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MORROW COUNTY BOARD OF COMMISSIONERS MEETING AGENDA 
Wednesday, June 7, 2023 at 9:00 a.m. 

Bartholomew Building, Upper Conference Room 
110 N. Court St., Heppner, Orgon 
See Zoom Meeting Info on Page 2 

 
1. Call to Order and Pledge of Allegiance - 9:00 a.m.  
2. City/Citizen Comments 
3. Open Agenda:  The Board may introduce subjects not already on the agenda 
4. Consent Calendar 

a. Minutes:  May 3rd, May 17th  
b. Professional Services Contract with Helion Software, Inc. for Assessment & 

Taxation Computer Software Services 
5. Business Items  

a. Presentation on the Proposed Sunstone Solar Development (Logan Stephens, Pine 
Gate Renewables, Senior Director)  

b. Letter of Support to the Department of Land Conservation & Development 
regarding the Town of Lexington’s Downtown Improvement Plan Project (Katie 
Imes, City Councilor) 

c. Letter of Support to the Oregon Criminal Justice Commission regarding the 2023-
25 Biennial Plan for the Justice Reinvestment Grant (Dan Robbins & Gina 
Wilson, Parole & Probation) 

d. Order No. OR-2023-3:  Authorizing Treasurer to Invest Funds (Jaylene Papineau)  
e. Classification & Compensation Review (Lindsay Grogan, Human Resources)  
f. Appoint Members to the Morrow County Broadband Network Consortium  
g. 10:30 a.m.:  Retirement Plan Administration Proposal (Kevin Ince, Finance 

Director; Jennifer Currin Gutridge, Mercer Advisors) 
6. Department Reports 

a. Sheriff’s Office Monthly Report (Melissa Camarillo) 
b. Local Public Safety Coordinating Council Quarterly Report (Jessica Rose) 
c. Road Department Monthly Report (Mike Haugen) 
d. Clerk’s Quarterly Report (Bobbi Childers) 

7. Legislative Updates 
8. Correspondence 
9. Commissioner Reports 
10. Executive Sessions (2):  Pursuant to ORS 192.660(2)(a) – To consider the employment 

of a public officer, employee, staff member or individual agent.  **Will have a 
participant via Zoom or phone.  Media can contact Morrow County and request the Zoom 
or phone information. 

11. Potential Decision/Action Item as a Result of the Executive Session 
12. Signing of documents 
13. Adjournment 

 
Agendas are available every Friday on our website (www.co.morrow.or.us/boc under 
“Upcoming Events”).  Meeting Packets can also be found the following Monday. 
 

http://www.co.morrow.or.us/boc
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The meeting location is accessible to persons with disabilities. A request for an interpreter for the 
hearing impaired or for other accommodations for persons with disabilities should be made at 
least 48 hours before the meeting to Roberta Lutcher at (541) 676-5613. 
 
Pursuant to ORS 192.640, this agenda includes a list of the principal subjects anticipated to be 
considered at the meeting; however, the Board may consider additional subjects as well. This 
meeting is open to the public and interested citizens are invited to attend. Executive sessions are 
closed to the public; however, with few exceptions and under specific guidelines, are open to the 
media. The Board may recess for lunch depending on the anticipated length of the meeting and 
the topics on the agenda. If you have anything that needs to be on the agenda, please notify the 
Board office before noon of the preceding Friday.  If something urgent comes up after this 
publication deadline, please notify the office as soon as possible. If you have any questions about 
items listed on the agenda, please contact Interim Administrator, Roberta Vanderwall, 541-676-
2529. 

Zoom Meeting Information 
 

https://zoom.us/j/5416762546  Password:  97836  Meeting ID: 541-676-2546 
 
Zoom Call-In Numbers for Audio Only Using Meeting ID 541-676-2546#: 

• 1-346-248-7799 
• 1-669-900-6833  
• 1-312-626-6799 
• 1-929-436-2866 

 
Zoom Specific Notes: 

• If joining by a browser, use the raise hand icon to indicate you would like to provide 
public comment, if and when allowed.  If using a phone, press *9 to indicate you would 
like to speak and *6 to unmute when you are called on. 

• Morrow County provides the option for Zoom Translated Captions.  
o Instructions:    https://support.zoom.us/hc/en-us/articles/6643133682957-

Enabling-and-configuring-translated-captions 
o If you need further assistance, please contact Justin Nelson at 

jnelson@co.morrow.or.us 
 
 

https://zoom.us/j/5416762546
https://support.zoom.us/hc/en-us/articles/6643133682957-Enabling-and-configuring-translated-captions
https://support.zoom.us/hc/en-us/articles/6643133682957-Enabling-and-configuring-translated-captions














































































Su n s t o n e  So la r
Brin g in g  c le a n , a ffo rd a b le , a n d  re lia b le  e n e rg y a t  sc a le  t o  Ore g o n  



• Pine Gate Renewables is a national leader in large -scale solar energy with a 
mission to develop clean energy for all. 

• We build local and national partnerships that are driving the reinvention of our 
energy system while at the same time creating local opportunities for a thriving, 
equitable, clean economy. 

• We are committed to being good community partners through open and 
transparent communications.

Wh o  is  Pin e  Ga t e  Re n e w a b le s ?



Wh a t  is  Su n s t o n e  So la r?

Clean, local and reliable energy 
t o  Ore gon’s  grid  

Oregon homes potentially powered by clean, 
affordable energy

Su n s t o n e  So la r  w ill b e  t h e  P a c ific  No rt h w e s t ’s  la rg e s t  s o la r  fa c ilit y  a n d  o n e  o f t h e  la rg e s t  in  
t h e  c o u n t ry.

Th e  p ro je c t  is  b e in g  d e ve lo p e d  w it h  c a re fu l c o n s id e ra t io n  fo r t h e  la n d  a n d  w it h  t h e  g o a l o f 
m a xim izin g  g e n e ra t io n  w h ile  m in im izin g  c o s t s  t o  c u s t o m e rs .

1,20 0  MW 228 ,0 0 0





Ad d re s s in g  Pro je c t  Im p a c t s

W o rk in g  c lo s e ly w it h  s t a k e h o ld e rs  in  a n d  a ro u n d  Mo rro w  Co u n t y t o  
a d d re s s  p ro je c t  im p a c t s  a n d  m it ig a t io n  m e a s u re s

Lo c a l Ag ric u lt u ra l 
Ec o n o m y

Cu lt u ra l Re so u rc e s

En viro n m e n t a l
Re so u rc e s  & Ha b it a t

La b o r So u rc in g

Ho u s in g  a n d  
Tra n sp o rt a t io n

W a t e r Ne e d s



Est im a t e d  P ILOT re ve n u e s  o ve r firs t  
17 ye a rs  o f o p e ra t io n  

Es t im a t e d  lo c a l jo b s  
d u rin g  c o n s t ru c t io n

$ 8 .4 M p e r  ye a r 6 0 0 +

Fis c a l Be n e fit s
Ove r fou r d e ca d e s , t h e  com b in e d  re a l p rop e rt y t a xe s , PILOT p a ym e n t s , a n d  s t a t u t o ry t a x 

p a ym e n t s  a re  e s t im a t e d  t o  b e  a roun d  $376  m illion  in  t o t a l.

Helping to enable investments in County infrastructure such as:
p u b lic  sch o o l fu n d in g , ro a d  m a in t e n a n ce , a ffo rd a b le  h o u sin g



Pro je c t  Tim e lin e

20 21- 26
Development

20 26
St a rt  o f Co n st ru c t io n

20 30
Fu lly Op p e ra t io n a l



Co n t a c t s

Logan Stephens
Sr. Director, Project Development
Pine Gate Renewables
LoganStephens@pgrenewables.com

Brianne Hyder
Senior Director
RenUSA
Brianne@renusa.org

mailto:Logan.Stephens@pgrenewables.com
mailto:Brianne@renusa.org
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I. 

Introduction and Summary 

 
 
 
The Morrow County, Oregon provides a complete range of municipal and related 
services to small town residential, business, and rural agricultural populations..  The 
County is listed as having a population of about 13,000, although with its location along 
I-84 and the substantial growth in commercial activity, it has the characteristics and 
growth potential of a noticeably larger county. 
 
The County also would like assurance that the current salary administration system 
adequately supports optimal internal job alignment decisions, challenges in developing 
and retaining of key skills, and contrasted by concerns about labor costs and fiscal 
responsibility.   
 
To assure a logical approach to developing a job classification and compensation 
program, the County sought a project to review and update its existing program that was 
initially developed about twelve years ago.  This review would accomplish these broad 
objectives: 
 

 Determine the County's competitive standing in a local/regional labor market 
comprised of comparable municipal governments and other service industries 
such as education and healthcare.   

 
 Update the classification structures to properly align all jobs, modernize job 

titles and job designs as needed to support growth and service demands, and 
have a capability to offer skill-based career ladders. 
 

 Install the most up-to-date tools for aligning jobs into pay levels based on 
content, difficulty, and responsibility.  

 
 Assess the internal equity of the County’s existing compensation practices.  

This should always be a fundamental goal of a salary administration program.   
 
 Develop action plans to implement changes over time and within cost structure 

limitations.  
 

 Develop techniques that enable periodic updating of compensation structure(s), 
re-evaluation of job content, and evaluation of pay range assignments. 

 
The purpose of this report is to present our findings pertaining to the above mentioned 
objectives, recommend changes to existing practices, and ultimately recommend a 
systematic approach to establishing and administering compensation for employees.   
 
 
 
 
 
 
The project to assess and modernize the compensation and job classification program for 
exempt, non-represented, and represented positions has involved the following major 
activities: 

A.  Background 

B. Project Process and Flow 
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 Organization Review.  A review of the County's political and management 

structure, scope of services, classification and compensation history, and job 
documentation, to enable a general understanding of how the County operates. 

 
 Job Analysis.  A review of the current job descriptions, and exploratory 

discussions about the design of skill-based career paths that can sustain the 
County’s high levels of service. 
 

 Salary Research.  The collection of salary information from other organizations 
of comparable size, complexity, nature and scope of services, economic 
character and cost-of-living, and geography in order to help the County 
understand the pay practices used elsewhere.  The survey would be conducted 
by acquiring salary range data from local and regional competitors in municipal 
government.  Reporting of competitive salary information would be in 
accordance with professional and legal requirements, displaying only median, 
average, and quartile information for the selected sample of jobs. 
 

 Job Measurement.  The study of job content using the JOBMEASTM system of 
evaluation, ultimately producing a hierarchical list of job classifications from 
high to low according to job difficulty and responsibility.   

 
 Re-analysis.  The study includes managerial quality reviews to test and accept 

recommended job classifications and their internal relationship to others.   

 

 Salary Structure.  The development of salary ranges in the form of a master 
salary schedule to consider external salary data and more importantly to 
establish the County's competitive positioning goals. 

 

 Salary Advancement.  Provide a mechanism for employees to achieve salary 
growth that is compatible with competitive trends and, again, sensitive to the 
County’s financial limitations. 

 
The JOBMEAS

TM system for job measurement and pay determination, described in a 
technical manual (provided for internal use only to trained personnel and requiring a 
license agreement), is the primary standard used to study job content, evaluate internal 
relationships among jobs, produce a classification and compensation structure, and 
provide stability to on-going pay related decisions.  When implemented, the System can 
help the County make objective decisions on the following: 
 

 Internal Pay Equity, where jobs are placed in proper salary ranges in-line with 
their difficulty and responsibility, and using a common measuring format. 

 
 External Competitiveness, where the numeric job measurement scores provide 

the basis for designing salary structure and ranges are unilaterally competitive. 

 

 Administrative Efficiency, where the process is meant to be responsive to 
departmental management and employees when significant job content changes 
occur requiring higher level skills. 

 
This system has been used by the County since 2010 as a guideline for aligning jobs.  
Some aspects of the system have been updated to enhance its capabilities and have been 
applied in this review. 
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II. 

Highlights of Our Findings 

 
The classification and compensation study has produced several key assessments for job 
classifications.  These findings together with the opinions of the County Administration, 
functional management, and information we received from job descriptions and 
employees have formed the basis for the competitive assessment, job design 
recommendations, and specific recommendations for a compensation structure. 

 
 
 

 
Morrow County pays its staff noticeably below competitive trends.   Salaries for 

virtually all occupations are at about the 37
th

 to 41
st
 to competitive percentile.  

Individual salaries range from 25
th

 to 65
th

 percentile.  The labor market used for 

making these assessments consisted of municipalities that were within a reasonable 

region, comparable in scope of service (although somewhat larger in size), 

organization, competitive risk, and in cost-of-living, giving particular weight to 

those in north central Oregon and south central Washington. 

 

The County has salary grids and job hierarchies for all occupations although they 

vary in many respects.  These differences include but are not limited to, compressed 

spacing between skill levels and leadership, the timing of ‘in-range’ pay progression, 

and titling schemes.  These are common issues for many organizations that when 

realigned through implementation, could make the structures more dynamic.   

 

Administratively speaking, the County could benefit from using the updated version 

of the job measurement/evaluation system. This should further enhance the 

decision-making process and salary range alignments giving it more advanced 

decision support capability to handle emerging job design and alignment needs.       

 

 
 
 
 
From our perspective, the most important objective of this study and of the salary 
administration program, once implemented, is the design and proper alignment of all job 
classifications into ranges that are consistently competitive.   
 
Morrow County has some challenges when it comes to recruitment and retention of key 
skills.  These challenges are common among municipalities of this size and remote 
location.  Pay aside, modern titling schemes, job designs, and expanded career ladders 
can contribute to recruitment and especially retention. 
  
  
 
 
 
Organizations everywhere find that from time to time, they must review job designs and 
titling schemes to gain assurance they are attracting the right skills and that jobs are set 
up to deliver effective customer service.  This also means discontinuing obsolete job 

OVERVIEW 

A. Job Classification 

A.1 Job Designs and Careers 

KEYS TO AN 

EFFECTIVE SALARY 

PROGRAM 

FAIRNESS 

RECRUIT  

RETAIN 
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designs and titles, and rebuilding careers around those which are emerging. 

We found opportunities where updates to job titles, career paths, and eventually 
descriptions that would enhance the County’s ability to recruit and retain highly qualified 
people, and give recognition to existing staff.  The results of the updated classifications 
appear in Appendix B, Classification Structure.   

There are however, several positions/career modifications we would like to point out as 
part of the findings leading to inclusion on the master salary schedule.  Examples: 

 Mechanic:  the spacing between Maintenance positions and Mechanics was
insufficient as was a career ladder.  That relationship is now more appropriate.

 The clerical and administrative support positions were all over the board and
have been corrected to have simpler, more consistent titling and hierarchy.

 Creation of entry or senior level clerical, accounting, IT, permitting slots.
 Expansion of skill based titles (e.g., Planning, Accounting, Juvenile Probation)

were found missing and by approving the master salary schedule, not only are
professional careers enhance, the County has better succession capacity.

Job alignment was one of the principle objectives of this study coupled with 
competitiveness.  We found no systemic issues in alignment.  In fact, we believe the 
County has done a good job of maintaining the integrity of its internally/externally 
aligned positions given the tools they have to work with and overall hiring urgency.  The 
only potential internal equity issues we found were those instances such as above where 
jobs may have grown or changed over time and where an objective review can serve as a 
second set of eyes for the need to make alignment adjustments.  

Making adjustments to these and other positions by using the job measurement system 
and offering consistency in hiring and ‘in-range’ pay advancement practices will go a 
long way to comply with the State’s equal pay/comparable worth requirements.   

Morrow County competes in a regional labor market that is becoming very aggressive 
and local labor market that is influenced by limited numbers of specific skills.     

The competitive environment for jobs is also influenced by some challenges recruiting 
key skills into Morrow County.   

We have collected salary data for the fiscal year 2023 with adjustments that are projected 
for fiscal year ‘24.  The data collection primarily includes other municipalities that share 
the same location, fiscal, cost-of-living, and recruiting pressures.  We found we had to 
use a radius of about 100 miles to get adequate data as many organizations did not have 
good job matches and had very inconsistent pay practices with regards to salary ranges 
and their own internal alignment of jobs.  

The salary survey data has been compiled from at least 12 organizations, however, due to 

B. External Competitiveness

A.2 Job Alignment

RETAIN 

FAIRNESS 

OVERALL 

COMPETITIVENESS: 

37
th

 to 41
st
 

PERCENTILE 
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many of the comparators having poorly thought out structures, we found the need to 
‘define the market.  This means we would consider the data but more importantly be 
focused on having adequate differentials between salary ranges to encourage skill growth. 

We looked at salary ranges from Umatilla, Wasco, Hood River, Crook, Jefferson, 
Klamath, and Union counties in Oregon; Klickitat, Skamania, Benton, and Adams in 
Washington; Heppner, Boardman, Hermiston, Prineville, and Madras; several local social 
services providers; health care clinics; and larger business enterprises. 

The County’s ranges are estimated to be at or near the 37th to 41st  percentile, and the 
range maximums are at or near the 45th percentile.  This is not for every job classification, 
but an overall assessment.   

Survey data was been summarized into “quartiles” and according to legal and 
professional standards.  The sample size was sufficient enough to estimate the 60th 
percentile of the salary range midpoint (5th/6th year).   

In consideration of financial projections at the State and municipal levels and cross-
industry economic trends that have been very aggressive during the past three years, we 
estimate that salary ranges will now be advancing more conservatively at the following 
pace over the next two years:   

o 2023/2024:  6.1% to 7.5%
o 2024/2025:  3.6% to 4.2%

Later in this document, we will discuss a salary structure concept that will enable the 
County to enjoy both a cost-effectiveness and offer staff the ability to be paid above 
average rates. 

Assessing competitiveness and pay equity of actual pay for staff is more difficult because 
of differences in years’ service or prior experience they may have.  The “average” 
County employee appears to have below median length of service (4.0 years compared to 
9 years elsewhere) than competing organizations.  Why is this important?  First, it 
confirms the turnover rate and retention issue.  It implies that employees may not be 
advancing through the salary ranges, albeit getting that individual recognition from 
annual adjustments.   It also implies the ranges may be non-competitive, commutes to far, 
housing, or a myriad of other factors.   

We point this out because a more aggressive master salary schedule may not completely 
solve recruitment and retention issues.  We suggest looking into employee engagement 
strategies, lump sum awards for accomplishing certain milestones, other means of 
keeping good employees. 

B.1 Salary Trends

B.2 Actual Base Salaries
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A noticeable recent trend, and one that will likely continue, is the expansion of salary 
range width from Step 1 to the maximum.  Municipal government lags behind other 
industries in adopting this concept, which has been shown to offer advantages for 
recruitment, retention, and cost effectiveness.  Morrow County has used the expanded 
ranges for some of its positions – we are just making it more universally applied and built 
around offering annual step-in-grade adjustments. 
 
During the last decade in particular, many municipalities have amended salary ranges 
from the “old-school” of 5 to 7 steps with 3% to 5% steps differentials to ‘modern’ plans 
containing 9-13 smaller steps averaging in the 3% range and ending with smaller 
percentages.   
 
We, along with other salary administrators cite several reasons for expanding the width 
(from minimum to maximum) of salary ranges.   
 

 First, we believe that salary growth should be connected to learning and skill 
development as well as retention in the years where the risk of loss to turnover is 
greatest.  Years 1-3 take care of learning and 4-6 take care of competency.  
Years 7-9 are for proficiency, up to and through 12 for mastery.  Some 
organizations are eliminating 5% steps all together and constructing ranges that 
go out to 13 steps (12 years) to give sustained recognition and better 
management of fixed costs. 
 
Employers see this period of service as critical to operations and an expensive 
form of turnover, and as a result, want coverage in the main salary structure.   
That said, we believe a well-designed salary structure would contain ranges with 
at least 9 and hopefully 13 steps.   

 
 Second, most other industries use wider salary ranges.  Having wider ranges 

(and a more flexible initial placement policy) may improve the County’s ability 
to attract a broader range of job candidates.  

  
 Third, having more steps, even if they are smaller in percentage, individualizes 

salary adjustments.  Many administrators believe this will place less pressure on 
COLA’s.  

 

 

 

 

 

  

B.3 Salary Structure Trends 
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III. 

Highlighted Approvals and Recommendations 
 

The classification and compensation review has enabled us to learn more about the 
County while producing findings and assessments, and ultimately formulating solutions 
appearing below.  As a result, we believe that the following general are in the best 
interest for the County and its employees.  In order to preserve the integrity of the 
structure and decision support processes, it is important the program be implemented in 
its entirety – not piecemeal.  
 
 

 
 
 
Morrow County is sufficiently large and complex to justify a formal job classification 
and pay determination methodology such as that which is used in other governments and 
industries.  This will come in handy when jobs are reviewed where there is not any 
meaningful market data.   
 
The JOBMEASTM system of evaluation enhances the consistency and objectivity when 
making decisions resulting in pay range assignments for County jobs.  It provides a 
practical, yet bias-free approach to determining the relative value of jobs to each other, 
ultimately contributing to the process of developing equitable salary ranges. 
 
The JOBMEASTM system creates a permanent record describing the "judgments" made in 
connection with determining relative value and assigning the job to a salary grade.  Years 
later, the logic behind the judgments can be recalled, even if no other job documentation 
can be found.  Acceptance of the JOBMEASTM system means the County honors its 
controls, copyrights, and license agreement.   
 
A summary of the system appears in Appendix A of this report.   
 
 
 
 
 
The job classification, range assignment, and pay determination process follows these 
typical rules and outline: 
 
 A request for review is initiated by an employee (per agreed upon schedule, usually 

an annual or bi-annual ‘opener’, realignment of accountabilities, or newly required 
qualifications) or department head.   

   
 When an existing position is believed to have changed considerably in qualifications, 

difficulty, and responsibility, then County Human Resources, a department head 
and/or the job incumbent can initiate the review process. 

 
 Changes in volume would not normally be considered for evaluation unless they 

require additional and unique knowledge and skills.  In-service skill enhancement 
training paid by the County would also not normally be grounds for reclassification.   

 
 Requests for review or reclassification can be made no more often than every two 

years.  County Human Resources will issue a job description worksheet to be 
completed by the job incumbent and reviewed and commented on by the job 

Solution A.  Apply the 

JOBMEAS
TM

 System Updates 

A.1  Job Analysis Process 

POLICY / PROCEDURE  
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incumbent’s supervisor.  The supervisor may add, expand upon, or challenge data.  If 
the job is vacant, the supervisor (or a prior incumbent) will complete the worksheet. 

 
 The Worksheet and accompanying documents are routed to Human Resources where 

it will proceed with the job evaluation process.  
 
 The position is analyzed by interviewing at least one incumbent in the classification, 

then conduct job evaluation using the JOBMEASTM system. This will return a 
recommended salary grade. 

 
 Human Resources will submit the evaluation to the department head for review, 

confirmation, and acceptance.  HR may arrange with the Consultant to provide 
periodic classification review services.  . 

 
 Job analysis and evaluation should never be conducted in public proceedings.   
 
 The job incumbent (or supervisor) will be notified of the change.   

 
 If a job advances by one salary grade, range placement is to the closest step from the 

incumbent’s current rate, thus emphasizing long term salary advancement potential.  
If a job advances by two or more grades, we suggest first assigning the job to the 
closest step, then, a minimum of an additional step to denote the equivalent of an 
advancement or promotion.  

 
 
 
 
 
 
The job classifications and their salary grade assignments represent the best efforts of the 
Consultant with feedback from department heads. The list appears in Appendix B of this 
report.   
 
The job classification structure is the product of job analysis using JOBMEASTM, quality 
reviews, and preliminary acceptance.     
 
It is important to leave the final listing virtually "intact" upon implementation, of course, 
subject to quality assurance and final review.  In order to preserve its integrity and 
comply with the intent of Oregon’s pay equity legislation, the job evaluation process 
must be followed when making modifications to job/grade assignments.   
 
 
 
 
 
 
 
 
The salary structure presented for acceptance and approval is constructed so that it serves 
as a ‘master structure’ where Step 7 is set to approximately the 60th percentile of the 
competitive environment.  This target is an important in that it provides a focal point for 
all employee groups and agreements/contracts.   
 
 

Solution B.  Adopt the Job 

Classifications and Listing 

Solution C.  Publish the 2023/2024 

Salary Structure 
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The County has adopted a ‘master’ salary schedule encompassing and serving as 
guidance for all County positions and occupational bargaining units.  This concept, 
moving forward, provides reasonable assurance that internal alignment and competitive 
philosophy are maintained.  The attached Appendix C) ‘master salary grid along with the 
numbering scheme for grade level and width extending out to 13 steps (twelve+ years).   

 
 Steps 1-4 each increase by 4.0% 
 Steps 5-10 each increase by 2.5% 
 Steps 11-13 each increase by 1.5% 

 
The salary grid is set up for adoption and implementation as displayed for the non-
represented positions as well as Teamsters and AFSCME represented positions with the 
understand that minor variations may occur by way of the contractual processes. 
 
The salary ranges we recommend are based on this linear equation which we believe will 
continue to make the County unilaterally competitive.  By using a base number and 
advance all ranges by a %, thus having consistent numbers appearing diagonally on the 
grid, the County becomes less competitive in the middle of the grid and this is where pay 
compression comes into play. 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 

We believe the salary grids, with expanded step increments is the most reasonable 
structure the County can implement to facilitate change within a reasonable upfront 
implementation cost and be both competitive and cost effective in the future.  The 
structure which appears in Appendix C is designed to be reflective of, and responsive to, 
the competitive labor market trends.     
 
This form of salary grid offers the County additional flexibility and capacity in at least 
the following respects.   
 

 We believe the ranges enable more flexibility in the hiring process without 
creating compression with pay rates of existing staff.   
 

 The upper end of the ranges can be structured for longer time intervals between 
steps, thus giving the County more control over its longer term salary expense. 

 
 The wider ranges may be used to offer the opportunity for exemplary awards 

such as those for additional job-related credentials, exceptional performance, 
and/or other forms of recognition. 
 
 

RECOMMENDED 

STRUCTURE 

S
a
la

ry
 i

n
 $

0
0
0
 

Salary Grade 

Recommended 

Midpoint, or step 7 

proposed at P60 

Current Midpoint  
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Competitive target 

Step: 1      2      3      4      5      6      7      8      9      10      11      12      13 
  
Hire-in rate 
 
Annual increment 

- Bi-annual option  

 
In conclusion, the County has adopted one of the most forward thinking salary range 
concepts as presented containing the above-mentioned philosophy and ‘in-range’ step 
advancement.   
 
 
 
 
  
 
Implementation combines job classification, salary structure, conversion, and costs into a 
multi-year action plan.  The action plan advances the philosophy of applying the 
expanded salary structure to reduce the competitive inconsistency and enhance cost-
effectiveness.   
 
The implementation phase has a goal to ‘get the County in the game’ by getting everyone 
on the plan, then ‘affordable’ ways to keep pace with the market trends.    
 
 Step 1.  Activate the master salary schedule, classification structure on 7/1/2023. 

 
 Step 2.  Guarantee employees 5% while assigning them to the next step in the new 

range.  See Step 3 for equity adjustments. 
 

 Step 3.  Assign employees to the closest step upward in the new salary grade 
where they have been assigned.  By this action, each employee 

 
Here is an example of how an employee will convert to the new schedule. 

 
Consider an employee at $60,000 per year, after the 5% guarantee: 

 
  Step 2  Step 3  Step 4 
 
  $59,259  $61,630  $64,106 * 

  *if a pay equity step adjustment is recommended 
 

 Step 4.  Engage in communications with employee groups and individual 
employees to increase their knowledge of the program and answer questions. 
 

 Step 5.  Conduct training on the JOBMEASTM system and SALPLANTM model. 
 
 
 
 
 
 

Solution D.  Adopting this Implementation 

Plan Enhances Internal Equity 

IMPLEMENTATION 

STEPS 
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The use of wider salary ranges means that the cost of step-in-grade pay increases will by 
and large need to be factored into the total salary budget as part of and not in addition to 
discussions and decisions about cost-of-living adjustments.  As a general rule, salary 
structures should advance at ¼ - ½ the rate of inflation or other salary increase goal.  In 
that regard, we believe the County should establish a ‘cap’ for salary structure 
adjustments to minimize costs going above the ability to pay. 
 
For example, if the County wants to raise the salary budget by 5% and steps have a fixed 
cost of 2.8%, the structure would be adjusted by 2.2%.  Exceptional adjustments such as 
those mentioned above would be above and beyond the ‘basics’ for maintaining the 
structure. 
 
 
 
 
 
Morrow County has accepted and adopted the ‘master’ salary structure concept and 
implementation strategy.  Considering the competitive environment and growth, it should 
show that the competitive philosophy approved by the County Commissioners will make 
the County more viable in its recruiting and retention of skilled staff. 
 
 

Closing Thoughts 

Solution E.  Adopt this 

Maintenance Philosophy 
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 JOBMEASTM Overview, Page 1

The Pay Determination Process 
Using JOBMEASTM 
      

 

 

JOBMEASTM is a job evaluation methodology which supports the pay 

determination process and salary administration decision-making.  The primary 
purpose is to enhance and stabilize judgments about the status and salary 
treatment of jobs within an organization.   
 

JOBMEASTM uses a point-factor technique to measure job content, thus enabling 

direct comparisons to be made among all jobs in quantitative terms.  Five guide 
charts define the broad areas of measure which are applied to job content.  Each 
chart contains two dimensions describing the broad area of measure.   Each 
dimension contains a series of semantic definitions which are arranged in 
hierarchical order.  Job content facts are then compared to the semantic 
definitions,  producing a numerical value which considers the relative worth of the 
job to the organization and assures objectivity in the judgment process. 

 

 

A.  INTRODUCTION 
 
Over the past half-century numerous job evaluation techniques have been 
developed by human resources practitioners and behavioral scientists for the 
purpose of establishing the worth of jobs relative to each other.  While these 
techniques measure compensable job content factors differently, they are all 
similar in that they assume certain jobs to be more important to an organization's 
functioning than others, and, in that regard, have greater relative or comparable 
value. Job evaluation (measurement) provides the basis for extending pay-related 
judgments and explanations on why a laborer is of less relative value to the 
organization than the Manager of Purchasing and why that position is less critical 
than the Plant Manager.  Job measurement techniques seek to provide an objec-
tive basis for understanding the pay relationships between these kind of jobs. 
 
When employees are paid according to the relative importance of their jobs, they 
perceive their salary treatment as fair and equitable.  Successful salary programs 
are built on this principle of internal equity:  that salary levels should be propor-
tional to relative internal job worth, thus maximizing satisfaction and stability 
within the work force. 
 
While it may be obvious that the relative value of the Plant Manager is greater 
than the purchaser of raw materials and supplies for the plant, many other 
comparisons of jobs are not so easy.  For the computer software manufacturer, 
does the Software Designer or the Sales Representative in the field have greater 
value to the organization?  In a hospital, how do we value a Registered Nurse 
relative to a Physical Therapist or an Accountant?  In a city government, how 
would a Planner  and a Civil Engineer compare?  In a manufacturing setting, how 
about the Assembler and the Production Scheduler?  These are all questions of 
judgment and regardless of the technique used, job measurement remains the 
application of human judgment to information about job content. 
 
 

B.  FORMAL EVALUATION PROCESSES  
 
When large numbers of diverse jobs are evaluated, the human judgment process 
can be quite complex. A well-conceived job evaluation (measurement) plan will 
structure the judgment process to make sound comparisons and evaluations 
even in a large organization environment involving numerous departments, 
occupational fields, and managerial levels. 
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The JOBMEASTM System and others like it, are all designed to manage the 

evaluation and salary treatment of large numbers of jobs.  The primary 
differences among competing systems lie in the completeness and 
appropriateness of the broad areas of measurement, the accuracy and validity of 
the job measurement results, and the ease of administration. 
 
 
 

C.  THE JOBMEASTM SYSTEM 
 
 

The JOBMEASTM system of evaluation achieves the elements which are critical 

to a sound measurement technique: 
 

 Enhancement of the Judgment Process.  JOBMEASTM 

provides a language and framework for defining jobs, 
discussing job content in a meaningful way, and making 
valid comparisons by translating certain job content com-
ponents to the measuring technique. 

 

 Stabilization of the Judgment Process.  JOBMEASTM 

helps to ensure, given the same job content information, 
the inter-rater reliability is high.  It simplifies the judgment 
process by providing discipline, clear measures, and con-
trols to provide consistent judgments over time. 

 
 Optimal Weighing of Measurement Factors.  The guide 

charts are weighted to ensure that the relative worth of 
jobs, as measured by points, accurately reflects the relative 
importance of the individual factors comprising the whole 
job.  The optimal weighing of factors also maximizes the 
ability of the total points assigned to a job, to project or 
predict salary levels.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Fairness.  JOBMEASTM, by way of the design and 

quantification of the guide charts, provides assurance that 
the derived internal job worth treats all jobs equitably in-line 
with the values of the organization and recognized con-
cepts of job design and classification. 
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JOBMEASTM consists of five distinct job measurement guide charts.  These 

charts have been designed to organize an evaluator's judgments in specific job 
content areas, through the use of semantic series which represent increasing 
levels of "value."  The levels correspond to a numerical value, therefore, providing 
the descriptive job content considerations with a quantitative measure.  The guide 
charts measure job content in the following broad areas: 
 
 
 
   The knowledge or learning development and the 

problem solving required by the job. 
 
 
  . The learned physical skills and physical effort 

demands required when performing job-related 
tasks. 

 
 
   The human relations skills and scope of 

contacts necessary to complete work.  
 
 

   The performance environment and physical 
working conditions under which tasks are per-
formed. 

 
 
   The level of professional development and 

category of work, leadership accountability, and 
the scope and magnitude of impact on the or-
ganization's delivery of service/products. 

 
 

JOBMEASTM is a straightforward system which enables evaluators to easily 

become skilled and others to readily gain appreciation of its design, function, and 
capabilities.  It is not, however, self evident.  It requires formal training, expert 
guidance, and experience to be properly applied. 
 

JOBMEASTM does not require the evaluator to directly compare or match jobs.  

Comparisons are made indirectly by using established rating scales that are a 
part of each factor.  The rating scales contain a series of definitions, referred to as 
semantic series, to which job content information is compared.  Each definition 
inside a rating scale carries a certain weight.   
 
The weight is determined through an elaborate process of profiling jobs and 
establishing the relative importance of each rating scale to the total of all 
compensable factors.  The weight is expressed as a number and is referred to as 
"points."  Therefore each definition within each rating scale (five guide charts, ten 
rating scales) is associated with a point value.  Jobs are rated by translating or 
fitting job content elements to the definitions along the rating scales and then 
assigning the corresponding points.  The points derived from the rating scales are 
added to obtain a total point score.  This number represents the relative or 
comparable worth of the job.  The point value facilitates comparison of the 
elements found common in all jobs, ranking of jobs according to their "measured" 
relative value to the organization.  The point value also provides linkage to other 
elements of salary administration such as salary structure development, job 
design, and organization/job sizing. 
 
As mentioned above, each of the five guide charts or factors has two rating 
scales.  Each scale represents a dimension of the factor.  For example, the 
Mental Requirements factor has both the dimension of Learning Development or 
Know How and Problem Solving Challenges.  Here is how it works: 
 

Mental Requirements 

Physical Requirements 

Social Requirements 

Work Environment 

Accountability 
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   Step 1: Separate ratings are made for each dimension by aligning 
job content to the most appropriate definition on the rating 
scale.   

 
   Step 2: The rating on each dimension enables a point value to be 

read off the guide chart.  For example, a learning develop-
ment rating of "D2" and a problem solving rating of "5 (data 
entry code)," on guide chart I-Mental Requirements,  corre-
sponds to a point value of 872. 

   
   Step 3: When ratings are completed and applied to the five guide 

charts, the job receives a total point value representing its 
relative worth to the organization.   

 
   Step 4: The guide charts offer flexibility to allow for gradations of 

judgment between those formally defined.  In reviewing all 
jobs rated as "D" in learning development, some will un-
doubtedly appear to be of higher level, but not enough to be 

assigned to the next higher definition.  JOBMEASTM ac-

commodates job content which is slightly or just noticeably 
stronger (or weaker) than the guide chart text portrays.  A 
"1, 2, or 3" accompanying the “alpha” (e.g., C2) rating 
denotes this feature as does the corresponding higher (or 
lower) assigned point value.   

 

The ability of JOBMEASTM to recognize subtle differences and similarities among 

jobs not only enhances the credibility of the pay determination process but also 
facilitates other decisions such as the design of career ladders and complex 
organization structures. 
 

The following chapters discuss the application of JOBMEASTM in detail, including 

elaborations and examples pertaining to each semantic definition in each guide 
chart. 
 
The following general principles must be followed when applying the 

JOBMEASTM system of evaluation: 

 
 The job is rated, not the incumbent. 

 
 Ratings are based on the minimum requirements for the job 

at competent performance.  Individual performance should 
not be a consideration. 

 
 Ratings measure only job content.  They should not be 

influenced by supply and demand problems, current or 
desired pay levels, staffing levels, or performance. 
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MORROW COUNTY

Administration/Business/Legal Public Works/Trades/Labor Planning/Parks/Appraiser Public Safety and Health Grade Min Mid Max

36 COUNTY ADMINISTRATOR 36 63.13$  74.61$  84.02$   
35 35 60.00$  70.92$  79.86$   

34 34 57.06$  67.42$  75.93$   

33 DIRECTOR, FINANCE 33 54.23$  64.10$  72.18$   
COUNTY COUNSEL

32 UNDERSHERIFF 32 49.60$  60.96$  68.63$   

31 DIRECTOR, PUBLIC WORKS 31 47.18$  57.98$  65.29$   

30 DIRECTOR,  HUMAN RESOURCES DIRECTOR, PANNING & COMM DEVEL DIRECTOR, PUBLIC HEALTH 30 44.88$  55.16$  62.11$   
SR DEPUTY DISTRICT ATTORNEY

29 29 42.69$  52.48$  59.09$   

28 DEPUTY DISTRICT ATTORNEY LIEUTENANT, PATROL 28 40.63$  49.94$  56.24$   

27 DIRECTOR, JUVENILE SERVICES 27 38.67$  47.53$  53.53$   
MANAGER, 911 COMMUNICATIONS

26 IT SYSTEMS MANAGER MANAGER, MAINTENANCE OPERATIONS PRINCIPLE PLANNER SERGEANT, PATROL 26 36.83$  45.26$  50.96$   
PRINCIPAL ACCOUNTANT SERGEANT, DETECTIVE

COMMUNITY CORRECTIONS SUPV

25 JR DEPUTY DISTRICT ATTORNEY MANAGER, TRANSIT SERVICES COUNTY SURVEYOR 25 35.06$  43.10$  48.54$   
SENIOR PLANNER NURSING SUPERVISOR

24 EMERGENCY SERVICES MANAGER 24 33.40$  41.06$  46.23$   
SENIOR ACCOUNTANT LEAD APPRAISER

23 FACILITY MAINTENANCE SUPERVISOR ASSOCIATE PLANNER 23 31.84$  39.12$  44.05$   
REGISTERED NURSE (PHN, RN)

22 ADMINISTRATIVE MANAGER PW APPRAISAL DATA ANALYST ENVIRONMENTAL HEALTH SENIOR 22 29.96$  36.84$  41.48$   
STAFF ACCOUNTANT MASTER TECHNICAL MECHANIC APPRAISER II ADMINISTRATIVE MANAGER SHERIFF

MANAGER, COUNTY PARKS SHERIFF DEPUTY - SENIOR

21 ACCOUNTING ANALYST SHERIFF DEPUTY 21 28.65$  35.22$  39.67$   
PAYROLL BENEFITS COORD CIVIL SERGEANT

Prelininary Job Classification List



MORROW COUNTY

Administration/Business/Legal Public Works/Trades/Labor Planning/Parks/Appraiser Public Safety and Health Grade Min Mid Max

20 SR TECHNICAL MECHANIC ASSISTANT PLANNER PUBLIC HEALTH ACCESS SPECIALIST 20 27.39$  33.67$  37.90$   
MAINTENANCE TEAM LEADER PAROLE & PROBATION OFFICER - SENIOR

JUVENILE PROB COUNSELOR - SR

19 APPRAISER I 19 26.21$  32.22$  36.30$   
GIS PLANNING TECHNICIAN

18 JUVENILE PROBATION COUNSELOR SR ROAD MAINTENANCE SPECIALIST COMPLIANCE PLANNER PUBLIC HEALTH DATA COORDINATOR 18 25.09$  30.83$  34.72$   
SUPPORT ENFORCEMENT OFFICER PAROLE PROBATION OFFICER

VETERANS SERVICE OFFICER VEHICLE TECHNICAL MECHANIC

17 LEGAL ASSISTANT COMMUNICATIONS DISPATCHER SR 17 24.02$  29.52$  33.25$   
VICTIMS ADVOCATE TRANSIT OPERATIONS SUPERVISOR FAIR MANAGER

OFFICE MANAGER

16 SR ACCOUNTING TECHNICIAN FACILITY MAINTENANCE SPECIALIST PARK RANGER 16 23.00$  28.27$  31.83$   
EXECUTIVE ASST TO CMMRS ROAD MAINTENANCE SPECIALIST APPRAISOR ASSOCIATE

15 ADMINISTRATIVE ASSISTANT VEHICLE SERVICING MECHANIC LICENSED PRACTICAL NURSE 15 22.05$  27.09$  30.50$   
ADMINISTRATIVE TECHNICAL SPEC CIVIL & RECORDS DEPUTY

COMMUNICATIONS DISPATCHER

14 DEPUTY COUNTY CLERK - SENIOR WEED CONTROL APPLICATOR 14 21.14$  25.98$  29.26$   
ADMINISTRATIVE SPECIALIST

ACCOUNTING TECHNICIAN

13 TRANSIT DISPATCHER ADMIN RECORDS SPECIALIST (LEDS) 13 20.28$  24.92$  28.05$   
SENIOR DRIVER COURT SECURITY

12 ADMINISTRATIVE CLERK SENIOR 12 19.47$  23.93$  26.95$   

11 DEPUTY COUNTY CLERK DRIVER, SCHEDULED ROUTES PARK MAINTENANCE SPECIALIST 11 18.68$  22.97$  25.86$   
COURT CLERK

ACCOUNTING CLERK

10 ADMINISTRATIVE CLERK TRANSLATOR 10 17.95$  22.08$  24.87$   

9 MAINTENANCE CUSTODIAN 9 17.26$  21.23$  23.90$   

8 TRANSFER STATION ATTENDANT 8 16.61$  20.42$  22.99$   
TRAFFIC CONTROL FLAGGER PARK MAINTENANCE ASSOCIATE

7 OFFICE ASSISTANT DRIVER, ON-DEMAND 7 15.99$  19.65$  22.13$   

6 CUSTODIAN 6 15.40$  18.93$  21.33$   

5 ELECTIONS ASSISTANT 5 14.85$  18.24$  20.54$   

4 4 14.31$  17.59$  19.80$   

Prelininary Job Classification List
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Morrow County

2023/2024 DRAFT
STEEPED MASTER SALARY SCHEDULE*

Grade/Step 1 2 3 4 5 6 7 8 9 10 11 12 13

5 14.85$       15.44$       16.06$       16.70$       17.37$       17.80$       18.24$       18.70$       19.17$       19.65$       19.94$       20.24$       20.54$       

14.85$       15.44$       16.06$       16.70$       17.37$       17.80$       18.24$       18.70$       19.17$       19.65$       19.94$       20.24$       20.54$       

2,574$       2,676$       2,784$       2,895$       3,011$       3,085$       3,162$       3,241$       3,323$       3,406$       3,456$       3,508$       3,560$       

30,888$     32,115$     33,405$     34,736$     36,130$     37,024$     37,939$     38,896$     39,874$     40,872$     41,475$     42,099$     42,723$     

6 15.40$       16.02$       16.66$       17.33$       18.02$       18.47$       18.93$       19.40$       19.89$       20.39$       20.70$       21.01$       21.33$       

15.40$       16.02$       16.66$       17.33$       18.02$       18.47$       18.93$       19.40$       19.89$       20.39$       20.70$       21.01$       21.33$       

2,669$       2,777$       2,888$       3,004$       3,123$       3,201$       3,281$       3,363$       3,448$       3,534$       3,588$       3,642$       3,697$       

32,032$     33,322$     34,653$     36,046$     37,482$     38,418$     39,374$     40,352$     41,371$     42,411$     43,056$     43,701$     44,366$     

7 15.99$       16.63$       17.29$       17.98$       18.70$       19.17$       19.65$       20.14$       20.64$       21.16$       21.48$       21.80$       22.13$       

15.99$       16.63$       17.29$       17.98$       18.70$       19.17$       19.65$       20.14$       20.64$       21.16$       21.48$       21.80$       22.13$       

2,772$       2,883$       2,997$       3,117$       3,241$       3,323$       3,406$       3,491$       3,578$       3,668$       3,723$       3,779$       3,836$       

33,259$     34,590$     35,963$     37,398$     38,896$     39,874$     40,872$     41,891$     42,931$     44,013$     44,678$     45,344$     46,030$     

8 16.61$       17.27$       17.96$       18.68$       19.43$       19.92$       20.42$       20.93$       21.45$       21.99$       22.32$       22.65$       22.99$       

16.61$       17.27$       17.96$       18.68$       19.43$       19.92$       20.42$       20.93$       21.45$       21.99$       22.32$       22.65$       22.99$       

2,879$       2,993$       3,113$       3,238$       3,368$       3,453$       3,539$       3,628$       3,718$       3,812$       3,869$       3,926$       3,985$       

34,549$     35,922$     37,357$     38,854$     40,414$     41,434$     42,474$     43,534$     44,616$     45,739$     46,426$     47,112$     47,819$     

9 17.26$       17.95$       18.67$       19.42$       20.20$       20.71$       21.23$       21.76$       22.30$       22.86$       23.20$       23.55$       23.90$       

17.26$       17.95$       18.67$       19.42$       20.20$       20.71$       21.23$       21.76$       22.30$       22.86$       23.20$       23.55$       23.90$       

2,992$       3,111$       3,236$       3,366$       3,501$       3,590$       3,680$       3,772$       3,865$       3,962$       4,021$       4,082$       4,143$       

35,901$     37,336$     38,834$     40,394$     42,016$     43,077$     44,158$     45,261$     46,384$     47,549$     48,256$     48,984$     49,712$     

10 17.95$       18.67$       19.42$       20.20$       21.01$       21.54$       22.08$       22.63$       23.20$       23.78$       24.14$       24.50$       24.87$       

17.95$       18.67$       19.42$       20.20$       21.01$       21.54$       22.08$       22.63$       23.20$       23.78$       24.14$       24.50$       24.87$       

3,111$       3,236$       3,366$       3,501$       3,642$       3,734$       3,827$       3,923$       4,021$       4,122$       4,184$       4,247$       4,311$       

37,336$     38,834$     40,394$     42,016$     43,701$     44,803$     45,926$     47,070$     48,256$     49,462$     50,211$     50,960$     51,730$     

11 18.68$       19.43$       20.21$       21.02$       21.86$       22.41$       22.97$       23.54$       24.13$       24.73$       25.10$       25.48$       25.86$       

18.68$       19.43$       20.21$       21.02$       21.86$       22.41$       22.97$       23.54$       24.13$       24.73$       25.10$       25.48$       25.86$       

3,238$       3,368$       3,503$       3,643$       3,789$       3,884$       3,981$       4,080$       4,183$       4,287$       4,351$       4,417$       4,482$       

38,854$     40,414$     42,037$     43,722$     45,469$     46,613$     47,778$     48,963$     50,190$     51,438$     52,208$     52,998$     53,789$     

12 19.47$       20.25$       21.06$       21.90$       22.78$       23.35$       23.93$       24.53$       25.14$       25.77$       26.16$       26.55$       26.95$       

19.47$       20.25$       21.06$       21.90$       22.78$       23.35$       23.93$       24.53$       25.14$       25.77$       26.16$       26.55$       26.95$       

3,375$       3,510$       3,650$       3,796$       3,949$       4,047$       4,148$       4,252$       4,358$       4,467$       4,534$       4,602$       4,671$       

40,498$     42,120$     43,805$     45,552$     47,382$     48,568$     49,774$     51,022$     52,291$     53,602$     54,413$     55,224$     56,056$     

Master Salary Schedule 15/11/2023



Morrow County

2023/2024 DRAFT
STEEPED MASTER SALARY SCHEDULE*

Grade/Step 1 2 3 4 5 6 7 8 9 10 11 12 13

13 20.28$       21.09$       21.93$       22.81$       23.72$       24.31$       24.92$       25.54$       26.18$       26.83$       27.23$       27.64$       28.05$       

20.28$       21.09$       21.93$       22.81$       23.72$       24.31$       24.92$       25.54$       26.18$       26.83$       27.23$       27.64$       28.05$       

3,515$       3,656$       3,801$       3,954$       4,111$       4,214$       4,319$       4,427$       4,538$       4,651$       4,720$       4,791$       4,862$       

42,182$     43,867$     45,614$     47,445$     49,338$     50,565$     51,834$     53,123$     54,454$     55,806$     56,638$     57,491$     58,344$     

14 21.14$       21.99$       22.87$       23.78$       24.73$       25.35$       25.98$       26.63$       27.30$       27.98$       28.40$       28.83$       29.26$       

21.14$       21.99$       22.87$       23.78$       24.73$       25.35$       25.98$       26.63$       27.30$       27.98$       28.40$       28.83$       29.26$       

3,664$       3,812$       3,964$       4,122$       4,287$       4,394$       4,503$       4,616$       4,732$       4,850$       4,923$       4,997$       5,072$       

43,971$     45,739$     47,570$     49,462$     51,438$     52,728$     54,038$     55,390$     56,784$     58,198$     59,072$     59,966$     60,861$     

15 22.05$       22.93$       23.85$       24.80$       25.79$       26.43$       27.09$       27.77$       28.46$       29.17$       29.61$       30.05$       30.50$       

22.05$       22.93$       23.85$       24.80$       25.79$       26.43$       27.09$       27.77$       28.46$       29.17$       29.61$       30.05$       30.50$       

3,822$       3,975$       4,134$       4,299$       4,470$       4,581$       4,696$       4,813$       4,933$       5,056$       5,132$       5,209$       5,287$       

45,864$     47,694$     49,608$     51,584$     53,643$     54,974$     56,347$     57,762$     59,197$     60,674$     61,589$     62,504$     63,440$     

16 23.00$       23.92$       24.88$       25.88$       26.91$       27.58$       28.27$       28.98$       29.70$       30.44$       30.90$       31.36$       31.83$       

23.00$       23.92$       24.88$       25.88$       26.91$       27.58$       28.27$       28.98$       29.70$       30.44$       30.90$       31.36$       31.83$       

3,987$       4,146$       4,313$       4,486$       4,664$       4,781$       4,900$       5,023$       5,148$       5,276$       5,356$       5,436$       5,517$       

47,840$     49,754$     51,750$     53,830$     55,973$     57,366$     58,802$     60,278$     61,776$     63,315$     64,272$     65,229$     66,206$     

17 24.02$       24.98$       25.98$       27.02$       28.10$       28.80$       29.52$       30.26$       31.02$       31.80$       32.28$       32.76$       33.25$       

24.02$       24.98$       25.98$       27.02$       28.10$       28.80$       29.52$       30.26$       31.02$       31.80$       32.28$       32.76$       33.25$       

4,163$       4,330$       4,503$       4,683$       4,871$       4,992$       5,117$       5,245$       5,377$       5,512$       5,595$       5,678$       5,763$       

49,962$     51,958$     54,038$     56,202$     58,448$     59,904$     61,402$     62,941$     64,522$     66,144$     67,142$     68,141$     69,160$     

18 25.09$       26.09$       27.13$       28.22$       29.35$       30.08$       30.83$       31.60$       32.39$       33.20$       33.70$       34.21$       34.72$       

25.09$       26.09$       27.13$       28.22$       29.35$       30.08$       30.83$       31.60$       32.39$       33.20$       33.70$       34.21$       34.72$       

4,349$       4,522$       4,703$       4,891$       5,087$       5,214$       5,344$       5,477$       5,614$       5,755$       5,841$       5,930$       6,018$       

52,187$     54,267$     56,430$     58,698$     61,048$     62,566$     64,126$     65,728$     67,371$     69,056$     70,096$     71,157$     72,218$     

19 26.21$       27.26$       28.35$       29.48$       30.66$       31.43$       32.22$       33.03$       33.86$       34.71$       35.23$       35.76$       36.30$       

26.21$       27.26$       28.35$       29.48$       30.66$       31.43$       32.22$       33.03$       33.86$       34.71$       35.23$       35.76$       36.30$       

4,543$       4,725$       4,914$       5,110$       5,314$       5,448$       5,585$       5,725$       5,869$       6,016$       6,107$       6,198$       6,292$       

54,517$     56,701$     58,968$     61,318$     63,773$     65,374$     67,018$     68,702$     70,429$     72,197$     73,278$     74,381$     75,504$     

20 27.39$       28.49$       29.63$       30.82$       32.05$       32.85$       33.67$       34.51$       35.37$       36.25$       36.79$       37.34$       37.90$       

27.39$       28.49$       29.63$       30.82$       32.05$       32.85$       33.67$       34.51$       35.37$       36.25$       36.79$       37.34$       37.90$       

4,748$       4,938$       5,136$       5,342$       5,555$       5,694$       5,836$       5,982$       6,131$       6,283$       6,377$       6,472$       6,569$       

56,971$     59,259$     61,630$     64,106$     66,664$     68,328$     70,034$     71,781$     73,570$     75,400$     76,523$     77,667$     78,832$     
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Morrow County

2023/2024 DRAFT
STEEPED MASTER SALARY SCHEDULE*

Grade/Step 1 2 3 4 5 6 7 8 9 10 11 12 13

21 28.65$       29.80$       30.99$       32.23$       33.52$       34.36$       35.22$       36.10$       37.00$       37.93$       38.50$       39.08$       39.67$       

28.65$       29.80$       30.99$       32.23$       33.52$       34.36$       35.22$       36.10$       37.00$       37.93$       38.50$       39.08$       39.67$       

4,966$       5,165$       5,372$       5,587$       5,810$       5,956$       6,105$       6,257$       6,413$       6,575$       6,673$       6,774$       6,876$       

59,592$     61,984$     64,459$     67,038$     69,722$     71,469$     73,258$     75,088$     76,960$     78,894$     80,080$     81,286$     82,514$     

22 29.96$       31.16$       32.41$       33.71$       35.06$       35.94$       36.84$       37.76$       38.70$       39.67$       40.27$       40.87$       41.48$       

29.96$       31.16$       32.41$       33.71$       35.06$       35.94$       36.84$       37.76$       38.70$       39.67$       40.27$       40.87$       41.48$       

5,193$       5,401$       5,618$       5,843$       6,077$       6,230$       6,386$       6,545$       6,708$       6,876$       6,980$       7,084$       7,190$       

62,317$     64,813$     67,413$     70,117$     72,925$     74,755$     76,627$     78,541$     80,496$     82,514$     83,762$     85,010$     86,278$     

23 31.84$       33.11$       34.43$       35.81$       37.24$       38.17$       39.12$       40.10$       41.10$       42.13$       42.76$       43.40$       44.05$       

31.84$       33.11$       34.43$       35.81$       37.24$       38.17$       39.12$       40.10$       41.10$       42.13$       42.76$       43.40$       44.05$       

5,519$       5,739$       5,968$       6,207$       6,455$       6,616$       6,781$       6,951$       7,124$       7,303$       7,412$       7,523$       7,635$       

66,227$     68,869$     71,614$     74,485$     77,459$     79,394$     81,370$     83,408$     85,488$     87,630$     88,941$     90,272$     91,624$     

24 33.40$       34.74$       36.13$       37.58$       39.08$       40.06$       41.06$       42.09$       43.14$       44.22$       44.88$       45.55$       46.23$       

33.40$       34.74$       36.13$       37.58$       39.08$       40.06$       41.06$       42.09$       43.14$       44.22$       44.88$       45.55$       46.23$       

5,789$       6,022$       6,263$       6,514$       6,774$       6,944$       7,117$       7,296$       7,478$       7,665$       7,779$       7,895$       8,013$       

69,472$     72,259$     75,150$     78,166$     81,286$     83,325$     85,405$     87,547$     89,731$     91,978$     93,350$     94,744$     96,158$     

25 35.06$       36.46$       37.92$       39.44$       41.02$       42.05$       43.10$       44.18$       45.28$       46.41$       47.11$       47.82$       48.54$       

35.06$       36.46$       37.92$       39.44$       41.02$       42.05$       43.10$       44.18$       45.28$       46.41$       47.11$       47.82$       48.54$       

6,077$       6,320$       6,573$       6,836$       7,110$       7,289$       7,471$       7,658$       7,849$       8,044$       8,166$       8,289$       8,414$       

72,925$     75,837$     78,874$     82,035$     85,322$     87,464$     89,648$     91,894$     94,182$     96,533$     97,989$     99,466$     100,963$   

26 36.83$       38.30$       39.83$       41.42$       43.08$       44.16$       45.26$       46.39$       47.55$       48.74$       49.47$       50.21$       50.96$       

36.83$       38.30$       39.83$       41.42$       43.08$       44.16$       45.26$       46.39$       47.55$       48.74$       49.47$       50.21$       50.96$       

6,384$       6,639$       6,904$       7,179$       7,467$       7,654$       7,845$       8,041$       8,242$       8,448$       8,575$       8,703$       8,833$       

76,606$     79,664$     82,846$     86,154$     89,606$     91,853$     94,141$     96,491$     98,904$     101,379$   102,898$   104,437$   105,997$   

27 38.67$       40.22$       41.83$       43.50$       45.24$       46.37$       47.53$       48.72$       49.94$       51.19$       51.96$       52.74$       53.53$       

38.67$       40.22$       41.83$       43.50$       45.24$       46.37$       47.53$       48.72$       49.94$       51.19$       51.96$       52.74$       53.53$       

6,703$       6,971$       7,251$       7,540$       7,842$       8,037$       8,239$       8,445$       8,656$       8,873$       9,006$       9,142$       9,279$       

80,434$     83,658$     87,006$     90,480$     94,099$     96,450$     98,862$     101,338$   103,875$   106,475$   108,077$   109,699$   111,342$   

28 40.63$       42.25$       43.94$       45.70$       47.53$       48.72$       49.94$       51.19$       52.47$       53.78$       54.59$       55.41$       56.24$       

40.63$       42.25$       43.94$       45.70$       47.53$       48.72$       49.94$       51.19$       52.47$       53.78$       54.59$       55.41$       56.24$       

7,043$       7,323$       7,616$       7,921$       8,239$       8,445$       8,656$       8,873$       9,095$       9,322$       9,462$       9,604$       9,748$       

84,510$     87,880$     91,395$     95,056$     98,862$     101,338$   103,875$   106,475$   109,138$   111,862$   113,547$   115,253$   116,979$   
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Grade/Step 1 2 3 4 5 6 7 8 9 10 11 12 13

29 42.69$       44.40$       46.18$       48.03$       49.95$       51.20$       52.48$       53.79$       55.13$       56.51$       57.36$       58.22$       59.09$       

42.69$       44.40$       46.18$       48.03$       49.95$       51.20$       52.48$       53.79$       55.13$       56.51$       57.36$       58.22$       59.09$       

7,400$       7,696$       8,005$       8,325$       8,658$       8,875$       9,097$       9,324$       9,556$       9,795$       9,942$       10,091$     10,242$     

88,795$     92,352$     96,054$     99,902$     103,896$   106,496$   109,158$   111,883$   114,670$   117,541$   119,309$   121,098$   122,907$   

30 44.88$       46.67$       48.54$       50.48$       52.50$       53.81$       55.16$       56.54$       57.95$       59.40$       60.29$       61.19$       62.11$       

44.88$       46.67$       48.54$       50.48$       52.50$       53.81$       55.16$       56.54$       57.95$       59.40$       60.29$       61.19$       62.11$       

7,779$       8,089$       8,414$       8,750$       9,100$       9,327$       9,561$       9,800$       10,045$     10,296$     10,450$     10,606$     10,766$     

93,350$     97,074$     100,963$   104,998$   109,200$   111,925$   114,733$   117,603$   120,536$   123,552$   125,403$   127,275$   129,189$   

31 47.18$       49.07$       51.03$       53.07$       55.19$       56.57$       57.98$       59.43$       60.92$       62.44$       63.38$       64.33$       65.29$       

47.18$       49.07$       51.03$       53.07$       55.19$       56.57$       57.98$       59.43$       60.92$       62.44$       63.38$       64.33$       65.29$       

8,178$       8,505$       8,845$       9,199$       9,566$       9,805$       10,050$     10,301$     10,559$     10,823$     10,986$     11,151$     11,317$     

98,134$     102,066$   106,142$   110,386$   114,795$   117,666$   120,598$   123,614$   126,714$   129,875$   131,830$   133,806$   135,803$   

32 49.60$       51.58$       53.64$       55.79$       58.02$       59.47$       60.96$       62.48$       64.04$       65.64$       66.62$       67.62$       68.63$       

49.60$       51.58$       53.64$       55.79$       58.02$       59.47$       60.96$       62.48$       64.04$       65.64$       66.62$       67.62$       68.63$       

8,597$       8,941$       9,298$       9,670$       10,057$     10,308$     10,566$     10,830$     11,100$     11,378$     11,547$     11,721$     11,896$     

103,168$   107,286$   111,571$   116,043$   120,682$   123,698$   126,797$   129,958$   133,203$   136,531$   138,570$   140,650$   142,750$   

33 52.14$       54.23$       56.40$       58.66$       61.01$       62.54$       64.10$       65.70$       67.34$       69.02$       70.06$       71.11$       72.18$       

52.14$       54.23$       56.40$       58.66$       61.01$       62.54$       64.10$       65.70$       67.34$       69.02$       70.06$       71.11$       72.18$       

9,038$       9,400$       9,776$       10,168$     10,575$     10,840$     11,111$     11,388$     11,672$     11,963$     12,144$     12,326$     12,511$     

108,451$   112,798$   117,312$   122,013$   126,901$   130,083$   133,328$   136,656$   140,067$   143,562$   145,725$   147,909$   150,134$   

34 54.87$       57.06$       59.34$       61.71$       64.18$       65.78$       67.42$       69.11$       70.84$       72.61$       73.70$       74.81$       75.93$       

54.87$       57.06$       59.34$       61.71$       64.18$       65.78$       67.42$       69.11$       70.84$       72.61$       73.70$       74.81$       75.93$       

9,511$       9,890$       10,286$     10,696$     11,125$     11,402$     11,686$     11,979$     12,279$     12,586$     12,775$     12,967$     13,161$     

114,130$   118,685$   123,427$   128,357$   133,494$   136,822$   140,234$   143,749$   147,347$   151,029$   153,296$   155,605$   157,934$   

35 57.69$       60.00$       62.40$       64.90$       67.50$       69.19$       70.92$       72.69$       74.51$       76.37$       77.52$       78.68$       79.86$       

57.69$       60.00$       62.40$       64.90$       67.50$       69.19$       70.92$       72.69$       74.51$       76.37$       77.52$       78.68$       79.86$       

10,000$     10,400$     10,816$     11,249$     11,700$     11,993$     12,293$     12,600$     12,915$     13,237$     13,437$     13,638$     13,842$     

119,995$   124,800$   129,792$   134,992$   140,400$   143,915$   147,514$   151,195$   154,981$   158,850$   161,242$   163,654$   166,109$   

36 60.70$       63.13$       65.65$       68.28$       71.01$       72.79$       74.61$       76.48$       78.39$       80.35$       81.56$       82.78$       84.02$       

60.70$       63.13$       65.65$       68.28$       71.01$       72.79$       74.61$       76.48$       78.39$       80.35$       81.56$       82.78$       84.02$       

10,521$     10,943$     11,379$     11,835$     12,308$     12,617$     12,932$     13,257$     13,588$     13,927$     14,137$     14,349$     14,563$     

126,256$   131,310$   136,552$   142,022$   147,701$   151,403$   155,189$   159,078$   163,051$   167,128$   169,645$   172,182$   174,762$   
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ROAD REPORT May 2023 
BLADING OPERATIONS:  Following are the roads blade operators made improvements to this month. 

Zone 1 – 

Zone 2 –  

Zone 3 –  

Zone 4 –Blake Ranch, Hanna Arbuckle, Coal Mine Ditch Cr., Hardman Cemetery, Penland Ln.  

Zone 5 –   

Paving Season:  The Crew has finished up the paving for the 22-23 fiscal year. The crew paved just over a 11 miles of 
road.  Those roads are County line, Frontage Rd, and Poleline which are located just south of Irrigon. The crew put down 
just shy of 9,000 tons of asphalt in just over 2 weeks. So thank you to our Road Crew and Ashbeck Trucking for getting 
the job done. 

Chip Seal Season:  The crew started up chip sealing on the 16th of this month. So far they have chipped the 11 miles 
of new asphalt. We have moved all the chip equipment to Little Butter Cr. and have started chip sealing the 15 miles of 
road. 

Fog Seal:  After finishing up the chipping of the 11 miles up north, the crew fog sealed to finish up those roads. 

I just want to put this out to the public that thur the month of June the Road Crew will be in full force on working on 
Liberty School, finishing up working the road on Bunker Hill, and prepping Social Ridge rd for paving this next fiscal year. 

PERMITS: Following are approved permits to work in the county right-of-way during May. 

 

 

OTW 747 Miller Rd Windwave Communications Utility Communication line 05/10/2023
OTX 662 Wilson Lane Windwave Communications Utility Communication line 05/10/2023
OTY 490 Bombing Range Road Umatilla Electric Co-Op Utility fiber optic cable 05/25/2023
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