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[DEPUTY SHERIFFS]PEACE OFFICER-MERIT COMMISSION POLICY AND PROCEDURE

PUBLIC SAFETY [PAY] JOB CLASSIFICATION PLAN AND PRACTICES

[REFERENCE

Uniformed Services Employment & Re-employment Rights Act, 1994; 38 U.S.C.; 4301-4333
DSMC Policy & Procedure: 

General Definitions
Classification Appeals
Reduction-in-Force/Rank and Reappointment Registers
Overtime and Compensatory Time

Types of Career Advancement, Temporary, Emergency, and Specialist Appointments]
POLICY

It is the policy of the Merit Commission to provide for a consistent process for placement of Merit System Officers within the job classification plan.[DSMC to provide a pay plan and supporting policies to ensure equitable compensation practices across all sworn positions in the Sheriff's Office.]
DEFINITIONS
CATEGORY: A group of employees who have been selected and appointed under the Merit Commission system. There are currently three categories: Peace Officer, Correctional Officer, and Protective Service Officer. A category may consist of one or more ranks.
CLASSIFICATION: The term used to describe the grouping of like positions, the assignment of a title and/or paramilitary rank, the assignment of a category, and the assignment of the appropriate grade and salary range on the Public Safety pay plan. The classification of any position is made after evaluation of written tasks and objectives, and may include a review of that position in relation to other positions in the Sheriff’s Office or UPD.
CLASSIFICATION PLAN: Consists of all positions covered by the Merit Commission including ranks, career ladder, specialist positions and their interrelationships.

GRADE: The pay range for each of the positions in the job classification plan.

POSITION: Refers to any position, grade or rank in the classification plan.

RANK: Refers to an appointment attained on the basis of a merit examination or an emergency appointment.
SPECIALIST POSITION: A position requiring peculiar and exceptional qualifications of a scientific, professional or expert character, where it is evident competition is impracticable.
REASSIGNMENT: 1) the movement of an employee to another category, rank or assignment due to an ADA accommodation or voluntary request; or 2) the movement of an employee serving in a specialist position back to his/her former category or, in the case of an externally appointed specialist the movement of the employee to an entry level position within his/her category.
TRANSFER: A transfer is the lateral movement of a Merit Commission covered merit employee to a different division or unit in the same category within the same merit class and salary range.

1.0
CLASSIFICATION PLAN

1.1
The Merit Commission will adopt a classification plan for all Officers.

1.2
The Merit Commission will approve new position classifications into the classification plan.

1.2.1
In the event a new position classification is created and approved the position will be classified and become part of the classification plan.

2.0
CLASSIFICATION CATEGORIES AND RANKS

2.1
The classification plan consists of peace officer, correctional officer, and protective service officer. 

2.2
 Within each category there are the ranks of sergeant, lieutenant, and captain.

3.0
SPECIALIST POSITIONS

3.1
After the approval of the Merit Commission, the Sheriff may appoint without examination a qualified sworn officer to a designated specialist position, which requires the appointed sworn officer to meet special qualifications.
ADVANCE \d44.0
MAINTAINING THE JOB CLASSIFICATION PLAN

4.1
The Human Resources Division will prepare job descriptions.

4.2
The Sheriff will recommend modifications to the position classification to the Merit Commission.

4.3
The Merit commission staff will maintain position classification competencies (knowledge, skills and abilities) for each category and rank and establish minimum qualifications. 

4.4
The Merit Commission will approve all changes to the classification plan.

5.0
TRANSFERS

5.1
The Sheriff or designee may at his or her discretion transfer a sworn officer from one assignment to another within the same category and rank.
[PROCEDURES

1.0
PAY PLAN

The DSMC shall be responsible for the adoption and/or implementation of pay plans, consistent with and in support of County Council funding decisions. The following principles shall guide the initial adoption of and any changes to a public safety pay plan:

1.1
The pay plan shall be a percent-based step plan with a constant percentage between steps and between grades.

1.2 
Adjustments to the step plan shall be made in percentages rather than in flat amounts. There are three types of adjustments that can be made to the plan: (1) a structure adjustment, to adjust the entire plan to reflect overall changes in the market or in the cost-of-living, at the discretion of the County Council, in which case all employees receive the increase; or (2) changes to the number of steps or the percent between steps and/or grades, (3) changes to reflect overall changes in the market in which a portion or limited number of steps are impacted which shall be subject to funding by the County Council.

1.3 
The step plan does not preclude additional non-cumulative incentive pay awards, as may be funded by the County Council and awarded by the Sheriff.

2.0 
PLACEMENT IN STEP AND GRADE

Regardless of rank, current employees shall be placed at the step which is consistent with total years of service credit in category, minus one step for each year the employee was denied a merit increase due to not meeting job expectations.

Example:
A Correctional Officer with no outside public safety credit who has six years of DSMC covered service time and has not been denied a merit increase, will be in step seven of the applicable grade for his/her job classification.]
[3]6.0 
OUTSIDE PUBLIC SAFETY CREDIT

A new full-time employee or a lateral hire shall receive service credit for all qualifying experience at the rate of one for one, rounded to the nearest whole month. Partial months of service exceeding 15 days will be rounded up to a full month.
Prior to January 5, 2016, [At the time of hire] a new full-time employee shall receive service credit for all qualifying experience at the rate of one half, rounded to the nearest whole year. The credit shall be determined by first dividing the total credit in half then rounding to the nearest whole year. Six months and over will be rounded up. 
Outside credit is used to determine pay at entry and shall be considered in terms of initial placement in and future advancement on the career ladder. Outside credit is not counted towards, nor does it affect, the [County] service date, the [County] hire date, or the [County] merit date, except as specifically provided for in other [DSMC]Merit Commission policies. 
Qualifying experience is defined as follows:

[3]6.1 
Officers: Equivalent, full time, paid law enforcement experience with any 
municipal, county, federal or state law enforcement agency such as a police 
officer, deputy sheriff, highway patrol trooper, or federal agent.

[3]6.2 
Correctional Officers: Equivalent, full time, paid corrections experience in any 
municipal, county, federal or state correctional facility.

[3]6.3 
Protective Service Officers: Full time, paid law enforcement experience with any 
municipal, county, state or federal law enforcement agency such as a police 
officer, deputy sheriff, highway patrol trooper or federal agent. On or before 
June 12, 2015, the Sheriff shall allow remediation for officers currently in service 
who have not yet realized the benefit of prior service credit as defined in 
section 3.3 effective June 15, 2015.
 [3.4 
All others, including former employees who are new hires (not hired pursuant to the DSMC Rehire or Reduction-in-Force/Rank and Re-Appointment Registers policies) in the same or a different category, employees of the Sheriff's Office who move from a civilian position to a sworn position, and part-time sworn officers or volunteers, shall start at step one of the entry grade for the position.]
[4]7.0
MOVEMENT ACROSS [CAREER PATHS] CATEGORY BY CURRENT EMPLOYEES

7.1
Movement across [career paths] category by current employees shall be allowed to 
entry category ranks only, following certification and selection from an appropriate 
merit system register.

[4.1]7.2
Evaluation of Service Credit: Outside credit shall be evaluated upon the move to the new categories and awarded as described in [3]6.0 of this policy. As a result, an employee’s step in the pay plan may increase or decrease if he or she has outside experience applicable either to the old or the new category. 

Example: A correctional officer who has received outside credit for experience with the Utah State Prison, would lose that credit if [he/she]the officer moves to a [deputy sheriff]protective services position. Conversely, a [deputy]protective services officer who received outside credit as a [police officer]baliff, would lose that credit if [he/she]the officer moves to a correctional officer position.

[4.1]7.3
Placement in Grade: Employees shall be placed in the appropriate grade for the new category. If the new category has a career ladder, the employee shall be placed at the grade level in the ladder commensurate to [he/she]the officer’s service credit following an evaluation of outside credit.

[4.1]7.4
Placement in Step: Employees shall be placed in the step appropriate for the years of service credited following the outside credit evaluation. This means that absent any addition or loss of outside credit, an employee will retain the same step in the new grade.

[5]8.0 
GRADE AND SALARY UPON REHIRE

[5]8.1 
Employees who move from one category to another may, at the Sheriff's discretion, return to the former category under the same terms as a rehire, if the return occurs within the required one (1) year period.

Example:
If [A]an employee moves from correctional officer to [deputy]protective service officer, then resigns and asks to be returned as a correctional officer[.], [At the Sheriff's discretion,] the employee could be returned, at the sheriff’s discretion, to the appropriate pay level for the corrections category, at the step appropriate for service credit.

[5]8.2 
Employees who have not been promoted [based on a competitive merit examination] shall be rehired in the grade appropriate to the job category at the step in the pay plan they were in at the time of termination.

[5]8.3 
Employees who have been promoted [via a competitive merit examination] shall forfeit that rank and be rehired at the entry level [highest qualifying grade of the entry level category, at the same step as when they terminated]based upon qualifying service credit.

9.0[6.0]
DEMOTIONS WITHIN THE SAME CAREER PATH

Employees being demoted shall be moved to the previous rank [category] at the step equal to total years of service credit, minus one step for each year that the employee was denied a step increase.

10.0[7.0]
REDUCTION IN PAY

As a disciplinary action, and as authorized by the [DSMC] Merit Commission Written Charges Policy, an employee shall [may] have [his/her] pay reduced. Reductions in pay shall be made in step increments. Such pay reductions may necessarily result in a change in grade. 

[Example:
The Sheriff reduces an employee’s pay by two steps. As the employee was at grade P9, step 6, the employee’s new pay would be grade P9, step 4.]
11.0 [8.0]
RECLASSIFICATION

[8]11.1
The [DSMC] Merit Commission shall review position descriptions upon request of the Sheriff. [or on appeal from the Classification Board.]
[8]11.2
The effective date of any reclassification action[,approved by theDSMC,] shall be the beginning of the first pay period following reclassification [receipt of the position description by the DSMC] .
[8]11.3
A reclassification may or may not involve a salary increase consistent with this



policy.

12.0[9.0]
REINSTATEMENT

12.1[9.1]
Reinstatement applies to a merit employee who (a) has been reduced-in-force and is reappointed consistent with the provisions of [DSMC] Merit Commission Policy and Procedure: Reduction-in-Force/Rank and Reappointment Registers, (b) is a veteran eligible under the Uniformed Services Employment and Re-employment Act, or (c) has been reinstated as a result of [DSMC] Merit Commission or subsequent court action.

12.2[9.2]
A merit employee who has been reinstated shall [have his/her pay and/or benefits restored as follows:

9.2.1
A reduced-in-force employee shall]be reinstated based upon the employees qualifying years of service[at his/her previous salary].

[9.2]12.2.1[2]Employees shall have [his/her]their service date adjusted to reflect all previous merit employment with Salt Lake County and/or UPD. [The adjusted service date shall [will] be used for the purpose of determining vacation accrual, awarding employee service awards and employee service certificates, and for the calculation of Reduction-in-Force retention points.

9.2.3
Upon application for enrollment, the employee's health, dental, life, retirement, etc. benefits shall be established subject to the new hire policy.

9.2.4
The employee shall have his/her sick leave hours restored.]
[9]12.3
[A m]Merit employees who [has]have been activated  and go[es] on leave without pay [on Salt Lake County employment] for the purpose of entering the Armed Forces must be reinstated in accordance with the provisions of the Uniformed Services Employment & Re-employment Rights Act, 1994; 38 U.S.C.; 4301-4333. If [the] employees [is]are reinstated, [his/her]their pay [and/or benefits] shall be restored as follows:

[9]12.3.1
[The v]Veterans must be paid at the level [he/she]they would have attained had [he/she]they not left for military service. This includes all general cost-of-living and merit increases.

[9]12.3.2
[The e]Employees shall have [he/she]their service date adjusted to reflect previous merit employment plus the entire period of military service and the period between release from the service and [he/she]their return to work as allowed by USERRA.  The adjusted service date will be used for the purpose of determining vacation accrual, awarding employee service awards and employee service certificates, and for the calculation of reduction-in-force retention points.

[9.3.2.1
Benefit administration for veterans or reestablishment of benefits for a returning veteran will be coordinated by County-wide policy administered through County Personnel.

9.3.2.2
The employee’s leave balances will remain intact during periods of military activation.]
[9]12.4
[A m]Merit employees who [has]have been reinstated as a result of [DSMC]Merit Commission or subsequent court action must [have his/her pay and/or benefits]be restored as directed by the [DSMC]Merit Commission or court.

[9]12.5
When the Sheriff’s Office has been directed to rehire an employee who has been reinstated by [DSMC]Merit Commission or court action and a vacancy no longer exists, the [DSMC]Merit Commission Reduction-in-Force/Rank and Re-appointment Registers Policy shall be applied.
[10.0
ADDITIONAL PAYMENTS

10.1
Education Incentive Allowance

10.1.1
In order to promote professionalism in law enforcement, sworn personnel will receive a monthly incentive allowance based on the highest degree held.

10.1.1.1
Master's Degree

$75

10.1.1.2
Bachelor's Degree
$50

10.1.1.3
Associate Degree
$25

10.1.2
Employees wishing payment under this program will submit proof of eligibility by presenting a proof of graduation certificate to the Sheriff’s Office Fiscal Division.

10.1.3
For employees presenting previously attained proof of eligibility, the Sheriff’s Office Payroll is authorized to provide back payment of the incentive for a maximum of two months prior to the receipt of the proof of eligibility by Payroll.

10.2
Training Officer Compensation

10.2.1
Training Officers (all categories) will receive $2.00 per hour add-on pay for the time in which they have a trainee officially assigned.

10.2.2
Training Officers will submit a “Request for Payment” to the Training Coordinator, detailing the date of shifts, the name of the trainee, and the hours in the shift in which Training Officer’s duties were performed.  Such request shall be submitted along with the daily observation reports for all claimed shifts and must be filed according to deadlines established by the Training Unit in order to be paid.

10.2.2.1
The Training Coordinator will review all reports and is responsible for verifying/certifying the accuracy of time reported, prior to forwarding to the payroll supervisor for payment.

10.2.2.2
The Fiscal Division will determine the appropriate payment based on hours/shifts submitted.

10.2.2.3
Only employees appointed by the Sheriff as Training Officers (outside of the Training Unit) are eligible to receive this compensation.  All employees are expected to provide training, coaching and feedback to new recruits a requested or as necessary to build an effective, educated workforce.
10.3
K-9 Care Allowance

10.3.1
Employees assigned to the K-9 Unit will be paid a per month food allowance and a per month maintenance allowance to cover the costs of caring for each service dog in their possession.

10.4
Court Compensation 

10.4.1
Employees will receive their regular rate of pay for a court or hearing appearance as a juror/witness subpoenaed by a government agency when the appearance is required during the employees regular scheduled working hours. Employees are not entitled to the witness/jury fee while receiving their regular rate of pay.

10.4.2
Employees will receive compensation for court or official hearing appearances as a witness, subpoenaed by a government agency while off-duty, using the following criteria:

10.4.2.1
Off-duty appearances will be considered time worked and documented on a timecard. The employee will be compensated from the time of the required appearance until the time he/she is released by the prosecutor or other authority. Minimum compensation is for three hours. If an employee is required to stay past three hours, the actual time worked will be paid. Travel time to and from appearances is not time worked.

Example:
If an employee is at court, off-duty, and is required to stay for four hours, the employee will be paid for four hours (actual time worked).

10.4.2.2
When an employee is required to appear on two or more separate appearances in one day, he/she is eligible to receive compensation for each appearance only if the time lapse between subpoenas is at least three hours. 

Example:
If an employee is required to appear in court at 0900 hrs, then required to appear on a separate subpoena at 1300 hrs, the employee will be paid for two court appearances.

10.4.2.3
If the employee is required to appear on a subpoena, before a regular shift, the subpoena must reflect the employee's appearance was required at least three hours before the regular shift to receive the minimum three hour pay. Otherwise, the employee will be compensated for the time actually worked. 

Example:
If an employee is scheduled to report on duty at 1500 hours, any subpoena must reflect that the employee was required to report at or prior to 1200 hours to receive the three hour minimum. 

10.4.2.4
If an employee is required to remain in court past the end of his/her regular shift, the employee will be paid for actual time worked.

10.4.2.5
Compensation will not be made for cases not arising out of the employee's official duties, such as off-duty employment or personal matters. Employees are entitled to receive and retain witness fees from the Court when they are not compensated by the Office. State law prohibits the receiving of more than one witness fee daily.

10.4.3
Court preparation time for cases arising out of the employee's official duties will be considered time worked. Court preparation will be completed on-duty whenever possible. Supervisors will determine whether court preparation will be completed on-duty or off-duty.  

10.4.4
Compensation requests for off-duty court appearance and off-duty court preparation time for cases arising out of the employee's official duties will be recorded on the timecard.

10.4.4.1
A copy of the subpoena showing the beginning time, release time, and signature of prosecutor or other authority, and the witness fee check must be submitted to the Payroll Unit. Actual time spent at court must also be documented on the timecard.  Employees reporting to Salt Lake County Justice Court on a subpoena while off-duty will be required to sign the Justice Court log to verify their appearance.  The Justice Court will reimburse the Sheriff’s Office for the witness fees. District Court witness fee checks are payable to the bearer and do not need to be endorsed. If there is more than one appearance in one day, employees will write no witness fee on any additional subpoena and submit them together. (State law prohibits the receiving of more than one court witness fee daily.)

10.4.4.2
To receive Office compensation, employees must submit the required signed subpoena, witness fee check (if applicable), and timecard.

10.4.4.3 
Pay will be determined consistent with DSMC Policy and Procedure: Overtime and Compensatory Time.

10.4.5
Any income earned from an employee's secondary employer for court appearances during the employee's Sheriff's Office scheduled working hours shall be turned over to the Sheriff's Office Fiscal Division.

10.5
Prorating Monthly Allowances

10.5.1
Monthly allowances shall not be prorated, unless the asset moves with the assignment, such as with K-9.]
[11]13.0
PROMOTIONS/DEMOTIONS

[11]13.1
[An e]Employees promoted or demoted will be paid on the applicable grade of the [DSMC]Merit Commission pay plan. The step on the grade will be the same step as the employee was in at the grade from which [he/she]they were [was] promoted or demoted.

[12]14.0
SPECIALIST POSITIONS
[12]14.1
[An e]Employees appointed to a specialist position shall be placed within the salary range[receive such pay increase] as approved for the position by the [DSMC]Merit Commission[, upon recommendation of the Sheriff]. Placement within the salary range is at the discretion of the Sheriff. 
[12]14.2
The employee will maintain two classifications:[ his/her]the permanent merit rank and the appointed rank or title, and accompanying pay.  The merit rank is attained through appointment from a merit register based on a competitive merit examination, while the specialist appointment is based on the provisions of the [DSMC]Merit Commission Policy and Procedure: Specialist Positions.

[12]14.3
The specialist appointment does not change or alter the merit status of the employee.

[12]14.4
Time served in a specialist position does not count as eligibility time to participate in a merit examination, other than in the employee’s permanent position.

[12]14.5
The employee cannot be transferred to another position classification within the pay [level]grade.

[12]14.6
The Sheriff may opt at any time to transfer the employee to a position within [his/her]their current rank.  Said transfer may result in a reduction in pay, but will be considered a reassignment and not a demotion.

[13]15.0
TEMPORARY AND [EMERGENCY]PART TIME APPOINTMENTS 
[13]15.1
The Sheriff may make temporary or [emergency]part time appointments within the following parameters:

[13]15.1.1
Filling Vacancies When No Merit Register Exists.

The Sheriff may appoint [an]a temporary employee to fill a [supervisory/command level] vacancy for a period not to exceed [sixty (60)]120 days within any 12 month period when there is not an active register in existence.  [The Sheriff may grant the employee a temporary salary adjustment not to exceed the equivalent of four steps. No salary adjustment shall be made for any acting reassignment of less than thirty (30) days.]
[13]15.1.2
[Emergency]Part Time Appointments


The Sheriff may appoint [make an emergency appointment of an individual]a part time employee to perform duties required of a sworn officer without approval of the [DSMC]Merit Commission for a period not to exceed [seven (7) days]29 hours per week[, which can be extended for an additional seven (7) days by the DSMC, to perform work that is necessary to expedite the public business]. These appointments shall only be made if there is no eligible employee immediately available from a merit register or a reappointment register. Pay shall be predetermined in consultation with the [DSMC]Merit Commission.

[14.0
REDLINED

14.1
An employee may not be paid at a rate that exceeds the pay range maximum of his/her classification unless the redlined rate is approved by the DSMC.

15.0 
ADOPTED PAY PLAN]
APPROVED AND PASSED THIS Day, Month, 2015.

SALT LAKE COUNTY

PEACE OFFICER-MERIT COMMISSION

By:                                                        

KEN WALLENTINE, Chair 

[SALT LAKE COUNTY PUBLIC SAFETY PAY PLAN
Effective January 1, 2005
	
	
	S1
	S2
	S3
	S4
	S5
	S6
	S7
	S8
	S9
	S10
	S11
	S12

	P
	1
	2248
	2310
	2374
	2439
	2506
	2575
	2646
	2718
	2793
	2870
	2949
	3030

	P
	2
	2310
	2374
	2439
	2506
	2575
	2646
	2718
	2793
	2870
	2949
	3030
	3113

	P
	3
	2374
	2439
	2506
	2575
	2646
	2718
	2793
	2870
	2949
	3030
	3113
	3199

	P
	4
	2439
	2506
	2575
	2646
	2718
	2793
	2870
	2949
	3030
	3113
	3199
	3287

	P
	5
	2506
	2575
	2646
	2718
	2793
	2870
	2949
	3030
	3113
	3199
	3287
	3377

	P
	6
	2575
	2646
	2718
	2793
	2870
	2949
	3030
	3113
	3199
	3287
	3377
	3470

	P
	7
	2646
	2718
	2793
	2870
	2949
	3030
	3113
	3199
	3287
	3377
	3470
	3566

	P
	8
	2718
	2793
	2870
	2949
	3030
	3113
	3199
	3287
	3377
	3470
	3566
	3664

	P
	9
	2793
	2870
	2949
	3030
	3113
	3199
	3287
	3377
	3470
	3566
	3664
	3764

	P
	10
	2870
	2949
	3030
	3113
	3199
	3287
	3377
	3470
	3566
	3664
	3764
	3868

	P
	11
	2949
	3030
	3113
	3199
	3287
	3377
	3470
	3566
	3664
	3764
	3868
	3974

	P
	12
	3030
	3113
	3199
	3287
	3377
	3470
	3566
	3664
	3764
	3868
	3974
	4084

	P
	13
	3113
	3199
	3287
	3377
	3470
	3566
	3664
	3764
	3868
	3974
	4084
	4196

	P
	14
	3199
	3287
	3377
	3470
	3566
	3664
	3764
	3868
	3974
	4084
	4196
	4311

	P
	15
	3287
	3377
	3470
	3566
	3664
	3764
	3868
	3974
	4084
	4196
	4311
	4430

	P
	16
	3377
	3470
	3566
	3664
	3764
	3868
	3974
	4084
	4196
	4311
	4430
	4552

	P
	17
	3470
	3566
	3664
	3764
	3868
	3974
	4084
	4196
	4311
	4430
	4552
	4677

	P
	18
	3566
	3664
	3764
	3868
	3974
	4084
	4196
	4311
	4430
	4552
	4677
	4805

	P
	19
	3664
	3764
	3868
	3974
	4084
	4196
	4311
	4430
	4552
	4677
	4805
	4938

	P
	20
	3764
	3868
	3974
	4084
	4196
	4311
	4430
	4552
	4677
	4805
	4938
	5073

	P
	21
	3868
	3974
	4084
	4196
	4311
	4430
	4552
	4677
	4805
	4938
	5073
	5213

	P
	22
	3974
	4084
	4196
	4311
	4430
	4552
	4677
	4805
	4938
	5073
	5213
	5356

	P
	23
	4084
	4196
	4311
	4430
	4552
	4677
	4805
	4938
	5073
	5213
	5356
	5504

	P
	24
	4196
	4311
	4430
	4552
	4677
	4805
	4938
	5073
	5213
	5356
	5504
	5655

	P
	25
	4311
	4430
	4552
	4677
	4805
	4938
	5073
	5213
	5356
	5504
	5655
	5810

	P
	26
	4430
	4552
	4677
	4805
	4938
	5073
	5213
	5356
	5504
	5655
	5810
	5970

	P
	27
	4552
	4677
	4805
	4938
	5073
	5213
	5356
	5504
	5655
	5810
	5970
	6134

	P
	28
	4677
	4805
	4938
	5073
	5213
	5356
	5504
	5655
	5810
	5970
	6134
	6303

	P
	29
	4805
	4938
	5073
	5213
	5356
	5504
	5655
	5810
	5970
	6134
	6303
	6476

	P
	30
	4938
	5073
	5213
	5356
	5504
	5655
	5810
	5970
	6134
	6303
	6476
	6655

	P
	31
	5073
	5213
	5356
	5504
	5655
	5810
	5970
	6134
	6303
	6476
	6655
	6838


Conversion:








Plan Description:


Monthly to annual:

Multiply by 12




Steps:   2.75% between steps

Monthly to semi-monthly:
Divide by 2





Grades: 2.75% between grades

Monthly to hourly:

Multiply by 12, then divide by 2080

Reflects a 1% COLA January 1, 2005]
Revised 03/22/04

