Salary Commission
501 SE Hawthorne, Room 601
Portland, Oregon 97204
Telephone (503) 988-3320

Date:

May 6, 2022

To:

Multnomah County Board of County Commissioners

From:

2022 Salary Commission
LeeAnna Rappleyea (Chair)
Heather Pedersen
Koffi Dessou
Allie Szymoniak
Kelly Anderson

Re:

Multnomah County Salary Commission Report 2022

Under the authority of Section 4.30 of the Multnomah County Home Rule Charter as
amended November 2010, the 2022 Multnomah County Salary Commission was appointed
by the County Auditor to set salaries for the Board of County Commissioners (BOCC)
members, the Chair of the Board of County Commissioners, the Sheriff, and the
supplemental salary of the District Attorney.
Enclosed is the Salary Commission’s report which sets the salaries for these positions and
documents the basis for our decisions. We will be happy to answer questions or provide
additional information upon request.
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2022 Multnomah County Salary Commission
Summary of Recommendations
Position

Current
Salary

County Commissioner

$118,968

Chair, Board of County
Commissioners

$189,754

Sheriff

$189,754

District Attorney (Countypaid Supplement)

$63,461
(+ State
$149,832)

2022/23
Salary
Current
+COLA1
7/1/2022
$197,606
+ COLA
7/1/2022
$197,606
+ COLA
7/1/2022

$89,226
+ COLA
7/1/2022

2023/24
Salary
+ COLA
7/1/2023
+ COLA
7/1/2023
+ COLA
7/1/2023

+ COLA
7/1/2023

Notes
Anchored to the minimum of
the Department Director 1
salary range
Anchored to 85% through the
range of the Department
Director 2 salary range
Anchored to 85% through the
range of the Department
Director 2 salary range
County supplemental
compensation anchored at
75% of the minimum of the
Department Director 1 salary
range (applies to the County
supplemental portion of salary
only – the state salary is
independent of this portion)

Notes:
1 “COLA” refers to a Cost of Living Adjustment granted to non-represented employees of Multnomah County.
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Executive Summary
County Commissioners
The 2022 Salary Commission reviewed the methodology for the County Commissioners’
salary, noting that the last Commission modified this methodology in 2018. This
Commission collected and analyzed data on comparable positions in other jurisdictions, and
found the Commissioner positions are compensated 4.5% above the external market. The
2022 Salary Commission agrees to continue the approach of the 2018 Salary Commission by
maintaining the 2022/23 salary for County Commissioners at the minimum of the
Department Director 1 salary range (currently $118,967.98), increased by any cost of living
increase given to Multnomah County non-represented employees for 2022/23. Additionally,
for 2023/24, the salary rate shall be increased by any cost of living increase given to
Multnomah County non-represented employees for 2023/24.
Chair, Board of County Commissioners
The 2016 Salary Commission set the 2016/17 salary for the Chair at 75% through the range
of the Department Director 2, citing the significant management responsibilities found in
that position and due to the “compression” with the actual salaries of the Department
Director 2 incumbents. The 2022 commission finds that, due to compression, once again an
adjustment is warranted. The Department Director 2 incumbents on average earn 5.11%
over the Chair with the highest paid direct report earning 18.5% over the Chair. Due to the
unique nature of the Chair position within Multnomah County, the external market does not
yield comparable positions; therefore, internal equity continues to be given greater weight.
The Chair supervises the Department Directors and those salaries have the most bearing on
the salary of the Chair. The Chief Operating Officer (COO) position was added in 2011 and
is also under the general supervision of the County Chair. The 2022 Salary Commission
recommends adjusting the 2022/23 salary for the Chair from 75% to 85% through the range
of the Department Director 2 range (currently $189,753 and adjusted to $197,606.) increased
by any cost of living increase given to Multnomah County non-represented employees for
2022/23. Additionally, for 2023/24, the salary rate shall be increased by any cost of living
increase given to Multnomah County non-represented employees for 2023/24. This
adjustment will bring the Department Director 2 incumbents salaries to .93% over the Chair
with the highest paid being 13.8% over the Chair. The committee believes this to be an
acceptable difference in salaries.
Multnomah County Sheriff
The Salary Commission considered three primary factors in recommending a salary
adjustment for the Sheriff:
1. Salaries of Sheriffs in comparable jurisdictions;
2. Salaries of Multnomah County department directors; and
3. Salaries of direct reports to the Multnomah County Sheriff.
The Salary Commission gave more weight to internal equity (salaries of department
directors and the Sheriff’s subordinates) but also considered external market comparators
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(salaries of other jurisdictions). This year, the Sheriff’s salary is 9.97% above the external
market.
The 2022 Salary Commission salary is recommending an adjustment for the Sheriff from
75% to 85% through the range of the Department Director 2 (currently $189,753), due to
increased complexity of the Sheriff’s Department and compression with department heads.
Over the past two years, the Sheriff’s department has seen a surge in workload and
complexity such as: one of the highest murder rates on record as well as overdose death and
traffic fatality rates. The 2022 Salary Commission will increase the Sheriff's salary by any
cost of living increase given to Multnomah County non-represented employees for 2022/23.
Additionally, for 2023/24, the salary rate shall be increased by any cost of living increase
given to Multnomah County non-represented employees for 2023/24.
The County Paid Supplemental Salary of the District Attorney
The District Attorney’s salary is comprised of a State of Oregon salary (which is the same
for all county district attorneys) and a Multnomah County supplemental salary. The Salary
Commission analyzed the methodology used by prior Salary Commissions for making a
recommendation for the County-paid supplemental salary of the District Attorney. The
methodology has essentially given more weight to internal equity (salaries of department
directors and the District Attorney’s subordinates) than to external market considerations
(salaries of other Oregon and Washington District Attorneys). While this methodology has
historically supported internal equity, the external market has surpassed the District
Attorney at a rate that must be addressed considering the level of responsibility compared to
other smaller counties. The 2020 total annual salary, including county-only portion and
state supplemental salary, is an average 1.7% over comparable counties and -16.3% less
than Washington and Clackamas counties. Since 2006, the Salary Commissions have set the
District Attorney’s targeted total salary at 75% of the Department Director 2 salary range.
The 2022 Salary Commission is adjusting the methodology to instead anchor the County
supplemental compensation at 75% of the minimum of the Department Director 1 salary
range. This applies to the County supplemental portion of salary only – the state salary is
independent of this portion.
This year, the District Attorney’s current combined salary is $213,293. The Committee
recommends for 2022/23 the county-only portion will change from a current of $63,460 to
$89,225, resulting in a combined salary of $239,058. The 2022 Salary Commission has
determined that the County supplemental salary for the District Attorney shall be increased
for 2022/23 by any cost of living increase given to Multnomah County non-represented
employees for 2022/23. Additionally, for 2023/24, the supplemental salary rate shall be
increased by any cost of living increase given to Multnomah County non-represented
employees for 2023/24.
Respectfully submitted this 6th day of May, 2022.
By the Multnomah County Salary Commission:
LeeAnna Rappleyea, Heather Pedersen, Koffi Dessou, Allie Szymoniak, Kelly Anderson
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SALARY COMMISSION HISTORY
In November, 1984 the Home Rule Charter was amended as follows:
"The Auditor shall

appoint a five-member salary commission, composed of qualified
people with personnel experience by January 1, 1986, and by January 1 in each even
year thereafter..(to make) salary adjustment recommendations, if any..."

The first Salary Commission was appointed in 1986 and a new Salary Commission has been
appointed in each even year, up to the current 2022 Salary Commission.
In 1990, the voters approved a ballot measure submitted by the Multnomah County Charter
Review Commission which allowed the BOCC to approve their own salary increases rather
than salary increase recommendations being referred to the voters. The measure also
specified they were not allowed to set salaries higher than the recommendation from the
Salary Commission.
In 1991, a County Counsel's opinion stated the Salary Commission may also make
recommendations regarding the salaries of the Sheriff and District Attorney, if requested.
In 2004, the voters approved a ballot measure submitted by the Multnomah County Charter
Review Commission which modified the language of the County Charter, Section 4.30 to
read as follows:
“The auditor shall appoint a five-member salary commission, composed of qualified
human resource professionals with compensation experience, by January 1 of each
even year. The salary commission shall set the salaries for the chair of the board of
county commissioners and the county commissioners, documenting the basis of its
decisions.”
In October 2005, the Salary Commission was given the authority, under BOCC Resolution
No. 05-169, to recommend salary adjustments to the District Attorney’s salary in future
years. Included in the BOCC Resolution No. 05-169 was a provision that the District
Attorney receive the annual cost of living increases, based on the total salary granted to
other non-represented staff in the County.
Beginning in October 2007, the Board of County Commissioners requested the Auditor to
include the Sheriff’s salary in the Salary Commission study, through Resolution No. 97-160.
Ballot measure 26-76, adopted by the people November 2, 2010, amended the Home Rule
Charter, giving authority to the Salary Commission to set the salary of the Sheriff and the
County paid supplemental salary of the District Attorney.
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APPENDIX
CONTENTS OF THIS APPENDIX
This Appendix contains sections on the following:
● Board of County Commissioners positions (Chair and Commissioner)
● Sheriff
● County-paid supplemental salary of the District Attorney
● Acknowledgements
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I. BOARD OF COUNTY COMMISSIONERS POSITIONS
HISTORY
The 2004 charter language changed the authority for setting salaries for the BOCC from the
BOCC themselves to the Salary Commission.
The 2014 Salary Commission continued the approach of the 2006-2012 Salary
Commissions, assessing both the external market and internal equity, adjusting the internal
equity comparison for the Chair’s position and maintaining an emphasis on the external
market for the County Commissioner’s position.
The 2016 Salary Commission changed the approach for the Chair to an emphasis on internal
comparisons to that of County Staff (specifically Department Directors 1 and 2. However,
the Commission continued to emphasize external market comparators for the County
Commissioner positions.
The 2018 Salary Commission adopted the emphasis of internal comparisons for all elected
officials, including both Commissioners and the Chair, and the 2020 Salary Commission
upheld this methodology.
The 2022 Salary Commission adopted the same methodology for Commissioners as in 2018.
However, for the position of the Chair, the Salary Commission adjusted the anchor position
of 75% to 85% due to increased internal salaries and to better align the position amongst
internal direct reports.
Current salaries are as follows: all four Commissioners are paid the approved salary of
$118,968 and the Chair will be adjusted to the approved salary of $197,606.
METHODOLOGY AND FINDINGS
Compensation theory suggests that considering both external market data and internal equity
is the most widely accepted methodology for setting salary rates. This is the revised
approach taken by previous Salary Commissions and is being reaffirmed by the 2022 Salary
Commission.
The Salary Commission collected and reviewed data from a number of sources. The data is
summarized below.
1. Survey information for County Commissioner from the County Human Resources
(HR) Office:
The County HR office previously identified several comparable counties for purposes of
comparing County Commissioner salaries. The current Salary Commission continues to
believe there are sufficient Pacific Northwest comparators and, as a result, national
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comparators are not necessary for an appropriate market comparison. The current Salary
Commission continues to limit the geographic adjustment to a single index used by the
County HR Office, from the Economic Research Institute (ERI).
Exhibit A: Comparison of County Commissioner Salaries in Comparable Counties
Actual
Salary
Geographic
Equivalent
County
1/1/2022
Adjustment*
Portland Salary
Clackamas County, OR
$114,544
None
$114,544
Lane County, OR

$87,869

7.22%

$94,209

Marion County, OR

$105,331

6.41%

$112,085

Pierce County, WA

$120,285

-3.41%

$116,186

Snohomish County, WA

$126,571

-10.40%

$113,349

Thurston County, WA

$125,558

3.76%

$131,349

Washington County, OR

$115,000

None

$115,000

Multnomah Co

$118,968

Average

$113,825
Differential

4.52%

Geographic adjustment via ERI data through the Multnomah County Human Resources Office.
Salary Data Source: Multnomah County Auditor’s Office Survey, January, 2022
Note: The Washington County rate was considered but not used by this and prior Salary Commissions in
that their salary rate is set at 40% of their Chair’s salary which is 80% of the District Court Judge salary.
Note: Not adjusted for any employer paid pickup contribution to the retirement system.

Because the data was collected in January, 2022, it is possible these jurisdictions will
increase salaries at some point in 2022. However, we are using data that is accurate as
of the time of this report. Consequently, using this data for setting 2023/24 salaries
creates what is called a “lag” effect in compensation terms, but it is still the best data to
compare with at this point in time.
2. Survey information for Chair from other counties:
For many years, Salary Commissions have struggled with matching the Chair’s position
to comparable positions in other counties. We have concluded, as did prior Salary
Commissions, that we are unable to match the position to another county with any
degree of confidence. There are counties in the Pacific Northwest that match the
demographics of Multnomah County closely enough to be considered contenders.
However, their organizational structures vary widely, some with responsibilities split
between the legislative body and a county executive who manages operations. In
Multnomah County, those responsibilities are held by only one position, Chair of the
BOCC, although there is a position of Chief Operating Officer, who supervises
Department Directors under the authority of the County Chair. This year, we found no
equivalent job matches. We encourage future Salary Commissions to continue
monitoring this element to determine if any good matches can be found.
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3. Comparability between the Chair and County Department Directors:
The Chair has county-wide operational and fiscal responsibilities, which the County
Commissioners do not. Seven department directors in three pay levels are under the
ultimate authority of the Chair. All of the direct report Department Directors have
salaries above the midpoint of their respective range, with several at the range
maximum. In 2011 the classification of Chief Operating Officer was added and that
position also reports to the County Chair. Salaries for all positions are detailed in
Exhibit D below.
Exhibit D: Department Directors’ and Elected Officials’ 2021/22 Salaries
2021/22
Pay Scale Pay Scale
Department
Classification
Minimum
Midpoint
Salary
Community Justice
Department Director 1
$187,305
$118,968 $154,659

Pay Scale
Maximum

$190,349

Community Services

Department Director 1

$183,134

$118,968

$154,659

$190,349

Library

Department Director 2
Department Director 2
/ CIO
Department Director 2
COO/Principal Dept
Dir
Health Department
Director

$209,384

$130,864

$170,124

$209,384

$209,384

$130,864

$170,124

$209,384

$209,384

$130,864

$170,124

$209,384

$225,000

$158,346

$205,850

$253,354

$215,000

$158,346

$205,850

$253,354

Staff Assistant

$156,972

County Assets
Human Services
County Mgmt
Health Services
Joint office of
Homeless Svcs
District Attorney

$213,292

Sheriff

$189,754

BOCC Chair
County
Commissioner

$189,754
$118,968

Compensation theory suggests the spread between a supervisor and subordinate should
be 10% to 25%. However the Chair’s actual salary compared with the positions under
their authority shows that the Chair is paid less than all but three of the positions. The
Chair’s salary was set at 75% through the salary range of the Department Director 2 by
the previous Salary Commission. This Salary Commission has elected to change the
methodology to 85% through the salary range of the Department Director 2.

4. Tenure in the job:
Generally speaking, salary will increase based in part on tenure in the position. As these
are elected, a newly-elected BOCC member will receive the salary of the outgoing
BOCC member. Consequently, tenure in the position is not a factor in considering an
appropriate salary.
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5. Assumption of full-time:
Although there is no mandated requirement that the BOCC be full-time positions, this
Salary Commission is making the assumption that they are and all salaries shown are
full-time equivalent salaries.
6. Benefits considerations:
Elected officials receive the same benefits as any other County employee with the
exception of disability insurance. The level of benefits for these classifications is not
within the scope of the Salary Commission’s authorized review.
7. Consumer Price Index (CPI) considerations:
CPI data is an integral part of the information base in the data presented. It has
influenced the market data from outside sources such as other counties as well as from
within the County in determining appropriate salary ranges for department directors.
8. Pay for performance:
BOCC salaries relate to the office and not to persons. In other words, the salaries are
based on what the job is worth and because it does not include a "pay for performance"
model, it is not a measure of the worth of the individual who occupies the position.
9. Compensation philosophy:
Typically an organization will consider three factors when designing compensation
programs. These are the ability for an organization to 1) attract, 2) retain and 3)
motivate employees. Attracting talent for the BOCC is limited to the local area so
salary comparability with other jurisdictions to a certain extent is not relevant.
Nevertheless, this Salary Commission believes that an equitable and competitive salary
will attract a larger number of highly qualified individuals to run for, and be willing to
serve in, these and other elected offices.
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RECOMMENDATIONS AND REASONING
As a result of the salary determination by Salary Commissions since 2008, the Chair’s
authorized salary is more closely aligned with other County positions that are under the
ultimate authority of the Chair. In this case, the most significant and heavily weighted data
is internal equity. Greater weight is being given to internal equity considerations than to the
external market for the following reasons:
a. Internal equity (data regarding Department Directors) is a professionallyacceptable method for assigning a salary;
b. External market data has not provided acceptable job matches although the search
should continue by future Salary Commissions, as external comparators are also
an important consideration.

2022/23 AND 2023/24 SALARIES
The 2022 Salary Commission sets the 2022/23 rate for County Commissioners’ salaries at
the current minimum of the Department Director 1 salary range ($118,967.98) increased by
any cost of living increase given to Multnomah County non-represented employees for
2022/23. Additionally, for 2023/24, the salary rate shall be increased by any cost of living
increase given to Multnomah County non-represented employees for 2023/24. This
Commission encourages future Commissions to review and monitor internal equity between
Commissioner and department director positions and other elected officials.
The 2022 Salary Commission sets the 2022/23 salary for the Chair effective July 1, 2022 to
match 85% of the Department Director 2 salary range which equals $197,605.78 increased
by any cost of living increase given to Multnomah County non-represented employees for
2022/23. Additionally, for 2023/24, the salary rate shall be increased by any cost of living
increase given to Multnomah County non-represented employees for 2023/24.
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II. SHERIFF
METHODOLOGY AND FINDINGS
The Salary Commission collected and reviewed current data from a number of sources. The
data is summarized below.
1. Sheriff salaries in counties in Oregon and Washington:
Several counties in Oregon and Washington were considered for external market data
comparisons.
Oregon:
Clackamas, Lane, Marion and Washington
Washington: Pierce, Snohomish and Thurston
The Salary Commission recognizes that while other counties do have jail
responsibilities; the Multnomah County Sheriff is responsible for a larger and
significantly more complex jail operation. Thus the span of responsibility is different in
significant ways for the Multnomah County Sheriff in comparison to most other counties
in Oregon and Washington. At the same time, the Salary Commission notes that some
Oregon counties have larger law enforcement responsibilities than Multnomah County.
Salary data was collected from these jurisdictions and is shown in Exhibit A.
The current Salary Commission continues to limit the geographic adjustment to a single
index used by the County HR Office, from the Economic Research Institute (ERI).
Exhibit A: Sheriff Salaries Adjusted for Geographical Differences
January 2022

County
Clackamas, OR

Actual
Salary
$201,125.64

Geographic
Adjustment*
0.00%

Equivalent
Portland Salary
$201,125.64

Lane County, OR

$150,990.00

4.38%

$157,602.00

Marion County, OR

$164,569.60

4.27%

$171,595.00

Washington County, OR

$204,648.00

0.00%

$204,648.00

Pierce County, WA

$168,463.48

$163,254.00

Snohomish County, WA

$165,646.00

-3.09%
-10.49%

Thurston County, WA

$156,396.00

3.20%

$161,405.00

Average

$148,266.00
$172,556.52

Multnomah County

$189,754.15
Differential
9.97%
*Geographic adjustment via ERI data through the Multnomah County Human Resources Office.
Salary Data Source: Multnomah County Auditor’s Office Salary Survey January 2022.
Note: Not adjusted for any employer paid pickup contribution to the retirement system.

The survey data shows the Sheriff’s salary to be 9.97% higher than the average of other
jurisdictions. (At the time of the past Salary Commission, it was 15.29%) It supports an
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argument that the Sheriff’s salary is no longer at a sufficient level in comparison to other
Pacific Northwest comparators considering the larger jail responsibilities.
2. Comparability between the Sheriff and Multnomah County Department Directors:
There are seven Department Directors in the County in three pay scales as well as the
Chief Operating Officer.

Community Justice

Exhibit B: Department Directors’ Salaries
2021/22
Pay Scale Pay Scale
Classification
Minimum
Midpoint
Salary
Department Director 1
$187,305 $118,968 $154,659

Community Services

Department Director 1

$183,134

$118,968

$154,659

$190,349

Library

Department Director 2
Department Director 2
/ CIO
Department Director 2
COO/Principal Dept
Dir
Health Department
Director

$209,384

$130,864

$170,124

$209,384

$209,384

$130,864

$170,124

$209,384

$209,384

$130,864

$170,124

$209,384

$225,000

$158,346

$205,850

$253,354

$215,000

$158,346

$205,850

$253,354

Department

County Assets
Human Services
County Mgmt
Health Services

Sheriff

Pay Scale
Maximum

$190,349

$189,754

The midpoint of the Department Director 2 salary range is $170,124. All of the direct
report Department Directors have salaries above the midpoint of their respective ranges,
with several at the range maximum.
Given the level of authority and responsibility of the Sheriff position, it is more closely
aligned to Department Director 2. Thus, in order to maintain internal equity, the Sheriff
should be paid at or above 85% through the range of the Department Director 2 salary
range (currently $197,605).
3. Comparability between the Sheriff and their direct reports:
The highest level position below the Sheriff within the Sheriff’s Office is Undersheriff.
There is one incumbent serving at Undersheriff and is compensated at $189,742. There
are two incumbents serving as Chief Deputy, both compensated at $185,000. There is a
0% salary differential between the current salary of the Sheriff and the top-paid
Undersheriff. Compensation theory suggests the spread between a supervisor and
subordinate should be 10% to 25%. There is effectively no current difference between
the salaries of the Sheriff and their direct reports and the Sheriff’s salary may be
surpassed if their direct reports receive merit increases in their range in addition to any
cost of living increases during the next two years.
4. Tenure in the job:
For most positions, salary will increase based in part on tenure in the position. This is an
elected position and should a new Sheriff be elected, they would receive the salary of the
May 6, 2022

2022 Salary Commission

Page 14

outgoing Sheriff. Consequently tenure in the position is not a factor in determining an
appropriate salary.
5. Benefits considerations:
Of the data available to this Salary Commission, there are differences in benefits
packages provided to Oregon Sheriffs. However, the level of benefits is not within the
scope of the Salary Commission’s authorized review.
6. Internal equity versus external market considerations:
Consideration is being given to internal equity as well as to the external market:
a) internal equity (data regarding department directors and subordinates) is a
professionally acceptable method for assigning a salary;
b) concerning external market data (data regarding other county Sheriff salaries),
while not exactly matching the operations of the Multnomah County Sheriff’s
Office, in the opinion of this Salary Commission, the comparison to other Pacific
Northwest Sheriff positions is still relevant and forms the basis of an additional
source of information for purposes of recommending salary for the Multnomah
County Sheriff position.
7. Consumer Price Index (CPI) considerations:
CPI data is an integral part of the information base in the data presented. It has
influenced the market data from both outside sources such as other counties and from
within the county in determining an appropriate salary range for department directors.
8. Compensation philosophy:
Typically an organization will consider three factors when designing compensation
programs. These are the ability for an organization to 1) attract, 2) retain and 3)
motivate employees. Attracting talent for the Sheriff’s position is limited to the local
area and to those with the required certifications, so salary comparability with other
jurisdictions to a certain extent is not relevant. Nevertheless, this Salary Commission
believes that an equitable and competitive salary will attract a larger number of highly
qualified individuals to run for, and be willing to serve in, this and other elected offices.
RECOMMENDATIONS AND REASONING
The salaries of Sheriffs in Oregon and Washington jurisdictions and internal direct reports
are no longer reasonably aligned to this position.
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2022/23 and 2023/24 SALARY
The 2022 Salary Commission sets the 2022/23 salary for the Sheriff effective July 1, 2022 to
match 85% of the Department Director 2 salary range which equals $197,605.78, and
increased by any cost of living increase given to Multnomah County non-represented
employees for 2022/23. Additionally, for 2023/24, the salary rate shall be increased by any
cost of living increase given to Multnomah County non-represented employees for 2023/24.
The Salary Commission notes that the following principles were considered in this salary
determination:
1. The recommendations come from professionals in the field of compensation and are
based on (to the best of our knowledge) accurate, relevant and appropriate data and
methodologies; and
2. The salary recommendations relate to the office and not to the person; in other
words, the salary is based on what the job is worth and because it does not include a
"pay for performance" model it is not a measure of the worth of the individual who
occupies the position; and
3. Being paid for what the job is objectively worth is extremely vital to maintaining
high quality leadership for the Sheriff and their successor; thus the public will be
better served.
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III. DISTRICT ATTORNEY
SALARY HISTORY
Oregon District Attorneys receive a salary from the State of Oregon. Some district attorneys
in the state, including in Multnomah County, also receive a supplemental salary from the
County jurisdiction.
Prior Salary Commissions set the total District Attorney’s salary (considering both countyonly and state supplemental) to 75% of the range of the Department Director 2 (currently
$189,754) with the acknowledgement that current salary is over this threshold. As of
January 2022, the State contributes $149,832 annually to the District Attorney’s salary. The
County supplement is $63,460 and the combined annual salary currently is $213,292.
The 2022 Salary Commission recommends adjusting the methodology for the County-only
portion to 75% of the minimum of Department Director 1. This would result in the County
supplement of $89,226. Combined with the State contribution of $149,832, the total salary
would be $239,058.
METHODOLOGY AND FINDINGS
The Salary Commission collected and reviewed current data from a number of sources. The
data is summarized below.
1. District Attorney’s salaries in counties in Oregon and Washington:
The larger counties in Oregon and Washington, as follows, were considered for external
market data comparisons.
Oregon:
Clackamas, Lane, Marion, and Washington
Washington: Pierce, Snohomish, and Thurston
Salary data was collected from these jurisdictions and is shown in Exhibit A. The
current Salary Commission employed the geographic adjustment of a single index.
A prior Salary Commission acknowledged that there are differences in District Attorney
duties in Oregon and Washington counties. Most counties are only responsible for
prosecuting crimes that have occurred within their jurisdictional boundaries. However,
the Multnomah County District Attorney's Office also provides Termination of Parental
Rights services to the entire state, works with the US Attorney's Office to prosecute
some federal cases, and prosecutes all city code crimes in the City of Portland
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Exhibit A: District Attorney Salaries Adjusted for Geographical Differences
January, 2022
County

Actual Salary

Geographic
Adjustment*

Equivalent
Portland Salary

Clackamas, OR

$244,156.44

0.00%

$244,156.44

Lane County, OR

$196,374.00

0.88%

$198,095.00

Marion County, OR

$188,956.80

1.64%

$192,049.00

Washington County, OR

$266,707.92

0.00%

$266,707.92

Pierce County, WA

$199,675.00

-3.10%

$193,491.00

Snohomish County, WA

$199,675.00

-10.72%

$178,260.00

$190,980.00

2.61%

$195,966.00

Average:

$209,817.91

Multnomah Co.

$213,292.57

Thurston County, WA

Differential:
1.66%
*Geographic adjustment via ERI data through Multnomah County Human Resources Office.
Salary Data Source: Multnomah County Auditor’s Office Salary Survey January, 2022
Note: Not adjusted for any employer paid pickup contribution to the retirement system.

2. Comparability between the District Attorney and Multnomah County department
directors:
There are seven department directors in the County in three pay scales as well as the
Chief Operating Officer.
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Community Justice

Exhibit B: Department Directors’ Salaries
2021/22
Pay Scale Pay Scale
Classification
Minimum
Midpoint
Salary
Department Director 1
$187,305 $118,968 $154,659

Community Services

Department Director 1

$183,134

$118,968

$154,659

$190,349

Library

Department Director 2
Department Director 2
/ CIO
Department Director 2
COO/Principal Dept
Dir
Health Department
Director

$209,384

$130,864

$170,124

$209,384

$209,384

$130,864

$170,124

$209,384

$209,384

$130,864

$170,124

$209,384

$225,000

$158,346

$205,850

$253,354

$215,000

$158,346

$205,850

$253,354

Department

County Assets
Human Services
County Mgmt
Health Services

District Attorney

Pay Scale
Maximum

$190,349

$192,049

The midpoint of the Department Director 2 salary range is $170,124 and all of the
current Department Directors are paid above their respective midpoints with several at
the range maximum. In order to maintain internal equity, based on the comparison to the
other Department Directors, the County-only portion of the District Attorney‘s salary
should be set to75% of the minimum of the Department Director 1 range ($89,223), with
the additional State Supplemental ($149,832), for a total of $239,058.
3. Comparability between the District Attorney and their direct reports:
The highest-level, non-elected position in the District Attorney’s office is Chief Deputy
District Attorney First Assistant. The current incumbent is currently paid $224,612. The
current District Attorney has ten direct reports with five of them making over the current
District Attorney total salary. Compensation theory suggests the spread between a
supervisor and subordinate should be 10% to 25% and it is currently less than 0% for the
District Attorney’s top five compensated direct reports.
4. Tenure in the job:
For most positions, salary will increase based in part on tenure in the position. This is
an elected position and presumably, should a new District Attorney be elected, they
would receive the salary of the outgoing District Attorney. Consequently, tenure in the
position is not a factor in considering an appropriate salary.
5. Benefits considerations:
Of the data available to this Salary Commission, there are differences in benefits
packages provided to Oregon District Attorneys. However, the level of benefits is not
within the scope of the Salary Commission’s authorized review.
6. Internal equity versus external market considerations:
Greater weight is being given to internal equity considerations than to the external
market for a couple of reasons:
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a) Internal equity (data regarding department directors and subordinates) is a
professionally acceptable method for assigning a salary; and
b) External market data (data regarding Oregon and Washington county district
attorney salaries) may not be directly comparable to Multnomah County.
7. Consumer Price Index (CPI) considerations:
CPI data is an integral part of the information base in the data presented. It has
influenced the market data from both outside sources such as other counties and from
within the County in determining an appropriate salary range for department directors.
8. Compensation philosophy:
Typically an organization will consider three factors when designing compensation
programs. These are the ability for an organization to 1) attract, 2) retain and 3)
motivate employees. Attracting talent for the District Attorney’s position is limited to
the local area, and to those with the required certifications, so salary comparability with
other jurisdictions to a certain extent is not relevant. Nevertheless, this Salary
Commission believes that an equitable and competitive salary will attract a larger
number of highly qualified individuals to run for, and be willing to serve in, this and
other elected offices.
RECOMMENDATIONS AND REASONING
The salaries of District Attorneys in Oregon and Washington jurisdictions are closely
aligned to this position when, in fact, this position has greater responsibility than most, if not
all, of the counties listed. Accordingly, it should be paid more than the average. This Salary
Commission notes that the current salary of the District Attorney is -16.5% below these
comparable counties.
The Chief Deputies to the District Attorney are paid a salary above that of the District
Attorney, creating a salary compression issue. This Salary Commission is aware
compression has existed for a number of years but has progressed to the point that an
adjustment is warranted.
2022/23 and 2023/24 SALARY
In 2022 the District Attorney’s total salary (County + State) is 6.0% above 75% through the
range of the Department Director 2 range. This Salary Commission believes that this
methodology no longer produces an appropriate rate for this position, based on our review.
This Salary Commission recognizes that it is limited to increasing the County supplement
only, and is aware that the State of Oregon may adjust its salary for this position during this
period.
The Salary Commission has determined that instead of basing the total salary (County Only
+ State Supplemental) on 75% through the range of the Department Director 2, the
Committee should focus on the County-only portion and tie that portion of the salary to 75%
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of the minimum of Department Director 1. This would result in the County-only portion of
$89,225.99. The District Attorney salary shall be increased for 2022/23 by any cost of
living increase given to Multnomah County non-represented employees for 2022/23.
Additionally, for 2023/24, the County salary supplement shall be increased by any cost of
living increase given to Multnomah County non-represented employees for 2023/24.
ENHANCING SERVICE TO THE PUBLIC
The Salary Commission notes that the following principles were considered in this salary
determination:
1. The recommendations come from professionals in the field of Compensation
Administration and are based on (to the best of our knowledge) accurate, relevant
and appropriate data and methodologies; and
2. The salary recommendations relate to the office and not to the person; in other
words, the salary is based on what the job is worth and, because it does not include a
"pay for performance" model, it is not a measure of the worth of the individual who
occupies the position; and
3. Being paid for what the job is objectively worth is extremely vital to maintaining
high quality leadership for the District Attorney and their successor; thus the public
will be better served.
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