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RESOLUTION APPROVING AND ADOPTING
COUNTY POSITION CLASSIFICATION AND SALARY PLAN

WHERAS, the Board of County Commissioners of Union County believes that all employees
of Union County should receive equitable and competitive compensation both direct, by salary and
indirect, through benefits; and

WHERAS, the Board of County Commissioners of Union County desires to adopt an
employee salary plan for the purposes of recruiting and retaining qualified, competent employees; and,

WHERAS, Union County engaged the services of S Resource, Incorporated to complete the
Position Classification and Salary Plan; and

WHERAS, the Board of County Commissioners has reviewed the proposed salary plan
prepared by S Resource and believes that it sets forth the priorities and goals of the Board with regard
to recruiting and retaining qualified, competent County employees to serve the citizens of Union
County; and

WHERAS, the Board of County Commissioners of Union County do hereby determine that it
is in the best interest of Union County to adopt the Fiscal Year 2023 Position Classification and Salary
Plan that is attached hereto.

IT IS HEREBY RESOLVED by the Board of County Commissioners of Union County that
the Fiscal Year 2023 Position Classification and Salary Plan, as set forth herein is hereby adopted and
Management is to implement the plan for all County employees.

IT IS FURTHER RESOLVED that the Fiscal Year 2023 Position Classification and Salary
Plan shall have an effective date commencing on July 1, 2022.

PASSED, APPROVED AND ADOPTED this 12" day of April, 2022.

BOARD‘ .O.F. COUNTY COMMISSIONERS OF UNION COUNTY, NEW MEXICO
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Introduction

Purpose of a Compensation Program

A Compensation Program is one of several primary programs or functions that serve as the basis of
effective human resource management. Compensation Programs are designed to provide equitable and
competitive employee compensation, both direct (salary plan) and indirect (employee benefits), intended
to attract and retain the organization's workforce considering the needs of employees, the financial needs
and obligations of the organization and compliance with relevant laws and regulations.

Characteristics of an Effective Position Classification and Salary Plan

The success of any Position Classification and Salary Plan is judged by the degree to which it achieves
five basic goals:

¢ [INTERNALLY EQUITABLE: It provides salary ranges for all positions that fairly reflect the value of
each position relative to all others within the organization.

e EXTERNALLY COMPETITIVE: It provides salary ranges for all positions at a dollar level that is as
competitive as the organization feels it can afford to be while still at a level required to attract and
retain effective employees.

¢ PERSONALLY MOTIVATING: it is conceived as a vital management tool, playing a fundamental role
in motivating employees toward specific achievement of essential end results.

« EFFECTIVELY ADMINISTERED: It lends itself to adequate central guidance and control. It should be
structured in a way that facilitates specific budgeting of pay increases for any given year, forecasting
employee costs, sound analyses of actual compensation practices throughout the organization, and
accurate comparisons of the organization’s pay policy and practice to those of other, similar
organizations on a timely and ongoing basis.

e CONTINUING PROGRAM: It provides for the inclusion of new jobs as they are created and the
reassighment of jobs as changes in content and reporting relationships occurs to fulfill organizational
requirements for the future. It must be an orderly and integral part of the management process.

Methodology and Approach

An effective means to achieve internal equity or to reflect the value of each position classification relative
to all others within the organization is to place each position into the salary range structure based on the
position’s relative value in the labor market. This is achieved through the extraction and analysis of salary
data that best reflects the classifications that comprise the County’s workforce and within the comparable
labor market that reflects the nature of work and geographic areas from which employees are drawn for
Union County workforce. This salary data also serves as the basis to determine the organization's
external competitiveness within its respective labor market.
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Position Classification and Salary Plan Project

In September 2021, Union County engaged the services of S Resource, Incorporated to develop an initial
Position Classification and Salary Plan. S Resource, Incorporated conducted a review of the County
organizational structure and position classifications, worked with County management to identify
comparative employers, collected pay plans and surveys, and conducted an analysis of the County’s
position in the market. This report contains the findings and recommendations formulated as the result of
this project. In support of this effort S Resource, Incorporated has:

1.

10.

1.

12.

13.
14.

Met with the County Manager, Elected Officials and Department heads to identify position
classification and pay plan issues and develop an understanding of the County’s salary administration
history.

Maintained regular communications with the County Manager in support of project goals.

Reviewed Union County personnel policies and procedures and pay practices.

Developed a Position Description Questionnaires (PDQ) and conducted project briefings and
distributed PDQs to County employees.

Reviewed County positions and PDQs to determine detailed position specific information as a
foundation to the position classification study and to provide a basis for comparison to the market
comparator positions.

Reviewed organization structure and developed an understanding of organization work activities and
service delivery systems.

Identified and reviewed position classification benchmarks common to its competitive market
including, as appropriate county and municipal governments, other governmental subdivisions in the
region, and other relevant employers.

Identified survey comparators, prepared requests for information, and conducted regular follow-up
and communications with survey participants.

Verified and collected data from a variety of sources, including established salary surveys and
organizational pay plans.

Extracted relevant salary data from comparative employers and those that compete with Union
County in recruiting and retaining high quality employees.

Provided the initial classification recommendations to the County Manager for review with Elected
Officials and Department Heads.

Conducted competitive pay practice analysis for County position classifications illustrating the
County’s position in relation to its labor market.

Reviewed pay practice analysis and survey findings with the County Manager.

Developed this report documenting study findings and recommendations related to the County
position classifications and compensation study.
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Position Classification

S Resource, Incorporated conducted a review of the County’s organization structure and PDQs to
develop an appropriate classification plan in order to draw valid job content comparisons within the labor
market. This effort involved development and distribution of a Position Description Questionnaire (PDQ),
and meetings with employees, Elected Officials and County Management.

Classifying positions involves the systematic arrangement of jobs into series and groups based on the
application of criteria such as similarity of duties, responsibility levels, occupational function, etc.

Relying primarily on the PDQs and insights gained from meetings with management; twenty-five (25)
distinct position classifications were identified considering current positions and anticipated future
positions within the County structure. An outline of identified position classifications is contained in Comp
1, Outline of Position Classifications.

The current County positions classifications were subject to a thorough review and recommended
classification changes are reflected in Comp 2, Index of Current to Recommended Position Classes.
A summary of this review is as follows:

Class Transaction % of Total
(N) No change 7 28.0%
(T) Title modification 6 24.0%
(J) New Classifications 12 48.0%
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Union County
Position Classification Plan
Comp 1 - Outline of Occupational Position Classes

((:;I:;: Occupational Families and Position Classes FLSA

Administration
Executive Administration

102  Assistant County Manager E

105  Human Resources/Procurement Officer NE

106  Human Resources Assistant NE
Finance Support

111 Finance Specialist Senior NE

112 Finance Specialist NE
Elected Official Services Support

126  Deputy Clerk NE
Office Support - General

131 Administrative Assistant NE

133  Office Assistant NE

135  Records Specialist NE
Technical Support - Specialized

163  GIS Specialist NE

154  GIS Technician NE
Facilities & Infrastructure Maintenance
Facilities and Grounds Maintenance

166  Maintenance Worker NE

167  Custodian NE
Roads Maintenance

181  Roads Superintendent E

184  Crusher Operations Lead NE

186  Equipment Operator NE

188  Road Maintenance Worker NE
Public Safet
Safety & Emergency Management

201 Emergency Manager E

203  Fire Coordinator E
DWI Program

211 DWI Coordinator NE
Law Enforcement Management

223  Sheriff Sergeant NE
Law Enforcement Operations

232 Deputy Sheriff - Senior NE

233  Deputy Sheriff - Certified NE

234  Deputy Sheriff - Cadet NE
Law Enforcement Support

241 Court Security/Prisoner Transport NE

S Resource, Incorporated




Union County

Position Classification Plan
Comp 2 - Index of Current to Recommended Position Classes

Transaction Codes:

M = Merge Into Other Class

T = Title Modification
D = Delete Class Title

S = Split into Two or More Classes

N = No Change
J = New Job Class

Current Position Class

Recommended Position Class

Trans
Code

Asst. County Manager

Administrative Assistant

Deputy Clerk

Rural Addressing

Mapper

Facilities and Ground Maintenance
Custodian

Road Superintendent

Operator

Emergency Manager
Fire Coordinator
DWI Coordinator
Sergeant

Certified Deputy

S Resource, Incorporated

Assistant County Manager

Human Resources/Procurement Officer

Human Resources Assistant
Finance Specialist Senior
Finance Specialist
Administrative Assistant
Office Assistant

Records Specialist

Deputy Clerk

GIS Specialist

GIS Technician
Maintenance Worker
Custodian

Roads Superintendent
Equipment Operator
Crusher Operations Lead
Road Maintenance Worker
Emergency Manager

Fire Coordinator

DWI] Coordinator

Sheriff Sergeant

Deputy Sheriff - Senior
Deputy Sheriff - Certified
Deputy Sheriff - Cadet
Court Security/Prisoner Transport
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Allocation of Individual Positions

Individual positions were assigned to position classifications. The recommended placement of individual
employees/positions into the recommended survey position classifications are illustrated in Comp 3,
Recommended Classification of Individual Positions.

The allocation of twenty-eight (28) individuals to the recommended position classifications identifies three
(3) position reclassifications, recommends modifications to nineteen (19) position titles, and no
classification change recommended for six (6) individuals.
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Position Classification Plan
Comp 3 - Recommended Classification of Individual Positions

Union County

Transaction Codes:
R = Reclassification

N = No Change
T = Title Modification

Employee Name

Department

Current Position Class

Recommended Position Class

Trans
Code

GARCIA, CHERYL A
GARCIA, ERICAD
FIELDS, DEVIAN R
SINK, LEVON R
CALLIS, ANDREA K
VALDEZ, JOSH
LUCERO, SOFIE
KEAR, RUSSELL D
BATES, DOYLE L.
DRUMM, TYLER
JEFFREY, CURTIS K
JEFFREY, GAYLE B
LANGE, RUSSELL
MARQUEZ, JOE
PADILLA, COLTON B

Administration
Administration
Clerk's Office
Road Dept
Assessor's Office
Maintenance
Maintenance
Road Dept
Road Dept
Road Dept
Road Dept
Road Dept
Road Dept
Road Dept
Road Dept

PHIPPS, MICHAEL SHANIRoad Dept

SENA, ALEX C
SMITH, DARBY D
WRIGHT, GARY LEE
MIERA, JOHN D
WINGO, ROBERT L
O'BRYANT, JAMES H
DESMARE, A. STERLIN
SKAGGS, CURTISW
CRUZ, RONALD J
GRICE, JOHN R
MAYNES, ADRIANO P
RAHIMI, ARTHUR A

Road Dept
Road Dept
Road Dept
Road Dept
Emergency Manager
Fire

DWI

Sheriff's Dept
Sheriff's Dept
Sheriff's Dept
Sheriff's Dept
Sheriff's Dept

S Resource, Incorporated

Asst. County Manager
Administrative Assistant
Deputy Clerk

Rural Addressing
Mapper

Facilities and Ground Maintenance

Custodian

Road Superintendent
Operator
Operator
Operator
Operator
Operator
Operator
Operator
Operator
Operator
Operator
Operator
Operator
Emergency Manager
Fire Coordinator
DWI Coordinator
Sergeant
Certified Deputy
Certified Deputy
Certified Deputy
Certified Deputy

Human Resources/Procurement Office

Finance Specialist
Deputy Clerk

GIS Specialist

GIS Technician
Maintenance Worker
Custodian

Roads Superintendent
Equipment Operator
Equipment Operator
Equipment Operator
Equipment Operator
Equipment Operator
Equipment Operator
Equipment Operator
Equipment Operator
Equipment Operator
Crusher Operations Lead
Equipment Operator
Equipment Operator
Emergency Manager
Fire Coordinator

DWI Coordinator

Sheriff Sergeant

Deputy Sheriff - Certified
Deputy Sheriff - Certified
Deputy Sheriff - Certified
Deputy Sheriff - Certified
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Market Data Analysis

Market Data Sources

The competitive pay analysis draws on two primary data sources to provide the foundation for this report
and accompanying recommendations relating to internal equity and external competitiveness. These
sources and a brief description are as follows:

Market Comparator Pay Plans and Salary Schedules

S Resource, Incorporated obtained pay plans, salary schedules and/or actual salary information from
governmental public sector organizations that comprise the market comparators that compete for
qualified personnel with Union County or are similar to the County (Class B Over) in terms of size, budget,
community population, etc.

The following comparators were included in this group:

Baca County, CO Roosevelt County, NM
Cimarron County, OK San Miguel County, NM
Colfax County, NM Taos County, NM
Hartley County, TX Town of Clayton

Mora County, NM State of New Mexico

Quay County, NM

New Mexico Eastern WIA Area - Wage Survey, 2020, compiled and published by the New Mexico
Department of Workforce Solutions.

This survey reports data for a broad variety of job classifications and provides a breakdown of data based
on the state's Eastern Workforce Investment Act (WIA) area. This area includes Chavez, Curry, De Baca,
Eddy, Guadalupe, Lea, Lincoln, Harding, Otero, Quay, Roosevelt, and Union Counties.

Data to Current Levels

Data from each survey comparator were "aged” to provide a current analysis of the County’s position in
relationship to reported pay levels. In order to provide a current analysis, data were “aged” by a factor of
two and one half percent (2.5%) per year from the reporting date of the data through January 1, 2023.

Average Rates to Salary Range Midpoint Comparison

In conducting such an analysis, wherever possible a “structure-to-structure” method is utilized to compare
the County’s salary range midpoints to the prevailing market rates. For this analysis, in the absence of a
formal salary structure, average rates for each position classification were used. Should the County
adopt the recommended salary ranges and associated salary structure, future comparisons should utilize
the County's midpoints. The prevailing rates are represented by the comparator organization's midpoints,
which are the amounts employers pay for sustained competent position performance. In cases where
comparator organizations had no formal pay structure, the average rate of pay for benchmark positions
was utilized for comparisons.

The midpoint is the most objective, occupation-specific, and consistent component of salary structures
among employers, as the varying widths of salary ranges are too great to utilize minimum or maximum.
Midpoint is not affected by actual salary averages which may reflect longevity, pay-for-performance, and
a myriad of subjective salary plan administration characteristics of the comparator employers.
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Market Survey Data — Classified Positions

Survey position data were extracted from the market data sources based on a match of position content.
Union County positions were compared based on job duties and responsibilities as specified in the
County position description questionnaires. Survey positions identified with approximately 80% - 120% of
comparable position content where considered a match and the respective salary range data from each
available market data source was utilized for determining the Prevailing Market Midpoint. Of the twenty-
five (25) position classifications identified in Comp 1; data were extracted for twenty (20) or 80% of the
position classifications where sufficient position content comparability was identified. Six (6) of these
positions are either vacant or new to the County classification structure including Finance Specialist
Senior, Administrative Assistant, Office Assistant, Records Specialist, Senior and Road Maintenance
Worker.

The market survey data extracted and analyzed for this study is summarized in Comp 4C, External
Prevailing Midpoint Comparison — Classified Positions, and detailed in Appendix A - Salary Survey
— Classified Positions.

The External Prevailing Midpoint Comparison illustrates the relationship of Union County average rate of
pay for each survey position classification to the External Aged Midpoint. The study compares County
average rates of pay to survey midpoints. Normally this analysis utilizes a midpoint-to-midpoint
comparison and considers that position classifications within +/- 5% of the External Aged Midpoint are
competitive in the market. The breakdown of all County survey benchmarks is summarized as follows:

External Prevailing Midpoint Summary for Classified Positions — Table 1

Number of Survey Percentage of Survey
Relationship to the Market Position Position
Classifications Classifications
>5% Above the External Aged Midpoint 4 20.0%
Within 5% of Aged Survey Midpoint 4 20.0%
<5% Below the External Aged Midpoint 7 35.0%
Vacant/New Position with no Average 5 25.0%
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Union County
FY 2023 Salary Plan
Comp 4C - External Prevailing Rates Comparison - Classified Positions

Union 01101723 Variance
Class Position Classification Title County
Code Average | Aged Survey $ o,
Rate Midpoint o
167 Custodian $34,840 $28,990 $5,850 20.18%
153 GIS Specialist $49,109 $43,654 $5,455 12.50%
166 Maintenance Worker $39,620 $36,434 $3,086 8.47%
203 Fire Coordinator $58,094 $54,018 $4,076 7.55%

puty ' $33,
223 Sheriff Sergeant $57,200 $56,594
233 Deputy Sheriff - Certified $46,800 $46,863 -$63 -0.13%
Deputy Sheriff - Cadet $37,440

181 Roads Superintendent $58,640 $63,019 -$4,378  -6.95%
154 GIS Technician $32,760 $35,268 -$2,508 -7.11%
105 Human Resources/Procurement Officer $44,450 $48,332 -$3,882  -8.03%
112 Finance Specialist $34,944 $39,231 -$4,287  -10.93%
186 Equipment Operator $35,214 $40,032 -$4,817  -12.03%
201 Emergency Manager $45,187 $51,749 -$6,562  -12.68%
211 DWI Coordinator $38,106 $44,719 -$6,613  -14.79%
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Market Survey Data — Appointed Positions

Within the Union County government there are six (6) positions appointed by Elected Officials. These
positions are appointed by the County Commission or a specific Elected Official and include: the County
Manager, Chief Deputy Assessor, Chief Deputy Clerk, Chief Deputy Treasurer, Undersheriff, and the
Sheriff's Executive Secretary. Appointed positions, serve at the pleasure of their respective Elected
Officials and are often not included in the organization's salary plan. For this analysis, actual salaries
were primarily used in developing comparisons to the market.

The market survey data extracted and analyzed for Appointed Positions is summarized in Comp 4A,
External Prevailing Rate Comparison — Appointed Positions, and detailed in Appendix B - Salary
Survey - Appointed Positions.

The analysis of the competitive position of Union County pay levels for Appointed Positions considered
those rates of pay that are within +/- 5% of the prevailing market rate to be competitive and within the
market. The breakdown of all County survey benchmark positions is summarized as follows:

External Prevailing Rate Summary for Appointed Positions — Table 2

Number of Survey Percentage of Survey
Relationship to the Market Position Position
Classifications Classifications
>5% Above the External Aged Midpoint 0 0.0%
Within 5% of Aged Survey Midpoint 2 33.4%
<5% Below the External Aged Midpoint 3 50.0%
Vacant/New Position with no Average 1 16.6%
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Union County
FY 2023 Salary Plan
Comp 4A - External Prevailing Rates Comparison - Appointed Positions

Union 01/01/23 Variance
Class Position Classification Title County
Code Average | Aged Survey s o
Rate Midpoint °
101 County Manager $75,000 $96,189 -$21,189 -22.03%
222 Executive Secretary to the Sheriff $40,227 $43,579 -$3,352 -7.69%
123 Chief Deputy Treasurer $55,442 $59,737 -$4,295 -7.19%
122 Chief Deputy Clerk $55,442 $57,481 -$2,039 -3.55%
121 Chief Deputy Assessor $53,286 $52,192 $1,094 2.10%
221 Undersheriff Vacant |  $63,749
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Salary Range Structure

S Resource, Incorporated proposes Union County adopt the Permanent Salary Range Structure, shown
on the following page. This structure is characterized by a 50% spread from the Minimum to the
Maximum; and Salary Ranges are separated by a uniform 2.5%, facilitating the precise assignment of
position classes to ranges closest to the Prevailing Market Midpoint. It is recommended the County utilize
this single consolidated salary structure, designed for effective administration and to facilitate regular
maintenance of the salary system.

Salary Range Adjustments

Position classes should be individually reassigned to different salary ranges on a regular basis to reflect
the movement in the Prevailing Market Midpoint (if any) for each position class. The Permanent Salary
Range Structure should not be adjusted by blanket percentages or flat dollar amounts, as that will
adversely impact the County’s external competitiveness and the internal equity of the salary plan.

The recommended base salary range structure is shown in the Permanent Salary Range Structure.
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Union County
Permanent Salary Range Structure

Salary Minimum Midpoint  Maximum Salary Minimum Midpoint ~ Maximum

Range Range
1 $17,680 $22,100 $26,520 31 $37,085 $46,356 $55,627
2 $18,122 $22,653 $27,183 32 $38,012 $47,615 $57,018
3 $18,575 $23,219 $27,863 33 $38,962 $48,703 $58,444
4 $19,039 $23,799 $28,559 34 $39,936 $49,921 $59,905
5 $19,5615 $24,394 $29,273 35 $40,935 $51,169 $61,402
6 $20,003 $25,004 $30,005 36 $41,958 $52,448 $62,937
7 $20,503 $25,629 $30,755 37 $43,007 $63,759 $64,511
8 $21,016 $26,270 $31,524 38 $44,082 $55,103 $66,124
9 $21,541 $26,927 $32,312 39 $45,184 $56,481 $67,777
10 $22,080 $27,600 $33,120 40 $46,314 $57,893 $69,471
11 $22,632 $28,290 $33,948 41 $47,472 $59,340 $71,208
12 $23,198 $28,997 $34,797 42 $48,659 $60,823 $72,088
13 $23,778 $29,722 $35,666 43 $49,875 $62,344 $74,813
14 $24,372 $30,465 $36,558 44 $561,122 $63,903 $76,683
15 $24,981 $31,227 $37,472 45 $52,400 $65,500 $78,600
16 $25,606 $32,007 $38,409 46 $53,710 $67,138 $80,565
17 $26,246 $32,808 $39,369 47 $55,053 $68,816 $82,579
18 $26,902 $33,628 $40,353 48 $56,429 $70,5637 $84,644
19 $27,575 $34,468 $41,362 49 $57,840 $72,300 $86,760
20 $28,264 $35,330 $42,396 50 $59,286 $74,107 $88,929
21 $28,971 $36,213 $43,456 51 $60,768 $75,960 $91,152
22 $29,695 $37,119 $44,543 52 $62,287 $77,859 $93,431
23 $30,437 $38,047 $45,656 53 $63,844 $79,806 $95,767
24 $31,198 $38,998 $46,797 54 $65,441 $81,801 $98,161
25 $31,978 $39,973 $47,967 55 $67,077 $83,846 $100,615
26 $32,778 $40,972 $49,167 56 $68,754 $85,942 $103,130
27 $33,597 $41,996 $50,396 57 $70,472 $88,080 $105,709
28 $34,437 $43,046 $51,656 58 $72,234 $90,293 $108,351
29 $35,208 $44,123 $52,947 59 $74,040 $92,550 $111,060
30 $36,180 $45,226 $54,271 60 $75,891 $94,864 $113,837

oint% Range Spread

Midp:

0% 0.00%
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Salary Range Assignments

Position Classification Market Pricing

The review of the County’s organizational structure identified twenty-five (25) position classifications. The
PDQs completed by employees provided the basis for extracting the available market data represented in
the survey sources previously identified. Of the twenty-five (25) position classifications identified within
the County; market data were identified, extracted and analyzed for twenty (20) or 80% of the survey
position classifications.

Position Classification Assignment to Salary Range

As reported, twenty (20) or 80% of the County position classifications were determined to have a direct
market value based on the analysis mentioned above. These position classifications were then placed
into the recommended salary range with the Midpoint that most closely matched the position
classification’s Prevailing Market Midpoint.

A complete listing of recommended salary range assignments is shown in Comp 5, Salary Ranges per
Position Class (Position Class Order) and in salary range order in Comp 6, Salary Ranges per
Position class (Salary Range Order).

The remaining position classifications were slotted into the salary range structure based on professional
judgment and the current value comparability in relation to position classifications for which data were
available. The relationship of non-benchmark to benchmark position classifications is detailed in Comp
7, Non-Benchmark to Benchmark Linkage.
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Union County
FY 2023 Salary Plan
Comp 5 - Salary Ranges Per Position Class - (Position Class Order)

Class -- Recommended --
Code Occupational Families and Position Classes | Salary Minimum | Midpoint | Maximum
Range
Administration
Executive Administration
102 Assistant County Manager 50 $59,286 $74,107 $88,929
105 * Human Resources/Procurement Officer 33 $38,962 $48,703 $58,444
106 Human Resources Assistant 22 $29,695 $37,119 $44,543
Finance Support
111 * Finance Specialist Senior 32 $38,012 $47,515 $57,018
112 * Finance Specialist 24 $31,198 $38,998 $46,797
Elected Official Services Support
125 * Deputy Clerk 18 $26,902 $33,628 $40,353
Office Support - General
131 *  Administrative Assistant 19 $27,575 $34,468 $41,362
133 * Office Assistant 16 $25,606 $32,007 $38,409
135 * Records Specialist 19 $27,575 $34,468 $41,362
Technical Support - Specialized
153 * GIS Specialist 29 $35,298 $44,123 $52,947
154 * GIS Technician 20 $28,264 $35,330 $42,396
Facilities & Infrastructure Maintenance
Facilities and Grounds Maintenance
166 * Maintenance Worker 21 $28,971 $36,213 $43,456
167 * Custodian 15 $24,981 $31,227 $37,472
Roads Maintenance
181 * Roads Superintendent 43 $49,875 $62,344 $74,813
184 Crusher Operations Lead 31 $37,085 $46,356 $55,627
186 * Equipment Operator 25 $31,978 $39,973 $47,967
188 * Road Maintenance Worker 16 $24,981 $31,227 $37,472
Public Safet
Safety & Emergency Management
201 * Emergency Manager 35 $40,935 $51,169 $61,402
203 * Fire Coordinator 37 $43,007 $53,759 $64,511
DWI Program
211 * DWI Coordinator 30 $36,180 $45,226 $54,271
Law Enforcement Management
223 * Sheriff Sergeant 39 $45,184 $56,481 $67,777
Law Enforcement Operations
232 Deputy Sheriff - Senior 34 $39,936 $49,921 $59,905
233 * Deputy Sheriff - Certified 31 $37,085 $46,356 $55,627
234 * Deputy Sheriff - Cadet 24 $31,198 $38,998
Law Enforcement Support
241 Court Security/Prisoner Transport 21 $28,971 $36,213 $43,456

*Salary Survey Benchmark

S Resource, Incorporated
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Union County

FY 2023 Salary Plan

Comp 6 - Position Classes in Salary Range Order

Occupational Families and Position -- Recommended --
Class Code Salary
Classes Minimum | Midpoint | Maximum
Range
102 Assistant County Manager 50 $59,286 $74,107 $88,929
49 $57,840 $72,300 $86,760
48 $56,429 $70,537 $84,644
47 $55,053 $68,816 $82,579
45 $52,400 $65,500 $78,600
44 $51,122 $63,903 $76,683
181 Roads Superintendent 43 $49,875 $62,344 $74,813
42 $48,659 $60,823 $72,988
41 $47.472 $59,340 $71,208
40 $46,314 $57,893 $69,471
223 Sheriff Sergeant 39 $45,184 $56,481 $67,777
38 $44,082 $55,103 $66,124
203 Fire Coordinator 37 $43,007 $53,759 $64,511
36 $41,958 $52,448 $62,937
201 Emergency Manager 35 $40,935 $51,169 $61,402
232 Deputy Sheriff - Senior 34 $39,936 $49,921 $59,905
105 Human Resources/Procurement Officer 33 $38,962 $48,703 $58,444
111 Finance Specialist Senior 32 $38,012 $47,515 $57,018
184 Crusher Operations Lead 31 $37,085 $46,356 $55,627
233 Deputy Sheriff - Certified 31 $37,085 $46,356 $55,627
211 DWI1 Coordinator 30 $36,180 $45,226 $54,271
153 GIS Specialist 29 $35,298 $44,123 $52,947
28 $34,437 $43,046 $51,656
27 $33,597 $41,996 $50,396
26 $32,778 $40,972 $49,167
186 Equipment Operator 25 $31,978 $39,973 $47,967
112 Finance Specialist 24 $31,198 $38,998 $46,797
234 Deputy Sheriff - Cadet 24 $31,198 $38,998 $46,797
23 $30,437 $38,047 $45,656
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Union County

FY 2023 Salary Plan

Comp 6 - Position Classes in Salary Range Order

Occupational Families and Position -- Recommended --
Class Code Salary - s .
Classes Minimum | Midpoint | Maximum
Range
106 Human Resources Assistant 22 $29,695 $37,119 $44,543
166 Maintenance Worker 21 $28,971 $36,213 $43,456
241 Court Security/Prisoner Transport 21 $28,971 $36,213 $43,456
154 GIS Technician 20 $28,264 $35,330 $42,396
135 Records Specialist 19 $27,575 $34,468 $41,362
131 Administrative Assistant 19 $27,575 $34,468 $41,362
125 Deputy Clerk 18 $26,902 $33,628 $40,353
17 $26,246 $32,808 $39,369
133 Office Assistant 16 $25,606 $32,007 $38,409
188 Road Maintenance Worker 15 $24,981 $31,227 $37,472
167 Custodian 15 $24,981 $31,227 $37,472
14 $24,372 $30,465 $36,558
13 $23,778 $29,722 $35,666
12 $23,198 $28,997 $34,797
11 $22,632 $28,290 $33,948

S Resource, Incorporated
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Union County
FY 2023 Salary Plan
Comp 7 - Non-Benchmark to Benchmark Linkage Table
This table is to be utilized as a guide during annual salary plan updates, permitting non-

benchmark job classes to be adjusted by the same number of salary ranges as the salary survey
benchmark job class to which they have been linked.

Non-Benchmark Position Class l l Benchmark Position Class
Assistant County Manager County Manager
Human Resources Assistant Administrative Assistant
Crusher Operations Lead Equipment Operator
Deputy Sheriff - Senior Deputy Sheriff - Certified

Court Security/Prisoner Transport Deputy Sheriff - Cadet

S Resource, Incorporated



Estimated Fiscal Impact of Recommended Salary Plan

The analysis provided is based on assignment of positions to salary ranges closest to the Prevailing
Market Rate.

Comp 8, Estimated Fiscal Impact of FY 2023 Salary Plan summarizes the estimated fiscal impact for
the total salary plan. In developing this estimate, part-time positions, if any, rates were annualized on a
full-time basis, this approach would tend to overstate the estimated costs. It must be noted this
estimated fiscal impact only reflect direct pay and do not include additional burden rate costs, i.e.
social security, Medicare, etc. Using this basis, if the County adopts a prevailing rate policy at 100% of
the market there would be no additional direct pay cost since all current employees are above the
minimum of the recommended salary range.

Comp 9, Estimated Fiscal Impact of FY 2023 Salary Plan by Department summarizes the estimated
fiscal impact for the total salary plan by department/division.

S Resource, Incorporated 20



Union County
Comp 8 - Estimated Fiscal Impact of FY 2023 Salary Plan

100% of Prevailing Rates Competitiveness Policy

46%; T

. . ‘ - = 100%
Number of Employees 28
Total Payroll $1,182,889
Number of Employees Below Minimum 0
As % of total employees 0.00%
Total $ below Minimum 30
As % of total payroll 0.00%
Average amount below Minimum #DIV/O!
Number of Employees Between Minimum and Midpoint 15
As % of total employees 53.57%
$ to Bring from Minimum to Midpoint $63,308
As % of total payroll 5.35%
Number of Employees Below Midpoint 16
As % of total employees 53.57%
Total $ below Midpoint $63,308
As % of total payroll 5.35%
Average amount below Midpoint $4,221
Number of Employees Between Midpoint and Maximum 13
As % of total employees 46.43%
Number of Empioyees Above Maximum 0
As % of total employees 0.00%
Total $ over Maximum $0
As % of total payroll 0.00%
Average amount over Maximum #DIV/0!
OPercentage of Employees Below Minimum
0%

BPercentage of Employees Between Minimum
and Midpoint

tPercentage of Employees Between Midpoint
and Maximum

DPercentage of Employees Above Maximum

S Resource, Incorporated
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| Salary Administration Guidelines and Options

The initial implementation of the County's salary plan will be controlled by the County’'s financial
resources, and therefore balanced between the County’s desire to pay all employees at the market rates
for the occupations and the available funds. It is also recognized that pay adjustments for County
employees within the collective bargaining unit are subject to negotiations between the County and the
employee representatives.

Plan implementation involves three basic considerations; the first is the adjustments to the salary range
minimum for any employee with a pay level below the minimum, second the treatment of employees
whose current pay is above the salary range maximum, and finally an adjustment for employees in the
salary range to move their pay level closer to:the midpoint or market rate for of their assigned salary
range.

Pay Levels below the Salary Range Minimum

We recommend that pay levels of all employees whose current pay is below the minimum of the salary
range for their position classification be increased to the minimum of their assigned salary range on the
effective date of the pay plan.

Pay Levels above the Salary Range Maximum

We, normally recommend that the pay levels of employees who are above the maximum of their assigned
salary range be frozen. The pay levels of these individuals exceed the market rate for their position
classification by greater than twenty percent (20%). As part of a continuing program, when the County
makes regular adjustments to the pay plan; these salaries will fall back into the appropriate salary range
over time.

Despite the premium paid to employees above the maximum of their assigned salary range, some
employers choose to provide additional compensation on an annual basis. In these cases, we
recommend providing the employee an amount equivalent to the average pay increase for the County
(such as 2%) in a lump sum paid at the end of each quarter within the fiscal year. The amount does not
accrue to the employee’s base rate of pay; but must be included in the rate of pay for calculating overtime
payments.

In-Range Pay Adjustments

Position In-Range Approach

In-range pay adjustments are an important step in utilizing the new salary ranges. By adjusting current
employees in their assigned salary ranges, the County will recognize prior service, lessen the potential
impact of pay compression, and open the bottom of the pay ranges for newly hired personnel.

While there are several approaches for in-range adjustments, we generally recommend an initial step to
“manage to market’ as a means of increasing pay levels closer to the market rate for position
classifications within the County’s structure. Managing to the market involves the granting of variable
percentage pay increases based on an employee’s position in relation to the market rate for their position
classification. The relationship to the market rate is expressed as an individual's "compa-ratio”; calculated
by dividing their current rate of pay by the midpoint or market rate for their position classification.

The table that follows illustrates three possible variations and funding levels for managing to market. The

exact formula and approach implemented should be based on the County’s available financial resources
and budget.
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Position In-Range Alternatives — Table 3

Salary Range Compa - Ratio Alternative Funding Levels
Quartile Option 1 Option 2 Option 3
First 80.0% - 89.9% 5% 4% 3%
Second 90.0% - 99.9% 4% 3% 2%
Third 100.0% - 109.9% 3% 2% 0%
Fourth 110.0% - 120.0% 2% 0% 0%

This approach moves the pay levels of employees furthest from the market rate at a faster pace than
those nearer to or above the market rate for their respective positions; while providing some level of in-
range adjustment for most employees.

Sequential Percentage Approach

Under this approach sequential 1% increases are provided according to each incumbent’s compa-ratio
until available funds are expended.

All eligible employees whose compa-ratio is 80% are provided a 1% increase, then
All eligible employees whose compa-ratio is 81% are provided a 1% increase, then
All eligible employees whose compa-ratio is 82% are provided a 1% increase, then
All eligible employees whose compa-ratio is 83% are provided a 1% increase, then
All eligible employees whose compa-ratio is 84% are provided a 1% increase, then

MWD

Where there are funding limitations, this approach tends to provide in-range increases only to those
incumbents whose pay levels are furthest below the market rate for their position classification.

Hiring Rates

We recommend the County adopt a flexible approach to determining hiring rates of pay. The minimum of
the salary range is an extension of the midpoint of market rate; a generally applied to candidates for
employment that are minimally qualified. The County should use the entire salary range for hiring
purposes, generally limiting starting rates of pay between the salary range minimum and the salary range
midpoint. This should provide sufficient flexibility to compete for highly qualified individuals and when
desired skills are scarce within the labor market.

Effective administration of this flexible approach requires significant management controls to provide for
equitable administration. The County should adopt a set of guidelines to be administered on a consistent
basis that define specific criteria for determining hiring rates above the minimum of the pay range. In
addition, the County should not hire new personnel at rates of pay in excess of current employees within
the same position classification. While circumstances may necessitate the practice on rare occasions;
this practice must be applied on a limited basis and subject to approval at the highest administrative
levels.

Promotional Increases

A promotion occurs when an employee moves to a position classification with a higher salary grade than
his/her current salary grade. Salary grades within the recommended fixed range structure increase
progressively at 2.5% increments. We recommend that promotional increases range from increasing an
employee’s pay to the minimum of the new salary grade to a maximum pay increase equivalent to 2.5%
per salary grade above their current assigned salary grade.

As with determining appropriate hiring rates of pay, the County should adopt a set of guidelines to be

administered on a consistent basis that define specific criteria for determining promotional rates of pay
above the minimum of the salary range.
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Part-time and Temporary Employee Salary Levels

Since salary levels are based on the value of the work performed in the labor market; part-time and
temporary employees should be paid within the same salary range as full-time employees in the same
position classification. Normally, temporary employees can be paid at the minimum of the salary range
for the position classification; however, this may vary in cases where the employee has specialized
knowledge and skills.
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Position Classification and Salary Plan Recommendations

Recommendations:
Approve Recommended Position Classification Assignments

Adopt the recommended position classification assignments for the purpose of salary administration as
recommended and illustrated in Comp 3 — Recommended Classification of Individual Positions.

Adopt the Prevailing Rate Pay Midpoint Policy

Adopting the Prevailing Market Rate Midpoint (100%) provides the basis for the County’s competitive
position in the market and provides central guidance to County management for ongoing pay
administration.

Salaries to the Minimum of the Salary Range

There are no employees whose current pay level is below the minimum of the recommended salary
range.

Salaries above the Maximum of the Salary Range

There are no employees whose current pay level is above the maximum of the recommended salary
range.

In-Range Pay Adjustments

Adopt a method of in-range adjustments that distributes available salary increase funds on a variable
basis with the goal to “manage to market” as a means of increasing pay levels closer to the market rate
for position classifications within the County’s structure. ’

Grant Funded Positions

Grant funded positions’ salaries are normally administered within the limits of the grant funding and not
necessarily based upon the market rate established within this report.

Hiring Rates

Maintain a flexible approach to determining hiring rates of pay. The minimum of the salary range is
applied to candidates for employment that are minimally qualified. The County should use the entire
salary range for hiring purposes, generally limiting starting rates of pay between the salary range
minimum and the salary range midpoint. Hiring rates between the minimum and midpoint of the salary
range must be approved by the County Manager; hiring rates above the midpoint of the salary range must
be approved by the County Commission.

Maintain a Continuing Program
Maintain an ongoing and continuing program for the County by conducting regular reviews (approximately

every 3 - 4 years depending on labor market conditions) to determine position in the labor market and
provide for maintenance of the program.
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Appendix




Appendix A: Salary Survey — Classified Positions




[AA4

pajeiodioou] ‘821n0say S

zee'sys :0)ey JoMaeN Bullieasid
V/N Aunon Aenp yojew oN
VIN X1 funog Asjuen yojeuw oN
VIN Aunog xeyod yojew oN
VIN MO Auno) uoLew) yolew oN
V/N 09 Auno) eoegq yojew oN
126'6€$ Ajunog eiop 1UBWBINI0Id/UIWPY/HH
LZL oS VIM WBISET - S/ 091X MaN s)sl|e0ads S90IN0SaY UBLINH
900°'2v$ UOJABID JO UMOL 81D Aindag/saoInossy UBWNH
Gzo'sr$ OJIX3N M@N JO djelg v uaby Buiseyoindsieioads HH
[WARR= Aunog soe | 10S1adNg $83IN0SSY uswNy
+91'06$ RUnoo Janasooy 10J2UIPIOCY) SB0IN0SaY UBWNH
600'65$ Auno9 jenbiy ueg JUEISISSY SANRJSIUILPY YH
_ %E0°8- _ z88'es- _ zZee'sys i 0Sv'vv$ 1801140 JUBIBIND01H/SSIIN0SSY cmE:I_
% $ ajey JoNIel ajey abelony
sousen BuieAsig faunos uown uoneziuebiQ Juedoied sse|) uonisod Aamng sse|n uonisod fjunon uowun

0z jo | ebed

Aanung Aiejeg
fAunos uolun



(A4 4 pajelodiosu) ‘92in0say S
LSV LYS :ejey Jo)4e BuljteAald
VIN uope| jo umo] yojewl oN
VIN Aunog enbiw ues yojew oN
V/IN Auno) Aend yojew oN
Y/N Aunod elo yorew oN
VIN X1 Aunod AepueH yojew oN
VIN MO fQuno) uosewn)d yojew oN
VIN 090 Auno) eoeg yojew oN
z85'ccs 00IXaN MON JO 3JBIS  V B[0 Bunipny 3 Bununoddy ‘Buideaxioog
05Z'6v$ Aunog xej100 jsieI0adg doueULy
$29'6¥% VIM WSISes - S4M 0oxey maN X3 31D Bunipny g Bugunoooy ‘Buidsexoog
L12°1G$ Aunog soe | JUBJUNODOY
8L0'cG6$ Aunog jenesooy 1sijeads soueul{
— iIINIVA# | I3NTYAE LEV'LYS m MSN J01USS Isijeroadg aoueUl u_
% $ ey B
) JodeiN ajey abeisay
aoueLiEA Buijreaaad f3unog uolun uoneziuebiQ juedidiied sselp uonisod Asmung sse|5 uonIsod Aunog uolufy

0z 40 Z abed

Aanung Aiejeg
fAunoo uoiun



2coe

paielodiodu] ‘92inosay S

L£Z'6E$ :ajey Joxse Buipieasid

WIN X1 Aunoy AepreH yojew oN

V/N MO fQjuno) uorewi) ysjew oN
£88°'62$ 02 Auno) eoeg Jadeaxpjoog
151°2¢$ OOIXSIN MON JO Q8IS O el Bumpny 3 Buljunosdy ‘Buidsadioog
LY0'6ES VIM Walses - S4M 00IX3N MON sy910 Bunipny g Bununoooy ‘Buideaxpoog
1Z26'65$ Auno) eio a|gefed sjunoodoy/|jcihed
Le€'0v8 UOAe|D 30 UMO L ajqehed sjunoddyyciked
88¥'0v$ Auno) xeyod 3ald dypield lloiked
¥95°0v$ Aunog soe | UBlN0D3Y
8.E' VY Aunog [enbiN ues 11 Isieroadg eoueul
¥62'9v$ Aunos Aenp 130130 8ouBUlL

/N AUnoD }IoASS00Y 1Sljenads aosueuld

[ weso- | zsevs- | iezees | wwe'ves sijeoads soueul|

Yo $

soueLIRA

ajey RN
Buipieaald

ajey abeiany
funogy uowun

uoneziuebip Juedidiped

sse|) uonisod foning

sse|D UoRISod Ajunos uotun

0z 40 ¢ abed

Aaning Alejeg

fAunos uolun



(A4

pajeiodioou] ‘9oInossy S

z99'ce$ :e3ey J90(IeI Butlieaald
YN Loe|D Jo umo L yojew oN
01£'62$ MO Ajuno) uouewi) 3a|D ‘Jossassy Aindaqg
£05'62$ Auno) xejj0) Jainseal] el ‘Jossassy Aindeq
692'0c$ Aunog enbiy ues SO[lIL SNOUBA
8L9'1€$ 02IXS|N M3N O 9lBIS O 3i3]D asuadlT ¥ [edipuny ‘UNoD
96£'2e$ AUno?) }jaAes00y istje0adg seoes Aluno)
6GL'ees 09 Auno) eoeg Jainseal] 9D ‘dossassy Aindag
2.Z°veS funod soe] isieivedg Juswssassy ‘Jainseslt ‘WD Aindaq
18E'PES Aunod eiop Jainseal} “yolD ‘lossassy Aindeq
019'se$ VIM UIS]SET - S/ 001X MSN ug sH}8]) 3sUBIT P [edIdIUNK BNOD
£05°'6e$ Auno) Aenp Jainseal] “Yiel) ossassy AindsQ
ovL'ey$ X1 Quno) AspeH Janseal] e ‘1ossassy Aindaqg
— %08°¢ _ 8/1°L8 299°¢e$ m ov8'ves Mg} b_‘aw_
o
- : aled JoMEW | 9iey dbeiony uoyeziuebiQ Juedidnied sse|p uonisod Aemng sse|9 uopisod Aunod uown
soueLEA Buijieaaid funos uolun A

0z Jo ¢ abed

Aanung Aiejeg
KQunoo uolun



¢cae

pajeiodiosu) ‘20inosey S

912've$ :ejey Joxiey Butlienald

VIN uopelQ jo umo yojew oN

VIN X1 funo) Asjuen yolew oN
679'82% MO Auno) uosewl) Aejaioag pieog oup9|3
$62°'1€$ Aunod eiopy JuElSISSY SAlelSIUIWPY
8L9'LES 02IXa MBN JO BJBIS O SAIN0aXT 3 [eoIpaly ‘[eba 1deoxa ‘Alejaioeg
£eL'ees Aunod soe] JUB)SISSY DAIBASIUILIPY
P8 rES Aunog Jjanasooy JUEISISSY SANBLSIUILIPY
962'se$ VIM UIBISET - SJAN 001X MaN SJUBISISSY SALBASIUILPY R SSLESI0RS
6.1'GE$ Aunog xeji00 JUElSISSY SARRASILIWPY
601°9€$ 09 funo) eseg JUBISISSY SAlRlSIUIWPY
202'9¢$ Aunog enbiy ueg uBISISSY aAlRlSIUILIPY
G08'8¢$ Auno) Aenp JUBJSISSY AIBASIUILPY

lianvae | i@nvae | oizves 1 moN welsissy ongessiuiupy]

% $

aduelIEA

ajey 1aIeN
Buijreaald

ajey abeiaay
funog uowun

uoneziuebiQ juedioied

sse|D uonisod Aonng

ssej9 uonisod Ajunos uoiun

0z j0 G abed

Aaning Aiejeg
funog uoiun



[A40 T4 pejelodioou] ‘921nosay S

9cy'6z$  :olex Jodiel Bullreasid
YIN Aunog Aenp yojew oN
VIN XL Awnog Aojuen yolew oN
VIN Aunod xeyo) Yojew oN
VN O Aunod uoLew) yojew oN
VN 09 Auno eoeg yoleus oN
150'8Z8 Auno) eiop Mo aAN
66v'82$ Aunog soe 1siuondeday 2W0
0£5'82$ Aunod fenbin ues %10 Bleq
9vy'62$ VIM UIo}se3 - SIM 00IXa)y MaN X3 [e10ULD) - B[O SO
90v'62$ 0OIX3|N MEN JO B1eIS O [e48US9 - 31310 39O
SY0'0€$ Auno jenasooy Jue)sIsSY 220
1£0'z€$ uokelD Jo umoy %10
lianvae | iantvae | oevezs | meN ejsissy sayo|
% $
ey Jonlel ajey obeiaAy uoneziuebiQ juedidied sse)n) uonisod Aanng ssejn uonjisod Ajunog uoun
eoueuEen Buijreaaid funos uolun
Aanung Aiejeg

0z 40 9 abed Ajunoo uolun




pejelodiosu] ‘90In0say §

220¢
168'v€$ :ajey Joduep Buljrersid
Y/N uojerD Jo umo | yolew oN
VIN Aunog Jjanssooy yorew oN
YIN Auno) Aenp yojew oN
VIN Auno?) elop yoreus oN
/N X1 Auno AepreH yojew oN
V/N MO Auno) uoueun) yojew oN
VN 09 Auno) eoeg yojew oN
095°0€$ Auno) soey HRID SpIooRy
8L9'1€$ 03iXa|y MON JO BjBIS O M9[0 SPI0aY B LofeLLIo]
y1T'ees Aunog jenbiy ves JUBJSISSY SANRISIUILIPY SO0 SHUBUS
69.'ve$ Aunog xeyod 1syeads spioody
9eT'vv$ YIM Ulalsed - S4/M O3IXSIN MaN SHIBID SPI0ITY @ UCHBULIOM]
— ANIYA# | I3NTYA# 168'7E$ MBN 1stjeioadg wEoowm_
% $ ajey 1Pxen ajey abeioay
asueEA Buiiersid funos uotupn uoyeziuebig juedidied sse[9 uonisod Aeaing sse| uonisod Aunog uotun

0Z J0 2 abed

Aamning Aiejeg
Ajunosn uoiun



pojelodioou] ‘aoinossy S

[A4 4
$59'cy$ :ojey Jorue Buiieaaid
VvIN uoke|] 40 umo]. yojew oN
VIN Aunod fenbiy ues yoew oN
Y/N Auno) Aend yojeus oN
Y/IN Auno) elon yolew oN
VIN X Awnod AepueH yojeu oN
VIN MO Ajuno) uouew|) yojew oN
VIN 02 Aunoy eoeg yojew oN
Zy0'9e% 0OIX3N| MON JO B1BIS 0 sjsupwweibojoyd @ sisydeiboue)
911°2v$ Auno) xej00 fayelq 2o
095'6¥$ Aunod soe J0}jRUIPI00N BUIsSaIPPY [BINY SID
(WAL VIAA UJS]ISET - SN 00IXSN MaN sueioiuyos] Buiddepy 3 Buikenng
198'9v$ Aunog jlanasooy Isyeads SIo
| %oszL sov'ss | vso'eys 1 6OL'6YS isierads sio)
% $
S1EY e ayey sbeiany uoneziuebiQ ueddied sse|y uonisod faning sse|D uoIlsod AJunog uorun
soueLEA Bugjieaalid Aunos uotun N

0z jo g abed

Aamning Alejeg
Ajunos uoiun



[44414

pajeiodiodu] ‘9oInosay S

897'6¢$ :ojey Jorde Buijreaaid
VIN uoike|Q Jo umo] yojew oN
VIN Aunod eiop yojew oN
WVIN X1 funog AejeH yojew oN
Vv/N MO Auno) uolewi) yojew oN
VIN 090 Awno) eoeg yojew oN
£/£'26% Aunog Aenp uepIuYda | SID
8/6'2€$ Aunog soe} j uepYDS] SID
Zr0'sss 09IXa[\ M3N JO 9iBiS g sjsujpwiweiboloud ¥ sisydesboped
LEG'PES funod jenbiw ues SIO SY
8/Z'GES VIM UIB]SeT - S4M ODIXSIN MBN ug sueiuyoa] Buiddepy g buikening
G9Z'8e$ Aunod xejjoD uBRIUYD3 L SID
80v'0v$ Aunog jerssooy uepIUY%3| SIO
| %z | sos'zs- 89Z'GE$ |  092°78$ ueroyoa sio)
% $ ajey 1eN oy abelisay
soueLRA Buijreasid funos uotun uonjeziuebiQ juedidnied sse|D uoljisod Aaning ssejy uonisod fjunod uoluf

0Z 40 6 obed

Asning Atejeg
fjunon uoiun



220c pajelodiodu] ‘@oinosey §
yEY'9ES :ajey JoNJey Buljieasid
VIN X1 Auno) AspueH yojew oN
VIN MO Aluno) uolewi) yolew oN
60£'62$ Runod eiop souBUSUIBIY
096°1£$ Auno? Jjeassooy ISYIOAN @OUBUSUIRW
196°'2¢$ Aunog xejjo) [i] @doueUBUBI
8.6'2¢$ Aunog soe J§ UBIOIUYDS | SoUBUSIUIBI
869'GE$ 09 Auno) eseg 10siAadng souBUBIURIA
Zr0'9es OOX3|\ M3N JO 9)BIS V JoNIOAN Jieday g aouBUSIURI
8€G'6ES Aunon Aenp aoueudUIR
£€E'0¥$ VIM Wo)sed - SAA 00X MaN X3 SIONION Jleday] X SouBuSjURH
GoL'ers$ Awno) [enbiy ues UBIDIUYD3 ] sourUSUIRK
10Z'sv$ UOMEID JO UMD Jospuadng aouBUSIUBIA
| %8 | 980'cs [ vesoes 1 ozsees sa31i0p soueuajuren]
% $ ajey 19)4el ajey abeiany

asuBlLBA

Buifleaaid

fyunos uoiun

uonezjuebig juedioiied

sse|) uonjisod Asning

ssejn uonisod AQjunon uoiun)

0z J0 01 8bed

Aaning Alejeg
fjunon uolun



¢c0c

pajelodioou] ‘eoinosey §

066'82%$ :ajey J9dIB Buijieraid
v/N Aunod elop yojews oN
VIN X1 Aunod Asjueq yojew oN
V/N 092 Auno) eoeg yojew oN
819'6z$ uokeld Jo UmMo | loyuer
1£9'62$ MO Aunoy uoliewi) Joyuer
¥10'82$ Aunog xejjod | @duBUBUIEIN
2e5'82% OOIXON MBN JO JlelS Vv sisues|) @ siojuer
8¥.'62$ Auno) enbBiy ues JOMIOAA DOUBUSIURIN
§¥0'0e$ Aunog jresooy uelpojsnyd
££6'0¢$ VIM WaJSes - SHAN 00IXSIN MaN X3 siduea|) @ siojuer
GE0'LES Aunod Aenp SOUBUSJUIBIN SIS
Il LES Auno) soej | UBIDIUYDD | SoueuUSIUIRIA
| weroz | ossss | ose'gzs 1 ove'wes ueipojsno]
o
- : e 3NN eyey obelany uoneziuebiQ juedoiued sse|) uoijisod Aaning sse]p uonisod Ajunog uoiun
souBLIEA Buijieaaid funog uotun * :

0z 40 L1 abed

KRaning Aiejeg
Ajunos uolun



pajelodiodu] ‘8oi1nosey §

[44 4
610'c9$ :ajey 1oie Buljieaaid
VIN uoke|d Jo umo yojet oN
VIN Auno) soe yojeuwr oN
VIN X1, Auno AepreH yojew oN
VIN MO Aunog uolewID yojew oN
VIN 09 Auno) eoeg yojew ON
yIS'evs Auno) eiop wapuajuladng uswuedaqg peoy
0£6'L5$ AwnoQ xejjon JuspusjuLIBdng speoy
LE€'+9% Ajuno? enbiy ues Josuadng OSd
591'99% VIM We)seT - S4M 00X MaN UOoPONIISU0Y ‘siosinadng
€12'99% Auno? Jjonasooy Juspusjuuadng speoy
5¥6'89% 02IXO MBN 4O 9JelS uononJisuo) - | sebeuepy suonesadQ
FAX R A Aunop Aenp 10SIAIRANG SpeOY
_ %S56°9- 8LE'v$- 610°c9% i 0v9'85$ wapuauuedng mumom_
% $ _— 6
2y J19NIeN oy abriany
Buyiensid funos uopun uoneziuebiQ Juedionied ssejy uonisod Asaing sse|o uonisod funod uoun

@ouBMEA

0z J0 2| abed

Aanung Liejeg
fjunoo uolun



[A4 Y4 pojelodioou] ‘eoinosey S
ZE0'0bS :ajey Joxsep Buiieasid
VIN uoyie| Jo UMmoL ydgjew oN
VIN MO Auno) uouewi) yojeuw oN
618'ccs Auno) eiop aouBUBJUIRH PEOY
ocl'ees Aunos Aenp 2oURUBIUIRIN PROY
Z60°'8€$ Auno) [enbiy ueg 1 ‘11 JoyesadQ wswdinb3
L2Z¥'8ES Aunoy soej 11 Jojelad( eouBUBUIRIN PROY
Lob'8es Auno) )janasooy 111 JoreladQ uswdinbg
18€°6£$ Auno) xejj0n 10jesado waswdinbg
L1207 09 Auno eoeg safodw3 obpug g peod
Zie'ers 02IXSN M3N JO 3)B1S \/ JOXIOA SoueudlUiR) AemybiH
$0S'ev$ VIM Uis)seT - SN OOIXe MaN X3 SISYIOM soueuajulely Aemybiy
096'05$ X1 Auno? Aspien JojessdQ
_ %EQCL- L1878 2£0°07$ m yle'ses 10}elado EmEaSm_
% $ ajey 1I9NIeN ajey abeiaAy
I Buiesig fyunos uoin uonieziuebiQ juedidijied sse|p uonisod Aaning ssejo uonjisod fjunoy uolur

oz o g obed

Asnung Aiejeg
fQjunog uolun



[#AV4

pajelodiodu] ‘'82In0say S

€05°'1€$ :ojey Jodsey Buljieaald
VN X1 Auno) AeueH yojeL oN
VN Ano) xeyl0s yojew oN
VIN MO Aunod uouewld uoJeL oN
VN 09 Aunog eoeg yojew oN
8/6'92$ Auno) Aenp asuBUSUEBIN PEOY
8/6°'92% Aunod elo SOUBUSJUIBIN PROY
§29'22% uolfe| jo umo} Jaloqen Joaus
00L'08$ ARunog enbiy ueg JaiogeT pajinis
Zy0'ess ODIXON MON JO 18IS g Jayiop aoueuajuley AemyBiH
2.7'ves Aunod soej | J0jetod( SoUBUSIUIBIN PROY
vy peS AJUno?) Jjonasooy 1 JojeladQ uawdinbg
€£81'8¢% VIM WI8}Se3 - SJM OJIXaN MaN ug sIaxIopn soueusjuieiy AemybiH
[ iamwa# | ianvae | eosies | MaN JoXIOp SouBUBUIERN PEOY

% $

aouBLIBA

ajey IIeiN
Buijreaald

ajey abeisay
funon uoiun

uoneziuebiQ juedidiped

sSe|D uopIsod Aoaing

sse]o uonisod fjunos uoiun

0z 40 v1 abed

Kaning Aiejeg
Aunoj uolun



[ 44014

pajelodioou] ‘eoinosay S

B¥L'1S$ :o3ey Joxie bullleaasd
VIN uojeld 4o UMO L yojew oN
V/N Aunoy jjanssooy yojew oN
V/N Aunod Aenp yojew oN
V/N Aunod elop yoyew oN
VIN X1 Auno) Aepuey yojew oN
v/N MO Auno) uouewID yojew oN
6.2'2v$ Aunod xepod Jojeuipioo)) Juswabeueyy Aousbrawg
1452425 09 Auno) eoeg 1o6euepy Aousbiswg
949'8v$ 02IX3N M3BN J0 d1BIS sjsijeoadg uswabeueyy Asuabiawg
GG6'E€SS Ajunog enbiy ueg 196eURY Aouabiawg
25v°' LSS Aunod soe . Joypang swabeueyy Aousbswg
891'€9$ VIM Walseq - S4M O3IXSIN MaN sioj0a1i(] uswabeuep Aousbiawg
| %sozi- | zos'os- | eviiss I s81'6vs sobeuep fousbiows]
% $ ajey JeNieN ajey abelany
souewen Buneraly fsunoo uoun uoneziueblQ juedidiied ssejn uonisod Aaning sse}o uonisod fjunon uotun

0z J0 61 abed

Aaning Aiejeg
Ajunoo uoiun



[44 T4

pelelodioou] ‘eoinosey S

810'v5$ :ojey Jo3iel buljresaid
YIN OJIX8I\ MaN JO 3)e1S yolew oN
Y/N bc:oo 1[oA9S00Y yojew ON
Y/IN bc:oo BIOIN yadjeul ON
VIN X1 Aunog Asplen yojew oN
Y/N MO ECDOO uosewlD yolew oN
V/N [0)e] bc:oO eoeg yojew ON
$02'82$ Aunog Aenp lireyssep aiid
120'6£$ Aunog xejjod jleysLe 2114
119'15$ Auno) [enbiy ueg o aild
816'09$ uojels Jo UMo L JoIyD a4
0Z5'v9% Awnod soe} Jeo 8y
SEDUMN
6ez'eLs VIM WRISES - SAM 0OXSN MIN uonuaaalA ® Bunubuaii4 1o slosiasedng

| wssz | owovs [  eiovss | v60'8SS Jopeurpi00) auid]

%

asuelLEA

ey abelany
funoon uowun

ajey JoNIeN
Buijieaaid

uogneziuebiQ juedionied

ssejp uogisod Aeaing

sse|n uonisod fjunos uolun

0z 30 9| ebed

Aanung Aiejeg
fjunon uolun



[440T4

pejelodioou] ‘eoinosey S

6LLvPS :ojey Jodiel butlreasid
V/N VIM uldjses - SAM 00X MeN udjew oN
VIN uolfer) Jo umo yojew oN
VIN X1 Aunod Asjey yojew oN
VIN MO Aunod uouewl) yojew oN
V/N 00 Aunog eoeg yojew oN
e ves Auno) xejjod Jojeulpiood IMd
voL'Le$ Awnog Aenp Jojeulpioo] iIMA
£09'vv$ Auno Jenssooy i0jeuipIo0] IMQA
095'6¥$ Awno) soel Jojeupioo) weibold IMA
9v9'8rs OSIX3| MaN JO SjelS 1 130UJO Sjoted uoneqold
z18'6v$ Awnod esopy Jopal1g Ima
£00'eS$ Aunog pnbiy ues i0jeulpioo] iMA
| wervl- | eioos- | eLrvvs o ooL'sss Jojeurpi000 IMd|
% $ ajey JoNien ajey abeioay
BuiieAsig faunos uomin uoljezijuebiQ juedidiied ssejn uonisod Aening sse|D uonisod fjunon uotun
aduBlBA

02 40 L1 abed

Aaning Asejeg
Ajunosn uolun




YAAOYA pajeiodioou] ‘@2inosay §
¥65°95$ :a3ey Joyey Buljieasid
VIN VIM Wig}ses - SAM 00X MON yajew oN
V/N Auno) Aenp yojew oN
Y/N YO Aunod uouewd yojewt oN
VIN 09 Auno) eoeg yojew oN
$oleys AunoD eloy juesbiag
2zZL'8vs Aunog enbi ueg juesbleg
Z0G'06$ Auno) soe jueableg
£65°25% X1 Aunod AspeH juesbieg
PLL'98S uojke|Q Jo uMo L juesbieg
225'85% Aunog yenresooy esbiag yueys
1€9°29% Auno) xey0d juesbrog
S¥5'08$ ooy MEN JO SjelS jueablag
| %01 909% ¥65'95¢ 1 00Z'LS$ weabies yuays|
% $ a)ey Jenien ey abelany

oouBlLBA

Buipeaald

fjunon uoiun

uonjeziuebiQ juedioied

sse|D uoijIsod Aoaing

$5B[9 UORISOd Ajunos uojun

0z 0 g1 abed

Aaning Aiejeg
Ajunog uolun



pajelodioou] ‘92Inossy §

2e0c

£98'9v$ :ojey J9veiN Bullieaaid

0Le'6z$ MO Aunod uourewd Aindag
1£6'PES Aunog [enbin ues Andaq
£8€'6€$ Auno9 elopy fndag
zee LS Aunod soe]. Huays Aindag
8L0'cv$ Aunog Aenp 18010 Aindeg
110°5v$ 092 Aunog eoeg Husys Aindeg
LL8'9v$ Aunog Jenesooy Huays Andag
£55'25% X1 Aunog AepeH Andeq
556'cS$ UoIAR|) JO UMO 1320 80ljod payied
99¥'55% Aunog xejed psypag Yusyg Aindeq
0/8'85$ VIM ulslses - SIAA 0OIXSIN MBN SISO 04jed SHUAUS g 30)j0d
€01°29% 00X MBN JO 3lElS 12040 |oled

_ %EL0- _ £9%- £98'97$ m 008'ov$ payiNal - JUays b:amo_
% $
ajey 1eN ajey abeiany

oouBLIBA

Buijieaaid

funog uoun

uonjeziuebiQ juedioied

sse|o uonisod feaing

sSBID UORISOd Qjuno) uotun

0z 0 61 abed

Kaning Aiejeg
funon uolun



pajelodioou] ‘@2inosey S

[A404

60€'6€$ 12y Joyiei Bulressid
YIN Awno) fenbiy ueg yojew oN
Y/N Aunod Aenp yorew oN
V/IN Aunoy eiop yojew oN
VYIN X1 funog AepieH yojeu oN
V/N MO Auno) uouewi) yojew oN
VIN 09 Aunog eoeg yojew oN

1€5'veS OJIX3 M3N jo 9jBls Jnioay

L01'9e$ Auno) Janssooy 19peD Husys Andsg

506'9¢$ Awnod soet 1epe) gusug Andeg

8¥8'8e$ uoifelQ jo umo | 1300 3%1j0d psyiisoun

69.°¢¥$ Auno) xejjod pauipsoun Yusys Aindeq

669°5v$ VIM UiS1se] - SJAA OOIXSIN MON U3 s190ujO 104jed S jlBYS B 9010d

— %SGL Y- 698°1L$- 60€'6€$ i ovy'Le$ 1ope) - Juaus b:amo_
% $ ajey 18Nie|N ajey abeioAy
asuelep Buiptersid funos uoiun uonjeziuefiQ juedidiped sse|p uonisod Aaning sSe|n uonjisod AJuno) uoiuf]

0z j0 0z 9bed

Aaning Alejeg
Aunos uolun



Appendix B: Salary Survey — Appointed Positions
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