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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 2026-27 for non-exclusively represented
employees (NERESs).

Civil Service Regulations 6.06, Standard 4.D.1-a., sets forth 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 rates of pay, the continuity and stability of employment, and 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 2026-27

In the past years, our state has continued to face retention and recruitment problems in many of
our State Departments, especially the Michigan Department of Corrections (MDOC) and the
Michigan Department of Health and Human Services (MDHHS). A contributing factor to this
problem is the lack of adequate compensation increases.

At the end of fiscal year 2025, the total general fund balance was approximately $14.8 billion.
(https://mlpp.org/2025-state-budget-
analysis/#:~:text=The%20final%20budget%20agreement%2C%20which,41.7%25%200f%20the
%20state%20budget.)This was an increase from fiscal year 2024, when the total general fund
balance was $12.7 billion.




MAGE has historically advocated for general wage increases above the current inflation rate.
According to the U.S. Bureau of Labor Statistics, the Consumer price index (CPI) for the past 12
months as of July 2025, for all items less food and energy index rose to 3.1% and the food
index at 2.9 %. [il]

While the inflation rate over the last 12 months has seen an increase since our last position
statement, 2.9% in 2024, it is not the only factor impacting NERE wages. State employees have
taken on a significant increase to their health insurance rates. Employees in 2024-2025 saw the
State PPO increase by 20% and Blue Care Network increase by approximately 23.8%. The
State Dental Plan also saw an increase of 8%. The increase in health care costs alone ate up
the 3% wage increase that NERE’s have received in the fall of 2025. [ii] This year we anticipate
significant increases in health care costs again; these increases will again eat up this year's
proposed 3% increase for October 2026.

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

WAGE COMPRESSION

In addition to the general wage increase, MAGE argues there are a 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
Departments struggling to staff important positions, and to maintain competitive salaries with other
regional employers.

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 in 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 11 times in the past 13 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 and the DHHS Program Managers. The lack of compensation improvements
compared to their employees, will lead to turnover in the future. Providing a special compensation
increase is a way to prevent State of Michigan supervisors from taking their skills elsewhere.



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

One issue of wage compression that MAGE requests the Commission address is at MDHHS. In
2024, MDHHS reclassified UAW First Line Specialist to Senior Specialist. This reclassification
was understandably made to address a recruitment and retention problem currently occurring at
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 a memorandum dated April 5, 2023, MDHHS
indicated a reclassification of First Line Specialist to a Senior Level First Line Specialist. |v]

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

For years now, Service Program Managers|vi| 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 24 hours a day and 7 days a week, 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|vi/| and once called back to work, UAW employees receive pay for
the time worked which is normally compensated at the overtime rate while the manager 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 manager's average hourly
rate of pay.

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 Manager 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 drops to $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 Specialists 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 schedule, 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.

Service Program Managers are now being required to go out into the field with staff on a monthly
basis. Staff are receiving a hazard pay of .46 cents and supervisors are not receiving this pay.
This is an unfair discrepancy and the Service Program Managers should be receiving this hazard
pay as well.

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.
We also recommend that Service Program Managers receive the .46 cent per hour hazard
pay while being required to work in the field.

Corrections Supervisors:

For years MAGE has been advocating for special wage increases for our Corrections Shift
Supervisors. Last year the Commission approved a $1.30 pay schedule increase for Correction
Shift Supervisors beginning October 1, 2025. However, we continue to advocate today for all
NERE employees in the Department of Corrections because the Department continues to
experience staffing struggles that negatively affect our members.

In October of 2025, all MCO classifications received the same 3% base pay increase as
supervisors, and those officers who had a minimum of one year at the top of their pay rate
received an additional 4% ($1.30) increase. This is the same increase that was provided to the
Corrections Shift Supervisors. The additional $1.30 Supervisors received in the end did not
address the ongoing pay compression between officers and supervisors.

Our supervisors continue to face tight pay compression between them and their employees.
One of the biggest problems caused by this ongoing wage compression is quick turnover and
the high rate of vacancies. Many of our facilities are facing substantial vacancy rates for
example. Alger Correctional Facility at 33.9%, Charles E. Egeler Reception and Guidance
Center at 32.5%, Chippewa 32%, Robert Cotton at 33.3%. ' These vacancies are leading to
constant overtime mandates which leave our staff exhausted with limited time to care for their
families, homes, or themselves. With the bombardment of overtime and low staffing, the lack of
monetary incentive, many employees contemplate if it is worth continuing with this profession.
Ultimately, many leave.

As of March 2025, the Michigan Department of Corrections had a grand total of 2,269.9
vacancies. 875.9 of those vacancies were corrections officer positions. In FY2024, the
Department of Corrections paid a total of $118.2 Million for 2,572,496 overtime hours. 2,433,786
of those hours or 95%, were corrections officer overtime hours.



As we all know, the jobs our corrections supervisors do day in and day out are anything but
easy. Their jobs are both mentally and physically taxing. Providing a monetary incentive such as
wage increases that combat a wage compression will help improve the retention problem we
face. When more employees stay, the need for mandated overtine decreases, and therefore
improves the work life balance for all.

For the reasons listed above, MAGE is recommending a special wage increase of 3% for
all Corrections Supervisors in addition to the recommended overall increase of 5%.

Motor Carrier Lieutenant 14:

Included in last year's Resolution 4-M, Motor Carrier Sergeant 13, Motor Carrier specialist
sergeant 13, received a 10% wage increase. The Motor Carrier Lieutenant 14 was not included
in this increase. This created a new pay compression between the Sergeant 13 and Lieutenant
14. The new difference in wages is now only $1.58, down from $5.70 leading to a compression
rate of 72%. [xl]

We recommend a 10% wage increase for Motor Carrier Lieutenant 14 in addition to the
5% recommended base wage increase.

Pharmacist Manager:

State employed pharmacists are a small, often underrepresented group, despite their significant
contributions in supporting physicians, nurses, and patients. NERE Pharmacist Managers
numbers are limited, and as such, we believe they were 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 significantly below the Michigan average salary in Michigan for pharmacist
managers. This significant wage gap is concerning, particularly when compared to state-

employed pharmacists nationally and in neighboring Midwestern states.

As our state pharmacists were left out of the 20% raise granted to specially licensed
positions; we recommend a salary increase of 20%, for the Pharmacist Managers of the
state of Michigan.

Auditor, Auditor Specialists, and Auditor Managers

Civil Service recently approved a 20% pay premium for Field Auditors atthe 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 competitive 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.



Due to the fact 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.

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.

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 in hourly 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
$48.40.

The Current rates for comparison are:|xvi|

State Police Technical Leader STAPOLFOR NERE-271 $38.77 to $58.65 per hour
State Police Laboratory Director SPTLBDIR NERE- $93,681 - $134,751 annually or
$44.87 — $64.54 per hour.

The 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 positions 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 in the amount of
$225,000.00.

Respectfully submitted,
Brant Wimbush
Brant Wimbush, Chair

Compensation Committee
MAGE-OPEIU Local 2002
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Business-type Activities

The business-type activities’ net position increased $412.3 million (17.9 percent) during the fiscal year. The $412.3 million increase
in net position for business-type activities was primarily due to the increase in net position for the Michigan Unemployment
Compensation Funds of $397.6 million (16.6 percent). In fiscal year 2023, there was an increase in net position of $575.5 million for
the Michigan Unemployment Compensation Funds. The net position continued to increase because unemployment contributions
from employers exceeded the unemployment benefits that were paid.

FINANCIAL ANALYSIS OF THE STATE’S FUNDS

As the State completed the year, its governmental funds reported fund balances of $23.0 billion. Of this amount, $2.1 billion
constitutes unassigned fund balance in the General Fund, which is available to appropriate in future years. Of the total governmental
fund balances, $1.3 billion is in non-spendable form made up of amounts legally or confractually required to be maintained intact,
including permanent fund endowments and assets that will not be converted to cash in the short-term, including consumable
inventories. Another $10.5 billion of the governmental fund balances are restricted for specific purposes by enabling legislation and
external restriction, a majority of which includes the School Aid Fund and funds legally restricted for capital projects. Committed
governmental fund balances totaled $8.9 billion as of the end of the fiscal year representing funding set aside for multi-year projects
and earmarked revenue carried forward with legislative authority for specific ongoing pragrams. Another $315.0 million of the
governmental fund balances are assigned for encumbered services and goods lo be received after the end of the fiscal year. Two
capital projects funds reported a negative unassigned fund balance totaling $29.7 million due to expenditures incurred in advance of
bonding proceeds which will be received after the end of the fiscal year.

The ending fund balance of $23.0 billion for governmental funds was a decrease of $1.4 billion (5.7 percent) from the prior year. The
$1.4 billion decrease in the ending fund balance was primarily due to decreases in fund balance in the School Aid Fund and the
capital project funds of $1.3 billion and $541.4 million, respectively, while the fund balance for the General Fund increased $131.2
million. The changes in fund balance for the General Fund and School Aid Fund are further discussed below. The decrease in fund
balance for the capital project funds was due to spending of bond proceeds that were received in prior years on transportation
projects.

General Fund

The General Fund is the chief operating fund of the State. At the end of fiscal year 2024, the General Fund total fund balance was
$12.7 billion, of which $2.1 billion was unassigned and, therefore, available for appropriation. The General Fund total fund balance
of $12.7 billion represents an increase of $131.2 million (1.0 percent) from the fiscal year 2023 ending total fund balance. In fiscal
year 2023, lhe General Fund total fund balance decreased $530.9 million from the fiscal year 2022 ending total fund balance. The
$662.1 million increase in the change in fund balance was primarily due to an increase in revenue of $2.7 billion, which exceeded
the increase in expenditures of $2.0 billion. The following factors contributed to the changes in revenue and expenditures:

e General Fund tax revenues increased by $2.1 billion (10.9 percent) from fiscal year 2023. Of the $2.1 billion increase,
personal income and quality assurance assessment tax revenue accounted for increases of $1.1 billion and $897.3 million,
respectively. The increase in personal income tax revenue in fiscal year 2024 was attributable to several factors some of
which included strong wage gains, an increase in overall employment, and a return of the personal income tax rate to 4.25
percent for tax year 2024,

The increase in the quality assurance assessment tax revenue was primarily due to clarifying guidance from the Genters
for Medicare and Medicaid Services (CMS) that resulted in an increase in the amount of quality assurance assessment tax
billed to hospitals. The CMS guidance also contributed to the increase in General Fund current expenditures for health and
human services noted below.

e  General Fund current expenditures for health and human services increased $2.6 billion (7.9 percent} from fiscal year 2023
due to increased investment in health and human services programs, including Medicaid.

e General Fund current expenditures for labor, commerce, and regulatory decreased by $1.4 billion (34.5 percent) from fiscal
year 2023 primarily due to a decrease in appropriations to the Michigan Strategic Fund for infrastructure, community
enhancement, and economic development grants.

Included within the General Fund's committed fund balance is $2.0 billion in the Counter-Cyclical Budget and Economic Stabilization
Fund. This fund, also referred to as the Rainy Day Fund, is used to stabilize government programs in times of economic downturn

General Fund Budgetary Highlights:

The original enacted fiscal year 2024 General Fund budget was $54.0 billion. During the year, various positive and negative
supplemental appropriations and other adjustments resulted in a final enacted budget of $53.4 billion. Included in the difference
hetween the final enacted budget of $53.4 billion and actual spending and encumbrances of $53.3 billion were spending authority
lapses of $466.3 million and restricted revenue authorized, but not spent, totaling $110.1 million. In addition, there were line-item
overexpenditures in the General Fund of $461.3 million, which included net overexpenditures of $3.3 million for community college
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appropriations. More detailed information regarding the State's budgetary overexpenditures is presented in Note 3 to the financial
statements. At fiscal year end, excess restricted revenue of $5.9 billion was carried forward into fiscal year 2025 and is available for
appropriation.

School Aid Fund

Fund balance at September 30, 2024, totaled $4.5 billion, a decrease of $1.3 billion (22.1 percent) from the prior year. Total revenues
and transfers to the School Aid Fund remained consistent in fiscal year 2024 at $21.9 billion, while expenditures increased $1.3
billion. School Aid Fund expenditures increased $1.3 billion due to increases in the State's per pupil foundation allowance and
additional investments in various education programs, such as programs for students with disabilities and universal school meals.

The restricted fund balance in the School Aid Fund includes balances related to two stabilization funds. The balances for the School
Aid Stabilization Fund and the School Aid Countercyclical Budget and Foundation Stabilization Fund were $1.3 billion and $476.9
million, respectively.

CAPITAL ASSETS AND DEBT ADMINISTRATION

Capital Assets: At the end of the fiscal year 2024, the State had invested $27.8 billion, net of accumulated depreciation, in a broad
range of capital assets (see the table below). Depreciation charges for this fiscal year totaled $504.0 million.

Capital Assets as of September 30
(Net of Depreciation, In Millions)

Governmental Business-type Total

Activities Activities Primary Government

2024 2023 2024 2023 2024 2023
Land $ 37121 § 37022 % - % - § 3721 § 37022
Land improvements and other assets 145.4 150.9 - - 145.4 150.9
Land rights 80.2 80.0 - - 80.2 80.0
Buildings and improvements 1,463.9 1,468.3 - - 1,463.9 1,468.3
Equipment 426.7 373.6 0.5 0.1 427.2 373.7
Computer software 2411 265.8 - - 2411 265.8
Infrastructure 15,648.8 15,486.7 - - 15,648.8 15,486.7
Right-to-use assets 1,094.2 1,233.6 29 3.3 1,097.2 1,236.9
Other 19.8 19.8 - - 19.8 19.8
Subtotal 22,832.2 22,781.0 34 34 22,835.7 22,784 .4
Construction in progress 4,961.8 4,005.1 - - 4,961.8 4,005.1
Total $ 27,7941 § 26,7861 § 34 3§ 3.4 $ 27,7975 $ 26,789.5

The most significant impact on capital assets during the year were additions of $1.5 billion to
construction in progress primarily from partially completed road and bridge construction and repair
projects (detailed further in Note 9 to the financial statements).

As allowed by GASB Statement No. 34, Basic Financial Statements — and Management's Discussion and Analysis — for State and
Local Governments, as amended, the State has adopted an alternative process for recording depreciation expense on selected
infrastructure assets. Under this alternative method, referred to as the modified approach, the State expenses certain maintenance
and preservation costs and does not report depreciation expense. Assets accounted for under the modified approach include the
State’s network of public transportation roads and bridges, including ancillary assets, such as guard rails, signs, lighting, culverts,
fencing, and the like. The State is responsible for maintaining approximately 28,681 lane miles of roads and 4,844 bridges (spans in
excess of 20 feet).

The State assesses the condition of the trunkline system of paved roads, and the State’s goal is to have more than 70.0 percent of
roads in fair to good condition. The most recent condition assessment indicated that 75.8 percent of roads were considered fair or
better, a decrease from the previous assessment of 77.0 percent.

The State's bridges have assessed conditions that are better than the established benchmark that no more than 35.0 percent of
bridges shall be rated as structurally deficient. The most recent assessment (2024) indicated that the condition of the bridges
improved slightly from the prior year. For fiscal year 2024, 93.7 percent of the bridges were assessed as structurally fair or better.

The Legislature passed capital outlay appropriations of $3.0 billion for fiscal year 2024. Under Michigan Compiled Laws Section
18.1248, capital outlay appropriations do not lapse at the end of the fiscal year they are appropriated in. The appropriations typically
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.5. BUREAU OF LABOR STATISTICS

Bureau of Labor Statistics > Economic News Release > Consumer Price Index

Economic News Release

Consumer Price Index Summary

Transmission of material in this release is embargoed until
8:30 a.m. (ET) Tuesday, August 12, 2025 USDL-25-1264

Technical information: (202) 691-708@ * cpi_info@bls.gov * www.bls.gov/cpi
Media contact: (202) 691-5902 * PressOffice@bls.gov

CONSUMER PRICE INDEX - JULY 2025

The Consumer Price Index for All Urban Consumers (CPI-U) increased @.2 percent on a seasonally adjusted basis in

July, after rising @.3 percent in June, the U.S. Bureau of Labor Statistics reported today. Over the last 12 months,

the all items index increased 2.7 percent before seasonal adjustment.

The index for shelter rose 8.2 percent in July and was the primary factor in the all items monthly increase. The
foed index was unchanged over the month as the food away from home index rose ©.3 percent while the food at home
index fell @.1 percent. In contrast, the index for energy fell 1.1 percent in July as the index for gasoline
decreased 2.2 percent over the month.

The index for all items less food and energy rose .3 percent in July, following a @.2-percent increase in June.
Indexes that increased over the month include medical care, airline fares, recreation, household furnishings and
operations, and used cars and trucks. The indexes for lodging away from home and communication were among the few
major indexes that decreased in July.

The all items index rose 2.7 percent for the 12 months ending July, after rising 2.7 percent over the 12 months
ending June. The all items less food and energy index rose 3.1 percent over the last 12 months. The energy index
decreased 1.6 percent for the 12 months ending July. The food index increased 2.9 percent over the last year,

Changes to wireless telephone services source data and methodology

With this release, BLS has replaced survey data collected for the CPI's wireless telephone services index
with secondary source data and non-traditional index methods.

Additional information is available on the CPI website,
www.bls.gov/cpifadditional-resources/alternative-data-wireless-telephone.htm, and in a new factsheet
"Measuring Price Change in the CPI: Wireless Telephone Services,"
www.bls.gov/cpi/factsheets/wireless-telephone-service.htm.

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

Seasonally adjusted changes from preceding month

Jan. Feb. Mar. Apr. May Jun,
2025 2025 2025 2025 2025 2025

All items 0.5 0.2 -0.1 0.2 0.1 0.3
Food 0.4 0.2 0.4 0.1 03 03
Food at home 0.5 0.0 0.5 0.4 0.3 0.3
Food away from home(1) 0.2 0.4 0.4 0.4 0.3 0.4
Energy 1.1 0.2 2.4 0.7 -1.0 0.9
Energy commodities 1.9 -0.9 -6.1 0.2 -24 1.0
Gasoline (all types) 1.8 -1.0 -6.3 0.1 -2.6 1.0
Fuel oil 6.2 0.8 4.2 -1.3 09 13
Energy services 0.3 1.4 1.6 1.5 0.4 0.9
Electricity 0.0 1.0 0.9 0.8 0.9 1.0
Utility (piped) gas service 1.8 2.5 36 3.7 -1.0 0.5
All items less food and energy 0.4 0.2 0.1 0.2 0.1 0.2
Commodities less food and energy commodities 0.3 0.2 -0.1 0.1 0.0 0.2
New vehicles 0.0 -0.1 0.1 0.0 -0.3 -0.3
Used cars and trucks 2.2 0.9 -0.7 0.5 -0.5 -0.7
Apparel -1.4 0.6 0.4 0.2 -0.4 0.4
Medical care commodities(1) 12 0.1 1.4 0.4 0.6 0.1
Services less energy services 0.5 0.3 0.1 0.3 0.2 03
Shelter 0.4 0.3 0.2 0.3 0.3 0.2
Faotnotes
(1).Mot sea

Jul.
2025

0.2
0.0
-0.1
0.3
=1l
1.9
22
1.8
-0.3
-0.1

0.3
0.2
0.0
0.5
0.1
0.1
0.4
0.2

Un-
adjusted
12-mos.

ended
Jul. 2025

27
2.9
2.2
3.9
-1.6
-9.0
-9.5
2.9
72
5.5
13.8
3.1
12
04
4.8
-0.2
0.1
36
3.7

114



Seasonally adjusted changes from preceding month

Jan. Feb, Mar. Apr. May Jun, Jul.
2025 2025 2025 2025 2025 2025 2025

Transportation services 1.8 -0.8 -1.4 0.1 -0.2 0.2 0.8
Medical care services 0.0 0.3 0.5 0.5 0.2 0.6 0.8
Footnotes

(1)_Not seasonally adjusted.

Food

The index for food was unchanged in July, after increasing 0.3 percent in the previous 2 months. The food at home
index fell 8.1 percent over the month. Two of the six major grocery store food group indexes increased in July,
while three decreased and one was unchanged. The index for dairy and related products rose 8.7 percent over the
month as the index for milk increased 1.9 percent. The meats, poultry, fish, and eggs index increased 8.2 percent
in July, with mixed subcomponents including a 1.5-percent increase in the beef index and a 3.9-percent decrease in
the eggs index.

The index for other food at home declined @.5 percent in July, after rising ©.2 percent in June. The nonalcoholic
beverages index also declined ©.5 percent over the menth, as the juices and nonalcoholic drinks index fell 1.3
percent. The index for cereals and bakery products fell @.2 percent in July. The fruits and vegetables index was
unchanged over the month.

The food away from home index rose ©.3 percent in July. The index for full service meals rose ©.5 percent over the
month and the index for limited service meals increased ©.1 percent.

The index for food at home rose 2.2 percent over the 12 months ending in July, The meats, poultry, fish, and eggs
index rose 5.2 percent over the last 12 months as the eggs index increased 16.4 percent. The index for nonalcoholic
beverages increased 3.6 percent over the same period and the index for other food at home rose 1.2 percent. The
cereals and bakery products index increased 1.8 percent over the 12 months ending in July. The index for dairy and
related products rose 1.5 percent and the index for fruits and vegetables increased .2 percent over the same
period.

The food away from home index rose 3.9 percent over the last year. The index for full service meals rose 4.4 percent
and the index for limited service meals rose 3.3 percent over the same period.

Energy

The index for energy decreased 1.1 percent in July, after rising 8.9 percent in June. The gasoline index decreased
2.2 percent over the month. (Before seasonal adjustment, gasoline prices decreased 0.5 percent in July.) The index
for electricity decreased 8.1 percent over the month and the index for natural gas decreased 8.9 percent over the
same period.

The index for energy decreased 1.6 percent over the past 12 months. The gasoline index fell 9.5 percent over this
12-month span and the fuel oil index fell 2.9 percent over the same period. In contrast, the index for electricity
increased 5.5 percent over the last 12 months and the index for natural gas rose 13.8 percent.

All items less food and energy

The index for all items less food and energy rose 8.3 percent in July, following a @.2-percent increase in June. The
shelter index increased 8.2 percent over the month. The index for owners' equivalent rent rose @.3 percent in July
as did the index for rent. Conversely, the lodging away from home index fell 1.8 percent in July.

The medical care index increased 8.7 percent over the month, following a @.5-percent increase in June. The index for
dental services increased 2.6 percent in July and the index for hospital and related services increased 0.4 percent.
The physicians' services index rose @.2 percent over the month, while the prescription drugs index fell 8.2 percent.

The index for airline fares increased 4.0 percent over the month, after declining @.1 percent in June. The recreation
index increased 8.4 percent over the month, as did the household furnishings and operations index. The index for used
cars and trucks rose 8.5 percent in July and the index for personal care rose 8.4 percent. The new vehicles index was
unchanged over the month while the communication index fell @.3 percent.

The index for all items less food and energy rose 3.1 percent over the past 12 months. The shelter index increased
3.7 percent over the last year. Other indexes with notable increases over the last year include nedical care (+3.5
percent), household furnishings and operations (+3.4 percent), motor vehicle insurance (+5.3 percent), and
recreation (+2.4 percent)

Not seasonally adjusted CPI measures

ercent over the last 12 months to an index

The Consumer Price Index for All Urban Consumers (CPI-U) increased p
percent prior to seasonal adjustment.

N
level of 323,048 (1982-84=100). For the month, the index increased @.

N~

The Consumer Price Index for Urban Wage Earners and Clerical Workers (CPI-W) increased 2.5 percent over the last 12
months to an index level of 316.349 (1982-84=10@). For the month, the index increased 8.1 percent prior to seasonal
adjustment.

The Chained Consumer Price Index for All Urban Consumers (C-CPI-U) increased 2.5 percent over the last 12 months. For
the month, the index increased 8.1 percent on a not seasonally adjusted basis. Please neote that the indexes for the
past 18 to 12 months are subject to revision.

The Consumer Price Index for August 2825 is scheduled to be released on Thursday, September 11, 2025,
at 8:3@ a.m. (ET).

Changes to the health insurance index

With the release of October 2025 data on November 13, 2025, the Bureau of Labor Statistics (BLS) will remove
long-term care (LTC) insurance from the health insurance index. Changes in the market for LTC insurance have
made it out of scope and ineligible for pricing in the CPI market basket.

Un-
adjusted
12-mos.
ended
Jul. 2025

35
4.3

214



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 90 percent of the total
U.S. population. It is based on the expenditures of almost all residents of urban or metropolitan 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 those 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 (PI-U
definition that meet two requirements: more than one-half of the household's income must come from
clerical 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 3@
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 people buy for day-to-day living. Prices are
collected each month in 75 urban areas across the country from about 6,808 housing units and
approximately 22,000 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 locations. Prices of most other commodities and services are collected every
month 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 calculating the index, price changes for the various items in each location are aggregated using
weights, which represent their importance in the spending of the appropriate 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 national level, The CPI-U and (PI-W are
considered final when released, but the C-CPI-U is issued in preliminary form and subject to three
subsequent quarterly revisions.

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 100. The reference base for the C-CPI-U is December 1999 equals
100. An increase of 7 percent from the reference base, for example, is shown as 107.@0@. 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 1-menth percent change is ©.€3 percent for the U.S.
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 ©.06 percent of the 1-month percentage change based on all retail prices. For
example, for a 1-month change of 8.2 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 8.26 percent. For the
latest data, including information on how to use the estimates of standard error,

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

Calculating 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 112.5@0 225.000 110.000
Year II 121.5e0 243 .00 128.000
Change in index points 9.080 18.0@@ 18.000
Percent change 9.98/112.509 x 1€0 = 8.0 18.8/225.000 x 100 = 8.0 18.0/110.008 x 109 = 16.4

Use of Seasonally 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 previous 5 years of seasonally adjusted data.
The factors are available at www.bls.gov/cpi/tables/seasonal-adjustment/seasonal-factors-2825.x1sx. 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 Timeline of Seasonal Adjustment
Methodological Changes at www.bls.gov/cpi/seasonal-adjustment/timeline-seasonal-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 changeovers, holidays, and
sales. This allows data users to focus on changes that are not typical for the time of year.
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The unadjusted data are of primary interest to consumers concerned about the prices they actually pay. Unadjusted
data are also used extensively for escalation purposes. Many collective bargaining contract agreements and pension
plans, for example, tie compensation changes to the Consumer Price Index before adjustment for seasonal variation.
BLS advises against the use of seasonally adjusted data in escalation agreements because seasonally adjusted series
are revised annually for five years.

Intervention Analysis

The Bureau of Labor Statistics uses intervention analysis seasonal adjustment (IASA) for some CPI series. Sometimes
extreme values or sharp movements can distort the underlying seasonal pattern of price change. Intervention
analysis seasonal adjustment is a process by which the distortions caused by such unusual events are estimated and
removed from the data prior to calculation of seasonal factors. The resulting seasonal factors, which more
accurately represent the seasonal pattern, are then applied to the unadjusted data.

For example, this procedure was used for the motor fuel series to offset the effects of the 2009 return to normal
pricing after the worldwide economic downturn in 2808. 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 2025, BLS adjusted 63 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 2025, revised seasonal factors
and seasonally adjusted indexes for 2020 to 2824 were calculated and published. For series which are directly
adjusted using the Census X-13ARIMA-SEATS seasonal adjustment software, the seasonal factors for 2024 will be
applied to data for 2025 to produce the seasonally adjusted 2025 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 2025, 34 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 202-691-7608 or cpi_info@bls.gov.

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 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 aggrepate indexes

Table 4. Consumer Price Index for All Urban Consumers (CPI-U

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

Table 6. Consumer Price Index for All Urban Consumers (CPI-U): U.S. city average, by expenditure category, 1-manth analysistable

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

The PDF version of the news release

News release charts

Supplemental Files Table of Contents

Table of Contents

Last Modified Date: August 12, 2025

U.S. BUREAU OF LABOR STATISTICS Consumer Price Index Office of Prices and Living Conditions  Suitland Federal Center Floor 7 4600 Silver Hill Road Washington,

DC 20212-0002

Telephone: 202-691-7000_ www.bls.gov/CP1 Contact CPl
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CIVIL SERVICE COMMISSION
EMPLOYEE BENEFITS DIVISION

CY¥2024 GROUP INSURANCE BIWEEKLY PREMIUM RATES
EFFECTIVE JANUARY 1, 2024
For NERE & Bargaining Units: AFSCME, MCO, MSEA, UAW, SEIU Local $17M, Judicial Branch, and Non-Represonted (260-289)

PLAN NAME/CODE Option I Employee State (80%) Total
[HAEX] State Health Plan PPO (Blue Cross) Employea Only| $58.78 $235.11 $203 89
Employee & Spouse 132.25 $528.99 5661.24
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 $341.79
Empioyes & Spause| 525354 §528.09 78253
= Employee & Child (ren)| §197.20 $411.44 $608.64
- g Full Famil| $336.05 $705.32 S1IEE7
PLAN NAME/CODE Option Employoo State (100%) Total
[VEYE] State Vision Plan Employee Only} $0.00 8229 $2.29
Employee & Spouse] $0.00 $5.13 5.5 |
Employee & Child (ren)] g_no £4.01 $4.01
ull Famity| .00 $8.87 $6.87
[ PLAN NAME/CODE Option Employee State {95%) Total
[DBEX] State Dental Plan Emplayee Only| £0.99 $18.83 $19.82
Employee & Spouse| .98 £37.65 53963
Employee & Child {ren)| $2.23 $42.36 $44.59
o - Full Family| $3.22 $61.18 $64.40

' The State will pay up to 85% of the applicable HMO total premium, capped at the dellar amount which the State pays for the same coverage option under the State Heallh Plan PPQ.
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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 (260-289)

| Increase Biweekly | Increase Yearly Yearly Cost
[ PLANNAMEGGDE Option Employee State (80%) Total [20% Inc.) Employee
[HAEX] State Health Plan PPO (Blue Cross) Employee Only| $87.92 327?.68 $33960 $9.14 $237.64 Lt
Emplayee & Spouse] §15262 $611.28 STE410 $20.51 $534.82 ey
Employee & Child (ren) $118.85 $475.44 $58430 $16.00 $416.00 -]
Full Family| $203.76 $815.04 51,0800 $27.43 §713.18 il
| PLANNAMEICODE Option Employes State” Tl (8% lac) ! LT EMploy
[HBCN) Bius Care Notwork Employee Only $141.43 $271.68 sS4t 528.75 $747.50 Lol
Employee & Spouse| $318.22 $611.28 592350 $64.65 1,681,
Employee & Child (ren) $247.50 SAT5.44 $72294 $50.30 $1,307.80 il
Full Family| $424.29 $815.04 $1.2833 $86.24 $2.24224 Rl
PLAN NAME/CODE Option Employee State (100%) Total Employee Employee Employee
[VEYE] State Vision Plan Employee Only] $0.00 $220 s2.20 .00 $0.00 $0.00
T Empioyee & Spouse| 000 | $4.96 4.5 $0.00 $0.00 £0.00,
Employse & Child (ren) $0.00 53.66 $585 X $0.00 $5.00|
Full Family $0.00 $6.61 S6.61 50.00 $0.00 $0.00
~ PLANNAMEICODE Option Employee State (85%) Total (8% Inc.) ploy Employ
[DBEX] State Dental Plan . Emplayee Only| $1.03 $19.58 $2061 $0.04 $1.04 $26.78
Employee & Spouse $2.06 $30.16 $4122 $0.08 §2.08 $52.58
Employee & Child (ren) $232 $44.05 54637 $0.09 $2.34 36032
Full Family §335 $63.63 $6653 $0.13 $3.38 710

The State will pay up to B5% of the applicabile HMO tolal premium capped at the doliar amount which the State pays for the same coverage option under the State Health Plan PFD.
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Exhibit 4




Dems, Unions Open Push For More Public Sector Workers

There are nearly I million vacancies in the public service sector in Michigan, 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 I1 joined members of AFSCME and Rep. Jim Haadsma (D-Battle
Creek) and Sen. John Cherry (D-Flint) in Flint on Friday to promote jobsin 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 o them," Gilchrist said
at a Lansing event. "We also have committed to restoring worker protectionsand 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 ilis a big number, but
we really see this as an opportunity to recruit," he said. “There's a big opportunity to open up a
whole new class of people from all walks of life. All skill levels, all education levels. [ see that
the public sector as a place to come and make a difference.”

AESCME 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.

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

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

"Parks is all about passion. They're passionate aboul 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 pensions and additional funding to
make seasonal employment year-round work.

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

"There was a lime 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 discussion knowing that we can deliver on



our promise to lct people know that being a public employee or public savice provider does not
make us persona non grata anymore in the state of Michigan,” hesaid. "'I's okaytobe a
community activist and a [eader. {t's ok to have a job that has good benelits and provides a
service to your community. ... We're trying to match jobs to people whowant to be part of this
solution."

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

“F'hat continues to be an evolving conversation,” he said. " Work norms ac difterent, and [ don't
think we should pretend like they're going 1o snap back to what they werein2019 ... acity like
Lansing, and many of our cities that have a lot of public sector employees working in their city
centers, are lrying to understand what this reality means for themand what €l means for the small
businesses thal suppott those workers."

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

"That's where those vihrant communities are going to make places ihat peaple aclually want (o
tive," Gilchrist said. "Just like we worked with folks te try to get through he pandemic, we're
going to work with them to understand what this new reality is, and [ hink the investmenis that
we've committed 1o in terms of the revitalization and placement grantsanithings like that the
state is doing. ... | think an example of part of our solution to that is communily investment and

investing in communities differently.”
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Economic Stability Administration
‘DHH 235 S. Grand Ave., Suite 1406
M thidan Department - HMoalth - Miman Seriros PO Box 3003?
T e Demafment -« Health tian Serieqs Lansing, MI 48900
www. michigan,.gov/dhs
STATE OF MICHIGAN
Department of
Health and

Human Services Memorandum

CSA/ESA-2023-01

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 coliaborating with the Office of Human Resources
(HR}, to assist with creating an opportunity for expanded use of senior level
classifications for the following classifications:

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

The criteria to be considered and evaluated for a reclassification to asenior level
SS812, FIS12, or APW11 is listed below. It is expected that staff meeting these criteria
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,
» The ability to work independently.
+  Wiliingness to collaborate.
o Conduct home call(s),
o Assist with training staff (staff shadowing),
o Mentoring of staff,
»  Assist district/county ieadership 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,

* 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.

° 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 NEOGOY 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 amermo to the county
director with the same information.

2
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MICHIGAN CIVIL SERVICE COMMISSION
JOB SPECIFICATION

SERVICES PROGRAM MANAGER

JOB DESCRIPTION

Employees in this job direct the activities of professional Services Specialists in one or more of a variety
of service program areas such as protective services, foster care, adoption, juvenile justice, foster home
licensing and adult services in a Michigan Department of Health and Human Services (MDHHS) county
or district office. May also supervise Family Independence Specialists and/or Assistance Payments
Workers. The employee works within general methods and procedures and exercises considerable
independent judgment to adapt and apply the guidelines to specific situations. The work requires
knowledge of the policies, procedures, and regulations of social services programs, and of supervisory
techniques, personnel policies, and procedures.

There are four classifications in this job. The classification level is determined by the application of the
Professional Managerial Position Evaluation System.

Position Code Title - Services Program Mgr-2
Services Program Manager 13

The employee functions as a first-line professional manager of professional positions in a standard work
area.

Position Code Title - Services Program Mgr-3
Services Program Manager 14

The employee functions as a first-line professional manager of professional positions in a complex work
area.

Position Code Title - Services Program Mgr-4

Services Program Manager 15
The employee functions as a second-line professional manager of professional positions in a complex
work area.

Position Code Title - Services Program Mgr-5
Services Program Manager 16

The employee functions as a third-line professional manager of professional positions in a complex work
area.

JOB DUTIES

NOTE: The job duties listed are typical examples of the work performed by positions in this job classification. Not all
duties assigned to every position are included, nor is it expected thatall positions will be assigned every duty.

Selects and assigns staff, ensuring equal employment opportunity in hiring and promotion.

Coordinates activities by scheduling work assignments, setting priorities, and directing the work of
subordinate employees.

Evaluates and verifies employee performance through the review of completed work assignments and
work techniques.

|dentifies staff development and training needs and ensures that training is obtained.



Ensures proper labor relations and conditions of employment are maintained.
Maintains records, prepares reports, and composes correspondence relative to the work.

Monitors case activity and periodically reviews cases to ensure that appropriate services are provided
and referral sources are developed.

Monitors and evaluates the provision of client services in the work area.
Assists employees with and reviews cases, handles contacts with clients and others as required.

May be responsible to initiate, coordinate, or monitor contracts with providers in support of human
service programs.

Provides assistance to staff in developing effective caseload management techniques to maintain timely
service to clients.

Plans and conducts in-service training for subordinate staff.
Maintains liaison with public agencies, private agencies, and governmental entities.

Serves as a resource person to subordinate staff and the public with respect to community resources
available for client referrals and in interpreting services available.

Directs the activities of services staff.
Provides assistance to the management staff in defining and resolving service delivery problems.

Develops plans and finds resources to address clients and families problems in housing, employment,
training, counseling, and other areas, using specific service methods; monitors services provided.

Provides assistance in the development of programs, policies, and procedures related to the provision
of services to the public.

Prepares reports, attends conferences and individual meetings, gives testimony, and makes speeches
as necessary.

Provides direct counseling services to clients.

May be assigned or approved to represent the MDHHS' interests on a human services agency
governing board or committee.

May occasionally perform any task assigned to subordinate staff, consistent with any licensing or
certification requirements.

Performs related work as assigned.

JOB QUALIFICATIONS

Knowledge, Skills, and Abilities

NOTE: Thorough knowledge is required at the 13 and 14 levels and extensive knowledge is required at the 15 and 16
levels.

Knowledge of state and federal social welfare laws, rules, and regulations.
Knowledge of departmental assistance programs.

Knowledge of social work theory, methods, and terminology for casework, group work, and community
organization.
Knowledge of human behavior and the behavioral sciences, including human growth and development,
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Knowledge of interviewing techniques and methods for obtaining and communicating information.
Knowledge of social problems, their causes, effects, and means of remediation.

Knowledge of family and marital problems, their characteristics, and solutions.

Knowledge of community resources for providing assistance to families, individuals, and groups.
Knowledge of cultural and subcultural values and patterns of behavior,

Knowledge of emotional states and their behavior indicators.

Knowledge of the principles and techniques of achieving change inindividuals and groups, and an
ability to demonstrate successful application.

Knowledge of the types of discrimination and mistreatment to which clients may be subjected and
applicable remedies.

Knowledge of training and supervisory techniques and an ability to successfully apply techniques as
needed.

Knowledge of employee policies and procedures.
Knowledge of equal employment practices.
Ability to instruct, direct, and evaluate employees.

Ability to communicate with individuals who have emotional or mental problems and with members of
different cultural or subcultural groups.

Ability to persuade or influence people in favor of specific actions, changes in attitude, or insights.
Ability to alleviate stress and anxiety and be supportive of persons.

Ability to work tactfully, collaboratively, and diplomatically with others.

Ability to maintain records, prepare reports, and compose correspondence related to the work.
Ability to effectively communicate with others, both verbally and in writing.

Ability to maintain favorable public relations.

Working Conditions
Some jobs require an employee to work in adversarial situations.

Physical Requirements
None

Education

Possession of a bachelor's or master's degree with a major in one of the following human services
areas: social work, sociology, psychology, forensic psychology, education, community development, law
enforcement, behavioral science, gerontology, special education, education of the emotionally
disturbed, education of the gifted, family ecology, community services, family studies, family and/or child
development, counseling psychology, criminal justice, human services, a human services-related
counseling major, or interdisciplinary studies in social science.

OR

Possession of a bachelor's degree in any major with at least 30 semester (45 term) credits in one or a
combination of the following human services areas: social work, sociology, psychology, forensic
psychology, education, community development, law enforcement, behavioral science, gerontology,
special education, education of the emotionally disturbed, education of the gifted, family ecology,
community services, family studies, family and/or child development, counseling psychology, criminal
justice, human services, a human services-related counseling major, or interdisciplinary studies in social
science.



Experience
Services Program Manager 13

Three years of professional experience equivalent to a Services Specialist or Family Independence
Specialist, including one year equivalent to a Services Specialist P11 or Family Independence Specialist
P11,

OR

One year of experience equivalent to a Family Independence Manager 12.

Services Program Manager 14

Three years of professional experience equivalent to a Services Specialist or Family Independence
Specialist, including one year equivalent to a Services Specialist P11 or Family Independence Specialist
P11,

OR

Two years of experience equivalent to a Family Independence Manager 12.
OR

One year of experience equivalent to a Services Program Manager 13, General Services Program
Manager 13 or Family Independence Manager 13.

Services Program Manager 15 - 16
Three years of experience equivalent to a Family Independence Manager 12.

OR

Two years of experience equivalent to a Services Program Manager 13, General Services Program
Manager 13 or Family Independence Manager 13.

OR

One year of experience equivalent to a Services Program Manager 14, General Services Program
Manager 14 or Family Independence Manager 14.

Alternate Education and Experience
Services Program Manager 13 - 14

Two years of experience as a Services Specialist or a Family Independence Specialist in addition to one
year of experience in one of the following areas:

« Human Resource Developer providing training to services staff in a services program area (e.g., a
trainer for the Child Welfare Institute).

» Resource Program Analyst or Departmental Analyst work as a services program analyst responsible
for activities such as assessing legislation, developing program policy, or serving as a policy and case
consultant (e.g., foster care analyst, protective services analyst, zone service specialist).

+ Departmental Analyst work in the Business Service Center (BSC) as a Child Welfare (CW) Analyst
providing consultation and support from extensive policy knowledge across child welfare programs;
tracking and monitoring performance and improvement efforts.

+ Departmental Analyst work in the Business Service Center (BSC) as a Quality Assurance (QA) Analyst
providing consultation and support from extensive policy knowledge across child welfare programs;
tracking and monitoring performance and improvement efforts.



Special Requirements, Licenses, and Certifications

Candidates are subject to a MDHHS background check.

An applicant hired or promoted to a Services Program Manager position that involves the management
of protective services, foster care services or adoption services must successfully complete a
supervisory training program of at least 40 class hours; and, pass a competency-based performance
evaluation of that training within three months after assuming the Services Program Manager position.
The competency-based performance evaluation shall include a written examination.

NOTE: Equivalent combinations of education and experience that provide the required knowledge, skills, and abilities
will be evaluated on an individual basis.

JOB CODE, POSITION TITLES AND CODES, AND COMPENSATION INFORMATION

Job Code
SOCSPRMGR

Position Title

Services Program Mgr-2
Services Program Mgr-3
Services Program Mgr-4
Services Program Mgr-5

JZ
1211312020

Job Code Description
SERVICES PROGRAM MANAGER

Position Code Pay Schedule
SOCPMGR2 NERE-140
SOCPMGR3 NERE-143
SOCPMGR4 NERE-147
SOCPMGRS NERE-156
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APPENDIX A

APPENDIX A
HUMAN SERVICES UNIT -- W-22

All employees in the following classifications in the Human Services Unit
are eligible for overtime pay in accordance with Article 15 as follows:

Code 1 Regular overtime payment;

Code 2 Eligible for overtime payment not after eight (8) hours in a day,
but after forty (40) hours in a workweek;

Code 3 Ineligible for overtime payment; or

Code 4 Eligible for overtime payment after eighty (80) hours in a pay
period.

Classification Code

Adult Foster Care Consultant P11 3

Assistance Payments Worker 8
Assistance Payments Worker 9
Assistance Payments Worker E10
Assistance Payments Worker 11

Audiologist P11 2

Audiology/Speech Consultant 9
Audiology/Speech Consultant 10
Audiology/Speech Consultant P11
Audiology/Speech Consultant 12

QL L LW —

Behavior Analyst 9
Behavior Analyst 10
Behavior Analyst P11
Behavior Analyst 12

i Ll (i 1

Blind Rehabilitation Instructor P11 1

Camp Consultant P11
Camp Consultant 12

Lo Lo

Child Day Care Consultant P11 3
Child Welfare Consultant P11 3

194



Child Welfare Consultant 12

Civil Rights Representative Dept Trainee 9
Civil Rights Representative 9

Civil Rights Representative 10

Civil Rights Representative P11

Civil Rights Representative 12

*Civil Rights Specialist 13
Civil Rights Specialist 15

Clinical Social Worker 9
Clinical Social Worker 10
Clinical Social Worker P11
*Clinical Social Worker 12

Corrections Field Services Assistant 9
Corrections Field Services Assistant E10

Corrections Program Coordinator 9
Corrections Program Coordinator 10
Corrections Program Coordinator P11
Corrections Program Coordinator 12

Corrections Qualified Mental Health Prof 9
Corrections Qualified Mental Health Prof 10
Corrections Qualified Mental Health Prof P11
Corrections Qualified Mental Health Prof 12

Developmental Disabilities Programmer 9
Developmental Disabilities Programmer 10
Developmental Disabilities Programmer P11
Developmental Disabilities Programmer 12

Dietitian/Nutritionist 9
Dietitian/Nutritionist 10
Dietitian/Nutritionist P11
*Dietitian/Nutritionist 12

Disability Examiner 9

Disability Examiner 10
Disability Examiner P11
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Disability Examiner 12

Education Assessment Specialist 13
Education Assessment Specialist 14
Education Assessment Specialist 15

Education Consultant 11
Education Consultant 12
Education Consultant P13
*Education Consultant 14

Education Field Services Consultant 11
Education Field Services Consultant 12
Education Field Services Consultant P13
Education Field Services Consultant 14

—_

Education Research Consultant 11
Education Research Consultant 12
Education Research Consultant P13
Education Research Consultant 14
Education Research Consultant 15A
Education Research Consultant 15B

Education Specialist 9
Education Specialist 10
Education Specialist P11
Education Specialist 12

Employment Counselor 9
Employment Counselor 10
Employment Counselor P11

Family Independence Specialist 9
Family Independence Specialist 10
Family Independence Specialist P11
Family Independence Specialist 12

Forensic Psychiatrist P17
Forensic Psychiatrist 18

Forensic Psycholoqist P11
Forensic Psycholoqist 12
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Health Care Surveyor 9
Health Care Surveyor 10
Health Care Surveyor P11
Health Care Surveyor 12

Higher Education Consultant 11
Higher Education Consultant 12
Higher Education Consultant P13
Higher Education Consultant 14

Historian 9
Historian 10
Historian P11
Historian 12

History Specialist 9
History Specialist 10
History Specialist P11
History Specialist 12

Institution Chaplain 9
Institution Chaplain 10
Institution Chaplain P11
Institution Chaplain 12

Librarian 9
Librarian 10
Librarian P11
Librarian 12

Library Consultant 12
Library Consultant P13
Library Consultant 14

Library Research Analyst 9
Library Research Analyst 10
Library Research Analyst P11
Library Research Analyst 12

Mental Health Social Worker 9
Mental Health Social Worker 10
Mental Health Social Worker P11
Mental Health Social Worker 12
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Migrant Program Worker 8
Migrant Program Worker 9
Migrant Program Worker E10

Music Therapist 9
Music Therapist 10
Music Therapist P11

Nurse Consultant 9
Nurse Consultant 10
Nurse Consultant P11
Nurse Consultant 12
*Nurse Consultant 13

Nursing Graduate RN 9

Nutrition/Food Management Consultant 10
Nutrition/Food Management Consultant P11
Nutrition/Food Management Consultant 12
Nutrition/Food Management Consultant 13

Occupational Therapist 9
Occupational Therapist 10
Occupational Therapist P11
Occupational Therapist 12

Park Interpreter 9
Park Interpreter 10
Park Interpreter P11
Park Interpreter 12

Parole Probation Officer 9
Parole Probation Officer 10
Parole Probation Officer P11
Parole Probation Officer 12

Physician P17
Physician 18

Physician Assistant P11
Physician Assistant 12
Physician Assistant 13

Prison Counselor 9
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Prison Counselor 10
Prison Counselor P11

Psychiatric Advanced Practice Professional P13
Psychiatric Advanced Practice Professional 14
Psychiatric Advanced Practice Professional 15

Psychiatric Resident 11

Psychiatrist P17
Psychiatrist 18

Psychologist 9
Psychologist 10
*Psycholoqist P11
*Psycholoqist 12

Public Health Consultant 9
Public Health Consultant 10
Public Health Consultant P11
Public Health Consultant 12
*Public Health Consultant 13

Recreational Therapist 9
Recreational Therapist 10
Recreational Therapist P11
Recreational Therapist 12

Registered Nurse P11
*Reqistered Nurse 12
*Reqistered Nurse 13
Registered Nurse 14

Reqistered Nurse Non-Career

Rehabilitation Consultant P11
Rehabilitation Consultant 12
*Rehabilitation Consultant 13

Rehabilitation Counselor 9
Rehabilitation Counselor 10
Rehabilitation Counselor P11
Rehabilitation Counselor 12
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Rehabilitation Services Coordinator 9

Rehabilitation Services Coordinator 10
Rehabilitation Services Coordinator P11

*Resources Proaram Analvst 9
*Resources Proaram Analyst 10
*Resources Proaram Analvst P11
*Resources Proaram Analyst 12

Rights Representative Trainee 9

Rights Representative 9
Rights Representative 10

Rights Representative P11
Rights Representative 12

*Riahts Specialist 13

School District Consultant 11
School District Consultant 12
School District Consultant P13
School District Consultant 14

School Psychologist 9

School Psvcholoaist 10
School Psychologist P11

School Teacher P11A
School Teacher P11B
School Teacher P11C

Services Program Monitor 14

Services Specialist Assistant 8
Services Specialist Assistant 9
Services Specialist Assistant E-10

Services Specialist 9B
Services Specialist M
Services Specialist 10B

Services Specialist 10M
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Services Specialist P11B

Services Specialist P11M
Services Specialist 12B
Services Specialist 12M

Social Work Specialist 9
Social Work Specialist 10
Social Work Specialist P11

Social Work Specialist 12
Social Work Specialist 13

Special Education Consultant 11
Special Education Consultant 12

Special Education Consultant P13
Special Education Consultant 14

Special Education Teacher P11A
Special Education Teacher P11B
Special Education Teacher P11C
Special Education Teacher-Deaf/HOH 12A
Special Education Teacher-Deaf/HOH 12B
Special Education Teacher-Deaf/HOH 12C

*State Transitional Professional 9**

*State Worker 4**

*Student Assistant™*

Trades Instructor P11A
Trades Instructor P11B
Trades Instructor P11C
Trades Instructor P11D
Trades Instructor P11E

*Trades Instructor 12A
Trades Instructor 12B
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Sabwernd/|CO Contract Negotiations Update

CAUTION: This is an External email. Please send suspicious emails to abuse@michigan.gov

Qctober 11, 2024
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The MCO bargaining team has reached a tentative contract agreement with the Office of the
State Employer. Details on the proposed changes are listed below. The bargaining team
focused on securing enhancements to help address the ongoing retention issues with long



term E9 Corrections Officers after recent measures taken by the state focused more on newly
hired E9 Officers.

The proposed contract will now go out to the MCO membership for a ratification vote.
*Please note- only dues paying members are eligible to vote on the contract. The
deadline to reauthorize your dues if you have not already done so IS TOMORROW. If
you do not reauthorize your dues, you will not be able to vote on this contract. If you
need the reauthorization link sent to you again, please contactthe MCO office at 517-
485-3310 asap.

Details on proposed changes:

Wages (A 10% raise — in just base salary - for the C/O E-9 Classification)

October of 2025-

3% base pay increase for all MCO classifications.

A new top pay rate has been negotiated for the C/O E-9 classification forthe purpose of
retention. It adds $1.30 (4%) to the top pay rate. This $1.30 is in addition to the 3% base

wage increase given on October 1, 2025.

All corrections officers that have a minimum of one year at top pay as of October of 2025 will
receive the additional 4%.

All corrections officers that do not have a minimum of one year at top pay as of October of
2025 will receive the additional 4% when they attain one year attop pay.

This is a 7% increase for the C/O E-9 classification.

October of 2026-

3% base pay increase for all MCO classifications.

October of 2027- negotiations for this pay increase will reopen in the fall of 2026.
Longevity Payments

Effective October 2025 all steps of Longevity payments will be doubled.

($260 to $520, $300 to $600, $370 to $740, $480 to $960, $6101t0$1,220, $790 to $1,580,
$1,040 to $2,080).

Compensatory Time Caps Increased

8-hour shift facilities maximum accumulation of compensatory time will increase to 150 hours
with an annual 200-hour accrual cap.

12-hour shift facilities maximum accumulation of compensatory time will increase to 200 hours
with an annual 250-hour accrual cap.



New language for investigations

For any investigatory questionnaires or oral interviews, members shall now be aliowed to
review any available video and audio recordings of the incident BEFORE answering any
questions.

New language for the arbitration process

MCO will no longer be required to wait indefinitely on MDOC responses to grievances. If no
answer is received at the pre-arbitration step of the process within 60 days, MCO can file the
grievance to arbitration.

This is a tentative agreement that is now subject to a ratification vote by dues paying
members. If approved, it will then go to the Civil Service Commission for final approval.
if it is not ratified by the vote, the parties will be referred to the Civil Service Impasse
Panel. The ratification vote will be conducted electronically, and as soon as the vote
date is determined a notice will be sent to all dues paying members.

unsubscribe
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Data as of July 10, 2025

Facility

Alger Correctional Facility (LMF)

Baraga Correctionsal Facility (AMF)

Bellamy Creek Correctional Facility (IBC)
Carson City Correctional Facility (DRF)

Central Michigan Correctional Facility (STF)
Charles E. Egeler Reception & Guidance Center (RGC)
Chippewa Correctional Facility (URF)

Cooper Street Correctional Facility (JCS)
Earnest C. Brooks Correctional Facility (LRF)

G. Robert Cotton Correctional Facility (JCF)
Gus Harrison Correctional Facility (ARF)

lonia Correctional Facility (ICF)

Kinross Correctional Facility (KCF)

Lakeland Correctional Facility (LCF)

Macomb Correctional Facility (MRF)
Marquette Branch Prison (MBP)

Muskegon Correctional Facility (MCF)
Newberry Correctional Facility (NCF)

Oaks Correctional Facility (ECF)

Parnall Correctional Facility (SMT)

Richard A. Handlon Correctional Facility (MTU)
Saginaw Correctional Facility (SRF)

St. Louis Correctional Facility (SLF)

Thumb Correctional Facility (TCF)

Women's Huron Valley Correctional Facility (WHV)
Woodland Center Correctional Facility (WCC)

Current Vacancy Percent
33.90%
28.90%
24.60%

7.80%
2.00%
32.50%
32.00%
20.50%
0.80%
33.30%
7.00%
13.40%
27.10%
24.80%
11.90%
31.20%
2.70%
9.90%
3.60%
16.80%
17.30%
6.00%
3.80%
-2.50%
22.60%
6.40%
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Figcal FISCAL SNAPSHOT

MPLOYEE RECRUITMENT/RETENTION CHALLENGES AND OVERTIME HOURS/COSTS

Date: July 2025 Analyst: Robin R. Risko

Summary

The Michigan Department of Corrections (MDOC) continues to face challenges related to recruiting and
retaining staff. This is part of a national trend affecting numerous employers. Challenges facing MDOC include
generational turnover, staff burnout, labor market conditions, less scheduling flexibility, and an overall reduced
interest in law enforcement careers. MDOC employees make up 22% of the state's workforce but MDOC
struggles to fill vacant positions and continues to be short staffed. Vacancies occur throughout the department,
but vacancies occur primarily with corrections officer positions. As a result, overtime costs are significant and
continue to increase.

Background

Recruiting challenges include having to compete for talent in communities where there is already a reduced
labor force and the inability to compete with benefits offered in other areas of employment (i.e., no remote
work opportunities; facilities need to be staffed 24 hours a day, 7 days a week). MDOC struggles to retain staff
primarily due to the nature of the work, the lack of scheduling flexibility, and staff burnout.

Recent Activity

MDOC continues to commit resources to recruitment and retention of employees. Recruitment efforts include
advertising by means of the internet, television, and billboards; facility-specific recruitment teams and hiring
events; satellite academies for some sites; and additional recruiting staff, including a social media recruiter.
Current retention efforts include restructuring of the wage scale for corrections officers and including
additional step increases for corrections officers and supervisors. Retention efforts over the past few years
have included increased pay for health care, skilled trades, and transportation staff, as well as recruitment and
retention bonuses for staff ranging from $1,000 to $3,000 depending on years of service.

MDOC Employee Overtime

[

) |
€
\
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The Bottom Line

As of March 29, 2025, MDOC had 2,769.9 vacancies across all classifications. Of those, 875.9 were corrections
officer vacancies, 465.3 were healthcare staff vacancies, and 166.0 were central staff vacancies. Overtime
hours are significant because of these vacancies. Historically, corrections officers overtime hours account for
anywhere between 93% and 100% of total overtime hours. Overtime is paid at either one and one-half or two
times the employee's regular rate of pay depending on the circumstances (i.e., voluntary vs. mandatory). In FY
2024, MDOC paid $118.2 million for a total of 2,572,496 staff overtime hours. Of those hours, 2,433,786, or
95%, were corrections officer overtime hours.
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RESOLUTION 4-M, AS AMENDED
NERE RATE OF COMPENSATION ADJUSTMENTS

Under rule 5-1.2, the commission amends the compensation plan as
follows:

A. All steps of the pay schedules for the classifications listed below
are increased by 10%:

Motor Carrier Sergeant 13
Motor Carrier Specialist Sergeant 13
State Properties Security Supervisor 10

B. All steps of the pay schedules for the classifications listed below
in are increased by 15%:

State Police Lieutenant 14

State Police Detective Lieutenant 14
State Police Specialist Lieutenant 14
State Police Laboratory Manager 14

C. All steps of the pay schedules for the classifications listed below
in are increased by 20%:

Architect Manager Licensed 13-15

Civil Technician Supervisor 12-13
Clinical Social Work Manager 13-15
Clinical Social Worker

Dentist Manager 17

Engineer Manager 12-15

Environmental Manager 13-15
Hazardous Materials Storage Inspector Supervisor 12
Historian Manager 12-15

Industrial Hygienist Manager 13-15
Land Surveyor Manager 13-15

Mental Health Services Manager 13
Occupational Safety Advisor 9-12

Public Utilities Engineering Specialist 15
Vocational Rehabilitation Manager 13-135

Page 1 of 2



D. Placement Formula.

1. An employee in a position in a classification listed above in
§§ A, B, or C is placed at the step of the increased pay schedule
that reflects a salary increase not less than the difference
between the minimum and the first step of the former pay
schedule.

2. An employee who is at the top step of the former pay schedule
before application of § D.1 has hours since step set to zero
upon application of § D.1. An employee who is at a step other
than the top step of the former pay schedule before application
of § D.1 retains hours since step.

E. Corrections Shift Supervisors. Each step of each pay schedule
for all levels of the Corrections Shift Supervisor classification is
increased by $1.30, effective the first full pay period of October
2025.

F. Dentist 15 and Dentist Manager 18. The minimum and
maximum of the pay ranges for Dentist 15 and Dentist Manager
18 are increased by 20%. An employee in a position classified as
a Dentist or Dentist Manager 18 has their base salary adjusted to
halfway between their current base salary and the new maximum
rate.

G. Effective Date. Except as provided in § E, the provisions of this
resolution are effective on the earlier of:

1. As soon as administratively feasible after any legislative
waiver of the notice provisions under Article XI, § 5 of the
Michigan Constitution.

2. October 1, 2025, if the legislative notice provisions of Article
11, § 5 of the Michigan Constitution are satisfied for
inclusion in the fiscal year 2025-26 budget.

Ratified by the Civil Service Commission on December 11, 2024.
Page 2 of 2




MICHIGAN CIVIL SERVICE COMMISSION
JOB SPECIFICATION

MOTOR CARRIER LIEUTENANT

JOB DESCRIPTION

Employees in this job function as supervisors of Motor Carrier Officers and/or Motor Carrier
Investigators, responsible for enforcing federal laws; Motor Carrier Division orders, rules and
regulations; the general laws of the state pertaining to the operation of commercial vehicles; and
conducting investigations of criminal and non-criminal activity related to the review of corporate records
or hazardous materials hauling. Employees are located in the Motor Carrier Division of the Department
of State Police and may be exposed to hazardous materials or situations. The work requires knowledge
of state and federal laws related to motor carrier operations and the trucking industry, commercial
transport of materials, corporate recordkeeping processes, hazardous materials, and supervisory
techniques, personnel policies, and procedures.

There is one classification in this job.

Position Code Title - Motor Carrier Lieutenant
Motor Carrier Lieutenant 14

The employee functions as a second-line supervisor and has the working title of lieutenant, with
responsibility for directing the work of Motor Carrier Officers and/or Motor Carrier Investigators through a
first-line supervisor. Employees function as supervisors for all motor carrier inspection, enforcement, or
investigative activities.

JOB DUTIES

NOTE: The job duties listed are typical examples of the work performed by positions in this job classification. Not all
duties assigned to every position are included, nor is it expected that all positions will be assigned every duty.

Selects and assigns staff, ensuring equal employment opportunity in hiring and promotion.

Coordinates activities by scheduling work assignments, setting priorities, and directing the work of
subordinate employees.

Evaluates and verifies employee performance through the review of completed work assignments and
work techniques.

Identifies staff development and training needs and ensures that training is obtained.
Ensures proper labor relations and conditions of employment are maintained.

Maintains records, prepares reports, and composes correspondence relative to the work.
Develops, implements, and enforces Motor Carrier Division policies and procedures.

Assumes responsibility for the supervision and training of officers and/or investigators enforcing motor
carrier laws, rules, and regulations.

Reviews citations and complaints written by Motor Carrier Officers and/or Motor Carrier Investigators
and aids them in preparing for court cases.

Keeps staff informed of policies and procedure changes, court decisions, Motor Carrier Division
decisions, and Public Service Commission orders affecting enforcement activities.



Assists Motor Carrier Officers and/or Motor Carrier Investigators in unusual or difficult enforcement or
investigative activities.

Enforces state criminal laws relating to commercial vehicles along with other violations, which affect
public safety.

Enforces state laws relating to the economic regulation of the motor carrier industry.
May develop policies for review and implementation with the Motor Carrier Division.

May prepare legislative analysis of pending legislation affecting the Motor Carrier Division or
department.

May prepare legislation for review and introduction into law.

Meets with officials of corporations and other governmental agency representatives regarding
enforcement/investigative activities.

Educates and trains corporate officials, law enforcement officers, and government agency
representatives on proper record keeping processes, requirements of transporting hazardous materials,
and other motor carrier acts, laws, and regulations.

Provides testimony in court and administrative hearings.

Assumes and ensures responsibility for the maintenance of equipment such as buildings, patrol cars,
radio communications, and computers.

Selects, administers, and documents progressive and corrective disciplinary measures.
Speaks before service clubs and other community groups as required.

Operates a patrol car and stops commercial vehicles to enforce the general laws of the State of
Michigan as they pertain to commercial vehicles and drunk driving laws as they pertain to all vehicles.

Performs related work as assigned.

JOB QUALIFICATIONS
Knowledge, Skills, and Abilities

Extensive knowledge of state and federal rules and regulations related to motor carrier operations and
the trucking industry.

Extensive knowledge of federal rules and regulations pertaining to the component checks required for a
Safety Review or Compliance Review.

Extensive knowledge of business practices, transportation related documents, and various legal forms
common to the trucking industry.

Extensive knowledge of interviewing techniques necessary to conduct investigations of motor carrier
industries.

Extensive knowledge of inspection and investigative techniques and procedures.

Extensive knowledge of obtaining and documenting information through visual observation and
interviews.

Extensive knowledge of the operating procedures within the Michigan Public Service Commission.
Extensive knowledge of the enforcement authority of this position.

Extensive knowledge of hazardous materials, federal rules and regulations pertaining to required safety
equipment and operating procedures as they apply to the transportation of hazardous materials, and
methods to employ under emergency conditions.



Extensive knowledge of the general criminal laws of the State of Michigan.

Extensive knowledge of management, supervisory, and training methods and techniques.
Extensive knowledge of employee relations, policies, and procedures.

Extensive knowledge of equal employment opportunity policies, practices, and procedures.
Extensive knowledge of accounting and budgeting practices and procedures.

Extensive knowledge of administrative theories and practices.

Knowledge of the Fire Prevention Act.

Ability to instruct, supervise, and evaluate employees.

Ability to interpret and apply complex laws, rules, and regulations.

Ability to analyze and apprise facts and precedents in investigative activities.

Ability to observe critically and ascertain information regarding illegal motor carrier activities.
Ability to conduct investigations through the systematic search for evidence.

Ability to follow verbal and written instructions.

Ability to communicate effectively.

Ability to maintain accurate records and to prepare written reports and correspondence.
Ability to appear and testify as a witness in court and at administrative hearings.

Ability to use and maintain assigned firearms.

Ability to operate a motor vehicle.

Ability to maintain favorable relations with courts, public officials, and others.

Ability to supervise field inspections through first-line supervisors in a statewide inspection and
enforcement program.

Working Conditions
Some jobs require an employee to work in adversarial situations.

Some jobs require an employee to be exposed to hazardous work environments.
Some jobs require an employee to work in a hostile environment.
Some jobs require an employee to be exposed to inclement weather conditions.

An employee may be assigned to work any day of the week or on any shift.

Physical Requirements

Ability to place and remove 50-pound portable scales into and from the trunk of an automobile and to
carry and relocate them as required.

The job duties require an employee to be absent of any physical limitation which would impair effective
performance.

The job duties require an employee to work under stressful conditions.

Education

Education level typically acquired through completion of high school and successful completion of the
State Police Training Academy Motor Carrier School.



Experience
Motor Carrier Lieutenant 14

One year of experience equivalent to a Motor Carrier Sergeant 13 or Motor Carrier Specialist Sergeant
18.

Special Requirements, Licenses, and Certifications

Positions in this class are test-designated and subject to pre-appointment, random-selection, and post-
accident drug and alcohol testing.

Absence of a criminal record of felony convictions which would prohibit the applicant from receiving,
possessing, and carrying a firearm.

Some positions within this class series are assigned job duties that may require possession of the
Commercial Driver's License (CDL) issued by the Secretary of State as required by Public Act 346 of
1988 to operate a designated state vehicle.

Possession of a Michigan driver's license.

NOTE: Equivalent combinations of education and experience that provide the required knowledge, skills, and abilities

will be evaluated on an individual basis.

JOB CODE, POSITION TITLES AND CODES, AND COMPENSATION INFORMATION

Job Code Job Code Description

MCLT MOTOR CARRIER LIEUTENANT

Position Title Position Code Pay Schedule
Motor Carrier Lieutenant MCLT NERE-056P
RH

05/19/2019



MICHIGAN CIVIL SERVICE COMMISSION
JOB SPECIFICATION

STATE POLICE LIEUTENANT

JOB DESCRIPTION

Employees in this job function as supervisors responsible for the enforcement of all traffic and criminal
laws of the state, the protection of life and property, and the provision of related services to the public.
Employees have the authority to enforce the general criminal laws of the state and may be used in other
law enforcement areas for emergencies. The work requires knowledge of federal and state laws and
their enforcement; methods, practices, procedures and policies of a specialty area; and supervisory
techniques, personnel policies, and procedures.

Position Code Title - State Police Lieutenant
State Police Lieutenant 14
The employee functions as a first-line supervisor of law enforcement officers.

JOB DUTIES

NOTE: The job duties listed are typical examples of the work performed by positions in this job classification. Not all
duties assigned to every position are included, nor is it expected that all positions will be assigned every duty.

Selects and assigns staff, ensuring equal employment opportunity in hiring and promotion.

Coordinates activities by scheduling work assignments, setting priorities, and directing the work of
subordinate employees.

Evaluates and verifies employee performance through the review of completed work assignments and
work techniques.

Identifies staff development and training needs and ensures that training is obtained.
Ensures proper labor relations and conditions of employment are maintained.
Maintains records, prepares reports, and composes correspondence relative to the work.

Serves as the Department's principal liaison with other law enforcement agencies in a geographical
area.

Represents the Michigan Department of State Police in law enforcement and traffic safety matters at
civic club meetings, schools, conferences, and to other law enforcement agencies, community
organizations, and the news media.

Directs all investigative and general police services in an assigned geographical area.

Directs the development and implementation of an emergency preparedness training and education
program for all levels of government throughout the state.

Directs the planning, development, and conducting of training programs for employees in the law
enforcement field.

Directs the development and coordination of traffic safety initiatives.



Establishes and maintains cooperative working relationships with other law enforcement agencies,
courts, prosecutors, and community agencies and organizations in the post area.

Formulates and executes plans, procedures, and priorities designed to improve post operations and
services.

Reviews complaint files, arrest records, and other records of post activity in order to assess
performance of personnel and ascertain if problems exist in the area of post operations.

Conducts staff meetings and prepares written directives to inform subordinate personnel of new or
revised policies, procedures, laws, court decisions, and other information which may affect the
performance of law enforcement duties.

Keeps command informed of any unusual occurrences or serious crimes within the post area.
Assists with the preparation and management of budgets.

Assists with writing and administering federal grants essential for law enforcement operations, ensuring
appropriate spending and reporting procedures are followed.

Directs and supervises the use and maintenance of cars, equipment, and buildings and grounds;
contracts with local businesses to provide needed services and supplies, or requisition it from
headquarters.

Oversees the preparation and ensures the completion of post activity reports for submission.
Oversees the on-scene investigation of major crimes.

Works the post desk, answers telephone calls from the general public, operates radios to direct patrol
units, and runs file checks on the LEIN terminal when regular desk personnel are unavailable.

Coordinates emergency response personnel from other departments at scenes of hazardous
emergencies.

Adapts methods and procedures to deal effectively with unusual or unique situations at crime scenes.

Participates in criminal investigations, effects arrests of suspected criminals, and responds to civil
disorders requiring personal confrontation and use of physical force, as required.

Coordinates statistical, licensure, and fee account programs.

May be required to perform the full range of law enforcement officer duties as described in the
composite position description for State Police Trooper 10/11.

JOB QUALIFICATIONS

Knowledge, Skills, and Abilities
NOTE: Considerable knowledge is required at the 14 level.

Knowledge of state and federal regulatory agencies, their laws, and their enforcement.
Knowledge of current department official orders, rules, regulations, and directives.
Knowledge of the court system, court procedures, and appropriate court decisions.
Knowledge of post desk procedures.

Knowledge of patrol and investigative techniques.

Knowledge of disaster planning and control.

Knowledge of the functions and procedures of other divisions and bureaus.



Knowledge of law enforcement communication systems.

Knowledge of equipment used and its care.

Knowledge of personnel management and resource management techniques.
Knowledge of employee policies and procedures.

Knowledge of collective bargaining agreements and personnel directives.
Knowledge of equal employment practices.

Knowledge of analytical techniques and equipment used in performing the job duties.
Knowledge of current methods and technical phases of criminal investigations.

Knowledge of rules of evidence and other standards governing the use of evidence in the criminal
justice system.

Knowledge of the court system, court procedures, and appropriate court decisions of state and federal
laws.

Knowledge of the preparation, management and administration of federal grants and financial budgets.

Ability to communicate explicit expectations and standards of performance to subordinates and to follow
up and evaluate work performed.

Ability to maintain records, and prepare reports and correspondence related to the work.

Ability to make appropriate decisions by consistently applying department policies, standards, values,
and sound management practices to specific situations.

Ability to favorably present and promote department priorities, services, and actions internally and
externally.

Ability to provide effective guidance and motivational support to subordinates in the resolution of
operational problems and the achievement of objectives.

Ability to apply policies and procedures to persons in a uniform manner without favoritism.
Ability to be tactful and courteous in dealing with others.

Ability to communicate information clearly and concisely.

Ability to identify training needs and initiate appropriate training methods.

Ability to recognize conditions not requiring personal attention and delegate assignments to the most
appropriate subordinate.

Ability to control emotions and maintain consistent performance under pressure, uncertainty, or
opposition.

Ability to effectively plan and organize work activities and prioritize task completion to meet schedules
and deadlines.

Ability to confront problems in a timely manner and develop and initiate appropriate solutions.

Ability to manage information, organize, analyze, and disseminate appropriate information, and draw
sound and logical conclusions.

Ability to understand, prepare, manage, and administer a financial budget.

Working Conditions
Employees may be required to work on a rotating shift.

Employees are required to be available for duty 24 hours a day, including holidays.
Employees may be subject to transfer on a temporary or permanent basis anywhere in the state.
Some jobs require an employee to work in adversarial situations.

Some jobs require an employee to be exposed to hazardous work environments.



Some jobs require an employee to work in a hostile environment.

Some jobs require an employee to be exposed to inclement weather conditions.

Physical Requirements

The job duties require an employee to be absent of any physical limitation which would impair effective
performance.

The job duties require an employee to work under stressful conditions.

Education

Possession of a high school diploma or GED Certificate and successful completion of the Michigan
State Police Training Academy Recruit School.

Experience
State Police Lieutenant 14

Two years of experience as a State Police Sergeant 12.

Special Requirements, Licenses, and Certifications

Positions in this class are test-designated and subject to pre-appointment, random-selection, and post-
accident drug and alcohol testing.

Absence of a criminal record of felony convictions which would prohibit the applicant from receiving,
possessing, and carrying a firearm.

Possession of a Michigan driver’s license.

NOTE: Equivalent combinations of education and experience that provide the required knowledge, skills, and abilities
will be evaluated on an individual basis.

JOB CODE, POSITION TITLES AND CODES, AND COMPENSATION INFORMATION

Job Code Job Code Description

STPLT STATE POLICE LIEUTENANT

Position Title Position Code Pay Schedule
State Police Lieutenant STPLT NERE-272

JZ

07/30/2017



[ Clagsification Specification Job Titles 'Pay wwaumm

Motor Carrer Lieutenant 14 $32.88 - 547 .63
Motor Carrier Sergeant 13 $28.75 - 341.93
State Police Liegtenant 14 $37.65-554.43
Conservation Officer-Law Spv 13 - 18 $33.94 - $62.52
Departmental Manager 12- 16 -$29.05 - 363.78
HRMN Paosition Description Grade Schedule Unit Exempt  Min Max New Min  New Max NewMin  New Max
Motor Carrier Lieutenant 14, NERE-0S6P y51 y $32.88  $47.63 : : 5% $34.52  $50.01
Motor Carrier Sergeant-2 13 NERE-055 y51 n $28.75  $41.93  10% $31.63  $46.12 5% $33.21  $48.43
State Police Lieutenant 14 NERE-272 y&1 y $37.68  $54.43  15% $4333  $62.56 5%  $4550  $65.72
Departmentat Manager-3 S 14 NERE-185 y51 y $34.25 - $51.08 e : Tt B% T $3586  $5363
Conservation Officer Law Spv-1 13 NERE-124 y51 y $33.94  $48.72 : e . 5% -$35.64 . $51.16.
Conservation Officer Law Spv-2 . 14 . NERE-125 = y51 ¥ $36.72  $s2s8 5% $37.51 .mm.m..mu. ;
Compressicn Rate
MC Ltto MC Sat Previous Difference $4.13 $5.70 New Difference $1.32 $1.53 -68% -72%
State Police Ltto MG Lt $4.80 $6.80 $10.97 $15.71 129% 131%
Conservation Lt to MG Lt $2.84 $4.95 $2.98 $5.20

Dept 14to MC 1t $1.37 $3.45 $1.44 $3.62
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VELT next E0TIuRILY,

Seleet City irrMit
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Pt ist Salary in Michigan | Salary.com
United
States wﬂl\ﬂw Choose Similarzob
; View Cost of
@ Pick Related Category _....M”w i {https://www.salary.com/research/cost-
D —— i
Michigan oF-Wing/mi)

————
JOB DESCRIFTION FOR PHARMACIST

Pharrmacist compounds and dispenses prescribed drups per shysician's instructions in a hospital or heattheare facilisy satting, Consults with medical staff about potential drug interactions. patient medical histary, and the
use of particular medications. Being 2 Pharmacist responds to questions from patients ebout mecications and dosage instructions, Ensures that il required n;mngamm isrecorded and maintained and complies with
all regulatory. security and hospital procedures. Additionally, Pharmacist may supervise pharmacy sechnicians. Requires a doctorate degree in pharmacy (Pharm.D.). eportsto a Requires Regi:
Pharmacist (RPh). Pharmacist mﬁnaom@ﬁm%:nm  requirement may be unspecified. Certifi ication anc or _Aomsg_..m in the position’s specialty is the main requirement. (Copyright 2023 Salary.com}...View full job
deseription (https://www.calary.

Seeuser job ibilities for P

P k/phar \

Employers: Job Description 1t Tool (https://

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

Q  Search Job Openings

&5 Pharmacist ® & Enteracityorzip code Search Job Openings @

Job Openings for Pharmacist in Michigan

ana
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Phamacist Salary in Michigan | Salary.com

Sponsered

o dirforce.com
¥ nips:fwenv.giroroe.comiainforca/ghatmacisr T

USAF Phamacist Jobs - U.S. Air Force

Visit Qur Official Wabsite And Bacome A Phamacist For The Air Force Today, Prnvide Our

Airmen With Proper Care. Apply For USAF Phgrmacist Careers Now. Leagdership Development,
Py & Banaft i Oppetunities. Types: Nurse, Doctor. Dentist, Clinica ) Soeial

Warker, Eharmmacist.

Sponsored

- indeed.com

- mOpsUAsewindedd.com’ T
Pharmacist Jobs, Employrment in Saline. Ml | indeed.com
We search milliens of resumes o Indeed to show candidates that fit your job description. Post
your jab, intarview candidates, and maka offers all on Indeed. Start hiring today. Hire Local
Tasent. Post Jobs. Reach 250N 3b Seekars. Post a Job in Mirutes, Number 1 Job Ste.

Services: Post Jobs, Resume Search, inge. Hiri
cating o nheee gt bzt R ARt A st-manager-salary/mi)
+ In-Vive Research intemship Company Ovetview: At Labcorp, we badieve in the
Laboorp = Ann ArborMi power of seience to change lives, We are a leading

global life sciences company that defivers answers

for crucial heatth questions because we know tat
knowledge has the potential to...

Patient Care Advocate - Pharmacy Tech Job Summary: Provides new and existing patients
(Licansed) with the best possible patient expesienca in relation
Walgreens - Canten M) 1o their prescriptions. clinical services, billing

inquiries, feedback, and suggestions. As the first Tne
of cantact 1o patients and stakeholders, the patent
care advocate will set the tone for how our company
and services are experienced. Job Respansibilities:

Connects patients with pharmacists ... merg

Pharmacy Technician Pharmacey Technitian Valiant Compounding
‘aliant Compounding Pharmacy - Yosilast , M1 Phammacy is seeking a ful-time Pharmacy

{48197} Technician in Ypsilant, Ml (48197) About the Role:

We are looking for 2 dependable Pharmacy
Technician that will process and fill prescriptions.
You will also undertake ather tasks under the
direction of a pharmacist to provide excellent
customer service and énsure e phamacy runs
smoethly. As a pharmacy technician ... more

REMOTE Pharmacy Technician Job Description Job Description 15 Cetified
ArLine Staffing Selutions - Detroit . M! Pharmacy Technicians needed. Candidate can be
located anywhers in the US. Perfect tme o getin

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

for yau, please apply now! Nefey /586 710 7948
Pharmacy Technician Pay: 18.75Mr Pharmacy
Technitian Schedule: Mon-Fri must be flexible o

hitps/iwww. salary comiresearchisalany/benchmark/phamacist-salary/mi

-4 days ago

~ 5 days ago

- 1 day ago

-1 day age

sS4
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work an Bhr shift bebween 83-122 Phamacy
Technician Job Duties: ... more

Pharmacy Technician CPhT Closed-Door  Job Description J v_uamguoo .;n_u__ug -4 days ago
J&B Wadical - Nowi , Mt Technician will perf
Eggﬁﬂﬂggﬁn&!
direct supervision of a licensed pharmacist and
perform adminisirative functions &s requirac per job
duties. Monday - Friday cay shift. No late nights. no
holiday or weekends, Saturday moming covid be
S&E&qﬂﬂ?tngo??monﬂﬂ_. projects. "™ Mail
order, high ... more

Nurse Praciitioner (Family Medicine) Job Descrigtion Job Description EPIC Heaith's - Zdays ago
EPIC Heakh Systems - Detroit, MI mission is to previde exceptional heatthcare for our

R, wamaw_.a:._ ch more. We B look at all aspacts that
“anxﬂggzaﬂﬁaﬂ:%?«wﬁgiq

gq@ﬁ:ﬁﬂ-gﬁ Job Description Job Descriptien Wa are seeking a - 1day ago
Melody Shanbaum - Detroit'; M1 gﬂggﬁg a part of
ur team! You will assist in the preparation of
ﬂnﬁaﬁﬂgnﬁg of a phamacist.
Responsibifities: Prepare medication and other
ingnuau_ﬁﬁanu&n:ﬁ!gagg

by Taboola (hY /ipopup.tabool. P forbox&utm_source=salary dary i i eferralfertm_ 1 ing bnails-b:Hybrid Article Thumb
wtea U (hettps:/iy p.taboola Ztemp rbox&utm_sourcemsalary Lary T eferral&utm_« mating-th i rbric Article Tt
You May Like

(et fracking. fec!|COMU/ A XS 0.4 T I3 DE2e JETELDE TTIOR)
Expert S3ys This Drugstore Wrinide Cream Is Actoalty Worth it

[ resstemy

N TACOM ST L2 S5 e TO TN LT 0TI 2 T 7004 LT 7 DS, I 40300 070 T Ol b
O_,

10 Reasons Men Are Jumping on This Radical New Face Cream
Purticle

Prps /Awww, salary com/researchisalary/benchmarkipharmacist-salaryfmi




Pharmacist Satary in Méichigan } Salary.com

Thep e
R e e sk saiary I are) Bphoremac i STACORICTLLE
?

B TSy oL CA KRG BT s 260N KASH s

.. Uresearch/salary/benchmari/pharmacist-manager-salary/mi)

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

£ Find your city for detziled salary datz Q Searchcity or zip code

882 Results Pharmacist’s Average Annual Base Salary

LOCATYON WG, (RUTRIGE) SALARY BATY UPQUTED

Tayler, M1 {/ lary/b kiphamacist-salary/iaylor-mi) . 5151337 Seprember 25, 2022
Acme, Ml {/research/salary/benchmark/pharmacist-salary/scme-mi) $141.278 September 25, 2023
Ada, Mi (jresearch/salary/benchmark/ph. ist-salary/ac-mi) $145,386 September 25, 2023
Addison, MI { Jsataryfbenchmark/pharmacist-salary/addi ] 5151452 September 25,2023
Adriwn, M salary/t prarmacist-salary/adrian-mi) 5145,851 September 25, 2023
Afon, Ml (Jresearch/saiary/Senchmark/ pharmacisc-salary/2fton-mi) S139,299 September 25,2023
Anmesk, M1 {/ /52l /p dist-salary/ah il 5142,402 September 25, 2023
Akran, M1 jsal nmark/p ist-salary/akron-mi} S129,459 September 25,2023
Alarson, Mt {/r fhenchmark/pharmacist-salary i) $129,299 September 25, 2023
Alba, Mk (Jresearch/salary/benchmark/pharmacist-salary/aiba-mi) 5133299 September 25, 2023

hitpsy/iwww.salary com/research/salary/benchmark/pharmacist-satary/m 714
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Career Path for Pharmacist

» What does a Pharmacist do?

Pharmacistin Valieis, CA

Pharmacdist Salary in Michigan | Salary.com

> Last

U by i h

Inthe oncology department of a hospital, for example, the wark of 2 pharmacist may center on prepaning solutions such as chemotherapy.

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

Pharmacists’ salaries vary slightly based on the setting.

Pharmatist in Sioux Cety, 1A

Nowember 22, 2019

Qetabert7, 2019

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

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

£33 Enter 3 job Hitle or kevword & Enter  city or 2ip code

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

« Detailed skills and competency reports for specific positions
= Joband employee pricing reports
+ Compensation data twols, salary structures, susveys and benchmarks.

October 13,3013

Leamabout {hoopssffwwwsalary.com/companalyst?ssed_salarysee_co_oid_bar

hitps e salary. comiresearehfsatarybenchmark/phamacist-salany/mi

0
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@ About Michigan

Michigan corsists of two peninsyias that lie Setween 82°10

Pharmacist Salary in Michigan | Satary.com

to about $0"30° wesT longitude, and are separated by he Sirads of Mackinac, The 45th parafiel nortk runs through the statwe—marked by higway signs and the
PelzsEquator Traik-aing a line including Mission Pgint Lig)

Sowres; Wikipudia (25 of 04/112019). Rend more from Wikioedi

rn:nn_..ﬂﬂema_mnma..u:mnoinwa..mu&oam:nhbm:mnsq.ipgwunamicﬁu:a:m:oam:uuin_._nw_noolun:ma. ia. With the exception of twa snall arezs that

2reCrainec by the Mississippi River by way of the Wiscersin Rivar in the Uppar Pesinsula and Ey way of the Kankakee-lli1ais River in the Lower Penirsula, Michigan,..

ah

% Similar Jobs to Pharmacist -

hitps:fiwww satary,

bencnrark/phammacist-salany/mi

See Additional Stmilar Johs @
KRR To s 08
lindeal ist (/ ek Y Doctarate RETY
Nuclem Pharmacst Uy hench 'naclead- .:.,... Y Advanced - LE%
Orline Prarmacist (/ G- iyl (fresean mark/phar - %
Meme Care (/research chmark/p Wrtie-care-sablary/mi) Doctorate -6o%
Pharmacist - Retall { I retalt i) Bocsate T
. Levelof Education for Pharmacist *
rowse by Education Level (htips/fwww.salary.com/education)) &
Pharmacist Sataries with a2 Bachelors FPharmacist Sataies with 3 Master's Pharmacist Salaries with a £D, MO, Phi) or
Dagree Defree or MBA Equivalem
[htapss) farwwL salary com/Sataries-for- (https/fwwwl salary com/ tor: tp salary. comjsataries-for.
pharmacist-with-a-Bachelors-Degree) pharmacist-with-a-Masters- Degree-ar- pharmacist-with-3- J0-MD-PhD-0r-
MBA| Equivalent)

914
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@ Pharmacist Salary by Globzl Country

i s
salary) salary/canada)

& View Salary Data for Al Nearby Cities -

Indiana

Pharmacist Salaries in Elkhart, Indiana (Iresearch/satary/benchmark/pharmacist-salary/etkhart-in)
Pharmacist Salsdies in South Bend, Indisna Ur {anl; k/phamnacist-salary/south-bend-in)
Minnesors

Pharmadist Salaries in Cuiuth, Minnesota Qggaw_nabn:nzaw&nguﬂ%%u"

iEhmari/phar
Chio

Pharmacist Sataries in Toledo, Ohio (/resaarch/sa lary/benchenariy/pharmacist-satary/tolada-oh)
Wisconsin

Pharracist Salaries in Green Bay, Wisconsin Q«mwmnﬂ:_.mm_mqw?m:n::&_.F__u:masmn.n&m_ué...w_dm?amq.iu

# Most Popular Cities for Pharmacist Job ~

Washington, DC Pharmacies (; fselary/benchmark/p ist-salary/!

gton-de}
Seattle, WA Pharmacist {fresearchisalary/benchmark/pharmacist-salary/seattie-wa)
Chicage, tL Pharmacist (fresearch, /salary/benchmark/pharmacist-salary/chicago-il)

Hew York, NY Pharmacist {/research/salary/benchmark/pharmacist-salary/new-york-ny)
Houston, TX Pharmagist Qﬁawﬂ:\mu_uawaansamlo_u:uaunﬁnﬁu_mQ?ucﬂoa.ﬁ
Phoenix, AZ Pharmacist Q_.Emm.ﬁ?.mu_uiwman:awac.u_._ma:mnwn.ﬂ_mQ\v_._o..,.aa.wa
Atlanta, GA Pharmacist Uresearch/salary/benchmark/pharmacist-salary/atiant-ga)
Indiznapolis, IN Pharmacist {/researchysalary/bench e/t ist-salzryfindianapelis-in}
Los Angeles, CA Pharmacist [/research/salary/benchmark/pharmacist-salary/los-angeles-ca)
Dallas, TX Pharmacist (fresearch/salary/benchmark/pharmacist-salary/dallas-tx)

hitos:/fwww.salary, com/researchisalary/benehmark/pharmacist-safary/mi 10114
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Salary n Michigan | Salary.com
s Browse All Pharmaceuticals Jobs by Salary Level -

E Browse Related Job Categories With Pharmacist *

About Michi; Michigan ists of two peninsulas that lie b

82°30" 15 about 50°30" west longitude, and are saparated by the Straits of Maclonac. The £5th Dar...More

Siille assacizted with Pharmacict: Drug (hilization Review [BUR) Uresaarchisalary/skillidrug-titizatio

iary). inquiry h/S Uresearch/.

1% ¥/ rticat-com ing: Y} —More (resea

page=Litypeaciiidjobcodeched7000011)
Recently searched related tities: Ph: frtern { 5 v/salary/p Yg/industry-ph. ist-salary), Long Term Care
Ph sce ! . Pl R 2

U g/long:
Recently searched companies with related titles : Rite Aid Conpx istssalary), U.S. Air Force (USAF} st (/s J o U-s-air-
force-usad/pharmacist-satary) y/oni}

o d titles: Enterprise Archi

Jobrs with a similar salary range to P i5t: Pharmacy
Salary Son for Phar at vies like : Cansans (s h/ ) 1 ! falliance-tc Livabl rid-salary}, Jackson immunoRessarch
Lab ses Inc {f 2 o s T iah s tary}

i 2
https:/wwwr.salary, com/researchfsalary/benchmark/pharmacist-salary/mi 174
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Sponsored

~ Teamuitmaremedical.edu
¥ rtipsur ? ical,edwph: vonline-class |

Pharm Tech Training - Orline Pharm Tech Training
Health Sciemces - Phammacy Teciisan Program with Extermship, Leam Mone! Start A New
Educaion Path With Flexble Study Hours, 247 Tech Support. Lear Mons! Competitively Priced,
HApply for Financial Ald. Job Interview Cogaching. Hoatth Care Focus Courses, Certification
Heaithcare Progmms vy Onlme Leammg™
About Us

Sporeored
Ross Educaton

-l

s /feww, rossecucationaduw  ©
3&6-week Pharmacy Tech class - Ann Arber, MI campus )
Online ctasses with inerson, interactive extamship from pimrmacy tech professionals. Train -

.- (fresearch/salary/benchmark/pharmacist-manager-salary/mi)
nﬂh._ec.g?ﬂn:n.bn:_Pg

Dertal Assistam Program Madical Asslstar: Srogram

Medica! Billing Program Apply Now
Arm Arber Campus Info Guide v Goting Stared
Sponsored
- Mbforlives

= apsiwewn.diodives,comipaid_surveylpharmagist ¢
Sign Up & Eam Cash - Paid Surveys for Pharmagists

One-step ination for ians 8 Other t Take the highest paic -
surverys. Join now. Get jolning denws up 1o $10. Hissle-Free Surveys. Get 10 Signaup bonus.
Earn unts $150 - 5300,

Hew 11 Works E2m Medical Heneorzrium

Downigad our APP for frae Sigr Uz

hitpsi/www, salary.comiresearch/salary/benchmark/plarmacist-salary/mi 1314
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e & Allvi
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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
E
Employment (1) RSE (3) — wage Bl Wage RSE (3)
331,700 0.6 % $ 64.81 $ 134,790 03 %
Percentile wage estimates for Pharmacists:
50%
1 0, 0, 0, 0,
Percentile 10% 25% (Median) 75% 90%
Hourly Wage | $43.26| $60.51 | $65.40 | $74.78 | $8108

Annual Wage (2)|$ 89,980|$ 125,860($ 136,030 | $ 155,550 | 168,650

Annual mean wage of pharmacists, by state, May 2023

Annual mean wige

3§99,
@ $131,420 - $135,030

140 - $127,780

Blank areas indicate data not available

835128, 1% - $131.260
B $135. 190 - §157.280 ,.0




Comparison of State Employed Pharmacist
Salaries (Average)

$200,000

$180,000

$160,000

S140,000

$120,000

$100,000 ™

$80,000 5‘_f7 J-

$60,000 ] ]l

$40,000 E | '

s20000 8 | : | }

%0 nFsiﬁ 7. “ Ilinoi; is.ot;a na |

i Salary P138456  $145269  $154417  $149,699  $181519
1MichiganSalary 100,500 100,500 100,500 100,500 100,500
Difference $37,956  $44,769 53,917 49,199  $81019

W Salary H Michigan Salary 1 Difference



Titlef Clinlcal Pharimacist Specla

Year| 2022-2023 v!

U ofM

Submit
Number of peaple with the titla of. Clinical Pharmacist Speciafist 14
Maximum Salary: $ 171,749.03
Average Salary: § 15246248
Minimum Salary: $ 134,501,95
2022-23 Unlversity of Michlgan Salarles Page !;:
Name Title Depariment TR GF
Sandison. Katherine Cilnlca)l Pharmacist Speclallst | MM HomadMed Pharmacy Infushn {8 15124805 $0.00
Davuluri, Ravi Clinkal Pharmacist Speclalist | MM Research Pharmacy 4 15060331 $0.00
Granals, Lanne Clinfeal Pharmacist Specialist | MM Plrarry Inirov, & Parinesships 1§ 150465.19 §0.00
Rilman. Nicholas Clinical Phaumacist Specialist {MM Phamm Jonoy. & Parinerships  |§ 15042958 $000
EHagopian, Jennifer ClinisalPharniacist Specialist | MM CVC Pharacy Services § 15004309 5000
Gebarskl, Matlhew Clintcal Pharmagish Specialist (MM HomeMed Pharmacy [nfusien {§ 14963375 $000
Scapnaticdl. Glann Brunc | Clinlcal Pharmacist Speclalist | MM Ambulatory Phatmacy, § 14933151 4000
Altken, Samuye! Clinlcal Pharmacist Spacialist | MM UH Pharmacy Services 114924759 $000
Glover, Ying Clinical Paarnacist Specialist (MM HomeMed Pharmacy Infusion |5 149196.02 $000
Merrill Nicole M Chinicat Pharmacist Specialist | MM HomeMed Pharaacy lafusin |} 144109 $000
Adie, Sarah Clinical Pharmacist Specialist | MM.CYC Pharmacy Sexvices § 141039.35 $000
Ahmad, [man Clintcal Phormacist Specialist | MM Ambulatory Pharmacy! § 1471039, $000
Augustyr.Rebecca Clinical Pharmacist Specialist |MM.HameMed Pharmacy dnfusion { 147039.35 $000
Bicl Anlsa Llinlcal Pliannacist Specialist FiM Phaim lonov. & Partnesships |4 14703935 $000
i Blackburo. Scolt Clinical Pharmacist Specialist | MM Pharmacy Admin'station { 14703935 $000
Burns. Carly Clinical Pharmagist Specialist | MM Pharm Innov, & Partnerships 5 147039.3 $000
Butchin, Jourdan Clinical Pharmacist Specialist | MM CW - Pharmacy. $147039.35 $000
Cuj Xinyi Clinical Pharmacis! Speclalist | MM HILS CRC Med Use/CDS 114703935 $000
Dicemente. ilian (Clinical Pharanacist Secialist |MM UH Pharmosy Senviges Pa7e93s | $o00
Elder, Mary Clnical Phanmacist Specialist | MM Phatm fonov, & Parinerships |6 14703935 $ 000
Ellayan, Dawud Clinlcal Pharmaqist Speclalist | MM Research Pharnacy 114700935 $000
Fatiga. Nichalas Clivica] Pharovacist Specialist | MM UM Pharmacy: Services § 147,35 $000
| Fennelly, Jessica Elizabeth | Clinjcat Bharmacist Speciallst | MM_Phatm Innov. & Partnerships | 147439.35 $ 000
Frzga. Marting Clinlcal Pharmacist Speclalist [MM CW - Phaimacy § 147009.35 $ 000
Gennan, Chiistopher Clinfea! Pharnacist Speciabist | MM HoneMed Phannacy Infusin {$ 1470%.35 4 000
Huehschran, Ashley Clinical Phatmacist Specialist | MM CW - Phanmacy § 147,09.35 $0.00
Jalioul, Mohamad Clinical Pharmagigl Speciafist | MM HomeMed Phatmycy Infusion 11470 35 4000
larosz, Audiey Clinical Pharmacist Specialist | MM.CW - Phazmacy {1 147,0.35 4 000
King. Madeleie Clinlal Pharnacisl Speclalist  { M CGC Infusion Pharnyacy § U708 4 000

3
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Lists of recent University of Michlgan searches of

| Names Yitles Departaents
w209.2heag Besearch Lab Speclalisting LMHMENDa!Oom i
lohnson. Mich Basearch Process Coor Opesafingg foom
Mifter. David Web Adminlsizator Dack
pelars. amy payioll sealor UMH NNP Staff SatRese Tl
waten. b Exec Secrelony to top ek Qlfice of the Presdent
Qi X Bhisical iharapist ass Looks
kurg, Deolal Dispensing Assistant  Jaccreditation
Macy, Michelle Lea Clerk nlermediata Etinl
Kaufmao, Martin Mark | Quality Assuranc 11}
Stauifer, PUblic Balalions Manager Umh

Warning: Undelined array key "Depi®in fhome/dh_cnBjte/umsalaryInfofstat_table.lne on tisa B1

Random Names from Unlvarstty of Mishigan

Dills, Sarah Lyan

Hayward. Layra Claie

Sodeibtrg, Scott

Farhal. Kelli

Esper. Thomaz

Grove, Jason]

Bari Nablla

Densham, Clinton

[Randem Titles from Univarsity of Michigan

Progyrement Agent Assqjate

Pharnsacy fechniclan Agsac

Uofm

a



Anatemical Donor Pragram Coard

Acddemic Humen Resaurges Spec

Apnp.Systems Analyst Staif Spec

| Onhihalmic Imaglng. Spes Assoc

Risk Analyst Lead

Random Dapariments from Unlversity of Michigsn

MM.OT Hand Yhrapy - Dominos

M Livonla Farmib Medlic

Eripl Copy Mail Admlnistration

Arghitecture

Dudersladt Chy Stydios

MM KEC GlaucomaiReting

LSA UG: English Language Inst

MM Peds OP OL-PT at Milestana

¥, of N]
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A We use cookies and similar

technologies on this site to enhance functionality, amalyze taffic and UREE, and celiver pemanalized contant, . Leam More Llega lfp rmcy eontralest 1ADCept
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xﬂa?ﬁ:aoﬂsugiuﬁi:g:w;n average Pharmacist saary in Michigar 15 5248,581 25 of Septesmber 25, 2023, but the range typically 215 berween SI4Q,086 pnd SL58,364. Sa12 ry ramges gan vary
witlely deoending on the ity and many ather imoortant faeters. including education, centifications. agdditional skills, the numBer of years you have soert inyour profession,

View Minimum WaRC VRGeS in Michigan 3 ?Hvﬂ.&%!!&«....Q.n.uixannoanr..im_.."ic.:.!unn\iwn:ﬂnu:u
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