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Jake Broadbent

From: Jill deVries Jolicoeur
Sent: Thursday, July 10, 2025 3:09 PM
To: Sarah Plinsky; Jake Broadbent; Brooke Sauer
Subject: Admin - HHS Peaslee Promise Supplemental Request 

Additional information on pre-apprentice programming at Peaslee:  
1. Pre-apprenticeship programs occur during the school day, Monday - Friday from 12:45 -2:45pm. 
2. No funding from schools has been made available to support this programming to date according to 

Peaslee 
3. Funding to support the cost of tuition for the pre-apprenticeship program ($2,000 per student) in 

2024  through June 2025 was provided by the State Apprenticeship Equity, Expansion and Innovation Grant 
that Kansas received through the U.S. Department of Labor. Funding from the grant ended as of June 2025, 
which is why the Peaslee Promise initiative was launched. 

4. Students that qualify based on income and unique barriers (housing, foster care) can apply to the local 
workforce agency (Workforceone for Douglas County) to receive up to $1200 per student through the 
Workforce Innovation and Opportunity Act.  

5. Participating schools: 

Wellsville 

Eudora 

Free State HS 

Shawnee Heights 

Perry Lecompton 

Baldwin City  

West Franklin 

Veritas 

Santa Fe Trails 

Heritage Baptist 

LHS 

Bishop Seabury 
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Jake Broadbent

From: Jill deVries Jolicoeur
Sent: Thursday, July 10, 2025 11:10 AM
To: Jake Broadbent; Brooke Sauer; Sarah Plinsky
Subject: PSH Budget Request Breakdown and Update

Original request:  
$240,772 - 2025 9 months, one-time 
$321,032 - 2026 12 months on-going. Presumes that grant funding is not included in the 2026 HUD budget.  
$561,804 
 
Revised request):  
$171,512 – 2025 9 months, one-time. This is the diƯerence between the anticipated award amount ($149,520) as 
communicated by HUD on 7/9/25 
$321,032 – 2026 12 months on-going.  
$492,544 
 



Department (1=Highest priority, 5= lowest 
priority)

Item Amount
Included in the 

Proposed 
Budget

Rating

Administration- Housing and Human Services -1
Permanent Supportive Housing HUD Grant 
Replacement

$561,804 Medium

Bert Nash
Gap funding for behavioral health programs 
(outpatient therapy services)

$500,000 Low

Bert Nash/TRC- 1 2026 TRC funding supplemental $1,249,424 Medium

Bert Nash/TRC- 2 2025 TRC funding supplemental (One-time) $604,305 Low

Children's Advocacy Center
Mental health therapy for children & caregivers 
impacted by child abuse

$10,000 High

DCCCA- 1 Transitional housing solar panels (One-time) $174,940 Yes High

DCCCA- 2 County client/tenant-based rental assistance $104,400 High

Heartland Community Health Center Bluestem building (One-time) $1,500,000 Low

Heartland RADAC- 1 1 FTE Peer recovery coach $88,140 Low

Heartland RADAC- 2 .25 FTE Peer supervision $36,830 Low

Heartland RADAC- 3 Cost of business increase $77,220 Medium

Lawrence-Douglas County Housing Authority Supplement to New Horizon program $25,000 High

Lawrence-Douglas County Public Health 1 FTE Zero suicide coordinator $43,000 High

2026 Budget Options - Behavioral Health

1 of 2
7/10/2025



Department (1=Highest priority, 5= lowest 
priority)

Item Amount
Included in the 

Proposed 
Budget

Rating

2026 Budget Options - Behavioral Health

Tenants to Homeowners- 1 1 FTE care coordinator $100,000 Medium

Tenants to Homeowners- 2
Build 5 small houses w/ Peaslee & Dirtworks Studio 
(One-time)

$500,000 High

Cardinal Housing Network Capital improvements 1126 Ohio (One-time) $247,000 High

Family Promise of Lawrence Supportive case management services $50,000 High

HeadQuarters KS- 1 2024 local crisis line services (One-time) $175,000 Low

HeadQuarters KS- 2
2025 local crisis line services & Crisis response 
coalition (One-time)

$350,000 Low

Mirror Inc- 1 Increase SUD treatment services $79,000 Medium

Mirror Inc- 2 Unused 2025 funds carry over (One-time) $19,039 Yes High

On-going amount eligible for the BH Fund: $2,924,818 
One-time amount eligible for the BH Fund: $3,376,305 

Included in proposed budget
One-time request
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​Dear Douglas County Commissioners,​

​Thank you for the opportunity to present Cardinal Housing Network’s one-time supplemental request of​
​$247,000 to support the rehabilitation efforts of 1126 Ohio St on Monday, July 7th, 2025. This property,​
​including four 1BR/1BA individual units, will provide 2-year transitional housing opportunities for Douglas​
​County based single female headed households. With your support, 1126 Ohio St. will be the third​
​property (1 group home with 10 beds, 7 individual apartment units for single female headed households)​
​that Cardinal Housing Network will be able to provide to support women in SUD recovery in Douglas​
​County by the end of 2026.​

​1046 New Hampshire St.​
​1046 New Hampshire St is zoned Commercial in the Commercial Downtown district, required adherence​
​to strict historical guidelines due to its proximity to three historic structures, and required a Special Use​
​Permit designation to operate as a Group Home, General. Group Home, General was the only SUP​
​option in the downtown zoning district, requiring the property to be outfitted for 11 occupants.​​Group​
​Home, Limited​​allows for a property to host 8 or fewer residents and was not permitted in the Downtown​
​Commercial District.​

​1046 New Hampshire St. is owned by Solidago LLC.  Solidago LLC was created in September 2023​
​following the issuance of the Special Use Permit No. SUP 23-00121, Ordinance 9989 and prior to the​
​formal purchase of 1046 New Hampshire on October 11, 2023 from Ashlar LC.  Solidago LLC originated​
​as a 50/50 partnership between Hannah Bolton and Mark Bolton to serve as a holding entity for 1046​
​New Hampshire St., with both parties contributing $139,700 in cash for a total property purchase price of​
​$279,400. The sale was made off market and negotiated between Barber Emerson, Solidago’s counsel,​
​and John W. Moore, Esq, counsel for the Ashlar LC trust.​

​As of July 2025, the ownership designation is H. Bolton (69.77%) and Mark Bolton (30.33%). Every​
​January, M. Bolton transfers roughly 6% interest to H Bolton. H. Bolton will have full ownership of the​
​property and LLC by 2034, to which the property will be placed in Cardinal Housing Network’s care. If​
​CHN were to dissolve at any point after the property is placed in Cardinal Housing Network’s care, the​
​adopted by-laws direct the Board of Directors to reassign ownership of the property to a Douglas County​
​based non-profit. Given Douglas County’s financial support in its completion, a conversation regarding the​
​property’s inclusion to the Community Land Trust can be explored. The property, from inception, is​
​intended to be a gift to the recovery community in honor of the late Sam Bolton and was always intended​
​to live in trust within Douglas County.​

​Solidago LLC received a $127,000 commercial loan from Capitol Federal Bank in February 2024 for 10​
​years at an 8% interest to complete necessary modifications. As of July 2025, the loan sits around​
​$114,000 with 100% on-time payments. The loan payback is set to complete in 2034, the same year the​
​ownership schedule is set to sunset. Monthly payments are $1,544.85. Solidago LLC made 17 payments​
​prior to the opening of 1046 New Hampshire on May 28, 2025, totalling $26,262.45. Those were made​
​out of pocket by H. Bolton.​

​Solidago has two monthly expenses and a pending Humanitarian Tax Relief property tax exemption that​
​was submitted June 2024 to the Kansas Board of Tax Appeals. This exemption request included​
​endorsements from both Jill Jolicoeur, Assistant County Administrator and Brad Eldrige, County​
​Appraiser. This exemption request has not been viewed by BOTA as of July 2025.​

​Cardinal Housing Network​​1​



​Monthly Solidago Expenses:​
​1.​ ​Cap Fed Monthly Loan: $1,544.85​
​2.​ ​State Farm Annual Insurance: $1,604​
​3.​ ​Property Tax Liability (pending, no payments have been made as of June 2024): $9,619.39​

​Total Annual Solidago Liability without Humanitarian Tax Exemption; $29,761.59​
​Total Annual Solidago Liability with Humanitarian Tax Exemption: $20,142.20​

​Solidago will charge $2100 in rent ($133 SF, $1544 CapFed, $421 balance for maintenance) if HTE is​
​approved. At full capacity (10 individuals, 9 paying $500/mo in program fees), Cardinal Housing Network​
​would generate $4500 in program fees per month, allowing for $2400 to be applied to utility payments,​
​supplies, and participant support (gas for transportation).​

​NOTE: If Solidago were to NOT receive HTE for property taxes, Solidago would need to raise rent to​
​$3,000 ($133 SF, $1544 CapFed, $802 property tax, maintenance) to be able to make ends meet.​
​Depending on fluctuating house occupancy, this could mean Cardinal Housing Network could be unable​
​to meet Solidago’s expenses, be unable to pay for utilities, and have no operating dollars. Cardinal​
​Housing Network would need to place this cost burden back on indigent residents by increasing weekly​
​rent from $125 to a minimum of $150 to meet the same operational capacity as noted above: $5400​
​generated in program fees, $3000 applied to rent with a $2400 balance designated for operational​
​expenses. This burden could potentially fall on Douglas County and/or DGCO community partners to​
​offset in the form of barrier reduction funds.​

​Note: Cardinal Housing Network’s offering at 1046 New Hampshire is $125/week and is the lowest rent​
​available to women in SUD recovery in Lawrence. Women in SUD recovery do not have​​access to​​any​
​respite housing in Douglas County.  Men being served with Artists Helping the Homeless have no rental​
​obligations through their on-going partnership with Douglas County and are supported at roughly​
​$485,000 annually since 2019 for the operation of two homes. Both AHH homes were relieved of​
​mortgage obligations in 2024 through a DGCO supplemental request. This is notable in terms of gender​
​equity moving into subsequent budget cycles.​

​1126 & 1128 Ohio St. Ownership​
​1126 Ohio St (built 1894) contains four 1BR/1BA apartments and a general meeting/utility area located in​
​the basement. This property was acquired by the Feuerborn family in 1953.​

​1128 Ohio St. (built 1896) contains three 2 BA/1BA apartments and shared courtyard with 1126 Ohio St.​
​This property was acquired by the Feuerborn family in 1992.​

​These properties were passed down through many generations. Following the deaths of Myron Feuerborn​
​(April 2020) and Mary Feuerborn (July 2020), ownership was transferred between three living offspring -​
​Diane Bell, Sandra Feuerborn, and Kellee Bolton. Following the closure of the Feuerborn estate in 2020,​
​the properties were placed into DMB Apartments, LLC.​

​In January 2023, a third owner, Sandra Feuerborn, passed and the properties were placed into probate​
​from January-November 2023 with Hannah Bolton serving as the executor. Following the completion of​
​probate and non-addition of Sandra’s spouse to the ownership structure, DMB Apartments LLC became a​
​50/50 ownership structure between Kellee Bolton and Diane Bell.​

​Cardinal Housing Network​​2​



​DMB Apartments LLC hired Patrick Watkins from Watkins Law Firm in 2024 to begin the process of​
​applying for both state and federal historical tax credits as both properties are listed on the Historical Tax​
​Registry. Between November 2024-January 2025, DMB received approvals for state and federal historical​
​tax credits and paid roughly $2800 in subsequent fees associated with processing the 4 applications (2​
​state and 2 federal).​

​As of July 1st, Kansas Historical Tax Credits - that can be sold for cash to a local bank - increased the​
​reimbursement threshold to 40% of the total project cost. For federal tax credits, DMB Apartments will​
​receive an undetermined Income Tax Credit (not applicable to property taxes) for 5 years following the​
​final submission. These incentives are why DMB Apartments will be able to keep rental rates below​
​market value upon completion.​

​Total Estimated Project Cost 1128 Ohio St.: $300,000+​
​State Historic Tax Credit at 40%: $120,000​
​P. Watkins 15% Fee: $18,000​
​DMB Apartments LLC: $102,000​
​Remaining Balance to be applied to construction at 1126 Ohio St., including for safety features like egress​
​solutions and fire systems.​

​Total Estimated Project Cost 1126 Ohio St.: $300,000+​
​State Historic Tax Credit at 40%: $120,000​
​P. Watkins 15% Fee: $18,000​
​DMB Apartments LLC: $102,000​
​Remaining balance to be held in long-term property rehabilitation fund, property tax support fund to keep​
​rents low for residents, and rental unit improvement fund. The rental agreement between DMB​
​Apartments and Cardinal Housing Network will state DMB is responsible for all maintenance expenses​
​given this financial incentive received through HTC.​
​–​
​DMB Apartments Financial Liability:​
​2024 1128 Ohio Insurance: $1,916​
​2024 1128 Ohio Property Taxes: $4,706.99​

​2024 1126 Ohio Insurance: $2,208​
​2024 1126 Ohio Property Taxes: $4,997.60​
​Total 2024 DMB Apartment liabilities: $13,828.50​

​Proposed Rent and Estimated Utilities:​
​1126 Ohio Master Lease: $2300​
​1126 Ohio St. Utilities: $500​

​Rental rates is participant does​​not​​qualify for voucher:​
​Apartment 0: $750 (largest unit)​
​Apartment 1: $650​
​Apartment 2: $650​
​Apartment 3: $650​
​Total: $2700​

​Cardinal Housing Network​​3​



​1128 Ohio Master Lease: $2300​
​1128 Utilities: $500​

​Rental rates if participant does​​not​​qualify for voucher:​
​Apartment 1: $700​
​Apartment 2: $975​
​Apartment 3: $975​
​Total: $2635​
​—​
​Cardinal Housing Network liability:​
​1046 New Hampshire St. Mo. Rent: $2100 with Humanitarian Tax Relief OR $3000 (see above)​
​1046 New Hampshire Mo. Utilities & Fees: $550-$600 (Evergy, Midco, Black Hills, J. Webb Fire Alarm,​
​Classy.org​​)​
​1128 Ohio St. Mo  Rent: $2300​
​1128 Ohio St. Mo utilities: $500-600​
​1126 Ohio St. Mo Rent: $2300​
​1126 Ohio St. Mo Utilities: $500-$600​
​Estimated monthly rental & utility obligations: $8,200-$9,200​

​Cardinal Housing Network intends to partner with Family Promise to provide case management services​
​and is exploring conversations of the utilization of the Ohio St. properties to move families through the​
​New Horizons Voucher Program and/or Reentry 2 year voucher program. Cardinal Housing Network, in​
​partnership with Family Promise and Lawrence Douglas County Housing Authority’s New Horizons​
​Program, could assist families currently stuck in a 2-3 year waitlist for transitional housing. CHN would not​
​exclusively take individuals with transitional vouchers, but utilizing rental assistance to support the​
​housing collective, allowing CHN to serve participants that have not or do not qualify for vouchers through​
​rent reduction.​

​Example:​
​Expenses at 1046 New Hampshire  from June 2025 below with 6 occupants:​
​Evergy​ ​$192.89​

​Black Hills​ ​$54.66​

​Midco​ ​$106.35​

​City of Lawrence​ ​$103.32​

​Classy​ ​$149.00​

​J Webb​ ​$50.00​

​Rent to Solidago​ ​$2,000.00​ ​Paid by DGSO ReEntry, Drug Court​

​$2,463.33​

​Cardinal Housing Network​​4​

http://classy.org/


REGISTER
OF

CERTIFICATES OF MEMBERSHIP
SOLIDAGO LLC

Cert.
Number

Date
Certificate

Issued
Member's Name

and Address
%

Interest

Initial
Capital

Contribution

Additional
Capital

Contributions

%
Interest/

Transferred to:

New
Certificate

No.
Date

Transferred

1 10/10/2023 Hannah M. Bolton 50% $139,720.00

2 10/10/2023 Mark E. Bolton 50% $139,720.00 6.06% to Hannah M. Bolton 3 & 4 12/28/2023

3 12/28/2023 Hannah M. Bolton 56.06%

4 12/28/2023 Mark E. Bolton 43.94% 6.41% to Hannah M. Bolton 5 & 6 01/02/2024

5 01/02/2024 Hannah M. Bolton 62.47%

6 01/02/2024 Mark E. Bolton 37.53% 7.30% to Hannah M. Bolton 7 & 8 01/01/2025

7 01/01/2025 Hannah M. Bolton 69.77%

8 01/01/2025 Mark E. Bolton 30.23%



Month Intakes PPC Friend Relative Hospital Sunlight DCCCA OCS Other

January 14 2 1 1

February 19 9 2 5 1 1

March 22 13 2 4 3 1 3

April 28 12 1 11

May 33 11 3 1 1 6

June 24 11 5 1 4 1

July 16 2 2

August 31 10 4 1 5

September 21 5 1 4

October 20 9 2 3 1 3

November 26 6 2 4

December 20 4 2 2

 Total 274 94 9 28 2 7 4 43 1

34%

Month Intakes PPC Friend Relative Hospital Sunlight DCCCA OCS Other

January 18 8 4 4

February 17 5 1 1 3

March 22 6 2 1 3 1 Kinship

April 24 8 1 3 4

May 19 6 2 4

June 33 15 5 6 4

July

August

September

October

November

December

 Total 133 48 1 16 0 7 2 22 1

36%

KEY: Friend: Family friend

Sunlight: Takes Children Under 10 YOA in Andover Kansas

DCCCA: Foster Home

OCS: O'Connell  Children's Shelter Takes Youth 10 - 18 YOA

2024 Douglas County Juvenile Intakes at  CJS

Police Protective Custody Placement

2025 Douglas County Juvenile Intakes at CJS

Police Protective Custody Placement
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Disclaimer 
 
The information in this report provides an overview of the program activities, outcomes, and impact from August 2024-May 2025. While we strive for 
accuracy and completeness, the information may contain inadvertent errors and is subject to future revision or update. The Center for Supportive 
Communities makes no warranty, express or implied, regarding the accuracy, completeness, or relevance of these data beyond the reporting period.  
 
This report is provided solely for general informational purposes and does not constitute a comprehensive program evaluation nor the exclusive basis 
for policy, funding, or other formal decisions.  
 
Any interpretation, analysis, secondary use, or dissemination of the contents must be conducted in partnership with the Executive Director of the 
Center for Supportive Communities to ensure accuracy, proper context, fidelity, and ethical stewardship. Any public distribution, citation, or use must 
clearly credit the Center for Supportive Communities as the source. 
 
By accessing this report, you acknowledge and agree to the above terms. If you have questions regarding permissible use or require additional context, 
please contact: 
 
Kelsey M. Dachman, PhD, BCBA-D, LBA 
Executive Director 
kelsey@supportivecommunities.org  

  

mailto:kelsey@supportivecommunities.org


Page 3 of 38 

Behavioral Health Mentor Data 

• Total SupportEd Mentors= 27
• Total Training Hours= 1,081.64
• Total Volunteer Hours= 7,034.55
• Total Value= $244,732a

• Testimonials:
o “My time with SupportEd has been one of the most transformative and rewarding experiences of my academic and professional

journey. I've formed deep and meaningful connections with students, their families, school staff, and my supervisors. One memorable
moment that stands out was biking the Lawrence Loop with a student to celebrate him having perfect attendance. This student had
accumulated over 100 unexcused hours before the program. Witnessing his growth and pride in his achievements reminded me just
how influential a caring and consistent adult can be. It wasn't just about the reward but building trust, connection, and facilitating
growth.” -SupportEd Mentor

o “As everyone at CSC has said, there is no such thing as a "bad kid". I still believe this to this day. Working with these families, having
these one-on-one talks, and furthering the success of my community has been truly amazing to be a part of. I can only hope to do work
someday that fulfills me as much as this has. I feel confident in saying that I made a real difference. For providing me with that chance
and for giving me the tools to improve the quality of care I provide, I will be forever in your debt. Thank you to CSC, and all the great
people that make the work possible!” -SupportEd Mentor

o “The SupportEd supervisors care deeply about their students and families. They work tirelessly to fight for basic rights like education.
Without their hard work and dedication, there would be far too many young people left behind.” -SupportEd Mentor

Notes. 
a We calculated the total value using the 2025 estimated national value of $34.79 per volunteer hour. 
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Student Referral Data 

• Total Referrals= 178
• Initial Referral Source

o School= 93.3%
o DCF= 2.8%
o DA’s Office= 3.9%

• Initial Referral Type
o Pre-1006= 71%
o Diversion= 14%
o Court-Ordered= 15%

• Referrals By School District
o Lawrence= 98%
o Baldwin City= 1.2%
o Eudora= 0%
o Perry-Lecompton= 0.6%

• Recidivists= 9 (12%)
• Time To Referral

o Average= 70 days
o MAX= 265 days
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Student and Family Demographic Data

Students (N= 72a) 

• Race
o African American or Black= 18 (25%)
o American Indian= 9 (12.5%)
o Asian= 1 (1.4%)
o White= 33 (45.8%)
o Other= 11 (15.3%)

• Ethnicity
o Hispanic= 8 (11%)
o Non-Hispanic= 62 (86%)
o Unknown= 2 (3%)

• Biological Sex
o Male= 40 (56%)
o Female= 32 (44%)

• Free/Reduced Price Lunch Status
o Yes= 58 (81%)
o No= 14 (19%)

• School District Distribution
o Lawrence= 69 (96%)
o Eudora= 1 (1%)
o Baldwin City= 2 (3%)
o Perry-Lecompton= 0 (0%)

Notes. 
a One student who exited in 2024-25 was re-signed as a recidivist in 2024-25. We counted this student once in our demographic data. 

• Grade Level Distribution
Grade # % 
K 2 3% 
1st 1 1% 
2nd 4 6% 
3rd 3 4% 
4th 6 8% 
5th 9 13% 
6th 11 15% 
7th 15 21% 
8th 16 22% 
9th 2 3% 
10th 2 3% 
11th 0 0% 
12th 1 1% 
Total 72a 100% 
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Caregiver/Family (N= 72a) 

• Household Income Level
o Less than $25K= 28 (39%)
o $25K-49K= 26 (36%)
o $50K-74K= 10 (14%)
o $75K-99K= 1 (1%)
o $100K+= 5 (7%)
o Prefer Not To Say= 2 (3%)

• Household Size (#)
o 5+= 24 (33.3%)
o 4= 22 (30.6%)
o 3= 18 (25%)
o 2= 8 (11.1%)

Notes. 
a One student who exited in 2024-25 was re-signed as a recidivist in 2024-25. We counted this student once in our demographic data. 
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(Parent) 
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Does the child currently have an official clinical diagnosis? (Spring 2025) (Parent) 
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(Parent) 

(Parent) 
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(Parent) 

(Parent) 
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(Parent) 

(Parent) 
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(Parent) 
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Assessment Data 

• Assessment Completion Ratea

o Student= 87%
o Parent= 67%
o School= 88%

• Intake Form Completion Rate= 94%
• Descriptive Analysis of Pre-Program Absencesb

o Unexcused + Out-of-School Suspensions
▪ Max= 344 hours (76%)
▪ Min = 23 hours (4%)
▪ Median= 94.25 hours (17%)
▪ Average= 125.6 hours (21%)

o Unexcused + Out-of-School Suspensions + Excused
▪ Max= 436 hours (81%)
▪ Min = 67.5 hours (11%)
▪ Median= 183.5 hours (30%)
▪ Average= 194.7 hours (32%)

Notes. 
a The percentage of students, parents, and schools who completed our initial behavior assessment. 
b Reported as hours and % of opportunities (in-session school days), calculated using attendance records, school calendars, and bell schedules. 
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Which attendance pattern best describes you? (Student) 
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(Student) 
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(Student) 
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(Student) 
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(School) 
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(School) 
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Intervention Data 

• Student Meetings= 670
• Parent Meetings= 761
• School Meetings= 662
• Community Service Referralsa

o Behavioral and Mental Health= 7
o Housing/Clothing= 8
o Food= 2
o Other Financial Assistance= 10
o Transportation= 1
o Social Service Agency= 3
o Other= 5

• Treatment Integrity= 89%b

• Number of Programs Completed To-Date (N= 73)
o 1 Program= 62 (85%)
o 2 Programs= 8 (11%)
o 3 Programs= 2 (3%)
o 4 Programs= 0
o 5 Programs= 1 (1%)

• Number of Programs To Exit (N= 55c)
o 1 Program= 47 (85%)
o 2 Programs= 5 (9%)
o 3 Programs= 2 (4%)
o 5 Programs= 1 (2%)

Notes. 
a We referred families for services only if those services were requested and necessary. 
b Our treatment integrity measure (i.e., 89%) is slightly below 90% because it includes cancelled student meetings over which we had no control. 
c This number includes the students who exited the program in 2024-25. This number does not include the 18 students who are currently participating in the program. 
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Outcome Data 

• Total Students Served= 73
o New= 53 (73%); Carryover= 20 (27%)
o Full intervention= 73 (100%)

• Program Outcomes
o Graduates= 33 (46%)
o Unsuccessful Exits= 22 (30%)
o Current/Still Participating= 18 (25%)

• Graduates (N= 33)
o Pre-1006= 27 (82%); Diversion= 4 (12%); Court-Ordered= 2 (6%)
o New= 27 (82%); Carryover= 6 (18%)
o Recidivists= 4 (12%)
o Advocates= 7 (21%)

• Unsuccessful Exits (N= 22)
o Pre-1006= 13 (59%); Diversion= 3 (14%); Court-Ordered=6 (27%)
o New= 9 (41%); Carryover= 13 (59%)
o Recidivists= 2 (9%)
o Exit Reason

▪ Educational Alternative= 7 (31.8%)
▪ Moved= 5 (22.7%)
▪ Aged Out/Referred to High School Program= 5 (22.7%)
▪ Referred to DA= 3 (13.6%)
▪ Incomplete= 1 (4.5%)
▪ JO= 1 (4.5%)

• 50% Reduction in Unexcused Absences= 51 (71%)
• Made Progress in Overall Attendance= 56 (78%)

Notes. We did not implement a monitor-only intervention in 2024-25. Every student received the full intervention. One student exited before receiving the full intervention. 
They are not included in the program outcome calculations but are included in the total students served. One student who exited in 2024-25 was re-signed as a recidivist in 
2024-25. We counted this student twice in our outcome data. 
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Satisfaction Data 

• Student satisfaction= 91.4%
• Parent satisfaction= 96.7%
• School satisfaction= 96.2%
• Testimonials

o “i liked how it helped me work through problems i had with school and made me love school.” -Student
o “Meeting every week gave me consistency, and it made me like school more and focus on not missing it.” -Student
o “I like the communication between us and the mentors. I also like that I can call, text, or email the mentor with any last minute

information that pertains to the child. In the beginning, I did not know what to expect. It was nice to have them provide us with structure
of the program and expectations.” -Parent

o “My daughter had someone positive closer to her age that she could talk to and spend time with. And that she can continue to meet
with on a volunteer basis, even after she graduated from the program.” -Parent

o “Our child is attending school, meeting with his mentor, and now we are working on schoolwork. We are only 3 weeks into the program,
and we hope to see a continuous positive outcome.” -Parent

o “They do well in trying to get a broad understanding of our student's attendance concerns. She advocates but also holds the line with
the student and the parent. She builds good rapport with our student.” -School 

Notes. We consider a person satisfied if they score 4 (agree) or 5 (strongly agree) on 100% of survey questions. 
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Definitions 

Advocate= A student who successfully exited the program and continued services on an as-needed basis. 
Carryover= A student who continued participation in SupportEd from the previous academic year. 
Recidivist= A student who exited SupportEd, re-met truancy criteria, and was re-referred for services. 
DA= District Attorney 
DCF= Kansas Department for Children and Families 
Treatment Integrity= The percentage of intervention components completed as intended. In Applied Behavior Analysis, a score of 90-100% is 
considered high treatment integrity. 

Legal Status  
Pre-1006= A student who participated in SupportEd before the legal truancy process was initiated; that is, before the school submitted Form 1006 
alerting DCF or the DA’s Office of the truant student.  
Diversion= A student who participated in SupportEd as truancy diversion offered by the DA’s Office. 
Court-Ordered= A student who was adjudicated as a Child In Need of Care and ordered by the Court to participate in SupportEd. 

Program Outcomes 
Graduate/Successful Exit= A student who met program completion requirements and successfully exited SupportEd. 
Unsuccessful Exit= A student who ceased participation in SupportEd before meeting program completion requirements. 

• High School Program= A student who we referred to the high school program due to aging out.
• Moved= A student who moved out of jurisdiction.
• Referred to DA= A student who was referred to the DA’s Office for refusing services.
• Educational Alternative= A student who disenrolled in public school and enrolled in an educational alternative (e.g., virtual school,

homeschool).
• JO= A student who was adjudicated as a juvenile offender and had their truancy monitored through their JO case.
• Incomplete= A student who received less than three weeks of intervention.

Measurement Periods 
Pre-Program= Calculated from the student’s first unexcused absence in the year they became truant through the day before their program start-date. 
Program= Calculated from the student’s program start-date through their program end-date. 
Time To Referral= Calculated from the date on which the student met truancy criteria through the date on which they were referred to SupportEd. 
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CSC’s Organizational Chart 
 

 
 

 

Programming= SupportEd 
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SupportEd Model Components 
 

  

Note. CSC’s model is the 
culmination of over 40 years 
of research and practice in 
Douglas County. Although 
SupportEd referrals are for 
truancy, our comprehensive 
model can be adapted to 
address several community 
health concerns like 
childhood adverse 
experiences, homelessness, 
substance use, violence, etc. 
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SupportEd History and Evolution (Brief) 
1977 
A Pioneering Initiative Begins 

• District Judge Mike Elwell of Douglas County, Kansas, sparks a proactive community movement to curb juvenile 
crime. 

• Through an innovative partnership, KU students are stepping up as mentors, working one-on-one with truant high 
schoolers to provide personalized support and academic tutoring.  

• By keeping students engaged in school, this initiative is breaking barriers, building futures, and creating a stronger, 
safer community. 

 
1978 
Strengthening the Foundation 

• KU Professor, Jan Sheldon, JD, PhD, integrates the volunteer mentoring program within the Department of Applied 
Behavioral Science (formerly the Department of Human Development and Family Life), establishing it as an 
undergraduate practicum course for students studying Youth Development and Juvenile Justice.  

• Dr. Sheldon re-designs the program to incorporate research-backed strategies including attendance monitoring, 
positive reinforcement, therapeutic mentoring, engagement with whole families and schools, interagency 
collaboration, ongoing data review, and court back-up through informal truancy review hearings.  

• The program becomes known as the KU Truancy Prevention and Diversion Program (TPDP). 
 
1979 
The Program Gains Official Recognition 

• The KU program launches with its inaugural group of practicum students serving all Douglas County high schools. 
 
1982 
Strategic Partnership Expands Program to Younger Students 

• Dr. Sheldon partners with the Department of Social and Rehabilitation Services, which assigns a dedicated social 
worker to assist with program operations.  

• This strategic partnership paves the way for expansion, bringing the program to all elementary and middle schools 
across Douglas County. 
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2012 
Douglas County Steps Up To Ensure Continued Student Success 

• The Department of Social and Rehabilitation Services is replaced by the Department for Children and Families 
(DCF), and state funding for the program is cut.  

• Pam Weigand, Director of Douglas County Criminal Justice Services, appoints a juvenile services officer to support 
continued program operations. 

• The program receives an overwhelming number of truancy referrals. Dr. Sheldon recognizes that many of the 
program’s resources are going towards high school students who drop out of school upon turning age 16. Dr. 
Sheldon and Pam Weigand meet with the Director of the Children’s Shelter Inc. (now the O’Connell Children’s 
Shelter), who offers to develop the High School Truancy Prevention Program. 

 
2014 
A New Era Begins 

• Dr. Sheldon accepts doctoral student, Kelsey Dachman, and appoints her as a graduate teaching and research 
assistant with the program. 

 
2020 
Pandemic Pivots 

• The COVID-19 pandemic forces school closures.  
• Kelsey completes her PhD, and Dr. Sheldon welcomes Madison Graham as a graduate student.  
• The team makes critical adjustments in service delivery and prepares for virtual implementation.  
• Dr. Sheldon retires after a 44-year tenure at KU. 

 
2021 
The Legacy Continues 

• KU institutes a pandemic-related hiring freeze and withdraws support from the program.  
• Kelsey and Madison establish the Center for Supportive Communities and receive 501(c)3 status. 
• Dr. Sheldon and Pam Weigand join CSC’s Board of Directors 
• The team begins transitioning the program to CSC. 

 
2022 
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The Program Endures 
• CSC receives grants from the Douglas County Commissioners and AmeriCorps. 
• The team launches SupportEd through CSC. 
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SupportEd Partners 
 
Compulsory education refers to laws that require children to attend school for a certain number of years depending on the 
state. These laws were enacted across states to protect against child labor and ensure all children, regardless of their 
circumstances or status, receive a basic education. Truancy occurs when a student misses a certain number of school 
days without a valid excuse and is broadly defined by state statutes and more specifically by school boards. Truancy is 
complex and involves ongoing collaboration across several community agencies. 
 
Center for Supportive Communities 
CSC is responsible for overseeing all program operations and related initiatives. We ensure the program has the 
necessary resources to operate including funding, collaboration from community partners, and timely referrals. We are 
responsible for onboarding, recruiting, and training volunteers; conducting program intake and assessments with students, 
families, and schools; developing and implementing individualized intervention plans; monitoring intervention integrity and 
overall effects; collecting and reporting data; assisting CJS in family outreach and resource navigation; assisting schools 
in data collection and measurement, adhering to statutory guidelines, managing student behavior upon their return to 
school, following internal attendance and absence policies and procedures, and engaging students and families around 
education; and collaborating with other community agencies (e.g., EDC, LDCPH) around truancy reduction efforts.  
 
Criminal Justice Services 
We are fortunate to have partnered with Pam Weigand since 2011 who employs Juvenile Services Officer, Kate Holman, 
to work with SupportEd as our Truancy Officer and Case Manager. Kate is responsible for receiving referrals from 
schools, DCF, and the DA’s Office; contacting families and signing them to the program; matching students with 
volunteers; supervising volunteers to ensure their safety; accessing community resources for students and families; and 
providing regular updates to DCF, the DA’s Office, and the District Court. CJS conducts comprehensive background 
checks for volunteers and provides safety training as part of our volunteers’ pre-service requirements. 
 
Schools 
SupportEd works alongside all Douglas County schools in a collaborative effort to reduce truancy and re-connect students 
with their school communities. Schools are required by law to designate a representative who is responsible for tracking 
and reporting truancy. Once a student meets the legal definition of truancy, the designated school representative initiates 
the truancy referral process and takes the first step in securing supportive services for the student. Once a student is 
assigned to SupportEd, a school representative participates in a structured assessment and provides information about 
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the variables contributing to and maintaining the student’s truancy. Additionally, school personnel provide official 
attendance records, grades, and weekly updates to the SupportEd team. 
 
Kansas Department for Children and Families 
DCF investigates truancy referrals for children under 13. When a student meets truancy criteria, the designated school 
representative submits a state-approved truancy referral form to DCF who is then responsible for investigating the case 
and referring the family to SupportEd for diversion. DCF also investigates cases of suspected abuse and neglect and 
supports SupportEd in accessing community resources and services for families. 
 
District Attorney’s Office 
The DA’s Office investigates truancy referrals for children 13 and older. When a student meets truancy criteria, the 
designated school representative submits forms to the DA’s Office who then investigates the case and refers the family to 
SupportEd for diversion. If the DA’s Office believes court oversight is necessary, they refer the family to SupportEd and 
file a Child in Need of Care petition to initiate a formal hearing with the District Court. For SupportEd students who 
continue to receive excessive unexcused absences despite our reasonable efforts, we facilitate an informal truancy review 
hearing with an assistant DA to determine if court oversight is necessary. 
 
District Court 
The District Court plays an essential role in upholding the Kansas Compulsory School Attendance Law and sending a firm 
message of the importance of education. For families with extensive truancy histories, court oversight is often a necessary 
addition to the SupportEd program. For students who are adjudicated as a Child in Need of Care for truancy, the 
SupportEd program is responsible for providing the District Court with progress updates and status recommendations 
every 60-90 days. SupportEd team members may also be asked to testify in hearings. 
 
Volunteers  
Trained community volunteers work one-on-one with SupportEd students, their families, and schools. Volunteers are early 
or retired professionals or students attending local colleges and universities seeking supervised fieldwork opportunities. 
Volunteers complete 40 hours of pre-service training, ongoing booster training, and case-specific training, all while 
working under close supervision of our dedicated program staff. Volunteers implement every component of the SupportEd 
program at no cost to families, advancing overall community health and educational equity. 
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Truancy Referral Process for Elementary and Middle Schools 
 
Note. This process reflects the statutory requirements outlined in the Kansas Compulsory School Attendance Law (K.S.A. 
72-3120 et seq.) and was created in collaboration with CSC, CJS, DCF, the DA’s Office, and all Douglas County schools. 
 
Follow these steps when a student meets truancy criteria. 

 
1. Deliver truancy warning letter + SupportEd program flyer to family.  
2. Complete and email SupportEd’s Referral Form to SupportEd’s Truancy Officer and Case Manager at: cjsys-

truancy@dgcoks.gov. Please attach a copy of the truancy warning letter and student’s attendance. 
3. Enroll student in Student Services (truancy) class on PowerSchool using the instructions on p. 2 
4. Wait for a response. SupportEd will follow-up with you regarding the outcome of the referral and the next steps within 

approximately 10 business days.  
a. If family agrees to participate in SupportEd à No further action is needed.  
b. If family is unreachable, refused services, or the student’s attendance worsens while in SupportEd à Complete 

Form 1006 and then continue to Step 5. Please include as much information as possible to assist the KS 
Department for Children and Families or the District Attorney’s Office in deciding the outcome of the case and 
most appropriate services for the family.  

5. Submit Form 1006 to the appropriate agency: 
a. Students 12 & under: complete KS Department for Children and Families’ online report using the instructions 

on p. 3. Please attach Form 1006 and a copy of the truancy warning letter and student’s attendance. 
b. Students 13+: email Form 1006 to District Attorney’s Office and SupportEd’s Truancy Officer and Case 

Manager at: ljohnson@dgcoks.gov and cjsys-truancy@dgcoks.gov. Please attach a copy of the truancy 
warning letter and student’s attendance. 

6. No further action is required. Upon receipt of Form 1006, the agency will review and determine one of the following 
outcomes: (1) return/dismiss the truancy filing to the school, (2) offer a diversion from court and refer to SupportEd for 
services, or (3) file a Child in Need of Care petition to request a hearing with the judge.  

  

https://www.ksrevisor.gov/statutes/chapters/ch72/072_031_0020.html
https://www.dcf.ks.gov/services/PPS/Documents/PPS1006%20-%20Fillable%20Accessible%20For%20Schools%20Use.pdf
https://www.dcf.ks.gov/services/PPS/Pages/MR-Online-Report.aspx
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Descriptive Data Analyses 
 
We conduct descriptive analyses at the group level to analyze the overall effects of the SupportEd program on student 
attendance. We present sample graphs with data analyzed across academic years. Note. If a student does not graduate 
the program by the end of an academic year, then they continue their participation at the start of the next academic year. 
For example, 24 students who participated in 2024-25 did not have the opportunity to graduate the program and will 
resume participation at the start of the 2025-26 academic year. 
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Figure 1. Number of SupportEd Students Served Across Academic Years. 

 



 
 

Page 12 of 29 
 

Figure 2. SupportEd Student Grade Level Distribution for 2023-24.  
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Figure 3. SupportEd Student Grade Level Distribution for 2024-25.  
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Figure 4. SupportEd Student Demographics for 2023-24. 
 

 
 
 
 
 
 
 

 

  

Race, Ethnicity, Sex # % Household Income # % # People in Home # %
African American or Black 15 23% Less than $25K 31 47% 2 12 18%
American Indian 10 15% $25K-$49K 20 30% 3 17 26%
Asian 0 0% $50K-$74K 7 11% 4 13 20%
Caucasian 31 47% $75K-$99K 1 2% 5+ 24 36%
Hawaiian or Pacific Islander 0 0% $100K+ 1 2%
Other/Unknown 10 15% Prefer not to say 6 9% 2 Parents Present 12 18%

No BIO Parents 1 2%
Hispanic 13 20% Free/Reduced Lunch 61 92% Father Only 9 14%
Non Hispanic 53 80% No Free/Reduced Lunch 5 8% Mother Only 44 67%

Female 33 50%
Male 33 50%

Total 66 Total 66 Total 66

2023-24 SupportEd Student Demographics

Note. We did not report demographic information for three students who had incomplete program outcomes. We also 
served one student twice, so we only included their demographic information once. 
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Figure 5. SupportEd Student Demographics for 2024-25. 
 

  

Race, Ethnicity, Sex # % Household Income # % # People in Home # %
African American or Black 19 26% Less than $25K 29 40% 2 8 11%
American Indian 9 12% $25K-$49K 26 36% 3 19 26%
Asian 0 0% $50K-$74K 10 14% 4 22 30%
Caucasian 33 45% $75K-$99K 1 1% 5+ 24 33%
Hawaiian or Pacific Islander 0 0% $100K+ 5 7%
Other/Unknown 12 16% Prefer not to say 2 3% 2 Parents Present 18 25%

No BIO Parents 4 5%
Hispanic 8 11% Free/Reduced Lunch 59 81% Father Only 10 14%
Non Hispanic 65 89% No Free/Reduced Lunch 14 19% Mother Only 41 56%

Female 33 45%
Male 40 55%

Total 73 Total 73 Total 73

2024-25 Demographics
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Figure 6. Number of Trained Volunteers Across Academic Years. 
 

 
  Academic Years 

Tr
ai

ne
d 

Vo
lu

nt
ee

rs
 (#

) 



 
 

Page 17 of 29 
 

Figure 7. Number of SupportEd Referrals from 2021-22 through 2024-25 Analyzed Per Month. 

 
 
Note. On average, we receive the highest number of referrals in February, March, and April; yet most of those students 
met truancy criteria within the first few months of the school year. We continue to provide schools with ongoing training 
and support to help ensure timely referrals, as early intervention is critical for success. 
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Figure 8. Percentage of SupportEd Students with Improved Attendance Analyzed Across 
Academic Years. 
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Figure 9. Percentage of SupportEd Students with 50% Reduction in Unexcused Absences 
Analyzed Across Academic Years. 
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Figure 10. Percentage of SupportEd Graduates with Zero Unexcused Absences Analyzed Across 
Academic Years. 
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Single-Subject Data Analyses 
 
We analyzed the effects of the SupportEd program on student unexcused absences across school weeks using a multiple 
baseline across students design. Staggered implementation of the program allows us to see if changes in unexcused 
absences only occur when the program is introduced, which helps establish a functional relationship between the 
intervention and the target behavior. We present sample graphs for elementary and middle school students from 2008-
2018. 
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Testimonials 
 
Student Feedback 

• “I enjoyed having someone who helped me with homework and talked about personal things.” 
• “It gave me a safe place.” 
• “It helped my attendance a lot. I even made a new friend.” 
• “They helped me gain the confidence to go to school.” 
• “I wish the program was longer so I could get more help.” 
• “Meeting every week gave me consistency, and it made me like school more and focus on not missing it.” 
• “I liked that my mentor was always checking in with me during the week. I also liked that I got to pick the place we 

met at, and that it never felt weird or forced.” 
• “It helps me at school” 
• “i stad in school insted off miseing school.” 
• “I liked that we would talk in the car.” 
• “i was able to get away from home a lot.” 

 
Parent Feedback 

• “We work together for the greater good of the kids.” 
• “I’ve seen great changes in my child’s behavior.” 
• “I loved the flexibility and communication. It’s helped me better support my child.” 
• “SupportEd helped my child be accountable.” 
• “We couldn’t have asked for a better program.” 
• “It was great to have the mentor in our home, helping set structure.” 
• “Our child has a lot of complexity around how we were referred to this program. It was not just 'school attendance' 

refusal, he was refusing to go to school because he was being bullied by other students. Our child is attending 
school, meeting with his mentor, and now we are working on schoolwork. We are only 3 weeks into the program, 
and we hope to see a continuous positive outcome.” 

• “I think that this is an amazing program to help child and parents.” 
• “The mentor is extremely caring, patient and skilled at working with difficult youth. She is an excellent advocate and 

helped me stay positive throughout my child's struggles.” 
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School Feedback 
• “The program brings positivity to students and families.” 
• “This program supports the teacher and school.” 
• “I like that SupportEd matches the students well to their mentors.” 
• “I believe in the program. I believe it is the last chance to get our students in school and be successful.” 
• “I appreciate that someone outside the school is supporting our kids.” 
• “They’re asking what the students need and helping with missing work.” 
• “Students are more motivated.” 
• “There’s visible growth in students who are now coming to school and trying.” 
• “We need more SupportEd outreach within schools.” 
• “The student’s mentor has made AMAZING connections to both student and her family. She is kind, informed, and 

willing to communicate with me as well. I think their work has motivated the student to work harder in school, and 
she is better engaged in group lessons. The student’s mentor specifically is phenomenal. The program encourages 
students to work harder and be more attentive to their own academic careers.” 

• “Your team plays a vital role in supporting vulnerable children and families. Your work is incredibly important.” 
 



Parent Assessment Sample Responses 
﻿January 2025 - April 28, 2025

Q33 - Has anyone else in the child's family experienced trouble with attending school, 
staying in school, learning, or something else related to attendance or school? - Selected 
Choice
35 Responses

Yes (please describe) [57%, 20] No [43%, 15]



Q39 - Including yourself and the child, how many people are currently living or staying at 
this address?
25 Responses

2 3 4 5 6 More than 6

5

10

Choice Count

Q68 - Including yourself, how many adults (18 years or older) are currently living or 
staying at this address?
25 Responses

1 2 3 4 5 6 More than 6

5

10

15

Choice Count



Q11 - What is the highest level of education you completed?
25 Responses

Some high school or
less

High school diploma
or equivalent (e.g.,

GED)

Some college Associate or technical
degree

Bachelor degree Graduate degree
(e.g., master's,

doctoral, professional)

5

10

Choice Count

Q12 - What is your employment status? If the option is not listed, please write it in as 
other. - Selected Choice
25 Responses

Full-time
employment

Part-time
employment

Unemployed Unemployed
but actively ...

Stay at home
caregiver or ...

Retired Other (please
specify)

Unemployed
(on disability)

10

20

Choice Count



Q13 - What was your total household income before taxes during the past 12 months?
25 Responses

Less than $25,000 $25,000-$49,999 $50,000-$74,9999 $75,000-$99,999 $100,000 or more

2

4

6

8

10

12

Choice Count



Q14 - Does the child qualify for free or reduced lunch at school? - Selected Choice
25 Responses

Yes No

5

10

15

20

Choice Count



In your opinion, which option best describes your child's attendance patterns?
35 Responses

My child typically arrives on time to school
but leaves the building during certain class

periods/hours of the day.

My child typically arrives on time to school,
but is in a location (e.g., restroom, cafeteria,

hallway, resource room, nurse's office) ...

My child typically misses the entire school
day.

My child typically arrives late to school and
misses their morning class periods/hours.

Other (please describe)

0 5 10 15 20 25

4

11

29

16

2

Choice Count



Q37 - Where is your child when they are not in class/school? Please select all that apply.
36 Responses

Home with parent or sibling

Home with friend(s)

Home alone

At a friend's house

School bathroom

School Counselor's office

School Nurse's office

Resource room or IEP classroom

I don't know

0 5 10 15 20 25 30

30

0

6

1

3

0

4

1

1

Choice Count



In your opinion, why is your child absent from school?
35 Responses

My child is absent due to barriers outside of
their control (e.g., chronic illness, physical

disability, transportation issues, caring for ...

My child is absent to access items or
activities that they like more than school
(e.g., sleep, alone time, video games, ...

My child is absent to spend time with
certain people (e.g., friends or family).

My child leaves during class to escape
something or someone in class (e.g., peers,

teachers, classes, exams or quizzes, ...

My child is absent to avoid something or
someone in school (e.g., peers, teachers,

classes, exams or quizzes, school ...

Other (please describe)

0 2 4 6 8 10 12 14 16

Choice Count



Q39 - What do you think is contributing to your child's school absence? Please select all 
that apply and describe as necessary. - Selected Choice
36 Responses

Physical health condition of child 

Physical health condition of family member 

Mental health condition of child

Mental health condition of family member 

History of trauma

Medication

Sleep problems

Family transitions
Lack of supervision (e.g., home alone in the

morning or at night)
Negative peer influence

Low school connectedness

Housing instability

Transportation issues

Other (please describe)

0 1 2 3 4 5 6 7 8 9 10 11 12

9

4

12

2

4

4

11

8

3

9

3

2

5

6

Choice Count



Q43 - Does anything happen before the school day that causes your child to miss 
school? Please select all that apply and describe as necessary. - Selected Choice
31 Responses

Feeling sick, nervous, tired, or other

Negative thoughts

Argument with peer, sibling, or parent
(please specify)

Lack of supervision (e.g., home alone in the
morning)

No alarm or doesn't use alarm

Issues with morning or night routine (e.g.,
stays up too late and too tired in the ...

Transportation issues

Parent, sibling, or peer influence (please
specify)

Other (please describe)

0 2 4 6 8 10 12 14 16

17

0

1

2

2

13

5

2

2

Choice Count



Q45 - How does your child wake up in the morning? - Selected Choice
34 Responses

Alarm wakes them up

Parent/guardian wakes them up

Other family member (e.g., sibling) wakes
them up

My child doesn't wake up for school.

Other (please describe)

0 5 10 15 20 25

6

27

1

0

0

Choice Count



Q53 - Do you require your child to complete homework each night? - Selected Choice
36 Responses

Yes [17%] No [47%] Sometimes [36%]



Q56 - Does your child have access to any of the following items in their bedroom at 
night? Please select all that apply. - Selected Choice
26 Responses

Phone Computer/Tablet TV Video games Other (please describe)

11

4

9

4

10

5

10

15

Choice Count



Q59 - Does your child have any behavioral challenges at home? - Selected Choice
38 Responses

Yes (please describe) No

16

22

5

10

15

20

25

Choice Count



Q76 - Is the child currently getting school-based services under a formal plan? If yes, please specify the 
services they are receiving. - Selected Choice
13 Responses

No, but the child would benefit from educational
testing and accommodations

IEP 504 plan

2

4

6

8

10

12

Choice Count



1

Jake Broadbent

From: Sarah Plinsky
Sent: Wednesday, July 9, 2025 2:36 PM
To: Jake Broadbent
Subject: FW: Budget Hearings: Supplemental information re: Sheriff and CAC

For Budget follow up… 
 

From: Dakota Loomis <dloomis@dgcoks.gov>  
Sent: Wednesday, July 9, 2025 2:20 PM 
To: Sarah Plinsky <splinsky@dgcoks.gov> 
Cc: Katherine Fitzgerald <kfitzgerald@dgcoks.gov>; bev@cacdouglas.org; Stacy L. Simmons <ssimmons@dgso.org> 
Subject: Budget Hearings: Supplemental information re: Sheriff and CAC 
 
Good afternoon, 
 
I wanted to provide the Commission and County staƯ with a little additional information that may impact 
or help contextualize two other entities supplemental requests. 
 

1) SheriƯ: The Clerk’s OƯice and the District Court have requested that the District Attorney’s OƯice 
address outstanding, but very old active warrants. We have started that process and identified 69 
cases that are set for dismissal and recall of warrant. This is a first batch of cases from 2008-
2012. There will almost certainly be additional cases from prior to 2008 and after 2012 that will 
require this dismissal and recall of warrant. These large batch dismissals and recalls will create a 
considerable amount of work for the SheriƯ Department and their warrant staƯ. 
 
We are also starting a review of all outstanding probation violation warrants that are older than 
two years to see if action has been taken on them and if not if they need to be dismissed and 
recalled as well. This will create another bulk of warrants that the SherriƯ’s oƯice will have to deal 
with. Much of this work will be done in 2025, but we will also on an ongoing basis be asking their 
warrants division to take active steps to attempt service or locate a defendant with an outstanding 
warrant that will surely add to the workload for the warrant division staƯ. 
 

2) CAC: The CAC has been working in concert with the District Attorney’s OƯice to provide therapy to 
the children and families they serve. If a criminal case is filed, our oƯice does oƯer vouchers for 
up to six sessions of counseling for a victim or impacted family. These vouchers come out of the 
DAO’s Other Miscellaneous Contractual line item (69055). We also assist victims apply for Crime 
Victim Compensation claims that will reimburse for therapy costs and often do this with the 
support of the CAC. Even with all these additional streams and avenues for services, there are still 
therapy needs that we cannot cover, especially in cases in which charges are not filed. 
Additionally, our therapy support either requires out-of-pocket payments by victims and their 
families up front (Crime Victim Compensation) or is delayed until after a case is filed which can be 
months after the initial contact is made by the CAC. Expanding support for immediate therapy 
services through CAC fills this gap and often protects investigations and prosecutions as victims 
and families have received the care they need to be able to continue to participate in the criminal 
legal system. 
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Thank you. 
 
 
Dakota Loomis | District Attorney 
Douglas County District Attorney’s OƯice 
111 East 11th Street | Lawrence, KS 66044 
Main: (785) 841-0211 | Fax: (785) 330-2850  
Website: District Attorney 
 

Important Notice for Email Recipients: This communication and any attachments contain information intended for the sole use of the 
individual(s) to whom it is addressed and may be privileged or confidential. If the reader of this communication is not the intended recipient, 
or an agent responsible for delivering this communication to the intended recipient, you are hereby notified that any dissemination, 
distribution, or copying of this communication and/or attachments is strictly prohibited. If this communication was received in error, please 
notify the sender by reply email or contact the Douglas County District Attorney’s OƯice at (785) 841-0211 to report this error and completely 
delete the message and any attachments from your computer system. 

 



1

Jake Broadbent

From: Lori Alvarado <lalvarado@dccca.org>
Sent: Tuesday, July 8, 2025 1:53 PM
To: Jake Broadbent
Cc: Bob Tryanski
Subject: RE: 2026 Budget Hearings Follow-Up

 Think before you click 
This email originated from outside of the County network. Please use extreme caution before opening any links or attachments. 

 
Jake: 
 
Here are the answers to Commissioner Anderson’s questions. 
 
I am interested in understanding what the in-kind contribution is that will be or is coming from 
Cromwell for this project? 
-Cromwell had given the best pricing available at the time. Also, Cromwell has put material on hold for 
the project to avoid any possible tariƯs. 
 
Also, what is Cromwell projecting for each units energy use and need? 
- Cromwell had estimated 8,400kWh/year/unit or an average of 700kWh/month/unit 
-New documents from the project have shown an estimated 10,020/year/unit. 
 
Will the panels meet these needs dependent on tenant energy consumption? 
- Cromwell estimates that the solar installation will cover 94%+ of the updated estimated usage from the 
new information 
 
Due to these units not being in existence- how do we know a baseline for understanding if the 
panels will cover the energy consumption for the tenants for the long term? 
- This information is based oƯ of energy usage estimates provided by the contracting company. Systems 
were also sized oƯ of square footage. 
 
Has the team considered the increased energy costs coming down from Evergy to include Net 
Metering in Kansas does not cover the cost of energy consumption when it is sold back through the 
system. Or is Evergy also a partner and providing a special net metering rate?” 
- The solar project was sized oƯ of Evergy's net metering formula using livable square footage. This will 
put the solar project under the net metering interconnection type and allow for the greatest benefit to 
energy savings. Net metering gives a 1:1 value on energy overproduced that is later pulled back from the 
grid. 
 
 
Hopefully this answers the questions! 
Thank you, 
 
 

Lori Alvarado  
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CEO 

3312 Clinton Parkway 
Lawrence, KS  66047 
785-841-4138 
www.DCCCA.org  

 
This e-mail message and accompanying documents are covered by the Electronic Communications Privacy Act, 18 U.S.C. 2510-2521, and contains information intended for the 

specified individual(s) only. This information is confidential. If you are not the intended recipient or an agent responsible for delivering it to the intended recipient, you are 

hereby notified that you have received this e-mail in error and that any review, dissemination, copying, or the taking of any action based on the contents of this information is 

strictly prohibited. If you have received this e-mail in error, please notify us immediately by e-mail and delete the original message. 

 

 

      
 

 
From: Jake Broadbent <jbroadbent@dgcoks.gov>  
Sent: Monday, July 7, 2025 4:14 PM 
To: Lori Alvarado <lalvarado@dccca.org> 
Cc: Bob Tryanski <btryanski@dgcoks.gov> 
Subject: 2026 Budget Hearings Follow-Up 
 
 

EXTERNAL: 

Hi Lori, 
 
Commissioner Anderson had a few follow-up quesƟons from the budget hearing earlier today. Could you please get this 
info back to me by COB this Thursday so the commissioners have it for the deliberaƟons next week? 
 
Here is what Commissioner Anderson asked- “I am interested in understanding what the in-kind contribuƟon is that will 
be or is coming from Cromwell for this project? Also, what is Cromwell projecƟng for each units energy use and need? 
Will the panels meet these needs dependent on tenant energy consumpƟon? Due to these units not being in existence- 
how do we know a baseline for understanding if the panels will cover the energy consumpƟon for the tenants for the 
long term? Has the team considered the increased energy costs coming down from Evergy to include  Net Metering in 
Kansas does not cover the cost of energy consumpƟon when it is sold back through the system. Or is Evergy also a 
partner and providing a special net metering rate?” 
 
Thank you! 
 

 

Jake Broadbent (he/him) 
Management Analyst 

(785) 330-2869  |  jbroadbent@dgcoks.gov 
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Jake Broadbent

From: Sarah Plinsky
Sent: Friday, July 11, 2025 10:54 AM
To: Jake Broadbent
Subject: FW: Eviction Resolution Coordinator
Attachments: scan_lkv_2025-07-11-08-51-31.pdf

From: Linda Koester-Vogelsang <lkv@dgcoks.gov>  
Sent: Friday, July 11, 2025 9:38 AM 
To: Sarah Plinsky <splinsky@dgcoks.gov> 
Cc: Judge James McCabria <jmccabria@dgcoks.gov> 
Subject: Eviction Resolution Coordinator 

Sarah – 
I would appreciate you sharing this email with the County Commissioners. 
In the budget hearings, Commissioner Reid had questions regarding the statistics reported in the District 
Court #1 supplemental request.  The answers to Commissioner Reid’s questions are found in the 
attached statistics.   
The Court ranked this request as very high due to the “success” seen from the Court’s ability to 
implement changes that have made small but measurable impacts in the eviction progression.  The 
judges who hear the majority of the eviction cases have stated at meetings that Adelaida is “wonderful” 
and has resulted in: 

1. Fewer trials
2. More agreements
3. Defendants who understand their options (The judge stated that rarely, if ever, do they now need

to explain the process to the defendant.).
4. Fewer trial settings

Judge Folsom also feels strongly about this position and has oƯered to speak directly with any 
commissioner who had questions about the results that the court is seeing on their judicial dockets/time 
and the parties before them (He said to give out his email address cfolsom@dgcoks.gov and his AA’s 
telephone number 785-832-5310.). 
Linda 
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Jake Broadbent

From: Sarah Plinsky
Sent: Wednesday, July 9, 2025 3:34 PM
To: Jake Broadbent
Subject: FW: District Court budget hearing

Let’s put this in the information packet for the BOCC. 
 
Sarah 
 

From: Judge James McCabria <jmccabria@dgcoks.gov>  
Sent: Wednesday, July 9, 2025 3:31 PM 
To: Linda Koester-Vogelsang <lkv@dgcoks.gov>; Sarah Plinsky <splinsky@dgcoks.gov> 
Subject: RE: District Court budget hearing 
 
Dear Sarah – I greatly appreciate all of your time and attention to the budget matters on behalf of Douglas County. I 
wanted to at least attempt to explain the “odd request” for a supplemental to fund the increase for the CINC 
panel. Hopefully, it won’t seem quite as odd if we explain some of the thinking. 
 
While $500K seems like a large portion of unused budget, we went through and identified some of the  biggest line 
items where it appears we have room to redirect funds.  The below list is my attempt to summarize how/why those 
margins are not as big as they look and why we believed it was prudent to make the supplemental request. While 
there are other items we could address, specifically the 1) one-time event with the ARPA funding for the SHC 
position and 2) the volatility of the remaining line items means we could easily find ourselves out of money if we 
tried to absorb the entire increase in monthly rate that the CINC panel is requesting.  
 
Trying to identify the amounts and calculate the diƯerences and calculating the amounts in a conservative way, 
the following items stand out: 
 
Self Help Director - $166K (this is a one time savings due to ARPA, future years will be a real cost/expense) 
Trial Court Clerk II - $73K (in any given year, we have no ability to predict – it includes things like bailiƯs/temp 
positions that fall outside the control of the court and depend on how many cases go to trial and/or how much 
volume we have that requires temp employees) 
Legal Defense - $100K (we are at $115K already for 2025 – predict $230K – which is $80K over last year and $100K 
over the previous year) 
Juvenile Defense - $40K (we budgeted $350K and spent $306K – not a big margin and a ten percent shift would put 
us over – and certainly if we increase the CINC rates as requested in the supplemental, it blows us out of the 
water) 
 
Please don’t feel the need to respond but I certainly respect your perspective and just wanted to give some idea of 
why we felt (and still feel) the supplemental was an appropriate request. 
 
Respectfully, 
 
James R. McCabria 
Chief District Court Judge 
Douglas County Kansas 
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From: Sarah Plinsky <splinsky@dgcoks.gov>  
Sent: Tuesday, July 8, 2025 4:32 PM 
To: Linda Koester-Vogelsang <lkv@dgcoks.gov> 
Subject: RE: District Court budget hearing 
 
In 2024, District Court had a total budget of $1,853,321.  District Court only spent $1,362,026.   It odd to ask for 
$100,000 more when the Court left $500,000 on the table last year. I understand a portion of that was underspent 
personnel, but I think an argument could be made that the existing budget has the money to fund the need. 
 
On the Juvenile panel, District Court last year didn’t spend $50,000 of the line item on that line, and that was the 
highest year.  Also, the legal defense line was under spent substantially.  I know we reduced it some, but I think 
you all have room in your existing budget to move other budget amounts around to cover the amount of this 
payment rate increase, if that is what the Judge thinks is appropriate.   
 
Does that make sense? 
 
Sarah 
 
 

From: Linda Koester-Vogelsang <lkv@dgcoks.gov>  
Sent: Tuesday, July 8, 2025 2:39 PM 
To: Sarah Plinsky <splinsky@dgcoks.gov> 
Subject: District Court budget hearing 
 
Sarah – 

1. I have the eviction data for the commissioners.  Judge McCabria will be meeting with Adelaida 
tomorrow to clarify any of the questions that Commissioner Reid posed.  We will then send all of 
the information to you. 

2. Would you please clarify your statement regarding the funding of the supplemental request for the 
juvenile panel? 

I know you are extremely busy but I greatly appreciate your taking the time to answer my question. 
Linda 
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Jake Broadbent

From: Sarah Plinsky
Sent: Wednesday, July 9, 2025 2:37 PM
To: Jake Broadbent
Subject: FW: Budget question raised during discussion last Thursday, 07/03
Attachments: DOC070825-07082025174911.pdf

 
 

From: Karen Willey <karenwilley1@gmail.com>  
Sent: Wednesday, July 9, 2025 2:11 PM 
To: Sean Pederson <spederson@dgcoks.gov>; Sarah Plinsky <splinsky@dgcoks.gov> 
Subject: Fwd: Budget question raised during discussion last Thursday, 07/03 
 

 
Potential impersonation attack 
This email originated from outside of the County network and is a potential impersonation attack. Please use extreme 
caution before opening any links or attachments. 

 
This was the written answer to my question about negative find balance.  

---------- Forwarded message --------- 
From: Steve Kelly <skelly@lawrencechamber.com> 
Date: Tue, Jul 8, 2025, 5:57 PM 
Subject: Budget question raised during discussion last Thursday, 07/03 
To: Karen Willey <kwilley@dgcoks.gov> 
Cc: Karen Willey <karenwilley1@gmail.com>, Margann Bennett <mbennett@lawrencechamber.com>, 
Evie Lazzarino <elazzarino@lawrencechamber.com>, Joshua Falleaf <jfalleaf@lawrencechamber.com> 
 
 
Commissioner, 
 
At our meeting last Thursday you raised a question about the unrestricted fund balance of ($33,489) 
shown in the first line of  the 2026 budget request detail document.  At that time, I mentioned that I 
believed it was primarily due to a change in the accounting for the management fee of $15,000 that's 
been paid by the EDC to the Chamber going back for a number of years.  With the EDC now positioned as 
the direct recipient of county funds, it necessitated adjustments to reflect this modification that resulted 
in significant changes in the unrestricted fund balance, as compared to previous years.  
 
We look forward to our budget conversation tomorrow and are happy to answer any questions you or 
other commissioners might have.  
 
Regards, 
 
Steve Kelly | Vice President of Economic Development  
The Chamber of Lawrence Kansas 
o:785.865.4411 | d:785.865.4425| c:785.218-6961 
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e:skelly@lawrencechamber.com  
    
LawrenceChamber.com 
EDCLawrence.com 
 







Applicant Event Title
Amount 

Requested 
 Award 
Amount

Average 
Score

St. John Mexican Fiesta Committee The St. John Mexican Fiesta $10,000 $5,667 18.2
Somos Lawrence / Ballard Center We Remember: Lawrence Annual Día de Muertos Celebration $10,000 $5,667 17.9
Lawrence Kansas Juneteenth Organization Juneteenth Celebration 2025 $10,000 $5,666 17.4
Lawrence Jewish Community Congregation (LJCC) LJCC Annual Blintz Brunch $3,265 $3,000 17.7
Vinland Fair Association** Vinland Fair $4,000 $4,000 18.0
Baldwin City Community Maple Leaf Festival Planning Association Inc. Baldwin City Maple Leaf Festival $10,000 $0 16.7
Busker Festivals Inc. DBA Lawrence Busker Festival Lawrence Busker Festival presented by Free State Beer $10,000 $0 14.7
Lecompton Territorial Days Lecompton Territorial Days $5,000 $0 14.7
Lawrence Old-Fashioned Christmas Parade, Inc. Lawrence Old-Fashioned Christmas Parade $5,000 $0 16.0
Park(ing) Day Lawrence Park(ing) Day Lawrence $4,800 $0 12.0
Center for Russian, East European, and Eurasian Studies (CREES) CREES Spring Festival $4,500 $0 15.6
East Lawrence Neighborhood Association East Lawrence Annual Block Party $1,250 $0 17.0

**Funding for the Vinalnd Fair was pre-approved by the Board of County Commissioners Total Funding Awarded: $24,000

Total Funding Requested: $77,815

2025 Douglas County Heritage Events and Celebrations Fund Awards



Month Interest
January $246,581.32
February 143,057.12$        
March 209,208.48$        
April 236,053.85$        
May 244,939.98$        
June 135,577.95$        
July 69,535.57$           
August 508,170.85$        
September 138,898.22$        
October 217,750.92$        
November 43,258.51$           
December 25,589.44$           
Bond 1,775,000.00$    
Short term 4,000,000.00$    
Total 7,747,040.89$    

Interest
Collected 1,374,608.11$    
Projected 2,534,152.05$    
May 400,899.46$        
June 532,823.58$        
July 374,916.91$        
August 251,304.26$        
September 327,322.00$        
October 646,606.14$        
November 174,550.37$        
December 204,327.71$        
Total 6,821,510.59$    

2025

2026
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Jake Broadbent

From: Katherine Fitzgerald
Sent: Wednesday, July 9, 2025 2:41 PM
To: Sarah Plinsky; Brooke Sauer; Jake Broadbent
Subject: Budget Follow Up Documents- CSC and KHD 
Attachments: CSC Supplemental Data.pdf; KHD Annual Measures Report for BOCC.docx

Sarah, Brooke, and Jake,  
 
                I had notes from the last two days of hearings to follow up on a couple of data/measures files for the 
Commissioners.  
 

CSC: I’ve attached the data file from CSC that Kelsey referenced today and that includes the absence 
outcomes that Commissioner Willey was asking about (pages 18-20). I know that Jake and I both received this 
from Kelsey with her application, so this file may already have been flagged to share with the Commission by Jake.  

 
KHD: Commissioner Anderson was asking yesterday about their measures, although what they are 

currently tracking may not be what she’s interested in. The file I’ve attached includes KHD’s annual caseloads and 
case freeze periods in 2024 by month, as well as lists their new monthly, quarterly, and annual measures for 2025. 
We significantly changed what KHD is tracking this year to include measures that are more relevant to their 
caseloads, case types, and how KHD fits in with the rest of the criminal justice system. This file was part of what 
Jake developed that was included in several either manager memos or weekly memos to the Commission as the 
year end reporting from community partners.  

 
Let me know if I’m missing something that you think may be helpful for the Commission to have or that they 

asked for and that I’ve missed including here.  
 
Thanks,  
 
Katy   
 
Katy Fitzgerald 
Criminal Justice Coordinator |Douglas County Administrator’s Ofϐice 
1006 New Hampshire 
Lawrence, KS 66044 
kϐitzgerald@douglascountyks.org 
O: (785) 330-2891 
C: (785) 592-1903 
 



2024 Monthly Measures from Kansas Holistic Defenders: 

 

 
Periods of Pauses in Accepting Cases from District Court in 2024:  

* Case Pause for one week; 4/29-5/4 
*Case Pause for one week; 6/20-6/28 
* Case Pause for one week; 7/22-7/26 
*Case Pause for one week; 8/5-8/9 
*Case Pause for one month; 9/3-9/30 
*Case Pause for one week, 10/7-10/11 

2025 Monthly Measures from Kansas Holistic Defenders: 
Total Misdemeanor Cases Accepted 
Misdemeanor Cases Accepted by Case Type 
Total Felony Cases Accepted (KHD can only accept Felony cases when they are representing the defendant on a Misdemeanor per the 2025 
Service Agreement) 
Felony Cases Accepted by Case Type 
Number of Cases Closed per Month 
Monthly Caseload of Each Attorney  
Average Attorney Caseload 
Immigration Consultations performed each month 
 

Measure January February March April May June July August September October November December 
Cases 
Accepted 

69 37 69 53 55 49 54 42 12 40 23 46 

Chief 
Defender 
Caseload 

146 161 119 126 148 140 135 122 109 149 138 134 

Staff Attny 
Caseload 

85 87 76 66 78 85 85 73 52 67 67 70 

Staff Attny 
Caseload 

83 90 79 90 81 83 90 73 71 32 30 45 

Avg Caseload 105 113 91 94 102 102 103 89 77 82 79 83 
Immigration 
Consultations 

0 0 0 0 0 0 0 0 0 2 2 0 



2025 Quarterly Measures from Kansas Holistic Defenders: 
Case Resolutions/Outcomes, including information organized by race, gender, and ethnicity 
 

2025 Annual Measures from Kansas Holistic Defenders: 
Time to Disposition:  
 Avg number of court dates in cases that reached resolution; Organized by case type 
 Avg days from first appearance to disposition; Organized by case type 
 
Referrals to Services: 
 Number of referrals made to other service providers by service type: 
  Mental Health Treatment 
  Drug/Alcohol Treatment 
  Domestic violence/Batterers intervention services 
  Anger Management 
  Housing Supports 
  Job Training 
  Expungements 
  Other, please specify 
 
 



KUIP Building Company Name Entered Tenure Industry Space Type Notes

Main Contiuum Educational Technologies
11/1/2021 3 years

Tech/Education Office

CET was created from a partnership between KUIP and KU, 
resulting in a $3M federal grant to create an online platform to 
educate entrepreneurs, specifically from academia. 

Main Cornerstone Integration 9/1/2024 1 year Cybersecurity Office
Main Hafion 11/1/2022 2 years Biotech Lab
Main HylaPharm 5/1/2012 13 years Biotech Lab

Main Icorium Engineering Company
9/1/2023 1 year, 10 months

Engineering Office
KU spinout from Dr. Mark Shiflett's lab with Dr. Kalin Baca focused 
on recycling refrigerants. 

Main InnovaPrep 1/1/2024 1 year Biotech Lab

Main Invary

5/1/2020 5 years

Cybersecurity Office

KU cybersecurity spinout using NSA technology. KUIP supported 
the IP negotiations, identified a CEO and has invested in the 
company. KanRen internet is vital to its operations.

Main KanPro 1/1/2017 8 years Biotech Lab

Main KanRen

8/1/2014 11 years

Tech Office

Provides research-level internet access for Park tenants and 
communities across Kansas, along with information management, 
security, and optimization. For-profit companies cannot access 
this high-speed network in Lawrence unless they are located at 
KUIP.

Main KARL 4/1/2017 8 years High-tech Lab High-security lab space for research. 
Main KU Innovation Park 10/1/2010 14 years Office Administrative offices for KUIP are located in the Main facility.
Main National Resource Consultants 2/15/2024 1 year Biotech

Main Nectagen
11/1/2022 2 years

Biotech Lab
Moved from KU Med Center because they couldn't find lab space 
anywhere else.

Main Net Zero C6 5/1/2023 2 years Engineering Office
Main NQV8 10/1/2024 < 1 year Animal Health Office
Main Oak Therapeutics 1/1/2020 5 years Biotech Lab
Main Rubrik 3/1/2017 8 years Cybersecurity Office
Main Security Benefit 3/1/2019 6 years Software Office
Main SoraCeuticals 4/1/2023 2 years Biotech Office
Main Unio Biotech 6/1/2025 <1 year Biotech Lab
TOTAL: 20

Phase III Argenta
1/1/2014 11 years

Animal Health Lab + Office
Began in Main Facility, grew to 7,000 sq. ft. in Phase III with lab + 
office

Phase III Burns & McDonnell 8/1/2022 2 years Engineering Office Opened an office in Lawrence for proximity to KDOT
Phase III Clark & Enersen 1/1/2023 2 years Engineering Office

Phase III IdentiGEN (Merck)
7/1/2015 10 years

Biotech Lab + Office
Began in Main Facility, expanded into Phase III. Merck acquired 
IdentiGEN in 2020

Phase III JEO Consulting Group
8/1/2019 5 years

Engineering Office
Began in Main, expanded into Phase III. Works often with KDOT 
and Burns & McDonnell

Phase III KDOT 1/1/2016 9 years Engineering Office IKE Group of KDOT. Started in Main, expanded into Phase III
Phase III Ligand 1/1/2012 13 years Biotech Lab + Office Began in Main, expanded into Phase III
Phase III Phoreus Biotech 1/1/2023 2 years Biotech Lab 
Phase III ViroVax 4/1/2023 2 years Biotech Lab + Office BSL-3 lab space 

Phase III VDC Specialists
5/1/2021 4 years

Engineering Office
Began in Main Faciity, expanded into Phase III. KanRen internet 
services are vital to its operations.

TOTAL: 10
West Design-Zyme LLC 7/1/2016 9 years Biotech Lab + Office Moving into Phase IV when open
West Intervet (Merck) 5/1/2023 2 years Animal Health Lab + Office Consolidating  into Merck's Phase III space later this summer



TOTAL: 2 
Multidisciplinary Research Building (MRB) Axioforce 1/1/2024 1 year Tech/Engineering Lab + Office KU spinout from privately-funded research
Multidisciplinary Research Building (MRB) 5 Log Reduction 10/1/2023 1 year Biotech Lab  
TOTAL: 2 

Number of Companies at KUIP: 34



Shared Expense Percentages: City: County:

60.96% 39.04%

 

Changes from 2025 Service Levels Total Change City Impact County Impact FTE Positions

 Maintain 6 Battalion Chiefs -- -- -- --

 Shut down E5, upstaff L5 to 4 (1,149,000)$            (700,430)$                (448,570)$                -9

Eliminate Prevention LT (100% City funded) (170,000)$                (170,000)$                -- -1

Maintain Training LT -- -- -- --

 Maintain all current ambulances as 24-hr trucks -- -- -- --

 ADD 40-hour expansion ambulance (Medic 6) 346,000$                  210,922$                  135,078$                  3

 Effect of changed percentage on LDCFM Shared Expenses -- (842,080)$                842,080$                  --

Total Reduction (973,000)$             (1,501,589)$         528,589$               -7

Assumptions:
(a) 3 Battalion Chiefs cost: 633,000$    Cost of LDCFM Employees

City Cost 385,877$    211,000$                  Battalion Chief
County Cost 247,123$    170,000$                  Fire Lieutenant (Admin)

156,000$                  Fire Lieutenant (Ops)
132,000$                  Fire Engineer

(b) Shutting down E5 / upstaffing L5 eliminates 95,000$                     Firefighter
3 LTs 468,000$                     
3 Engineers 396,000$                     
3 Firefighters 285,000$                     

Total 1,149,000$                 

HOLD HARMLESS + 40-HR EXPANSION AMBULANCE



(b) An expansion ambulance requires
1 LTs 156,000$                     
0 Engineers -$                               
2 Firefighters 190,000$                     

Total 346,000$                     

(c) changing percentage effects

2025 baseline budget $27,700,000

City (current %) 17,728,000$    County (current %) 9,972,000$                       

City (new %) $16,885,920 County (new %) $10,814,080

City Change ($842,080) County Change $842,080
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Project Summary 
 
The intent of the Project Summary is to provide an overview of the most important issues 
and opportunities identified by the Consulting team during the Study. Recipients of this 
Report are highly encouraged to read the document in its entirety to gain an understanding 
of the recommendations presented within the Report. This introduction alone does not 
provide enough context or information upon which to base decisions or to evaluate the 
recommendations provided.  
 
McGrath Human Resources Group, Inc., an organization that specializes in public sector 
consulting, was commissioned by Douglas County, Kansas to conduct a comprehensive 
Classification and Compensation Study.   The Consultants utilized the following steps to make 
these compensation recommendations: 
 

• Discussions with the County Administrator, Human Resources Manager, Elected 
Officials, Department Heads and Managers. 

• Analysis of the current salary schedule, compression, and current compensation 
policies. 

• External market data was solicited from 12 comparable public organizations, selected 
jointly between the Consulting team and the County. 

• Position analysis based upon extensive information provided by incumbent 
employees describing job responsibilities, skills, and various competencies of the 
position in addition to a review of job descriptions. 

• Internal position analysis based upon all information collected and analyzed and 
meetings with each Department Director. 

• Feedback on recommendations by the County Administrator, Human Resources 
Manager, Elected Officials, Department Heads and Managers. 
 

The following recommendations have been developed as a result of the Study. 
 

Compensation Recommendations 
 

1. In order for the County to gain a competitive edge with recruitment and retention, it 
is recommended the County establish its compensation philosophy to align to the 70th 
Percentile of its comparables so it is understood in policy, and County Administration 
is able to bring recommendations forward in the future to maintain this policy, or 
compensation philosophy.  Compensation philosophy can also be described as a 
compensation strategy. This strategy may increase the supply of candidates, increase 
selection rates of qualified applicants, maintain productivity, and decrease unwanted 
employee turnover.  This type of strategy is appropriate for an organization like 
Douglas County, because it is located within a highly competitive labor market.   
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2. The County should continue utilizing a range model compensation system for 

flexibility in recruitment and continuation of market competitive compensation 
adjustments for performance, while having a defined maximum limit on wages for 
each salary range.   
 

3. The County should adopt the 2024 range model developed for the County for 
flexibility in recruitment and continuation of its performance program for employees.  
The Control Point is aligned to 70th Percentile.  The minimum rate of each pay range 
is set at 15% below that rate so an employee can attain the Control Point within a 
reasonable period.  Each pay range is currently held to a 45% spread to maintain 
financial sustainability while supporting retention through performance 
management efforts. This range model, coupled with the County’s performance 
management program, should be a performance motivator and a tool for professional 
growth and development, and allows the County to explore and develop succession 
opportunities.   

 
4. The County should retain the 7%-10% built between pay ranges to help alleviate 

compression between career levels, and doing so also provides flexibility to address 
minimum wages adjustments without impact to the remainder of the salary schedule 
for the next several years.    

 

Classification Structure Recommendations 
 

1. The County’s classification system has been re-aligned to better follow the hierarchy 
within the organization and align titles to better recognize the importance of duties 
and responsibilities for each position and the value each position brings to the 
organization.  Some industry titles were retained, which may deviate from the 
classification structure, but are understood. The County is recommended to adopt the 
classifications as outlined on pages 21-22 of this Report. 
 

2. The County is recommended to rely on a position analysis process (point factoring) 
to evaluate the internal equity of positions within the County in the future, and to 
develop pay ranges where there is insufficient or no market data. 
 

System Maintenance Recommendations 
 

1. It is recommended that on a set date each year, the Salary Schedule be adjusted by 
the Consumer Price Index – Urban (CPI-U) percentage or to continue to utilize the ERI 
(Economic Research Institute) economic indicator, if preferred.  Since budgeting is 
done at approximately the same time each year, the County should continue to 
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establish a specific month in which to capture the average of the previous twelve (12) 
months of the selected economic indicator for a recommended adjustment.  
 

2. The County is recommended to ensure that employee progression through the salary 
ranges will cover both cost-of-living economic adjustment and performance, so its 
high performing work force does not fall behind within their respective ranges.  This 
can happen once per year or it can be split to two (2) dates within a year. 

 
3. The County is recommended to conduct a market update in three (3) years. Analyzing 

turnover and other human resource-type metrics should help indicate if an external 
market update is required sooner or can be pushed back a year.  
 

4. The County is recommended to maintain human resource-type metrics to monitor 
recruitment, retention, and turnover trends. 

 

Compensation Policy Recommendations  
 

1.  Compensation policy recommendations have been provided and it is recommended 
these be reviewed by Human Resources for recommendation to the County 
Administrator for incorporation into the County’s policies. 

 

Benefits Opportunities  

The benefits section will identify options and recommendations to consider as the County 
develops its long-term Total Rewards Strategy to be an employer of choice in the region. The 
feasibility of feedback and options offered must be analyzed by the County in addition to the 
County’s specialized benefit advisors and are not immediate recommendations. 
 

1. The County would benefit from exploring and defining their health plan strategy to 
make one of the plans more favorable to employees.  Both plans are very similar in 
employee risk.  One option is to increase the HRA value.  

 
2. The Consultants recommend discussions with their benefits broker to explore if other 

insurance plan design options could put the County in a more competitive angle 
regarding health insurance overall.  

 
3. The County should explore providing additional personal days to align closer to the 

market.  
 

4. The County should explore a Paid Time-Off (PTO) model in the future. This would 
allow the County to offer more flexibility within their benefit structure for the current 
and future workforce. 
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5. The County is recommended to consider a Deferred Compensation employer 

matching contribution. 
 

6. The County has been offered other total reward opportunities to be reviewed for 
future consideration.   

 

Methodology 

Data Collection 
 
The project involved several steps: collection of data, interviews, and data analysis. The first 
step of this Study involved gathering data that pertains to current compensation practices 
within the County.  The Consultants received information relating to current salaries, specific 
policies, collected market data, and current job descriptions.   
 
Interviews were conducted with the County Administrator, Human Resources Manager, 
Department Heads, and other management personnel within each Department.  The purpose 
of these meetings was to first, gain an understanding of the County’s current compensation 
practices and philosophy; second, to solicit ideas for future compensation methodologies 
and practices; and finally, to determine if there were any positions within the County that 
were difficult to recruit, retain, or were otherwise unique in the position’s responsibilities.   
 
Employees from each Job Classification were then asked to complete a Position 
Questionnaire (PQ) which provided extensive information about the positions.  The 
Consultants utilized the Position Questionnaires completed by the employees, which had 
been reviewed by supervisory employees, to gain a better understanding of the job 
responsibilities, skills, and various competencies of the position.    These PQs were analyzed 
by the Consulting team. 
 
During the second virtual visit, the Consultants met with County Administrator and Human 
Resources Manager to provide a summary of the County against the comparable market and 
discuss the Consultants’ recommended compensation model that would be most successful, 
in addition to the expected placement within the comparable market.  
 
Upon completion of the draft compensation schedule, the Consultants met with the County 
Administrator and Human Resources Manager, and Department Heads separately to review 
the recommended Salary Schedule and gain their perspective.  Any recommendations and 
feedback provided was reviewed by the Consultants and taken into consideration in both its 
relation to the position analysis, the external market data, as well as the impact on internal 
equity within the entire Compensation System.   
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Labor Market 
 
In order to gain information from the external market, a list of comparable organizations was 
established.  Each of the comparable organizations were contacted requesting current salary 
schedules and incumbent data.  The following comparable organizations were used: 
 
Table 1:  Comparable Organizations 

COMPARABLE ORGANIZATIONS 
City of Lawrence, KS 
City of Leavenworth, KS 
City of Lenexa, KS 
City of Olathe, KS 
City of Overland Park, KS 
City of Shawnee, KS 
Johnson County, KS 
Leavenworth County, KS 
Riley County, KS 
Sedgwick County, KS 
Shawnee County, KS 
The University of Kansas 

 
The collection of this compensation data was utilized to analyze the average Market 
Minimum, Midpoint and Maximum Rates per defined benchmark positions.  A comparison of 
the average salary of the positions to the salary of incumbents within the County was also 
performed.  When necessary, evaluation of the comparable organization’s job description, 
when available online, was utilized to resolve conflicts. 
 
In addition to current positions within the County, the Consultants sought comparable data 
on future positions/career ladders, and positions with job responsibilities that are combined 
in Douglas but might be separate in other organizations.  In some cases, titles were altered 
to better align with the industry.  Not all positions are reflected in the following data analysis.  
In some situations, data was not available in the external market, data was insufficient, or 
there were no internal matches at the time of the Study.   
 

Market Data Solicited 
 
To ascertain if the County’s Salary Schedule has remained within market parameters, several 
analyses were performed including a review of the Salary Schedule Minimum, Midpoint, and 
Maximum to the average Minimum, Midpoint, and Maximum of the external market.  
 
The market survey gathered the following 2024 information:  Minimum, Midpoint, and 
Maximum salary for the positions as well as the average salary of the incumbents.   
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Market Analysis 
 
In order to analyze the ranges, a Comp Ratio is used.  This is a ratio of the County’s salary in 
relation to the external market data.  A 50% Comp Ratio would mean that the salary is in line 
with the external Market while utilizing +/-5% range around each data point.  Thus, if a 
position has a Comp Ratio of 45% or greater, the employee is considered aligned to the 
current market.  However, position’s comp ratios under 50% may still be facing challenges 
with recruitment or retention due to the current labor market and have been identified 
separately.  This analysis compared Douglas County against the 70th Percentile of the 
comparable market. 
 

Minimum Salary Comparison  
 
The analysis of the Minimum Salary Range gives the initial indication whether starting 
salaries are within an acceptable Market Range. When building a salary schedule, 
consideration of this information will ensure the County’s Minimums are within an 
acceptable range to the average Market Minimum; however, this analysis is only the 
beginning in the development of a Compensation Schedule.    
 

Approximately 54% of the benchmarked job titles are below the average market for 
minimums, and another 17% are in a lower comp ratio that may be falling short of 
competitiveness.  Overall, 29% of the positions are within the acceptable average market 
minimum.  It would appear the County’s minimum hiring salaries are insufficient against the 
market at the 70th percentile.  Figure 1 below provides a summary of findings.   

 

Figure 1:  Minimum Analysis Summary  

 
*May not result in 100% due to rounding 
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Midpoint Salary Comparison 
 
The Consultants wanted to know if the County’s Midpoint was aligned with the average 
Market at the 70th percentile. A Comp Ratio less than 45% would indicate the Salary Ranges 
may not be aligned to the market.  Approximately 50% of the benchmarked positions are 
lower than the average market, another 17% are in a lower comp ratio that may be falling 
short of competitiveness and 34% of the positions are within the acceptable average market, 
meaning the market for many positions has shifted.  The following is a summary of findings. 
 
Figure 2:  Midpoint Analysis Summary 

 
*May not result in 100% due to rounding 
 

Maximum Salary Comparison 

The Consultants compared the Salary Range Maximum to the average Market Maximum.   
However, due to various types of salary range construction, one must always consider this 
may not be an exact comparison.   
 
With that said, the County’s salary range maximum is at or above the average Market 
Maximum for only 36% of positions.  This is problematic because it shows a consistent 
pattern that the current schedules have fallen out of a competitive market range.  As a result, 
the County may be challenged with the retention of current staff, which can lead to those 
staff leaving to work in other organizations in the area for more pay. 
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Figure 3:  Maximum Analysis Summary 

 
*May not result in 100% due to rounding 
 

Incumbent Salary Comparison 
 
The next step is to compare the County’s current incumbent salaries to the average Market 
Rate to assess how competitive incumbent wages are within the market.  For this purpose, 
positions where there are more than one (1) incumbent, an average of the current employees 
is utilized.  Overall, 65% of the positions on average are below the average market, another 
7% are just under, while 28% of positions are in alignment on average, although one needs 
to consider tenure of employees, which is discussed in the Employee Demographics section.  
The Figure below provides a summary of findings.   

 

Figure 4:  Incumbent Analysis Summary 

 
*May not result in 100% due to rounding 
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Current Compensation System 
 
The County currently has a range model.  The Salary Structure is made up of 31 Pay Grades 
or Salary Ranges.  Each Pay Grade has an identified Minimum and Maximum.   The difference 
between Pay Grades vary between 1%-19% when placed in order of range values (lowest to 
highest).  However, by nature of the positions, there appears to be three (3) salary schedules 
(Grades 1-24; Grades 36-45; and Grades 73-81).  When the pay grades are separated by the 
grade numbering, there is between 9%-29% separation. The total spread per range varies 
between 47%-50%. 
 

Current Classification System 
 
A job classification is a system for objectively and accurately defining and evaluating the 
duties, responsibilities, tasks, and authority level of a position, among other characteristics. 
It is developed from a job analysis process without regard to the knowledge, skills, 
experience, and education of the individuals currently performing the job; and can also 
identify hierarchy and career progression opportunities. 
 
Job classifications help determine the specifications and standards needed for each position. 
The systematic process of evaluating the scope and intricacies of a position is called position 
analysis. 
 
The County’s classification system would benefit from classification re-alignment to better 
follow the hierarchy within the organization and to align titles to better recognize the 
importance of duties and responsibilities for each position and value each position brings to 
the organization.  The County is challenged in that the current classification structure does 
not necessarily align with other public entities, and that can also create recruitment 
challenges when the County may be recruiting for a specific position, but by nature of the 
title, it is passed over by candidates due this misalignment.  Although the County appears to 
be managing its classifications because it has been this way for a number of years, and 
employees may have opinions on this, the classification changes are not intended to cause 
any perceived demotion.  The recommendations in the report are to better align the County 
with industry norms.  
 

Position Analysis 

Position analysis objectively evaluates the duties, responsibilities, tasks, and authority level 
of each position and identifies the hierarchy, career path, and position levels.   
 
Position analysis is conducted through the completion of a Position Questionnaire (PQ), 
which is a standardized tool used to analyze each position on identified factors, called a point 
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factor system.  The point factor system analyzes each position based on 13 areas.  
Information in these categories is obtained through the completion of a PQ completed by 
employees and reviewed by the supervisor.  The McGrath system evaluates a position on the 
following areas: 
 
• Education 
• Licenses/Certifications 
• Procedures/Guidelines 
• Job Complexity 
• Consequence of Errors 
• Confidential Information 
• Internal/External Contact with Others 
• Equipment, Machinery, Tools 
• Use/Type of Technology 
• Financial 
• Leadership/Supervision 
• Work Environment  
• Physical Requirements 
 
Position Analysis is simply one (1) factor when looking at position placement on the salary 
structure.  It is essential for the County to understand that a combination of market 
indicators, position analysis, internal equity, and compression should have a role in the 
placement of positions. 
 

Compensation Philosophy 
 
A compensation philosophy is an organization’s financial commitment to how it values its 
employees.  The goal of this philosophy is to attract, retain, and motivate qualified people.  A 
consistent philosophy provides a strong foundation in determining the type of total 
compensation package to offer employees. 
 
There are foundational aspects of compensation to assist with the development of a 
compensation philosophy to ensure the goals of compensation align with the goals of the 
organization.    First, there are basic questions to consider: 
 

1. What is considered a fair wage? 
2. Are wages too high for the financial health of the organization? 
3. Does the compensation system reflect the value of positions within the organization? 
4. Is your compensation strong enough to retain employees? 
5. Do you currently have a defined compensation philosophy?  
6. If so, is your compensation philosophy keeping in line with labor market change, 

industry change, and organizational change?  
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The County is in business to provide services to the citizens, businesses, and visitors of the 
community.  It does that through hiring qualified employees who lend their skills and talents 
to various positions within the organization.  Without those individuals, the County would 
cease to provide infrastructure, safety, court services, and other essential services and 
process the necessary functions to keep those systems in place.  Employees expect a 
compensation system that pays a competitive wage for the skills, education, and 
responsibilities of the position, and the County is in close proximity to communities and 
organizations that lead the market’s wages. 
 
In order to be competitive for the retention of existing personnel and have successful 
recruitment efforts to replace future turnover, the County needs to establish a position 
within the market.   It is recommended the County set a compensation philosophy aligning 
to the 70th Percentile.    
 
A philosophy statement for the County to consider is as follows: 

 
While maintaining fiscal responsibility, Douglas County strives to attract and retain an 
engaged, skilled, flexible workforce to serve the residents of our community by providing 
equitable market-competitive compensation and benefits, and opportunities to self-
motivate the enhancement and advancement of their career with the County.  Therefore, 
the County is committed to alignment of base wages to the 70th percentile of the 
comparable market. 
 
Further, the County is committed to ensuring consistent administration and application 
of compensation policies; and that all compensation decisions are non-discriminatory. 

 
The following sections support that recommendation. 
 

Employee Demographics  
 
In reviewing the County’s employee demographics for positions covered in the Study, the 
tenure of the organization ranges from new hire – 38 years.  The overall tenure average of 
the employees is 8 years.  The national average in the public sector is currently 6.4 years 
(Local Government-Bureau of Labor Statistics, September 2024), showing the County is above 
average in overall tenure, which is positive.  In order to have a full picture of the County, one 
needs to explore these demographics further.  These findings are in the following Figures. 
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Figure 5:  Employee Demographics by Years of Service 

 
 
 
 
Figure 6:  Employee Demographics by Age Group 

 
 
The above Figures show those in age groups 50 and above have among the longest tenure 
and represent 30% of all employees.  This is the group of personnel that will be considering 
retirement over the next decade.  The County should expect ongoing steady turnover simply 
due to retirements over the next decade and beyond.   When these employees leave the 
County, the average tenure of the organization is likely going to decrease.  A turnover ‘spike’ 
may be an indication of a decline in job satisfaction, or a wage/benefit issue, so this data 
should be monitored at least annually.    
 
Another significant finding is the County’s demographics illustrate that 43% of the 
workforce is age 39 and under, and this is likely the cross-section of employees who are seen 
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as more mobile in today’s workforce, focus heavily on work/life balance, and consider non-
compensatory benefits for the purposes of retention. This group also changes jobs quickly 
because it results in earning higher wages as opposed to remaining with one organization 
for a longer period of time, which is notable as average tenure in these age groups range from 
0-5.5 years of service.   Experienced professionals within the age 40-49 band are also critical, 
as their level of experience and skill makes many of them uniquely qualified to have multiple 
job opportunities, so having a competitive wage and benefit package will facilitate retention. 
 
The County is recommended to monitor its demographics periodically to properly respond 
to shifts within the organization as needed.  Although the Consultants acknowledge 
compensation is not the only reason for unwanted turnover, it is a consideration of the larger 
picture.  In order to ensure competitive recruitment/retention, the County is recommended 
to follow the compensation philosophy of average market compensation to ensure the 
County can stay competitive to support retaining its qualified personnel as long as possible.   
 

The Evolution of Recruitment and Retention with Compensation Since 2020 
 
According to human resources professionals across the United States, it is progressively 
getting harder to hire qualified personnel. Looking at a tight labor market, recruitment and 
retention of qualified personnel with the necessary skills for public service has topped the 
list of workforce challenges for the last several years, and nearly all human resources 
professionals report moderate to significant increases in vacancies within their 
organizations. 

The Public Sector is described as being caught in a cycle between turnover and burnout 
because employees work harder and longer to compensate for staff shortages. Over time 
they burn out and leave their organization often earlier than planned. HR tries to fill critical 
roles but there are not enough qualified applicants to compensate for the turnover rates. 
Public sector applicant tracking over a four (4) year timeframe is provided.    

Figure 7:  Percentage of Applications for Government Employment 2020-2023 
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This is not necessarily a new issue, but some employers do state it has become increasingly 
problematic for operations.  Public employers have been experiencing ongoing challenges of 
this nature for almost a decade. Governments historically have had a compelling proposition 
to offer workers with secure lifetime employment and generous health benefits followed by 
a robust pension for retirement, which is no longer the case.  Public employers are battling 
for their talent because: 

• The “Silver Tsunami” identifies between 30%-40% of local government workers 
eligible to retire, and there is a workforce gap. 

• Long-term employment has less appeal for the younger workforce. 
• There is a real or perceived decline in public support for government workers.   
• Public employers do not feel they can compete with salaries and benefits as benefits 

erode and the private sector is more competitive. 
• There is a growing skills gap.  Many government jobs now require specialized 

education or training.  Fewer positions are ‘learn on the job.’ 
• Public employers are not able to offer the same level of flexible work arrangements 

to all employees. 
• Limitations in technologies prevent efficiency and automation. 
• There are limited financial resources.  
• Not all work cultures are satisfying and supportive. 
• Public Sector does not usually market themselves as a career industry. 
 

The Great Resignation and Private Sector Influence 
 
In addition, compounding the public sector recruitment challenges, the Country has 
experienced continued private industry prosperity (with record inflation, record 
retirements, and record turnover from an otherwise qualified workforce), causing all 
industries, both public and private, to be competing for already limited human resources.  
This has led employers to increase wages for all positions to help recruit and retain their 
talent.  The effect has been substantial, and nearly every employer has been experiencing 
recruitment and retention challenges.  Many businesses report the lack of available workers 
and have curtailed their ability to meet current work demands, while raising wages.    
 

Inflationary Impact on Employees 
 
The latest trend that has impacted human capital is Inflation.  Inflation may be showing signs 
of cooling in 2024 over 2023, but costs are still high. Persistent inflation has pushed many in 
today’s workforce to live paycheck to paycheck, cut back on expenses, dip into their savings 
and stop contributing to their retirement accounts, etc.  The “dollar” for employees does not 
stretch as far.  It is also becoming an issue for mental health, because there is no sense of 
control over the issue.  Employers have a role in addressing this issue. Offering competitive 
wages that keep up with the rising cost of living is crucial not only for retaining employees 
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but also for ensuring their well-being, so employees do not feel they have to leave simply 
because they cannot afford to stay. 

In summary, the evolution of compensation since 2020 is best described with this 
illustration. 

Figure 8:  Evolution of Compensation 2020-2024 

 
 

Recommendations 

Compensation Structure 
 
The recommended 2024 Compensation System is a range system, provided as Appendix A.  
Embedded within the System are 2 different pay grades with a 7%-10% spread between pay 
grades.  There is a 15% range between the Minimum and the Control Point within each pay 
grade.  The total spread from Minimum to Maximum is 45%. The Schedule has been 
developed around the Control Point of the Schedule, which is set at least to the 70th 
Percentile.  The Schedule does still have some overlap in some occupational career levels, 
which is not uncommon.  The recommended Salary Schedule, however, will help minimize 
compression between ranks and levels within departments and allows for growth of 
positions.     Public Safety positions will continue to retain the existing Salary Schedule 
utilization Ranges 73-82. 
 
The salary ranges were developed with 2024 data.  The County is recommended to update 
the ranges with an economic adjustment in 2025. 
 

Classification Structure  
 
Because of the unique organizational structure, and the unclear definition between some 
manager and director classifications, the County has the opportunity to adjust its 
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classification structure for more consistency.  This will require education for employees and 
elected officials to understand that these changes are not demotions or promotions, but 
simply a clarification of the classification structure for consistency throughout the 
organization. The recommended Job Classification System has been developed, and is 
described as follows, followed by a brief non-inclusive summary for each: 
 

• Deputy County Administrator - Second position in the hierarchy of the organization 
and assumes overall responsibility in the absence of the County Administrator; and is 
authorized administrator functions on behalf of the County Administrator to assist 
with span of control given the major complexities and nuances of municipal 
government.     
 
This differs from an Assistant Administrator classification, which is an advanced level 
MBA/Public Administration position that assumes complex projects, policy 
development, research, and level management responsibilities as an opportunity to 
development professional skills.     
 

• Director – Responsibility over a department within the organization.  This is a direct 
report to the County Administrator/Deputy County Administrator.  Develops 
programs and policies related to carrying out the strategic direction of the 
organization.  Often provides input into the strategic planning of the organization.  
Has a high level of authority and autonomy.  Has direct reports and has responsibility 
for the supervision and performance of subordinates, with or without the assistance 
of other management personnel.  Responsible for monitoring and recommendations 
of budgetary matters.   

 
Internal service-based departments included as Administration will be defined as 
Managers.   

 
• Deputy Director – This is a direct report to a department Director and is the second 

in command at a department level.  The County currently utilizes Assistant Director 
and Deputy Director classification interchangeably.  The County is recommended to 
migrate these titles to a Deputy Director designation at such time the departments 
are prepared for this to have consistency that a ‘deputy’ equates to the second in 
command. 
 

• Manager/Superintendent – Second level of management within a specialized area or 
for larger divisions/departments within the organization. This position may be 
responsible for a subsection or assists the director with the overall management of 
the division/department.  This position has at least two (2) direct reports and has 
supervisory responsibilities that includes hiring, performance management, and a 
defined level of discipline.  Has input into the budget and may have budget monitoring 
responsibilities. 

 
Internal service-based departments included as Administration will be defined as 
Managers.   
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• Coordinator – Under the supervision of a manager or director, this level is responsible 
for a specialized area within a division/department without direct reports.  The 
position could have a similar level of responsibility and have parallels to the 
organization as a manager or supervisor based upon the reporting structure; May 
have a specific level of authority as a manager/supervisor.   This may also be referred 
to as an Administrator.  
 

• Supervisor –Level of management within a specialized area (division or department) 
for larger divisions/departments within the organization.  This is a direct report to a 
manager or director.  This position may be responsible for a subsection or assists the 
manager with the overall management of the division/department.  This position has 
direct reports and supervisory responsibilities to include hiring, performance 
management, and lower levels of discipline.  May have input into the budget and may 
have monitoring responsibilities as assigned by the manager.   Strategic planning is 
not typical at this level. 

 
• Specialist - This level of position has broader focus to cover a more comprehensive 

area of responsibility than a Technician.  The position does not have overall 
responsibility, but rather, can make recommendations to higher authority levels or 
has established processes to use.  Analysis and independent judgment will be found 
but will also have an understanding of deviations allowed. 

 
• Technician – This level of position has focused responsibility with a focused education 

and/or experience to match the area or responsibility. The position does not have 
autonomy or overall responsibility, but rather, can make recommendations to higher 
authority levels, or has established processes to use.  Analysis and independent 
judgment may occur, but more often relies on standardized processes, procedures, 
and practices, and deviations may need to be reviewed by a higher authority.  

 
 

Job Levels  
 
Levels have been confirmed within the job classification concerning the type of work and job 
complexity, as well as outline career levels.  Levels are categorized by the type and 
complexity of responsibilities of the position, including the amount of accountability, 
judgment, discretion and expertise needed to perform the duties of the position. As the 
complexity of the position increases, so does the pay grade.  The Position Questionnaire and 
corresponding point factor system has been utilized to confirm the levels.    
 
Separation between job levels has been reviewed and is incorporated into the final 
recommendations.  Proper pay grade separation helps to reduce compression because 
overlap of pay ranges between promotional positions does occur on the recommended 
salary schedule and is an acceptable compensation practice.  Having sufficient separation 
between pay grades will help to keep compression at a manageable level. 
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Position Placement 
 
Placement onto the respective Salary Schedule is based upon several criteria: 

• Job Analysis 
• Market analysis 
• Compression analysis 
• Internal equity 

 
After considering all these elements, placement of some positions on the Salary Schedule has 
changed.  This is not an indication that any given position has more or less value, or that a 
specific position is even to be compared with the other positions in that respective pay grade, 
so employees are advised not to compare themselves with other positions given the 
complexity of the factors that are considered during placement of positions.  Similarly, this 
is not a “reclassification” process, where a position is being evaluated on changes in 
responsibility, authority, or decision making that may place the position in a higher or lower 
pay grade, etc.  This process is a complete reset of the historical compensation systems used.   
 

Employee Placement 
 
For purposes of implementation, employees were placed to the Minimum of the Pay Range 
if currently under the new Rate.  Employees already within the Range require no 
‘implementation’ changes but because retention is a long-term goal for the County, 
placement of employees within their new salary range should occur based on objective 
adjustments commensurate with performance or time in their current position, although 
based on the County’s value of performance, an objective placement process based on 
historical performance can occur.  It is recommended that employees be placed above the 
Minimum of the Pay Range based upon their previous performance to offset compression 
issues.   This is a one-time in-range adjustment for employees.  This will also help provide 
separation between existing employees and future hires. The County is recommended to 
provide for a one-time in-range adjustment.   Future movement within the ranges will then 
occur based on the County’s annual pay-for-performance program. 
 

General Operational Guidelines 

Maintenance of Salary Schedule  
 
It is important for the County to have a standardized procedure to adjust the Salary 
Schedules for consistency and for budgetary forecasting.  It is the Consultants’ 
recommendation that on a set date each year, the Salary Schedule be adjusted by the 
Consumer Price Index – Urban (CPI-U) percentage or utilize the ERI (Economic Research 
Institute) economic indicator, if preferred.  For example, since budgeting is done at 
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approximately the same time each year, the County should establish a specific month in 
which to capture the average of the previous twelve (12) months of the selected economic 
indicator for a recommended adjustment. The County will still maintain control if conditions 
and finances fluctuate in a specific year.  The following are the types of adjustments 
recommended: 
 

Salary Schedule Adjustments 
 
Annually, the Salary Schedule should be adjusted for economic reasons.  Without 
maintaining the Salary Schedule, it will fall below the Market and the County will end up 
spending dollars to get it updated.  Annual Salary Schedule adjustments will keep a 
competitive Salary Schedule. It is important the County budgets dollars for increases to the 
overall Schedule each year.  There may be years when the economy cannot support such 
increases; however, that should be the exception, not the norm.  
 

Annual Performance Adjustments 
 
The Salary Schedule is based on a premise of an annual performance adjustment.  Each year, 
employees can receive the salary increase set by the County Administration for pay-for- 
performance, unless an employee is on a Performance Improvement Plan.      
 

Market Adjustments 
 
Each budget cycle, Administration should evaluate the placement of current employees.  If 
there is a shift in the market for a specific position, a Market Adjustment to those incumbent 
employees could be given, which would be an adjustment into the range.  The County is 
recommended to exercise caution in its use however, because this option is not intended to 
be a means to simply increase the wages of any employee.  In order for the County to offer 
this, there should be written parameters in place, because this should only be used in a 
controlled manner for positions that have been verified by the Human Resources 
Department as having challenges with recruitment/retention based on market fluctuations.  
These parameters would include: 

1. A documented and verified review of local comparables by the Human Resources 
Department or a third-party consultant. 

2. A consistent pattern of recruitment/retention concerns with isolated 
classifications, as verified by the Human Resources. 
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Metrics  
 
Salary Schedules need to be balanced between what is competitive for 
recruitment/retention, as well as what is affordable and financially sustainable long term. 
The County should monitor metrics as an internal indicator to identify if there is a possible 
concern with the County’s placement in the market. Internally, metrics are standards of 
measurement used to assess what is occurring within an organization. Metrics tell an 
organization how well or poorly they are doing, allowing an organization to review, assess, 
problem solve, and adjust processes, as well as identify challenges or stressors to the 
organization that may be having a negative impact. Specific metrics may help identify where 
dollars are being expended that can be costly, including turnover. Although the Consultants 
acknowledge compensation is not the only reason for unwanted turnover, it is a 
consideration of the larger picture. In order to ensure competitive recruitment/retention, 
the County is advised to follow the recommended compensation philosophy to ensure it can 
stay competitive to support retaining its personnel. Metrics will help identify that success. It 
is recommended the Human Resources Manager designate a staff member to compile these 
metrics for ongoing review. 
 

Table 2:  Metrics Recommendations 
METRIC FORMULA TO CALCULATE PURPOSE 
Applicant Tracking Total number of applications received  Assessing for reduced application 

stream 
Turnover Number of separations ÷ Number of 

approved FTE 
Effectiveness of compensation and 
benefits; may identify trends that 
need further analysis within 
departments 

Early Turnover Number of employees leaving the job in 
the first 12 months of employment ÷ 
average actual # of employees in the job 
for same time period 

Effectiveness of compensation and 
benefits; may identify trends that 
need further analysis within 
departments 

Offer Acceptance The number of employment offers 
accepted ÷ number of employment offers 
made 

Effectiveness of compensation 
package 

Employee 
Demographics 

Percentage of employees in age categories 
and years of service categories 

Assess work demographic for trends 
in lower tenure and higher 
percentage of employees in mobile 
generation groups (under 40) 

Exit Interviews Metrics NA Documenting reasons for turnover 
for trends in compensation package 

 

Market Updates 
 
One of the main concerns in any Salary Schedule is the ability to keep it current. Often, an 
organization spends time and resources to review and reevaluate their Salary Schedule, 
resulting in providing employees or Pay Grades significant increases because either the 
positions or the Schedule is not in line with the external market. A Salary Schedule has a 
typical life span of 3-5 years, at which time market conditions typically necessitate a review. 
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The County can strive to prolong the life of their Schedule if it continues to commit to 
maintaining its competitiveness with the external market by ensuring market updates occur.  
Given the current competitive market, the County is recommended to initially conduct a 
market update in three (3) years. Analyzing turnover and other human resource-type 
metrics should help indicate if an external market update is required sooner or can be 
pushed back a year. 
 
 

Benefits 
 
In addition to compensation, the County asked that a comparison of major benefits be 
completed.  The following is a summary of how the County is aligning to the market and 
future opportunities.    

Health Insurance 

Plan Design Overview 
 
The County currently offers two (2) plan designs summarized as follows:  
 
Table 3:  Health Plan Summary 

PLAN DESCRIPTION 
DEDUCTIBLE 

AMOUNTS 

MONTHLY 
EMPLOYEE 

CONTRIBUTION 
(S/F) 

PPO Plan $1,000/$1,500 $86.00/$470.00 
HRA Plan $1,500/$3,000 $62.00/$338.00 

 
Most organizations have been forced to add higher deductibles and coinsurance limits onto 
health plans to push costs back onto the end users/consumers, which is now a standard 
across the nation.  Offering multiple plan options gives employees the opportunity to select 
the coverage that best matches their personal situation, which is a positive attribute to the 
benefits package.   
 
Employers often also include contributions to a Health Reimbursement Account (HRA) or 
Health Savings Account (HSA).  The County currently contributes annual HRA amounts of 
$250 for single coverage and $500 for family coverage.  Comparables providing HRA 
contributions reported, on average, annual contributions of $650 for single coverage and 
$1,300 for family coverage.  Several comparables also reported providing contributions to 
an HSA to offset deductibles for their employees.  Those participating in an HSA benefit 
contribute, on average, $700 for single coverage and $1,400 for family coverage.   
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Premiums 
 
It is extremely difficult to compare health insurance, as the number of plans and the plan 
designs are significantly different among organizations.  What can be compared is the 
amount the employee contributes toward the cost of that insurance.  As the County is aware, 
the cost of health insurance is a large budget item for any organization.  Health insurance is 
also often the single largest benefit looked at by potential new hires with the County, so a 
review of employee contributions to this benefit is imperative for offering a comprehensive 
benefit package.     
 
The Consultants conducted a comparison between the County’s 2024 health plans and the 
comparable organization’s health plans for a more accurate assessment of insurance within 
its specific peer group.  Below are the results from comparable entities that provided benefit 
data, categorized into single and family coverage.    
 
Table 4:  Single Plan Premium Comparison 

COMPARABLE PLAN DESCRIPTION 
SINGLE MONTHLY 
PREMIUM 

DEDUCTIBLE 
AMOUNT 

Olathe Cigna OAP $0.00 $800.00 
Leavenworth County HDHP Plan $0.00 $3,000.00 
Shawnee County BCBS HDHP $5.00 $3,000.00 
Riley County Plan N w/wellness $9.72 $2,750.00 
Sedgwick County High Deductible $14.30 $3,200.00 
Overland Park HRA Base Plan w/wellness $18.00 $2,500.00 
Lawrence Aetna $21.68 $1,000.00 
Johnson County BlueSaver QHDHP $23.00 $1,750.00 
Shawnee County BCBS PPO Plan $25.12 $1,000.00 
Wyandotte County/KCK Traditional $28.32 $700.00 
Wyandotte County/KCK HDHP $28.32 $1,400.00 
Riley County Plan C w/wellness $30.72 $2,750.00 
Overland Park HRA Plus Plan w/wellness $37.00 $1,700.00 
Sedgwick County Base PPO $39.72 $1,250.00 
Riley County Plan A w/wellness $42.22 $800.00 
Leavenworth County PPO Plan $55.00 $1,500.00 
Douglas County HRA Plan $62.00 $1,500.00 
Olathe Cigna CIP $63.00 $1,500.00 
Riley County Plan J w/wellness $71.92 $500.00 
Sedgwick County Premier PPO $74.26 $750.00 
Johnson County PPO Plan $78.00 $750.00 
Overland Park PPO Plan w/wellness $86.00 $600.00 
Douglas County PPO Plan $86.00 $1,000.00 
Shawnee PPO Plan w/wellness $88.00 $500.00 
Shawnee HDHP Plan w/wellness $88.00 $3,000.00 
Lenexa QHDHP w/wellness $91.00 $1,600.00 
Lenexa PPO w/wellness $148.00 $750.00 

 
Table 5:  Family Plan Premium Comparison 

COMPARABLE PLAN DESCRIPTION 
FAMILY MONTHLY 
PREMIUM 

DEDUCTIBLE 
AMOUNT 

Olathe Cigna OAP $0.00 $1,600.00 
Sedgwick County High Deductible $41.44 $6,400.00 
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Johnson County BlueSaver QHDHP $108.00 $3,200.00 
Sedgwick County Base PPO $115.12 $2,500.00 
Overland Park HRA Base Plan w/wellness $195.00 $7,500.00 
Sedgwick County Premier PPO $215.32 $1,500.00 
Johnson County PPO Plan $219.00 $1,500.00 
Lenexa QHDHP w/wellness $264.00 $3,200.00 
Overland Park HRA Plus Plan w/wellness $266.00 $5,100.00 
Leavenworth County HDHP Plan $288.38 $6,000.00 
Riley County Plan N w/wellness $318.60 $5,500.00 
Douglas County HRA Plan $338.00 $3,000.00 
Lawrence Aetna $361.84 $2,000.00 
Overland Park PPO Plan w/wellness $369.00 $1,800.00 
Shawnee PPO Plan w/wellness $378.00 $1,000.00 
Shawnee HDHP Plan w/wellness $378.00 $6,000.00 
Leavenworth County PPO Plan $400.32 $3,000.00 
Wyandotte County/KCK HDHP $407.54 $2,800.00 
Olathe Cigna CIP $424.00 $3,000.00 
Lenexa PPO w/wellness $438.00 $1,500.00 
Riley County Plan C w/wellness $447.50 $5,500.00 
Wyandotte County/KCK Traditional $461.80 $1,400.00 
Douglas County PPO Plan $470.00 $1,500.00 
Shawnee County BCBS HDHP $480.08 $6,000.00 
Riley County Plan J w/wellness $556.42 $1,000.00 
Shawnee County BCBS PPO Plan $564.80 $3,000.00 
Riley County Plan A w/wellness $850.24 $1,600.00 

 
The above information indicates the Douglas County HRA plan is stronger among the 
comparable market in terms of premium only.  However, that is not a comprehensive picture 
because employees have actual claims costs as well. 
 
 
 

Expected Employee Cost  
 
Because premiums and deductibles are varied in the region, when considering the cost of the 
monthly premium plus the deductible, this is a truer look at the expected employee cost.  This 
calculation shows the County’s true position in the market as shown in the Tables below.   
 
Table 6:  Single Plan Comparable Review 

COMPARABLE PLAN DESCRIPTION 

SINGLE 
ANNUAL 
PREMIUM 

DEDUCTIBLE 
AMOUNT 

HSA/HRA 
CONTRIB 

EXPECTED 
ANNUAL 
RISK TO 
EMPLOYEE 

Olathe Cigna OAP $0.00 $800.00   $800.00 
Lawrence Aetna $260.16 $1,000.00 $400.00 $860.16 
Wyandotte County/KCK Traditional $339.84 $700.00   $1,039.84 
Lenexa QHDHP w/wellness $1,092.00 $1,600.00 $1,500.00 $1,192.00 
Wyandotte County/KCK HDHP $339.84 $1,400.00 $525.00 $1,214.84 
Shawnee County BCBS PPO Plan $301.44 $1,000.00   $1,301.44 
Riley County Plan A w/wellness $506.64 $800.00   $1,306.64 
Riley County Plan J w/wellness $863.04 $500.00   $1,363.04 
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Overland Park HRA Plus Plan w/wellness $444.00 $1,700.00 $750.00 $1,394.00 
Johnson County BlueSaver QHDHP $276.00 $1,750.00 $600.00 $1,426.00 
Olathe Cigna CIP $756.00 $1,500.00 $800.00 $1,456.00 
Shawnee PPO Plan w/wellness $1,056.00 $500.00   $1,556.00 
Overland Park PPO Plan w/wellness $1,032.00 $600.00   $1,632.00 
Sedgwick County Premier PPO $891.12 $750.00   $1,641.12 
Johnson County PPO Plan $936.00 $750.00   $1,686.00 
Sedgwick County Base PPO $476.64 $1,250.00   $1,726.64 
Overland Park HRA Base Plan w/wellness $216.00 $2,500.00 $750.00 $1,966.00 
Douglas County HRA Plan $744.00 $1,500.00 $250.00 $1,994.00 
Douglas County PPO Plan $1,032.00 $1,000.00   $2,032.00 
Riley County Plan C w/wellness $368.64 $2,750.00 $1,000.00 $2,118.64 
Leavenworth County PPO Plan $660.00 $1,500.00   $2,160.00 
Riley County Plan N w/wellness $116.64 $2,750.00 $500.00 $2,366.64 
Lenexa PPO w/wellness $1,776.00 $750.00   $2,526.00 
Shawnee County BCBS HDHP $60.00 $3,000.00 $500.00 $2,560.00 
Leavenworth County HDHP Plan $0.00 $3,000.00   $3,000.00 
Shawnee HDHP Plan w/wellness $1,056.00 $3,000.00 $1,000.00 $3,056.00 
Sedgwick County High Deductible $171.60 $3,200.00 $75.00 $3,296.60 

  
 
Table 7:  Family Plan Comparable Review 

 COMPARABLE PLAN DESCRIPTION 

FAMILY 
ANNUAL 
PREMIUM 

DEDUCTIBLE 
AMOUNT 

HSA/HRA 
CONTRIB 

EXPECTED 
ANNUAL 
RISK TO 
EMPLOYEE 

Olathe Cigna OAP $0.00 $1,600.00   $1,600.00 
Johnson County BlueSaver QHDHP $1,296.00 $3,200.00 $1,200.00 $3,296.00 
Sedgwick County Base PPO $1,381.44 $2,500.00   $3,881.44 
Sedgwick County Premier PPO $2,583.84 $1,500.00   $4,083.84 
Johnson County, KS PPO Plan $2,628.00 $1,500.00   $4,128.00 
Shawnee PPO Plan w/wellness $4,536.00 $1,000.00   $5,536.00 
Lawrence Aetna $4,342.08 $2,000.00 $800.00 $5,542.08 
Overland Park PPO Plan w/wellness $4,428.00 $1,800.00   $6,228.00 
Lenexa QHDHP w/wellness $3,168.00 $3,200.00   $6,368.00 
Olathe Cigna CIP $5,088.00 $3,000.00 $1,600.00 $6,488.00 
Douglas County HRA Plan $4,056.00 $3,000.00 $500.00 $6,556.00 
Wyandotte County/KCK HDHP $4,890.48 $2,800.00 $1,050.00 $6,640.48 
Sedgwick County High Deductible $497.28 $6,400.00 $220.00 $6,677.28 
Lenexa PPO w/wellness $5,256.00 $1,500.00   $6,756.00 
Overland Park HRA Plus Plan w/wellness $3,192.00 $5,100.00 $1,500.00 $6,792.00 
Wyandotte County/KCK Traditional $5,541.60 $1,400.00   $6,941.60 
Douglas County PPO Plan $5,640.00 $1,500.00   $7,140.00 
Leavenworth County HDHP Plan $3,460.56 $6,000.00 $2,000.00 $7,460.56 
Riley County Plan J w/wellness $6,677.04 $1,000.00   $7,677.04 
Shawnee HDHP Plan w/wellness $4,536.00 $6,000.00 $2,800.00 $7,736.00 
Leavenworth County PPO Plan $4,803.84 $3,000.00   $7,803.84 
Riley County Plan N w/wellness $3,823.20 $5,500.00 $1,125.00 $8,198.20 
Overland Park HRA Base Plan w/wellness $2,340.00 $7,500.00 $1,500.00 $8,340.00 
Riley County Plan C w/wellness $5,370.00 $5,500.00 $2,000.00 $8,870.00 
Shawnee County BCBS PPO Plan $6,777.60 $3,000.00   $9,777.60 
Shawnee County BCBS HDHP $5,760.96 $6,000.00 $1,000.00 $10,760.96 
Riley County Plan A w/wellness $10,202.88 $1,600.00   $11,802.88 
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Looking at deductible amount with premium cost, the HRA plan is marginally stronger in the 
market.  A final look at the County in relation to out-of-pocket maximums, follows. 
 

Maximum Employee Cost 
 
The following tables show employees that experience a major medical event that exceeds the 
deductible costs will have an average risk on the County’s plans than other comparables 
when considering the maximum out of pocket expenses.   
 
Table 8:  Single Plan Maximum Risk Comparative Review 

COMPARABLE PLAN DESCRIPTION 

SINGLE 
ANNUAL 
PREMIUM 

OUT OF 
POCKET 
MAXIMUM 

HSA/HRA 
CONTRIB 

HIGHEST 
ANNUAL 
RISK TO 
EMPLOYEE 

Wyandotte County/KCK HDHP $339.84 $2,300.00 $525.00 $2,114.84 
Overland Park HRA Plus Plan w/wellness $444.00 $2,500.00 $750.00 $2,194.00 
Olathe Cigna OAP $0.00 $2,300.00   $2,300.00 
Sedgwick County Premier PPO $891.12 $1,500.00   $2,391.12 
Shawnee PPO Plan w/wellness $1,056.00 $1,500.00   $2,556.00 
Lenexa QHDHP w/wellness $1,092.00 $3,200.00 $1,500.00 $2,792.00 
Johnson County BlueSaver QHDHP $276.00 $3,250.00 $600.00 $2,926.00 
Olathe Cigna CIP $756.00 $3,000.00 $800.00 $2,956.00 
Overland Park HRA Base Plan w/wellness $216.00 $3,500.00 $750.00 $2,966.00 
Sedgwick County Base PPO $476.64 $2,500.00   $2,976.64 
Shawnee HDHP Plan w/wellness $1,056.00 $3,000.00 $1,000.00 $3,056.00 
Overland Park PPO Plan w/wellness $1,032.00 $2,100.00   $3,132.00 
Lenexa PPO w/wellness $1,776.00 $1,500.00   $3,276.00 
Sedgwick County High Deductible $171.60 $3,200.00 $75.00 $3,296.60 
Shawnee County BCBS PPO Plan $301.44 $3,000.00   $3,301.44 
Johnson County PPO Plan $936.00 $2,500.00   $3,436.00 
Riley County Plan C w/wellness $368.64 $4,500.00 $1,000.00 $3,868.64 
Douglas County PPO Plan $1,032.00 $3,200.00   $4,232.00 
Douglas County HRA Plan $744.00 $4,000.00 $250.00 $4,494.00 
Lawrence Aetna $260.16 $5,000.00 $400.00 $4,860.16 
Shawnee County BCBS HDHP $60.00 $6,000.00 $500.00 $5,560.00 
Leavenworth County PPO Plan $660.00 $5,000.00   $5,660.00 
Riley County Plan A w/wellness $506.64 $5,250.00   $5,756.64 
Riley County Plan N w/wellness $116.64 $6,650.00 $500.00 $6,266.64 
Leavenworth County HDHP Plan $0.00 $6,350.00   $6,350.00 
Wyandotte County/KCK Traditional $339.84 $6,850.00   $7,189.84 
Riley County Plan J w/wellness $863.04 $7,350.00   $8,213.04 

  
 
Table 9:   Family Plan Maximum Risk Comparative Review 

 COMPARABLE PLAN DESCRIPTION 

FAMILY 
ANNUAL 
PREMIUM 

OUT OF 
POCKET 
MAXIMUM 

HSA/HRA 
CONTRIB 

HIGHEST 
ANNUAL 
RISK TO 
EMPLOYEE 

Olathe Cigna OAP $0.00 $4,600.00   $4,600.00 
Sedgwick County Premier PPO $2,583.84 $3,000.00   $5,583.84 
Sedgwick County Base PPO $1,381.44 $5,000.00   $6,381.44 
Johnson County BlueSaver QHDHP $1,296.00 $6,500.00 $1,200.00 $6,596.00 
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Sedgwick County High Deductible $497.28 $6,400.00 $220.00 $6,677.28 
Shawnee PPO Plan w/wellness $4,536.00 $3,000.00   $7,536.00 
Johnson County PPO Plan $2,628.00 $5,000.00   $7,628.00 
Shawnee HDHP Plan w/wellness $4,536.00 $6,000.00 $2,800.00 $7,736.00 
Lenexa PPO w/wellness $5,256.00 $3,000.00   $8,256.00 
Wyandotte County/KCK HDHP $4,890.48 $4,600.00 $1,050.00 $8,440.48 
Olathe Cigna CIP $5,088.00 $5,600.00 $1,600.00 $9,088.00 
Overland Park HRA Plus Plan w/wellness $3,192.00 $7,500.00 $1,500.00 $9,192.00 
Lenexa QHDHP w/wellness $3,168.00 $6,400.00   $9,568.00 
Douglas County HRA Plan $4,056.00 $7,000.00 $500.00 $10,556.00 
Overland Park PPO Plan w/wellness $4,428.00 $6,300.00   $10,728.00 
Douglas County PPO Plan $5,640.00 $5,500.00   $11,140.00 
Overland Park HRA Base Plan w/wellness $2,340.00 $10,500.00 $1,500.00 $11,340.00 
Riley County Plan C w/wellness $5,370.00 $9,000.00 $2,000.00 $12,370.00 
Lawrence Aetna $4,342.08 $10,000.00 $800.00 $13,542.08 
Leavenworth County HDHP Plan $3,460.56 $12,700.00 $2,000.00 $14,160.56 
Leavenworth County PPO Plan $4,803.84 $10,000.00   $14,803.84 
Shawnee County BCBS PPO Plan $6,777.60 $9,000.00   $15,777.60 
Riley County Plan N w/wellness $3,823.20 $13,300.00 $1,125.00 $15,998.20 
Shawnee County BCBS HDHP $5,760.96 $12,000.00 $1,000.00 $16,760.96 
Wyandotte County/KCK Traditional $5,541.60 $13,700.00   $19,241.60 
Riley County Plan A w/wellness $10,202.88 $10,500.00   $20,702.88 
Riley County Plan J w/wellness $6,677.04 $14,700.00   $21,377.04 

 
 

Health Insurance Summary 
 
Overall, the County has multiple plan options, which is favorable to the employees.  Although 
some of the newer workforce does not always appreciate the value of health insurance 
benefits, most existing employees and more mature applicants do.  The County’s plans are 
very similar in terms of overall risk to the employee, so the County should consider what its 
insurance strategy is.  Increasing the annual HRA contribution would provide a more 
attractive plan design to poise the County more competitively.  This will present a total wage 
and benefit package that aligns with the market average. 
 
 

Time-Off Benefits   

Time-off and work/life balance continue to be top areas candidates and employees look at 
when considering employment and retention.  Therefore, the County’s paid time-off benefits 
were also reviewed.   
  

Holidays  
 
Currently the County offers a total of 10 observed holidays.  The comparables that provided 
holiday information reported total observed holidays between 9-13 days, with most 
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reporting 11 days.  The figure below shows the frequency of observed holidays reported by 
the comparables. 
 
Figure 9:  Observed Holidays 

The comparables also reported providing, on average, two (2) personal days/floating 
holidays per year.  Floating holidays are beneficial when the County does not observe a 
federal holiday or for an individual religious holiday or traditional practices that do not align 
with the County’s holiday schedule.  The County should consider adding personal days or 
floating holidays to complement the observed holidays. 

 

Vacation 
 
The County’s vacation model is summarized as follows:  
    
Table 9:  Current Vacation Model 

Levels 
of 

Accrual Minimum Accrual Maximum Accrual 

Years to 
Reach 

Maximum 
4 117 hours 182 hours 15 years 
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The County has four (4) accrual levels with the first accrual increase occurring after five (5) 
years of employment.  The comparable plans have a range of 2-6 years for the first accrual 
increase.  The majority reported their first accrual level increase occurring after five (5) 
years of employment.  Most of the comparables provide 80-96 hours during the first year of 
service, with the majority providing 80 hours.  The maximum number of vacation accruals 
range from 160 - 216 hours, with the median accrual of respondents at 196 hours, which 
occurs between the 15th - 20th year of employment.  Another area of comparison is the 
number of hours an employee’s vacation balance can carryover or remain during the year.   
The comparables reported maximum balances ranging between 240-400 hours. The County 
ranks in the middle of the market with a carryover balance of 320 hours. The Consultants 
have no recommendations for the County’s vacation plan. 
 

Sick Leave 
 
The County offers 123.5 hours per year.  There is a maximum carryover balance of 1,040 
hours.  The majority of reporting comparables accrue 96 hours per year and a maximum 
balance range of 640-unlimited hours with the median maximum at 1,040 accrual hours.   
 
The County currently provides employees with a payout of their sick leave upon separation 
with at least two (2) years of service.  The payout for these employees is calculated as 33% 
of their balance up to 240 hours.  Comparable organizations reported various payout options 
that ranged between 20%-35% of the sick time balance.  The Consultants have no 
recommendations for the County’s sick leave plan. 
 
 

Paid Time-Off 
 
Although the County has sufficient time-off benefits, work-life balance, flexibility, and paid 
time-off topics are very important to the total compensation package.  Having the rules and 
variations for each of the traditional methods of time-off may be confusing and frustrating 
for employees and managers, and it is likely a significant administrative burden to the 
administrative staff who setup and monitor the use of these forms of leave.  Many 
organizations add stringent rules for the use of benefits to help the employees manage their 
personal situations, but that often makes programs more difficult to manage, so considering 
an alternative time-off program option may be beneficial to the County.  This may also be 
very advantageous for future recruitment, when candidates are looking for increased 
flexibility with time off.  
  
Paid Time-Off (PTO) is a single bank of time-off, which is then used for sick, vacation, and 
even bereavement time, instead of having different banks of time for different 
purposes.  Some organizations include holidays into this program, while others do 
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not.  Generally, PTO has a larger overall rate than vacation, but less than vacation and sick 
time combined as a tradeoff for the increased flexibility provided under a PTO program, and 
there is an overall payout on the benefit.   The benefit has administrative ease, simplification, 
and new flexibility for employees.  Oftentimes the biggest challenge is transitioning 
accumulated sick and vacation hours into a new program, but this can be done successfully 
without loss of accumulated time.  Organizations that have done this are satisfied with the 
result once the transition is complete.  The County could consider the concept of PTO to offer 
more flexibility within their benefits package in the future. 
  
Typically, when an organization transitions to a PTO program, there is discussion of what to 
do with the current banks of time.  It is customary for vacation to be rolled over into the PTO 
program so employees start with a balance of time.  Available sick time can then be rolled 
into an Extended Leave Bank, in which employees may utilize this bank for major 
illness/accident events and FMLA qualifying events.  This way, the sick time the employee 
has already accumulated is still available for significant events in their personal life.  For 
hours that have been earned and are vested, there will need to be a payout mechanism built 
into these banks so there is no loss to the employee as a result of the change in programs, 
but the banks simply do not need to accumulate new hours, if not desired by the 
County.  Extended Leave Banks could be a grandfathered provision for current employees 
with sick time, so new employees would not be eligible.  Other programs allow employees to 
move PTO into the Extended Leave Bank annually.  
 

Retirement Contributions 

The County asked that a comparison of retirement plans be completed.  In addition to the 
Kansas Public Employees Retirement System (KPERS) and/or Kansas Police and Fire Plan 
(KP&F), the County also offers a Deferred Compensation 457(b) voluntary retirement plan.  
The County does not match employee contributions to the 457(b) plan, however, 36% of the 
comparables are providing between a 2%-4% match to their on employee contributions.   
 
The County’s current retirement offerings are competitive with those of comparable 
municipalities.  While the County’s Deferred Compensation 457(b) plan aligns well with the 
majority of the market at this time, it is important to monitor trends in employer matching 
contributions to ensure continued competitiveness. 
 

Other Benefit Opportunities 
 
Organizations should always consider various trends and influences, both public and private 
sector, to keep competitive with benefits.  The current trend in benefits is individualization 
to help meet the varying needs of a generationally diverse workforce. The following are other 
opportunities the County should explore in the future.   
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Payout Provisions 
 
In terms of payouts, the County’s payout provision is in the form of cash.  This payment is 
then considered taxable to the employee, and the County pays related employment taxes on 
these amounts.  Further, these payments need to be recorded as liabilities on the County’s 
financial statements. The County could consider enhancing the payout provisions in a way 
that will assist employees with their future healthcare needs since the main reason 
employees choose not to retire is that they financially are not able to or cannot afford to 
continue healthcare coverage. These payouts could be developed to create a post-
employment medical trust for the employee in which deposits are tax-free for both the 
employee and employer, are not considered income to the employee, and are to be used for 
medical expenses by the employee/qualified beneficiaries.  
 

Tuition Reimbursement 
 
A Tuition Reimbursement program supports employees’ professional development and 
educational advancement.  Through this benefit, employees are typically provided with 
financial assistance to pursue further education or professional certifications.  Comparable 
organizations that offer this benefit reported an average annual reimbursement amount of 
$3,000. Tuition Reimbursement programs often contain employee and coursework 
eligibility requirements, in addition to annual and career maximum limits.     
 

Paid Parental and Elder Care Leave 
 
Paid leave for employees who are new parents or will become parents is becoming a more 
common benefit that is growing to include employees who need support in other facets of 
life including providing care and support to aging parents.  Several of the County’s 
comparable organizations have already implemented paid parental leave.  Among the 
municipalities providing this benefit, the reported duration of paid parental leave ranges 
from 4 - 12 weeks.  The median benefit duration is six (6) weeks.  Offering a paid leave benefit 
aligned to Family Medical Leave qualifying events should be considered by the County. 
 

Volunteering Time Off 
 
Volunteer time off is a paid leave system enabling employees to contribute their time to local 
nonprofit organizations. Such policies enhance an organization's appeal to potential and 
current employees who are passionate about community service. Additionally, these 
programs allow employers to support their communities and local nonprofits. During 
volunteer leave, employees use their time off to engage in charitable or community service 
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activities. Some employers allow employees to choose where to volunteer, while others 
restrict it to pre-approved locations. Typically, volunteer time off ranges from 1 to 2 days per 
year. 

Childcare Assistance 
 
Childcare is one of the most expensive household expenses, and often is a barrier to 
employment for that reason.  Offering a childcare discount can increase employee 
satisfaction and engagement and can be a major recruitment tool.  Similar to how the County 
provides contributions to a Health Savings Account, pre-tax contributions can be made to a 
Dependent Care Flexible Spending Account.  Alternately, the County could consider a 
percentage, flat rate, or scholarship program to subsidize this expense.   Although this was 
not a benefit found in the comparable market, this is a benefit some employers are 
considering on a national level. 
 

Long Term Care Insurance  
 
Long-term care (LTC) is different from traditional medical care. Long-term care goes beyond 
medical treatment and nursing care to helping people cope in the face of a chronic illness or 
disability. Long-term care provides support in performing everyday tasks.  People need long-
term care for a number of reasons, but often it is simply for the process of getting older. Long-
term care services are typically needed by individuals unable to perform activities of daily 
living or who become cognitively impaired.   As the County’s workforce matures, there is a 
greater need for long-term care services which can be a significant financial burden without 
proper insurance coverage. Because this is a critical component to retirement planning, 
more employers nationally are offering LTC insurance programs and education. 
 

529 College Savings Plan 
 
A 529 plan is a tax-advantaged savings plan designed to help families save for college and a 
range of other qualified education expenses which is outlined in Section 529 of the Internal 
Revenue Code.    This is a voluntary benefit option for the County to include in its benefits 
portfolio, while the preferred vendor works directly with the employee for enrollment and 
fund management.  
 

Supporting Employee Well-being 
 
Employee well-being is a tangible metric that has an impact on productivity and retention, 
and there is a need for ensuring sufficient services exist for employees. Employee well-being 
is a more significant issue in the post-pandemic workplace.  A 2024 State of Workforce 
Mental Health Reports cites nearly 65% of the polled workforce cites mental health and well-
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being challenges have interfered with their ability to work.  This stems from stressors on 
salaries outpaced by inflation, a feeling of powerlessness amid politics, international 
conflicts, societal and domestic conflicts, natural disasters etc., that are making it difficult to 
manage and navigate without support. Standard employee assistance programs typically 
provide free and confidential services to help deal with life’s stresses.  Expanded EAP 
Services provide assistance on a broader basis, to include services for the employees and 
their dependents, such as financial planning, credit counseling, estate planning, adoption 
assistance, wellness coaching, and assistance to find resources in the community for long 
term care needs, elder care support, etc. Often times, these expanded EAP services can 
provide literature, Lunch and Learn options, and even web or podcast access to support the 
employee in non-traditional ways. 
 

Lifestyle Saving Account 
 
A Lifestyle Spending Account (LSA) offers employers an opportunity to help fund health and 
wellness costs that a traditional group health plan won’t cover. The employer determines 
what expenses are eligible for reimbursement through an LSA.  Here are a few examples of 
common spending opportunities through LSAs: 

• Gym memberships 
• Nutritional supplements 
• Fitness equipment 
• Groceries 
• Daycare 
• Athletic clothes 
• Life coaching 
• Continuing education courses 
• Sports Equipment 

 
This is considered a taxable income benefit. 
 

Flexible Work Options  
 
The early period of the COVID pandemic forced every employer to develop alternative 
service delivery models, when possible, to keep operations going, while balancing the need 
for safety and human separation.  Employers primarily utilized remote work options and 
flexible work options.   Remote work is working in a location other than a traditional brick 
and mortar location.  Flexible work involves scheduled work that may be outside normal 
business hours to accomplish the work, but not necessarily during normal business hours.  
Although there is a push for the traditional brick and mortar workplace to return to pre-
pandemic levels, the concept of remote work and flexible work options remains.  Employees 
have been able to show that productivity can still occur in alternative work programs, and 
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many desire this as a major benefit to help them maintain their work/life balance. This 
workplace impact is not temporary, and organizations that take this opportunity to change 
how they work should experience better employee engagement and retention than 
organizations that do not consider alternatives.   
 
This is not to say that all positions can work from home.  Remote work should continue to be 
determined on a position-by-position basis.   Public-facing positions that serve constituents 
may feel they have fewer options, but the County could consider flexible work options for 
staff that would not need to decrease the level of service to constituents. After the County 
assesses the jobs that can feasibly work under a flexible work program, and what the 
criterion for coverage entails, the County can offer employees the opportunity to select a 
work schedule that works best for them, provided it continues to meet the needs of the 
organization.  This could mean employees work a traditional 5x8 schedule, 4x10 schedule, 
or 4.5 days provided the coverage in each office is met so constituents have access to 
resources during normal business hours.    A flexible work policy should outline the types of 
jobs eligible, performance eligibility, duration of time each work schedule is reviewed (so 
there is no assumption this is permanent), circumstances when adjustments may be 
required, and maintaining constituent satisfaction. 
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Appendix A:  Recommended 2024 Salary Schedule  
     

 SALARY RANGE  
Pay 

Grade  
 Recommended Title Department 

 Minimum   Control Point   Maximum         
C       $19.78 $22.75 $28.68     

$41,142.40 $47,320.00 $59,654.40 
  Custodian I MAINTENANCE                       

D       $21.17 $24.34 $30.70     
$44,033.60 $50,627.20 $63,856.00 

  Records Assistant  CRIMINAL JUSTICE    
  Administrative Assistant I DISTRICT ATTORNEY                 
  Custodian II MAINTENANCE                       
  Cook  SHERIFF    

E       $22.64 $26.04 $32.83     
$47,091.20 $54,163.20 $68,286.40 

  Administrative Assistant II APPRAISER                         
  Account Technician COUNTY CLERK                      
  Elections Associate COUNTY CLERK                      
  Office Associate  COUNTY CLERK                      
  Real Estate Associate COUNTY CLERK                      
  Administrative Specialist I CRIMINAL JUSTICE    
  Administrative Assistant II EMERGENCY COMM CENTER             
  Facility Maintenance Worker  MAINTENANCE                       
  Account Technician PUBLIC WORKS                      
  Administrative Assistant II PUBLIC WORKS                      
  Equipment Operator I PUBLIC WORKS                      
  Recording Specialist  REGISTER OF DEEDS                 
  Administrative Specialist I SHERIFF    
  Account Technician TREASURER                         
  Registration/Tax Specialist TREASURER                         

F       $24.23 $27.86 $35.13     
$50,398.40 $57,948.80 $73,070.40 

  Appraiser I  APPRAISER                         
  Legal Assistant  DISTRICT ATTORNEY                 
  Emergency Communicator EMERGENCY COMM CENTER             
  Custodian - Lead MAINTENANCE                       
  Facility Maintenance Technician  MAINTENANCE                       
  Equipment Operator II PUBLIC WORKS                      
  Vegetation Control Worker  PUBLIC WORKS                      
  Administrative Specialist II SHERIFF    
  Registration/Tax Specialist - Lead TREASURER                         
  Title Support Specialist  TREASURER                         
  Permit Technician  ZONING                            
  Zoning Technician  ZONING                            

G       $25.92 $29.81 $37.58     
$53,913.60 $62,004.80 $78,166.40 

  Executive Assistant  COUNTY ADMINISTRATOR              
  AP Specialist  COUNTY CLERK    
  Legal Assistant -Lead DISTRICT ATTORNEY                 
  Victim Witness Specialist  DISTRICT ATTORNEY                 
  Program Specialist - Emergency Management  EMERGENCY MANAGEMENT              
 * GIS Technician  INFORMATION TECHNOLOGY            
  Administrative Assistant III MAINTENANCE                       
  Facility Maintenance Specialist  MAINTENANCE                       
  Engineering Technician  PUBLIC WORKS                      
  Equipment Operator III PUBLIC WORKS                      
  Inventory/Parts Technician PUBLIC WORKS                      
  Mechanic I PUBLIC WORKS                      
  Program Specialist - PW PUBLIC WORKS                      
  Vegetation Control Specialist  PUBLIC WORKS                      
  Advocacy and Outreach Specialist  SHERIFF                           
  Executive Assistant  SHERIFF                           
  Building Inspector I ZONING                            

H       $27.74 $31.90 $40.22     
$57,699.20 $66,352.00 $83,657.60 

  Appraiser II APPRAISER                         
  Human Resources Generalist  COUNTY ADMINISTRATOR              
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  Elections Specialist  COUNTY CLERK                      
  Payroll Specialist  COUNTY CLERK                      
  Victim Witness Specialist - Lead DISTRICT ATTORNEY                 
  Emergency Communicator - Lead  EMERGENCY COMM CENTER             
  IT Support Specialist  INFORMATION TECHNOLOGY            
  Mechanic II PUBLIC WORKS                      
  Senior Engineering Technician PUBLIC WORKS                      
  Case Manager  SHERIFF                           
  IT Support Specialist  SHERIFF                           
  Motor Vehicle Specialist  TREASURER                         
 * Building Inspector II ZONING                            

I       $29.68 $34.13 $43.04     
$61,734.40 $70,990.40 $89,523.20 

  Investigator - DA DISTRICT ATTORNEY                 
  Quality Assurance Specialist  EMERGENCY COMM CENTER             
  Radio Systems Specialist  EMERGENCY COMM CENTER             
  Mechanic - Lead PUBLIC WORKS                      
  Administrative Services Supervisor  SHERIFF                           
  Finance & Budget Coordinator  SHERIFF                           
  Food Services Supervisor  SHERIFF                           
  Program Coordinator - Corrections  SHERIFF                           
 * Building Inspector III ZONING                            
  Planner I ZONING                            

J       $31.76 $36.52 $46.05     
$66,060.80 $75,961.60 $95,784.00 

  Appraiser III APPRAISER                         
  Program Coordinator - Food Systems  COUNTY ADMINISTRATOR     
  Program Coordinator - Heritage Council COUNTY ADMINISTRATOR     
   Housing/Human Services Coordinator  COUNTY ADMINISTRATOR              
  Procurement Coordinator  COUNTY ADMINISTRATOR              
  Program Coordinator - Common Ground COUNTY ADMINISTRATOR              
  Sustainability Impact Analyst  COUNTY ADMINISTRATOR              
  Digital Media Specialist  DISTRICT ATTORNEY    
  Emergency Communications Supervisor  EMERGENCY COMM CENTER             
  GIS Analyst  INFORMATION TECHNOLOGY            
  IT Analyst -Applications INFORMATION TECHNOLOGY            
  IT Analyst -Systems INFORMATION TECHNOLOGY            
  GIS Analyst  PUBLIC WORKS                      
  Crime Analyst  SHERIFF                           
  Crime Scene Technician SHERIFF                           
  Digital Forensic Examiner  SHERIFF                           
  IT Analyst -Network SHERIFF                           
  Accountant / Auditor TREASURER    
  Code Enforcement Officer  ZONING                            

K       $33.98 $39.08 $49.27     
$70,678.40 $81,286.40 $102,481.60 

  Analyst - Real Estate  APPRAISER                         
  Assistant to County Administrator  COUNTY ADMINISTRATOR              
  Communications Specialist/PIO COUNTY ADMINISTRATOR              
  Communications Specialist/PIO DISTRICT ATTORNEY                 
  Communications Specialist/PIO SHERIFF                           

L       $36.37 $41.82 $52.74     
$75,649.60 $86,985.60 $109,699.20 

  Data Analyst  COUNTY ADMINISTRATOR              
  Management Analyst  COUNTY ADMINISTRATOR              
  Payroll / AP Manager   COUNTY CLERK                      
  Real Estate Title Manager  COUNTY CLERK                      
  Administrative Services Manager  CRIMINAL JUSTICE    
  Administrative Services Manager  DISTRICT ATTORNEY                 
  Emergency Communications Manager EMERGENCY COMM CENTER             
  Emergency Management Planner  EMERGENCY MANAGEMENT              
  IT Support Supervisor  INFORMATION TECHNOLOGY            
  Administrative Services Manager  PUBLIC WORKS                      
  Civil Engineer I PUBLIC WORKS                      
  Engineering Inspections Supervisor  PUBLIC WORKS                      
  Motor Vehicle Supervisor TREASURER                         
  Taxation Manager  TREASURER                         
 * Planner II ZONING                            
  Zoning Administrator  ZONING                            

M       $38.91 $44.75 $56.42 
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$80,932.80 $93,080.00 $117,353.60 

  Appraiser Manager  APPRAISER                         
  Deputy County Clerk  COUNTY CLERK                      
  Assistant Attorney I DISTRICT ATTORNEY                 
  IT Developer INFORMATION TECHNOLOGY            
  IT Network Administrator  INFORMATION TECHNOLOGY            
 * IT Systems Administrator INFORMATION TECHNOLOGY            
  Facilities Manager  MAINTENANCE                       
  Facilities Superintendent  MAINTENANCE                       
  Public Works Superintendent  PUBLIC WORKS                      
  Public Works Superintendent  PUBLIC WORKS                      
  Public Works Superintendent  PUBLIC WORKS                      
  Deputy Register of Deeds  REGISTER OF DEEDS                 
  Re-entry Program Manager  SHERIFF     
  Network Administrator  SHERIFF                           
  Deputy Treasurer  TREASURER                         

N       $41.63 $47.88 $60.36     
$86,590.40 $99,590.40 $125,548.80 

  Budget Coordinator COUNTY ADMINISTRATOR              
  Risk Management Coordinator COUNTY ADMINISTRATOR              
 * Assistant Attorney II DISTRICT ATTORNEY                 
  Emergency Management Deputy Director  EMERGENCY MANAGEMENT              
  Assistant Operations Manager  PUBLIC WORKS                      
  Civil Engineer II PUBLIC WORKS                      
  County Surveyor  PUBLIC WORKS                      
 * Planner III ZONING                            

O       $44.55 $51.23 $64.60     
$92,664.00 $106,558.40 $134,368.00 

  Deputy Appraiser  APPRAISER                         
  Behavioral Health Coordinator COUNTY ADMINISTRATOR              
  Capital Projects Coordinator COUNTY ADMINISTRATOR              
  Criminal Justice Coordinator COUNTY ADMINISTRATOR              
 * Assistant Attorney III DISTRICT ATTORNEY                 
  Emergency Communications Deputy Director  EMERGENCY COMM CENTER             
  IT Security Engineer  INFORMATION TECHNOLOGY            
  Principal Developer  INFORMATION TECHNOLOGY            

P       $47.67 $54.82 $69.12     
$99,153.60 $114,025.60 $143,769.60 

  Senior Assistant Attorney  DISTRICT ATTORNEY                 
  GIS Manager  INFORMATION TECHNOLOGY            
  IT Project Manager INFORMATION TECHNOLOGY            
  Civil Engineer III PUBLIC WORKS                      
  IT Manager - Network SHERIFF     
  Certified Building Official ZONING                            

Q       $51.01 $58.66 $73.96     
$106,100.80 $122,012.80 $153,836.80 

  Finance Manager  COUNTY ADMINISTRATOR              
  Human Resources Manager  COUNTY ADMINISTRATOR              
  Sustainability Manager  COUNTY ADMINISTRATOR              
  Chief Assistant Attorney  DISTRICT ATTORNEY                 
  IT Infrastructure Manager INFORMATION TECHNOLOGY            
  Operations Manager - PW PUBLIC WORKS                      

R       $56.11 $64.53 $81.36     
$116,708.80 $134,222.40 $169,228.80 

  County Appraiser  APPRAISER                         
  Assistant County Administrator  COUNTY ADMINISTRATOR              
  County Clerk COUNTY CLERK                      
  Emergency Communications Director  EMERGENCY COMM CENTER             
  Emergency Management Director  EMERGENCY MANAGEMENT              
  Facilities Director  MAINTENANCE                       
  Deputy Public Works Director  PUBLIC WORKS                      
  Register of Deeds  REGISTER OF DEEDS                 
  County Treasurer  TREASURER                         
  Zoning & Codes Director  ZONING                            

S       $61.72 $70.98 $89.49     
$128,377.60 $147,638.40 $186,139.20 

  Deputy District Attorney  DISTRICT ATTORNEY                 
T       $67.90 $78.08 $98.46     

$141,232.00 $162,406.40 $204,796.80 
  Information Technology Director  INFORMATION TECHNOLOGY            
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  Public Works Director  PUBLIC WORKS                      
U       $74.69 $85.89 $108.30     

$155,355.20 $178,651.20 $225,264.00        
V       $82.16 $94.48 $119.13     

$170,892.80 $196,518.40 $247,790.40 
  Deputy County Administrator  COUNTY ADMINISTRATOR              
  District Attorney  DISTRICT ATTORNEY                 

W       $90.37 $103.93 $131.04     
$187,969.60 $216,174.40 $272,563.20        

X       $103.93 $119.52 $150.70     
$216,174.40 $248,601.60 $313,456.00 

  County Administrator  COUNTY ADMINISTRATOR                            
* Included as future classification placeholder or career progression opportunities for the County to consider  
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