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Executive Summary 
In May 2017, Lieutenant Governor Casey Cagle announced the formation of the Compensation of Police 

and Sheriffs (COPS) Task Force, which is composed of representatives from the state legislature, county 

and municipal government officials, and members of the Georgia Sheriffs Association (GSA), the Georgia 

Association of Chiefs of Police (GACP), the Georgia Municipal Association (GMA), and ACCG.  

ACCG created and disseminated a survey regarding the benefits offered to sheriff’s deputies, jailers, and 

county law enforcement officers to all Georgia counties. The purpose of this survey was twofold, as a 

means to educate the Task Force on the current status of the benefits offered by county governments, 

and to provide county government officials with data they could use to compare their current practices. 

This survey largely focused on the benefits that sheriff’s deputies, jailers, and law enforcement officers 

receive beyond their salaries, because salary alone does not adequately represent the complete 

compensation provided. 

The initial survey was sent to all 159 counties and responses were received from 148 counties (93.1%). 

ACCG presented the preliminary results of the survey at a meeting of the COPS Task Force on September 

18, 2017, at which point the Task Force requested that additional information be incorporated in a 

follow-up survey. As a result, ACCG conducted a follow-up survey of the 148 counties that participated 

in the initial survey, receiving responses from 105 counties (70.9%). The high response rate to both 

surveys reflects the importance of this issue to counties. ACCG would like to thank all county employees 

and officials that took the time and made the effort to complete these surveys.  

Overall, the survey results indicate that a majority of counties that responded examined or are planning 

to examine compensation. To this end, 75 counties (50.7%) conducted or are planning to conduct a 

compensation study that includes sheriff’s office employees (deputies and/or jailers), the purpose of 

which is to examine how a county’s compensation compares to other similarly situated local 

governments. Of the counties that completed a study, 40 (62.5%) increased compensation for their 

employees, with 65.1% of the counties increasing compensation offering across the board increases and 

16.3% offering position based increases.  

Fifty-nine counties (40.4%) provided a salary increase for sheriff’s deputies outside the recommendation 

of a compensation study during the last three years while 128 counties (88.9%) noted providing a cost-

of-living-adjustment (COLA) or merit increase when other county employees receive them. This result 

suggests parity in treatment between county employees and sheriff’s deputies, jailers, and county law 

enforcement officers.  

Overwhelmingly, counties offer health insurance, retirement programs, and annual/sick leave or paid 

time off to their sheriff’s deputies, jailers, and county law enforcement officers, with 98.6% offering 

individual health insurance, 93.3% offering family health insurance, 97.9% offering retirement, and 

99.3% offering sick/annual leave or paid time off. Of the counties that offer health insurance, the 

average county contributes 89.4% towards the cost of individual health insurance and 76.4% towards 

the cost of family health insurance. Further, of the counties that offer retirement benefits, 93.1% 

contribute to the cost. Additionally, nearly all of the respondent counties offer benefits above and 

beyond that typically offered to other county employees, including take home cars, tuition 

reimbursement, and association fees, among others.  
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Finally, the survey results indicate that sheriff’s deputies and jailers largely receive the same benefits as 

county law enforcement officers. Only 14 counties currently have county police departments, and ACCG 

received responses from 12 of those counties (86.0%). The results indicate that there is little difference 

between the benefits offered to sheriff’s deputies/jailers and county law enforcement officers, with 9 

counties (75.0%) indicating that the benefits offered to the two groups are exactly the same.   

Overall, the survey results make it clear that: 1) county jailers are generally treated similarly to sheriff’s 

deputies; 2) sheriff’s deputies and jailers are treated similarly to law enforcement officers in counties 

with county police departments; and 3) sheriff’s deputies, jailers, and county law enforcement officers 

are treated equitably as compared to other county employees. Based on the outcomes of this survey, it 

appears clear that counties are providing a variety of benefits to their employees and that counties are 

examining their systems of benefits and compensation to ensure they remain competitive as compared 

to other employees within the county and with other counties in general. 

Methodology  
To expedite the data collection and analysis process, ACCG utilized Survey Monkey, an online survey 

tool. When the survey launched, the survey link, along with a PDF of the survey, was sent to each 

county’s chairperson, county administrator/manager, and county clerk. The recipients were instructed 

to complete the survey or forward the survey to the appropriate person within the county that had the 

requisite information to complete the survey. Recipients of the initial email were advised that the 

person best suited to answer the survey would be in a human resources or a finance position within the 

county.  

The follow-up survey was sent to the person that completed the initial survey for the county to ensure 

continuity in each county’s answers. Data for the initial survey was collected from September 6, 2017 to 

November 9, 2017 and data for the follow up survey was collected from October 2, 2017 to November 

9, 2017. Of the 148 respondents to the initial survey, 141 (95.3%) completed the survey using the online 

link while 7 responses (4.7%) were manually recorded by ACCG staff. Of the respondents to the follow-

up survey, 100% completed the survey using the online link. The data in this report is believed to be true 

and accurate to the knowledge of the person that completed the survey on behalf of the county.  

Issues of Interest  
When initially creating the survey, ACCG staff identified the following as issues of interest:  

I. Did counties offer benefits to sheriff’s deputies and jailers?  

II. What types of benefits did counties offer to sheriff’s deputies and jailers?  

III. Are sheriff’s deputies and jailers treated like other county employees in terms of 

compensation and benefits?  

Profile of Respondents  
In examining the survey’s results, counties were divided into categories based on their geographical 

location and population. The county populations were broken down into seven categories, which are as 

follows: less than 10,000; 10,000-14,999; 15,000-24,999; 25,000-49,999; 50,000-99,999; 100,000-

249,999; and greater than 250,000. The state was geographically divided into the following regions as 

designated by the Department of Community Affairs (DCA): Northwest Georgia, Georgia Mountains, 

Atlanta Regional Commission, Three Rivers, Northeast Georgia, Middle Georgia, Central Savannah River 
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Regional Count 

Population Count  

Area, River Valley, Heart of Georgia/Altamaha, Southwest Georgia, Southern Georgia, and Coastal. A 

map of the counties that completed the survey and of the DCA regions is presented in Appendix A. The 

geographic and population distributions of the respondents are as follows:  

  

 

 

 

Of the 148 respondents, 57 (38.5%) worked in human resources, 34 (23.0%) worked as the county clerk, 

28 (18.9%) worked as the county manager/county administrator, 22 (14.9%) worked in finance, 4 (2.7%) 

worked as the county chairperson, and 3 (2.0%) worked in the sheriff’s office.  

The counties that responded were diverse in terms of their workforce sizes. Counties represented in this 

study range from very small departments (3 sheriff’s deputies) to departments with over 600 sheriff’s 

deputies. Of the 141 counties that provided information on the number of deputies their sheriff’s office 

employs, 102 (72.3%) responded that they employ 50 deputies or less, with the average respondent 

employing approximately 53 deputies. Similarly, 115 counties (81.6%) responded that they employ 50 

jailers or less, with the average county employing around 38 jailers. This information is presented on the 

following page. The counties that have police departments are not representative of all counties, as 11 

of the 14 counties (78.6%) with county police departments have populations greater than 50,000 while 

Regional Commission Total  

Number 

Original Survey 

Response 

% Original Follow-Up  

Survey Response 

% Follow-Up 

Northwest Georgia 15 15 100.0% 10 66.7% 

Georgia Mountains 13 12 92.3% 11 84.6% 

Atlanta Regional Commission 10 9 90.0% 8 80.0% 

Three Rivers 10 9 90.0% 4 40.0% 

Northeast Georgia 12 12 100.0% 11 91.7% 

River Valley 16 16 100.0% 8 50.0% 

Middle Georgia 11 10 90.9% 6 54.6% 

Central Savannah River Area 13 12 92.3% 8 61.5% 

Southwest Georgia 14 13 92.9% 11 78.6% 

Southern Georgia 18 17 94.4% 12 66.7% 

Heart of Georgia/Altamaha 17 13 76.5% 9 52.9% 

Coastal 10 10 100.0% 7 70.0% 

Population Range Total 

Number 

Original Survey 

Response 

% Original Follow-Up 

Survey Response 

% Follow-Up 

Greater than 250,000 6 5 83.3% 4 66.7% 

100,000-249,999 19 19 100.0% 16 84.2% 

50,000-99,999 16 16 100.0% 13 81.3% 

25,000-49,999 31 31 100.0% 22 71.0% 

15,000-24,999 35 31 88.6% 20 57.1% 

10,000-14,999 20 18 90.0% 14 70.0% 

Less than 10,000 32 28 87.5% 16 50.0% 
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only 41 counties (25.8%) total have populations in that range. Overall, the counties with police 

departments that responded had anywhere from 3 officers to over 700 officers, with the average 

department employing 205 officers.  
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Findings 
In examining the benefits and compensation that counties offer their sheriff’s deputies and jailers, ACCG 

asked counties questions regarding any compensation studies that they had conducted or were 

conducting, any salary increases that their employees had received, any health insurance and retirement 

benefits that employees have access to, and any other benefits which the county offers to their 

employees. 1 ACCG also asked counties with county police departments about the same topics to 

determine if there was parity between sheriff’s deputies and jailers and county law enforcement 

officers.  

                                                           
1 Counties were asked whether they had a civil service or merit system. The survey results indicated that 36 
counties had a civil service or merit system with only 25 including sheriff’s deputies or jailers. Since only a minority 
of counties reported having a civil service or merit system that included sheriff’s deputies, jailers, or county police 
officers, no additional questions were asked on this topic.  
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56%

6%

28%

10% Yes, for both

Yes, just for deputies

No

I don't know

Based on the outcome of your compensation study, 
did your county increase compensation? 

Compensation Studies  
In the survey, county governments were asked whether their county had conducted a compensation 

study that included sheriff’s office employees (deputies and/or jailers) to determine whether counties 

had examined their compensation and benefits in relation to other local governments. The results of the 

survey show that 64 counties (43.8%) conducted a compensation study. Of those counties, 31 (48.4%), 

conducted their compensation study within the last two years, 8 (12.5%) conducted their compensation 

study between three and five years ago, 13 (20.3%) conducted their compensation studies more than 

five years ago, and 12 (18.8%) did not specify when their compensation study was conducted.  

Counties largely increased compensation based on the results of their compensation studies, with 40 

counties (62.5%) providing raises for their sheriff’s deputies and/or jailers as a result of their 

compensation studies. Only 18 counties (28.1%) elected not to increase compensation for deputies and 

jailers as a result of their compensation studies. While the survey did not ask specifically why 

compensation was not increased as a result of the compensation study, it may be that counties that 

completed a compensation study and did not increase compensation were already competitive in terms 

of compensation when compared to other local governments. The complete results of this question are 

presented below.  

     

 

 

 

 

 

 

 

Compensation increases as a result of compensation studies were both across the board and position 

based, with 28 counties (65.1%) offering position based increases. Further, 7 counties (16.3%) offered 

across the board increases, 4 counties (9.3%) increased compensation in other ways, 2 counties (4.7%) 

were still completing their compensation study but anticipated increasing salaries, and 2 counties (4.7%) 

increased compensation but were unaware of the method used to increase it. Examples of other ways 

that counties increased compensation included years of service and based on the discretion of the 

sheriff. 

Finally, of the 134 respondents, 35 (26.1%) answered that they planned on conducting a compensation 

study that included sheriff’s office employees within the next three years, 32 (24.6%) answered that 

they did not plan on conducting a study, and 78 (58.2%) did not know whether they planned on 

conducting a study. Of the counties that did not plan on conducting a compensation study in the future, 
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8 (25.0%) had conducted one within the last five years. Overall, about 50.7% of counties had conducted 

a compensation study or will conduct one within the next three years and these results suggest that 

counties are interested in how their sheriff’s deputies and jailers are compensated in comparison to 

employees in similarly situated local governments.  

Other Salary Increases 
ACCG also surveyed counties regarding raises that their sheriff’s deputies and jailers had been given that 

were not the result of a recommendation of a compensation study. In the last three years, 47 counties 

(32.2%) gave salary increases solely for sheriff’s deputies and jailers, 18 counties (12.3%) gave them just 

for sheriff’s deputies, 68 counties (46.6%) did not give raises, and 7 counties (4.8%) were not aware if 

they gave raises. Additionally, 5 counties (3.4%) indicated that their sheriff has the discretion to give 

raises as deemed appropriate. This data is presented below.  

 

 

 

 

 

 

 

ACCG was also interested in whether there was parity between sheriff’s deputies and jailers and other 

county employees in terms of cost-of-living-adjustments (COLAs) and merit increases. The responses to 

this question are presented below. Overall, it appears that there is parity between the two groups, as 

128 counties (88.9%) provide COLAs and merit increases for sheriff’s deputies and jailers when they do 

so for county employees. Only 13 counties (9.0%) indicated that their sheriff’s deputies and jailers did 

not receive a COLA or merit increase when county employees did. Both of these findings suggest that 

counties are treating sheriff’s deputies and jailers equitably as compared to other county employees  
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Health Insurance 
ACCG further asked questions regarding the benefits that sheriff’s deputies, jailers, and county law 

enforcement officers were receiving and to what extent the counties were financing those benefits. 

ACCG began by asking questions regarding the extent to which counties are providing and financing 

both individual and family health insurance plans.  Overwhelming, counties provide individual health 

insurance plans for sheriff’s deputies and jailers with 143 of the 145 respondents (98.6%) providing 

coverage for these employees. Only two counties do not provide individual health insurance coverage 

for sheriff’s deputies and jailers, and each of these counties has a population of less than 4,000 and does 

not offer health insurance to any other county employees. Overall, most of Georgia’s smallest 

population counties are offering these benefits to their law enforcement officials. Of the 28 counties 

with populations of less than 10,000 that responded to the survey, 26 (92.8%) provide health insurance 

for their sheriff’s deputies and jailers.  

Counties are also paying the majority of the cost of these plans, with 126 of the 141 respondents to this 

question (89.3%) paying over 70% of the cost of an individual health insurance plan for their sheriff’s 

deputies and jailers. Many counties offer multiple health plans for their employees, so it is difficult to 

quantify the exact percentage that many counties pay towards this cost. However, counties, on average, 

contribute 89.4% towards an individual employee’s health insurance plan. A distribution of what each 

county pays is presented below.  

 

 

 

 

 

 

 

 

 

 
Counties also consistently provide health insurance for the families of their sheriff’s deputies and jailers, 

with 98 (93.3%) of the 105 respondents offering family health insurance coverage. Only 6 counties 

(5.7%) that responded did not offer health insurance for employees’ families. Of the 98 counties that 

offer health insurance for employees’ families, 63 (64.3%) contribute a percentage towards the cost of 

the insurance coverage while 32 (35.7%) did not contribute to the cost. The average county that 

contributes provides 76.4% of the cost.  

Other Insurance Offered 
Counties further provide other forms of insurance to their employees, as is presented on the next page. 

While counties offer insurance, it does not necessarily imply that counties contribute a percentage 
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towards the cost of that insurance. However, as will be discussed in a later section, this practice is on par 

with what county police departments are offering their police officers in terms of benefits. 

 

 

 

 

 

 

 

 

 

 

Retirement 
Overwhelmingly, counties offer retirement plans to their sheriff’s deputies and jailers, with 142 of the 

145 respondents (97.9%) offering such plans. Only 3 counties do not offer retirement plans to their 

sheriff’s deputies and jailers and each of these counties has less than 15,000 residents and does not 

provide retirement plans to any county employees. Further, of the 28 counties with populations of less 

than 10,000 that responded to the survey, 26 (92.8%) provide a retirement plan to their sheriff’s 

deputies and jailers. 

In general, counties provide a diversity of retirement plans to their employees, with 91 (64.1%) offering 

a defined benefit/pension plan, 123 (86.6%) offering a 457 retirement plan, and 65 (45.8%) offering a 

401(a) retirement plan. It is difficult to quantify the exact percentage that counties pay towards their 

employees’ retirement plans, but of the counties that responded to this question, retirement plans were 

entirely funded by the individual in 9 counties (6.9%), entirely funded by the county in 20 counties 

(15.4%), and funded by both the employee and the county in 101 counties (77.7%).  

Sheriff’s deputies also have the opportunity to participate in the Peace Officers Annuity and Benefits 

(POAB) Fund, a supplemental retirement program that sheriff’s deputies participate in by contributing 

$20 per month to the fund.  Upon retirement, the deputies then receive a monthly payment from the 

fund to supplement any other retirement that they are receiving. Out of the 101 respondents to this 

question, 13 counties (12.9%) indicated that they contribute towards the cost of a deputy’s participation 

in POAB, with 10 (76.9%) paying the full $20 per month, 1 (7.7%) paying $10 per month, and 2 (15.4%) 

that contributed but were not aware of the contribution level.  

Other Benefits 
In addition to health insurance and retirement plans, almost all counties that responded to the survey 

offer paid time off for their sheriff’s deputies and/or jailers. Only a single county does not provide paid 

time off in the form of annual leave or sick leave for sheriff’s deputies and jailers while 9 counties 
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Benefits Offered to Sheriff’s Deputies and Jailers 

provide paid time off for sheriff’s deputies but not jailers. It is extremely difficult to quantify the average 

amount of sick leave and annual leave that counties provide to their sheriff’s deputies and jailers 

because it is largely based on longevity; however, a majority of counties that responded to the survey do 

provide more than 80 hours a year of paid sick and annual leave.  

Further, sheriff’s deputies and jailers are offered some benefits above and beyond those that are 

typically offered to other county employees, which include but not limited to, uniform allowance, take 

home cars, gym memberships, association fees, and tuition reimbursement. Over 85% of respondents 

offer their sheriff’s deputies take home cars while over 75% of respondents offer them a uniform 

allowance. These benefits are not generally offered to other county employees and may serve as unique 

incentives to attract and retain sheriff’s deputies and jailers in their counties. The chart below presents a 

complete picture of what additional benefits counties are offering their sheriff’s deputies and jailers.  

   

 

 

 

 

 

 

 
 

 

Comparisons 
Overall, the results of the survey indicate that there is little difference between the benefits offered to 

sheriff’s deputies and the benefits offered to jailers. Of the 133 counties that responded to this 

question, 117 (88.0%) do not offer any additional benefits to sheriff’s deputies that jailers do not also 

receive. Of those counties that do differ in benefits, the only additional benefits that are offered to 

sheriff’s deputies are take home cars, POAB dues, and paid time off. However, jailers are not able to 

participate in POAB and generally do not require take home cars, so the difference in these benefits 

between the two groups is marginal at best. The only significant difference in benefits offered between 

the sheriff’s deputies and jailers as reflected in this survey is that eight counties do not offer sick leave, 

annual leave, or paid time off to jailers but do for sheriff’s deputies. However, this accounts for only 

6.0% of counties that participated in the survey.  

As it pertains to the differences in benefits between sheriff’s deputies and jailers and county police 

officers in the 14 counties with county police departments, again, the differences in benefits are 

minimal. Of the 12 counties with police departments that responded, nine (75%) reported that their 

benefits were the same between both groups. Further, two counties (16.7%) offer slightly better 

benefits to their police officers, with the only difference in benefits being that police officers get take 

home cars and sheriff’s deputies and jailers do not, while one county (8.3%) offers better benefits to 
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sheriff’s deputies and jailers than police officers, with the only difference being that the former group 

gets take home cars.  

Finally, of the 100 respondents to this question, 49 (49.0%) reported that their sheriff’s deputies and 

jailers do not have higher attrition rates than other county employees. Only 28 counties (28.0%) 

reported that their sheriff’s deputies and jailers did had higher attrition rates while 23 counties (23.0%) 

were not sure how their attrition rates compared. This response suggests that for nearly half of the 

survey respondents, sheriff’s deputies and jailers are leaving the county at no higher a rate than are 

other county employees. Several counties indicated that pay incentives that they had initiated had been 

successful in retaining current employees and attracting new employees, suggesting that what counties 

are currently doing is working. Of the counties that indicated that the attrition rate was higher for their 

sheriff’s deputies and jailers, several noted that this was because of current leadership and/or 

departmental changes, again suggesting that their compensation and benefits are not what is driving 

employees to leave. However, it should be further that while 63% of the total number of counties in the 

state responded to this question, that there is no data available for the 37% that did not respond. As 

such, there could be more significant attrition issues on a statewide basis than represented in the survey 

sample.  

Implications 
Overall, the survey results indicate that overwhelmingly, counties do offer sheriff’s deputies and jailers 

benefits, with many counties offering diverse packages of benefits including but not limited to paid time 

off, retirement plans, individual and family health insurance coverage, take home cars, and uniform 

allowances. This is significant, given that, benefits offered to employees must be considered when 

discussing the adequacy of one’s compensation. Discussions of salary alone obscure the reality of one’s 

compensation and discussions of law enforcement compensation often only focus on salary. When 

examined in light of both salary and benefits, the picture is much different.  

In addition to providing an overview of the benefits offered to sheriff’s deputies, jailers, and law 

enforcement officers, the survey results reveal that these employees are treated comparably to other 

county employees in terms of salary increases and benefits. Based on the results of the survey, we can 

conclude that counties are giving a variety of benefits to their employees, that they are examining their 

systems of benefits, and that they generally provide salary increases to their employees when other 

county employees receive them, ensuring that the compensation offered is competitive in terms of 

other county employees and with other counties in general.  
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Appendix A: Maps 
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DCA Map of Georgia Regions 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix B: Questions Asked  
 

Initial Survey 

Q1: County Name 

Q2: Contact Information:  
 Name: __________ 
 Position: __________ 
 Email: __________ 

Q3: Does your county have a civil service/merit system? (A civil service system is generally created by a 

local ordinance or resolution and provides certain employment protections and processes and may also 

include compensation requirements. It is not simply a merit increase program or personnel policy 

enacted by your county). 

 

Q4: Who is included in your county's civil service/merit system? (In order for Sheriff's staff to 

participate, the current or previous Sheriff would have to opt into the system). 
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Q5: What is the total number of deputies and the total number of jailers employed by the county? 

(Provide separate numbers for each.) 

Q6: Has your county conducted a compensation study that included Sheriff's office employees (deputies 

and/or jailers)? 

Q7: Based on the outcome of this study, did your county increase compensation for Sheriff's office 

employees (deputies and/or jailers)? 

Q8: Was it an across the board increase or was it position based? 

Q9: Does your county plan on conducting a compensation study within the next three years that would 

include Sheriff's office employees (deputies and jailers)? 

Q10: Has your county provided a salary increase (outside the recommendation of a compensation study) 

solely for law enforcement in your county within the last three years? 

Q11: Has your Sheriff received any salary increases beyond the annual mandated COLA and longevity 

increases required under state law? 

Q12: Does your county generally provide COLA's or merit increases to the Sheriff's deputies and jailers 

when county employees receive them? 

Q13: Does your county provide health insurance for Sheriff's deputies and jailers? 

Q14: What percentage cost does the county cover for individual/single health plans? 

Q15: Does your county make available any of the following types of insurance for Sheriff's deputies and 

jailers and if so, what percentage, if any, does the county pay? (Select each percentage for all that apply, 

note that 0% is an option if your county has that benefit but does not pay for it.) 

Q16: Does your county offer retirement plans to Sheriff's deputies and jailers? 

Q17: What type of retirement plans are offered to Sheriff's deputies?  

Q18: What is the maximum percentage that the employer contributes towards the retirement plan per 

employee? 

Q19: Select all the following benefits that Sheriff's deputies and jailers receive from the county (uniform 

allowance, take home car, gym membership, association fees, tuition reimbursement, other).  

Q20: Are there any types of benefits (health, life, retirement, other) provided to deputies that are not 

also provided to jailers? 

Q21: Does the Sheriff participate in any of your county's retirement plans? 

Q22: Which retirement plan(s) does the Sheriff participate?  

Q23: Do Sheriff's deputies or jailers receive paid sick leave, annual leave, or PTO (paid time off)? 

Q24: How much paid sick and annual leave or PTO (paid time off) do they receive per year? 

Q25: On average, what percentage of your Sheriff's annual budget is spent on overtime? 
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Q26: Does your county have a county police department? 

Q27: What is the total number of police officers employed by the county police department? 

Q28: Have the police officers in your county received a pay increase within the last three years?  

Q29: Select all of the following benefits that are provided to county police in your county. 

Q30:  If your county provides any of the following types of insurance for county police, what percentage, 

if any, does the county pay? 

Q31: If health insurance is provided to county police officers, what percentage cost does the employer 

cover for a single/individual health plan? 

Q32: If retirement plans are offered to county police officers, what is the maximum percentage of the 

employee's salary that the employer contributes? 

Q33: Please provide any additional comments you may have regarding law enforcement compensation.  

Follow-Up Survey 

Q1: County Name  

Q2: Contact Information:  
 Name: __________ 
 Position: __________ 
 Email: __________ 

Q3: Does your county offer health insurance for the family of Sheriff’s deputies and jailers?  

Q4: Does your county contribute a percentage towards the health insurance of families of Sheriff’s 

deputies and jailers? 

Q5: What percentage does your county contribute towards the health insurance of families of Sheriff’s 

deputies and jailers?  

Q6: Does your county pay for Sheriff’s deputies’ Peace Officers Annuity and Benefit Fund (POAB) dues?  

Q7: What percentage of your Sheriff’s deputies’ POAB dues does the county pay?  

Q8: Does your county’s retirement plan allow for Sheriff’s deputies and jailers to retire early as 

compared to other county employees?  

Q9: What premium do Sheriff’s deputies and jailers pay to participate in this program?  

Q10: At what age does this program allow for Sheriff’s deputies and jailers to retire?  

Q11: Do Sheriff’s deputies and jailers have a higher attrition rate in your county than other county 

employees?  

Q12: Please provide any information regarding the attrition rate of Sheriff’s deputies and jailers versus 

the attrition rate of other county employees.  

Additional Information Requested: What year was your compensation study conducted?  


