputy Probate Register S 43388380
Average: 4 $ 6459080 $ 4338880 § 67,820.00 § 61,645.68
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum Actual Average
Berrien County Law Clerk | S5 5590603 5 6541226 5 74,918.48
Ingham County Court Otficer/Research Clerk S 5852057 $ 64,30240 §  70,264.23
Research Attorney Muskegon County S 52,291.00 S 59,155.00 §  66,019.00
Ottawa County Research Attorney 5 56,740.84 S 6525649 5 73,772.14
St Clair County Law Clerk/Research Attorney S 4699500 S 5441900 S 61,843.00
State Court Administrative Office (SCAQ)  Research Attorney 5 91,350.00
Average: $ 5409069 $ 61,727.03 § 73,0278L $ 63,578.47

Livingston County Title

Senior Appraiser

Average:

Respondent Org
Berrien County
Ingham County
Muskegon Caunty
St Clair County

Respondent Org Matching Title
Michigan Advanced Assessing Officer
Real Property Appraiser

Senior Appraiser

Years in Class (Average]

Less than 1 year

Minimum
45,336.51
58,458.00
50,003.00
48,875.00
50,668.13

s A

Midpoint Maximum
5 52,210.08 % 59,083.65%
$ 5845833 $  70,195.00
$ 5649250 §  62,982.00
$ 5659500 5 64,315.00
$ 5593898 § 64,143.91

Actual Average

$ 56,917.01

Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum Actual Average
Berrien County Financial Analyst $ 6764368 5 7910146 $  90,559.25
Senior Financial Analyst Muskegon County S 54,808.00 S 63,637.50 S 72,467.00
St Clair County Finance Director $ B4,63500 S 9800500 S 111,375.00
Organization 1 Financial Accountant/Analyst 5 6341600 S 7341200 S  84,938.00
Average: $ 6762567 $ 7853899 § 89,8348l § 78,666.49
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum Actual Average
Berrien County Payroll Coordinator S 50,823.34 5 5946554 S  68,107.73
Ingham County Payroll Administrator 2 S 4937200 $ 5400003 § 59,276.00
Livingston ESA Payroll Coordinator $ 5258240 5 5824000 S 63,897.60
Senior Payroll Clerk Muskegon County Payroll Specizlist 5 3771000 $ 4607150 S  54,433.00
St Clair County Human Resource Specialist - Payroll S 4699500 S 5441900 $  61,843.00
State Court Administrative Office (SCAQ)  Payroll Administrator 5 B0,90096 5 6257736 S 64,2476
Organization 1 Payroll Coordinator 5 47,647.00 S 55156.00 S 63,851.00
Average: 2 $ 4943381 $ 55717.06 § 62,23658 § 55,795.82

Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpoint Maximum Actual Average
Berrien County Deputy County Clerk I $ 3096517 §  35660.14 $  40,355.12
o~ Ingham Count, Deputy County Clerk 3 $ 43,18500 S 46,40200 S 51,501.00
SeniorVitalRecords Clerk. Muskegon Couynty County Clerk Sypecialist $ 39,0200 S 44,387.00 $ 49,712.00
St Clair County Deputy Clerk Il $ 35713.00 $ 41,354.00 S 46,995.00
Average: 3 $ 3723129 $ 4195079 S 47,140.78 S 42,107.62
Livingston County Title Respondent Org Respondent Org Matching Title Years in Class (Average) Minimum Midpoint Maximum Actual Average
Berrien County Sheriff $ 114,697.00
County of Monroe Sheriff 1 S 110,107.00
Sheriff Ingham County Sheriff 5 $ 130,622.00
Kalamazoo County Sheriff $ 110,107.00
Muskegon County Sheriff S 133,88249
Average: 1 $ 114697.00 $ 121,179.62 $  119,883.10




Livingston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum Actual Average
Berrien County Specialty Court Manager $ 5590603 S 6541226 S 7491848
Specialty Courts and Programs Administrator Ingham County Deputy Court Administrator 3 S 8(587.00 § 9929291 S 103,959.00
Muskegon County Specialty Court Enfarcement Officer S B6,268.00 S 7506650 S 83,805.00
Average: 3 $ 69587.01 $§ 7992389 § 87,580.83 S 79,030.58

ngston County Title Respondent Org Respondent Org Matching Title Years in Class [Average) Minimum Midpoint Maximum Actual Average
Berrien County Treasurer 5 BB,684.00
Jackson County Treasurer 4 S 86,019.00
Treasurer Kalamazoo County Treasurer S 106,246.40
Monroe County Treasurer S B6,019.00
St. Clair County Treasurer $ 100,314.00
Average: 4 § 8735150 § 97,526.47 s 93,456.48

Livingston County Title Respondent Org

Respondent Org Matching Title

Years in Class (Average) Minimum Midpoint

Maximum  Actual Average

Berrien County Weterans Affairs Administrator S 5324259 S 62,206.00 S 71,34941
Veterans Affairs Director Ingham County Veterans Aﬁai_rs Director Less than 1 year 5 BGESBTO0 S BASE7AR S 103,959.00
Muskegon County Weterans Services Manager 5 66,019.00 S 74,755.00 S  83,491.00
St Clair County Weterans Affairs Director $  57,176.00 $  66,20850 S$  75,241.00
Average: § 6575615 $ 7246175 $ 83,5100 $  73,909.33

Livingston County Title Respondent Org

Respondent Org Matching Title

Years in Class (Average) Minimum Midpoint

Maximum  Actual Average

Berrien County Wice Chair Committee Chair S 11,726.00
County of Monroe Vice Chair 1 5 15,662.00
Vice Chair BOC Ingham County Wice Chair BOC 12 S 12,419.00
Kalamazoo County Board Vice Chairman S 15,600.00
Muskegon County 5 18,860.00
Average: 1 S 13663.00 S 15,647.00 S 14,853.40

Livingston County Title Respondent Org
Berrien County
Muskegon County

Average:

Vital Records Clerk

Respondent Org Matching Title
Deputy County Clerk 1
County Clerk Specialist

Years in Class (Average) Minimum Midpoint
S 3096517 & 35,660.14
$ 3906200 5 44,387.00
$ 3501359 §  40,02357

Maximum Actual Average
5 40,355.12
S 49,712.00
$ 4503356 5 40,023.57
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MANAGEMENT ISSUES PAPER

This survey form is designed to collect information from you about specific concerns you may have related to
positions under your supervision regarding recruitment, retention, salary, career advancement, and job title. For
example, a3 a supervisor, have you experienced any difficulty in recruiting or retaining employees, and if so, why?
Do you believe the difficulty is due to pay or outdated/incorrect job title? This survey is intended to gather input
from these issues,

The information you submit will be used to assist MGT Consulting Group with evaluating positions and the
classification and compensation system at your organization and with developing recommendations for updating
and improving the current system.

Please complete one MIP form for each job title for which you would like to submit concerns.

Please complete this survey by 5:00 p.m. on XX.

Thank you for your participation in this important study.

Your Name:

Department Name:

I. OFFICIAL CLASSIFICATION TITLE (JOB TITLE) RELATED TO ISSUE:

Il. EMPLOYEES IN CLASS RELATED TO THE ISSUE: (Please list nomes of class incumbents):

Ill. DESCRIPTION/RESOLUTION OF ISSUE:

CHECK ALL . .
THAT APPLY MATURE OF ISSUE RECOMMENDED RESOLUTION
Recruitment/Retention
Current Pay Recommeanded Pay or Salary Range:
Classification Title Recommended New Title:
Career Path/Advancement Recommeanded New Series or Advancement level:
Other (please briefly describe])
1|Page
% MGT

COMNSULTING GROUF
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IV. BACKGROUND OF ISSUE:
Please briefly describe the nature of the issue(s) checked in Part 1l

Are there other comparable positions to this job in terms of required skill, effort, responsibility, or working conditions
at your organization? Please describe.

Please enter any additional comments you would like to share relative to the study, the current pay system,
competitors regarding talent recruitment/retention, or related HR policies.

Please submit your completed MIP form(s) to your Human Resources Office.

ba
in -]
a
m
(1]

&% MGT

COMNSULTING GROUP

C-2



APPENDIX D:
JOB CONTENT QUESTIONNAIRE (JCQ)



&% MGT ;08 CONTENT QUESTIONNAIRE® (JCQ)

CONSULTING GROUP

The following survey is designed to collect information about your role in the organization and the job that you
perform. The data collected from this survey will be analyzed to develop a classification and compensation
structure for your organization that is equitable and market competitive.

Survey results may be used to:
* Create accurate and up-to-date job descriptions.

* Determine if job titles accurately reflect the position and duties.
*  This information will form the basis of market competitiveness and Equal Pay for Equal Work analyses.

This survey will NOT:

* Determine how well you perform your job. This is not a performance evaluation.
* Evaluate the need for a position or seek to eliminate roles.

This survey includes four main sections:

1. Basic Job-Related Information
Section 1.0 — Employment Status

1. Job Description, Duties, Responsibilities, and Requirements
Section 2.0 — Job Description

Section 3.0 — Job Duties

Section 4.0 — Knowledge, Skills, and Abilities
Section 5.0 — Function within the Organization
Section 6.0 — Educational Preparation

Section 7.0 — Experience Required

1. Work Performed, Responsibility and Leadership, Communication, and Decision-Making Job Factors
Section 8.0 —Work Performed
Section 9.0 — Responsibility and Leadership
Section 10.0 — Communication
Section 11.0 — Decision-Making

Iv. Financial Authority, Tools and Equipment, and Physical Job Factors
Section 12.0 — Financial Authority
Section 13.0 — Tools and Equipment Usage
Section 14.0 — Working Conditions and Physical Requirements
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l. Basic JoB-RELATED INFORMATION

MName

E-mail Phone

Supervisor's Name

Supervisor's E-mail

SECTION 1.0 - EMPLOYMENT STATUS

Official Job Title:

Working Title:*

*Unofficial title if different from official title.

Status (choose one): d Full-time [ Part-time

Il. Joe DescripTiON, DUTIES, RESPONSIBILITIES, AND REQUIREMENTS

SECTION 2.0 - JOB DESCRIPTION

1. Please provide a brief general description of the purpose and responsibilities of your position. Please do

not list specific duties here. You will list your specific duties in Section 3.0.

2. Indicate the number of Full-time and Part-time individuals you supervise:
{Supervision is the management or supervision of employees who report directly to you.)

Full-Time Part-Time

D-2



SECTION 2.0 - JOB DUTIES

1. Please list the major job duties of your position and indicate the percentage of time that you spend

annually on each major job duty.
(The % of Time column should total 100 percent.)

ESSENTIAL DUTIES % OF TIME
Example 1 - Prepare briefing documents on cash availability. 20
Example 2 - Address citizen concerns on permit applications. 55

25

Example 3 - Develop complex software solutions for internal users.

PERCENT OF TIME SHOULD TOTAL 100%

2. Please describe any additional related job duties:

{If you need more spoce, continue on a sheet of paper and staple it to the back of the guestionnaire.)
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SECTION 4.0 - KNOWLEDGE, SKILLS, AND ABILITIES

1. Please describe the Knowledge, Skills, and Abilities necessary to perform the functions of your job.
Knowledge, 5kills, and Abilities are additional qualifications and attributes that are necessary to successfully
perform the functions of a specific job.

Examples of such statements include:

* Knowledge of maintenance equipment and procedures

Knowledge of operations, services, and policies.

Knowledge of general office procedures and protocols.

Knowledge of financial rules, regulations, laws, and procedures.

Skill in cutting a board to within 1-16" inch of required measurement.
Skill in typing 40 words-per-minute.

Ability to communicate effectively orally and in writing.




SECTION 5.0 - FUNCTION WITHIN THE ORGANIZATION

1. Please indicate the following organizational level that most closely matches your position within the
organization and skip to the section indicated in parentheses at the bottom of this page. Once you have
completed the section indicated in the parentheses, skip to Section 6.0 Educational Preparation.

|:| Clerical/Manual (skip to SECTION 5.1) - Wark invalves clerical tasks; following standardized procedures,
techniques, or procedures; and carrying out practices according to standards set by a supervisor or
employers.

d Technical /Paraprofessional (skip to SECTION 5.1) - Work involves inspecting, measuring, or comparing to a
standard; utilizing special training to perform a defined function; following standardized procedures,
techniques, or procedures.

d Computer Professional (skip to SECTION 5.2) - Work involves maintaining/supporting computer software,
hardware, or operating systems through activities like programming, designing, developing, documenting,
and analyzing computer systems ar software.

[ Administrator (skip to SECTION 5.3) - Work is directly related to assisting with running or servicing of the
business or department.

[ Professional (skip to SECTION 5.3) - Work requires advanced learning acquired by a prolonged course of
specialized intellectual instruction; or work involves advising clients or assisting customers or clients with
running their business.

d Executive/MManagerial (skip to SECTION 5.4) - Work involves managing employees; planning, designing, or
overseeing the implementation of organization projects or policies.

[ Artistic Profession (skip to SECTION 6.0} - Work requires invention, imagination, originality, or talent in
recognized field of artistic or creative endeavor.

[ Protective Services (skip to SECTION 6.0) - Work involves preventing, controlling, or extinguishing fires of
any type; rescuing fire, crime or accident victims; preventing or detecting crimes; conducting investigations
or inspections for violations of law; pursuing, restraining, and apprehending suspects; detaining or
supervising suspected and convicted criminals, including those on probation or parole; or other, similar
activities.

[ outside sales (skip to SECTION 6.0) - Work takes place away from employer's place of business and
involves making sales.

If you chose Clerical/Manual or Technical/Paraprofessional, skip to SECTION 5.1.

If you chose, Computer Professional, skip to SECTION 5.2.

If you chose Administrator or Professional, skip to SECTION 5.3.

[f you chose Executive/Managerial, skip to SECTION 5.4.

If you chose Artistic Profession, Protective Services, or Outside Sales, skip to SECTION 6.0.




SECTION 5.1 - ADMINISTRATIVE DUTIES

Only complete this section if you selected Clerical/Manual or Technical/Paraprofessional in Section 5.0, Function
within the Organization. Next, skip to Section 6.0, Educational Preparation.

1. Do your primary duties involve performing office or non-manual work directly related to management
or general business operations of your employer or its clients?

For example, do you perform work directly related to assisting with the running or servicing of the
business, such as working on a manufacturing production line or selling a product in a retail or service
establishment. This includes, but is not limited to, work in functional areas such as finance; quality
control; purchasing/procurement; marketing; research; safety/health; human resources; public or
government relations; network /database administration; compliance; and similar activities.

O Yes d No

2. Do your primary duties include the exercise of discretion and independent judgment in matters of
significance?

Discretion and independent judgment implies that the authority to maoke an independent chaoice, free
from immediate direction or supervision. NOTE: You can exercise discretion ond independent judgment
even if your decisions ar recommendations are reviewed at a higher level.

Consider the following factors and check the applicable factors to guide you in determining whether to
ANSWEr yes or no.

# Have authority to formulate, affect, interpret, or implement management policies or operating
practices

# Perform work that affects operations to a substantial degree
Have authority to waive or deviate from established policies and procedures, without prior approval
Have authority to negotiate and bind the organization on significant matters or that have financial
impact

® Provide consultation or expert advice to management; invalved in planning long- or short-term
ohjectives

# |nvestigate and resolves matters of significance on behalf of management
Represent the organization in handling complaints, arbitrating disputes, or resolving grievances
Make recommendations about significant matters to supervisors for action after comparing and
evaluating possible courses of action

d Yes d No



SECTION 5.2 - COMPUTER DUTIES

Only complete this section if you selected Computer Professional in Section 5.0, Function within the Organization.
Next. skip to Section 6.0, Educational Preparation.

1. Select “Yes” if your primary duties consist of the following:

+ The application of systems analysis techniques and procedures, including consulting with users, to
determine hardware, software, or system functional specifications

s The design, development, documentation, analysis, creation, testing or modification of computer
systems or programs, including prototypes, based on and related to user or system design
specifications

+ The design, documentation, testing, creation or modification of computer programs related to
machine operating systems

+ A combination of the aforementioned duties, the performance of which requires the same level of
skills

a

Yes Jd MNo

SECTION 5.3 - ADMINISTRATIVE AND PROFESSIOMAL DUTIES

Cnly complete this section if you selected Administrator or Professional in Section 5.0, Function within the
Crgonization. Next, skip to Section 6.0, Educational Preparation.

1. Do your primary duties involve performing office or non-manual work directly related to management
or general operations of your employer or its clients?

4 Yes d Mo

2. Do your primary duties include the exercise of discretion and independent judgment in matters of
significance?

Discretion and independent judgment implies that the authority to make an independent choice, free from
immediate direction or supervision. NOTE: You can exercise discretion and independent judgment even if
your decisions or recommendations are reviewed at a higher level.

Consider the following factors to guide you in determining whether to answer yes or no.

Have authority to formulate, affect, interpret, or implement management policies or operating
practices

Carry out major assignments in conducting the operations of the organization

Perform work that affects operations to a substantial degree

Have authority to commit the employer in matters that have significant financial impact

Have authority to waive or deviate from established policies and procedures, without prior approval
Have authority to negotiate and bind the organization on significant matters

Provide consultation or expert advice to management; involved in planning long- or short-term
objectives

Investigate and resolves matters of significance on behalf of management

Represent the organization in handling complaints, arbitrating disputes, or resolving grievances
Make recommendations about significant matters to supervisors for action after comparing and
evaluating possible courses of action

d Yes d MNe

D-7



3.

Does your primary duty consist of work requiring advanced knowledge in a field of science or learning

acquired by a prolonged course of specialized intellectual instruction as distinguished from a general
academic education?

Consider the following factors and definitions before answering yes or no.

+ “Advanced knowledge” means work that is predominately intellectual in character, and which includes
work requiring the consistent exercise of discretion and judgment

+ Advanced knowledge is generally used to analyze, interpret or make deductions from varying facts or
circumstances

+ Advanced knowledge cannot be attained at the high school level
*+ “Prolonged course of specialized intellectual instruction” means that the learned professional

exemption is limited to professions where specialized, academic training is a standard prerequisite for
entering the profession

d Yes d MNe

Does your work regquire the use of creativity, invention, or imagination in a recognized field of artistic
endeavor?

d Yes d Mo

Is your work predominantly intellectual and varied in character rather than routine mental, manual,
mechanical or physical work?

[ Yes d No



SECTION 5.4 - EXECUTIVE DUTIES

Only camplete this section if you selected Executive in Section 5.0, Function within the Organization. Next. skip to
Section 6.0, Educotional Preparation.

1. Dweesyour primary duty consist of managing a department or subdivision?

Factors to consider in determining importance of duty are:

Supervising and directing the work of other employees, ordering items, managing the budget and
authorizing

The relative importance of your management duties as compared with other types of duties

The amount of time you spend performing management work. Usually spending more than 50% of
ones time performing management work will satisfy the primary duty requirement, but one can spend
less time and also meet the primary duty requirement based on other factors

Your relative freedom from direct supervision

The relationship between your salary and the wages paid to other non-management workers for the
same kind of non-management work

Consider the following management duties to guide you in determining whether to answer yes or no.

Supervising employees and/or interviewing, selecting, and training of employees

Setting and adjusting pay rates and work hours

Directing the work of employees

Conducting performance appraisals

Handling employee complaints and grievances

Disciplining employees

Planning work and apportioning the work among the employees

Running or servicing a organization, such as determining the items to be bought, stocked and sold
Planning and controlling the budget

Manitoring or implementing legal compliance measures

d Yes O No

Do you have the authority to hire and fire employees or do you provide suggestions or recommendations

regarding hiring, firing, and advancement decisions, which are given weight in the decision-making
process?

To determine weight, consider the following factors:

The degree to which your duties require making suggestions and recommendations

The frequency with which suggestions and recommendations are made or requested

The frequency with which your suggestions and recommendations are relied upon

Mote: You need not have authority to make the ultimate decision. Suggestions and recommendations
may be reviewed by a higher level manager

d Yes d MNo



Do you regularly direct the work of two or more full-time employees?

d  Yes d Mo

Do you decide when to perform non-management duties, and when performing such duties do you
remain responsible for the success or failure of the organization’s operation?

d Yes d Mo
Are you a shift manager or leader?

Typically a shift manager is not responsible for success ar failure af the business operation, but rather directs
emplayees while also performing similar wark to the employees.

d Yes d Mo

Does your primary duty consist of work requiring advanced knowledge in a field of science or learning
acquired by a prolonged course of specialized intellectual instruction as distinguished from a general
academic education?

Consider the following factors and definitions before answering yes or no.

¢ “Advanced knowledge” means work that is predominately intellectual in character, and which
includes waork requiring the consistent exercise of discretion and judgment

¢ Advanced knowledge is generally used to analyze, interpret or make deductions from varying facts or
circumstances
Advanced knowledges cannot be attained at the high school level
“Prolonged course of specialized intellectual instruction” means that the learmed professional
exemption is limited to professions where specialized, academic training is a standard prerequisite
for entering the profession

d Yes d Mo

Does your work require the use of creativity, invention, or imagination in a recognized field of artistic
endeavor?

O Yes d No

Is your work predominantly intellectual and varied in character rather than routine mental, manual,
mechanical or physical work?

d Yes d No
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SECTION 6.0 - EDUCATIONAL

1. What level of education is required for your position?

[ Upto and incuding some high school Completion of Bachelor's degree

Completion of high school/GED Some graduate work

Some college Completion of master's degree

(R Ny N
U OO U

Completion of Associate's degree Completion of doctorate degree

2. If applicable, please indicate the field required for this position's education degree (e.g. Bachelor's in
English).

3. What certifications, licenses, or professional designations, if any, are required for your position?

4. What certifications, licenses, or professional designations, if any, are preferred for your position?

SECTION 7.0 - EXPERIENCE

1. How much experience is required for your position?

[ Mo experience required [ Svyears

[ & months [ 6Byears

[ 1year O 7years

] Zyears O Svyears

[ 3vyears [ Ower8years
[ 4 vyears

2. If applicable, please indicate the field required for this position’s years of experience (e.g. 1 year of
experience in administrative support).

3. Can education be substituted for experience?
d Yes d Mo

4, Can experience be substituted for education?

d Yes d Mo
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. WoRrk PERFORMED, RESPONSIBILITY AND LEADERSHIP, COMMUNICATION, AND

DecisioN-MAKING JOB FACTORS

SECTION 8.0 - WORK PERFORMED

Please read each statement below and check the one that is the closest match to your major job duties.

CLOSEST

FACTOR FACTOR

Perform clerical or manual tasks

Example:

May copy, compile, maintain basic files systems or enter data, or compute data using addition, subtraction,
multiplication, and division; or compare items against a standard; or operate light equipment such as lawn
mawers, floor buffers, pickup truck, van; or perform general housekeeping/custodial duties.

Perform clerical or manual tasks involving intensive understanding of a field, unit or division

Example:

May summarize, tabulate, or format data or information, or gather data and information for later evaluation;
or perform arithmetic operations including basic geometry or algebra, including computing discounts,
interest rates, ratios and/or percents; or uses or operates medium use eguipment such as chainsaws, mowing
equipment; or journeyman level trades work.

Perform specialized technical work involving data collection, evaluation, analysis, and troubleshooting, or
reports on operations and activities of a department, or performs general coordination of individual or
departmental activities

Example:

May use descriptive statistics, advanced geometry or algebra; requires the use of a wide range of
administrative and/or technical methods in the solution of problems; or operate heavy construction
equipment; or perform master level trades duties.

Perform entry level professional work including basic data analysis and synthesis, or report on operations
and activities of an organization; or perform guality assurance and compliance activities

Example:

May use advanced algebra, inferential statistics, and/or financial models.

Perform professional level work requiring a wide range of administrative, technical, scientific, engineering,
accounting, legal, or managerial methods applied to complex problems

Example:

May plan or direct the sequence of department or division activities

Perform professional or managerial work including advanced data analysis and synthesis

Example:

May develop policies, procedures, or methodologies based on new facts or knowledge; or interpret or apply
established policies.

Perform advanced professional work methods to formulate important recommendations or make technical
decisions that have an organization-wide impact

Example:
May require the use of creative ability and resourcefulness in the analysis and solution of complex problems;

may develop new approaches or methodologies to solve problems not previously encountered.

Perform executive or expert professional work to establish policy, long-range plans, and programs, identify
funding sources and allocate funds

Example:

May develop or use theoretical mathematical concepts to formulate new technigues, or make decisions that
impact both the organization and the discipline.
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SECTION 9.0 - RESPONSIBILITY AND LEADERSHIP

Please read each statement below and check the one that is the closest match to your major job duties.

Follow instructions or work orders; or read routine sentences, instructions, regulations, or procedures.

Follow technical instructions, procedure manuals and charts to solve practical problems, or compose routing
or specialized reports or forms and business letters, or ensure compliance with clear guidelines and
standards.

Follow complex technical instructions, solve technical problems, or disseminate information regarding policies
and procedures; may compose unigque reports or analysis, or provide extensive customer service to internal
or external customers.

Follow complex rules or systems, using professional literature and technical reports; or enforce laws, rules,
regulations, or ordinances.

Supervise, instruct, or train others through explanation, demonstration, and supervised practice or make
recommendations based on technical expertise.

May have first-level supervisory duties including administration of performance feedback; or coordinate work
activity schedules for teams.

Direct, manage, or lead others; may determine work procedures, assign duties, maintain harmonious
relations, or promote efficdiency; may develop and administer operational programs; or may write or present
extremely complex papers and reports.

Formulate and issue policies, procedures, and instructions; responsible for long term planning within an
agency, department or division.

Guide organization-wide development; leads the development of organization mission, vision, and principles;
directs capital improvement initiatives.

SECTION 10.0 - COMMUNICATION

Please read each statement below and check the one that is the closest match to your major job duties.

Communicate using routine sentences, complete routine job forms and incident reports, or communicate
routine information regarding daily activities.

Communicate to convey or exchange general work-related information or service to internal or external
customers.

Communicate information to guide or assist people; may give instructions or assignments to helpers or
assistants.

Communicate with internal and external groups, write manuals and complex reports, persuade or influence
others in favor of a service, point of view, or course of action.

Communicate information among co-workers, customers, vendors, and management; or speak before
professional and civic groups; may write complex articles and reports or develop presentations for specialized
audiences; may read scientific or technical journals or reports.

Communicate with operational and functional leaders; read and interpret professional materials involving
advanced bodies of knowledge.

Communicates through negotiation and consensus building to exchange ideas, information, and opinions or
develop decisions, conclusions, or solutions.

Communicate with key stakeholders to affect long term planning and to secure organization position and
resources.
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SECTION 11.0 - DECISION-MAKING

Please read each statement below and check the one that is the closest match to your major job duties.

CLOSEST
FACTOR

FACTOR

Perform routine or semi-routine work under direct supervision.
Requires very few decisions, affecting only the individual.

Perform semi-routine work involving set procedures, but which may require problem-solving, serve clients
of co-workers, or respond to requests.

Requires some decisions that affect a few co-workers.

Perform semi-skilled work involving some set procedures and frequent problem-solving.

Requires frequent decision-making affecting co-workers or the general public; may be responsible for
providing information to those who depend on a service.

Perform skilled work involving almost constant problem solving.

May be responsible for actions of others, requiring almeost constant dedsions affecting co-workers, dients or
others in the general public.,

Perform coordinating work involving guidelines and rules with constant problem-solving.

May be responsible for actions of others requiring development of procedures and constant decisions
affecting subordinate workers, clients, or others in the general public.

Perform management and supervisory work involving policy and guideline interpretation, solving both
people and work-related problems.

Decision-making is a significant part of job, affecting a large segment of the organization and the general
public.

Perform advanced professional work involving the application of principles of logical thinking to diagnose
or define problems, collect data and solve abstract problems with widespread unit or organization impact.

Waork in a highly dynamic environment, responsible to establish goals, objectives and policies.

Perform executive work involving the application of broad principles of professional management and
leadership to new problems for which conventional solutions may or may or exist.

Responsible for long-range goals, planning, and methodologies; works in an evolving environment with
emerging knowledge and technologies, competing priorities, and changing politics.
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IV. FINANCIAL AUTHORITY, TOOLS AND EQUIPMENT, AND PHYSICAL JOB
FACTORS

SECTION 12.0 - FINANCIAL AUTHORITY

Please read each sentence below and select all factors that represent the financial authority your job entails.
(Check all that apply.)

Mone/Not Applicable
Handle cash transactions; prepare and process purchase orders.

Bill ar reconcile records, including departmental budget records and other related information
such as subcontracts.

Manage inventory, property, or loss control.

Administer benefits by determining individual eligibility and coverage levels or determining
compensation levels.

L Uy ooy

Purchasing authority: the ability to purchase goods or services worth more than $100 without
securing approval from another authority or Financial Recommendations: the ability to make
recommendations that impact resource allocation.

- Manage or administer budget within assigned department.
d  Budget or allocate funds within or across departments or divisions.

SECTION 13.0 - TOOLS AND EQUIPMENT

Please read each statement below and select all factors that represent the tools or equipment you use to
perform your job. (Check all that apply.)

-  Mone/Not Applicable

Jd Use office machines such as copiers or calculators.

J  Use computers for data entry; or handle, use, or repair hand-held power equipment or light
machinery.

= Use computers for word processing, spreadsheets, PowerPoint presentations or custom applications
or operate or repair large shop eguipment and machines or cperate or repair vehicles or use
firearms.

Jd Use, develop, or repair electronics or complex software, hardware, or network systems; operate,
install, test or inspect heavy or complex machinery.

J  Supervise the activities of those operating or repairing complex machinery or technology systems.

d Interpret policy and establish methods and procedures for acquiring, installing, testing, operating or
repairing machinery or technology systems.

J  Establish policy for the acquisition, installation, testing, operation, and maintenance of machinery or
technology systems.

d Establish long-range plans and programs for capital improvements, major construction projects, or

new technology systems.
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SECTION 14.0 - PHYSICAL JOB FACTORS

Please provide details for the working conditions and physical demands thot are required to successfully perform your job.

1. Which of the following physical conditions and hazards are encountered in your position? (check all that

apply)

[ Indoor environment
Outdoor environment
Moise

Extreme temperatures
Vibration

Muoisture andfor humidity
Dust

Fumes

-
a
a
-
a
-
a
-

J

Poor ventilation

[ Electrical hazards

U U UUUUU

Mechanical hazards

Chemical hazards

Explosive hazards

Burn hazards

Potential for viclence/physical altercations

Cther

Cther

2. How much time is spent doing the following activities in your position?

Example: Position requires sitting over 2/3 of the time.

ACTIVITY AMOUNT OF TIME SPENT
None Under1/3  1/3t02f3 Over 2/3

Standing Q d a d
Walking a d (W d
Sitting a a a [ |
cmmgmms o| o | o | o
Reaching with hands and arms a M| [l | [
Climbing or balancing a a a d
Stooping, kneeling, crouching or crawling [ | M | [ [ |
Talking or hearing [ | a d
Tasting or smelling [ | M | [ d
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3. Does this job require that weight be lifted? If so, how much and how often?
Example: Position requires lifting up to 25 pounds over 2/3 of the time.

Up to 10 pounds a a d d
Up to 25 pounds [ | a a a
Up to 50 pounds a d d d
Up to 100 pounds a d d d
More than 100 pounds [ | | | EI

4, Does this job have any special vision requirements? (Check all that apply.)
d Mo special vision requirements.

Close vision (clear vision at 20 inches or less)

Distance vision (clear vision at 20 feet or more)

Color vision (ability to identify and distinguish colors)

(M W Wiy N

Peripheral vision (ability to observe an area that can be seen up or down or to the left and right when
vision is fixed on a given point)

Depth perception (three-dimensional vision, ability to judge distances and spatial relationships)

(N

Ability to adjust focus (ability to adjust the eye to bring an object into sharp focus)

U
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SUPERVISOR'S COMMENTS

Supervisor Instructions:

Please review your employee’s questionnaire carefully and check if you agree or disagree with the employee’s
choices or statements. Note any additional information that you feel is important to the understanding of this
employee's work. If you disagree with any of the levels checked or statements made in this questionnaire, we
ask that you do not change any response nor ask the employee to change a response. Rather, please indicate
your comments on this page. If you need additional room, please add a page and staple it to this guestionnaire.
Each section must be reviewed. Failure to review each section thoroughly and to complete this section of the
guestionnaire will result in a delay in the evaluation process. Thank you for your time and attention to this
process.

=]
DDUUDDDDDDDDDDE

10

20

30

40

50

6.0

70

8.0

8.0

10.0

11.0

120

130

S o I I o Iy I

140

Additional Comments:

I certify that I have read and reviewed this questionnaire and thaot | have noted any additional information or
areas of disagreement to the best of my ability.

Supervisor's Signature Date
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APPENDIX E:
PRE-STUDY PAY PLAN



2022 Non-Union Salary Steps
Effective lanuary, 1 2022 (Includes 4.0% increase)

GRADE STEP 1 STEP 2 STEP3 STEP 4 STEP S STEP & STEP 7 8 MERIT 9 MERIT

NU1S 5 3199800 % 33,1500 S 34,399.00 5 3559300 % 3679900 S5 3799500 |5 3919300 5 4039900 5 41,599.00
NU25 5 3439900 5 3558900 5 36979.00 5 3526800 5 3955900 5 4084900 5 4213200 5 4342300 5 44,718.00
NU3S 5 3697900 % 3836500 5 39,752.00 |5 4113300 % 4252500 5 43,912.00 |5 4529300 5 4663500 5  48,072.00
NU4S S 3975200 % 4124300 S 42,733.00 5 4432400 % 4571400 5 4720500 |5 48569600 5 5018800 5 S1,675.00
NUSS S 4273300 5 4433600 5 4583400 5 4754200 5 4914300 5 5074600 S 5234200 S 53,952.00 5 55,553.00
NUBS S 4593500 % 4756100 5 49,334.00 5 51,107.00 % 52,82900 5 S54,552.00 |5 5527500 5 57,937.00 5 59,720.00
NUTS 5 5053200 % 5242700 S 5433200 5 55217.00 % 5811300 5 S0,008.00 |5 6190200 5 &3,797.00 5 65,692.00
NUBS 5 ELSEE00 | § 57,670.00 5 59,754.00 5 61,83%00 5 63,92300 5 6600700 S 6509200 S 70,177.00 5 7226100
NUDS 5 51,14400 | % 6343700 S 65729.00 5 6502300 % 7031600 5 72,609.00 |5 7450100 5 7713400 5 79,487.00
NIU108S 5 572900 % 63,15400 S 70,559.00 |5 7312400 % 7558500 5 75,054.00 |5 5051500 5 5293400 5  85.449.00
U115 5 72,20300 % 7501400 5 7772600 5 2043700 % 83,14900 5 8526000 S BESTLO0 S 91,28200 5 93,994.00
NU125 5 7772600 % S0,54100 S S83,555.00 5 B5470.00 % 5938500 5 92,299.00 |5 9521400 5 9512500 S5 101,043.00
NU135 5 B3555.00 % 8658500 5 8987100 5 92095500 % 95085.00 5 99,222.00 |5 102,355.00 % 105,435.00 5 108,622.00
N1145 $ 90191000 5 9535800 5 O5,804.00 S 102,250.00 % 105,697.00 § 10914400 S 11259000 § 116,037.00 5 11948400
N1 $ 9550500 5 100,125.00 5 103,744.00 S 107,363.00 % 110,932.00 5 11460000 5 11822000 5 121,839.00 5 12545300
NIU1ES $ 101,332.00 | § 105,131.00 5 10893100 S 112,73100 % 116531.00 5 12033100 5 12413100 5 127,931.00| 5 131,731.00
GRADE STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP & STEP 7 STEP B STEPS

NU1H 51538 515.55 516.54 517.11 517.69 51827 518.85 512.42 520.00
WU2H 51654 517.16 51778 512 40 5158.02 51964 52026 %2088 52150
NUZH 517.78 S12.44 £19.11 519.78 520.44 52111 52178 522.44 52311
NU4H 519.11 519.83 52034 521.26 521.58 52269 52341 524,13 524.85
WUSH 52054 521.32 522.09 522.85 521363 52447 525.17 52534 526.71
NUEH 522.0% 52251 22374 524.57 525.40 52623 527.05 527.58 528.71
NUTH 52423 525.21 £26.12 527.03 527.%4 52885 529.75 530.57 53158
NUBH SZETZ 527.73 52873 529732 530.73 53173 53274 53374 53474
NUSH 529.40 530.50 53180 532.70 53381 53451 53601 537.11 538.22
NU10H 531.50 532.73 £33.97 535.15 536.34 53753 53871 539.20 54108
NU11H 53475 536.08 £37.37 53857 53858 541728 54258 54388 54518

2022 County Administrator Wage Scale
Effective lanuary, 1 2022
GRADE STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP & STEP 7 STEP B STEPS
CADM $130,911.19  5135,519.34 | 5140,729.85 514563859 315054735 S5155457.26 | 5160,366.01 516527476 5170,184.66

H = Hourly
5 = Annualized Salary
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APPENDIX F:
PROPOSED PAY PLAN



Annual

Grade Step 1 Step 2 Step 3 | Step 4 | Step 5 Step 6 Step 7 Step 8 | Step 9

101S $ 3400000 $ 3502000 $ 3607060 $ 37,152.72 $ 3826730 $ 39,41532 $ 4059778 $ 41,81571 $  43,070.18
102 S $ 3638000 $ 37,471.40 $ 3859554 $ 39,753.41 $ 4094601 $ 42,17439 S 43,43962 $ 44,74281 $  46,085.10
103 S $ 39,10850 $ 4028176 $ 41,490.21 $ 42,73491 $ 44,01696 $ 4533747 S 4669759 $  48,09852 $  49,541.48
104 S S 42,041.64 $ 43,302.89 $ 4460197 $ 45940.03 $ 4731823 $ 4873778 $ 50,199.91 $ 51,70591 $  53,257.09
105S $ 4519476 $ 4655060 S 47,947.12 $ 49,38553 $ 50,867.10 $ 52,393.11 $ 5396491 $ 5558385 $ 57,251.37
106 S $ 4858437 $ 5004190 $ 51,543.16 $ 53,089.45 $ 5468213 $ 56,322.60 $ 5801228 $ 59,752.64 S  61,545.22
107 S $ 53,44280 $ 55046.09 $ 56,697.47 $ 5839839 $ 60,150.35 $ 61,954.86 $ 63,813.50 $ 6572791 $ 67,699.75
108 S $ 5878708 $ 6055070 $ 62,367.22 5 6423823 $ 66,16538 $ 68,150.34 $ 70,194.85 $  72,300.70 $  74,469.72
109 S $  64,66579 $ 6660577 5 68,603.94 $ 70,662.06 S 72,78192 $ 7496538 $ 77,21434 $ 7953077 $ 81,916.69
110S $ 6951573 $ 7160120 $ 73,749.24 $ 7596171 $ 7824056 $ 80,587.78 $ 83,005.41 $ 8549558 $  88,060.44
1115 $ 7646730 $ 7876132 $ 81,12416 $ 83,557.88 $ 8606462 $ 8864656 $ 91,30596 $ 9404513 $  96,866.49
1125 $ 81,82001 $ 8427461 $ 8680285 $ 89,406.94 $ 92,089.14 $ 9485182 $ 97,697.37 $ 100,628.29 $ 103,647.14
1135 $ 8795651 $ 9059521 $ 93313.06 S 96,112.46 S 9899583 S 101,96570 S 105,024.68 $ 108,175.42 $ 111,420.68
1145 $ 9675216 S 99,654.73 S 102,644.37 $ 105,723.70 $ 108,895.41 $ 112,162.27 $ 115527.14 $ 118,992.96 $ 122,562.75
1155 $ 101,589.77 $ 104,637.46 S 107,776.59 $ 111,009.89 $ 114,340.18 $ 117,770.39 $ 121,303.50 $ 12494260 $ 128,690.88
116 S $ 106,669.26 $ 109,869.34 $ 113,16542 $ 116,560.38 $ 120,057.19 $ 123,65891 $ 127,368.67 $ 131,189.73 $ 13512543

Hourly

Grade Step 1 ‘ Step 2 Step 3 ] Step 4 l Step 5 | Step 6 Step 7 Step 8 Step 9

101 H S 1635 $ 16.84 $ 1734 $ 17.86 $ 1840 $ 1895 $ 1952 $ 20.10 $ 20.71
102 H $ 1749 $ 18.02 $ 1856 $ 19.11 $ 1969 $ 2028 § 20.88 $ 2151 § 22.16
103 H $ 18.80 $ 1937 $ 1995 $ 2055 § 2116 $ 21.80 $ 2245 $ 2312 $ 23.82
104 H $ 2021 $ 2082 § 2144 $ 2209 $ 2275 $ 2343 § 2413 § 24.86 S 25.60
105 H $ 2173 $ 2238 § 23.05 $ 2374 $ 24.46 S 2519 § 2594 § 2672 $ 27.52
106 H $ 2336 $ 24.06 $ 24.78 $ 2552 § 2629 $ 27.08 $ 27.89 $ 2873 $ 29.59
107 H $ 2569 $ 26.46 $ 2726 $ 28.08 $ 2892 § 2979 § 3068 $ 31.60 $ 32.55
108 H $ 2826 $ 2911 § 29.98 $ 3088 $ 31.81 $ 3276 $ 3375 $ 3476 S 35.80
109 H $ 31.09 $ 3202 § 3298 § 3397 $ 3499 $ 36.04 $ 3712 $ 3824 $ 39.38
110 H $ 3342 § 3442 § 3546 $ 3652 $ 3762 $ 3874 § 3991 § 4110 $ 4234
111H S 36.76 S 37.87 § 39.00 $ 4017 | $ 4138 $ 4262 S 4390 $ 4521 $ 46.57

County Administrator

CADM

$ 137,806.02

S 141,940.20

S 146,198.40

$

150,584.36

$ 155,101.89

S 159,754.94

$

164,547.59

$ 169,484.02

$

174,568.54
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APPENDIX G:

GRADE ORDER LIST: PAY PLAN POSITIONS,
ELECTED OFFICIALS,

NON-PAY PLAN POSITIONS



Grade

101

Annualized

Annualized Annualized

Minimum Market/Midpoint Maximum

(Step 1)
$ 34,000.00 $

(Step 3) (Step 9)
36,070.60 $ 43,070.18

Recommended Revised Class Title

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 |

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
Porter/Driver

Program Clerk Il - Health

104

S 42,041.64 S

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 Il

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
Senior Deputy Register of Deeds

Senior Vital Records Clerk

SWAP Deputy

Veterinary Technician

Vital Records Clerk

105

S 45194.76 $

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 IlI

Driver Trainer

Election Specialist / Deputy Clerk

Hearing and Vision Coordinator

Human Resources Assistant

Lead Billing Specialist/Program Clerk IIl - Health
Lead Dispatcher

Office Specialist

Property Room Officer

Swift and Sure Case Manager

Tax Records Clerk

Veteran Treatment Court Coordinator
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Grade

106

Annualized

Annualized Annualized

Minimum Market/Midpoint ~ Maximum

(Step 1)
S 48,584.37 S

(Step 3) (Step 9)
51,543.16 $ 61,545.22

Recommended Revised Class Title

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 |
Victims' Rights Coordinator

107

$ 53,442.80 $

56,697.47 $ 67,699.75

Accounting Bookkeeper Il - 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
Senior Deputy Circuit Court Clerk

108

$ 58787.08 $

62,367.22 S 74,469.72

Drain Inspector / Dam Operator
Environmental Health Specialist |
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 Il
Veterans Benefits Counselor- Relief 11
Wastewater Technical Specialist

Law Clerk/Attorney Magistrate

Senior Appraiser

Social Worker

109

S 6466579 $

68,603.94 $ 81,916.69

Accounting Supervisor - Drain

Accounting Supervisor - Treasury

Building Inspector/Plan Reviewer

CCAB Supervisor / Specialist

Database Administrator

Education Instructor Coordinator

Elections Coordinator/Deputy Clerk
Electrical Inspector/Plan Reviewer
Emergency Medical Services Supervisor
Engineering Surveyor

Environmental Health Specialist Il

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
Wastewater Superintendent

Animal Shelter Director

Benefits Specialist

Education Supervisor

Executive Assistant/Office Manager-Sheriff
Operations Manager for Transportation Services
Probate Register

Public Works Coordinator
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Annualized Annualized Annualized
Grade Minimum Market/Midpoint ~ Maximum Recommended Revised Class Title
(Step 1) (Step 3) (Step 9)

110 S 69,515.73 S 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

Ql/Education Specialist

Senior Accountant - Treasury

Specialty Courts and Programs Administrator
111 S 7646730 S 81,124.16 S 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 S 81,820.01 S 86,802.85 $ 103,647.14 Assistant Prosecuting Attorney |

Assistant Public Defender |

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 S 87,956.51 S 93,313.06 $ 111,420.68 Assistant Prosecuting Attorney Il
Assistant Public Defender Il
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




Annualized Annualized Annualized
Minimum Market/Midpoint Maximum Recommended Revised Class Title
(Step 1) (Step 3) (Step 9)

114 S 96,752.16 S 102,644.37 $ 122,562.75 Assistant Prosecuting Attorney Il
Assistant Public Defender 11
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 S 107,776.59 $ 128,690.88 Chief Assistant Public Defender
Equalization Director
Friend of the Court
Human Resources Labor Relations Director
Undersheriff

116 S 106,669.26 S 113,165.42 $ 135,125.43 Chief Assistant Prosecuting Attorney
Chief Information Officer
Deputy County Administrator/Financial Officer
Health Officer
Public Defender

Annual Annual

Minimum Maximum Recommended Revised Class Title
(Step 1) (Step 9)
CADM $ 137,806.02 $ 174,568.54 County Administrator

Title of Elected Official Annual Salary

Commissioner S 16,000.00
Board Chair S 19,000.00
Vice Chair S 17,000.00
Clerk S 107,315.37
Drain Commissioner S 117,446.67
Prosecutor S 154,094.38
Register of Deeds S 107,901.32
Sheriff S 130,705.43
Treasurer S 109,523.10

Non-Pay Plan Positions Annual Salary

Juvenile Court Transporter S 21,854.88
Veterinarian S 69,165.89



