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The Michigan Association of Governmental Employees (MAGE), Office & Professional Employees
International Union (OPEIU} Local 2002 submits this position statement to the Employment
Relations Board (ERB} on behalf of its members. This statement covers compensation issues for
the Board to consider for FY 2025-26 for non-exclusively represented employees (NEREs).

Civil Service Regulations 6.06, Standard 4.D.1-a., sets for the guidelines to be taken into
consideration by the CCP in making its recommendations to the Civil Service Commission:

Standards:

a. The public interest and welfare, including the current and forecasted financial
condition of the state.

b. Comparison of the overall compensation received by NEREs with the overall
compensation received by exclusively represented employees.

c. Comparison of the rates of pay, the continuity and stability of employment, and
the overall compensation and benefits received by state employees with the
overall compensation and benefits received by state employees with employees
performing similar services in other public and private employment

d. Other appropriate considerations to the sound and rational determination of a
coordinated compensation plan.

DIRECT WAGE INCREASE FISCAL YEAR 2025-26

In the recent past our state has faced severe budget deficits resulting in an inability to provide
adequate general wage increases. This has resulted in a retention/recruitment problem in many
Departments, most notably, the Michigan Department of Corrections (MDOC) and the Michigan
Department of Health and Human Services (MDHHS).

This year, similar to last year, we have a budget surplus and a projected robust state economy
for FY 2025/26 year. According to Gongwer, the General Fund and Schoo! fund estimated
revenues are both ahead of projections and the General Fund revenues were at an estimated
$1.15 billion in August, which is up $12.1 billion from the May Consensus Revenue Estimating
Conference. And, this estimated revenue is up by about $319 million on a year-to-date basis. In
addition, revenue estimates for the School Aid Fund are also up, coming in at $1.4 billion, a $59
million increase from the projected amount. On a year-to-date basis, the projected revenue was
up $128.4 million from last fiscal year's projections. Finally, cash collections from Michigan's
major taxes, penalties and interest, and lottery transfers totaled $2.7 billion last month, which is
$141 million more than August of last year.’



As the Board and Commission are aware, MAGE has historically advocated that wage increases
be above or minimally proportional to inflation. According to the U.S. Bureau of Labor Statistics,
the Consumer Price Index (CPI) for the past 12 months as of August 2024 the CPI for all items less
food and energy index was 2.5%, and the food index at 2.5% over the year last."

However, the 2024 inflation rate is not the only economic factor affecting NERE wages in 2025-
2026. This year OSE has indicated that there will be a significant increase in employee insurance
rates. OSE has indicated that we will see that the State PPO will increase by about 20%, Blue
Care Network will increase by about 23.8% and the State Dental Plan will increase by about 8%.

The increase in employee contributions to health care rates will substantially erode NERE take
home pay. For instance, and taking average incomes' from Civil Service’s Annual Workforce
Report for state employees, an employee with a full family will see an increase in annual premium
rates for the State Health Plan PPO (Blue Cross) by $27.43 per pay period, or Blue Care Network
costs by $86.24 per pay period, and an increase in the State Dental Plan by $0.13 per pay period.

Last year the average state employee wage was $72,821.00. On October 1, 2024, the average
state worker received a 5% wage increase resulting in an increase of $3,641.05 for a total of
$76,462.05. However, when factoring in the increased health care costs provided by the Office
of State Employer, the same employee with a family, on Blue Care Network (HBCN) will be
required to pay an additional (52,245.62) per year in health care and dental insurance costs. This
reduction in net earnings makes it so an average state employee with a family on the Blue Care
Network insurance will only receive a net increase in compensation of $1395.43, because the
increase in yearly healthcare costs will be ($2,245.62) will take up 61.7% of the October 1, 2024,
raise, resulting in an actual net raise of 1.916%" after adjusting this year’s 5% raise for the
increased health care costs.

Given that the average inflation rate in 2022 was 8%, the inflationrate in 2023 was 4.1%" and the
inflation rate in 2024 has been hovering at nearly 2.9%, and the significantincreases in employee
contributions to health insurance rates, and the Michigan Budget demonstrates continued
robustness; MAGE proposes of a general wage increase for all NEREs 5%."

For the reasons indicated above, MAGE recommends the adoption of a general wage increase
of 5%.

In addition to the general wage increase, MAGE argues there area number of classifications that
should receive special wage increases. MAGE argues these specific classifications need wage
increases to cure issues of wage compression, to encourage recruitment and retention in
Department struggling to staff important positions, and to maintain competitive salaries with
other regional employers.



WAGE COMPRESSION

Wage compression continues to be a problem between many supervisor classifications and their
immediate direct report classifications. As MAGE has argued in the past coordinated
compensation proposals, the state is facing a staffing crisis in many departments. MAGE argues
that substantially all of the staffing issues stem from a lack of adequate compensation. This is
due, in part, to the fact that there are many classifications which the supervisor is affected by pay
compression. Pay compression between supervisors and their direct reports dissuades
recruitment, negatively impacts employees’ desires to promote and fails to incentivize retention
of long-term employees.

MAGE has repeatedly addressed the issues of pay compression, excessive vacancy rates, and high
turnover rates with the Departments, the Office of State Employer (OSE) and here during the
Commission’s coordinated compensation plan process. In fact, MAGE has addressed these issues,
not less than 9 times in the past 12 years.

This year again, MAGE raised pay compression issues during its compensation discussions with
OSE and the Departments. Wage compression has a negative effect on the Department’s ability
to attract and retain employees in many of the State’s key positions such as the MDOC
Supervisors, the DHHS Program Managers, and the managers at DHHS and MDOC that supervise
mental health professionals.

These positions, along with others, need increased compensation to alleviate wage compression
and/or be made more competitive with the market and help the positions attract new employees
to public service. As MAGE has repeatedly argued, for many classified positions, we simply are
not compensating numerous positions at a high enough level to attract and retain candidates. "

MDOQC Supervisors and MDHHS Forensic Security Supervisors

As the Michigan Association of Governmental Employees has addressed many times in the past*,
a wage compression problem still exists between the rank-and-file officers and shift supervisors
within the MDOC. The pay compression is causing the Department to experience a high vacancy
rate and an excessively high turnover rate. Both of which have resulted in all employees being
mandated significant overtime. This is a circular problem; the excessive overtime is also causing
employee burnout and in turn, the burnout is motivating employees to leave MDOC.

MDOC's inability to recruit and retain new employees is exacerbated by the pay compression
issue because employees lack a worthwhile advancement opportunity. A factor leading to pay
compression is that officers can easily make up the difference in pay by working approximately .5
hours of overtime per week. Given that MDOC has been habitually understaffed for the past few
years, overtime continues to be the rule rather than the exception.

The pay compression affecting these managerial and supervisor positions creates little incentive
for officers to advance into management as employees do not seevalue in accepting promotions.



This lack of incentive to promote creates an organizational problem since employees do not see
a career advancement opportunity. This lack of advancement opportunity causes frustration,
burnout, and ultimately high turnover as employees jump ship for greener pastures. In addition,
supervisors lose their ability to have shift preference, which is another primary reason rank and
file employees are reluctant to promote. Why would anyone strive to advance when the benefits
and compensation are minimal or non-existent.

One of the biggest problems caused by wage compression is the turnover and excessive
vacancies. This vacancy rate includes both an inability to recruit new employees and retain
current employees. It's no secret that the MDOC struggles with recruitment and retention, and,
in fact, the articles included in exhibit D demonstrate, it is common knowledge at this point, since
their tribulations and difficulties have been discussed for years in the media.

Over the past 12 years MAGE has advocated for incremental increases for wages in the
Department of Corrections due to lack of staffing. Now we see the wage compression and the
lack of financially enticing promotional opportunities causing a catastrophic staffing problem.
The chronic staffing problems are causing employees to routinely work double shifts, causing
burnout, and chronic tiredness. In a corrections facility this is dangerous. We see there are
thousands of vacancies Department wide,™

if MDOC is unable to address its chronic understaffing issue through incremental wage increases
over time, MAGE is concerned that the Department will be forced to issue a substantially large
pay increase just to keep its facilities operational. This is comparable to the Nurse shortage DHHS
and MDOC experienced, which MAGE also advocated for incremental wage increases but
ultimately culminated in a single large 20% classification wage. But unlike DHHS where they shut
down wings of the Hospitals due to lack of staffing, MDOC cannot easily just shut down part of a
prison. In addition, the lack of staffing at the state prisons is leading to an increase in prison
violence and burnout. Working inside a prison facility is not an easy or safe working environment
when funding and staffing are appropriate, let alone when staffing is short and employees are
experiencing burnout.

Last year MAGE recently conducted a short member survey in MDOC. MAGE asked its members:
if they have considered demoting due to pay compression, if they have considered leaving the
state because of the pay compression, and if they know of officers who refused to promote due
to the pay. In MAGE’s opinion, the responses should be concerning for MDOC. Most respondents
reported they have considered demoting out of supervision. All but one respondent reported
that they were considering leaving State employment due to the ongoing pay compression issue,
and all but one respondent reported they knew officers who refused to promote due to the pay
compression issue,

One of the most common sentiments from MAGE Supervisors at MDOC is that it is not worth
becoming a supervisor. Some of the key inequities causing discontent among DOC Supervisory
staff can be discovered by looking at the October 2022 compensation plan, review of the plan
finds that a Corrections Shift Supervisor-1 tops out at $37.57 per hour after 5 years, while a
Corrections Officer E-9 tops out at $32.94 per hour*



In 2023, the corrections officers were issued an additional $3,000 bonuses, while their
supervisors received nothing. In addition, corrections officer wage step increases have been
simplified and officers who are not at their maximum step will all receive step advancements on
October 1, 2024. Given pay compression issues and the fact that the Officers receive pay benefits
not extended to Supervision, it is no wonder that Corrections has morale and staffing problems.
Furthermore, as affirmed by management throughout the Department of Corrections, it has
made it much more difficult to convince officers to promote to supervisory positions.

The Commission has historically recognized the need for equitable treatment of NEREs in
compensation issue and the considering the standards in regulation 6.06 include considering “the
continuity and stability of employment” MAGE requests a special wage increase of $1.00 to
specifically address the inequity caused by last years $3,000.00 retention bonus offered to the
Officers and the step advancements effective October 1, 2024.

In addition, in 2023 Commissioner Nick Ciaramitaro asked Civil Service for an analysis of the wage
compression issue raised by MAGE. We do not believe an analysis has been performed to date
and MAGE respectfully requests the analysis be completed in the next fiscal year.

The Department of Corrections has a significant staffing problem. We believe the crux of this
problem stems in part from its poor compensation philosophies and application of the
philosophies within its correctional facilities. The entry level wages for supervisors are insufficient
in the current economic climate to encourage Officers to consider taking a Sargent position.

For the reasons indicated above, MAGE recommends a special wage increases of 5% for all

NEREs working within a correctional and all Forensic Security Supervisors working in DHHS
mental health facility.

Licensed Professionals 20% Inequity

MDOC Mental Health Service Manager 13, Mental Health Unit Chiefs, MDHHS Clinical Social
Work Managers Pharmacists, Facility Supervisors, and Code Inspector Supervisors

Two years ago, the Compensation Panel and the Commission approved a 20% wage increase for
licensed professionals in state service. Sadly, not all licensed professionals were included in the
implementation of this wage increase. Worse yet, some supervisors and managers who were not
included in the wage increase actually supervise and manage licensed professionals that were
included in the wage increase. Like in so many other areas of state employment, the failure to
include these supervisors and managers has caused a wage compression issue.

Mental Health Service Managers in MDOC manage the mental health services at many of the
Correctional Facilities. They are required to maintain a professional mental health license as a
condition of their employment. Failure to include the Mental Health Service Manager in the
special pay increase for licensed professionals has created a pay compression. Our Mental Health
Service managers have line Psychologists whom they manage that make within $875.00 wage



difference annually, which equates to a $0.42 difference per hour. In addition, once the 20%
increase for licensed professionals takes full effect, some facilities will have Lead Psychologist 12
positions that will end up making $12,667 per year more than the Mental Health Supervisor 13.
This discrepancy equates to a per hour difference of $6.09, based on a 2080 work year. Again,
we see that high performing employees would be financially punishing themselves by promoting
to this position once the 20 % special pay increase is fully implemented.

Corrections Mental Health Services Managers are required to possess the same current and
active temporary master's limited license, master's limited license, doctoral limited license, or
full license to practice psychology, a social worker in Michigan or as a Registered Nurse in
Michigan or possession of a Michigan license or Certification to practice the applicable Qualified
Mental Health Profession (QMHP) that a psychologist or a Qualified Mental Health Professional
is required to possess. The Mental Health Services Manager position requires one to supervise
and direct activities of all mental health staff and the mental health services and to monitor and
supervise staff's provision of direct treatment services in the areas of assessment, treatment
planning, group therapy, individual psychotherapy, psychoeducation, co-morbid substance
abuse/mental illness, crisis intervention, and case management. Aa Mental Health Supervisor is
responsible for overseeing, directing, providing, and monitoring the timely identification and
treatment of mentally ill prisoners. Given the staffing shortage and the increasing mental health
population within the MDOC, Corrections Mental Health Services Managers are responsible for
providing treatment to an assigned caseload just as their supervisees- this in addition to their
supervision duties.

According to the July 2022 Civil Service Minutes Civil Service unanimously approved the Office of
State Employers request that similar 20% wage increases be adopted for all NERE classifications
that supervise the represented classifications receiving special 20% increases so to avoid wage
compression. According to the Legislative Analysis Committee Summary for the House
Concurrent Resolution-1 (HCR-1), HCR-1s approval was with legislature understanding that Civil
Service approved the 20% pay increase at the July and December 2022 meetings for both
represented classifications to help with recruitment and retention of licensed professionals and
NERE positions that supervise those included represented classifications in order to avoid wage
compression. The intent of the Civil Service Commission and the Legislature was to avoid wage
compression and ensure recruitment and retention of the licensed mental health professionals,
including their supervisors.

Other supervisors of licensed professionals, such as Psychologist Manager-2's and other Health
Care Managers received the special raise along with their licensed supervisees, but for unknown
reasons the Corrections Mental Health Services Managers did not receive the wage increase. As
of August 2023, the Mental Health Services Manager position currently receives $53.03/hr. at
the top of their pay scale. The Psychologist-11 position, which didreceive the 20% wage increase,
is able to earn $52.62/hr. at the top of the pay scale (only 41 cents per hour less than The Mental
Health Services Manager-2). The Psychologist-12 Lead Worker position is now earning $57.14/hr.
at the top of the pay scale ($8,548.80 more per year than the Mental Health Services Manager-2

position).



Recruiting for and retaining all mental health professionals will be more difficult given the wage
compression that resulted by excluding Mental Health Services Managers. Current Mental Health
Services Managers are likely to demote to P-12s to make an extra $8,548,80 per year or demote
to P-11s and lose only 41 cents/hour and avoid all the stress and additional responsibilities of
supervising a team of mental health professionals. There is little incentive for exclusively
represented positions, especially the Psychologist P11 or Psychologist P12 working for the MDOC
to become a Mental Health Services Manager given the wage compression. They will begin to
seek Psychologist Manager positions in other state departments where the Psychologist
Managers are receiving the 20% wage increase or even outside of state public service. This must
be corrected.

The Unit Chiefs in MDOC face the same issues as the Mental Health Service Managers. The Unit
Chiefs have the same licenses as their staff members. The Unit Chief regularly carries a
caseload. The Unit Chiefs provide direct care on a regular basis because they do not have the
staff to provide direct care to all patients.

Clinical Social Work Managers in MDHHS are responsible for supervising the Clinical Social
workers who received the 20% special increase last year. They are required to maintain their
professional license as a condition of employment. In addition, their most comparable
classification the Psychology Managers also received the special payincrease. Clinical Social Work
Managers managing the Patient Affairs Department, educational services departments, and
telehealth departments. Some Clinical Social Work Managers also manage Activity Therapy and
Recreational Therapy staff, and the entire legal process from the petitions and the scheduling of
court hearings, is coordinated and overseen by the CSW Managers.

These licensed Mental Health Professionals did not receive the 20% wage increase that was
authorized for a significant number of licensed professionals in Fiscal Year 2023 and they should
have been included in this special pay increase.

Pharmacist

State employed pharmacists are a smail, often underrepresented group, despite their significant
contributions in supporting physicians, nurses, and patients. NERE Pharmacist numbers are
limited, and as such, we believe they were inadvertently overlooked when OSE implemented the
20% compensation increases authorized to other licensed professionals in 2022, Despite our
Pharmacists unwavering commitment and the critical nature of their work, we find our
Pharmacists to be among the lowest-paid pharmacists in the region. Disparities of up to 35%
compared to industry standards are evident, with the mean annual wage for pharmacists
employed by MDHHS currently standing at about $100,500.00, significantly below the Michigan
average salary in Michigan of $166,476 for pharmacist managers.* This significant wage gap is
concerning, particularly when compared to state-employed pharmacists nationally and in
neighboring Midwestern states.! Neighboring states such as Minnesota have higher salaries,
with hourly rates ranging from $69.18 to $71.75 per hour and they receive better benefits such
as a pension.*" In addition, right here in Michigan, employers such as the University of Michigan
pay significantly more than the State of Michigan and the University of Michigan has its pay
ranges in line with the average salaries in Michigan.*V



Facility Supervisors and Code Inspector Supervisors are responsible for supervising a number of
licensed skilled trade workers who received the 20% special increase for a number of licensed
classifications. Facility Supervisors are responsible for managing skilled trade classifications that
require licensures such as the Michigan Mechanical Inspector Registration/License and the
Michigan Mechanical Plan Reviewer Registration/Licensure. Many of these licensed employee
classifications received the 20% increase extended to licensed classification two years ago. And,
as an example the 20% increase in the Electrician’s hourly rate of compensation created a
situation where the Electrician is earning more per hour than their Facilities Supervisor. In
addition, both classifications are expected to maintain their professional registrations/licensures
as they are both required to act as a back-up working supervisor.

This pay inequity has created another issue of wage compression between the Facility Supervisor
and Code Inspector Supervisor classification and their direct reports.

For the reasons indicated above, MAGE recommends expanding the 20% wage increase to
include the following: the Mental Health Service Manager 13 positions at MDOC, the Mental
Health Unit Chiefs, the Clinical Social Work Managers at MDHHS, NERE Pharmacists, the Code
Inspector Supervisors and Facility Supervisors.

Auditor, Auditor Specialists, and Auditor Managers

Civil Service recently approved a 20% pay premium for Field Auditorsatthe Michigan Department
of Treasury during their May 2024, meeting by amending CS Rule 5-6.4. Although this increase
was intended to make the compensation for Field Auditors more completive with the private
sector and the Federal Government, it also has the unintended consequences of incentivizing
other Auditors to abandon their positions in favor of Field Audit positions. As one of our members
pointed cut in her May 10, 2024 letter to the Civil Service commission, field audit work is not
unique to the auditor classification, therefore recruitment and retention is a difficult problem
across all audit classifications and levels.

Due to the factors that it is difficult to recruit and retain qualified auditors across all departments,
we urge the Commission to consider extending the Civil Service recently approved 20% pay
premium to all auditors. And, at a minimum we urge the commission to extend the rule change
to include the 16 level auditors, auditing specialist, and auditing managers in the department of
treasury, the tax compliance bureau, and the operations division as all these auditor classification
duties complete the same field audits as the field audit division and therefore these field audit
duties are also governed and must adhered to the administrative rules on field audit standards
promulgated under public act 122-1941.

MAGE has also received feedback from its department of treasury audit managers that retention
of the operations division auditor classification is also at risk due to the existing pay disparity, as
the employees with these auditor classifications have the background and skills that qualify them
to leave the State of Michigan and take employment with the Federal Internal Revenue Service.



Therefore, MAGE recommends Civil Service Extend the 20% pay premium recently approved for
Field Auditors at the May 2024, meeting by amending CS Rule 5-6.4, to all Auditor positions at
the Department of Treasury.

MDHHS Child Protective Services Supervisors, Adult Protective Services Supervisors, Foster
Care Supervisors and Family Independence Managers

Another issue of wage compression that MAGE request the Commission address is at MDHHS.
Recently, MDHHS reclassified UAW First Line Specialist to Senior Specialist. This reclassification
was understandably made to address a recruitment and retention problem currently occurring
DHHS. However, the reclassification caused another incident of pay compression between these
Specialist level employees and their supervisors.

The Specialist level employees were announced in 2 memorandum dated April 5, 2023, MDHHS
indicated a reclassification of First Line Specialist to a Senior Level First Line Specialist.*

¢ Social Services Specialist 11 to a Social Services Specialist 12
» Family Independent Specialist 11 to a Family Independent Specialist 12
e Assistance Payment Worker 10 to an Assistance Payment Worker 11

For years now, Service Program Managers™ have struggled with the fact that their employees
receive on-call pay and overtime while working nights and weekends and the on-call supervisor
receives no extra compensation for working the same extra hours. The lack of compensation for
on-call work for the supervisors creates a serious pay compression issue. Now, these new
reclassifications further exacerbate the pay compression issue, as the reclassification places the
Services Specialist Senior level pay right at or very close to the Service Program Managers pay.
And, once the Service Specialist works overtime, then the Specialist starts to make more money
than the Supervisor.

As protective services work is a 24 hour a day and 7 day a week service, the Department must
maintain staffing on a 24-hour basis to address emergency issues. To staff the hours which occur
outside the normal working hours of 8:00 am to 5:00 pm the Department assigns UAW Specialists
to be on-call and a Service Program Manager to supervise on-call activities. While on-call, UAW
employees receive on-call pay™ and once called back to work, UAW employees receive pay for
the time worked®i which is normally compensated at the overtime rate while the manger
receives no pay. As the manager receives no pay for on-call time and actual time worked during
the on-call assignment, each hour the manager works effectively reduces the managers average

hourly rate of pay.

s Service Specialist-A 12 SOCSSPLA compensation rate is $28.52 - $41.36

¢ Service Program Manager SOCPMGR2 NERE-140 compensation rate is $28.70 - $42.46

¢ Service Program Manager SOCPMGR3 NERE-143 compensation rate is $30.80 - $46.67
per hour. ¥



If a Service Program Manger 14 works 40 per week at the highest rate of $46.67 per hour she
earns $1,866.80. However, if that same manager actually works 50 or 60 hours in the week their
weekly earnings stay the same but their hourly rate of pay dropsto $37.34 per hour if they work
50 hours and $31.11 per hour at 60 hours work for the week. Which is a mid-range rate for the
Specialist compensation rate. Then add in the fact that Specialist earn overtime hours for each
hour worked in excess of 40 hours per week - the pay gap closes further.

Even, without having to cover on-call worker activities, our Program Managers are regularly
working 45 to 50 hours per week due to chronic understaffing. When the extra work resulting
from chronic understaffing is combined with on-call work our Program Manager can easily work
60-70 hours in a workweek. This excessive work schedules, and the lack of staffing are causing
significant pay compression. And, this wage compression issue is creating a significant morale
problem across the Department. These supervisors need a base wage increase to the
classifications pay range in order to close the base salary pay compression. In addition, the
supervisors need to be paid for all the additional hours over 40 hours in a work week they must
work because of the understaffing problem. A fair way to address the on-call and overtime
requirements would be to change the classification code from exempt to non-exempt.

For the reasons indicated above, MAGE recommends a special wage increase of 5% and to
change the classification designation to allow these classifications to earn overtime.

State Police Technical Leader STPLDR 15

The compensation of the State Police Technical Leader PTPLDR 15 classification should be
adjusted by the Commission in light of the substantial changes in compensation for other similar
classifications, specifically the changes made to the most comparable classification; State Police
Laboratory Director SPTLBDIR.

A meaningful pay disparity exists between the state Police Technical Leader and the State Police
Laboratory Director classifications. The Technical Leader 15 classification is responsible for the
statewide technical operations of the work units managed by several Laboratory Managers 14.

The pay discrepancy has occurred over time. In 2016, the Technical Leader 15’s hourly
compensation was between $30.32 and $45.86; at this same time Lab Manager 14's hourly
compensation was between $27.91 and $41.80. The difference inhourly compensation between
these classifications ranged from $2.41 to $4.78. As a result of a CCP process the Lab Manager
14, has received an increase in compensation with current hourly rates between $33.51 and

548.40.

The Current rates for comparison are:™

e State Police Technical Leader STAPOLFOR NERE-271 $38.77 to $58.65 per hour



e State Police Laboratory Director SPTLBDIR NERE- $93,681 - $134,751 annually or $44.87
— $64.54 per hour.

During this time, Technical Leader 15 has received only the standard annual increases of 0% to
3%. Consequently, the difference in hourly compensation between these classifications is now
$0.97 to $3.75, a compression of between 22% and 60% since 2016 historically. For comparison
purposes 15-Level classifications in the State Police were compensated equally to the Technical
Leader 15 in 2016 but now are compensated at an hourly rate of $40.05 to $66.25, or $6.54 to
$9.21 more than classifications at the 14 level. In essence, the State Police classifications used to
be fairly distributed across the compensation of the classifications plan. However, over the last
few years, other MSP 14 and 15 level positions received pay increases and now the STPLDR 15
position is pay compressed against the 14 level positions. Therefore, the STPLDR 15 position
should be moved up the pay scale to elevate the pay compression with their subordinates and
bring them into comparable rates with the other 15 level position in the State Police.

For the reasons indicated above, MAGE recommends increasing State Police Technical Leader
STPLDR 15 pay range by 21.5% to bring the State Police Technical Leader position into a
competitive pay level with the Laboratory Director position.

PROFESSIONAL DEVELOPMENT FUNDS

MAGE recommends funding the Professional Development Fund inthe amount of $225,000.00.

Respectfully submitted,

Brant Wimbush

Brant Wimbush, Chair
Compensation Committee
MAGE-OPEIU Local 2002
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wit JAW Article 14. Section G. On Call. On call is defined as the state of availability to return to duty, work ready,
within a specified period of time. Employees required by the Employer to be on call shall remain available through
a prearranged means of communication. Such employees shall be compensated at the rate of one (1) hour of pay
for each five (5) hours of on call duty. These pay provisions shall not apply to Code 3 employees, except in
accordance with current practice. If an employee who is on call is called back to duty, the period of call back shall
not be counted as on call time. On call time shall not be counted toward the eighty (80) hours worked in a pay
period. https://local6000.org/system/files/uaw-cha-2022-2024-approved-final-5-17-22.pdf

wii saction H. Callback. Callback is defined as the act of contacting an employee at a time other than regular work
schedule and requesting that the employee report for work and be ready andable to perform assigned duties.
Employees who are called back and whose callback time is contiguous to their regular working hours will be paid
only for those hours worked. Employees who are called back and whose call back hours are not contiguous with
their regular working hours will be guaranteed a minimum of three (3) hours compensation. Eligible callback time
will be paid at the overtime rate. When a Code 2 employee is on call and is called back to work the employee shall
be compensated in cash payment at the overtime rate for the hours of callback. These provisions do not apply to:
(1) Code 3 employees; (2} permanent- intermittent employees, unless by virtue of the callback the employee works
in excess of eight (8) hours in a day or forty (40) hours in a work week.

When a Code 4 employee is required to obtain authorization for overtime outside of their regularly scheduled
work hours and is called back to work, the employee shall be compensated incash payment at the overtime rate
for the hours of callback. Code 4 employees who are called back and whose call back time is contiguous to their
regular working hours will be paid only for those hours worked. Code 4 employees who are called back in
accordance with this paragraph and whose call back hours are not contiguous with their regular working hours will
be guaranteed a minimum of three hours compensation. Eligible call back time will be paid at the overtime rate.
https://local6000.org/system/files/uaw-cba-2022-2024-approved-final-5-17-22. pdf

“x Exhibit # 13, Michigan Civil Service Compensation Plan Section A, p.66 of 78 htips://www.michigan.gov/mdcs/
/media/Project/Websites/mdcs/COMP/SecAReportV2.pdf?rev=350268b8c9e54029b7f026ab 1e3dd550&hash=0E9
48FEESD109856086445BAABSEDCIB

* Exhibit # 13 Michigan Civil Service Compensation Plan Section A, p. 68 of 78
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HFA: General Fund And School
Aid Fund Ahead Of Projections

The General Fund and School Aid Fund estimated revenues are both
ahead of projections made during the May Consensus Revenue
Estimating Conference, the House Fiscal Agency August revenue report

said.

General Fund revenues were at an estimated $1.15 billion in August,
which is up roughly $12.1 million from the estimates during the May
Consensus Revenue Estimating Conference. On a yearto-date basis, the

estimated revenue is up by about $319 million.

Similarly, revenue estimates for the School Aid Fund are also up, coming
in at $1.4 billion, a $59 million increase from the projected amount. On
a year-to-date basis, the projected revenue was up $128.4 million from

last fiscal year's projections.

Cash collections from Michigan’s major taxes, penalties and interest, and
lottery transfers fotaled $2.7 billion last month, which is $141 million
more than August of last year. Year-to- date gross income fax, business

tax and insurance taxes were also higher, HFA said.
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Consumer Price Index Summary

Transmission of material in this release is embargoed until
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Technical information: (202) 691-700@ =+ cpi_info@bls.gov * www.bls.gov/cpi
Media contact: (202) 691-5902 * PressOffice@bls.gov

CONSUMER PRICE INDEX - AUGUST 2824

The Consumer Price Index for ALl Urban Consumers (CPI-U) increased .2 percent on a seasonally adjusted
basis, the same increase as in July, the U.S. Bureau of Labor Statistics reported today. Over the last 12
months, the all items index increased 2.5 percent before seasonal adjustment.

The index for shelter rose 0.5 percent in August and was the main factor in the all items increase. The
food index increased @.1 percent in August, after rising @.2 percent in July. The index for food away
from home rose @.3 percent over the month, while the index for food at home was unchanged. The energy
index fell 0.8 percent over the month, after being unchanged the preceding month.

The index for all items less food and energy rose @.3 percent in August, after rising 0.2 percent the
preceding month. Indexes which increased in August include shelter, airline fares, motor vehicle
insurance, education, and apparel. The indexes for used cars and trucks, household furnishings and
operations, medical care, communication, and recreation were among those that decreased over the month.

The all items index rose 2.5 percent for the 12 months ending August, the smallest 12-month increase since
February 2021. The all items less food and energy index rose 3.2 percent over the last 12 months. The
energy index decreased 4.0 percent for the 12 months ending August. The food index increased 2.1 percent
over the last year.

Table A. Percent changes in CPI for All Urban Consumers (CPI-U): U.S. city average

Seasonally adjusted changes from preceding month Un-
adjusted
12-mos.

Feb. Mar.  Apr. May  Jun. Jul. Aug. ended
2024 2024 2024 2024 2024 2024 2024 Aug. 2024

All items 0.4 0.4 0.3 0.0 -0.1 0.2 0.2 2.5
Food 0.0 0.1 0.0 0.1 0.2 0.2 0.1 24
Food at home 0.0 0.0 -0.2 0.0 0.1 0.1 0.0 0.9
Food away from home(y) 0.1 0.3 0.3 0.4 0.4 0.2 0.3 4.0
Energy 2:3 1.1 1.1 2.0 -2.0 0.0 -0.8 -4.0
Energy commodities 3.6 1.5 2.7 3.5 =37 0.1 -0.6 -10.1
Gasoline (all types) 3.8 1.7 2.8 3.6 -3.8 0.0 -0.6 -10.3
Fuel oil 1.1 -1.3 0.9 0.4 2.4 0.9 -1.9 -12.1
Energy services 0.8 0.7 -0.7 0.2 -0.1 -0.1 -0.9 3.1
Electricity 0.3 0.9 -0.1 0.0 -0.7 0.1 -0.7 3.9
Utility (piped) gas service 2.3 0.0 -2.9 0.8 2.4 -0.7 -1.9 -0.1

All items less food and energy 0.4 0.4 0.3 0.2 0.1 0.2 0.3 3.2
Commodities less food and energy commodities 0.1 -0.2 -0.1 0.0 0.1 -0.3 -0.2 1.9

https:ffwww.bls.gov/news.release/cpi.nr0.htm#:~:text=The%20all%...03.7%20percent%20for%20the%2012,0ver% 20the%20last%2012%20months Page 1 of 6
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New vehicles -0.1 -0.2 -0.4 -0.5 -0.2 0.2 0.0 -1.2
Used cars and trucks 0.5 -1.1 -1.4 0.6 -1.5 -2.3 -1.0 -10.4
Apparel 0.6 0.7 i.2 -0.3 01 -0.4 0.3 0.3
Medical care commodities(1) 0.1 0.2 0.4 1.3 0.2 0.2 -0.2 2.0
Services tess energy services 0.5 0.5 0.4 0.2 0.1 0.3 04 4.9
Shelter 04 0.4 04 0.4 0.2 0.4 0.5 5.2
Transportation services 1.4 1.5 0.9 -0.5 -0.5 0.4 0.9 7.9
Medical care services -0.1 0.6 0.4 0.3 02 -0.3 0.1 32
Footnotes

{1)Not seasonally adjusted.

Food

The food index increased 0.1 percent in August, after rising @.2 percent in each of the previous 2 months,
The index for food at home was unchanged in August. Two of the six major grocery store food group indexes
increased over the month while the other four indexes declined in August. The index for meats, poultry,
fish, and eggs rose 8.8 percent in August as the index for eggs increased 4.8 percent. The dairy and
related products index increased 8.5 percent over the month.

The nonalcoholic beverages index fell 9.7 percent in August, after rising 4.5 percent in July. The index
for other food at home decreased 0.3 percent over the month, the index for fruits and vegetables declined
9.2 percent, and the index for cereals and bakery products fell 0.1 percent in August.

The food away from home index rose 0.3 percent in August, after rising @.2 percent in July. The index for
limited service meals rose 8.3 percent and the index for full service meals increased 9.2 percent over
the month.

The index for food at home rose 0.9 percent over the last 17 months. The meats, poultry, fish, and eggs
index rose 3.2 percent over the last 12 months and the nonalcoholic beverages index increased 1.3 percent.
Over the same period, the index for other food at home rose 8.4 percent, as did the index for dairy and
related products. In comparison, the cereals and bakery products index fell @.3 percent over the year and
the fruits and vegetables index decreased 8.2 percent.

The food away from home index rose 4.8 percent over the last year. The index for limited service meals
increased 4.3 percent gver the last 12 months and the index for full service meals rose 3.8 percent over
the same period.

Energy

The energy index decreased 9.8 percent in August, after being unchanged in July. The gasoline index fell
@.6 percent over the month. (Before seasonal adjustment, gasoline prices decreased 2.7 percent in August,}
The electricity index decreased 0.7 percent over the month and the natural gas index fell 1.9 percent in
August.

The energy index decreased 4.8 percent over the past 12 months. The gasoline index fell 10.3 percent over
this 12-month span, and the natural gas index declined 8.1 percent. The index for fuel oil fell 12.1
percent over the same period. In contrast, the index for electricity increased 3.9 percent over the last
12 months.

All items less food and energy

The index for all items less food and energy rose ©.3 percent in August, after rising 8.2 percent in July.
The shelter index increased @.5 percent in August. The index for owners' equivalent rent rose 9.5 percent
over the month and the index for rent increased 0.4 percent. The ledging away from home index rose 1,8
percent in August, after rising 8.2 percent in July.

The airline fares index rose 3.9 percent in August, after declining in each of the previous 5 months. The
index for motor vehicle insurance increased 8.6 percent over the month. The indexes for education and
apparel also increased in August.

The index for used cars and trucks fell 1.0 percent in August, following a 2.3-percent decrease in July,

Over the month, the household furnishings and operations index fell 0.3 percent. The medical care index
fell 8.1 percent in August, after falling 9.2 percent in July. The communication index decreased 8.1

htlps:;’;’www.bls.gov!news,release[cpi‘nrD‘htm#:x:lexizThe%QOaH%...03‘7%20percent%20f0r%20the%2012,over%?Olhe%ZOlast%2012%20momhs Page 2 ol &
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percent in August, as did the recreation index and the personal care index. The index for new vehicles
was unchanged over the month.

The index for all items tess food and energy rose 3.2 percent over the past 12 months, The shelter index
increased 5.2 percent over the last year, accounting for over 7@ percent of the total 12-month increase
in the all items less food and energy index. Other indexes with notable increases over the last year
include motor vehicle insurance (+16.5 percent), medical care (+3.8 percent), recreation (+1.6 percent),
and education (+3.1 percent),

Not seasonally adjusted CPI measures

The Censumer Price Index for All Urban Consumers (CPI-U) increased 2.5 percent over the last 12 months to
an index level of 314.796 (1982-84=198). For the month, the index increased @.1 percent prior to seasonal
adjustment.

The Consumer Price Index for Urban Wage Earners and Clerical Workers (CPI-W) increased 2.4 percent over the
last 12 months to an index level of 3@8.640 (1982-84=108). For the month, the index was unchanged prior to
seasonal adjustment.

The Chained Consumer Price Index for A1l Urban Consumers (C-CPI-U} increased 2.4 percent over the last 12
months. For the month, the index increased 0.1 percent on a not seasonally adjusted basis. Please note
that the indexes for the past 18 to 12 months are subject to revision.

The Consumer Price Index for September 2824 is scheduled to be released on Thursday, October 19, 2024,
at 8:30 a.m, (ET).

Technical Note

Brief Explanation of the CPI

The Consumer Price Index (CPI) measures the change in prices paid by consumers for goods and services.,
The CPI reflects spending patterns for each of two population groups: all urban consumers and urban
wage earners and clerical workers. The all urban consumer group represents over 98 percent of the total
U.5. population. It is based on the expenditures of almost all residents of urban or metropalitan areas,
including professionals, the self-employed, the poor, the unemployed, and retired people, as well as
urban wage earners and clerical workers. Not included in the CPI are the spending patterns of people
living in rural nonmetropolitan areas, farming families, people in the Armed Forces, and these in
institutions, such as prisons and mental hospitals. Consumer inflation for all urban consumers is
measured by two indexes, namely, the Consumer Price Index for ALl Urban Consumers (CPI-U) and the
Chained Consumer Price Index for ALl Urban Consumers (C-CPI-U). The Consumer Price Index for Urban Wage
Earners and Clerical Workers {CPI-W) is based on the expenditures of households included in the CPI-U
definition that meet two requirements: more than one-half of the household's income must come from
¢lerical or wage occupations, and at least one of the household's earners must have been employed for
at least 37 weeks during the previous 12 months. The CPI-W population represents approximately 30
percent of the total U.S. population and is a subset of the CPI-U population,

The CPIs are based on prices of food, clothing, shelter, fuels, transportation, doctors' and dentists’
services, drugs, and other goods and services that pecple buy for day-to-day living. Prices are
collected each month in 75 urban areas across the country from about 6,880 housing units and
approximately 22,008 retail establishments (department stores, supermarkets, hospitals, filling
stations, and other types of stores and service establishments). All taxes directly associated with the
purchase and use of items are included in the index. Prices of fuels and a few other items are obtained
every month in all 75 laecations. Prices of most other commodities and services are collected every
manth in the three largest geographic areas and every other month in other areas. Prices of most goods
and services are obtained by personal visit, telephone call, web, or app collection by the Bureau's
trained representatives.

In catculating the index, price changes for the various items in each location are aggregated using
weights, which represent their importance in the spending of the apprepriate population group. Local
data are then combined to obtain a U.S. city average. For the CPI-U and CPI-W, separate indexes are
also published by size of city, by region of the country, for cross-classifications of regions and
population-size classes, and for 23 selected local areas. Area indexes do not measure differences in
the level of prices among cities; they only measure the average change in prices for each area since
the base period. For the C-CPI-U, data are issued only at the pational level. The CPI-U and CPI-W are
considered final when released, but the C-CPI-U is issued in preliminary form and subject to three
subsequent quarterly revisions.

hltps:,f,fwww.bIs.gov!news.re\ease,’cpi‘nrO.htm#:~:text:The%20aI|%...03.7%2Dpercenl%ZOfor%?Othe%20120ver%20the%20last%2012%20m0mhs Page 3 of 6
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The index measures price change from a designed reference date. For most of the CPI-U and the CPI-w,

the reference base is 1982-84 equals 188. The reference base for the C-CPI-U is December 1999 equals
180. An increase of 7 percent from the reference base, for example, is shown as 167.000. Alternatively,
that relationship can also be expressed as the price of a base period market basket of goods and
services rising from $100 to $107.

Sampling Error in the CPI

The CPI is a statistical estimate that is subject to sampling error because it is based upon a sample
of retail prices and not the complete universe of all prices. BLS calculates and publishes estimates
of the 1-month, 2-month, 6-month, and 12-month percent change standard errors annually for the CPI-U.
These standard error estimates can be used to construct confidence intervals for hypothesis testing.
For example, the estimated standard error of the l-month percent change is 8.03 percent for the U.5,
all items CPI. This means that if we repeatedly sample from the universe of all retail prices using
the same methodology, and estimate a percentage change for each sample, then 95 percent of these
estimates will be within 9.06 percent of the 1-month percentage change based on all retail prices. For
example, for a l-month change of 9.2 percent in the all items CPI-U, we are 95 percent confident that
the actual percent change based on all retail prices would fall between ©.14 and 8.2 percent. Far the
latest data, including infermation on how to use the estimates of standard error,

see www.bls.gov/cpi/tables/variance—estimates/home.htm.

Catculating Index Changes

Movements of the indexes from 1 month to another are usually expressed as percent changes rather than
changes in index points, because index point changes are affected by the level of the index in relation
to its base period, while percent changes are not. The following table shows an example of using index
values to calculate percent changes:

Item A Item B Item C
Year I 112.500 225,000 119.008
Year II 121.508 243.000 128,000
Change in index points 9.000 18.9080 18. 980
Percent change 9.0/112.506 x 100 = 8.0 18.0/225.000 x 109 = 8.9 18.9/110.000 x 100 = 16.4

Use of Seasenally Adjusted and Unadjusted Data

The Consumer Price Index (CPI) program produces both unadjusted and seasonally adjusted data.

Seasonally adjusted data are computed using seasonal factors derived by the X-13ARIMA-SEATS seasonal

adjustment method. These factors are updated each February, and the new factors are used to revise the

previcus 5 years of seasonally adjusted data. The factors are available at
www.bls.gov/cpi/tables/seasonal—adjustment/seasona1-fact0r5—2024.xlsx. For more information on data

revision scheduling, please see the Factsheet on Seasonal Adjustment at
www.bls.gov/cpi/seasonal—adjustment/questions—and—answers.htm and the Timelire of Seasonal Adjustment
Methodelogical Changes at www.bls.gov/cpi/seasonal-adjustment/timelinefseascnal—adjustment—methodology—changes.htm.

How to Use Seasonally Adjusted and Unadjusted Data

For analyzing short—term price trends in the economy, seasonally adjusted changes are usually preferred
since they eliminate the effect of changes that normally occur at the same time and in about the same
magnitude every year-such as price movements resulting from weather events, production cycles, model
changeavers, holidays, and sales, This allows data users to focus on changes that are not typicalt for
the time of year.

The unadjusted data are of primary interest te consumers concerned about the prices they actually pay.
Unadjusted data are alsoc used extensively for escalation purposes. Many collective bargaining centract
agreements and pension plans, for example, tie compensation changes to the Consumer Price Index before
adjustment for seascnal variation. BLS advises against the use of seasonally adjusted data in
escalation agreements hecause seasonally adjusted series are revised annually for five years.

Intervention Analysis

For example, this procedure was used for the motor fuel series to offset the effects of the 2089 return

htlps:;‘;‘www.bls.gov,’news.release/cpi.nrO,htm#:~:text:The%20all%,..03.7 %QOpercenl%20f0r%201he%2012,0vw%20the%20last%2012%20monlhs Page 4 of §
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to normal pricing after the worldwide economic downturn in 20@8. Retaining this outlier data during
seasonal factor calculation would distort the computation of the seasonal portion of the time series
data for motor fuel, so it was estimated and removed from the data prior to seasonal adjustment,
Following that, seasonal factors were calculated based on this “prior adjusted" data. These seasonal
factors represent a clearer picture of the seasonal pattern in the data. The last step is for motor
fuel seasonal factors to be applied to the unadjusted data.

For the seasonal factors introduced for January 2024, BLS adjusted 46 series using intervention
analysis seasonal adjustment, including selected food and beverage items, motor fuels and vehicles.

Revision of Seasonally Adjusted Indexes

Seasonally adjusted data, including the U.S. city average all items index levels, are subject to
revision for up to 5 years after their original release. Every year, economists in the CPI calculate
new seasonal factors for seasonally adjusted series and apply them to the last 5 years of data.
Seasonally adjusted indexes beyond the last 5 years of data are considered to be final and not subject
to revision. For January 2024, revised seasonal factors and seasonally adjusted indexes for 2019 to
2023 were calculated and published. For series which are directly adjusted using the Census
X-13ARIMA-SEATS seasonal adjustment software, the seasonal factors for 2023 will be applied to data for
2024 to produce the seasonally adjusted 2024 indexes. Series which are indirectly seasonally adjusted
by summing seasonally adjusted component series have seasonal factors which are derived and are
therefore not available in advance.

Determining Seasonal Status

Each year the seasonal status of every series is reevaluated based upon certain statistical criteria.
Using these criteria, BLS economists determine whether a series should change its status from "not
seasonally adjusted" to "seasonally adjusted", or vice versa. If any of the 81 components of the U.S.
city average all items index change their seasonal adjustment status from seasonally adjusted to not
seasonally adjusted, not seasonally adjusted data will be used in the aggregation of the dependent

series for the last 5 years, but the seasonally adjusted indexes before that period will not be changed.

For 2024, 36 of the 81 components of the U.S. city average all items index are not seasonally adjusted.
Contact Information

For additional information about the CPI visit www.bls.gov/cpi or contact the CPI Information and
Analysis Section at 202-691-7000 or cpi_info@bls.gov.

9/23/24, 6:28 AM

For additional information on seasonal adjustment in the CPI visit www.bls.gov/cpi/seasonal-adjustment/home.htm

If you are deaf, hard of hearing, or have a speech disability, please dial 7-1-1 to access
telecommunications relay services.

Table 1. Consumer Price Index for All Urban Consumers (CPI-U): U. S. city average, by expenditure category

Table 2. Consumer Price Index for All Urban Consumers (CPI-U): U. S. city average, by detailed expenditure category

Table 3. Consumer Price Index for All Urban Consumers (CPI-U): U. S. city average, special aggregate indexes

Table 4. Consumer Price Index for All Urban Consumers (CPI-U); Selected areas, all items index

Table 5. Chained Consumer Price Index for All Urban Consumers (C-CPI-U) and the Consumer Price Index for All Urban Consumers (CPI-U): U.S. city average, all

items index

ategory, 1-month analysis table

Table 7. Consumer Price Index for All Urban Consumers (CPI-U): U.S. city average, by expenditure category, 12-month analysis table

HTML version of the entire news release

https://www.bls.gov/news.release/cpi.nrO.htm#:~:text=The%20all%...03.7%20percent%20for%20the%2012,0ver% 20the%?20last%2012%20months
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CIVIL SERVICE COMMISSION
EMPLOYEE BENEFITS DIVISION

CY2024 GROUP INSURANCE BIWEEKLY PREMIUM RATES

EFFECTIVE JANUARY 1, 2024

For NERE & Bargaining Units: AFSCME, MCO, MSEA, UAW, SEIU Local 517M, Judicial Branch, and Non-Represented (Z60-289)

Yearly Cost
Employee

Employee
32820.68

38,502.04

$5.127.20

$8,760.30

Employee

$0.00
$0.00

$0.00

$0.00

Employee
$25.74
$51.48

PLAN NAME/CODE Option Employee State (80%) Total
[HAEX] State Health Plan PPO (Blue Cross) Employee Only $58.78 $235.11 $293.89
Employee & Spouse $132.25 $528.99 $661.24
Employee & Child (ren) $102.86 $411.44 $514.30
Full Family $176.33 $705.32 $881.65
PLAN NAME/CODE Option Employee State* Total
[HBCN] Blue Care Network Employee Only $112.68 $235.11 $347.79
Employee & Spouse $253.54 $528.99 $782.53
Employee & Child (ren) $197.20 $411.44 $608.64
Full Family $338.05 $705.32 §1,043.37
PLAN NAME/CODE Option Employee State (100%) Total
[VEYE] State Vision Plan Employee Only $0.00 $2.29 $2.29
Employee & Spouse $0.00 $5.15 $5.15
Employee & Child (ren) $0.00 $4.01 $4.01
Full Family $0.00 $6.87 $6.87
PLAN NAME/CODE Option Employee State (95%) Total
[DBEX] State Dental Plan Employee Only, $0.99 $18.83 $19.82
Employee & Spouse $1.98 $37.65 $39.63
Employee & Child (ren) $2.23 $42.36 $44.59
Full Family| $3.22 $61.18 $64.40

$57.98

* The State will pay up to 85% of the applicable HMO total premium

. capped at the dollar amount which the State pays for the same coverage option under the State Health Plan PPO.

$83.72




CIVIL SERVICE COMMISSION
EMPLOYEE BENEFITS DIVISION

CY2024 GROUP INSURANCE BIWEEKLY PREMIUM RATES

EFFECTIVE JANUARY 1, 2025

For NERE & Bargaining Units: AFSCME, MCO, MSEA, UAW, SEIU Local 517M, Judicial Branch, and Non-Represented (Z60-Z89)

Increase Biweekly Increase Yearly Yearly Cost

PLAN NAME/CODE Option Employee State (80%) Total (20% Inc.) Employee Employee Employee
[HAEX] State Health Plan PPO (Blue Cross) Employee Only| $67.92 $271.68 $339.60 $9.14 $237.64 e
Employee & Spouse| $152.82 $611.28 $764.10 $20.57 $534.82 D
Employee & Child (ren) $118.86 $475.44 $594.30 $16.00 $416.00 s
Full Family $203.76 $815.04 $1.018.80 $27.43 $713.18 by

PLAN NAME/CODE Option Employee State* Total (23.8% Inc.) Employee Employee Employee
[HBCN] Blue Care Network Employee Only $141.43 $271.68 $413.11 $28.75 $747.50 S
Employee & Spouse $318.22 $611.28 $929.50 $64.68 $1,681.68 82073
Employee & Child (ren) $247.50 $475.44 $722.94 $50.30 $1,307.80 38.08.00
Full Family| $424.29 $815.04 $1,239.33 $86.24 $2.242.204 e

PLAN NAME/CODE Option Employee State (100%) Total Employee Employee Employee
[VEYE] State Vision Plan Employee Only| $0.00 $2.20 $2.20 $0.00 $0.00 $0.00
Employee & Spouse $0.00 $4.96 $4.96 $0.00 $0.00 $0.00
Employee & Child (ren) $0.00 $3.86 $3.86 $0.00 $0.00 $0.00
Full Family $0.00 $6.61 $6.61 $0.00 $0.00 $0.00

PLAN NAME/CODE Option Employee State (95%) Total (8% Inc.) Employee Employee Employee
[DBEX] State Dental Plan Employee Only| $1.03 $19.58 $20.61 $0.04 $1.04 $26.78
Employee & Spouse $2.06 $39.16 $41.22 $0.08 $2.08 $53.56
Employee & Child (ren) $2.32 $44.05 $46.37 $0.09 $2.34 $60.32
Full Family $3.35 $63.63 $66.98 $0.13 $3.38 $87.10

? The State will pay up to 85% of the applicable HMO total premium,

capped at the dollar amount which the State pays for the same coverage option under the State Health Plan PPO.




Average Annual Salary per Forty-Forth Annual Workplace Report

Total Annual Increase in Health and Dental insurance Premiums

Qverail Net Increase

Overall Net As % Increase

Break Even Salary

9i30/2023

5% Raise 10/1/24

PPO BCBS: Net Im

PPO: BCBS & State|

HMO: BCN & State

Dental Dental
Employee Only -5238.68 -$748.54
Employee & Spouse -$536.90 S108376
| Employee & Child (ren) -$418.34. $1.310.14
Full Famil -$716.56 L2562
PPO: BCBS & State| HMO: BCN & State

Dental Dental
Employee Only $3,402.37 280251
Employee & Spouse| 10415 195728
Employee & Child (ren) $3222.711 3233091
Full Famil 3282449 3120543

PPO: BCBS & State

HMO: BCN & State

Dental Dental
Employee Only 4.672% 3.972%
Employee & Spouse| 4.263% 2.688%
Employee & Child (ren) 4.426% 3.201%
Full Family| 4.016% T916%

Average Annual Raise (5%)
Less Increase in Annual Premium

Net Increase

As a Percentage of Annual Salary

HMO BCNS: Net Impact Calculation Full Family Coverage

Average Annual Raise (5%)
Less Increase in Annual Premium

Net Increase

As a Percentage of Annual Salary

ct Calculation Full Famil

PPO: BCBS & State

HMO: BCN & State

Break Even Example Calculation Including Dental (Full Family with HMO BEN

Dental Dental
Employee Only| ATT3.00 4 20,
Employee & Spouse Aoz, il
Employee & Child (ren) $8,366.80 320280
Full Family| AR i

Annual Salary

Raise (5%)
Less Increase in Annual Premium

Net Increase

As a Percentage of Annual Salary




PPO BCBS: Net Impact Calculation Full Family Coverage

Average Annual Raise (5%) $ 3641.05
Less Increase in Annual Premium $ (713.18)
Net Increase $ 292787

As a Percentage of Annual Salary 4.021%

HMO BCNS: Net Impact Calculation Full Family Coverage

Average Annual Raise (5%) $ 3,641.05

Less Increase in Annual Premium $  (2,242.24)
Net Increase $ 1,398.81

As a Percentage of Annual Salary 1.921%




Break Even Example Calculation (Full Family with HMO BCN})

Annual Salary $ 44,844.80

Raise (5%) $ 224224

Less Increase in Annual Premium $ (2,242.24)
Net Increase $ -

As a Percentage of Annual Salary 0.000%

Anyone making less than the salary amount above that elects full family coverage on the HMO BCN will have an
overall net decrease.

Break Even Example Calculation Including Dental {Full Family with HMO BCN)

Annual Salary $ 4491240

Raise (5%) $ 2,246.82

Less Increase in Annual Premium $ (2,245.62)
Net Increase $ -

As a Percentage of Annual Salary 0.000%

Anyone making less than the salary amount above that elects full family coverage on both the State Dental Plan
and the HMO BCN will have an overall net decrease.



Understanding HMO Insurance Premium Rates

The state share is required to be 85% of the total HMO premium capped at the dollar amount of the state share forthe same coverage level under the SHP PPO.
Employees are responsible for paying 15% of the HMO premium plus any amount above the cap. Premium cost shares are determined through collective
bargaining and the coordinated compensation process.

HMO rates are determined by the carrier based on thelir anticipated costs including medical, prescription, and behavioral health and substance use disorder claim
expenses for the coming calendar year. In 2022 all of the HMOs reached the point where the state share of the premium met the cap. For the first time since 2015
the SHP PPO premiums will increase. HMO rates, which have gone up in recent years under the HMO-premium formula, will also increase but the employee share
will be offset some due to a higher SHP PPO cap for plan year 2025. For HAP, the employee share will decrease and for BCN the employee will share increase.
Premiums for each benefit plan are located on the Insurance Rates webpage.

CY2025 Biweekl

Premium Share

CY2025
employee
SHP PPO HMO cost
Total HMO state premium |  over SHP 2] B o)l
Blue Care Network |premium (state| 86% of total |(cap) -the most|  PPO cap 8% oftonl | f s | employee m“f’““ h“
(BCN) and employee | HMO premium | the state can | (difference | HMO premium | ploy eMPIgYRY share
{] MO premium | premium rate | from between
shares) pay for the between 85%
HMO and PPO cap) + HMO cost CY24 to CY25
P over SHP PPO
cap)
Employee Only $413.11 $351.14 $271.68 $79.46 $61.97 $14143 $112.68 $28.75
Employee and Spouse $929.50 $790.08 $611.28 $178.80 $139.43 $318.22 $253.54 $64.68
Employee and Child(ren) $722.94 $614.50 $475.44 $139.06 $108.44 $247.50 $197.20 $50.30
Full Family $1,239.33 $1,053.43 $815.04 $238,39 $185.90 $42429 $338.05 $86.24
CY2025 Biweekly Premium Share
CY2025
employee
SHP PPO HMO cost
y Total HMO state premium |  over SHP RIWNI Tate - IBIW:““I'
Health Alliance premlum (state | 85% of total |(cap) - the most|  PPO cap 15% of total nereaso.n
and employee | HMO premium | the state can | (difference | HMO premium [ {157 of total employee  femployee share
Plan (HAP) ompiey P 5 P HMO premium | premium rate | from between
shares) pay for the between 85%
HMO and PPO cap) + HMO cost CY24 to CY25
over SHP PPO
cap)

Employee Only $376.25 $319.81 $271.68 $48.13 $56 .44 $104.57 $123.67 -$19.10
Employee and Spouse $846.56 $719.58 $611.28 $108.30 $126.98 $235.28 $278.27 -$42.99
Employee and Child(ren) $658.44 $559.67 $475.44 $84.23 $98.77 $183.00 $216.43 -$33.43
Full Family $1,128.75 $959.44 $815.04 $144.40 $169.31 $313.71 $371.03 -$57.32
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Projected inflation rate U.S. 2010-2029 | Statista 10/9/24, 1:24 PM

Source: https://www.statista.com/statistics/244983/projected-inflation-rate-in-the-united-states/

Projected annual inflation rate in the United States from 2010 to 2029

© Additional Information

© Statista 2024 ®

Show source @
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Projected inflation rate U.S. 2010-2029 | Statista 10/9/24, 1:24 PM

Source

= Show sources information

= Show publisher information

- Use Ask Statista Research Service

Release date
April 2024

Region
United States

Survey time period
2010 to 2029

Supplementary notes
* Projected.

Open this statistic in...
Spanish

Citation formats
-+ View options

U.S. projected annual inflation rate 2010-2029
Published by Statista Research Department, Aug 21, 2024

The inflation rate in the United States is expected to decreaseto 2.1 percent by 2029. 2022
saw a year of exceptionally high inflation, reaching eight percent for the year. The data
represents U.S. city averages. The base period was 1982-84. Ineconomics, the inflation rate
is a measurement of inflation, the rate of increase of a price index (in this case: consumer
price index). It is the percentage rate of change in prices level over time. The rate of decrease
in the purchasing power of money is approximately equal. According to the forecast, prices

https:/fwww.statista.com/statistics/244983/projected-inflation-rat..ation%20rate%20in%20the,data%20represents%20U.5.%20city%20averages Page 2 of 2
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Staffing Crisis Spotlight

Charles E. Egeler Reception and Guidance Center

The Charles E. Egeler Reception and Guidance

Center (RGC), a state prison in Jackson, Michigan, is &t
in a severe corrections officer staffing crisis. The '
current workforce of officers at this prison has an
alarming vacancy rate of 32%. The prison is 85
officers short of the required 270 officers that it is
supposed to have, resulting in the remaining officers
working an excessive, unsustainable amount of
overtime. This staffing crisis is not a new issue at this |
prison, it has been ongoing for several years and is
worsening.

To put this in perspective, over the two-week period from June 25, 2023 to July 8, 2023, there
were 711 overtime shifts worked at this prison. The majority of these overtime shifts were
“double shifts", which means the officers worked 16 hours that day.Ofthose 711 overtime
shifts, 348 of them were mandatory double shifts where the corrections officers were forced
to stay at work. Of those 348 mandatory overtime shifts, 80 of themwere in violation of the
32-hour rule, which is a safeguard policy to keep corrections officers from being forced to
work overtime on consecutive days. The number of mandatory ovatime shifts would be far
higher, but many officers are forced to volunteer for double shifts the dlay before family events
in an attempt to avoid mandatory overtime the day of the event.

The staffing crisis is taking a heavy toll on the corrections officers at inaRGC prison. Several
of them gave examples of how it is impacting their lives.

“Nothing can be planned ahead of time outside of work. You go lo work stressed out because
you are pretly sure you're going to be mandated to work a double shift every other day at
minimum. Driving home after being mandated is stressful because yots're tired and know that
you have to go straight to sleep when you get home so you can go back to work the next
morning. Then

you're exhausted driving to work and all the next day at work. How g before somebody
dies because of all of this? Be it at work or driving in their vehicle? This whole thing is
jeopardizing the lives and the safety of myself and my coworkers, ol tomention the safety of
the institution and the public. Family life? Forget about it."

I feel wore down and not 100% while doing my job, which puts myseif and others al danger.
I'm tired while driving and hardly see my family. | don't have time fora healthy family fife. I'm
looking for a new job because my health and family is worth a lot mose than this.”

‘I miss a ton of time with my daughter, she has to stay at her grandparents a lot. If it wasn't

for them, | wouldn't be able to

continue this job. I'm exhausted almost 24/7. My off days are consciered rest days and | end
up getting behind on things in my persona{ life. f Fhfnff the' ov.erﬁme is a big contributor to the
divorce I'm going through right now. I'm still Iopkmg into finding qnother ob, and as soon as |
can, | plan on getting out. | gave 8 years to this department, but it's a0t worth the mental or

physical stress.”

“ don't see my kids for a week at a lime, my wife always says she feel s ike a single mother
and how lonely she is.. "



The Michigan Department of Correclions has focused on their recrvitment efforts, yet for the
past several years the number of officers that have left the ranks his teen greater than the
number of newly hired officers. The most recent Corrections Officer Academies for new
officers have only had approximately 50% of the seats filled, whichwilllikely result in another
net loss of officers al the end of this year. There are currently 920 corrections officer
vacancies statewide in the MDOC, and that number is growing.

The carrections officer staffing crisis in Michigan prisons needs immediate attention, it is
impacting the health and safety of the current officers, the prisoner populalion, and citizens of
Michigan. These officers take pride in their work, even though most of

the public is unaware of what they do and how well they do it. Weare asking all of our
Michigan legistators to take notice of this long-standing crisis and act on current legistation
that will help address the long-term recruitment and retention of siele corrections officers in

Michigan.

Proudly representing Corrections Qfficers and Forensic Security Assistants for over fifty years.

Michigan Corrections Organization
421 W, Kalamazoo St
Lansing. M| 49833
Linited Stales

oo arera rcawed g 2skage oe yor Sowish oo Jf)!]_f,](’.r AR BRI | “vo2 zase
unsubscribe



MSP Director: Smaller Applicant Pool Is 'A Little Bit More Challenging'

Department of ‘State Police Director Joe Gasper said Tuesday the agency conlinues to deal with the challenge of a
decreased applicant pool as it seeks to recruit more troopers to work for the siate.

Gasper said when he came into the MSP 25 years ago the typical size of an app licant pool would be between 3,000
and 5,000 people. Nowadays, there's been a dramatic decrease. Gasper said the average pool is between 500 to 600
people, which he said poses a challenge.

But Gasper said he is copﬁdent the MSP is still attracting "the best and brighies!" through various recruitment
programs, to get people into the pipeline to become troopers.

Some of the programs the MSP is hoping will generate interest include the exploter program, which prepares
possible recruits for the program when they reach an age when they can apply forit. State troopers must be 21
years old, but the explorer program is available for people who are in or graduated from high school.

Gasper, speaking to reporters Tuesday, thanked the Legislature and Governo! Gretchen Whitmer for the
investments made into the MSP in the 2023-24 fiscal year budget. Sen. Kevn Hertel (D-St. Clair Shores) was

present at the meeting,
"There is a $4.2 million investment, for hire, training 50 new troopers," Gasper said.

This could lead to 170 new troopers being hired. Gasper said this was needed because 25 years ago, they had a
class of people who are now going to be, if not already are, eligible for retiremznt,

"It's very important that we're able to have people ... to fill those positions that people are leaving and we're very
lucky we can grow a little faster," Gasper said. "We've also seen other financial investments from the governor and

Legislature that have allowed us to operate this facility and continue upgradirg this facility."

Gasper said the upgrades to the facility were important for the MSP to turn o "modem police training" for both its
recruits and any police departments that may turn to them for training.

Gasper said the current class of recruits is a majority white and male dominated class. When asked as to why the
MSP has failed to recruit more women and people of color, Gasper said the depariment is looking to build further
relationships with individuals within these communities, rather than targeting "the masses."

"If we just recruit the person that's in front of us, one at a time, then others wil follow and that's a little bit of a

slower process," he said.

Programs like the explorer program, Gasper said, other cadet programs and exposing younger generations in
"diverse communities” to officers is how they are going about doing that.

leased an overview of police union contracts in nine Wichigan cities and the MSP, where
they detailed parts of clauses where officers may receive extra protection thatcivilians would not, such as the
expungement of disciplinary records or how an integration of an officer/trooper may be conducted. The MSP gives
troopers 15 days to file a written grievance after being disciplined and all written reprimands are destroyed within

On Tuesday, MLive re

two years of filing.

When probed about the article, Gasper said union contracts are complex and that unions are concerned about
troopers being able to provide the best service possible.

he average citizen and the rights that the average citizen has, we need to make sure that

"The same way we protect t
to those that are involved in the union, " he said.

we're providing the same rights and patience



Performance bonuses paid to Michigan state
government workers quadrupledin 2021

Paul Egan | Detroit Free Prass
3 hours ago

R,

Watch Video: Biden, Xi mee.t.as US-China chasm widens

LANSING — Performance bonuses paid to mostly higher-ranking stateof Michigan employees
quadrupled in 2021, records show, amid a vastly improved state budget outlook from a year
earlier.

The state paid 1,546 employees just over $5.6 million in one-time, lump-sum bonuses during
the fiscal year that ended Sept. 30, according to records the Free Prass obtained undar
Michigan's Freedom of Information Act.

That is up sharply from the 265 state employees who received just under $1.4 million in one-
time bonuses in 2020, the records show.

"From a budget perspective the revenue picture improved greatly from FY (fiscal year) '20 to Fy
'21," said Kurt Weiss, a spokesman for the Department of Technology, Maragement and
Budget, when asked to explain the surge in cash bonuses to certain man agers, supervisors and
information technology workers.

Weiss said the payments were not drawn from federal coronavirus relef funding — either the
$6.5 billion the state is receiving under the American Rescue Plan or the more than $3 billion
the state received earlier, under the Coronavirus Aid, Relief, and Economic Security (CARES) Act
of 2020. State income tax and sales tax revenues have also exceeded forecasts and Weiss said
the total cost of performance pay represents only a fraction of the stae' s civil service payroll of
about 56 billion.

But state government was forecasting dire budget deficits early in 2020, hefore the
unprecedented surge of federal cash was released. Much of the boostir state sales tax and
income tax revenues was tied to federal stimulus checks and unprececented unemployment
insurance payouts, largely funded by the federal government, and Weaiss dpes not deny that
federal aid and Michigan's dramatically improved budget picture are sirongly linked.



Amid the pandemic, the payments are controversial from a fairness peispective. Only about
3,000 of the state's roughly 50,000 workers are eligible for performance pay, and those
members of the classifled civil service tend to be already high-level andrelatively highly paid —
receiving annual salarles of at least $91,489.

Employees in the performance pay program can get increases in ther base pay above what
other state employees get, one-time bonuses in the form of lump sum payments, or a
combination of both. The average honus the state paid in 2021 was $3,626,

Unionized employees are not eligible for the bonuses and most norwnion employees are not
eligible, either.

"It feels like picking winners and losers," said Jeremy Tripp, executive director of the Service
Employees International Union, Local 517M, which represents more than 4,000 state
employees in scientific, engineering and technical jobs, as well as exeminersand other workers
at the Michigan Unemployment Insurance Agency.

Tripp said his members include state lab workers who were under extreme pressure to process
rapid and accurate results for tens of thousands of COVID-19 swab tests, especially early on in

the pandemic, and highway workers who stayed on the job when few others were working and
did not even have restrooms they could use during breaks because all the restaurants and other

public restrooms were closed.

Though there has been some hazard pay or other special pay approved for state corrections
officers and nurses because of the pandemic, Tripp said requests for recognition pay for his
members and members of many other state employee unions have beenrejected.

"We don't begrudge anybody, and we know there's a lot of people doing lot of hard work
across the state, but we wish that it would be applied evenly to foks," Tripp said. "We can't just
stop at one group of people and pat ourselves on the back and move forward.”

Introduced in the early 1980s under former Republican Gov. William Mil llenand revamped in
the 1990s under former Republican Gov. John Engler, performance payinMichigan was halted
in 2003 by Engler's successor, Democratic Gov. Jennifer Granholm, who cited “continued
deterioration in state budget conditions" during the depths of a tecession. Prior to the sharp
uptick in bonuses in 2021, it had been making a slow comeback in tecent years, as state

government's financial fortunes improved.

Proponents say the bonuses are needed for employee recruitment and retention, especially in
certain hard-to-fill jobs.

The bonuses are at the discretion of each department, and do not requresignoff from the state
Budget Office as long as departments stay within their overall budgels

Under state rules, performance bonuses cannot exceed 5% of aneligkle employee's salary
without getting signoff from the state personn el director. None cf the 2021 bonuses exceeded
5% of salary, said John Gnodtke, a spokesman for the Civil Service Connisiio



Eight of the nine biggest bonuses the state paid in 2021 — rangingfion 59,217 to 513,398 —
went to state psychiatric managers and directors.

The Michigan Civil Service Commission withheld the names of sevenofthose eight psychiatric
managers from its response to the Free Press FOIA request, citing 3 section of the Corrections
Code that exempts the personnel records of employees of the Center for Forensic Psychiatry in
Washtenaw County, where all seven of them work, as well as the personnel records of
Corrections Department employees, from FOIA. The Free Press is appe ing that refusal.

The state employees receiving the highest bonuses whose namesviere released pursuant to
the FOIA request were: Dr. George Mellos, a senior executive psychiitricdirector with the
Michigan Department of Health and Human Services, who received $10,718; state Personnel
Director lanine Winters, who received $9,559; and Senior Chief Dap uty Directars Kenneth
McFarlane, Lewis Roubal and Jeffrey Guilfoyle, who work for the Department of Agriculture and
Rural Development, DHHS and Treasury, respectively, and who eachreceived $8,298.

Though now common at all levels of government, performance payint the public sector was
contentious long before the pandemic. Unlike the situation in theprivatesector, the
performance of nearly all state agencies and those who work inside them cannot be measured
in corporate financial terms, such as revenue growth or profit earned, potentially making
performance appraisals more complex and less reliable. Studies havashown that when
employees do not have strong confidence in the integrity of an appraisal system, it is not useful
as either a motivator or a way of improving morale.

DTMB issued the highest number of bonuses in 2021, with 611 bonuses totaling $1.9 million. Of
those, 458 bonuses totaling $1.3 million went to information technology workers who have
been included in the pay-for-performance program since 2015 as away of attracting and
retaining high-tech workers, officials said.

The highest average bonuses — $5,976 — were paid by the Attorney General's Office.

"Over the course of the pandemic, staff at the department have been subjected to a hiring
freeze and layoff days that resulted in pay reductions,” said Lynsey Mukomel, a spokeswoman

for Attorney General Dana Nessel.

"Meanwhile, our employees are asked to work on the most significant and legally complex
cases and initiatives in the state, including complaints seeking millions of dollars. Great
expertise is required or the state risks losing a tremendous amountofim oney. As workloads
increase and we continue to have difficulty filling critical positionsinthe department, we must
use additional tools to help compete with the private sector to recrit andretain the best

attorneys we can.”

The percentage of employees who were eligible to receive lump sum bonuses who actually
received such honuses ranged from a low of 14% at the Department of Licensing and
Regulatory Affairs to a high of 100% at Agriculture and Rural Development, Health and Human
Services, and the Department of State, officials said.



But officials at several departments said that when the other elemeat of performance pay is
included — pay increases as a reward for performance — all or close toall of their eligible
employees received performance pay increases In 2021.

At the Civil Service Commission, for example, where 39 employeesreceived lump-sum bonuses
totaling $172,931, all 11 other eligible employees who stayed with the agency thraugh the end
of the fiscal year received performance bonuses in the form of increisestotheir base pay,
Gnodtke said.

"t think that you can accurately say that 100% of our eligible employees employed at the end of
the fiscal year received some form of bonus," he said.

At the Department of Environment, Great Lakes and Energy, 72 employees were ealigible for
performance pay and 70 of those received either a lump sum bonus, a performance-related pay
increase, or a combination of the two, said Hugh McDiarmid Jr., aspekesman for the

department.

John DeTizig, labor relations director for the Michigan Association of Governmental Employees,
which represents about 2,000 state managers, supervisors and executive assistants who are not
part of a union, has members who are eligible for performance pay and others who are not.

He said his assaciation recently successfully pushed to have physican managers included in pay
for performance, along with psychiatrist managers who were included e arlier, because of
recruttment and retention problems in that area.

Asked whether he thought still more state employees should beincluded in the perfarmance
pay program, DeTizio said: "You could always tie everybody into it, but then nobody would get

anything."

Contact Paul Egan: 517-372-8660 or pegan@freepress.com. Follow himon Twitter
@paulegand. Read more on Michigan politics and sign up for our elections newsletier.
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Staffing shortages impact operations
at Michigan’s prisons
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LANSING, Mich. (WILX)  Prisons in Michigan ara facing stalfing shorlages that corractions officers
say threaten their daily operations

ke many other industries, the Michigan Department of Conrections said they are seeing ‘significant
acancies for officers across the state

3 NMobert Cotton Correctional Facility in Jackson is a local state prison in need of more corractions

Sfficers. Their union, the Michigan Corrections Organization, called their current naed a "severe
staffing crisis
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“Like many employers, the MDOC is facing signifiicant staffing prossures
some communities. Tus has a direcl impact on our current emiplayees, who
must consistently answar the cafl to ensure that our facihties can operate

The MDOC has underlakon a vauely of efforts 1o addrass stalfuiy over the
fast few years, motudarg mvesting record funding into recruiting around the
state, operabing quarterly comrections officer acadernies, changing to a 12-
four sfult schedule at some faciiihes, offering retention bonuses, and
recertifying forver corrections officers who woik for the MDQOC in other
roles to work voluntaty overtime. These steps have helped us reach staffliiy
stabity at some prisons, but tha Depariment contuwias Lo face very real
chaltonges wfatea to staffing m the current enveonmant at others.

Fhe Legisfature and MDCC recently agreed to S12m w recintment and
ratanticns honuses 10 the upcoming fiscal year for corrections officers. The
goal of these ncentives s o atfract new candidates. while increasing the
releition of chnent emplayees, with a focus on those i the fiest three years
A then caserwidh the MDOC The Nepartimeant f1as &iso insasied i tnyng (o
e the waarkng enviromnent, aduipment. andd expenence of cinployees
to mimreaza relontn, whith s an ongomg cifont al it prsons

Ihe Depaitment 15 appeaciitive of the hard work of our enmypaloyees witrd e
ansunng that o facibhies continwe to ran salely and elfectively even as
staffing prasents a sericus chaflenge at nrany pusons  the MDOG wilt
_ontieue o engacge vl o employoees, prespsctizg amployees. the
Cagislati: and athers to develco andmplemant shiategies (o suppot! o

ataff and operabions
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Dems, Unions Open Push For More Public Sector Workers

There are nearly 1 million vacancies in the public service sector inMichigan, and elected
officials and members of AFSCME are encouraging people to fill open positions during the
"Staff the Front Lines" bus tour.

Lt. Governor Garlin Gilchrist 11 joined members of AFSCME and Rep. Jim Haadsma (D-Battle
Creek) and Sen. John Cherry (D-Flint) in Flint on Friday to promate jobs in public service.

"Democrats in Michigan, who are in the majority for the first timein 40 years, are committed to
making sure that Michigan is an amazing place for public sector employees to be their best, to
have a career, to retire with dignity with everything that's been promised to them," Gilchrist said
at a Lansing event. "We also have committed to restoring worker profections and rights in a way
that no state has done in America in decades because we want to make sure that it's unequivocal
that Michigan is the best place to work, grow, retire and live. ... When we make this
commitment, we make it real with policy and real with investments.”

Michigan has opportunities in a variety of different public sector jobs, Gilchrist said.

"What we're looking to highlight when we talk about the crisis, because it is a big number, but
we really see this as an opportunity to recruit,” he said. "There's 4 big opportunity to open up a
whole new class of people from all walks of life. All skill levels, all education levels. I see that
the public sector as a place to come and make a difference.”

AFSCME Secretary Treasurer Elissa McBride said that her organization, along with state
partners, was laying out a plan to recruit and retain the next generation of public service workers.

"We're encouraging qualified, passionate, skilled workers to join us in public service, and we're
supporting policies that make these jobs good jobs," she said.

Gilchrist said that the state is doing policy work to make Michigana better place for all workers,
such as rolling back the tax on retirement income.

"The policy that we've done thus far this year has been a demonstration of restoring respect for
people who work in organized labor fields," Gilchrist said.

Jacob Brown of the Department of Natural Resources said one ofthe biggest challenges for
public sector employees, especially in the DNR, is turnover.

"Parks is all about passion. They're passionate about it, and then they figure out they can't feed
their families with this," he said.

He said the state could help address the problem by providing pensionsand additional funding to
make seasonal employment year-round work.

AFSCME Council 25 President Lawrence Roehrig said he felt confident that Michigan was
entering a time of progress for public sector employees.

"There was a time 10 years ago when we wouldn't be out here having this press conference
because we wouldn't be allowed to have this kind of discusston knowing that we can deliver on



our promise to let people know that being a public employee or public service provider does not
make us persona non grata anymore in the state of Michigan," he said. "It's okay to be a
comuunity activist and a leader. It's ok to have a job that has good benefits and provides a
service to your community. ... We're trying to match jobs to people who want to be part of this
solution."

Public sector work is evolving, and one of the conversations is how state workers and other
employees fit into the fabric of cities that built up around them post-pandemic, like Lansing,
Gilehrist said.

“'hat continues to be an evolving conversation," he said. "Work nermis are different, and [ don't
think we should pretend like they're going to snap back to what they were in2019 ... acity like
Lansing, and many of our cities that have a lot of public sector employees working in their city
cenlers, are trying to understand what this reality means for them and what it means for the small
businesses that support those workers."

Cities need to have the infrastructure and public spaces that make people want to spend time
there.

"That's where those vibrant communities are going to make places (hat people actually want (o
tive," Gilchrist said. "Just like we worked with folks to try to get through the pandemic, we're
going to work with them to understand what this new reality is, and [ think the investments that
we've committed to in terms of the revitalization and placement grantsant things like that the
state is doing. ... | think an example of part of our solution to that is community investment and
investing in communities differently.”
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Compensation Plan Section A

Salary Pay Job Job 10/01/2024 10/01/2024
HRMN Position Description Grade Core Pos Code Schedule Unit Exempt Class Plan Shift Cat Class Minimum Maximum
Corrections Medical Unit Ofr-E E10 CRMDOFRE C12-003 C12 N H BWN3 Y 4 CL1 $23.13 $34.94
Corrections Officer Non Career N CORONON C12-001P (12 N H BWN3 Y 4 CL1 $23.56 $32.94
Corrections Officer-E 8 CORROFRE C12-001 Cc12 N H BWN3 Y 4 CL1 $22.77 $31.55
Corrections Officer-E E9S CORROFRE C12-001 C12 N H BWN3 Y 4 cLu $23.56 $32.94
Corrections Program Coord-A 12 CORPCDRA W22-041 w22 N H BWNI1 Y 2 CL2 $27.21 $37.24
Corrections Program Ceoord-E 9 CORPCDRE W22-007 W22 N H BWN1 Y 2 CL2 $25.14 $31.25
Corrections Program Coord-E 10 CORPCDRE W22-007 w22 N H BWN'1 Y 2 cLz2 $24 11 $32.83
Corrections Program Coord-E P11 CORPCDRE wz2-007 waz N H BWN1 Y 2 cL2 $25.84 $34.68
Corrections Qmhp-A 12 CORQMHPA  NERE-310 Y99 Y H BWE1 Y 2 CL2 $35.96 $53.34
Corrections Qmhp-A 12 CORQMHPA  W22-105 w22 Y H BWEH1 Y 2 CL2 $35.62 $51.99
Corrections Qmhp-E 9 CORQMHPE NERE-318 Y99 N H BWN2 Y 2 CL2 $31.22 $38.67
Corrections Qmhp-E 9 CORQMHPE W22-092 w2z N H BWN1 Y 2 CL2 $31.22 $38.67
Corrections Gmhp-E 10 CORQMHPE NERE-318 Y99 N H BWN2 Y 2 CLz2 $31.94 $43.50
Corrections Qmhp-E 10 CORQMHPE  W22-092 w22 N H BWN1 Y 2 CL2 $31.94 $43.50
Corrections Qmhp-E P11 CORQMHPE  NERE-318 Y99 Y H BWE1 Y 2 CL2 $33.75 $46.67
Corrections Qmhp-E P11 CORQMHPE W22-092 w22 N H BWN1 Y 2 CL2 $33.75% $46.67
Corrections Resident Rep E10 CORRSREP C12-005 C12 N H BWN3 Y 5 CL1 $20.31 $36.67
Corrections Security Inspector 13 CORSCISP NERE-131 Y51 Y H BWE1 Y 4 cL1 $30.77 $45.17
Corrections Security Rep E10 CORSCREP C12-005 C12 N H BWN3 Y 5 CL1 $20.31 $36.67
Corrections Shift Supv-1 11 CORSPV1 NERE-127 Y51 N H BWN2 Y 4 CL3 $25.77 $37.57
Corrections Shift Supv-2 12 CORSPVZ NERE-130 Y51 N H BWN2 Y 4 CL3 $28.97 $41.01
Corrections Shift Supv-3 13 CORSPV3 NERE-131 Y51 Y H BWE1 Y 4 CL3 $30.77 $45.17
Corrections Trnsprtatn Ofcr-E E10 CORTOFRE C12-003 c12 N H BWN1 Y 8 CL1 $23.13 $34.94
Dairy Industry Scientist-A 12 DRYISCIA H21-009 H21 Y H BWE1 Y 2 CcL2 $30.54 $44 52
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/A Weuse cookies and similar technologies on this site to enhance functionality, analyze traffic and usage, and deliver personalized content. | Learn More (/legal/privacy-controls/) 1 Accept

“v Click or scroll to view upper level job(/research/salary/benchmark/pharmacist-manager-salary/mi)

Q, Search More Jobs
@ Change City~

How much does a Pharmacist make in Michigan? The average Pharmacist salary in Michigan is $148,681 2s of September 25, 2023, but the range typically falls between $140,086 and $158,364. Salary ranges can vary
widely depending on the city and many other important factors, including education, certifications, additional skills, the number of years you have spent in your profession.

View Minimum Wage Values in Michigan © (https://www.salary.com/research/minimum-wage/michigan)

Pharmacist Salary in Michigan £ Change Country ¥

@ Develop a Job description (https://www.salary.com/resources/how-to/how-to-manage-job-descriptions/?s=cd_salar &job=F i i )
@ Pay Equity (https://www.salary.com/resources/how-to/5-tips-fo~ azhioving-pay-equity/?s=cd_salar &job=Phar istd ion=MI) @ Job skill Model (https://www.salary.com)
0 Salary Grading Scale _"_....Gn_..._is_i..ﬁﬁQ.ﬂﬂgag?é-%ms%ﬁ*ﬁmwgﬂwmﬂﬁﬂﬁﬂm ; .Bﬂom_my.mu_ua.\ mi)
@ Pay Strategy (https://www.salary.com/blog/crafting-the-perfect-pay-strategy-within-budget-constraints/?s=cd_salaryseodjob=Pharmacisté&l i )
What should | Pay ?
Employers Price a Job>
Salary  Salary+Bonus  Benefits  Salary Cal (https:/f lary.com/ total-salary )

Based on HR-reported data: a national average with a geographic differential @

Fharmacis?  hose = X/ 67/

N..w-.q.!._.z,mwrgﬁﬁun«. » = \h&\\\ﬂ&
Phomacist” Divetor = /94, 903

https:/www.salary.com/research/salary/benchmark/pharmacist-salary/mi 114
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10% 25% S0 Median) 75% 90%
$132,261 $140,086 $148,681 $158,364 $167,181

H Didn’t find job title? Click ﬁ

¥
[
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[
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'
[
'
)
'
!
I
[
v
¥

(/research/salary/benchmark/pharmacist-manager-salary/mi)

Employers: Find Surveys For This Job (https://www.salary.com/swz-request-demo?s=cd_salaryseo_survey& T3] €07000011&location=M1) (3
Employers: Price Your Company Jobs {https:// lary.col panalyst?s=cd_salar job=Ph istdd i ) [©]
Employees: View your Salary (https://www.salary.com/tools/salary-calculator/pharmacist/mi) ©]

You may get higher pay by adjusting the following factors:

Location v Years of Exp. ¥ Education v Direct Reports v Performance v Other v
Change Search Criteria
Q Enter a job title or keyword © Enter a city orzip code Search

Check out Pharmacist jobs in Michigan

Staff Pharmacist

Apply Now
Gibson Pharmacy - Athens, TX PEY
Clinical Pharmacist

Apply Now

Allmed Staffing Inc - Blank, MD

https:/iwww.salary.com/research/salary/benchmark/pharmacist-salary/mi 214
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Part-Time Staff Pharmacist
Costco Wholesale #103 - Clarkston, WA Apply Now

Specialty Pharmacist
fessional Arts Specialty Ph y - Lafayette, LA Apply Nowt

Search More Pharmacist Jobs in Michigan ¢ (https://www.salary.com/research/jobs/pharmacist-jobs/mi)

For Employers

Blogs That May Help You
= Gender Pay Gap Report (https://www.salary.com/ ﬁquﬁmw\%cmwgauﬂﬁamnmm%wﬁmﬁmﬂﬁw {https://www.salary.com/blog/balancing-pay-and-
= benefits-how-to-structure-total-rewards/?

= papers/the-gender-pay-gap/? !
s=cd_salaryseo&job=Pharmacist&location=MI) s=cd_salaryseo&job=Pharmacist&location=Ml)

a Compensation Analysis Glossary wr..ﬂld Pay Transparency (https://www.salary.com/blog/what-is-pay-
— (https://www.salary.com/blog/compensation-analysis-glossary/? transparency/?s=cd_salaryseo&job=Pharmacist&location=MI}
s=cd_salaryseo&job=Pharmacist&location=MI)
Price My Industry Jobs ?ﬁuﬂb.mmncﬁ.hm_mQhoa_lwmﬁméimnma_anmmuwuuu?.n..._
i Adjust Employee Salary  (httpsi//securesalary.com/job-valuation-report? O ) r=SWP_CompCity_CTA)
253 r=JVR_CompCity_CTA&job=Pharmacist&state=Mi&city=) Get the latest market price for benchmark
o Individualize employee pay based on jobs and jobs in yourincustry.
unique job requirements and personal
qualifications.
For Employees
4 Get a Salary Increase nﬁ%ﬁhﬁ%ﬂﬁuﬁ%ﬂﬂwsﬁ_Nm_ﬁi 23 Search Job Openings _ﬁwﬂwssﬁs_me.séammma_soﬁoasﬁﬁ.
Search thousands of open pasitions to find

Analyze the market and your
qualifications to negotiate your salary
with confidence.

your next opportunity.

Voewr @ Select State @ Select City irMi

Average R
h/sal. benchmark/ph: t-
Salary for (/research/salary/benchmark/pharmacist
salary)

https:/Awww.salary.com/research/salary/benchmark/pharmacist-salary/mi 3/14
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States

Choose SimilarJob

2 View Cost of
@ Pick Related Category LM! 2 i (https://www.salary.com/research/cost-
—_—————— 1 L
En—_:mwﬁs of-living/mi)

JOB DESCRIPTION FOR PHARMACIST

Pharmacist compounds and dispenses prescribed drugs per physician's instructions in 2 hespital or healthcare facility setting. Consults with medical staff about potential drug interactions, patient medical history, and the
use of particular medications. Being a Pharmacist responds to questions from patients about megications and dosage instructions. Ensures that ll required pharmacy datz is recorded and maintained and complies with
all regulatory, security and hospital procedures. Additionally, Pharmacist may supervise pharmacy technicians. Requires a doctorate degree in pharmacy (Pharm.D.). Typically reports to a manager. Requires Registered
Pharmacist (RPh). Pharmacist's years of experience requirement may be unspecified. Certification and/or licensing in the pasition's specialty is the main requirament. (Copyright 2023 Salary.com)..View full job
description (https://www.salary.com/research/job-d. ip P -job-description)

See user submitted job responsibilities for Pharmacist. Job Descripti Tool (https://www.salary. i i oy /job-description
P Y P

(/research/salary/benchmark/pharmacist-manager-salary/mi)

Q  Search Job Openings

B35 Pharmacist ® & Enteracityorzipcode Search Job Openings @

Job Openings for Pharmacist in Michigan

https:/fwww.salary.com/research/salary/benchmark/phammacist-salary/mi 4/14
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Sponsored

airforce.com
https:/www.airforce.comiair-force/pharmacist -

USAF Pharmacist Jobs - U.S. Air Force

Visit Our Official Website And Become A Pharmacist For The Air Ferce Today. Provide Our
Airmen With Proper Care. Apply For USAF Pharmacist Careers Now. Leadership Development.
Excellent Pay & Benefit. Scholarship Opportunities. Types: Nurse, Doctor, Dentist. Clinical Social
Worker, Eharmacist.

®

Sponsored

~ indeed.com
' httpsuwww.indeed.com/ G

Pharmacist Jobs, Employment in Saline, Ml | Indeed.com

We search millions of resumes on Indeed to show candidates that fit your job description. Post

your job, interview candidates, and make offers all on Indeed. Start hiring today. Hire Local

Talent. Post Jobs. Reach 2500 Jb Seekers. Post a Job in Minutes. Number 1 Job Site.

Genvices: n%:n torl o oo...._m = mﬁ@%ﬁ%ﬁ.ﬁ%&ﬂﬂ -manager-salary/mi)

* In-Vivo Research Intemship Company Overview: At Labcorp, we believe in the -4 days ago
Labcorp - Ann Arbor M1 power of science to change lives. We are a leading

global life sciences company that delivers answers

for crucial health questions because we know that

knowledge has the potential to...

Patient Care Advocate - Pharmacy Tech Job Summary: Provides new and existing patients -5 days age
(Licensed) with the best possible patient experience in relation
Walgreens - Canton , Mi to their prescriptions, clinical services, billing

inquiries, feedback, and suggestions. As the first line

of contact to patients and stakeholders, the patient

care advocate will set the tone for how our company

and services are experienced. Job Responsibilities:

Connects patients with pharmacists ... more

Phammacy Technician Pharmacy Technician Valiant Compounding - 1dayago
Valiant Compounding Pharmacy - Ypsilanti , Ml Pharmacy is seeking a full-time Pharmacy
(48197) Technician in Ypsilanti, MI (48197) About the Role:

We are looking for a dependable Pharmacy
Technician that will process and fill prescriptions.
You will also undertake other tasks under the
direction of a pharmacist to provide excellent
customer service and ensure the pharmacy runs
smoothly. As a pharmacy technician ... more

REMOTE Pharmacy Technician Job Description Job Description 15 Certified - 1day ago
A-Line Staffing Solutions - Detroit , Ml Pharmacy Technicians needed. Candidate can be

located anywhere in the US. Perfect time to getin

with a major healthcare company. If this is a great fit

for you, please apply now! Nefey /586 710 7946

Pharmacy Technician Pay: 18.75/hr Pharmacy

Technician Schedule: Mon-Fri must be flexible to

https:/iwww.salary.com/research/salary/benchmark/phamacist-salary/mi 5/14
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work an 8hr shift between 2a-12a Pharmacy
Technician Job Duties: . more

Pharmacy Technician CPhT Closed-Door  Job Description Job Description The Pharmacy - 4 days ago
J&B Medical - Novi , Mt Technician will perform many pharmacy-related

functions in our Closed-Ooor Pharmacy under the

direct supervision of a licensed pharmacist and

perform administrative functions as required per job

duties. Monday - Friday day shift. N |ate nights, no

noliday or weekends. Saturday rmorning could be

required far inventary or special projects. *Mail

order, high ... mare

Nurse Practitioner (Family Medicine) Jab Description Job Description EPIC Haalth's - 2 days ago
EPIC Health Systems - Detrait . Ml migsion is to provide exceptonal haaltheare for aur

community, We are a Mutti-Speciatty Practice

treating patierts from the beginning of fife to the very

end stages of life. Our network consists of

Physicians, Psychologists, Exercise Physiclogists,

Physical Therapists, Care Coondinators, Medical

Billers and much more, We lock at all aspects that

Qamﬁmﬁaﬂm%@nygv:mn:unﬁ -manager-salary/mi}

Pharmacy .ﬂonss_o_m: Cma%mn Job Description Job Description We are seeking a - 1 day age
Melody Shanbaum - Detieit; ML Pharmacy Technician Certified to became a part of

ourtearn! You will assist in the preparation of

medieations under the diraction of a phamacist,

Responsibifiies: Prepare medication and other

heaithcare products for patients Measure dosage of

medications, acconding to prescription orders

Process prescripions using computer software

Label and record ... more

by Tatcoia (https://popup.tabool. Jer/?templat lorbox&utm_sourte=salaryc Sutrn_medium=reforral&irm_¢ ternating-thumbnails-b:Hybrid Article Thumbnails:)
wend Links (httpeilipopup.aboola.comien/ 2templ lorbox&utm, uocaonuw_sngs.o»ﬁua‘ooik:n: medium=referraldutm_content=alternating-thumbnails-b:Hybrid Article Thumbnails:)
You May Like
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Expert Says This Drugstore Wrinkie Cream (s Actually Worth it

H [T
. frap, AL w5 TLC0M 2110 TESCESCE THTT I Lschd_T1eDbT 300 2CTTODA L bST 07 985 _J0T 1 £ 5E-chi74137-b5 77 -Dia5Hen bk

10 R Men Are Jumping on This Radical New Face Cream
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How Much Is a Mother Really Worth?
[hizps/ fuewwieafflivenisa comfig} "
Here's What a New Gutter System Should Cost You In 2023
LenEterary.com
_ Laara Mors
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Voice Actor Jemmifer Hate | Salary.com

L {fresearchisalary/benchmark/pharmacist-manager-satary/mi)

Select a city to view specific salary and bonus information for Pharmacist

B2 Find your city for detziled salary datz Q Search gity or zip code

832 Results Pharmacist's Average Annual Base Salary

LocATIM G (AVERAC SALARY DATEUPOATER

Taylos, M {fresearch/salary/benchmark/pharmacist-salary/taylosmi) . $151,337 September 25,2023
Acme, Ml [fresezrch/salary/benchmark/pharmacist-salary/acme-mi) $141,278 September 25, 2023
Ada, Mi (jresearch/salary/benchmark/pharmacist-salary/ada-mi) $145,386 September 25, 2023
Addison, Ml tfreseatchisalaryfbenchmark/phamacist-satary/addison-mi) $151,452 September 25, 2023
Adrian, Mi (fresearch/salary/benchmark/pharmacist-salary/adrian-mi) £148,85) September 25, 2023
Afton, MI (fresearchfsalary/senchrmark/pharmacist-salany/afton.-mi} §138,29¢ September 25,2023
Anrneek, M1 {/research/salary/benchmark/phanmacist-salary/ahmeek-ml) $142,402 Septernber 25, 2023
Akron, M! (fresearch/salary/bencivmark/pharmacist-satary/akron-mi} $139,45% September 25, 2623
Alanson, Mt {/r h/selary/benchmark/ph ist-satary/ h) 139,209 Septemnber 25, 2023
Alba, ME (/research/salary/benchmark/pharmacist-salary/alba-mi} §139,299 Septemnber 25, 2023

hitpsiwww.salary.com/research/salary/benchmark/pharmacist-satary/mi 714
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Fist </1|2 3 4 5 6 7 8 > Last

Career Path for Pharmacist

@ Pharmacist (/research/salary...- - -~ - - - - .v@ Pharmacist Manager (/research/s... -~ - ---- = .. Bharmacy Director (research/salary/be. ..

# What does 2 Pharmacist do?

Pharmacist in Vallejo, CA

In the oncology department of a hospital, for example, the work of a pharmacist may center on preparing solutions such as chemotherapy.

(/research/salary/benchmark/pharmacist-manager-salary/mi) November 22,2019

Pharmacists’ salaries vary slightly based on the setting.
October 07, 2019

Pharmacist in Sioux City, IA

Pharmacists, also known as druggists or chemists, are healthcare professionals who practice in pharmacy, the field of health sciences focusing on safe and effective medication use.
October 18,2019

Submit Other Responsibilities
Not the job you're looking for? Search more salaries here:

B3 Enter a job title or keyword @ Enter 2 city or zip code

Are you an HR manager or compensation specialist?
Salary.com's CompAnalyst platform offers:

+ Detailed skills and competency reports for specific positions
+ Job and employee pricing reports
+ Compensation data tools, salary structures, surveys and benchmarks.

Learn about (https://www.salary.com/companalyst?s=cd_salaryseo_ca_old_banner&job=Pharmacist&location=Mi&c=) @

https://www.salary.com/research/salary/benchmark/pharmacist-salary/mi 8/14
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& About Michigan

Phamacist Satary in Michigan | Salary.com

Michigan consists of fwo peinsulas that lie between 82°30" {0 about S0°30° west longitude, and are separatet: by the Straits of Mackinac The 45th parallet norh runs through the state—marked by highway signs and he

Polar-Equator Trail—along a line including Mission Point Light near Traverse Gity, the towns of Gaylord 2nd Alpena in the Lower Peninsula and Menomines in the Upper Peninsuia. With the exceptian of two small areas that
2re crained by the Mississippi River by way of the Wisconsin River in the Upper Peninsula and by way of the Karkakee-llinois River in the Lower Penirsila, Michigan...
Source; Wikipedia {as of 04/11/201}. Read more from Wikipedia (hips:/ fenwikipediaorg/w/indeugha?seare heichigan)

#  Similar Jobs to Pharmacist =

See Additional Similar Jobs &3

JOETIE 4 EXPERIENCE EDUCATION SALARY COMBARED TG THIS JO8
Clinical Pharmacist { fsatar inical-ph Sacy/mi} Doctorate -5
Nuclear Pharmasist {/research/salary/benchmark/muciear-ph datyfri) Advanced e

Online Phemmacist (r chy y/benchmark/online-ph; lﬂ.“.. {/research/salary/benchmark/ph i er-salary/mi) 5%
Ph - Home Care (Jeesesteh/satary/benchmark sseicitia.care-salary/m) Dectorate -a9%
hatmacist - Retail {fresearch/salary/benchmark/pt steretaitsalary/mi) Doctorate +ram

B Level of Education for Pharmacist *

Pharmacist Salaries with a Bachelor’s
Degree
(https:/wwwi.salary.com/Salaries-for-
phamacist-with-a-Bachelors-Degree)

Pharmacist Sataries with a Master's
Degree or MBA
{https:/fwwwi.salary.comfSalaries-for-

pharmacist-with-a-Masters-Degree-or-
MBA)

https:/iwww.salary.comiresearchisalary/benchmark/phammacist-salary/mi

Pharmacist Salaries with a JD, MD, PhD or
Equivalent

(https:/{www1 salary.com/Sataries-for.
pharmacist-with-a-JD-MD-PhD-ar-
Equivatent)

Browse by Education Level {https:/ fwwwsalary.com/feducationf) &

H14
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@ Pharmacist Salary by Global Country

United States Canada
(https://www.salary.cork piremnii i it
salary) salary/canada)

@ View Salary Data for All Nearby Cities ~

Indiana

Pharmacist Salaries in Elkhart, Indiana (/research/satary/benchmark/pharmacist-salary/elkhart-in)

Pharmacist Salaries in South Bend, Indiana (/research/salary/benchmark/pharmaci lary/south-bend-in)

Minnesota

Pharmacist Salaries in Duluth, Minnesota c_aummﬂn\mm_mQ?m:n:BN&n:mgmmﬁ%%gmr3m1¢.uga_._unﬁ._.:u:wmm?mu_mg.iv
Ohioc

Pharmacist Salaries in Toledo, Ohio {/research/salary/benchmark/pharmacist-salary/toledo-oh)

Wisconsin

Pharrnacist Salaries in Green Bay, Wisconsin (/research/salary/benchmark/pharmacist-salary/green-bay-wi)

4 Most Popular Cities for Pharmacist Job ~

Washington, DC Pharmacist {/research/salary/benchmark/pharmacist-salary/washington-dc)
Seattle, WA Pharmacist (/research/salary/benchmark/pharmacist-salary/seattle-wa)
Chicago, IL Pharmacist (/research/salary/benchmark/pharmacist-salary/chicago-il)

New York, NY Pharmacist (/research/salary/benchmark/pharmacist-salary/new-york-ny}
Houston, TX Pharmacist (/research/salary/benchmark/pharmacist-salary/houston-tx)
Phoenix, AZ Pharmacist (/research/salary/benchmark/pharmacist-salary/phoenix-az)
Atlanta, GA Pharmacist (/research/salary/benchmark/pharmacist-salary/atlanta-ga)
Indianapolis, IN Pharmacist (/research/salary/benchmark/pharmacist-salary/indianapolis-in)
Los Angeles, CA Pharmacist (/research/salary/benchmark/pharmacist-salary/los-angeles-ca)

Dallas, TX Pharmacist (/research/salary/benchmark/pharmacist-salary/dallas-tx)

hitps://www.salary.com/research/salary/benchmark/pharmacist-salary/mi 10/14
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s Browse All Pharmaceuticals Jobs by Salary Level »

E Browse Related Job Categories With Pharmacist »

About Michigan Michigan cansists of two peninsulas that lie between 82°30" to about 90°30" west langituce, and are separated by the Straits of Mackinac. The £5th par...More

Skitls associsted with Pharmacist: cEw S._euu».o: nmsna {DUR) cﬂﬂuaEmuﬁé__mx._E:._n._BE».._oaés»iA_E..uu_ué w.nsa_ h/Resp { h/salary/skitt/inquiry ch-response-satary),
Pharmaceutical Palicy ¢ i P lary), P g (f salary/ pl ICAl~Compy ding-satary} _.More (/t i/ sanrch?
%ﬁaﬁ&mﬂ#&qgﬁv

Recently searched related titles: Pharmacy Intern {fressarchisalary/posting/p y-groduate-intern-salary}, Industry Pharmacist (/researchisalary/ posting/industry-pharmacist-salary), Long Termn Care

v&wl:u&ﬁcsnouaiﬂﬁgvonmanhgw%ggug -
Recently searched companies with related titles : Rite Aid Corporation
force-usat/pharmacist-salary)

.»nmu {/research/salary/, loyer/rite-aid ion/ph i wlaryl, U.S. Air Force {USAF} Pharmacist [/research/satary/employer/u-s-air-
Qﬁmmmﬁ_._._ww—uqamaosamacuganmn_mﬁ am.._uwm?uu_mé.i;

Recently searched related titles: Enterprise Architecture Manager {/ressar lary/position/enterpr £ tary}
Jobs with a similar salary range to Pharmacist : Pharmacy Manager, Pharmacist (/research/salary/listing/ph y pharmacist-salary)
Salary estimation for Phasmatist at companies like : Cansane c.. h/companyft fary], Altiance For A Livable World (/researchicompany/aliiance-for-a-livable-world-salary), Jacksan immunoResearth

{aboratories inc {/research/company/jackson-i b e tary}
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Apply for Financial Aid. Job Interview Coaching. Health Care Focus Courses. Certification

Preparation.
Healthcare Programs Why Oniline Leaming?
About Us
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—. Ross Education
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36-week Pharmacy Tech class - Ann Arbor, Ml campus
Online classes with in-person, interactive externship from pharmacy tech professionals. Train !.u
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Occupational Employment and Wages, May 2023
29-1051 Pharmacists

National estimates for Pharmacists:

Employment estimate and mean wage estimates for Pharmacists:

Employment{Mean hourly|Mean annual
Employment (1) RSE (3) _— wage (3) Wage RSE (3)
331,700 0.6 % $ 64.81 $ 134,790 0.3 %

Percentile wage estimates for Pharmacists:

50%
(Median)

Hourly Wage |$43.26 [ $60.51 | $65.40 | $74.78 $81.08
Annual Wage (2)($ 89,980($ 125,860|$ 136,030 | $ 155,550 |$ 168,650

Percentile 10% 25% 75% 90%

Annual mean wage of pharmacists, by state, May 2023

Annual mean wage

[ $99.140 - $127.780 0 $128,190 - $131.260
I $131.420 - $135,030 W $135.190 - $157.280

Blank areas indicate data not available



Comparison of State Employed Pharmacist
Salaries (Average)

$200,000
$180,000
$160,000
$140,000
$120,000
$100,000
$80,000
$60,000
$40,000
$20,000 f
50 i ! ‘ffé%e . il £
Wisconsin linois Minnesota Indiana
M Salary $138,456 5145,269 $154,417 $149,699 S181,519
H Michigan Sa lary 100,500 100,500 100,500 100,500 100,500
1 Difference $37,956 $44,769 53,917 $49, 199 $81,019

W Salary ® Michigan Salary Difference
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Title{ Clinlcal Pharmacist Specia

Year| 20222023 v

List of Titleg

Number of peaple with the title of: Clinical Pharmacist Speciafist 124

Maximum Salary:

s 171,74903

UofM

Average Sslary: Is 152,462.48
[Minimum Safary: Ks 13450105
2022-23 University of Michigan Salarles Page 3 o:
Name Vitle Depariment FTR GF

Sandison, Katherine Cilwical Pharmacist Speclalist | MM HomelMed Pharmacy infugin {§ 15124805 $0.00
Davuluri, Ravi Clinical Phammacist Specialist |1AM Research Pharmacy § 15060331 $0.00
Granata, Liaune Clinica} Pharmacist Specalist | M Plarrn Innov, & Partnerships 4 15046519 1 0.00
Riliman. Nichalas Clinical Phaimacist Specalist | MM Pharm Jonov. & Partnerships 15 15042058 £0.00
agapian, Jennifer Clipicalharmacist Specalist [MM CVC Pharmacy Services § 15004319 $ 00
Gehasski, Matthey Clinical Phatmacisl Specialist | MM HomeMed Pharmacy Infusion § 14963375 $0.00
Scappaticd. Glanni Bruna  [Clinlcal Pharmacist Specialisy MM Ambulatory Pliarmacy § 14933151 $0.00
Altken, Samue! i tmagist $peci MM UH Pharmacy Servicas § 14924758 $0.00
Glaver, Jing Clinical Pharasacist Specialist | M HomeMed Pharmacy Infusion |4 14919602 $0.00
Merpll Nicole M Clinical Pharmacist Spegiatist tMM HomeMed Pharmacy Infusiany |5 14810965 000
Adic, Sarah Clinical Pharmacist Specialist | MM.CVC Pharmacy Sexvices § 14702035 $0.00
Ahmad, [man Clinical Pharqnacist Specialist | MM Ambulatory Sharmacy 1147039.35 $0.00
Augustyn, Rebecea Clinical Pharmacist Specialist {MM Homebded Pharmacy infusign 5 147039.35 $0.00
Bici, Anisa Mﬂmm»gsmm MM Pharm lonov. & Partnesshlps {8 147039.35 $0.00
Blackburp, Scott Clinical Phargacist Specialist | M Pharmacy Administration {147039.35 $0.00
Bums, Carly Clinigal Pharmagist Specialist {MM Pharm lnnov, & Parnerships  §§ 147,039.35 $000
Butchin, Jourdan Clinical Pharmacist Specialist | 84 €W - Pharmacy $147039.35 $0.00
Cul, Xinyi Clinical Pharmacist Specialist |hM HITS CRC Med \ise/CDS $147039.35 $000
Dittemente, Jilia: Clinical Pharmacist Specialist {MM UH Pharmacy Services 147035 | 3000
Eldes, Mary Clinieal Phanmacist Specialist | MM Pharm fonoy, & Partnerships  |$ 147039.35 4000
Elfayan, Dawud Clinleal Bharmacist Speclafist MM Research Pharmary $147039.35 $ 000
Farina, Nicholas Clinical Rharenacist Specialisy | MM UH Pharmacy, Servicey §147,019.35 $0.00
Eetnelly, Jessica Elizabetly {Clinjcal Pharmacist Specialist MM Phamn thnov, & Partnerships  [$147,035.35 $ 600
Fraga, Marting Clinical Pharmacist Specialist MM CW - Pharmacy $147,039.35 4000
German, Chilstonher Clinlcal Phanmnacist Specialist | MM HatneMed Pharmacy Infusion |5 147,039.35 $ 0.00
Huebsghmsn, Ashley Clinical Pharnacist Specialist | MM CW - Pharmacy §147,039.35 $000
Jalioy], Mohamad Clinical Pharmaciet Speciafist | Mt Homehied Phariacy Infusion 147,039.35 $ 000
Jarosz, Audrey Clinical Pharmacist Specialist | MM CW - Pharmary {147,039.35 $ 000
King, Madeleing Llinlcat Fhanmacist Specialis)  frAM CGC Infusion Pharmacy $ 1470935 $ 0.00

i3



lﬂmﬂfmmmmlm [MM.QLEJJM $147,039.35 I_ $0.00

U of 14

Lists of rezent University of Michigan searches of

Names Titles Departments
wang. zheng Besearch Lab Specialist dnt LUMHMENDatDenir
lohnsan. Mich BResearch Process Coor Operaling room
peters, amy rayiall sepjor NP Staff Fest
waren. h £xec Secrelory Lo top ex [Qlfice of the Predciant
Ciw.. Y Ehysical therapist ass Locks
kurg, Dental Dispensing Assistant | accreditation
Glotzer, Sharen € Systerns Analyst intermediate 115 S$ Computer Shovwcase
Kaufman, MartinMark | Quality Asswrang m
Stauffer, Public Relations Manasger Uinh

Warning: Undefined array key *Bept®in Thomefdh_cn8jtr/umsalaryinfofstat_tablednc on linx 81

Random Names from Unlvarstty of Michigan
Miffs, Sarah Lynn

Hayward. Latira Claire

Soderhera, Scott

Fathat. Kelli

Esper, Thomas K

Grove, Jason )

Barh Mabila

Densham, Ciinten

Randem Titfes from Univarsity of Michigan
Procurement Agent Assqeiate
Pharmacy Techniciap Assag




Anatomical Doner Pragram Coord
Academic Hurnan Resources Spec
App Systems Analyst Staff Spec
[Qnhthalimic Imaging Spec Assac

Randorn Departments from Unlversity of Michigan

MM.OT Hand Theragy - Dominos

Piint Copy Majl Administration

Architegiure

D 1 It

U of N]
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Economic Stability Administration
‘DHHS 235 S. Grand Ave., Suite 1406
P.0. Box 30037

Michigan Department o Health & Human Services Lansjng M' 48909

WWw., michigan.gov/dhs
STATE OF MICHIGAN
Department of

CSA/ESA-2023-01
Health and

Human Services Memorandum

To: BSC Directors Date: April 5, 2023
County Directors

District Managers

From: Demetrius Starling, Senior Deputy Director
Children Services Administration (CSA)

Dwayne A. Haywood, Senior Deputy Director
Economic Stability Administration (ESA)

Subject:  Opportunity for Reclassification to Senior Level for First Line Specialist

In efforts to sustain and retain staff, the Michigan Department of Health and Human
Services (MDHHS) must be competitive with the outside job market-based salaries/pay.
The CSA and the ESA have been collaborating with the Office of Human Resources
(HR), to assist with creating an opportunity for expanded use of senior level
classifications for the following classifications:

e Social Services Specialist 11
e Family Independence Specialist 11
* Assistance Payments Worker 10

The criteria to be considered and evaluated for a reclassification to a senior level
S8812, FIS12, or APW11 is listed below. It is expected that staff meeting these criterja
will be moved into the senior level standard by 05/14/2023.

« Annual performance management completed and a satisfactory rating in all
areas, after having fulfilled one year at APW10, FIS11 or Services Specialist
11 level.
e The ability to work independently.
*  Willingness to collaborate.
o Conduct home call(s),
o Assist with training staff (staff shadowing),
o Mentoring of staff,
o Assist district/county leadership in meeting performance objectives which
may include review of reports, training, and technical assistance,



» No Notice of Formal Counseling (NFC) in the last six months, i.e.,
o Performance
o Attendance
o Behavior

Note: Although, the NFC will remain in the file for 12 months, the county
leadership has the discretion to approve based on case-by-case circumstances.

e And no written reprimand, interim service rating, or suspension within the last two
years.

The manager/supervisor will draft a memo to the county director with the information
listed below:

* Name of employee and date the employee achieved success at the
SSS11/FIS11/APW10 position. For example, Effective 05/14/2023, Jane Doe
has maintained success at the SSS11/ FIS11/APW10 position and now is
eligible for Senior 11/12 level.

* Provide a statement of what criteria the employee completed that makes
them eligible for the Senior 11/12 level.

e Provide a statement that the employee has not received an NFC in the last
six months and has not received discipline in the last two years.

The county director will provide the business center liaison (BCL) with a copy of the
advance level position description, and a memo requesting the BCL to submit a
requisition to HR for processing; a copy of the advanced level position description must
be attached.

Pay rates will be determined based on the civil service promotional formula. The pay
rate will be automatically updated by Civil Service as soon as the reclassification is
approved.

Specialist meeting the criteria after the 05/14/2023, are eligible to move into the
appropriate senior level 11/12 position once they meet the above requirements.

HR will send a NEOGOV Performance Management email notice to the
manager/supervisor on file, advising the specialist rating is approaching Upon receipt of
the email, the manager should begin to prepare for a timely performance management
evaluation with the specialist by scheduling a one-on-one prior to the due date, to
discuss the objectives, competencies, all bullet points listed under the evaluation criteria
above, and to answer any questions/concerns.

The manager/supervisor will complete the evaluation in NEOGOV by annual submission
deadline. Upon reaching the “Overall Rating” section, you will select the appropriate
rating. If the overall rating is satisfactory, and the specialist meets the criteria for
reclassification as noted above, the manager/supervisor will enter the example of the
comments listed above in the comment box, along with drafting a memo to the county
director with the same information.

2
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Compensation Plan Section A

Salary Pay Job Job 10/01/2024  10/01/2024
HRMN Position Description Grade Core Pos Code Schedule Unit Exempt Class Plan Shift Cat Class Minimum Maximum
State Assistant Administrator 15 STASTADM NERE-060FP Y98 Y S BWE1 Y 1 CL4 $93,681 $134,751
State Bureau Administrator 18 BUREAADM NERE-064P Y988 Y S BWE1 N 1 CL4 $124,447 $165,632
State Deputy Warden-1 15 STDEPWDA NERE-080P Y98 Y S BWE1 N 1 CcL4 $93,681 $134,751
State Division Administrator 17 STDIVADM NERE-062P Y98 Y S BWEH1 N 1 CL4 $114,254 $155,330
State Office Administrator 17 STOFCADM NERE-062P Y98 Y S BWE1 N 1 CL4 $114,254 $155,330
State Pol Forensic Tech Leader 15 STAPLDR NERE-271 Y98 Y H BWE1 Y 2 CLZ $38.77 $58.65
State Palice Aircrft Plt Sgt-A 12 STPPILTA T01-003 TO1 N H  BWN4 Y 4 cL1 $42.39 $46.51
State Police Aircrft Plt Tpr-E 11 STPPILTE T01-002 TO1 N H BwWN4 Y 4 cL1 $31.77 $40.27
State Police Cadet 4 STPCADET NERE-098P Y52 N H BWN2 Y 4 CL1 $10.33 $21.16
State Police Detective Lt 14 STPDLT NERE-272 Y51 Y H BWE1 Y 2 CL3 $37.68 $54 .43
State Police Detective Sgt 12 STPDSGT T01-003 TO1 N H BWN2 Y 4 CL1 $42.39 $46.51
State Police Detective Tpr Spl 11 STPDTPRS T01-002 TO1 N H BWN4 Y 4 CL1 $31.77 $40.27
State Police First Lieutenant 15 STPOLFTL NERE-080P Y98 Y S BWE1 N 2 CL4 $93,681 $134,751
State Police Lab Director 15 STPLBDIR NERE-060P Y98 Y S  BWE1 N 2 CL4 $93,681 $134,751
State Police Lab Manager-3 14 STPLMGR3 NERE-272 Y51 Y H BWE1 Y 2 CL3 $37.68 $54.43
State Police Lieutenant 14 STPLT NERE-272 Y51 Y H BWE1 Y 2 CL3 $37.68 $54.43
State Police Sergeant 12 STPSGT T01-003 TO1 N H BWN4 Y 3 CL1 $42.39 $46.51
State Police Specialist Lt 14 STPSPLT NERE-272 Y51 Y H BWE1 Y 4 cL2 $37.68 $54.43
State Police Specialist Sgt 12 STPSPSGT T01-003 TO1 N H BWN4 Y 4 CL1 $42.39 $46.51
State Police Speciaiist Tpr 11 STPSPTPR T01-002 TO1 N H BWN4 Y 4 CL1 $31.77 $40.27
State Police Trooper Trainge-E 9 STAPTRAE T01-004 TO1 N H BWN4 Y 4 CL1 $23.90 $26.98
State Police Trooper-E 10 STPTPRE T01-001 TO1 N H BWN4 Y 4 CL1 $14.20 $31.77
State Police Trooper-E E11 STPTPRE T01-001 TO1 N H BWN4 ¥ 4 CL1 $31.77 $40.27
State Prop Security Ofr-A 9 PRSCOFRA AQ2-035 AD2 N H BWN1 Y 4 CL1 $25.28 $31.29
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