
Merit System 

Employment Profile

Turnover Analysis Wage and Salary 

Comparability

Management 

Leadership Service 

Review

Montgomery County Government

Personnel Management Report

Calendar Year 2024
Published May 16, 2025



PURPOSE

The Personnel Management Report (PMR), compiled by the Office of Human 
Resources, provides County Leadership and the public with key insights into the County 
workforce. This report details the size and composition of the permanent workforce, 
analyzes employee turnover rates and their causes, and assesses the comparability of 
County salary ranges with public and private sector organizations within the 
surrounding region. Additionally, it includes a mandated review of the Management 
Leadership Service. 

Further details on the workforce and compensation are included in the County 
Executive’s Recommended FY25 Operating Budget and FY20-25 Public Services 
Program.

Inquiries regarding this report can be directed to 
OHRPolicy@montgomerycountymd.gov.



EXECUTIVE SUMMARY

The County workforce experienced its largest net gain in the number of merit 
employees, due to an overall increase in the number of new employees hired and a 
decrease in the number of employee separations. The turnover rate (6.73%) has returned 
below seven percent for the first time since 2020.

As of December 31, 2024, the average merit employee is 47 years old, has been with the 
County for 12 years, earns $106,214, and lives in Montgomery County. The workforce 
and MLS continue to diversify in race and ethnicity. 

Montgomery County salaries continue to outpace the consumer price index and remain 
highly competitive with those of the federal government, neighboring jurisdictions, and 
the private sector. 

More detailed information on the merit system employee and Management Leadership 
profiles, workforce turnover analyses, and wage comparability is available in the 
sections below. 
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MERIT SYSTEM 
EMPLOYMENT PROFILE



SECTION SUMMARY

Montgomery County Government’s merit system defines its permanent full-time or 
part-time employees within the executive and legislative branches (or those specifically 
designated by law) as 'merit system employees.' This system is built upon fundamental 
principles that ensure county authority serves the public. These principles emphasize 
recruitment and advancement based on merit, fair compensation and training, 
encouragement of excellence with retention tied to performance, equitable treatment for 
all applicants and employees, and protection against coercion or the misuse of authority 
for political purposes.

The data presented on pages 1-1 to 1-14 pertain exclusively to merit system permanent 
employees. Information regarding temporary and seasonal employees can be found on 
pages 1-15 to 1-17. Finally, the data on page 1-18 represent all three employee groups.
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TURNOVER ANALYSIS



SECTION SUMMARY

Turnover analysis is a crucial method for understanding the ebb and flow of an 

organization's workforce. It offers important information about why employees leave and 

how well the employer retains them. By carefully examining how often employees depart 

and the reasons behind these departures, Montgomery County can pinpoint possible 

problems in its hiring, initial training, management styles, and the overall workplace 

atmosphere. 

In 2024, Montgomery County saw consistent growth in its workforce, with a turnover rate 

of 6.7%, indicating better employee retention compared to past years. A total of 612 

employees left, and 973 new employees were onboarded, resulting in a net increase of 361 

employees and bringing our permanent workforce to 9,100. Retirements remained 

consistent, accounting for 39% of all departures. Voluntary departures decreased 

significantly to 27% of all separations, from an average of 35% in previous years. 

However, involuntary departures rose to 9.5% (compared to 6.7% in previous years), 

largely due to unsuccessful probation periods, suggesting potential areas for improvement 

in hiring decisions and onboarding procedures.
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WAGE AND SALARY

COMPARABILITY



SECTION SUMMARY

Wage and salary comparability is a critical aspect of human resources management, 
aiming to ensure fair and equitable compensation practices within an organization and 
relative to the external labor market. The goal of establishing wage and salary 
comparability is multifaceted, encompassing the attraction and retention of qualified 
employees, the maintenance of internal equity and employee morale, and compliance 
with legal regulations regarding equal pay for equal work. Ultimately, a well-defined 
and consistently applied approach to wage and salary comparability is essential for 
organizational competitiveness.

Over the last four years, Montgomery County Government (MCG) has increased 
salaries at a higher rate than any four-year period in at least a decade, while maintaining 
a rate that consistently outpaces both the Consumer Price Index (CPI-U) and the private 
sector. Salaries for Middle Management and Professional positions display a higher 
maximum than the Federal Government's Locality Scale for the region. An examination 
of comparable jurisdictions shows MCG offers higher-than-the median maximum 
salaries in slightly more than half of common job classifications.
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Management Leadership 
Service Review



SECTION SUMMARY

The Management Leadership Service (MLS) is a component of the merit system 

comprising high-level management positions that significantly influence County 

operations. The MLS aims to enhance organizational effectiveness through management 

development, performance accountability with a performance-based compensation 

system (where increases are tied to performance, not tenure), and strategic recruitment.

The goals of the MLS include improving organizational quality, providing flexibility 

and mobility for senior managers, streamlining hiring, fostering professional 

development and a government-wide perspective, and ultimately enhancing service 

delivery through dynamic leadership. In 2024, the MLS is predominantly female and 

continues to become more racially diverse. 
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