
 

 

Agenda 
Finance & Administration Committee 

West Olive Administration Building – Board Room and YouTube 
12220 Fillmore, West Olive, MI 49460 

Tuesday, April 14, 2026 
9:30 AM 

Public Comment 
 
Approval of Agenda 
 
Consent Resolution: 
 

1. Approval of minutes from the March 10, 2026, Finance & Administration Committee meeting. 
 

Agenda and Action Requests: 
 

1. Statement of Review 
Suggested Motion: 
To approve the Statement of Review.  
 

2. Accounts Payable 
Suggested Motion: 
To approve and forward to the Board of Commissioners the general claims in the amount of 
$22,259,837.95 as presented by the summary report for March 1, 2026, through March 31, 
2026. 
 

3. Budget Adjustments  
Suggested Motion:  
To approve and forward to the Board of Commissioners the FY2026 budget adjustments per 
the attached schedule. 
 

4. 2026 Ottawa County Equalized Values 
Suggested Motion:  
To approve and forward to the Board of Commissioners the 2026 Ottawa County Equalized 
values and to appoint the Equalization Director to represent Ottawa County at State 
Equalization Hearings. 
 

5. 2026 Ottawa County Equalized Values Form 4037C 
Suggested Motion:  
To approve and forward to the Board of Commissioners the 2026 Ottawa County Equalized 
values Form 4037C for each jurisdiction within the County. 
 



 

 

6. Classification & Compensation Study 
Suggested Motion:  
To approve and forward to the Board of Commissioners the recommendation for Ottawa 
County to adjust positions, pay grades, and the wage scale, as recommended, to maintain a 
competitive position in the marketplace. 

 
Discussion Items 
 
Public Comment 
 
Adjournment at Call of the Chairperson 
 
Note: Public Comments on the day’s business are to be limited to three (3) minutes. 





































































































































































Form Last Revised /0 /20

Action Request 
Committee:: 
Meetingg Date:: 
Requestingg 
Department:: 
Submittedd By:: 
Agendaa    
Item:: 

Suggestedd Motion:  

Summaryy off Request:: 

Financiall Information:
Total Cost:  General Fund 

Cost:  
Included in 
Budget: Yes No N/A

If not included in budget, recommended funding source: 

Actionn iss Relatedd too ann Activityy Whichh Is:             Mandated         Non-Mandated         New Activity 
Actionn iss Relatedd too Strategicc Plan:: 
Goal:  

Objective:  

Administration:: Recommended Not Recommended Without Recommendation
County Administrator: 

Committee/Governing/Advisory Board Approval Date:  

Finance and Administration Committee
04/14/2026

Human Resources

Scott Hawkes

Classification & Compensation Study

To approve and forward to the Board of Commissioners the recommendation for Ottawa County to adjust 
positions, pay grades, and the wage scale, as recommended, to maintain a competitive position in the 
marketplace.

Ottawa County has partnered with the firm Baker Tilly to assess the current wage scale and pay grades for numerous County positions in order to remain
competitive in attracting and retaining talent. This assessment included Position Analysis Questionnaires from employees as well as wage information and
surveys from other counties including those that surround Ottawa County.
After Baker Tilly provided their initial recommendations regarding pay grades, each Department Head / Elected Official had an opportunity to discuss the
initial recommendations directly with Baker Tilly representatives. Baker Tilly then submitted their final pay grade recommendations to Ottawa County.
Baker Tilly also recommended adjusting the County's wage scale for consistent increases in pay grade steps.

Implementation Cost Analysis:
Pay plan implementation scenario selected - Option one (1) of three (3) as outlined in packet: Employees move to the step nearest their existing salary
without a decrease. This option represents the minimum action required to adopt the proposed pay plan, and the lowest cost to the County.
County costing model selected: A. Include all Non-Union/Non-Sworn employees ($1,016,065.84 + $331,240.13 Benefits = $1,347,305.97). Two (2)
additional costing models; B. Include all, except Sheriff’s Office Union/Sworn employees ($1,676,522.08 + $546,041.42 Benefits = $2,222,563.50). C.
Include all County employees ($2,021,706.31 + $664,870.51 Benefits = $2,686,576.82).
*FY26 Impact - Proration of five (5) months: $423,360.77 + $138,016.72 Benefits = $561,377.49.
The final recommendations for pay grade adjustments and revising the County's wage scale have been reviewed and approved by Ottawa County's Wage
Study Project Team.

Please see attached packet: Baker Tilly Comprehensive Report.

*Note: Subsequent to this Classification & Compensation Study project, Baker Tilly is working on a separate wage scale to include only sworn positions in
the Sheriff’s Office. This ensuing wage scale will come before the Board (via Finance & Administration Committee) for consideration in the future.

$1,016,065.84 $660,442.00 ✔

Funds will be reallocated from contingency in General Fund or other accounts in other funds.
✔

Goal 4: To Continually Improve the County’s Organization and Services.

Goal 4, Objective 3: Maintain and expand investments in the human resources and talent of the organization.



 

  

OTTAWA COUNTY, MI 
Classification and Compensation Study 

      

2025-2026 
Final Report 
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Project Methodology 
 
Baker Tilly approached the classification and compensation study for Ottawa County, MI by completing each of the following phases 
or milestones:  
 
Phase 1: Project Initiation 
 

− Data Collection - Baker Tilly initiated the study by conducting a planning meeting with the County’s project team to discuss 
the current classification and compensation system and goals for conducting the study, and to walk through each phase of 
the process. Next, Baker Tilly collected documentation from the County, including job descriptions, organization charts, pay 
structure, personnel policies, and any other documentation describing how work is performed or compensated.  
 

− Communication Meetings - Baker Tilly presented to the County’s department heads and employees to inform them about 
the study and answer questions. These presentations were conducted on-site in April 2024.  
 

− Position Analysis Questionnaires (PAQs) – Each employee was given the opportunity to complete a PAQ describing in 
their own words the work currently performed in their position. PAQs were reviewed by supervisors to ensure complete and 
accurate responses were provided. There was a high level of participation among employees and supervisors who 
contributed essential insights into the roles and responsibilities within the County’s departments.  

o The PAQ collection period began April 18th and concluded May 16th. The process yielded 652 individual submissions, 
covering approximately 326 or 94% of the County’s positions.  

 
Phase 2: Classification Review  
 

− Title Review – Baker Tilly used completed PAQs and existing job descriptions to review position titles and made 
recommendations, as necessary, to ensure titles appropriately reflected the nature and level of work performed. 
 

− Position review – Baker Tilly conducted job evaluations using SAFE®, our point factor evaluation tool, resulting in a job 
hierarchy that reflects the County’s internal equity.  
 

Phase 3: Market Review  
 

− Labor Market - Baker Tilly worked with the County to establish a list of comparable peer organizations reflective of its defined 
labor market. Selection of comparable peers was determined by similarity in size (number of employees, population served, 
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and revenue), geography, services provided, industry, and competition (organizations you lose employees to or gain 
employees from). Baker Tilly collected feedback from department heads about peer organizations they recommended to be 
included and the project team finalized the list of peer agencies.  

 
− Market Assessment – Baker Tilly distributed a custom survey to the identified peer organizations requesting base pay 

information for analogous positions. Data from three published salary sources (Economic Research Institute, Bureau of Labor 
Statistics, and Comp Analyst) was also incorporated in the market data to serve as a private sector representative for 
positions that have an appropriate private sector equivalent. Results were analyzed and reviewed with the County’s project 
team to determine the organization’s desired position within the market in October 2025. 

 
− Benefits Comparison - In addition to base pay, Baker Tilly’s market survey collected data on peer pay plans, pay policies 

and practices, health insurance, retirement, paid time off, and other supplemental benefits and pay differentials. The 
information was analyzed and a report was prepared, comparing Ottawa County’s benefits and practices to its peer 
organizations.  
 

Phase 4: Pay Plan Development  
 
 

− Pay Plan Development – Baker Tilly updated the County’s pay plan and established grade assignments for positions based 
on internal and external equity. Preliminary results were reviewed with the County’s project team and Department leadership 
in October 2025. 
 

− Implementation Cost Analysis – After grade assignments were finalized, implementation costs were calculated and 
reviewed with the County’s project team. 
 

Phase 5: Project Completion  
− Final Report - Baker Tilly prepared this final report documenting the methodology used throughout the classification and 

compensation study, findings and results of the study, as well as our recommendations based on those results. 
 

− Final Presentation - At the conclusion of the study, Baker Tilly prepared a final presentation of results to elected officials, 
senior leadership, and employees. 
 

− Training - Baker Tilly will provide training to the County’s human resources team responsible for the maintenance and 
administration of the new classification and compensation system. Training will include instructions for using our SAFE® Job 
Evaluation system going forward. 



Final Report            Ottawa County, MI 
Classification and Compensation Study 

 

4 
 

Classification Review 
 
Title Review 
An appropriate job title should reflect the nature and level of work performed in that job. Over time, however, titles may become 
inconsistent, inaccurate, or even inflated. Baker Tilly reviewed Ottawa County’s position titles and provided recommendations for 
adjustments, consolidations, and reclassifications, as necessary. Recommendations were also made to standardize formatting, 
spelling, and use of abbreviations which can significantly impact the administration of a classification system.   
 
Job Evaluation 
Job evaluation is a tool for identifying the internal value of work performed within the organization and involves comparing one job 
against other jobs within the organization as a means for determining the relative value of each. The Systematic Analysis and Factor 
Evaluation (SAFE®) is a point factor evaluation process developed specifically for the measurement of local government positions. A 
point factor job evaluation approach is often the preferred method within the public sector for reviewing jobs internally as it tends to 
be systematic, objective, and – therefore – defensible. For that reason, job evaluation is often an instrument used to comply with 
federal, state, and local regulations related to the Equal Pay Act. SAFE is comprised of nine compensable factors listed in Table 1.  

 

Compensable Factors Weight Descriptions / Measurements 
Education 15.6% Minimum education level required by the position 
Experience 12.2% Minimum years of experience required by the position 
Level of Work 13.7% Degree of difficulty of work performed by the position 
Human Relations 7.8% Type and level of human interactions 
Working Conditions 6.8% Environmental conditions experienced by the position 
Physical Demands 4.9% Physical exertion regularly performed by the position 
Independence to Act 11.7% Degree of independence to make decisions and act 
Impact of Actions 13.7% Severity of consequences as a result of decisions 
Supervision Exercised 13.7% Type and level of supervision exercised 
  100% TOTAL 

 
The result of this process is a total score for each position, which represents its internal value. 
Collectively, these total scores establish a hierarchy across the organization. It's important to emphasize that job evaluation is a 
measurement of the position and not the person in the position.  
Baker Tilly evaluated positions based on employee-completed Position Analysis Questionnaires (PAQs). The County’s project team 
reviewed and revised SAFE® designations, as necessary, and worked with Baker Tilly to establish final scores for each position 
included in the study. 

Table 1: SAFE® Compensable Factors & Weights 
 The following factors were not 

considered when evaluating 
positions with the SAFE® 
methodology: employee 
performance, length of service 
with the organization, amount 
of time in the position, 
education or experience more 
than what is required by the 
position, current salary, or 
market rates. 
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Market Review 
 
Public Peer Organizations 
Understanding your labor market is key to selecting relevant peer organizations for a market study. 
Factors to consider include industry, organization size, geographic location, competition for talent, 
and published data available. Baker Tilly partnered with the County to identify public peer 
organizations that represent the County’s competitive and comparative labor market. Baker Tilly 
collected base pay information for benchmark positions from all 14 peer organizations listed in 
Table 2.  
 
 
 
Published Sources 
Published salary data was used as a private sector benchmark in this assessment with data 
from the following sources included in the study:  

 
− Bureau of Labor Statistics (BLS). The Occupational Employment Statistics (OES) survey is a 

semiannual survey measuring wage rates by industry and is displayed nationally, by state, and/or 
metropolitan area. BLS data used in this survey was pulled at the 10th and 90th percentile to 
represent the minimum and maximum thresholds of a salary range.   
 

− Comp Analyst is a salary data resource from Salary.com that is comprised of HR-reported pay 
data comprised of 800 million market data points from more than 25,000 organizations resulting in 
data across 15,000 unique job titles, 225 industry breakouts, 27,000+ compensable factors, in 
42,000+ geographies.  
 

− Economic Research Institute (ERI) is a salary data resource reporting market data for more than 
11,000 jobs in more than 9,000 different locations across more than 1,100 industry sectors. ERI 
data is updated quarterly. ERI data used in this survey was pulled at the 10th and 90th percentile 
to represent the minimum and maximum thresholds of a salary range.  

 
 
 
 

Table 2: Peer Organizations 

1. Washtenaw County, Michigan  
2. Kent County, Michigan  
3. Grand Rapids, Michigan  
4. Livingston County, Michigan  
5. Genesee County, Michigan  
6. Macomb County, Michigan  
7. Ingham County, Michigan  
8. Kalamazoo County, Michigan  
9. Oakland County, Michigan  
10.Muskegon County, Michigan  
11.Allegan County, Michigan  
12.Winnebago County, Illinois  
13.Porter County, Indiana  
14.Larimer County, Colorado  
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Data Adjustments 
The base pay information was adjusted, as necessary, to account for the following: 

− Differences in work week. For example, reported salaries for a 37.5-hour work week were adjusted to reflect that wage for a 
40-hour work week. 
 

− Age of data.  If the market data obtained did not reflect the year in which this study was conducted, the data was aged based 
on guidance from World at Work's Annual Salary Budget Survey results.  
 

− Differences in cost of labor.  Geographic adjustments were applied to account for differences in cost of labor between the 
County and peer organizations. Baker Tilly uses cost of labor differentials reported by the ERI’s Geographic Assessor tool.  

 
Where cost of living is a measurement of goods and services in each area, the cost of labor measures changes to compensation over 
time and for specific geographies. Cost of labor can be impacted by the cost of living but also relates to the supply and demand of labor 
in each area (rate of unemployment and number of qualified laborers). Cost of labor differentials applied for each peer and published 
source can be found in Table 3. 
 
In Table 3, the COL Adjust column 
reflects the adjustment that was 
applied to that peer’s data. A negative 
number means the cost of labor in that 
peer’s location is higher than Ottawa 
County’s and their data was adjusted 
down, whereas a positive number 
means the cost of labor is lower and 
their data was adjusted up. 
 
For example, Kent County’s data did 
not need any adjustment since the 
Cost of Labor is the same as Ottawa 
County’s. However, to meet the cost of 
labor in Ottawa County, Washtenaw’s 
data was adjusted down by 9.1%.   
 
 
 

Table 3: Peer Organizations and Geographic Adjustments 
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Quality Control 
Baker Tilly compiled data and established matches from peer organizations to Ottawa County’s benchmark positions based on a 
75% overlap in duties and responsibilities. Further, Baker Tilly required at least three matches per benchmark position to calculate a 
market value. Positions that had insufficient data (fewer than three matches) are identified as such in the market results. Because 
market results are established by a calculation (such as an average of all midpoints), a bigger sample size tends to yield greater 
confidence in those results. 
 

− Benchmarks averaged 6.11 matches, and 24% of them received eight or more matches.   
 

Market Results 
In total, 250 of the County’s positions were included in the survey as benchmark positions. Baker Tilly requested pay ranges 
(minimum to maximum) and calculated the midpoint of each range. 237 positions received sufficient data (three or more matches), 
and a market value was calculated. Baker Tilly shared the following information with the County in October 2025: 
 
Based on market values for the 237 benchmark positions: 

− The County’s minimums are 2.2% above market minimums on average. 
− The County’s midpoints are 2.3% above market midpoints on average. 
− The County’s maximums are 0.3% below market maximums on average. 

 
Balancing Market Data and Internal Equity 
Market values are a critical data point in determining final recommendations. They provide insight into the external competitiveness 
of Ottawa County’s pay structure relative to its labor market. As outlined later in this report, market data must be balanced with 
internal equity considerations when finalizing position grade assignments. By weighing both market results and internal equity, 
Ottawa County is better positioned to develop a pay structure that supports its compensation philosophy, aligns with organizational 
goals, and ensures long-term sustainability. 
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Pay Plan Development 
 
Upon reviewing the market survey results with the County, Baker Tilly led a discussion with the organization regarding its desired 
position within the market, design preference for the current title and grade structures, and an approach for classifying positions to 
the pay plans.  
 
Current General Pay Plan  
The County currently 
maintains one Step and 
Grade plan that includes 19 
grades, with Grades 1–13 
having 7 steps and Grades 
14–19 having 8 steps, which 
creates uneven progression 
across the organization, 
shown in Table 4. Midpoint 
differentials (the distance 
between each grade at the 
midpoint) average 7.18% but 
are also inconsistent between 
grades. 
 
 
 
Observations of the Current Pay Plan 
The General step pay plan has several structural issues that reduce consistency and predictability. Step increases are not consistent, 
starting at approximately 5.0 percent between Steps 1 and 2 and declining to about 4.0 percent between later steps. This declining 
pattern makes it difficult to clearly define how long it should take to reach proficiency, typically represented by the midpoint. 
Employees reach the midpoint at different points in their careers depending on grade, which weakens the link between years in 
position and market alignment. However, this structure is directionally consistent with the County’s market results.  
 
Over time, smaller step increases near the top of the range heighten the risk of compression between experienced employees and 
supervisory roles. Midpoint differentials average approximately 7.18 percent between grades but vary by grade, limiting predictable 
progression between entry, professional, and leadership roles and weakening long term market alignment. 

Table 4: Current General Pay Plan 
 Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8* Mid Diff % Range Spread

1 $35,665.34 $37,448.62 $39,224.40 $41,028.57 $42,808.10 $44,587.90 $46,365.02 30%
2 $38,161.77 $40,070.11 $41,981.13 $43,911.17 $45,815.76 $47,720.62 $49,625.48 7% 30%
3 $40,853.43 $42,895.94 $44,963.89 $46,994.08 $49,049.18 $51,104.54 $53,099.38 7% 30%
4 $43,710.85 $45,896.10 $48,071.71 $50,277.31 $52,458.00 $54,638.16 $56,816.18 7% 30%
5 $46,770.20 $49,108.63 $51,430.19 $53,786.02 $56,116.95 $58,447.62 $60,793.28 7% 30%
6 $50,044.32 $52,546.11 $55,064.50 $57,570.84 $60,076.91 $62,583.25 $65,064.69 7% 30%
7 $53,560.54 $56,238.54 $58,924.03 $61,606.05 $64,287.53 $66,969.55 $69,618.89 7% 30%
8 $57,295.01 $60,159.93 $63,009.59 $65,889.24 $68,749.08 $71,605.97 $74,492.05 7% 30%
9 $61,430.37 $64,501.77 $67,595.93 $70,653.67 $73,736.59 $76,819.50 $79,851.80 7% 30%

10 $65,716.51 $69,002.15 $72,282.97 $75,591.64 $78,874.60 $82,157.83 $85,441.59 7% 30%
11 $70,316.51 $73,832.19 $77,345.46 $80,879.62 $84,388.60 $87,897.32 $91,422.37 7% 30%
12 $75,238.41 $79,000.46 $82,759.31 $86,543.85 $90,303.50 $94,062.88 $97,822.25 7% 30%
13 $80,505.50 $84,530.53 $88,574.05 $92,584.35 $96,619.56 $100,654.77 $104,669.63 7% 30%
14 $86,140.82 $90,447.84 $94,765.05 $99,075.82 $103,386.60 $107,697.38 $111,983.52 $117,582.68 7% 37%
15 $92,183.19 $96,792.56 $101,406.75 $106,018.27 $110,630.05 $115,241.84 $119,822.29 $125,813.51 7% 36%
16 $98,636.10 $103,567.90 $108,499.44 $113,437.13 $118,374.56 $123,312.26 $128,224.51 $134,635.65 7% 36%
17 $106,527.09 $111,853.37 $117,196.51 $122,510.20 $127,848.26 $133,187.12 $138,482.59 $145,406.56 8% 36%
18 $115,049.29 $120,801.37 $126,570.31 $132,309.80 $138,074.20 $143,839.13 $149,560.94 $157,039.26 8% 36%
19 $124,239.38 $130,451.27 $136,670.93 $142,875.32 $149,102.47 $155,318.11 $161,508.84 $169,584.35 8% 36%

Step % 5.00% 4.77% 4.54% 4.36% 4.17% 3.99% 5.00%



Final Report            Ottawa County, MI 
Classification and Compensation Study 

 

9 
 

Proposed General Pay Plan  
The proposed General pay plan is designed to address the consistency and predictability issues in the current structure while 
maintaining alignment with Ottawa County’s compensation philosophy and market position. The plan includes 20 grades, each with a 
consistent 7-step structure, creating a uniform progression framework across all job levels, as shown in Table 5. Each step reflects a 
fixed 5.0 percent increase, providing clear, predictable year to year movement and a more transparent connection between years in 
position and pay growth. Step 8 was removed to eliminate uneven progression and late career stagnation by ensuring all employees 
move through a consistent, predictable 7 step structure that aligns years in position with expected proficiency and market midpoint.
 
All grade midpoints are aligned to 100 percent of the market, reinforcing the midpoint as the expected rate for full proficiency. With a 
consistent 34 percent range spread across all grades, the structure balances flexibility for hiring and retention with stronger internal 
equity controls. Midpoint differentials are intentionally set at 7 percent for entry-level and first-line supervisors and 8 percent for 
management and leadership roles, supporting clear and defensible progression between entry, professional, and leadership roles. 
Together, these design elements reduce compression risk, improve employee understanding of pay progression, and provide 
managers with a more stable and sustainable framework for workforce planning and long-term market alignment.  
 
 Table 5: Proposed General Pay Plan 

Grade 1 2 3 4 5 6 7
Midpoint 

Differential Step Diff
Range 
Spread

1 $35,442 $37,214 $39,075 $41,029 $43,080 $45,234 $47,496 5.00% 34%
2 $37,932 $39,829 $41,820 $43,911 $46,107 $48,412 $50,832 7% 5.00% 34%
3 $40,595 $42,625 $44,756 $46,994 $49,344 $51,811 $54,401 7% 5.00% 34%
4 $43,431 $45,603 $47,883 $50,277 $52,791 $55,430 $58,202 7% 5.00% 34%
5 $46,462 $48,785 $51,225 $53,786 $56,475 $59,299 $62,264 7% 5.00% 34%
6 $49,732 $52,219 $54,830 $57,571 $60,450 $63,472 $66,646 7% 5.00% 34%
7 $53,218 $55,878 $58,672 $61,606 $64,686 $67,921 $71,317 7% 5.00% 34%
8 $56,917 $59,763 $62,751 $65,889 $69,183 $72,643 $76,275 7% 5.00% 34%
9 $61,033 $64,084 $67,289 $70,653 $74,186 $77,895 $81,790 7% 5.00% 34%

10 $65,298 $68,563 $71,991 $75,591 $79,371 $83,339 $87,506 7% 5.00% 34%
11 $69,866 $73,360 $77,028 $80,879 $84,923 $89,169 $93,628 7% 5.00% 34%
12 $74,759 $78,497 $82,422 $86,543 $90,870 $95,414 $100,184 7% 5.00% 34%
13 $79,977 $83,976 $88,174 $92,583 $97,212 $102,073 $107,176 7% 5.00% 34%
14 $85,584 $89,863 $94,356 $99,074 $104,028 $109,229 $114,691 7% 5.00% 34%
15 $91,581 $96,160 $100,968 $106,016 $111,317 $116,883 $122,727 7% 5.00% 34%
16 $97,989 $102,889 $108,033 $113,435 $119,107 $125,062 $131,315 7% 5.00% 34%
17 $105,827 $111,118 $116,674 $122,508 $128,633 $135,065 $141,818 8% 5.00% 34%
18 $114,292 $120,006 $126,007 $132,307 $138,922 $145,868 $153,162 8% 5.00% 34%
19 $123,434 $129,605 $136,086 $142,890 $150,035 $157,536 $165,413 8% 5.00% 34%
20 $133,307 $139,973 $146,971 $154,320 $162,036 $170,138 $178,645 8% 5.00% 34%
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Pay grades for the proposed pay plan are found in Figure 1.  
 

 
 
 
 
  

Figure 1: Proposed Pay Grades  
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Regression Analysis 

In statistical modeling, a regression analysis is used to measure the relationships between data sets and even predict one variable 
based on another. Baker Tilly used a regression analysis to compare internal data to external data. More specifically, SAFE scores 
were compared against market average midpoints. In Figure 2, each dot represents a benchmark position that is placed where the 
SAFE score and market average midpoint figures intersect. The dark blue line represents the ‘line of best fit’ trending through all 
positions (dots). The proposed minimum (Step 1), midpoint, and maximums (Step 7) are also reflected on the chart.  

 
 

 
 
Overall, there is an 88% correlation between the internal (job evaluation) and external (market) values. Due to the high correlation in 
internal and external values, the County would be able to maintain the new classification and compensation system using the SAFE 

Figure 2: Regression Analysis 
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job evaluation process as a means for reclassifying positions that have changed over time, adding new positions, consolidating 
positions, etc., into the future.  
 
Proposed General Grade Assignments 

In total, 374 positions were classified to a grade in the 
general pay plan with consideration to existing equity and 
external results. More specifically, existing equity (positions' 
current midpoint) was used to initially assign positions to a 
grade in the pay plan. From there, grade assignments were 
adjusted, as necessary, to account for market average 
midpoints, internal equity (SAFE job evaluation scores), 
current grade groupings, career progressions, supervisor-
subordinate separation, grade compression, etc.  
 
The following information was NOT considered when 
assigning positions to a grade: 

− The person in the position 
− Performance 
− Length of service 
− Employee's existing salary 

 
Following the grade review, positions are more evenly 
distributed across the proposed pay plan compared to the 
current structure, which showed heavier clustering in a small 
number of mid-level grades, as seen in Figures 3 and 4. 
The proposed grade distribution reflects better differentiation 
in job value, reducing congestion in key grades and creating 
a more balanced and defensible alignment between 
positions, grades, and career progression.  
 
Preliminary grade assignments were reviewed with the 
County’s project team and Department leadership through 
onsite and virtual meetings to validate position placement 
before finalization with County Administration. The review 
focused on the position, not the individual, with leaders 

Figures 3 & 4: Current and Proposed Distribution of Positions 
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providing feedback based on job duties, level of responsibility, and internal alignment rather than current pay. This process helped 
identify outliers, improve consistency, and ensure the proposed pay plan accurately reflects job value and supports internal equity 
and market competitiveness. The proposed title and grade assignments for the County’s pay plan can be found in Attachment 1. 

Implementation Cost Analysis 

Baker Tilly developed three implementation options for the Ottawa County to consider in its adoption of the new classification and 
compensation plans. Overtime calculations, fringe benefits, and any other pay differential are not included in the implementation cost 
analysis. Implementation calculations represent base pay in US dollars.  Employees with a salary greater than their new maximum 
were excluded from implementation calculations. The best practice, and Baker Tilly’s recommendation, is for these salaries to be ‘red 
circled’ or frozen until the market catches up. Baker Tilly does not recommend a pay decrease for any employee based on the results 
of the study. 

Overall, 1,002 County employees and vacant positions were included in the 
implementation calculations. Of those, 40 employees had a salary greater than 
their new maximum while 81 (8.08%) had a salary less than their new minimum, 
as shown in Table 12.   

Implementation Scenarios for the proposed general pay plan: 

Option 1. Employees move to the step nearest their existing salary without a decrease. If an employee’s current salary is greater 
than the proposed maximum (Step 7) in the new pay plan, they will retain their existing salary. Option 1 represents the minimum 
action required to adopt the proposed pay plan.   

Option 2. Employees move to the step based on their years in position, unless it would result in a decrease. For example, if any 
employee has been in their position for 3 years, they would move to Step 3. If their salary is already greater than that step, they 
would stay on the step established in Option 1 which aligns with their existing salary. This option is meant to help combat 
compression with employees in the same title by moving employees with more experience further into their new range.  

Option 3. Employees move to the same step in the new plan that they currently occupy in the existing structure. For example, an 
employee at Step 5 in the current plan would move to Step 5 in the new plan. This preserves the employee’s current position in the 
step progression.  

Table 12: General Employee Allocation 

# of Staff
Totals 1002

Employees Below Minimum 81
Employees Within Range 891
Employees Above Maximum 40
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Recommendations 
Ottawa County is a service-oriented organization whose employees represent one of its most significant and strategic investments. 
To ensure that the County remains competitive in attracting and retaining talent; while also upholding principles of fairness and 
internal consistency, Baker Tilly conducted a comprehensive classification and compensation study. It is our independent judgment 
that has resulted in the following recommendations.  

We urge Ottawa County to: 
− Approve the recommended position title and classification changes developed through a combination of PAQ review, job

description analysis, and input from the County’s project team and department leadership feedback.

− Approve the use of the revised step and grade pay plan for employees with 20 grades and midpoint alignment to 100% of
market midpoints in support of the County’s match-market compensation philosophy.

− Approve the proposed grade assignments based on internal equity scores from the SAFE® evaluation, refined with external
market data, existing equity relationships, and career progression logic, which have received input from Department
leadership.

− Approve an implementation scenario that addresses the County’s compensation philosophy and business goals, and that is
fiscally attainable and sustainable. This includes a review and update of internal pay policies and practices to align with the
adjustments to the County’s compensation philosophy.

− Continue efforts to maintain the classification and compensation system:
o Routinely review positions, job descriptions, and market conditions to keep the system current and aligned with

organizational needs.
o Adjust the pay structure and salaries annually, as needed, to maintain competitiveness with the labor market and

uphold the County’s match-market philosophy.
o Commit to advancing employees through the step structure annually, based on satisfactory performance and based

on the County’s existing policies.
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Minimum Midpoint Maximum

Department Current Title (Census) Proposed Title
Current 
Grade

Final Grade 1 4 7

FACILITIES CUSTODIAN-FM CUSTODIAN 1 1 $35,442 $41,029 $47,496

PUBLIC HEALTH ENVIRONMENTAL PUBLIC HEALTH SUSTAINABILITY CENTER ATTENDANT ENVIRONMENTAL PUBLIC HEALTH SUSTAINABILITY CENTER ATTENDANT 1 1 $35,442 $41,029 $47,496

COMMUNITY MENTAL HEALTH MENTAL HEALTH CLERK CLINIC SUPPORT AIDE 2 2 $37,932 $43,911 $50,832

COMMUNITY MENTAL HEALTH MH CLERK - JUSTICE PROGRAM JUSTICE PROGRAM TECHNICIAN 2 2 $37,932 $43,911 $50,832

COMMUNITY MENTAL HEALTH QUALITY IMPROVEMENT CLERK-MH QUALITY IMPROVEMENT CLERK 2 2 $37,932 $43,911 $50,832

DISTRICT COURT (ALL) BALIFF-HUDC BAILIFF 2 2 $37,932 $43,911 $50,832

PUBLIC HEALTH CSHCS CLERK-PH CSHCS AIDE 2 2 $37,932 $43,911 $50,832

PUBLIC HEALTH HEARING AND VISION CLERK-PH HEARING AND VISION AIDE 2 2 $37,932 $43,911 $50,832

PUBLIC HEALTH MATERNAL/INF CLK-PH MATERNAL AND INFANT HEALTH AIDE 2 2 $37,932 $43,911 $50,832

SHERIFF'S OFFICE RPC 2-ES RECORDS PROCESSING CLERK II 2 2 $37,932 $43,911 $50,832

COMMUNITY MENTAL HEALTH ACCESS CTR TECH-MH ACCESS CENTER TECHNICIAN 3 3 $40,595 $46,994 $54,401

COMMUNITY MENTAL HEALTH MENTAL HEALTH CLERK-INTELLECTUAL AND DEVELOPMENTAL DISABILITIES COMMUNITY HEALTH AIDE  2 3 $40,595 $46,994 $54,401

COMMUNITY MENTAL HEALTH FAMILY SERVICES SUPPORT STAFF LEAD SUPPORT STAFF 3 3 $40,595 $46,994 $54,401

COUNTY CLERK/ REGISTER OF DEEDS CLERK REGISTER TECHNICIAN CLERK/REGISTER TECHNICIAN I 3 3 $40,595 $46,994 $54,401

FACILITIES LEAD CUSTODIAN LEAD CUSTODIAN 3 3 $40,595 $46,994 $54,401

PARKS & RECREATION OPERATIONS SECRETARY-PARKS PARKS CUSTOMER SERVICE SPECIALIST 3 3 $40,595 $46,994 $54,401

PROBATE COURT PROBATE CLERK PROBATE CLERK 3 3 $40,595 $46,994 $54,401

PUBLIC DEFENDER OFFICE LEGAL CLERK-PUBLIC DEFENDER LEGAL CLERK 2 3 $40,595 $46,994 $54,401

PUBLIC HEALTH CLINIC SUPPORT-PH CLINIC SUPPORT CLERK 2 3 $40,595 $46,994 $54,401

PUBLIC HEALTH COMMUNITY HEALTH CLERK-PH COMMUNITY HEALTH AIDE 3 3 $40,595 $46,994 $54,401

PUBLIC HEALTH COMMUNITY HEALTH WORKER-PH COMMUNITY HEALTH WORKER 3 3 $40,595 $46,994 $54,401

PUBLIC HEALTH ENVIRONMENTAL PUBLIC HEALTH CLERK ENVIRONMENTAL PUBLIC HEALTH AIDE 2 3 $40,595 $46,994 $54,401

PUBLIC HEALTH ENVIRONMENTAL PUBLIC HEALTH SUSTAINABILITY SENIOR SITE ATTENDANT ENVIRONMENTAL PUBLIC HEALTH SUSTAINABILITY SENIOR SITE ATTENDANT 3 3 $40,595 $46,994 $54,401

SHERIFF'S OFFICE CLERK TYPIST II/MATRON CLERK TYPIST II/MATRON 3 3 $40,595 $46,994 $54,401

WATER RESOURCES COMM WATER RESOURCES CLERK WATER RESOURCES CLERK 3 3 $40,595 $46,994 $54,401

COMMUNITY MENTAL HEALTH DIRECT SUPPORT PROFESSIONAL DIRECT SUPPORT PROFESSIONAL 2 4 $43,431 $50,277 $58,202

COMMUNITY MENTAL HEALTH PEER RECOVERY COACH-JAIL PEER RECOVERY COACH 2 4 $43,431 $50,277 $58,202

COMMUNITY MENTAL HEALTH RECOVERY COACH-JAIL PEER RECOVERY COACH  2 4 $43,431 $50,277 $58,202

COMMUNITY MENTAL HEALTH PEER SUPPORT-CARE GRANT YOUTH PEER SUPPORT 2 4 $43,431 $50,277 $58,202

COUNTY CLERK/ REGISTER OF DEEDS CASE REC TECHNICIAN CASE RECORDS TECHNICIAN I 3 4 $43,431 $50,277 $58,202

COUNTY CLERK/ REGISTER OF DEEDS CLERK REGISTER TECHNICIAN- II (Board CPL Passport) CLERK/REGISTER TECHNICIAN II 3 4 $43,431 $50,277 $58,202

COUNTY CLERK/ REGISTER OF DEEDS CASE RECORDS DATA TECH COURT RECORDS TECHNICIAN 3 4 $43,431 $50,277 $58,202

COUNTY CLERK/ REGISTER OF DEEDS PUBLIC SERV CTR-ROD PUBLIC SERVICE CENTER CLERK 4 4 $43,431 $50,277 $58,202

DISTRICT COURT (ALL) PROBATION & COMMUNITY CORRECTIONS ADMINISTRATIVE AIDE ADMINISTRATIVE AIDE-PROBATION AND COMMUNITY CORRECTIONS 3 4 $43,431 $50,277 $58,202

DISTRICT COURT (ALL) DIST CRT CLRK I-GHDC DISTRICT COURT CLERK I 3 4 $43,431 $50,277 $58,202

EQUALIZATION ABSTR INDEX CLRK-EQ ABSTRACTING/INDEXING CLERK 3 4 $43,431 $50,277 $58,202

FRIEND OF THE COURT FOC CLERK I LEGAL ASSISTANT 3 4 $43,431 $50,277 $58,202

JUVENILE COURT JUVENILE CLERK II JUVENILE CLERK II 4 4 $43,431 $50,277 $58,202

PROBATE COURT DEPUTY PROBATE REG DEPUTY PROBATE REGISTER 4 4 $43,431 $50,277 $58,202

PROSECUTOR LEGAL ASSISTANT I-PA LEGAL ASSISTANT I 4 4 $43,431 $50,277 $58,202

PROSECUTOR VICTIM ADVOCATE ASSISTANT -PA VICTIM ADVOCATE ASSISTANT 4 4 $43,431 $50,277 $58,202

PUBLIC HEALTH CSHS REP-PH CHILDREN'S SPECIAL HEALTH SERVICES REPRESENTATIVE 4 4 $43,431 $50,277 $58,202

PUBLIC HEALTH ENVIRONMENTAL PUBLIC HEALTH TECHNICAL SUPPORT CLERK ENVIRONMENTAL PUBLIC HEALTH TECHNICAL SUPPORT AIDE 4 4 $43,431 $50,277 $58,202

PUBLIC HEALTH HEALTH TECHNICIAN-PH HEALTH TECHNICIAN 4 4 $43,431 $50,277 $58,202

PUBLIC HEALTH HEARING/VISION TECHNICIAN-PH HEARING AND VISION TECHNICIAN 4 4 $43,431 $50,277 $58,202

SHERIFF'S OFFICE CLERK TYP III/MATRON CLERK TYPIST III/MATRON 4 4 $43,431 $50,277 $58,202

COMMUNITY MENTAL HEALTH RECOVERY COACH-ACT/IDDT TEAM ACT RECOVERY COACH 5 5 $46,462 $53,786 $62,264

COMMUNITY MENTAL HEALTH QUALITY IMPROVEMENT CLERK CONTRACTS AND TRAINING ASSISTANT 2 5 $46,462 $53,786 $62,264

COMMUNITY MENTAL HEALTH PARENT SUPPORT PARTNER FAMILY AND COMMUNITY ENGAGEMENT COORDINATOR 5 5 $46,462 $53,786 $62,264

COMMUNITY MENTAL HEALTH MEDICAL ASSISTANT-MH MEDICAL ASSISTANT 5 5 $46,462 $53,786 $62,264

COUNTY CLERK/ REGISTER OF DEEDS CASE RECORDS TECH II CASE RECORDS TECHNICIAN II 5 5 $46,462 $53,786 $62,264

COUNTY CLERK/ REGISTER OF DEEDS CASE RECORDS TECHNICIAN I IV-D CASE RECORDS TECHNICIAN II 4 5 $46,462 $53,786 $62,264

COUNTY CLERK/ REGISTER OF DEEDS ELECTIONS ASSISTANT ELECTIONS ASSISTANT 5 5 $46,462 $53,786 $62,264

DISTRICT COURT (ALL) ASSIGNMENT CLRK-GHDC ASSIGNMENT CLERK 4 5 $46,462 $53,786 $62,264

DISTRICT COURT (ALL) DIST CRT CLK II-GHDC DISTRICT COURT CLERK II 4 5 $46,462 $53,786 $62,264

DISTRICT COURT (ALL) DIST CRT OFFICER-GHD DISTRICT COURT OFFICER 4 5 $46,462 $53,786 $62,264

FACILITIES FACILITIES PROJECT ASSISTANT FACILITIES PROJECT ASSISTANT 5 5 $46,462 $53,786 $62,264

FACILITIES MAINTENANCE TECHNICIAN I-FM MAINTENANCE TECHNICIAN I 5 5 $46,462 $53,786 $62,264

FISCAL SERVICES ACCOUNT CLERK-FS ACCOUNTS PAYABLE CLERK 5 5 $46,462 $53,786 $62,264

FRIEND OF THE COURT ACCOUNT SPECIALIST ACCOUNT SPECIALIST 5 5 $46,462 $53,786 $62,264

PARKS & RECREATION PARKS OPERATIONS TECHNICIAN PARKS OPERATIONS TECHNICIAN 5 5 $46,462 $53,786 $62,264

PUBLIC DEFENDER OFFICE LEGAL ASSISTNT II-PD LEGAL ASSISTANT II - PD 5 5 $46,462 $53,786 $62,264
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Minimum Midpoint Maximum

Department Current Title (Census) Proposed Title
Current 
Grade

Final Grade 1 4 7

PUBLIC HEALTH ENVIRONMENTAL PUBLIC HEALTH SUSTAINABILITY TECHNICIAN ENVIRONMENTAL PUBLIC HEALTH SUSTAINABILITY TECHNICIAN 5 5 $46,462 $53,786 $62,264

PUBLIC HEALTH HEALTH ADM SPECIALST HEALTH ADMINISTRATION SPECIALIST 5 5 $46,462 $53,786 $62,264

SHERIFF'S OFFICE ANIMAL CONTROL-SHER ANIMAL CONTROL OFFICER 5 5 $46,462 $53,786 $62,264

ADMINISTRATOR SENIOR SECRETARY-ADM ADMINISTRATIVE SPECIALIST I-ADM 4 6 $49,732 $57,571 $66,646

CIRCUIT COURT (ALL) COLLECTIONS SPECIALIST COLLECTIONS SPECIALIST 6 6 $49,732 $57,571 $66,646

CIRCUIT COURT (ALL) JUDICIAL ASSISTANT JUDICIAL ASSISTANT 4 6 $49,732 $57,571 $66,646

COMMUNITY ACTION AGENCY ASSESSMENT & ELIGIBILITY SPECIALIST-MI WRK INTAKE SPECIALIST 5 6 $49,732 $57,571 $66,646

COMMUNITY MENTAL HEALTH ACT MEDICAL ASSISTANT - IDDT TEAM ACT MEDICAL ASSISTANT 6 6 $49,732 $57,571 $66,646

COMMUNITY MENTAL HEALTH CONTRACT SERV HOUS CONTRACTUAL SERVICES ASSISTANT 6 6 $49,732 $57,571 $66,646

COMMUNITY MENTAL HEALTH GRANT ASSISTANT GRANT ASSISTANT 6 6 $49,732 $57,571 $66,646

COUNTY CLERK/ REGISTER OF DEEDS CLERK/REGISTER ADMINISTRATIVE SPECIALIST CLERK/REGISTER ADMINISTRATIVE SPECIALIST 5 6 $49,732 $57,571 $66,646

EQUALIZATION SENIOR ABSTRACT C-EQ ABSTRACTING/INDEXING CLERK SENIOR 5 6 $49,732 $57,571 $66,646

FISCAL SERVICES CLAIM AND BILLING CLERK-MH BILLING SPECIALIST 6 6 $49,732 $57,571 $66,646

FRIEND OF THE COURT FOC CLERK II PARALEGAL ASSISTANT- FOC 4 6 $49,732 $57,571 $66,646

INNOVATION & TECHNOLOGY ADMINISTRATIVE SPECIALIST -IT ADMINISTRATIVE SPECIALIST -IT 4 6 $49,732 $57,571 $66,646

JUVENILE COURT ADMINISTRATIVE SPECIALIST -JD ADMINISTRATIVE SPECIALIST -JD 4 6 $49,732 $57,571 $66,646

JUVENILE COURT YOUTH SPECIALST-JDET YOUTH SPECIALIST 6 6 $49,732 $57,571 $66,646

MULTIPLE SENIOR SECRETARY-IT ADMINISTRATIVE SPECIALIST I-IT 4 6 $49,732 $57,571 $66,646

MULTIPLE ADMIN AIDE-JUV DET ADMINISTRATIVE SPECIALIST I-JD 4 6 $49,732 $57,571 $66,646

MULTIPLE SENIOR SECRETARY-PARKS ADMINISTRATIVE SPECIALIST I-PR 4 6 $49,732 $57,571 $66,646

MULTIPLE SENIOR SECRETARY-WR ADMINISTRATIVE SPECIALIST I-WR 4 6 $49,732 $57,571 $66,646

PARKS & RECREATION ADMINISTRATIVE SPECIALIST -PR ADMINISTRATIVE SPECIALIST -PR 4 6 $49,732 $57,571 $66,646

PROSECUTOR LEGAL ASSISTNT II-PA LEGAL ASSISTANT II 5 6 $49,732 $57,571 $66,646

PUBLIC HEALTH ENVIRONMENTAL PUBLIC HEALTH TECHNICIAN-ONSITE ENVIRONMENTAL PUBLIC HEALTH TECHNICIAN 5 6 $49,732 $57,571 $66,646

TREASURER REVENUE ACCOUNT SP-TRES REVENUE ACCOUNT SUPERVISOR 6 6 $49,732 $57,571 $66,646

TREASURER PUBLIC SERV CTR-TRES REVENUE ACCOUNT SUPERVISOR  4 6 $49,732 $57,571 $66,646

VETERAN SERVICES VETERAN SERVICES ADMINISTRATIVE AIDE ADMINISTRATIVE AIDE- VA 2 6 $49,732 $57,571 $66,646

VETERAN SERVICES VS COMM OUTREACH SPECIALIST VETERANS SERVICE COMMUNITY OUTREACH SPECIALIST 6 6 $49,732 $57,571 $66,646

WATER RESOURCES COMM ADMINISTRATIVE SPECIALIST -WR ADMINISTRATIVE SPECIALIST -WR 4 6 $49,732 $57,571 $66,646

WATER RESOURCES COMM SOIL EROSION INSP-WR SOIL EROSION INSPECTOR 6 6 $49,732 $57,571 $66,646

CIRCUIT COURT (ALL) COURT REC/TECH-CC COURT RECORDER/TECHNOLOGY SPECIALIST- CIRCUIT COURT (ALL) 7 7 $53,218 $61,606 $71,317

COMMUNITY ACTION AGENCY ASSESSMENT & ELIGIBILITY SPECIALIST-MI WRK ADMINISTRATIVE ASSISTANT I- CAA 7 7 $53,218 $61,606 $71,317

COMMUNITY MENTAL HEALTH COMM NAVIGATOR AIDE COMMUNITY NAVIGATOR AIDE 7 7 $53,218 $61,606 $71,317

COMMUNITY MENTAL HEALTH EMR SYSTEMS TECHNICIAN ELECTRONIC MEDICAL RECORDS TECHNICIAN 7 7 $53,218 $61,606 $71,317

COMMUNITY MENTAL HEALTH COMPLIANCE ASST-MH MENTAL HEALTH COMPLIANCE ASSISTANT 6 7 $53,218 $61,606 $71,317

COMMUNITY MENTAL HEALTH SR REACH CARE MANAGR SENIOR REACH CARE MANAGER 7 7 $53,218 $61,606 $71,317

COMMUNITY MENTAL HEALTH UM/EDI TECHNICIAN UM/EDI DATA ANALYST 7 7 $53,218 $61,606 $71,317
COUNTY CLERK/ REGISTER OF DEEDS SENIOR CLERK/REGISTER TECHNICIAN SENIOR CLERK/REGISTER TECHNICIAN 5 7 $53,218 $61,606 $71,317

COUNTY CLERK/ REGISTER OF DEEDS SR CASE R TECH-COCLK SENIOR COURT RECORD TECHNICIAN 7 7 $53,218 $61,606 $71,317

DISTRICT COURT (ALL) COURT SERV OFFR-DCPB COMMUNITY SERVICE OFFICER 7 7 $53,218 $61,606 $71,317

DISTRICT COURT (ALL) COURT REC/TECH-DC COURT RECORDER/TECHNOLOGY SPECIALIST- DISTRICT COURT (ALL) 7 7 $53,218 $61,606 $71,317

DISTRICT COURT (ALL) DIST CRT CLK II-HODC DISTRICT COURT CLERK III 4 7 $53,218 $61,606 $71,317
DISTRICT COURT (ALL) PROBATION SPECIALIST PROBATION OFFICER I 6 7 $53,218 $61,606 $71,317

EQUALIZATION APPRAISER I-EQ APPRAISER I 7 7 $53,218 $61,606 $71,317

FACILITIES MAINTENANCE TECHNICIAN II-FM MAINTENANCE TECHNICIAN II 7 7 $53,218 $61,606 $71,317
FRIEND OF THE COURT FOC DATA PROCESSING CHILD SUPPORT REVIEW ANALYST 4 7 $53,218 $61,606 $71,317
FRIEND OF THE COURT LEGAL SELF HELP ADMINISTRATIVE ASSISTANT LEGAL SELF HELP ADMINISTRATIVE ASSISTANT 7 7 $53,218 $61,606 $71,317

JUVENILE COURT ADMIN AIDE-JUV DET ADMINISTRATIVE ASSISTANT I- CCJS 7 7 $53,218 $61,606 $71,317

MSU EXTENSION SENIOR EXT CLERK-MSU ADMINISTRATIVE ASSISTANT I- MSU 5 7 $53,218 $61,606 $71,317

MULTIPLE ADMIN ASSISTANT -CCJS ADMINISTRATIVE ASSISTANT - CCJS 7 7 $53,218 $61,606 $71,317

PARKS & RECREATION ASSISTANT PARKS SUPERVISOR ASSISTANT PARKS SUPERVISOR 7 7 $53,218 $61,606 $71,317
PARKS & RECREATION PARK EQUIPMENT SPECI PARK EQUIPMENT SPECIALIST 7 7 $53,218 $61,606 $71,317

PROSECUTOR VICTIM ADVOCATE-PA VICTIM ADVOCATE 6 7 $53,218 $61,606 $71,317

TREASURER DELINQ TAX SPEC-TRES DELINQUENT PROPERTY TAX SPECIALIST 7 7 $53,218 $61,606 $71,317

WATER RESOURCES COMM DRAIN INSPECTOR-WR DRAIN INSPECTOR 7 7 $53,218 $61,606 $71,317

ADMINISTRATOR DIGITAL COMM SPECIALIST-ADMIN COMMUNICATIONS SPECIALIST- ADMINISTRATOR 8 8 $56,917 $65,889 $76,275

COMMUNITY ACTION AGENCY WEATHERIZATION IN-MW WEATHERIZATION INSPECTOR 7 8 $56,917 $65,889 $76,275
COMMUNITY MENTAL HEALTH MH ACCESS COORDINATOR MENTAL HEALTH ACCESS COORDINATOR 8 8 $56,917 $65,889 $76,275
COMMUNITY MENTAL HEALTH MH CASE MANAGER MENTAL HEALTH CASE MANAGER 8 8 $56,917 $65,889 $76,275
COMMUNITY MENTAL HEALTH MH CRISIS WORKER MENTAL HEALTH CRISIS WORKER 8 8 $56,917 $65,889 $76,275

COMMUNITY MENTAL HEALTH MH CUSTOMER SERVICE SPECIALIST MENTAL HEALTH CUSTOMER SERVICE SPECIALIST 8 8 $56,917 $65,889 $76,275
COMMUNITY MENTAL HEALTH MENTAL HEALTH TRAINER MENTAL HEALTH TRAINER 8 8 $56,917 $65,889 $76,275
COMMUNITY MENTAL HEALTH PREVENTION SPECIALIS PREVENTION SPECIALIST 8 8 $56,917 $65,889 $76,275
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Current 
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COMMUNITY MENTAL HEALTH QI DATA TECHNICIAN-MH QUALITY IMPROVEMENT DATA TECHNICIAN 8 8 $56,917 $65,889 $76,275
COMMUNITY MENTAL HEALTH SUPPORTS COORDINATOR RESIDENTIAL SPECIALIST 8 8 $56,917 $65,889 $76,275
COMMUNITY MENTAL HEALTH SUPPORTS COORDINATOR-AUTISM SERVICES SUPPORTS COORDINATOR 8 8 $56,917 $65,889 $76,275

EQUALIZATION ADM ASST/AUDITOR - EQ EQUALIZATION AUDITOR 7 8 $56,917 $65,889 $76,275
EQUALIZATION PROP DESC TECHNIC-EQ PROPERTY DESCRIPTION AND MAPPING TECHNICIAN 7 8 $56,917 $65,889 $76,275
FACILITIES FACILITIES SPECIALIST FACILITIES SPECIALIST 8 8 $56,917 $65,889 $76,275

FISCAL SERVICES CLAIMS/BILL ANALYST CLAIMS AND BILLING ANALYST 8 8 $56,917 $65,889 $76,275

FRIEND OF THE COURT LEGAL SELF HELP CENTER SPECIALIST LEGAL SELF-HELP CENTER SPECIALIST 8 8 $56,917 $65,889 $76,275

HUMAN RESOURCES HUMAN RESOURCES SPECIALIST HUMAN RESOURCES SPECIALIST 8 8 $56,917 $65,889 $76,275

INNOVATION & TECHNOLOGY GIS TECHNICIAN-IT GIS TECHNICIAN 8 8 $56,917 $65,889 $76,275

JUVENILE COURT GROUP LEADER-JDET JUVENILE PROGRAM SUPPORT SPECIALIST 8 8 $56,917 $65,889 $76,275

MULTIPLE CLERK-TREASURER ACCOUNT CLERK  2 8 $56,917 $65,889 $76,275

PARKS & RECREATION COMM SPECIALIST-PARKS COMMUNICATIONS SPECIALIST- PARKS AND RECREATION 8 8 $56,917 $65,889 $76,275

PROBATE COURT CHIEF DEPUTY PROBATE REGISTER CHIEF DEPUTY PROBATE REGISTER 8 8 $56,917 $65,889 $76,275

PROSECUTOR LEGAL ASSIST III-PA LEGAL ASSISTANT III 6 8 $56,917 $65,889 $76,275
PUBLIC HEALTH DENTAL ASSISTANT/ CLINIC MGR DENTAL ASSISTANT/COORDINATOR 8 8 $56,917 $65,889 $76,275
PUBLIC HEALTH ENVIRONMENTAL PUBLIC HEALTH SPECIALIST-FOOD ENVIRONMENTAL PUBLIC HEALTH SPECIALIST 8 8 $56,917 $65,889 $76,275

SHERIFF'S OFFICE AUDIO AND VIDEO SPECIALIST AUDIO AND VIDEO SPECIALIST 8 8 $56,917 $65,889 $76,275

SHERIFF'S OFFICE SHERIFF SPECIAILIST COMMUNITY SERVICES COMMUNICATIONS SPECIALIST- SHERIFF 8 8 $56,917 $65,889 $76,275
SHERIFF'S OFFICE SHERIFF SPECIAILIST TRAINING SHERIFF SPECIALIST - TRAINING 8 8 $56,917 $65,889 $76,275

STRATEGIC IMPACT PROJECT SUPPORT SPECIALIST COMMUNICATIONS SPECIALIST- STRATEGIC IMPACT 6 8 $56,917 $65,889 $76,275

TREASURER CLERK-TREASURER ACCOUNT CLERK 2 8 $56,917 $65,889 $76,275
TREASURER WARRANTY DD CLK-TRES ACCOUNTANT I 3 8 $56,917 $65,889 $76,275

VETERAN SERVICES VS OFFICER VETERANS SERVICE OFFICER 8 8 $56,917 $65,889 $76,275

VETERAN SERVICES ADMIN ASST - VA VETERANS SERVICES MANAGER 7 8 $56,917 $65,889 $76,275

WATER RESOURCES COMM STORMWATER TECH-WR GIS AND DATA SYSTEMS SPECIALIST-STORMWATER 8 8 $56,917 $65,889 $76,275

WATER RESOURCES COMM MS4 COMPLIANCE ANALYST MS4 COMPLIANCE ANALYST 8 8 $56,917 $65,889 $76,275

WATER RESOURCES COMM SOIL EROSION AGNT-WR SOIL EROSION AGENT 8 8 $56,917 $65,889 $76,275
CIRCUIT COURT (ALL) CHIEF JUDICIAL ASSISTANT CHIEF JUDICIAL ASSISTANT 8 9 $61,033 $70,653 $81,790
COMMUNITY MENTAL HEALTH HEALTH EDUCATOR MH-SAMSHA/CCBHC HEALTH EDUCATOR 9 9 $61,033 $70,653 $81,790

COMMUNITY MENTAL HEALTH SENIOR REACH CLINICIAN MENTAL HEALTH CLINICIAN-SENIOR RESEARCH 9 9 $61,033 $70,653 $81,790

COMMUNITY MENTAL HEALTH PROG EVALUATOR CMH PROGRAM EVALUATOR 9 9 $61,033 $70,653 $81,790

CORPORATION COUNSEL PARALEGAL - CORPORATION COUNSEL PARALEGAL - CORPORATION COUNSEL 7 9 $61,033 $70,653 $81,790
COUNTY CLERK/ REGISTER OF DEEDS CLERK/REG SUPERVISOR CLERK/REGISTER SUPERVISOR 9 9 $61,033 $70,653 $81,790

FACILITIES CUSTODIAL SUPERVISOR-FM CUSTODIAL OPERATION COORDINATOR 8 9 $61,033 $70,653 $81,790
FACILITIES LEAD ASSET TECHNICIAN LEAD ASSET TECHNICIAN 9 9 $61,033 $70,653 $81,790

FISCAL SERVICES PROCUREMENT SPECIALIST - FS PROCUREMENT SPECIALIST 8 9 $61,033 $70,653 $81,790

HUMAN RESOURCES PAYROLL COORDINATOR PAYROLL COORDINATOR 9 9 $61,033 $70,653 $81,790

INNOVATION & TECHNOLOGY TECHNICAL SUPPORT SPECIALIST TECHNOLOGY SUPPORT SPECIALIST 9 9 $61,033 $70,653 $81,790
MULTIPLE ADMIN ASST - MH ADMINISTRATIVE ASSISTANT II- CMH 7 9 $61,033 $70,653 $81,790

MULTIPLE ADMIN ASST - PARKS ADMINISTRATIVE ASSISTANT II- PARKS 7 9 $61,033 $70,653 $81,790

MULTIPLE ADMIN ASSISTANT - PPI ADMINISTRATIVE ASSISTANT II- SI 7 9 $61,033 $70,653 $81,790
PARKS & RECREATION ADMINISTRATIVE ASSISTANT II- PARKS ADMINISTRATIVE ASSISTANT II- PARKS 7 9 $61,033 $70,653 $81,790

PARKS & RECREATION FUND DEVELOPMENT SPECIALIST FUND DEVELOPMENT SPECIALIST 9 9 $61,033 $70,653 $81,790

PARKS & RECREATION PARKS CONSTRUCTION & SPECIAL PROJECTS SUPERVISOR PARKS CONSTRUCTION AND SPECIAL PROJECTS SUPERVISOR 9 9 $61,033 $70,653 $81,790

PARKS & RECREATION PARKS PROGRAM SUPERVISOR PARKS PROGRAM SUPERVISOR 9 9 $61,033 $70,653 $81,790
PARKS & RECREATION PARKS SUPERVISOR PARKS SUPERVISOR 9 9 $61,033 $70,653 $81,790
PARKS & RECREATION STEWARDSHIP SUPERVIS STEWARDSHIP SUPERVISOR 9 9 $61,033 $70,653 $81,790
PROSECUTOR LEGAL ASSISTANT IT SPECIALIST LEGAL ASSISTANT IT SPECIALIST 9 9 $61,033 $70,653 $81,790
PUBLIC DEFENDER OFFICE LEGAL INVESTIGATOR - A/V SPECIALIST LEGAL INVESTIGATOR - A/V SPECIALIST 9 9 $61,033 $70,653 $81,790

PUBLIC HEALTH ADMIN ASSISTANT-EPH ADMINISTRATIVE ASSISTANT II-EPH 7 9 $61,033 $70,653 $81,790
PUBLIC HEALTH NUTRITIONIST-PH NUTRITIONIST 9 9 $61,033 $70,653 $81,790

PUBLIC HEALTH SOCIAL WORKER-PH PUBLIC HEALTH SOCIAL WORKER 9 9 $61,033 $70,653 $81,790

SHERIFF'S OFFICE CRIME DATA ANALYST CRIME DATA ANALYST 9 9 $61,033 $70,653 $81,790

SHERIFF'S OFFICE BODY CAM TECHNICAL SPECIALIST TECHNICAL SERVICES MANAGER 9 9 $61,033 $70,653 $81,790

STRATEGIC IMPACT FARM PRESERV ANALYST FARM PRESERVATION ANALYST 9 9 $61,033 $70,653 $81,790

STRATEGIC IMPACT LAND USE PLANNING SPECIALIST LAND USE PLANNING SPECIALIST 9 9 $61,033 $70,653 $81,790

WATER RESOURCES COMM STORMWATER FIELD SPECIALIST STORMWATER FIELD SPECIALIST 9 9 $61,033 $70,653 $81,790

COMMUNITY ACTION AGENCY GRANT COORDINATOR UNCLASS GRANT AND OUTREACH COORDINATOR 10 10 $65,298 $75,591 $87,506

COMMUNITY MENTAL HEALTH ASSESS LEVEL CARE SP ASSESSMENT AND LEVEL-OF-CARE SPECIALIST 10 10 $65,298 $75,591 $87,506

COMMUNITY MENTAL HEALTH CONTRACT MANAGER-MH CONTRACT MANAGER 10 10 $65,298 $75,591 $87,506

COMMUNITY MENTAL HEALTH MENTAL HEALTH CLINICIAN-LAW ENFORCEMENT LIAISON MENTAL HEALTH CLINICIAN-CRISIS INTERVENTION TEAM 10 10 $65,298 $75,591 $87,506

COMMUNITY MENTAL HEALTH MENTAL HEALTH CLINICIAN - HOME BASED/IDD CHILD MENTAL HEALTH CLINICIAN-HOME BASE / IDD CHILD 10 10 $65,298 $75,591 $87,506

COMMUNITY MENTAL HEALTH MENTAL HEALTH CLINICIAN MENTAL HEALTH CLINICIAN-MH 10 10 $65,298 $75,591 $87,506

17











 

                       Ottawa County  
Wage Study Appeal Form 

 
This form is to be used by Department Heads/Elected Officials to initiate the appeal of the 
Wage Study results. 
 
In order to appeal the results of the Wage Study, you must complete the Wage Study Appeal 
Form in its entirety. Once you have completed this form, you must submit it to the Human 
Resources Department no later than November 30, 2026.  
              
 
Position: ____       ___    _____ 
 
Department:       Supervisor:      
 
Department Head: _____________________________________________________________ 
 
Note: Please be specific when completing the below.  Include wages from comparable jobs from 
within the County or comparable counties.  Please attach supplemental documentation as 
needed. 
 
Rationale for Appeal (please be specific): 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Requested Classification or Pay Change: 
 
 
 
 
 
Are changes needed to the job description? □ No    □ Yes (attach revised job description) 
 
Completed and supported by:  _______________________          _____________ 
       Department Head Signature  Date 
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