
GO COMMITTEE #2 
July 14,2016 

MEMORANDUM 


TO: Government Operations and Fiscal Policy Committee 

FROM: Justina J. Ferb~giSlatiVe Analyst 

SUBJECT: Proposed FYl7 Salary Schedule for Non-Merit County Government Employees 

The following persons will be present for the briefmg: 

Shawn Stokes, Director, Office ofHuman Resources (OHR) 

Background 

Bill 51-15 at ©12 requires the Executive to propose a salary schedule for heads of departments 
and principal offices and other non-merit employees in the Executive Branch for approval by the 
Council as part of the annual operating budget for the County Government. The new salary 
schedule will apply to any employee hired or promoted to a head of a department or principal 
office or other non-merit position after the date the Council approves it. The Bill authorizes the 
Executive to exceed the salary schedule subject to Council approval if the Executive fmds that it 
is necessary to attract or retain a senior leader for a specific position. Bill 51-15 also requires the 
Council to approve a salary schedule for future non-merit employees in the Legislative Branch. 

Proposed Executive Branch Salary Schedule 

On April 21, 2016, the Executive transmitted a new Executive Level Service (ELS) Salary 
Schedule for heads of departments and principal offices and other non-merit employees in the 
Executive Branch. (See © 1) In developing the proposed ELS Salary Schedule, the Office of 
Human Resources (OHR) created three primary grades (Xl, X2 and X3) and one grade to capture 
the salary of the Chief Administrative Officer (CAO). (See © 3) OHR has developed Executive 
Core Qualifications that outline the requisite qualifications for employees in each grade level. 

OHR developed pay ranges based on actual employee pay. These pay levels represent "anchors" 
on which the new schedule was constructed. OHR then applied a salary range spread of 80% 
around these anchors. See ©3 for salary and ranges. The list ofpositions in each grade is at ©5. 



Grade X3 Question A and other appointed positions 
Grade X2 - Directors ofnon-principal departments (some are also Questions A positions) 
Grade Xl - Directors ofprincipal departments 
CAO 

To test the "anchors," Council staff compared the proposed X2 range to current salaries. 
For X2 the proposed salary schedule has a minimum of $120,935, midpoint of $169,309, and 
maximum of $217,683. According to DataMontgomery, updated February 11, 2016, Regional 
Service Center Director salaries range from $145,000 to $173,790, Assistant CAO salaries are 
$170,6871, and the Director of Community Partnerships salary is $176,837. The proposed X2 
maximum of $217,683 is 31%) higher than the average of these salaries ($166,102) and 23% 
higher than the highest of these salaries ($176,837). 

Comments of Councilmember Leventhal 

In a June 28, 2016 memo to Councilmembers, Councilmember Leventhal, the lead sponsor of 
Bill 51-15, raised several questions about the proposed ELS Salary Schedule. (See (6) 

1. 	 He questioned the statement by the Economic Research Institute that Montgomery 
County executive pay generally lags the regional median by 15 to 40%. He said that 
County non-merit salaries are more than competitive with other public sector jurisdictions 
and should not be compared with top-level salaries in the private sector. 

2. 	 He asked whether the proposed "anchor" pay levels are unnecessarily high, whether the 
"range spread" for each grade should be as large as 80%, and whether the "differential" 
for each of the first three grades should be 10%, and 20% more for the CAO. 

3. 	 He asked whether all Directors of principal departments should be in the same grade 
(Xl), or whether there should be one or more additional grades to recognize differences 
in management responsibility, span of control, and decision-making authority. He also 
questioned whether special assistants to the Executive belong in this grade, and whether 
the positions in the middle grade (X2) should be shifted to a lower grade. 

With regard to a salary schedule for non-merit employees in the Legislative Branch, he suggested 
as one option that: (a) the range for Confidential Aides (Chiefs of Staff) could be at the Manager 
2 level in the Management Leadership Service, the same as Senior Legislative Analysts; b) the 
range for the OLO Director and Hearing Examiners could be at the Manager 1 level; and c) the 
range for the Council Administrator could be at the highest level of Executive Branch Director. 

lOne ACAO position that was included in the Executive compensation study had a salary of $186,244. The 
incumbent has left County Government. This position was not included in the Council staff analysis. 
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Councilmember Leventhal added that this GO Committee worksession would provide an 
opportunity to examine these issues and options. He said that one result could be a request to the 
Executive to transmit a revised salary schedule for non-merit Executive Branch employees, 
adding that the Council should take the time now to assure that the first salary schedules 
approved pursuant to Bill 51-15 are well designed and carefully considered. 

OHR Director Shawn Stokes responded to Councilmember Leventhal's memo on July 8. See her 
memoat©8. 

OLO Report 

In November 2015 the Office ofLegislative Oversight (OLO) issued Memorandum Report 2016­
1, Comparative Data on High-Level Manager Salaries. OLO found that the federal government 
has a salary schedule for non-merit positions that are appointed by the President, typically with 
the advice and consent of the Senate. There are five grade levels of this Executive Schedule 
ranging from Cabinet Secretaries to appointed Directors and Deputy Directors across mUltiple 
federal agencies. The State of Maryland Executive Pay Plan has nine grade levels for non-merit 
executives in State government. The majority ofjurisdictions in the OLO report had five or more 
grade levels for Executive staff (Howard County five levels; Fairfax seven levels.) 

The OLO report also found that among 20 local government and the two federal classifications, 
Montgomery County had the 3rd highest average salary for Director positions at $206,685. In 
addition, Montgomery County's average Director salary was highest among the DC-Baltimore 
region. 

Previous Non-Merit Salary Schedule 

Prior to 1997, each County employee holding a non-merit position was paid within a salary 
schedule approved by the Council in the operating budget. Each Department Director was 
assigned a specific grade that coincided with the salary schedule. There were at least three 
different grade levels for Department Directors. (See ©1l). Then-County Executive Duncan 
abolished the schedule in 1997. Bill 51-15 requires that schedules for both branches be re­
established. 

Questions for Consideration 

Councilmember Leventhal's memo raised good points. Below are questions that the Committee 
may wish to discuss with OHR. 

Too Few GradeslRationale for Assigned Grades 

Are the grade levels too broad and overly inclusive? Should all Department Directors be 
in the same category? For example, should the Director ofConsumer Protection be at the 
same level as the Chief ofPolice? 
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Should the ELS Salary Schedule be limited to three grades and an additional grade level 
for the CAO, or should there be additional grades for different Department Directors? 

" 

Should the positions assigned to each grade level be reevaluated? For example, why are 
Special Assistants to the County Executive at the same grade level as Department 
Directors? Are the positions in grade X2 properly classified? 

Salary Levels and Differentials 

Should further study be given to the initial "anchor" salaries and to the range spread and 
differentials? See the discussion at the top of page 2. (The range spread for MLS is 
77.6% to 82.7%. See the MLS Salary Schedule at © 1 O. Recall that MLS levels combined 
3 to 5 grades for each level when they were created.) 

Should the differential be 10% between grade levels and 20% for the CAO? 

Is the broad range in salary an invitation for salary inflation? 

Council Staff Comments 

The Committee can take the time required to examine these questions thoroughly. There is no 
need to make a rushed decision on the first non-merit ELS Salary Schedule. It makes sense for 
Executive staff to consider the comments of Councilmembers on these questions and to discuss 
possible revisions with the Executive. The Committee can review the schedule again in 
September. 

With regard to the Legislative Branch schedule, the Committee can discuss the suggestions of 
Councilmember Leventhal. It may make sense to defer a final recommendation on this schedule 
until the Committee comes to closure on the Executive schedule. 

This packet contains: © 
County Executive Memorandum, April 21, 2016 1 

ELS Salary Schedule 3 
ELS Position Description 4 
List ofELS Positions 5 

Councilmember Leventhal's June 28,2016 Memorandum 6 
ORR Director Stokes' July 8, 2016 Memorandum 8 
MLS FY17 Salary Schedule 10 
1997 Appointed Classes for Department Directors 11 
Enacted Bill 51-15 12 

F:\FERBER\OHR\Executive Compensation 2016\GO Comm 7-14-16.doc 
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Isiah Leggett 
County Executive 

TO: 

FROM: 

SUBJECT: 

·OFFICE OF mE COUNTY EXECUTIVE 
lOCKVILLIi, MAllYI..ANDlOSSO 

! 

MEMORANDUM I. 
1 

I 
April 21,2016 

Nancy Floreen, President 
County Council 

Isiah Leggett [,
County Executive 

! 
Salary Schedule for Heads{)fDepartments, Principal Offices, 1, 
and Other Non-Merit Employees 1 

Pursuant to Bill 51-15, Non-merit employees- Salary Schedule - nstablished, I 
am transmitting the new Executive Level Service (ELS) Salary Schedule for heads of 

, departments and principal offices and other non-merit employees in the Executive Branch. That 
bill requires that the Executive &sign a compensation system10 attract and :retain highly 
competent senior leaders as heads ofdepartments and principal offices and other non-merit 
employees in the Executive Branch. It further requires that the salary schedule be approved by 
the County Council in the Operating Budget. The.new Salary Schedule will apply to anyone 
hired or promoted to head a department or principal office or other non-merit position after the 
date the Council approves it. 

AnExecutive Compensation Study completed in January 2016 by Public 
Financial Management. Inc; (PFM). found tbatthe competitiveness ofthe County's executive 
pay is the result ofmultiple factors, inciuding the size and complexity ofCounty opemtions and 
strong employee retention rates. When compared to other regiona11arge public, private, and non­
profit employ~with more than $1 billion in revenue surveyed by the Economic Resea:rcl1 
Institute, Montgomery County executive pay generally lags the regional median by 15% to 
400/0. While such a differential relative 10 the private sector is not uncommon, it unde.rseores a 
challenge the COunty faces. in the competition for top-tier talent 

In developing the proposed ELS salary schedule, the Office ofHuman Resources 
(OHR.) created three primary grades (Xl - X3) and one grade to capture the salary ofthe Chief 
Adminislrative Officer (CAO). OHR has developed Executive Core Qualifications, which 
outline the requisite qualifications for employees in each grade. The number ofgrades used 
provides sufficient operational flexibility, allowing management to promote high-perfonning 
employees., while providing sufficient pay differentials between executive levels. 

, 
I 

I 

CV 




INancy FJoreen, President, County Council I-
April 21. 2016 i ­
Page 2 : 

i 

I 
I-

Based on the PFM conclusions. OHR developed pay ranges based on actual I
Iemployee pay. These pay levels represent ~anchors" on which the new schedule was constructed. 

As is standard best pmctice within the field ofhuman resources, OHR then applied a salary I 
range spread around these anchors. Arange spread illustrates the opportunity for advancement 
within a pay scale range . .Range spreads are the calculated difference between the range 
m.ax:imum and minimum, divided by the minimum salary. For the proposed ELS salary 
Schedule, OHR. chose a range spread of80%, which is consistent with range spreads among 
other regional jurisdictions and sa1ary structure best practices. 

After determining the range sp~ ORR established differentials between each ­
grade. Grade X3 covers some Question A and other appointed positions; Grade X2 -covers 
Directors ofnon-primary departments (some ofwhich are also Question A positions); and Grade 
Xl covers Directors in primary departments. There is a differential of10% between each grade 
consistent with current pay levels to distinguish the required levels ofresponsibllity, compJexity 
ofwork;, and experience. Additionally, there is a differential of20010 between.the highest grade 
and the CAO pay range, which reflects the CAO's level ofresponsibllity and required 
experience. 

My staffis available to wotk with the Council, to gain approval ofthis Salary 
Schedule as you finalire work on the Operating Budget. 

IIlss 



" . 

, , Offipe ofHuman Resources 
", ' , ' ,M~!l~onjeryCounty G~rvemmel1t 
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Executive Level SalarySchedules 
Proposed Draft 

XIII 
An appointed memberOf middle or senior management who directs acrWcat business function for the 

County, 


Xf( 


An appointed member of senior or top management. who is responsib~ for the overaR operations of a000­
primary department and/or leads one or more strategic functions. 


, XI 
An appointed member of executive leadership, W is responsible for the overall operations of aprimary 
department andlor leads one more strategic functions. 

ChiefAdministrative Officer 
An appointed member of execufwe leadership, who Is responsible for the leadIng the day..tCHiay operatiOns 
of the entire government. 

MInimum Midpoint Maximum 

XIII $109.941 $153.911 $197,893: 

XII $120,935 $\69,$09 $217,083 

XI $133,028 $186,240 $239.451 

CAO 5159,634- $223,487 $287,341 

AB provided for in !he Montgomery County Code, Sootioo 1A-104, the County ExOOiIive may exeeed t1lesafary ~!efor an 
indillidu31 employee. subjecllO CoonCJ appmval, If~~ve finds thai nis necessary to attract.or ~asenior leader fOr a 
specifte position. 

.. 

® 
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XIII XII 	 XI CAD 


Senior Middle SeniorITop Pirectort CIUef Adminjstrafj~Position ManagerrlEmt 	 Matlagemell! Executive U!adersNp 0f00er 

Oirecls a·criticaJ Amemi)er of~ seni« Ar.nember oftha leads the cmy.:to-day 
business funCtion. management team and· .eenior management QPeflluons. for !he 
Responsille, through leads one or more team and leads one.or ~Iin! County 
subordmate strategic functions, or II mOre strategic government 
rnanagemen~ for an non-primary funcllpn$, or aprimary 

Management 	 ovtrall ~partrnent, deparlment for !he depa~t for the 
dMsloo, one or more .Coullty. Responsible, County.Role funciiOilS in a unitfgroup 	 through subordiil!ltq 
or for a Counlyrunction. 	 lTliHlagemenl. fOr the 


olJerail operations of a 

department/divisiOn or 

urnt fOr the County. 


Participates with Setilor I:stablishes strategies Develops eorpol"at& . Articulates corjxJrate . 
&rid top management in and phitOsophies of ~ ~egic plans driving strategy and 
cl&veloplng and department. dMsIoo or toWard me performance psin

Policy and dorizingtl'le unit In collaboration adlievement of the the context oflhe 
Strategy imP!ernentafiorlof wfth ihe execufive County's serviOO, .mIssion and values of 

. shtegic business readership aocl CIliaf buSineSS and financial fhe organfzstIo.1.
pIan$.. Admiriistrative Officet. ~. 

Objectives largely tI$d to Objectives diredly tied Takes actiOn guItied DIlectIy accounWe to 
COUnty·wkle to overall performance bytb&~ 1118 County EXecutive, 
pertormance aI1d guided of the COUnty. Wl3kes direction set by tI'l$ COonlY.COundl,Freedom to 
by broad County 	 tina! ded.!lians, guided CountyExecutive StakehOldefs.

Act poliCIes C1!'Idstralegic by lIle broadi;st policies OItlcer $I'ld the Chief 
pfa$. emfstrategies. .Mminlstrative Officer. 

Decisions have major Deeisions drive the DecisiOflS drive tile DecisiOllsdJive !he 
8IlO mea$l.lflilble long. long-term success, ~.failur6, ~failure, 
·term impact on ihe fBilure, prOfitability and $efViOe delivery. profitabUity and growth 
SUilCeSS, fafture, growlh of the County's profitaPllityand growth ..tthe..Coimty In 

Impact 	 profitability and growth ~t division or ofthe county. acbleV.lng its overall 
nfadep~l unit functions. long-term Qbjeciives. 
~, unitfgroup, 
iII'I\:VOr the County. 

~. aprlRtipai 
~forth~ 

ln~with ~xecoti\le 
~io exectSte 

~tslhe 
County Internally and 

Serves 8.f the 
~rsonfor~ 

Uaison 
~~unit 
or {1tIUpon hlgbly 
significantmatters, 

~m!i!l&'Je nsk 
and infltlence actiVities 
thateff8ct the Iong·leml 

extemally County Exec;utive.Q!T 

.tleIlaIf. of the County 
90Wlmment 

mce and operational 
CQ!ltinuity of the 
Cooo~. 

---------.--~---------------------'-----.---.- . 



Executive Salary States and Positions 

(AD· ExtwnVf SAlA.R't SO\l.£ 

"~Itlonme 
Chief AdminlS-lratlvo: Officer 

)(1 4 mamvr SAl,ARYS-cAlE 

~tltl. 
Dl"nl(.t0l' ·Officem~merPf'Ofmion 
Director Department of Corrnctlon arid Rehabllitatlon 
CouI'Ity Attorney 
Spet:lal A$Jimllt to Covnt.y ell~CIIUve 

Director Department of Envlronmentld Protac\ioil 
Olre(tOf De.pattn"!1lnt ~ rlnance 
Flt~Chlef; ~ SeJ'Vl.Q;1 
tDrector Oepartnttnt ofG.l!nl!fal.Stlrvt~ 
Director DepartrrlentofHealthtllld Human SfI'Vl¢M 
DlfOctor DllpartrI1~nt of Housll'll and ~mmunlty AffaI~S. 
Director Office of Human ResOl.ll'ti$ 
Difector OffiQl of Inti!r~I1lmii1>nt31 Jlelatloo$ 
Pired.Qr D.epllrtmel"lt of Uqwr Control 
Dheiar Office of Management and. Budaet 
Director Department of PermittingServ'a5' 
DIrector Department of Police 
t»redor Offlceof Procurement 
Olreaor OI&&.of PubRc tnfOmt.~iOn 
~ t>epaliment ofPiAbllc Ubl"anes 
Dfrl!ttar OIlipillrtl'Mn1ofaea.alloo 
OIn!'ctOr ~ntofTechrt9losV Ser.llc:es 
Of(ector Department of Transportation 

·JQI ~ EK£~UTM!~SIW.E 

paddon Tltl. 

AS$lstant (;Net Administrative Off\au' 

Olr.eaor OffIce of Community Partnerships· 

Dlredor l'Cegtonal ~k;esCeritt!( 

XIII .EXEtu'JlVt SAlARY SCAli 

PosItion Title 
Special Projects Man~lIr. Ofike of the CAO 
Development Ombudsman) Office af1;hftCAO 
Director Crtminal Justice Coordinating Commission, OffIce of the. CAO 
Marketing Manag«J'.OEO 
Dfvilion Chief MCI'RS Volunteer Ser<ilces 
Cl1'.t A8lng sndOl&abillty~. HHS 
'hlef Children Youth ilnd family ServKes, H/iS 
ChlefSpeclall\leed~ Hou~jng.. ~I'IS 

(hillf eehavIlmil Health and Crls1$~. litIS 

O\lef"Operatina Qfflq.\r, HHS . 

AsslstllntChief of PoJiul 

OeiMltv Difel::tor. {)OT' 
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MONTGOMERY COUNTY COUNCIL 
ROCKVILLE, MARYLAND 

GEORGE LEVENTHAL 

COU NCI LM EM BER 

AT-LARGE 

June 28, 2016 

Memorandum 

To: Councilmembers 


From: George Leventhal 


Re: Non-merit salary schedules 


On March 1, 2016 the Council unanimously enacted Bill 51-15, Non-merit employees - Salary Schedule­

Established. As you know, the bill requires the Executive to propose and the Council to approve a salary 

schedule for non-merit employees in the Executive Branch. It also requires the Council to establish a 

salary schedule for non-merit employees in the Legislative Branch. Such schedules have long been in 

effect for the federal and state governments and for local jurisdictions in the region. 

The bill is prospective; it applies only to employees hired for non-merit positions after the Council has 

approved the first salary schedules. Also, the bill authorizes the Executive to exceed the salary schedule, 

subject to Council approval, "if the Executive finds that it is necessary to attract or retain a senior leader 

for a specific position." 

On April 21 the Executive sent the attached memo recommending the first salary schedule for non-merit 

employees in the Executive Branch. The Government Operations and Fiscal Policy Committee is 

scheduled to discuss the recommended schedule on July 14. As the lead sponsor of the bill, I would like 

to offer comments and suggest a course of action. 

It is important, as the bill states, for the county to have a "compensation system to attract and retain 

highly competent senior leaders as heads of departments and principal offices, and other non-merit 

employees .... " As the November 2015 OLO report on non-merit salaries made clear, compensation for 

our senior non-merit employees is in fact highly competitive. My concern in developing this bill was that 

since 1997, when County Executive Duncan abolished the salary schedule for these employees, there 

has been a steady upward drift in compensation with no apparent framework. The common sense 

approach in this bill will enable us to attract and retain outstanding employees while meeting our 

obligations to the taxpayers. 

On June 13 I met with Office of Human Resources Director Shawn Stokes to discuss the Executive's April 

21 memo. I raised several points. 

STELLA B. WERNER OFFICE BUILDING· 100 MARYLAND AVENUE· ROCKVILLE, MARYLAND 20850 

2401777-7811 OR 2401777-7900 • TTY 240/777-7914 • FAX 240/777-7989 
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First,' questioned the statement on page 1 of the memo that "When compared to other regional large 
public, private, and non-profit employers with more than $1 billion in revenue surveyed by the 
Economic Research Institute, Montgomery County executive pay generally lags the regional median by 
15% to 40%. While such a differential relative to the private sector is not uncommon, it underscores a 
challenge the county faces in the competition for top-tier talent." I disagree with this premise. Our 
excellent non-merit employees come overwhelmingly from federal, state, or local government, not from 
the private sector. The salaries for their positions are more than competitive, and in most cases the 
salaries represent a very large pay increase. Their work for the county will position them well for future 
employment. Most important, we are talking here about public service. It is not fair to our taxpayers to 
expect executive-level salaries for public service occupations like libraries, corrections, or recreation to 
keep pace with salaries of executives in private sector occupations. 

Second, there should be further discussion about how the recommended salary schedule is constructed. 
Are the "anchor" pay levels for the recommended grades unnecessarily high? Should .the "range 
spread" for each grade be as large as 80%? Should the "differential" for each of the first three grades be 
10%, and should the differential for the CAO be 20%? There may well be better options. 

Third, there should also be further discussion about which positions belong in which grade. Should all 
directors of principal offices, as defined in the Code, be in the same grade (Xl), or should there be one 
or more additional grades to recognize differences in management responsibility, span of control, and 
decision-making authority? Positions like Police Chief, Fire Chief, and the directors of departments like 
HHS, DOT, and DTS do not belong in the same category as the directors of small offices like Consumer 
Protection or Public Information. Also, should the special assistants to the Executive be in this same 
category? These positions play an important role, but they do not require the same professional 
grounding and do not have the same management responsibilities as major department directors. The 
same is true of positions in the next highest grade (X2), including assistant CAOs, regional service center 
directors, and the director of the Office of Community Partnerships. All these positions may belong in a 
lower grade (X3). 

We also need to address the salary schedule for non-merit employees in the Legislative Branch. To start 
the discussion, I suggest that we consider the attached schedule for the Management Leadership 
Service. The range for our Confidential Aides (Chiefs of Staff) could be Manager Level 2, the same as for 
our Senior legislative Analysts. The range for the OLO director and the two hearing examiners could be 
Manager Levell, which includes a small number of the county's top merit system employees. The range 
for the Council Administrator could be the same as for the highest level Executive Branch department 
directors. Other options should also be considered. 

The GO Committee meeting on July 14 will provide an opportunity to examine these issues. One result 
may be a request to the Executive to transmit a revised salary schedule for non-merit Executive Branch 
employees. I think we should take the time now to assure that the first salary schedules we approve 
pursuant to Bill 51-15 are well designed and carefully considered. I look forward to working with you to 
this end. 

cc: Ike Leggett, County Executive 
Tim Firestine, CAO 
Shawn Stokes, OHR Director 



OFFICE OF HUMAN RESOURCES 

Isiah Leggett Shawn Y. Stokes 
County Executive 	 Director 

MEMORANDUM 

July 8, 2016 

TO: 	 Nancy Navarro, Councilmember, Government Operations and 

Fiscal Policy Committee 


FROM: 	 Shawn Y. Stokes, Director ~,~~ 

Office ofHuman Resources) () 


SUBJECT: 	 Bill 51-15, Non-Merit Employees Salary Schedule - Established 

In a June 28 memorandum to the County Council, Councilmember George 
Leventhal raised some issues with the Salary Schedule the County Executive transmitted 
to Council on April 21, 2016. The purpose of this memorandum is to respond to the 
issues he raised in that memorandum. 

Councilmember Leventhal questioned this statement in the County 
Executive's April 21 memorandum, "When compared to other regional large public, 
private, and non-profit employers with more than $1 billion in revenue surveyed by the 
Economic Research Institute, Montgomery County executive pay generally lags the 
regional median by 15% to 40%. While such a differential relative to the private sector is 
not uncommon, it underscores a challenge the County faces in the competition for top-tier 
talent." . 

The inclusion ofgeneral labor compensation data within OHR's analysis 
of regional executive compensation was intended to provide a point of reference for 
evaluating Montgomery County executive compensation, and was not the focus of its 
analysis. Understanding the difference in pay levels between public and general labor 
market employers represent a useful reference point. However, it should be noted that 
Montgomery County does compete with private and non-profit organizations for talent in 
many fields, including information technology, human resources, law, procurement, fleet 
management, finance, and public affairs. 

Instead, the executive compensation analysis overseen by the Office of 
Human Resources (OHR) predominantly focused on public sector comparisons. A group 

101 Monroe Street • Rockville, Maryland 20850 • 240-777-0311 
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Co.Wlcilmember Navarro, Government Operatio.ns and Fiscal Po.licy Co.mmittee 
Page 2 
July 8, 2016 

o.f 15 large regio.nallo.cal go.vernment emplo.yers', 7 large natio.nal go.vernment 
emplo.yers, and the federal go.vernment were surveyed. The vast majo.rity o.f the analysis 
evaluated compensatio.n and benefit structures o.f lo.cal go.vernment emplo.yers. The 
conclusio.ns made by OHR were drawn fro.m the co.mparative analysis o.fpublic secto.r 
emplo.yers; no.t general labor market co.mpariso.ns. 

Co.uncilmember Leventhal suggested further discussio.n about ho.W the 
recommended salary schedule was co.nstructed, including the "range spread." The range 
spread differentials used in the proposed salary schedule are based o.n human reso.urces 
best practices fo.r executive compensatio.n. In additio.n, the proposed salary schedule fo.r 
executive emplo.yees contains salary range spreads, and differentials between grades, that 
are co.nsistent with tho.se o.n the Co.unty's Management Leadership System (MLS). 

Co.uncilmember Leventhal also suggested further discussio.n about which 
positio.ns belo.ng in which grade. In determining the appro.priate grade fo.r each Po.sitio.n 
o.n the proposed salary schedule, OHR selected an o.bjective measure that preserves 
managerial flexibility fo.r pro.spective hires. Fo.r this reaso.n, OHR classified positio.ns 
depending o.n whether they were classified as "primary" o.r ''no.n-primary'' departments. 
ORR cho.se no.t to. make an independent no.rmative distinctio.n between which County 
functio.ns have greater impo.rtance o.r value to. the County residents; these are all o.ffices 
that pro.vide critical Co.unty services. OHR focused o.n ensuring sufficient flexibility in 
the pro.Po.sed pay scale. Fo.r example, if two. positio.ns are classified in the same pay 
range, they may no.t earn the same compensatio.n. Departmental directo.rs who. o.versee 
mo.re o.peratio.nally co.mplex agencies can be expected to. be compensated in the higher 
end o.f a pay range. 

I value the feedback and concerns that were raised by Co.uncilmember 
Leventhal and ho.pe they have been sufficiently addressed in this memo.. I lo.o.k fo.rward to. 
further discussing, and clarifying, these issues with the Go.vernment Operatio.ns and 
Fiscal Po.licy Co.mmittee o.n July 14. 

I City ofAlexandria, Anne Arundel County, Arlington County, Baltimore City, Baltimore County, District 
ofColumbia, Fairfax County, Howard County, Loudoun County, M-NCPPC, Montgomery Co]]ege, 
MCPS, Prince George's County, Prince William County, and WSSC. 
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MONTGOMERY COUNTY GOVERNMENT 

MANAGEMENT LEADERSHIP SERVICE 


SALARY SCHEDULE 


PROPOSED FISCAL YEAR 2017 


EFFECTIVE JULY 10, 2016 


CONTROL 
PAY BAND MLS LEVEL MINIMUM POINT' MAXIMUM 

M1 MANAGEMENT LEVEL I $98,602 $167,475 $175,127 
M2 MANAGEMENT LEVEL II $86,224 $149,495 $156,525 
M3 MANAGEMENT LEVEL III $74,075 $129,260 $135,392 

FY17 Notes: 

- FY17 GWA is 0.5% on July 10,2016, and 0.5% on January 8,2017, for Management 

Leadership Service employees. 




MONTGOMERY COUNTY GOVERNMENT 

APPOINTED CLASSES . 

CLASS CLASS TITLE 
@L 

7905 County Attorney 

7910 County Health Officer 

7911 Director, Addiction, Victim, and Mental 
Health Services 

7915 Director, Department of Transportation 

7917 . Director, Department of Police 

7920 Director, Office of Finance 

7921 Director, Office of Management &Budget 

7922 Director, Department of Environmental 
Protection 

7927 Director, Department of Fire &Rescue 
Services 

7930 Director, Department of Public Libraries 

7935 Director, Department of Liquor Control 

7940 Director, Department of Correction and 
Rehabilitation 

7945 Director, Department. of Facil ities and 
Services 

7946 Personnel Director 

7947 Director, Department of Fami ly Resources 

7950 Director, Department of Recreation 

7952 Director, Department of Housing and 
Community Development 

7954 Director, Office of Economic Development 

7958 01 rector, Office of Planning Policies 

7959 Director, Office of State Affairs 

1!BAl1E 

39 

39 
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39 

39 

36 
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36 

39 

36 

36 
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Expedited Bill No. x.51.!.::.-1~5!......---:___ 

Concerning: Non-merit employees -


Salarv Schedule - Establshed 
Revised: February 4, 2016 Draft No. §... 
Introduced: December 8,2015 
Enacted: March 1. 2016 
Executive: March 13. 2016 
Effective: March 13.2016 
Sunset Date: -,No~n~e~-=-_~-:-=-_ 
ChI _4_. Laws of Mont Co. 2016 

COUNTY COUNCIL 
FOR MONTGOMERY COUNTY, MARYLAND 

Lead Sponsor: Councilmember Leventhal 

Co-Sponsors: Councilmembers Eirich, Rice and Hucker 


AN EXPEDITED ACT to: _ 
(1)' establish a salary schedule for heads ofdepartments, principal offices, and other non-

merit employees; -
(2) require certain salaries to be set under the salary schedule established for these 

positions; and 
(3) generally amend the law governing compensation for non-merit employees. 

By amending 
Montgomery County Code 
Chapter lA, Structure ofCounty Government 
Section 1A-104 

Boldface Heading or defined term. 
Underlining Addedto existing law by original bill 
[Single boldface brackets] Deletedfrom existing law by original bill. 
Double underlining Addedby amendment. 
[[Double boldface brackets]] Deleted from existing law or the bill by amendment. 
* * * Existing law unqffected by bill 

The County Council for Montgomery County, Maryland approves thefollowing Act.' 
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Em3JlTEoBILL No. 51-15 

See. 1. Section lA-104 is amended as fonows: 
( 

lA-l04. Heads ofdepartments and principal offices; other positions designated 

as non-merit 

(a) 	 Names. The head ofa department or principal office is called the Director 

of the department or principal office, except that: 

(1) 	 the Director ofPolice is also called the Chief of Police; 

(2) 	 the Director of the Montgomery County Fire and Rescue Service 

is also called the Fire Chief; and 

(3) 	 the Director of the Office of the County Attorney is called the 

County Attorney. 

(b) 	 Qualifications. 

(1) 	 Each head of a department or principal office should be 

professionally qualified. 

(2) 	 A person holding any other position in the Executive Branch 

designated by law as a non-merit position must be professionally 

qualified for the position under a position description established 

by regulation under method (1). 

(c) 	 Status. Heads of departments and principal offices, and holders of any 

other position in the Executive Branch designated by law as a non-merit 

position, are County employees but are not merit system employees. 

(d) 	 Special reinYtatement rule. A person who was a merit system employee 

ofthe Police Department when appointed as an Assistant Chief ofPolice 

may return to the merit system in the Department at the same rank: that 

the person last held in the merit system. The person must elect to return 

to the merit system within 10 days after leaving the Assistant Chief 

position, by notifying the Chief Administrative Officer in writing. Ifthe 

previous rank was abolished, the person must be assigned to the closest 

-2­



ExPeDITED Bu. No. 51-15 

28 equivalent rank, and must receive the salary and benefits that would apply 

29 if the person had remained in the merit system at the previous rank and 

30 the rank still existed. 

31 Ui} Salaries. The Executive must design ~ compensation system to attract 

32 and retain highly competent senior leaders ~ heads of departments and 

33 principal offices. and other non-merit employees in the Executive 

34 Branch. Each of these employees must be paid ~ salary within ~ salary 

35 schedule proposed !?y the Executive and approved !?y the Council in the 

36 Operating Budget of the Montgomery County Government The salary 

37 schedule may contain ~ provision permitting the Executive to exceed the 

38 salary schedule established for ~ position for an individual employee. 

39 subject to Council approval, if the Executive finds that it is necessary to 

40 attract or retain ~ senior leader for ~ s.pecific position. The Council must 

41 establish {\ salary schedule for non-merit positions in the Legislative 

42 Branch as part of the Operating Budget of the Montgomery County 

43 Government. 

44 Sec. 2. Effective Date. 

45 The CoWlCil declares that this legislation is necessary for the immediate 

46 protection ofthe public interest. This Act takes effect ()n the date on which it becomes 

47 law. This Act must apply to any employee who is hired or promoted to head of a 

48 department or principal office or other non-merit position after the date the Council 

49 awroyes the first salarY schedule required in Section 1 [[when this Act becomes law]]. 

50 
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ExpeDlIEO Blu. No. 51-15 

51 
..(. , 

52 Approved' 


53 
 -7lf:§;£~ /tIttudf Z l 20lb 
Nancy Floreen, P 'dent, County Council Ditre 


54 Approved' 


55 ~~ ~/3~c:lolk
D~ 

56 This is a correct copy o/Council action. 


57 
 ~?n. ~ 1;JtJA..en /~ UJ/? 
Linda M, Lauer, Clerk ofthe Council Date 
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