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THE CONSUMER PRICE INDEX

What the Index Is

The Consumer Price Index (CPI) is a sta-
tistical measure of changes in prices of goods
and services houﬁht by urban wage earners-and
clerical workers, including families and single
persong. The index ie often calledthe “cost-of-
living index,” but its officialnameis Consumey
Price Index for Urban Wage EarnersandCler-
icp) Workers, It measures changes in prices,
which are the most important cause of changes
in the cost of living, but it does not indicate
how much families actually spend to defray
their living expenses. Prior to January 1964,
the complete name for the index was: Index of
Change in Prices of Goods and Services Pur-
chased by City Wage-Earner and Clerical-
Worker Families to Maintain Their Level of
Living.

The index covers prices ofeverything
people buy for living--food, clothing, automo-
~biles, homes, housefurnishings, household sup-
"";j:_lien, fuel, druge, and recreational goode; fees
to doctors, lawyers, beauty shops; rent, repair
costs, trandportation fares, public utility rates,
etc, It deals with prices actually charged to
consumers, including sales and excise taxes.
It also includes real estate taxes on owned
homes, but it doas not include income or per«
eonal property taxes,

I'The definition of wage earners andclerical
workere is based on the occupationalclaasifi-
cation used by the Bureau ofthe Censusfor the
1960 Census of Population and listad inthe Al~
phabetical Index of Occupations and Industries.
The group includes graftamen, foremen, and

Since January 1964, the index has applied
to single workers living alone, as well as to
families of two persons or more, The average
size of families represented in the index is
about 3.7 persons, and the average family in-
come in 1960.61 was about $6,250 after taxes,
The average income after taxes of single per-
sons represented in the index was about $3,560,

The Meaning of the Index Measurement

The index measures price changes from a
designated reference period. Beginning Jan-
vary 1971, the base reference period for the
CPIl is the annual average for 1967--as 100.0.
(Index numbers are also available regulsrly
on 1939=100, 1947-49=100, and 1957-59=100
bases, and they can be converted to any de-
sired base period,}) An index of 110 means
there was a l0-percent increase in prices
since the base period; similarly, an index of
90 means a l0-percent decrease.

Movements of the index from one date to
another are usually: expressed as percent
changes rather than changes in index points
because index points are affected by the base
period, while percent changes are not. The
following example illustrates the difference
between percent change and index points
change:

ers; and laborers, except farm and mine. It
excludes professional, technical, and kindred
workers, such as engineers and teachers;
farmers and farm managers; managers, offi-
cials and proprietors, excapt farm,; private
hoysehold workers. and farm laborers and

foremen, A consumer unitincludedinthe 1960-

kindred workers, such as carpenters, book-
binders, etc,; operatives and kindred workers,
such as apprentices in the building trades, de~
liverymen, furnacemen,smeltey s, and pour-
ers, etc,; clerical and kindred workers; sery-
ice workers, except private household, suchas
waitresses, practical nurses, etc,; gales work-

61 Survey of Consumer Expenditures was clas-
sified in the index group if more than half the
combined income of all family members was
obtained in a wage-earner and clerical-worker
occupation and at least one family member was
a full-time earner {i.e., worked 37 weeks or
more during the survey year).
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Index

Period Base A
.o, 112.5
Im....c.. 121.5
Index points

change ......., - 9.0

Percent change . ., . ..
9.0x100= 8,0
112,58

The Bureau calculatés a monthly index re-
presenting all urban places inthe United States
--The U.S, City Average Index--and a separate
index for each of 23 Standard Metropolitan
Statistical Areas.®The individual city indexes
measure how much prices have changedin a
particular city, from time to time; but they do
not show whether prices or living costs are
higher or lower in one city thaninanother, For
example, consider the prices of a single item
in two cities in 2 years:

Price Index, Year Il

Year 1 Year Il (Year 1<00)

City A...... $0.30 $0.60 200
City B...... 40 .70 175

The price is higher in City B in each of the 2
years, but the relative increase in price in
City B is less and thereforetheindexis lower,

Uses of the Index

The Consumer Price Index is used widely
by the general public to guide family budgeting
and to understand what is happening to family
financee. It is used extensively in labor-man-
agement contracts to adjuet wagee. Automatic
adjustments based on changes in the index are
incorporated in some wage contracts and in a
variety of other types of contracts, such as
long-term leases. In addition, the CPI is uoged
28 a measure of changes in the purchasing
power of the dollar for euch diverse purposes

2For New York and Chicago, the more exten-
sive Standard Consolidated Areas areused, For
a list of areas for which separate indexes are
published, see table 1.
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Base B Bage C
168.8 225.0
182.3 243,0
13,5 18.0
13,5x100= 8.0 AB.0x100=8.0
168.8 225.0

as adjusting royalties; pensions, welfare pay-
ments, and occasionally alimony payments. It
also is used widely as a reflection of infla-
tionary or deflationary trends in the economy.

Brief History of the Index

The Bureau of Labor Statistics has beencal«
culating the Consumer Price Index for nearly
five decades. The weighting factors, the listof
items included in the market bagket, and the
cities {n which price data were collected for
calculating the index have beenupdated several
times during that period. Initially, they were
based on a survey of expenditures by wage
earners and clerical workers in 1917-19. Be-
cause people’s buying habite changed substan-
tially by the mid-1930's, a new study was made
covering expenditures in the years 1934.36
which provided the basis for a comprehensively
revised index introduced in 1940 withretroac-
tive calculations back to 1935,

During World War II, when many commod-.
itieg were scarce and goods were rationed, the
index weighte were adjusted to reflect these
shortages, Again in 1950, the Bureau made in-
terim adjustments, based on surveys of con-
sumer expenditures in seven cities between
1947 and 1949, to reflect the most important
affects of immediate postwar changes in buying
patterna. This adjustment was followed by the
firat comprehensive posiwar revision of the
index, which was completedin January 1953. At
that time, not only were the wsighting factors,
list of items, and eources of price data updated,
but many improvements in pricing and caleu-
lation methode also were introduced,

The most recent comprehensive revision of
the index was completed in January 1964. To
determine the current pattern of expenditures



for goods and services by wage earners and
clerical workers, the Bureau made a Consumer
Expenditure Survey (CES} covering the period
1960-61.> The sample of cities in the survey
“ncluded 72 urban aress which were chosen to
Jepresent all urban places inthe United States,
including Alaska and Hawaii.$ Only 56 of the 72
areas comprise the list of cities in whichprice
quotations are obtained for the index. (Alistof
the areas and cities ia given intable 1.) In this
most recent survey, as in those conducted
earlier, the BLS obtained a detailed record of
the kind, qualities, and amounts of all goods
and services bought by each consumer unit
(family or single person living alone} and of
the annual amount spent for each itermn. A total
of 4,912 urban wage-earner and clerical-
worker families and 585 single workers pro-
vided such records,

The Market B; siket

It is not feasible or necessary to obtain
current price quotations on everything that
consumers buy in order to calculate a valid
index of changes in consumer prices., About
400 items have been selected objectively to
compose the “market basket” for currentpric-
ing, beginning with the January 1964 indexes.
Not all items are priced ineverycity, In order

{0 make possible estimates of samplingerror,
“two subsamples of -items have been set up.
These are priced in different cities and indif-
ferent outlet samples, as indicated in table i,
The list includes the most important goods and
services and a sample of the less important
ones.” Incombination, these represent all
items purchased. The content of this market
baeket in terms of items, quantities, and qual-
ities is kept essentially unchanged in the index
calculation between major revisions so that
any movement of the index from one month to

3The Surveys for Cincinnati and Anchorage
covered expenditures in 1959, and those for
Houston, Kansas City, Milwaukee, Minnea-
polis-5t. Paul, and San Diegocovered expendi-
tures in 1963,

4The selection of the city sample is described
in “The Revised City Sample for the Consumer
Price Index,” Reprint No, 2352 from the Octo«
ber 1960 Monthly Labor Review.

The complete list is available on request,

the next is due solely to changes in prices. A
comparison of the total cost of the market
basket from period to period yields the meas-
ure of average price change,

Price Data Collection

Prices are obtained by personal visit to a
representative sample of about 18,000 retail
stores and service establishments where wage
and clerical workers buy goods and services,
including among the establishments chain
storea, independent grocery stores, depart-
ment and specialty stores, restaurants, pro-
fessional people, and repair and service ahops.
Rental rates are obtained from about 40,000
tenants. Reporters are located both in the city
proper and in suburbs of each urban area.
Cooperation of reporters is completely volun-
tary and generally excellent,

To insure that the index reflects only
changes in prices and not changes due to quan-
tity or quality differences, the Bureau hae pre-
pared detailed specifications to describe the
items of the market basket. Specially trained
Bureau representatives examine merchandise
in the stores to determine whethar the goods
and services for which theyrecord prices con-
form to the specifications. Where the pre-
cigely specified item is not sold ata particular
retail establishment, the Bureau’s represent-
ative obtains a detailed technical description
of the item onwhichprices are quoted, in order
to insure that prices will be quoted onthe same
quality and quantity from time to time,

Prices are collected in sach urban location
at intervals ranging from once every month to
once every 3} months, as indicated in table |1,
with a few items surveyed semiannusally oran-
nually, Because food prices change frequently,
and because foods are a significant part of total
spending, food pricing is conducted svery month
in each urban location, Prices of most other
goods and services are collected every month
in the five largest urban areas and every 3
mmonths in all other placee, Pricing of foods is
done on 3 consecutive days each month; rents
and itemes for which prices are obtained by
mail are reported ae of the 15th of the month;
pricing of other items extends over the entire
calendar month. The Bureau uses mail ques-
tionnairee to obtain data on streetcar and bus

1-3




fares, public utility rates, newspapér prices,
and prices of certain other items which do not
require personal visit by Bureau agents. Fora
number of items, e.g., home purchase, college
tuition, used cars, magazines, etc., data col-
lected by other Government agencies or pri-
vate organizations are used.

Index Calculation

A standard statistical formula®is used to
calculate the Consumer Price Index from
prices for the market basket items, Average
price changes from the previous pricingperiod
to the current month are expressed inpercent-
age terms for each item, and the percent
changes for the various goods and servicesare
combined, using weighting factors based onthe
item's importance in family spending and that
of other items which it represents. This com-
posite importance is called the cost weight of
the market basket item. Table 2 shows the rela-
tive importance of the various groups and sub.
groups in the U,S, index as of December 1963,
together withthe number ofitermns priced. There
is a set of séparate cost weights for each of the
56 urban locations included in the index. The
following hypothetical example for pork illus-~
trates the index procedpre,. (See table A.)

Identical resuits could be obtained for pork by
multiplying prices each period by the implied
physical quantities included in the market bas-
ket, as {llustrated in table B.

The average change in pork prices is computed
by comparing the sum of the cost weights in
October with the comparable sum for Septem-
ber, as follows:

$33.8%
Septernber cost weight $33,00

October cost weight

x100=102.6

This means that pork prices in October were
102.6 percent of (or 2,6 percent higher than)
pork prices in September.

Although the second method may appear
simpler, in reality it is not. Deriving the inv-
plied quantity weights is an extra operation,
Furthermore, the second formulation greatly
complicates the handling of the numerous sube
stitutions of reporters and items which occur
constantly in repetitive index work, Conse-
quently, the first method is the one actually
used for the CPIL The secondillustration, how-
ever, may assist the user to understand the
meaning of the index mechanism,

After the cost weights for each of the items
has been calculated, they are added to area
totals for commodity groups andallitems. The
U.5, totals are ocbtained by combining area
totals, with each area total weighted according
tc the proportion of the total wage-earner and-
clerical-worker population whichit represents
in the index based on 1960 Census figares,” In

Table A
Price September Qctober
Sample September October ralative cost cost
item price price Sept.= 100 weight weight
Pork chops -+ - $0.75 $0.77 1/4 103,00 $15.00 $15.45
Ham...:v v v s .80 82 102,50 8.00 8,20
Bacon, ,,.... 1.00 1.02 102,00 10,00 10,20
$33.00 $33.85
Table B
Implied September October
Sample quantity September cost October cost
Item (pounds) price weight price wejght
Pork chopsé .« .+ . . 20 $0.75 $15.00 $0.77 1/4  $15.45
Ham. ..... 0000 10 .80 8.00 .82 8.20
Bacon, + . .. 64 s 10 1.00 10.00 1,02 10.20
$33.00 $33.85

65ee Explanation of the Indax Formula, p. 7.

+ TTable | shows the cities in the CPI as of
January 1966, their population weights, and
their pricing schedules,




this process, it isnecessarytomake estimates
for cities in which price data are notcollected
tin a given month, Finally, the U.S, totais for
"the current and previous months are compared
to compute the average price change.

Seasonally Adjusted Indexes

In Jahuary 1966, the Bureau initiated publi-
cation of seasonally adjusted national indexes
for selected groups and subgroups of the CPI
for which there is a significant seasonal pat-
tern of price change., Previously, the Bureau
had made available seasonal factors, permit-
ting users who wished to do so to calculate
seasonally adjusted indexes.8 Percent changes
in the seasonally adjusted CPI have been pub-
lished since February 1970. Seasonal factors
and seasonally adjusted indexes used in these
computations only are carried totwo decimals.
The factors used initially in computing the
seasonally adjusted indexes were derived by
the BLS Seasonal Factor Method using data for
1956-65.9 These factors are updated at the end
of each calendar year. '

The seasonal adjustment does not affectthe
procedure for computing the original indexes.
" The unadjusted all items and groupindexes are
“ derived as described above. The seasonalcal.

culations are & separate operation designed to
make available data from which normal sea-
sonal fluctuations have been removed to facile
itate analysis,

Limitatione of the Index

The Consumer Price Index ie not an exact
measurement of price changes, It ie subjectto
sampling errores which cause it to deviate
somewhat from the results which would be ¢b-
tained if actual records of all retail purchasee

8%See Seasonal Factors, Consumer Price In-
dex: Selected Series, May 1963, (Bulletin 1366),
U.5. Department of Labor, Bureau of Labor
Statisticu.

A detailed desc ription of the BLS Seasonal
Factor Method ig available upon request.

by wage earners and clerical workers couldbe
used to compile the index. These estimating or
sampling errors are not mistakes in the index
calculation, They are unavoidable. They could
be reduced by using much larger samples, but
the cost is prohibitive, Furthermore, the index
is believed to be sufficiently accurate for most
of the practical uses made of it,

Another kind of error occurs because people
who give information do not always report ac-
curately, The Bureau makes every effort to
keep these errors to a minimum, and corrects
them whenever they are discovered subse-
quently. Precautions are takento guard against
errors in pricing, which would affect the index
most seriously. The field representatives who
coliect the price data and the commodity spe-
cialists and clerks who procesy them are well
trained towatchfor unusual deviations in prices
which might be due to errors in reporting,

The Consumer Price Index represents the
average movement of prices for wage earners
and clerical workers as a broad group, butnot
necessarily the change in prices paid by any
one family or emall group of families. The in-
dex is not directly applicable toany other occu-
pational greup. Some families may find their
outlays changing because of changes infactors
other than prices, such as family composition,
The index measures only the change in prices
and none of the other factors whichaffect{fam-
ily living expenses.

In many instances, changes in quoted prices
are accompanied by changes in the quality of
consumer goods and gervices, Also, newprod-
ucta are introduced frequently whichbear little
resemblance to products previously on the
market; hence, direct price comparisons can-
not be made. The Bureau of Labor Statistics
makee every effort to adjust quoted prices for
changes in quality, and has developed special
procedures for this purpose, including the use
of techaical specifications and highly trained
pereonnel referred to previously, Neverthe-
less, some residual effecis of quality changes
on quoted prices undoubiedly do affect the
movement of the Consumer Price Index either
downward or upward from time to time,
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Explanation of the Index Formula

In the absence of major weight revisions or sample changes, the index formula is most simply
expressed as:

;;;(%ﬂ.) | (%%)(T)
S T @)

This is the customary, oversimplifie& way of writing a price index formula to show that the ('s are
held constant between major revisions. In actual practice, the basic data for weights are values, and the
quantity and price elements of the ''pQ’’ values (p's and ('s) are not separated.

M Ii:o

X

With a weight revision, the formula bécomes:
SRS »/ LI NS oI N
e Z(qopo) Z:(q -s)

where § is a derived composite of the annual quantities purchased in a weight base period for a bundle
of goods and services to be represented by the specific item priced

p and p* are the average prices of the specific commodities or services selected for pricing (the
superscript indicates that the average prices are not necessarily derived from identical samples
of outlets and specifications over long periods)

i-s is the month preceding a weight revision (most recently, December 1963)

i is the cusrent month

a is the period of the most recent consumer expenditure survey (1960-61) from which the revised
weights were derived

o is the reference base period of the index (1967).
The (qopo) or (qap {-s) base '‘weights'’ for a given priced item are the average expenditures in
a weight base period represented by that item (including expenditures for the item itself and for other sim-

ilar non-priced items).

In actual practice, this expenditure is projected forward for each pricing period by the price relative

foe the priced item:
(Q.Dl) (qnpa-l)( 1
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In practice, then, the index formula is as follows:
i)
Gk TR E(-. ) ™
(3) Ii:o 3 Z:(qopo) X :(‘Lpi.-s) X E(q-p{.]) x 100

Thus, aithough the cost weighe changes with every change in price, the implicit quantity (qo) or
((L) remains fixed between major weight revisions,

P
The long-term price relative for each priced item (—E'L) in reality is:
4]

U A\ W2\ Y 4 5 YOO DL
WAUTAGE TN EITETTTr
That is, Ril.o is the product of a number of short-term relatives, The superscripts on the p's indicate

that chese av;rnge prices wre not necessarily derived from identical samples of outlets and specifications
over long periods. This chaining of monthly, or quarterly, price relatives based on comparable specifica-
tions in successive periods ellows the requisite flexibility to make substitutions of items, specifications,
and outlets.
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Tdble 1. Citles, Population Weights, and Pricing Schedule

for the Consumer Price Index
PRICING SCHEDULE
POPULATION OTHER I TEMS
CITY AND SIZE STRATUM WEIGHT } c000 3 PR
SAMPLES
! il 2
A. Standard Metropolitan
Stacistical Areas of 1,400,000
or more in 1960:
*Balcimore, Md ~+vcmcovacacnann. (1,402 14,28
*Boston, Magg --«--ceccceacnranas 1.93¢0 14,2B X
*Chicego-Northwestesn Indianad---- 5.552 1A,1B,2A,28 |x
*Cleveland, Ohio -«---=vvocmuu-nn 1.325 14,28 X
*Decroit, Mich -«--mreccnaannnnoon 2.893 1A,2B x
*Los Angeles-Long Beach, Calif--- 5.017 1A4,2B %
*New York-Northeastern New Jersey 4 12.577 & | 1A,1B,2A,2B 1A,28 x
*Philadelphia, Pa-------vemeue--o 2.703 14,248 X
*Pittsbuegh, Pa---eremennmemena- | 1565 1A,2B x
‘Sto Lo“i'. Mo """""""""""" i-‘za lt‘,ZB
*San Francisco-Oekland, Calif----- 2.372 14,18,24,28
*Washington, D. C-vnnmracnnnennaa 1.255 J 1A,1B,2A,28 X
B. Standard Mewropolitan
Statistical Areas of 250,000
to 1,399,999 in 1950:5 .
sAtlancs, Ga s--cmomeen- way oo 2.934 14,28
*Buffalo, NY+--nrmremennds mamnen 2.347 : 1A,2B x
*Cincinaati, Ohio-Ky--«--- i SO J40 14,28
*Dajlas, TER nessnevmsacsinmnnnns 2.934 14,2B X
Duyton, Ohio ~vreveravinnaaan-. 1.096 14,28 x
Denver, Colo. -~-vvvcrccccenenans 1.838 1A,2B X
Hartford, Conn - --~-cecvnccanaonun 2.348 1
*Honolulu, Hawsii ~==---===s-=-s 354 1A,2B
*Houston, Tex-smmnnnsemmnnnaaan- 999 2 14,28 1A,28B - I x
Indisnapolis, Ind -------ccv-n-un 1.095 2
*Kansas City, Mo.-Kang -------vv- LG 14,28
*Milwaukee, Fig ----v-voemmrcane. 830 IA,28 X
°Mioneapolis-St. Pzul, Ming ------- 1.042 | 1A,2B x
Naghville, Tetn c-av-cvmccmmcens 2.933 S ¢ X
*San Diego, Calif «-e-v-ecesvr-n. K72 14,28 E
“Seattie, Wash ---vrencniecen-ns 1.837 j 14,28 £
Vichita, Kang «e-veecenerarenc-s 1.080 iA,2B £
C. Standard Mewopolitan
Segcistical Ageas of 50,000
wo 249,999 ia 1960;
Ausgn, Tex cevacemecmvmccnannns £.250 1 i x
Bakersfield, Calif ~--<cvcevavenn ‘ 1.323 & i
Baton Rouge, La -vre-vcaveceann 1.2%0 2 2 %
Cedaz Repids, lows -vvecvecvervs §.284 1A,2B 14,28 X
Champaign-Urbsae, Il -<--vcnvne 1.284 14,2B i4,2B £
-8-
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Table 1. Cities, Population Weights, and Pricing Schedule

for the Consumer Price Index--Continved
PRICING SCHEDULEQ_
POPULAT!C;N : OTHER ITEMS
CITY AND SIZE STRATUM WEIGHY Foooa %
SAMPLES SCHEDULE
: m]1lz2] 2
Dutham, N.C ~e--vmracen-- suan 1.250 1A,2B i1A,2B ®
Green Bay, Wis ------ 4mecmcnan 1,284 1 1 %
Lancestet, Pa -w~--- emaasn e 1.803 1 | x
Orlando, Fla «c-revnanecaunnn 1.250 14,2B 14,28 £
Portland, Maine ----c-ccucan-. 1.803 2 2 x
D. Utban Places of 2,500 to
49,999 in 1960;
Aachorage, Alaska --------- .- 055 1,2 1,2 x
Crookston, Ming ----+-vvunv-ne 1.352 1 1 %
Devils Lake, N. Dak -~-cvncc0u- 1.352 2 2 x
Findley, Ohio ----- wecmemmoaen 1.352 1 1 x
Flotence, Ala ---vvnceacnoonn- 1,227 1 1 x
Kingston, N.Y ~--v--cvonucana. 1.171 2 2 x
Klamath Falls, Oreg --«------- 1,338 1 1 x
Logensport, Ind -----v-nouev.s 1.352 2 2 x
Mangum, Okla---<-c-eceanmn--n 1.226 1 1 X
Magtingville, Vavecomaeuaaaanas 1,227 2 2 x
McAllen, Tex ~-------ccauee-nnn 1.227 2 2 X
Miliville, N.J --cavecccecuanas 1.171 2 2 x
Niles, Mich ----- sasmesimssnas 1.351 1 1 x
Orem, Uteh <ccvecccvovennean. 1.339 2 2 X
Southbridge, Mass «o--vecoeon-s 1.170 i 1 x
Uniot, $.C «exeennsvonnsanns . 1,227 1 1 x
Vicksburg, Misgs -~-v-c--cceenn 1,226 2 2 z

*ladicates sreas for which separete indexes are published.

1'!'lu 18 targest Standard Mewopolitan Stotistical Aress s defined for the 1960 Concus of Population were aelected
on n certsinty bepie and reprosent themoelves only in the population weight patteens. The other sample eolectlone
carry oot only thelr owa population welghts but also prorata shares of the population weights of wil cities in their re-
gion in the same populotion clnau.

2}“:1 samplea are identified os oamples *1* and **2.** Ouilet oamplos sre ldentified as samples *A’* and **B."
The determinsilen b to the extent of sampling within an eres depended on plans for publiching separato eres indsxes
snd on pleas for developing eslimutes of sampling error and ite components.

3Foo:h. fuelo, end soveral other iteme e priced every month in alt citive. Prices of a few ftems ere collected
seminnoually or sanually in allcities, Prices o othor goode and services are obtained on the echedule indicated:

M= Every month,

1= Jeuuery, April, July, and Dctober.f“
2% February, May, August, end Novomber.
3= March, Jutie, Ssplember, and December.

‘Sundnrd Congoliduted Areas.
5Pa;mluion weights revised for thie group begianiag Jenvary 1966,
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Toble 2. Groups of Gonds ond Services Priced for the Consumer Price Index,
Their December 1963 Relative importance, and Number of ltems Priced

1-10

GROUPS RELATIVE IMPORTANCE t#gﬂsa%';:%‘;o
*All ite:;m ------------------------ 100,00 398
*F00d s-mssceecoacanarecnncan. 22.43 105
*Food at home --=vvcnucvaunas 17.89 o6
*Cereals and bakery products 2.45 9
Cereals ---vr-ccnvcuc-. 0.80 4
- Bakery products ---.- “ou 1.6% 5
*Meats, poultry, and fish---- 5.63 29
Meats uervr-srromarnann 4.45 21
Beef and veal--u.---. 2,21 9
Pork -ereeemmannaenns 1.30 6
Other meats =«=ve-n-- D4 6
Poulery - - - -ovvcecmcnu-s 73 3
Fish ~ccvcevvuamannian. 45 5
*Dairy products ----e--unvve 2.80 7
*Fruits and vegetables------ 3.02 29
Fresh fryits «ve-enaveesn .76 8
Fresh vegetables ------. 94 11
Processed fruits and
vegetableg -vcceoncnann 1.32 19
*Other food at home --«----- 3,99 22
Eggs «-=-e~eoormmaenonmn 04 I
Fats and oilg ~c-ocunounn 55 3
Sugar and sweets «-ce--- .64 4
Nonalcoholic beverages - - 1.01 6
Prepared and partially .
prepared foods ---nyq--« 1.15 8
*Food away from home ------.- 4,54 9
*HOUSIAR ~cemevearmaceanannaans 33.23 81
*Shelter +vvr-cmcaccvacenuans ' 20.15 18
SRent ~rercvvamaccvnrmacan 5.50 1
Hotels and motels --------- .38 1
*Home ownership««s---eva-- 14.27 16
Purchase and financing -- S 9.11 2
Taxes and insurance ---- 2.13 3
Maintenance and repairs-- 3.03 il
Commodities «-----vx- 98 ‘ 6
Services ~e-cvene-v-. 2,05 5
*Fuel and utilities vveenceanas 5.26 10
*Fuel ot and coal -~------. .73 2
*Gas and ejectticity -c-usn- 271 6
Other utilities «v-+-reua--. 1.82 2
*Household fumishings and
CHLION +ecenusnmcarnanas 7.82 33
exztile housefurnishings - - - 61 [
Furniture -«cee-veee wvmena 1.44 11
Floor coverings --«-+-- P .48 4
Applignces «-esvvocuenaan 1.36 8
Ocher housefutmshmgs .- .83 B
Housekeeping supplies ---- 1.5% 8
Housekeeping services «--- 1.5% 8
«10-
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Toble 2. Groups of Goods and Services Priced for the Consumer Price Index,
Their December 1963 Relative Importonce, and Number of ltems Priced--Continued

GROUPS

RELATIVE IMPORTANCE

*Apparel and Upkeep --o-vencuenn-
*Men's and boys' appatel «---- .-
Men's apparels---veasencucas
Boys' apparel -coeveceunuana..
*Women's sad girls® apparel ----«
Women’s appare]l +vecuoecuan..
Girla’ appire]l -eccvanrncieaen
SFOOLWEAE evvacavocnacccansrmnn
Other appare] ---c-evcucacunanan
Comtodities +e-r-vcureoacuna
Services covemcrciininucnanns

*Transportation ----<socccacacaan
SPLiVAtE sscvcncccicncamnccuuvas
Autos and relsted goods----..-
Auto purchase «c-vemvennena..
Gasoline and motor oil »--cco
Auto pasts «e-.... P
Automobile services +--aasa..
Auto repairs and
MEINMENRNCe -«v-vurvaasan-n
Other automobile expenses -- -
*Public vecsvcnenciirnnaccnnns

*Health and recreation - -« -«vv- wamaa-
*Medicel CAI® ccacrecsncasnnaana
Drugs snd prescriptions ------
Professional services----euuan
Hospital services covvenonnnn.
Health inswancels-ccevnecnaan.
*Personal CAM svcccnmccanrannan
Toilet goods «-ccuovuoceaaa-.
Services +vercscaacrenccsones
*Reading and recreation «r------
Recreation -----c-eccucancrnn
Recreationa] goods «<--en-..
Recteational services «-v--.-
Reeding end education ««--+---
*Ocher goods and services «-n---
Tobacco products -eee-vemnnas
Alccholic beverages «--------..
Personel expenses ----c-eee-
Miscellaneous renvesccccncocnone

10.63

13.88

19.45

? 38

2.86

12,64

1.24

5.70

2.7%

5.94

5.06

2.21
65

3.23
0.85

71
1.47

9.02

3.62

1,58

1.89
2.64
33

5,02
3.2
72

98
2,64

101

33

11
12

38

12

34

17

[~ 2N <

17

12

PVt

f Ny ]

W AD LA

*Indicates groups end subgroups for which seperate indexes are published monthly,

Represented by prices of hospital snd professional services, most of which are included in the count of number
of items pticed for othet subgroups of medical care, and the overhesd cost of jnsurance. The four items

three sdditional services not included in other subgroups und the overhead cost.

2N0l priced; imputed from priced items,
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OF LABOR, Buresu of Lador Statiszics

211 #alnut Stre . Kansas City, Misgouri 64106 ATTACHMENT 2
CONSUMER PRICE INDEX - U.S. ALL ITEMS AND MAJOR GROUPS
{1967=100)
all Year Housing : Trans- Health and Recreation Index .
Items and All Arp.& por- Med. Release
{1957~52=100)} Month Items Food . Tota;_ Rent Upks.  tation Total care Date
1873:
148.5 Jan. 127.7 128.6 131.4 121.5 123.0 121.¢ 127.8 134.9 2/22/73
149.5 Feb. 128.6 131.1 132.0 122.} 123.6 121.1 128.1 135.3 3/21/73
150.9 Mar. 129.8 134.5 132.3 122.6 124.8 121.5 128.6 135.8 4/20/73
152.0 Rpril 130.7 136.5 132.8 123.0 125.8 122.¢6 129.2 136.2 5/22/73
153.0 May i31.5 137.9 133.3 123.5 126.7 123.5 129.6 136.6 6/21/73
154.0 June 132.4 139.8 133.9 123.9 126.8 124.6 130.0 137.0 7/20/713
154.4 July 132.7 140.9 134.2 124.3 125.8 124.8 130.3 137.3 8/21/73
157.1 Bug. 135.1 149.4 135.2 125.0 126.5 124.5 130.5 137.6 9/21/73
157.6 Sept. 135.5 148.3 136.6 125.4 128.3 123.9 131.1 138.3 10/19/73
156.8 Oct. 136.6 148.4 138.1 125.9 129.6 125.0 132.1 140.6 11/21/73
160.0 Nov., 137.6 150.0 139.4 126.3 130.5 125.8 132.6 140.9 12/21/73
lel.l Dec. 138.5 151.3 140.5 126.9 130.5 126.7 133.0 141.4 1/22/74
154.7 An_.Av. 133.1 141.4 135.0 124.2 126.8 123.8 130.2 137.7 1/22/74
Al Year Housing Trans— Health and Recreation Index
Items and All App.& por- Med. Release
{1957-59=100) Month Items Food Total Rent Upkp. tation Total Care Date
1974;
Jan. .7 ) 4
D il el e e e des  mer  mew s
April
Hay
June
S July
hug. ——— ——
Sept.
Oct.
Nov.
Dec.
Bni.Av.




AatA

193¢ Gle 8E02 QL0 Glof 6LleQ 4labh 4 5 61.% 42,0 41.% &61.9 43.9% &41.9
1937 ©2:2 62:3 &2:0 428 @3.0 45:1 453 63,4 43,8 43,6 €2.3 43,2 43,0
1938 2.0 &2:2 8222 824 6242 42,2 42.3 82.2 52,2 62,0 &1.9 42.0 &2.2
1939 1.8 Blobd 21,5 &le® #1leb K16 Kl.& SLlod £2.2 62,0 #2.0 4L.8 6&1.6
1940 6L.F 420 419 &1.9 £2.0 42.1 42.0 41.9 &2.0 &42.0 42.0 42,2 42,0

1943 $2:,2 42,2 &62c% 2.8 43.]1 43.9 #4.1 44,5 45.3 £5.8 46.2 46,3 &4.]
1942 £6.9 4T3 &T.9 48,2 4&8.T7 48.8 49.0 492.3 49,4 4%9.9 50.2 50.6 46.8
1943 85C,6 3G.7T 51,9 52,1 9%52.5 52.&4 52.0 51.8 5%52.0 $2.2 5%52.1 52.2 51.8
1944 82,1 52,0 52,0 52.3 9%52.5 52.6 52.9 53.1 5%53.1 53.1 53,1 53.%3 52.7
1945 53,85 83,2 53,2 9533 53.T 54,2 54.3 54.3 S4.1 S4.) 54,3 54,5 53.9

1846 5495 54.3 54,7 5%5.0 855.3 55.9 59.2 60.5 61.2 62.4 63.9 62.4 58,5
19467 6%c6 653 65.T 65.T 65.5 66.0 66,6 6T.3 68.9 68.9 69.3 7T0.2 66.9
1948 Ti.0 70.4 70,2 7T1.2 7Ti.T7 72.2 7T3.1 73.4 7T3.4 7T3.1 7T2.6 7T2.1 7T2.1
1949 T72.0 Tho2 Ti.6 Ti.5 Ti.& Ti.5 7T1.0 Ti.2 71.5 T7Ti.1 7T1.2 T0.8 Ti.4
1950 10.5 T0.3 T0.6 T0.T T1.0 Ti.& 72.1 72.7 73.2 713.6 73.9 T4.9 7T2.1

koSl Téel TT.0 T¥.3 TFTak TI.T V7.6 YT.T TV, 7 T8,2 T8.6 T9.0 V5.3 7T7.8
1952 9.3 78,8 TE.8 T9.1 79.2 7T9.4 80.0 80.1 €0.0 20.1 80.1 B0.0 T7T¢.5
1953 198 79.4 719.6 7T%.7T T9.9 80.2 B80.4 80.6 80.7 80.9 B80.86 80.5 80.1
1954 60.7 #80.& &0.5 60.3 €60.6 80.7 80.7 80.6 80.4 80.2 60.3 B80.1 £06.5
1955 80.} 80.1 60,1 80.1 @&0.1 B0,1 80.4 80.2 80.5 B80.5 80.6 80.4 B80.2

19506 80.2 80.3 89,6 80,5 80.9 B8l.4 B82.0 B8l.9 82.0 82.5 82.5 82.7 8Bl.4
125% 2.8 983.1 83,3 83.6 €3.8 84.3 B8k,.7 E4.86 84.9 B4.9 85.2 B85.2 B4.3
1958 85.7 B5.8 86.4 86,6 8.6 B6.T 86,8 8.7 B6.T B86.T 846.8 B86.T B6.6
1952 86.8 85.7 B86.7 86.86 86.9% 87.3 8T.5 8T.4 87.7 B&.0 £6.0 88,0 6£7.3
19560 7.9 8s.0 2.0 &8.5 88.5 88.T BB8.7 B88.7 83.8 69.2 £9.3 85.3 88.7

igsl 89.2 £6.2 £9,3 B8%.3 8%.3 B89.4 B%.8 8%9.7T 8§9.9 B89.9 89.9 E£9.9 6%.46
1962 £89.9 90.1 %0.3 90.5 90.5 90.5 90,7 %0.7T 91.2 9%i.1 9l.1 €i.0 %0.6
1963 $iel 9Plo2 9b.3 V1.3 91.3 9l.7 2.1 92,1 92,1 92.2 92.3 92.5 9QL.T
1964 B2.6 2.5 92.6 ®2.T 92.7T 92.9 93.1 93.0 93.2 93.3 93.5 93.6 ¢2.9
1955 93.6 93.6 93I.T 94.0 94.2 4.7 9%.B 96.6 94,8 94.9 95.1 95.6 9¢.5

19466 95.4 96.0 %56.3 96.T 96.8 9T.1 97.4 97.9 98,1 98.5 98.5 98.&6 9T.2
1967 98,6 98.T 98.9 99.1 99.4 99.7 1006.2 100.5 100.7 10L.0 10L.2 101.6 1000
1958 102.0 102.3 102.8 103.1 103.4 104.0 104.5 104.8 105.1 105.7 10&.1 106,46 104.2
1969 166.7 107.1 10B.0 108.7 109.0 109.7 110.2 110.7 111.2 11l.6 i12.2 112.9 10%9.8
1870 1133 112.9 114,.5 115.2 115.7 116.3 116.7 116.9 117.5 116.1 118.5 119.1 116.3

1971 119.2 119.4 119.8 120.2 120.8 121.5 121.8 122.1 122.2 122.4 122.6 123.1 121.3
1972 323.2 123.8 124.0 124.3 124.7 125.0 125.5 125.7 126.2 126.6 126.9 127.3 125.3
1873 127.7 128.6 129.8 130.7 131.5 132.4 132.7 135.1 135.5 136.6 137.6 138.5 133.1
1974 139.7 141.5

1975

1876




£-¢

YEALR

1913
1314
1915
1916
1917
19i8
iels
1920

1921
1922
1923
1924
1925

1926
1927
1928
1929
1930

1831
1832
1933
1934
1238

U.6. DEPARTMENT OF LABOR
BURTAY OF LABOR STATIBTICS
911 WALNUY STREET

KAxNSAS CITY, MISSOURt 88108

CONSUMER PRICE fWDEX FOR URGAN WAGE EARMERS AMD CLERICAL MWORKERS

JEN.

29.4&
30.1
30.3
31.3
35.0
41.8
4%.5%
57.6

57.0
$0.7
$0.3
$1l.7
51.8

£3.¥
$2.5
517
$1.2
51.2

&T, &
42,6
38.6
3%.6
48.8

FEB.

29.3
29.8
30.1
31.3
35.8
$2.2
L84
%8.5

55.2
50.6
5G.2
5.5
5L.6

§3.5
$2.1
$1.2
Si.1
5i.0

%509
2.2
38.0
3%9.9
&1.1

R&R .

2%.3
2%9.7
29.8
31.6
36,0
2.0
49.0
59.1

55,8
58.0
5.6
$i.2
1.7

53.2
558
51.2
$0.9
56,7

%56
42.0
37.7
39.%
4L.0

©e$c CITY AVERAGE

APR .

294
29.4
30,1
3.9
37.6
€25
49,9
6.8

$4.1
50.0
50.6
$1.0
$lc6

53.7
$i.0
$1.3
56.7
5i.0

463
41.7T
37.%
39.8
41l.&

ALL ITEMS

¢ 1967 =100}

REY

29.2
29.6
30.2
32.0
38.&
&3.3
50.6
6l.8

53.1
50.0
50.7
Sil.0
5i.6

$3.4
$2.2
5ie6&
$1.0
50.7

45.8
4.1
37.7
9.9
&l.2

JUNE

29.3
29.8
30.3
32.4
3g.8
LI TS
50.7
62.7

52.8
50.1
51.0
51.0
52.4

53,0
52.7
51.2
$1.2
50.4

4%.3
&0.8
3e.}
40,0
41,1

JULY

29.6
30.1
30.3
32.4
38.4
45.2
52.1
62.3

52.9
50.2
5l.5
$i.1
53.1

52.5
$1.7
51.2
5.7
49.7

4%.2
4.8
39.2
40.90
40.9

AUG.

29.8
30.5
30.3
32.8
39.0
46,0
53.0
60.7

53.1
49,7
51.3
51.0
53.1

52.2
S1.4
51.3
$1.%9
A9, 6

45.1
40.3
39.6
40.1
0.9

SEPY,

29.9
30.6
3.4
33.4
39.7
§T.1
$3.3
60.0

52.5
49.8
51.6
5l.2
52.9

$2.5
51.7
51.7
5.8
49,7

4.9
40,1
3%.6
40.7
41l.1

ocT,

30.1.

3.4
36.7
33.8
40.4
47.%9
54.2
59.7

52:.4
50.1
51.7
Sle®
$3.1

$2.7
$2.0
51.6
5.6
£9.4

66,6
39.6
39.6
40.4
&1.1

NOV.

30.2
30.5
30.9
.4
©0.5
%8.7
55.5
9.3

52.1
50.3
51.8
5.6
56.0

52.9
5i.9
51,5
S5L.7
6%.0

L L2 §
3%.6
39.6
€0.3
%1.3

DEC.

30.1
30.4
31.¢
34.6
41.0
494
56.7
58.0

51.8
50.5
51.8
51.7
53.7

52.9
51.8
51.3
5le.8
&5.2

43,7
39.2
3%.4
0.2
&£L.%

AYG.

29.7
30.1
30.4%
32.7
38.46
45.1
5l.8
68.0

53.6
50.2
$1.1
5.

52.5

$3.0
52.90
51.3
51.3
50.0

65,6
£0.9
36.8
40.1
&1.1
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WT OF LABOR- Burgsu of Labor Statistics

911 walnut Street, X as City, Missouri 64106

CQORSUMER PRICE INDEX - U.S. ALL ITEMS AND MAJOR GROUPS

{1967=100)

All Year Housing Trans- Health and Recreation Index
Items and All App.& por- Med. Release

{1957-59=100) Month Items Food Total Rent Upkp. tation Total care Date

1871:

138.6 Jan. 119.2 115.5 122.7 112.9 117.6 117.5 119.8 124.9 2/19/71
138.9 Feb. 119.4 115.9 122.6 113.6 118.1 117.5 120.2 125.8 3/19/71
139.3 March 119.8 117.0 122.4 113.9 11B.6 117.8 120.6 126.8 4/21/71
139.8 ‘April 120.2 117.8 122.5 114.4 119.1 1l18.1 121.2 - 127.5% 5/21/71
140.5 May 120.8 118.2 123.2 114.7 120.2 118.8 121.6 128.1 6/21/71
141.3 June 121.5 118.2 124.0C 115.2 120.1 119.6 122.1 128.6 7/23/71
141.7 July 121.8 112.8 124.5 115.4 119.3 119.5 122.6 12¢.3 8/20/71
142.0 Aung. 122.1 120.0 125.1 115.8 119.0 119.3 S 123.1 130.0 9/22/71
l42.1 Sept. 122.2 115.1 125.5 116.1 120.6 118.6 123.6 130.4 10/22/71
142.4 Oct. 122.4 118.9 125.9 116.4 121.6 1i9.3 123.5 129.6 11/19/71
- l42.6 Nov. ‘132.6 11%.0 126.4 116.6 121.9 1i8.8 123.7 129.7 12/22/71
143.1 Dec. 123.1 120.3 126.8 1l16.9 121.8 118.6 123.9 130.1 1/21/72
141.0 An.Av. 121.3 118.4 124.3  115.2 119.8 118.6 122.2 128.4 1/21/72
All Year Housing Trans- Health and Recreation Index
Items ané Rl1 App.& por- Med. Release

(1957-59=100) Month Items FPood Total Rent  Upkp. tation Total Care Date

1872:

143.3 Jan. 123.2 120.3 127.3 117.1 120.2 119.0 124.3 130.5 2/23/72
143.9 Feb. 123.8 122.2 127.6 117.5 120.7 118.3 124.7 131.0 3/23/72
144.3 March 124.0 122.4 127.9 117.7 121.3 118.4 125.0 131.4 4/21/72
l144.¢6 April 124.3 122.4 128.2 118.1 121.8 118.6 125.5 131.7 5/19/72
145.0 May 124.7 122.3 128.5 118.3 122.5 118.5 125.8 132.0 6/21/72
145.4 June 125.0 123.0 126.0 11e.8 122.1 119.8 126.1 132.4 7/21/72
145.¢9 July 125.5 124.2 128.5 119.0 121.1 120.3 126.3 132.7 B/22/72
146.2 Aug. 125.7 124.6 129.9 119.4 120.8 120.5 126.5 132.9 9/22/72
146.8 Sept. 126.2 124.8 130.1 119.9 123.1 121.0 126.8 33.1 10/20/72
147.2 Oct. 126.6 124.9 130.4 120.3 124.3 121.2 127.2 133.9 11721772
147.6 Nov. 126.9 125.4 130.8 120.5 125.0 121.4 127.4 134.1 12722772
148.0 Bec. 127.3 126.0 131.2 121.0 125.90 121.3 127.5 134.4 1/23/73
145.7 En.Av. 125.3 123.5 129.2 119.2 122.3 112.9 126.1 132.5 1/23/73



ATTACHMENT 3

U. §. DEPARTMER

OFFICE GF INFORMATION

~

FOR RELEASE:
Tuesday
May 21,
9:00 a.m. CDT

BUREAU QOF LABOR STATISTICS
211 WALNUT STPEET

KANSAS CITY, MISSOQURI 64106
AREA CCODE 816 374-24B81

1974

CONSUMER PRICE INDRIYX~-U. S.*
(1967=100)
APRIL 1974
. INDEX : PERCENT CHANGE
GROUP T FOR e PROM : FROM
2 i APRIL 1974 : MARCH 1974 . APRIL 1973
ALL ITEMS : 144.0 0.6 10.2
FOOD : 158.6 : ~0.3 : 16.2
¥OOD AT HOME : 159.4 : -0.7 H 16.9
FOOD AWAY FROM HOME H 155.¢6 : 1.2 : 13.6
HOUSING : 146.0 : 0.8 : 9.9
SHELTER : 150.2 : ¢.5 : 8.8
RENT : 128.8 : 0.3 : 4.5
HOMECOWNERSHIP H 158.2 : 0.6 : 10.2
FUELS AND UTILITIES H 147.0 : 1.4 : 17.5
HOUSEHOLD FURNISHINGS AND OPERATIONS 134.0 : 1.1 : 8.4
APPAREL AND UPKEEP : 133.6 H 1.1 H 6.2
TRANSPORTATION : 134.4 : 1.8 : 9.6
PRIVATE : i33.1 H 2.1 i0.6
POBLIC H 146.3 t -0.2 1.7
HEALTH AND RECREATION : 136.3 : 0.7 5.5
MEDICAL CARE : 145.6 : 0.6 6.9
PERSONAL CARE : 133.1 : 1.0 7.5
READING AND RECREATION : 130.4 H 0.7 H 4.2
OTHER GOODS AND SERVICES : 133.6 : 0.6 : 4.2
U.S. CONSUMER PRICE INDEX FOR ALL ITEMS APRIL 1974 (1957-59=100) = 167.5
*NITED STATES CITY AVERAGE FOR URBAN WACE-RARNERS AND CLERICAL WORKERS
This brief release of the U.S. Consumer Price Index is issved for the convenience
of users who have need for the information as soon as it is available. A more com—
. prehensive U.S. release, containing hoth a narrative report and more detailed
tables of national and city data, is available about two weasks after this brief
Yelease.
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) ATTACHMENT 4
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dscalaiing The Doliar’s
Purchasing Power

By Max D. Kossoris

Director, Western Region
Bureau of Labor Statislics
U. S. Departmént of Labor
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Bocalaling The RDolicr’s

Purclhiacineg Power

By Max D. Kossoris

Director, Western Region
Bureau of Labor Statisties
V. 8. Department of Labor

Attorneys frequently are called upon to draw leases,
wills, personal performance agreements and other forms of
legal documents which run for a substantial number of
years and in which the future value of the dollar presents a
foreseeable but uncertain deterioration. The generally used
technique for solving this problem, and which is coming
more into use in a great variety of situations, is to escalate
by means of the Consumer Price Index of the Bureau of
Labor Statistics of the U.S. Department of Labor. The
Consumer Price Index is being used in wage contracts,
leases, wills, trusts, alimony and welfare benefits, to name

_only the major areas of escalation.

To put the problem in its simplest form, let us consider a
20-year lease for a picce of property. The parties agree on a
present rental of $40,000 a year. Should that rental remain
at that figure throughout the 20-year period, the lessor may
find that the value of $40,000 in the interval, and very like-
ly 20 years from now, is worth only a fraction of what it
will buy now. Obviousiy that is not a satisfactory proposi-
tion. What is needed is a yardstick that will yield through-
out the entire period, and at any time during the period. a
number of dollars that will have the same purchasing
power as $40,000 has now. The yardstick most frequently

used is the Consumer Price Index, generally shortened to
CPI,

What is the CPI?

What is the CPI and what does it do? Perhaps the
simplest way to describe the CPI is to say that it measures
the trend of the retail prices of the goods and services cus-
tomarily bought by wage earners and salaried clerical
workers and their families. These goods and services are
built into a fixed market basket which represents the items
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purchased by this large segment of our population as well
as the relative significance of the items to each other. The
price of this basket at any one time compared with the
price of it at any other time yields the difference in the
purchasing power of the dollar in the hands of the con-
sumer, And the ratio of the price of the basket of goods and
services at a future period compared with the price at the
time of agreement between the contracting parties provides
the ratio by which the original $40,000 nieeds to be in-
creased to match the original purchasing power of this sum.
1f the CPI has gone up by 20 percent by the end of 10 years,
for example, then the amount required to reconstitute the
value of the original sum will be 120 percent of $40,000, or
$48,000.

To arrive at the contents of the market basket, the
Bureau of Labor Statistics (BLS) studies the expenditures of
thousands of families in cities ranging from the size of a
city like New ¥ork to one as small as Orem, Utah. The
cities selected for study include all metropolitan areas with
1960 populations over 1 million and a statistical sampling of
medium and small urban areas. From the thousands of
completed schedules BLS obtains expenditure patterns for
these areas. These patterns, which frequently cover as
many as 1,500 to 2,000 separate items, provide the ultimate
contents of the market baskets. The large numbers are re-
duced to about 400 iterns which represent by f{ar the major
portion of expenditures and which make up the market
basket. The same analysis also provides the weight for each
item, which permits a proper measure of the significance of
an increase of $50 for a T.V. set as against a change of 1
cent per quart of milk or gallon of gasoline. Many of the
priced items alsc carry the weights of unpriced items,
thereby including most of these items in the index.

Escalating Change in the Value of the Dollar

The changes in the cost of the composite market basket
are expressed as index numbers. The average cost during a
base period of 3 years is set at 100. Changes in cost arve
shown as index numbers which reflect the change from this
base. For instance, an index of 110 means the price for the
market basket has gone up by 10 percent, 125 that the price
has gone up 25 percent, from the base period. However, one
need not go back to the base to make comparisons, It is just
as simiple to compare an index of 125 {or one year with that
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of 110 for an earlier year. The ratio of 125/110, or 1.14
means that the average price level has risen 14 percent
during the interval,

The simplest way of escalating for the changing value of
the consumer dollar is the percent of change methed just
described. But it is not the only method. Some parties pre-
fer a fixed number of dollars for a specified change in
points in the index. For example, they may agree on an
increase of 310,000 for every change, upward or downward,
of 5 points of the index. Or they may agree to a fixed sum
for a change of every point or fraction of a point. For ex-
ample, a wage agreement may call for an increase of 3
cents per hour for eve y point of change, or 1 cent for
every .D point, or any other ratic the negotiating parties
find acceptable.

Similarly, they may agree on periodic adjustments of
various lengths. For example, a contract may provide for
an adjustment of the sum payable whenever a payment is
due. Or the adjustment may be called for annually, or
biennially, or every 5 years—or any other period acceptable
to the parties.

Examples of Escalution Agreements /

The great variety of uses to which the CPI can be put has
already been indicated. The following excerpts are from
current wage agreements and indicate some of the ways in
which the desired objectives are being accomplished. How-
ever, the examples cited are intended only as suggestive.
They by no means exhaust all pessibilities. Nor are all of
them good examples of how such clauses should be written.

Wage Contracts

Example 1. Master Freight Agreement Covering Employees
of Private, Common and Contract Carriers- Western
States Area

All employees covered by this Agreement shall be covered by the
provisions for a cost-of-living allowance, as set forth in this section.

The amueunt of th? cost-of-living allowance shail be delermined and
redetermined as provided below on the basis of the “Consuners'
Price Index for Meoderale Income Families in Large Cities, New
Series {All Items) Published by the Burcau of Labor Statisties, UGS,
Department of Labor (1947-49-:100)," and referred o herein as the
“Index." The first cost-of-living aliewance shall be effective the first
pay peried bemnning on or after July 1, 1852, and shall continue
in effect until the first pay period, begnning on or after July 1, 1963,
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. ]
At the time and thercafter during the life of the Agreement, adjust-
ments in the cost-of-uving allowances shall be made annually on the
basis of changes in the index as follows:

Effective Date of

Adjustment Based Upon

First pay period begin- As of December,
ning on or after July 1§, © 1961, and as of an-
1962, and at annual in- nual intervals
tervals thereafter. thereafter.,

In the event that the Bureau of Labor Statistics shall not issue tha
appropriate index on or before the beginning of one of the pay
periods referred to in the above table, any adiustment in the allow-
ante required by such index shall be effective at the begin-
ning of the first pay period after receipt of such index. No adjust-
ments, retroactive or ctherwise, shall be made in the amount of the
cost-of-living allowance due to any revision which later may be

© made in the published figures for the index for any month on the

basis of which the allowane¢. has been determined.

"The amount of the cost-of-living allowance which shall be effective
for any such annual period shall be determined in accordance with
the following iable:

Index Allowances

127.5-127.8 None

127.9-128.2 lc per hour 25 mill/mile

128.3-128.5 2¢ per hour 50 mill/mile

128.7-129 3¢ per hour . % mill/mile

125.1-128.4 4¢ per hour 1.00 mitl/mile
. 1295-1298 5S¢ per hour 1.25 mill/mile
" 129921302 8¢ per hour 1.50 mill/mile

130.3-130.6 Te per hour 1.75 mill/mile

130.7-131 8¢ per hour 2.00 mill/mile

131.1-1314 9¢ per hour 2.25 mill/mile

131.5-131.8 10¢ per hour 2.50 mill/mile

and so forth, with 1 cent per hour or .25 mill per mile adjustments
thereafter for each .4 change in the Index.. The cost-of-living
allowance shall net become a fixed part of the base rates for any
classification. A decline in-the Index chall not result in a reduction
of classification base rates. Contint.nce of the cost-of-living aliow-
ance shall be contingent upon the  ontinued availability of official
monthly Bureau of Labor Statisticr Price Index in its present form
and calculated on same basis as l:.dex for December, 1934, unless
otherwise agreed upon by the partics,

It is understood that the parties hereto may determine during the
life of this contract whnat application shall be made of such cost-of-
living increases in refercnce to whore the same will be applied on
provisions of this coniract,

Example 2. Master Agreement; California Mctal Trades
Association ard International Association of Machinists,
AFL-CIO
{a) 1f, during the poriod of this Agreement, the Bureau of Labuor

Statistics Consumers' Price Index, hereinaiter refevred to as the

BLS, shall inerease, a cost-of-living adjustment will be made in cach
classification wagpe rate in accordance with the following fermula:
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(b) COST-OF-LIVING FORMULA: If, during the yearly pecring
from XMay 15, 1963 to May 15, 1964, the BLS shall increase {from the
May 15, 1963 level, to a level .5 or more above the &iay 15, 1562
level, there shall be added to the straight time hourly wage rate of
each employce a cost-of-living adjustment of one-cent {le} increace
for ecach .5 point change in the Index, provided, however, that the
maximum increase allowable due to the application of this formula
shall be three-cents (3¢) per hour,

The cost-of-living adjusiment under this formula, if any, shall he
made on the first pay pericd beginning on or after Ocicher 1, 1364,
The cost-of-living adjustment due on this date shell be bascd on the
first published BELS Consumers' Price Index for hay 15, 1863, and
May 15, 1964, respectively,

Cost-o1-living adjustments shall be used in computing overtime,
vacation payments, holiday payments, call-in and cali-back pay, and
supplemental sick leave payments.

{¢} No adjustments, retroactive or otherwise, shall bo made due to
any revisicn which may later he made in the published figures for
the BLS Consumers' Price Index for any base period,

{a) It is agreed that the cost-of-living adjustments are to be based
on the revised Bureau of Labor Statistics index. However, shouid
there be a complete revision of the method used by the United
States Department of Labor to ecalculate the Index (Consumers’
Price Index) the Index will be invalidated as a means of computing
cost-of-living wage adjustments in this Agreement. In such cvent,
this Agreement will be reopened for the sole purpose of developing
a new basis for computing adjustments in wages due to changes in
the cost-of-living.

Example 3. Agreement between Aerojet-General Nucle-
onics Corporation and the International Association of
Machinists

&) Basis for Determination: The “Amount of Cost-of-Living Ad-
justment” shall be determined in accordance with changes in the
“Reviscd Consumer Price Index for Moderate-Income Families in
LargeCities in the Uniled States,” published monthly by the Bureau
of Labor Statistics, ‘United States Department of Labor (1947-1838
?quals 100) and hereafter referred to as the BLS Consumer Price
ndex. :

During the term of this Agrecment, any change in the BLS Con-
surmner Price Index to 126.7 or below shall not be used as a basis icr
reducing the hourly wage rate ranges of job classifications, and Tasic
hourly wage rates of emplovees below the raies set forth in s
Agreement. In the event the Bureau of Labor Statistics coases
monthly publication of such Revised Consumer Price incdex in its
present form and calculated upon the same basis as the Index for
January, 1953, this Section shall be converted to continue cosi-of-
living adjustments on the basis of such conversion tables as compiled
by the BLS.

b. Amount of Cost-of-Living Adjustiment: The amount of any cost-
of-living adjustment to be in effect during any three (3) month

pericd covered by this Agreement shall be determined from the
{ollowing table:
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Amount of
BLS Consumer Cost-of-Llving
Price Index Adjustment
{Cenis)
126.7 and below 0
126.8-127.2 . 1
127.3-127.7 3
127.8-128.2 3
128.3-128.7 4
128.8-129.2 5
129.3-129.7 6

In the event the BLS Consumer Price Index rises above 129.7 this
table shall be extended by adding one cent (le¢)} to the “Amount of
Costeof-Living Adjustment” for ecach additionzal 0.5 rise in the BLS
Consumer Price Index.

¢. Time of Adjustment: Adjustments under this Section shall be
made the firsi Monday following June 1, Scptember 1, December 1,
and March 1, during the existence of this Agreement, based, respec-
tively, on the Index issued as of the preceding April, July, October
and January, which denotes the BLS figure for the preceding
months, Any adjustment reguired shall be effcitive the start of the
payroll period next following the date of adjustment and shall con-
tinue for the ensuing three () rmonth period. In the event the
appropriate BLS Consumer Price Index is not published on or before
the beginning of the effective payroll pericd, any adjustment re-
quired will be made effective at the beginning of the {irst payrell
period after publication of the BLS Consumer Price Index. No ad-
justments, retroactive or otherwise, shall be made because of any
revision which may later be made in the published figures in the
BLS Consumer Price Index.

Leases can be phrased similarly, providing for fixed dol-
lar amounts of change when the index reaches specified
points. Or they can provide that at fixed iime intervals, or
at specified dates, the rental be adjusted on the basis of
points of change in the index, with a given dollar increase
per point of increase in the index. Even simpler would be a
provision—applicable to all types of contracts—that at
specified dates the wage, rent, alimony, efec. be adjusted by
the same percentage as the CPI had changed over the speci-
fied interval. Similarly, a testator could leave an heir a sum
equivalent in purchasing power at the time of the testator's
death to a fixed sum now, using the CPI as the escalator.

The examples which follow are taken respectively from
two wills and two commercial Jeases,

Ezxample 1. Will .

“to pay to my wife Catherine, so long as she shall live, or until
she shall remarry, the entire net income from my sald trust
estate up to bul not excecding the sum of § per month,
provided however, sald maximum moenthly payment from the
net income shall be increased or decreased on the frst day of
January of each calendar yecar during the life of this trust in
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proportion to the inr ~ase or decrease, if any, in the Consumer
Index of the United Stales Department of Labor, Burcau of Labor
Slatistics, from the level of said index on July 1, which was 114.7;
and provided further that no incresse or degrease in the monthly
payment to my wile under this Article of less than Ten Dollars
$10.00) pcr month shall be taken into account.

Example 2. Will

Trustee shall pay fo Trustor's wife from said income so much or
all thereof as may be necessary when added to income payments
made to the Trustor's surviving wife pursuant to paragraph (d})
of this Article IIT will result in the reéceipt by her of the sum of
$7.500 per year. Said sum of §7,500 as used in this paragraph (e}
shall be deemed and taken to mean that amount of money which
at the time of payment has the purchasing power of 37,500 com-~
puted as of Septemberl, 1853, The Trustee in its discretion may use,
and is hereby requested to use, in calculating the purchasing power
of said sum the Cost of Living Index published by the United
States Department of Labor if such index be then published, and, if
no such index be published, then the Trustee in its discretion
shall employ such other standards of comparisen, whether derived
from governmental or from private sources, as it may Irom time
to time determine in its discretion to be most reliable. Said caleu-
lation of purchasing power shall be made not less frequently than
annually, and it is recommended to the Trusfee that the Trustee use
the average, or mean, of the purchasing power of the dollar for
the Jast three months of each calendar year in arriving at its
determination of the amount to be paid to Trustor’s said wife for
the entire year'

Example 3. Lease (Commercial Building)

“*On each September 1st of every year of the duralion of this
lease after the beginning, the monthly rental for the ensuing
twelve months shall be adjusted upward or downward in the same
percentage proportion that the Consumer Price Index for the San
Francisco area of the U. 5. Department of Labor, Bureau of Labor
Statistics, shall be increased or decreased over the price index of
March 15, 1263."

Example 4. Lease (Commercial Bui'Iding)

“If Lessee shall exercise this option to extend this Lease for an
additional FIVE years commencing April 15, 1964, and ending
April 14, 1969, the rental shall be $2100. On April 15, 1064 and
on every April 1§ thercafter the monthly rental for the cnsuing
twelve months shall be adjusted upward or downward in the sune
percentage proportion that the Consumer Price Index for the San
Francisco Area of the U. S, Department of Laboer, Burcau of
Labor Statistics, shall have increased or decreased over the price
index on April 15, 1963."

While it would not be difficull to suggest clauses to

meet specific situations, so many varjations are possible
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that this had better be left to the contraciing parties.

Problems

Many problems face the users of the all-items index aside
from those already discussed, Will the index be available
for the forcseeable future? Wili the base be the same?
Will the point values remain the same? If the index is
revised—as it is about every 10 years so as to keep it rea-
sonably in line with changing expenditure patterns-—will it
be possible to make the necessary conversions? Will BLS
provide the conversion factors? MMust the all items in-
dex be used or can one use any portion of {t? Should one
use the composite U. S, index of all cities or can one use the
index for a given city? Are the data readily available?

Taking the last question first, BLS will be glad to sup:ly
published data on request. It is possible to use either the
U, S. or a particular city index, provided one is availabje.
It is safer to use the U. S. index; however, because there is
always the possibility that the composition of cities in the
index may be changed in subsequent index revisions. It is
not likely that New York or Los Angeles will drop out, but
it is possible that, over a period of years, a smaller city—
such as Portland, Oregon—may be dropped when the index
is revised.

As the CPI is one of the most important statistical mea-
sures compiled by a federal agency, there is very little like-
Lihood that it will be discontinued. Data are available now
back to 1913 and no break is likely in the foresceable fu-
ture.

However, the index is revised periodically to take ac-
count of changes in expenditure habits or patterns of the
wage and salary group of consumers. These changes are
linked statistically to earlier data and present no prokblem
to the users of the CPI. On the contrary, the revision as-
sures them that the index is reasonably current in what it
measures and that it is not tied {o an archaic expenditure
pattern of 20 years ago which takes no account of the shifts
in consumer habits since then. But a change in the base
period may present a problem if the contract is geared to
points of change in the index rather than to percent of
change. For the value of an index point in an index on one
base period probably will be different from that in an index
on a different base.

To take care of such situations, BLS provides conversion
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factors which permit converting the new index figure to
the earlier base or vice versa. If, on the other hand, the
adjustment is to be made on the basis of the percent of
change in the index, then the change in the base offers no
problem. The percent of change between any set of months
or years remains the same, no matler what the base period
is. The Burcau links the revised index to the earlier index
and converts the earlier index figures to the new base,
What is important for the attorney to remember is that the
agreement should provide for the contingency of the index
revision and change in base when an agreement is expres-
sed in terms of index points. This can be done by specifying
the use of conversion factors—or by the more laborious
process of renegotiation of the contract. This obviously—as
is the use of the CPI in all of its other aspects—is a matter
for the contracting parties to decide.

Again, it is safer to use the all-items index than any one .
specific item. Obvicusly, some cat. ‘ories—such as food—
will always be in the index. But the subgroup of dairy or
bakery products within this group could conceivably be
modified so as to make a direct comparison difficult over a
period of years.

Another contingency is that the Bureau may change the
composition of the group covered by the index. At present
the index covers urban wage-earner and clerical-worler
families. The time may come when the Bureau may expand
the coverage to include the total non-farm population. Or it
may decide to issue more than one index simul-
tancously-—for example, one for the presently covered
group of wage- and clerical-worker families and another
for the total non-farm population. Again, beginning with
January 1964, for example, the Bureau has three ail-items
indexes—the old index (planned to be carried through June
of 1854), a revised index for families {comparable with the
pre-1964 index), and a new revised index for {amilies and
single persons, which will be the Bureau’s official index.

There are, of course, various ways of dealing with this
problem of coverage. One way is to specify in the contract
the actual index used, deseribing it in sufficient identifving
detail, and with the addition of a phrase such as "calculated
according to the procedures in eflect as of —————u"" An-
other method is simply to specify that the index to be used
is the “official” index of the Bureau, on the assumpticn that
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this designation will select the measure which the Bureau
believes to most accurately reflect changes in the purchas-
ing power of the dollar. In any case, a contract should
specify what to do in such cases. In the absence of specific
instructions, the least that should be done by way of pro-
viding a safeguard is to require renegotiation when major
changes are made or when a choice of index is presented,

Avaijlable Data

This discussion is particularly timely because the Bureau
published a revised index in February 1964, for the mon:
of January 1964. This updated index has a somewhat difer-
ent composition for the U. S, as a whole than earlier index.
es, but more accurately represents price trends for the
country as a whole as well as for individual cities. The base
remains 1957-59=100—which is the base now common to
most indexes provided by agencies of the federal govern-
ment, Consequently conversion factors will not be needed.

The correct title of the index is the Consumer Price In-
dex. It should further be identified as published by the
Burcau of Labor Statistics of the U.S. Department of
Labor. If adjustments are for points of change, the base to
be used should be specified.

The U.S. index is computed monthly and is available, as
a rule, about the fourth week of the month with data for
the preceding month. The index for January, for example,
is published about February 23—or a few days later. Indi-
vidual city indexes for the largest cities also are available
monthly, But for smaller metropolitan areas data are pub-
lished only quarterly. And for still smaller urban areas, no
data are published at all, although the data collected for
these areas enter into the computation of the U. S. index.

City Indexes

The cities for which data will be published, beginning
with January 1964, and the months for which data are
available are as {ollows:
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National Index Status
A,

Cities Included in
Revised CPI '

B.
Cities to be Added
in January 1964

C.
Cities to be
Added in 1968

D.
Cities to be Dropped
in June 1964

401d basis

Metropolitan Area

New York
Chicago
Detroit

Los Angeles
Philadeiphia
Atlanta
Baitimore
Boston
Cleveland
Pittsburgh
St. Louis
San Francisco
Seattle

Washington, D. C.

Cincinnati 1/
Houstont/
Revised basis

" Kansas City 1/

Revised basis
Minn: apolis V/

Buffalo
Dallas
Honolulu

San Diego
Milwaukee 1/

Portiand -(Oreg.)
Scranton

DotLar’s Purciiasing POWER

Data Months

Monthly
Monthly
hlonthly
Monthly
Monthly
Mar., June, Sept., Dec.
Mar., June, Sept., Dec.
Jan., April, July, Oct.
Feb., May, Aug.,, Nov.
Jan., April, July, Oct.
Mar., June, Sept., Dec.
Mar., June, Sept., Dec.
Feb., May, Aug., Nov,
Feb., May,; Aug., Nov,
Mar., June, Sept., Dec.
tFeb,, May. Aug,, Nov,
¢Jan., April, July, Qect.
tJan., April, July, Qct.
*Mar., June, Sept., Dec.
Jan., Aprii, July, Oct,

Feb., May, Aug., Nov,
Feb., May, Aug., Nov.
Mar., June, Sept., Dec,

Feb., May, Aug., Nov.
Feb., May, Aug., Nov.

Jan., April, July, Oct,
Feb., May, Aug., Nov,

*Thus, separate indexes will be avallable ‘on the revised basis for 17 cities and
on the old basis for % additional cities through 1964 and the first half of 1965,
Beginning in July 1565, indexes on the revised basis will be published {or 23

citles.

*1/Published only on the old bisis during $1864 and the first half of 1965, and

will be added to the new national index in 1966,

The updated index introduced some changes in group and
subgroup indexcs. The make-up of the index data which
will be available for the U. 8. and {for individual city index-
es, and an indication of the contents of designations where

these are not self-explanatory, {ollows:
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Groups and subgroups
Food
Food at home
Cereals and bakery products
Meats, poultry, and fish
. Dairy products
Fruits and Vegetables
Food away {rom home

- Housing

Ehelter
Rent

Rent

Homeownership

Fuel and utilities

Fuel 0il and Coal
Gas and electricity

Bouschold furnishings and
operation

K Apparel
Men's and boys'
Women's ang girls'
Footwear

Transportation
Private

Public T
* Health and Recreation
; Medical care

~ Personal Care

Reading and recreation

Other goonds and services

474

Comments

Also includes hotel and motel
rates

Rent of dwelling

Includes home purchase,
morigape interest, taxes,
insurance and repairs and
maintenance

Inctudes telephene, water and
sewerage, not shown separately

+

Includes houszfurnishings and
housekeeping supplies and
services

Includes other apparel not shown
separately

Car purchase, repairs, insurance,

gasoline, tires, etc.

Bus, streetcar, railread, air, ete.

Dorctor,. dentist, eve glasses,
hospital, surgery, drugs, etc.

Haircuts, permanents, cte.

Papers, magarines, movies, TV,
etc.

Alcohoalic beverages, cigateties,
tobacco, clc.

A AR 8y e AL -
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Do's and Don’ts Summary

1. Properly identify the index as the Consumer Price In-
dex of the Bureau of Labeor Statistics of the U.S. Depart-
ment of Labor. Do not refer to it in such general terms as
“the povernment’s cost of living index” or simply as “The
Consumer Price Index.”

2. Identify the index to be used as either the U.S. index
or as a city index, if one is intended,

3. Identify the points in time for which change is to be
measured. For example, June 1839 and May 1963. Do not
specify a particular date within a month, as the index
figure applies to the entire month. For example, specify
“July 1965,” but not “July 15, 1865.” If a yearly average is
to be used, the agreement should make this clear,

4. If a city index is to be used, be sure one is published
for the month for which the adjustment is to be made. For
example, it would be confusing to specify July for the San
Francisco index because no index is provided for July.

5. The agreement should specify whether the change
depending on the movement of the index is to work both
ways-—~i.e. up or down-or only in one direction. Careless
language may rule out downward trends if these are in-
tended to be included,

6. The escalation clause should specify when the change
rate in wages, rents, etc., is to go into effect. Some wage
escalation contracts. for example, base the adjustment for
the CPI in July but do not effect the change in wage rates
until the following January. There is no reason, however,
why the effective date can not be anything the partie:
agree on, even to making it retroactive.

7. The escalator clause should provide for the probability
that the CPI may be revised and what the parties will do
when this happens. When in doubt as to the availability of
CPI data or a method of adjustment, feel free to conzul:
the regional office of BLS. This is a public service. availablv
onreguest,

Assistonce

Users of the Consumer Price Index, whether for the U S.
or for a specified city, should regard the revised (1864) in-
dexes as continuations of the present indexes. Where diili-
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culties arise becausc of legal considerations or differences
in definitions, the Bureau will be glad to be of assistance.
As already indicated. the Bureau will carry the revised in-
dex back and will provide conversion faclors to permit
shifting the revised index over to the earlier index. This
will be necessary in many of existing coniracts for the es-
calation of wages, for example, most of which are tied to
the valve of index points. In any case, in the western states
guestions pertaining to the CPI may be directed to the
Western Regional Office of the Bureau at 450 Golden Gate
Avenue, Room 10468, Box 36017, San Francisco, California.
(This office serves thirteen Western States, including Ha-
waii and Alaska). Similarly, the CPI data for the U.S. or
any of the cities for which data are published may be ob-
tained from this office. There is no charge for either the
assistance or data. Other regional offices are located in At-
lanta, Cleveland, Chicago, New York and Boston, each serv-
ing a group of States.

A few of the available Bureau reports dealing with the
Consumer Price Index, and available on request, are:

The Consumer Price Index - A Short Description

The CP1 As A Price Escalator: An Aid to Users of the
Index

Information for Contractors Using the Consumer Price
Index For Escalation Purposes

Consumer Price Indexes for Individual Cities
Computing the Consumer Price Index

Consumer Price Index - Western Cities and U. 8 Average
{monthly) )

Another escalating measure, the Wholesale Price Index.
frequently used in industrial contracts, will be discussed in
a later article.
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REPORT OF SUBCOMMITTEE +#1

The task assigned to this subcommittee was t¢ study the comparability
and applicability of the Department of Public Instruction's employment needs
in relation to those of the Merit System.

An examination of the Merit System's job classification scheme was under-
taken to discover which job classifications had educational, certification and
experience requirements most similar to those of the Department of Public Instruc-
tion's professional staff. The examination revealed that the following eight
general Merit System employment areas contained job classifications which were

somewhat similar with respect to those three fa’ctors:1

Information Services
Research and Statistics

.

1.) General Administration

2.} Human Services

3.) Public Health and Envirommental
4,) Library Services

5.) Engineering

6.) Fiscal

7.)

8.)

Within the eight general Merit System employment areas there were 96
individual job titles which, to some degree, partially met educational, certifi-
cation and experience requirements similar to those met by the Department of
Public Instruction's professional staff. Of these 96, only nine met all three
Department of Public Instruction employment requirements; certification of some
nature, five years of work experience and an MA degree.2 All but two of these

nine, however, allowed for some type of "equivalent'" field or work experience

) .
ICollege and University Grads, How About ME?" Towa Merit Employment Department,
Grimes State Office Building, Des Moines, Iowa 50319,

21t is understood that occasionally the Department of Public Instruction had made
exceptions in hiring professional staff who do not meet all three of these conditions.
However, employees who do not meet such requirements suffer financial loss in terms
of starting below the normal entry level salary, a loss they would not otherwise
have incurred had they been able to satisfy each of the three employment requirements.
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to be substituted for the degree requirement. Thus, leaving only two Merit
System job titles which met each of the Department of Public Instruction's
educational, certification and experience requirements,

A second approach was undertaken to compare the Department of Public
Instruction and Merit System positions on the basis of salary ranges. The
Department of Public Instruction positions of consultant, supervisor, chief,
director, and associate superintendent were paired with Merit System pay grades
which we%e most closely associated with the salary ranges of the Department of
Public Instruction positions. As reflected in Table 1, the Merit System pay
grades most closely associated with DPI professional positions range from pay
grade 30 to pay grade 36. The ranges for both the Department and the Merit
System are shown for the present fiscal year and are also projected for fiscal
197s.

After the identification of Merit System pay grade salary ranges which
matched specific Departmental positions was made, a request was issued to
Mr, Floyd Sievers to secure Merit System job descriptions which fell within
these pay grades and also met at least one of the three Department's professional
staff employment conditions (MA degree, certification and five vears experience).
From these job descriptions, comparisons in terms of the three employment
conditions were made with Merit positions for each of the general DPI job
positions of consultant, supervisor, chief, and director. The comparisons are
presented in Tables 2 through 6.

Table 2 compares the Department's consultant position with 16 Merit
positions at pay grade 30. The comparison, on the basis of certification,
indicates only one Merit position which requires any type of certification,
while all Departmental consultant positions require certification. In terms
of the minimum education requirement, all Departmental consultant positions
require an MA degree, while only two of the 16 Merit positions had an MA require-

ment and two had only high school graduation requirements. The minimum experience
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requirement for Departmental consultant positions was five years and the mean
experience requirement for the 16 Merit positions was only 4.69 years.

Table 3 presenté a coﬁparison of six Merit System pay grade 31 positions
with the Departmeﬁt's consultant level position. None of the six Merit
positions required certification of any kind and educational réquirements
averaged only a high school diploma plus two years of college. Althodgh the
Merit positions required an average of 7.5 years of experience while the Depart-
mental requirement was only 5 years, it should be noted that Merit education
requirements can be substituted with work experience credit, thus the Merit
averages for experience requirements are considerably higher when the minimum
education requirements for Merit positions are graduation from high school.

In Table 4 the Department's supervisor position was compared with 10 Merit
positions of pay grade 32, All Departmental positions required certification
while only two of the 10 Merit positions required certification. The average
educational requirement for Merit positions was a BA degree, while an MA degree
was required for all Departmental positions., The average experience requirements
were 5 years for Departmental positions and 6.4 years for Merit positioms.

Table 5 displays a comparison of eight Merit pay grade 33 positions with
the Department's chief position. Two of the eight Merit positions required
certification while, again all Department positions have certification as a
requirement. For Merit positions the minimum educational requirement was 3.5
years of college, and an MA degree for Departmental positions. The experience
requirements for Merit positions were 1.1 years higher on the average than the
Departmental experience requirements,

In Table 6 nine Merit positions, pay grades 34 and 35, were compatred to
Departmental director positions. Departmental requirements across the two
comparison factors, certification and education, were higher. Merit positions,

however, required slightly more experience.

A
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The comparisons reflected in Tables 2 through 6 indicate in all cases
that regardless of which Departmental position is compared to the set of Merit
positions, the certification and minimum education requirements of the Depart-
ment of Public Imstruction far exceed those of the comparable salaried Merit
System positions. The experience requirements for Merit positions compared
are generally the same or slightly higher, although the reason for this, as
earlier mentioned is due to the practice of substituting experience for educa-
tional requirements,

A third aspect of this investigation dealt with a comparison of job
functions and responsibilities of Departmental and Merit System positions.
The comparison was made at only one position level due to time constraints.
The comparison involved three Departmental consultanft positions and three
Merit System pay grade 30 posifions. As indicated in Table 1 pay grade 30 is
the Merit salary range which most glosely matches that of the consultant salary
range. The comparisons of job functiqns were made on the basis of two scales
developed by Fine and Wiley.3

Fine and Wiley suggested that all jobs have two elements in common: One
element involves working with data and the other involves interacting with
people. TFor each element, Fine and Wiley have developed a scale which depicts
a hierarchy of various levels of sophistication in working Qith data and people.
These are presented in Tables 7 and 8.

Utilizing the two classification scheme developed by Fine and Wiley, six
Department of Public Instruction employees were given six identically formated
job descriptions which contained no job titles, experience or educational require-

ment references. Three of the job descriptions were Departmental consultant

3Fine, Sidney A. and Wiley, Wretha W. An Introduction to Functiomal Job Analysis:
A Scaling of Selected Tasks from the Social Welfare Field. Methods for Manpower
Analysis No.4. Eric Document Number ED060221, September 1971.
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positions now in use in the Department of Public Instruction and.three were
Merit System pay grade 30 positions. The descriptions were not identified

as Departmental or Merit jobs in any manner and were sequenced alternately with
DPI and Merit job descriptions. The six participants were then asked to read
each job description and decide for each of the data and people function
hierarchies which level or levels of operation each job required. Each
participant performed this task independently and without knowledge of the
purpose of the investigation. The participant's ratings are presented in the
form of graphs in Tables 9 and 10.

Since there were six raters, each rating three DPI and three Merit positions,
each position had a total of 18 values assigned to it. The tables indicate the
number of times the three Department and the three Merit positions were assigned
a given value. TFor example, in terms of the data function, the three Departmental
positions were assigned the highest value eight times while the three Merit
positions were assigned the highest value only seven times.

Graphically the results of classifying the six positions appear to be quite
similar both in terms of the data and people functions. The question of whether
Departmental or Merit positions required a higher level of sophistication in terms
of data and people functions is left unanswered by the graphic comparison in
Tables 9 and 10. In order to answer this question a statistical technique called
the Marnn Whitney U Test was applied. The results of the test indicated that the
Departmental and Merit positions were not significantly different in terms of the
way they were rated on either the data or people function hierarchies.

Three basic assumptions were made in drawing conclusions from this aspect
of the comparison of DPI and Merit positions: 1) The six job descriptions
accurately reflected the functions and responsibilities of the job described;

2) Participants who classified the jobs according to the two Fine and Wiley scales
used only the information within the job descriptions to do so; and 3) The Fine

and Wiley scales are valid.
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The first assumption appears justified since, in the case of the three
Departmental job descriptions each was written by the individual performing
the job and reviewed by management within the same division. In the Merit
situation, it has been suggested that considerable care is taken and continual
revision and review are made teo assure that job descriptions accurately reflect
actual job functioms,

Both the second and third assumptions can be somewhat verified by
calculating a fater reliability coefficient which will suggest if raters tended
to rate the same jobs in the same manner and also if the scales are functioning
as intended. The data from Table 11, which displays the actual ratings assigned
to each of the six positions by the six raters, were used to calculate correlation
coefficient which describe the inter-rater reliability. The coefficients, shown
in Table 12, were combined to compute an average correlation coefficient of .39.
This figure indicates that the correlation is significantly greater than zero.
In other words, there is a certain degree of inter-rater reliability which in
turn suggests that the classification scales appear to be operating as intended
and also that raters tended to rate the same jobs in a similar ménner.

1t should, however, be pointed out that if the same calculation was made
omitting rater number three, the reliability would increase from .39 to .56,
thus further strengthening the valadity of assumptions two and three.4 1In
calculating a reliability coefficient on the basis of such a small number of
raters and positions, only a slight disagreement among raters is required to
significantly lowe: the reliability coefficient.

In addition to rating each of the six jobs in terms of Fine and Wiley's
data and people function hierarchies, raters were also asked to rate each job

in terms of the scope of responsibility required by the position. Scope of

An inspection of Table 11 points out that rater three assigned values to both
DPT and Merit positions which differed considerable in some cases from values

assigned the same positions by the other.
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responsibility was defined in terms of geographical considerations. The schope
of responsibility, as defined, ranged from: 1.) responsibility for a single
operating unit (d.e. a given school building or a given correctional institution);
2.) responsibility for a multi-unit operation (i.e. several schools within the same
district or a number of different law enforcement departments with the same law
enforcement agency); 3.) responsibility for a regional operation (i.e. several
school districts within a given geographic area or several health services agencies
within & given county); &4.) responsibility for a statewide operation {(i.e. all
school districts within the state or all drug treatment programs within the state).
A value of one to four was assigned to each level of responsibility in the

following manner:

Lowest Value 1 - single operating unit
Value 2 - multi-unit operation
Value 3 - regional operation

Highest  Value 4 - statewide operation

The actual values assigned to the six jobs by the six raters are presented
in graphie form in Table 13. Again, since six raters rated three DPI and three
Merit positions, there were 18 possible values which were assigned to DPI
positions and 18 to Merit positions.. Seventeen of the 18 values assigned to
DPT positions were the highest possible ratings while only 12 Merit positions
received the highest ratings. Again, to answer the question of whether Depart-
mental or Merit positions were assigned higher values in terms of scope of job
responsibility, the Mann Whitney U Test was made. Results indicated that Merit
and Departmental positions compared were not significantly different in terms
of the scope of job responsibility.

Conclusions
1. Minimum educational requirements for DPI positions consultant, supervisor,
chief, and director are considerably higher than requirements for comparable

salaried Merit positions.
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Minimum experience requirements for DPI positions studied are, in general,
slightly lower than requiremenfs for comparable salaried Merit positions.
(The exception is DPI consultant vs., Merit pay grade 30.)

All DPI professional positions require certification while only 9 of 96
comparable salary range Merit positions examined had some certification

or licensing requirenent.

DPI and Merit positions with comparable salary ranges are not significantly
different in terms of the level of sophistication required in working with‘
data or in dealing with people.

DPI and Merit positions with comparable salary ranges are not significantly

different with respect to the scope of job respomnsibility.

Only two Merit positions, of the 96 studied, met all education, certification,

and experience conditions required of professional staff employees of the
DPI.

Merit education, certification and experience requirements were found to be
somewhat inconsistent with respect to pay grade. For example, one would
expect the requirements to increase as pay grades increased. However, in
this study of these particular Merit positions it was not the case.

In terms of certification requirements, the ratio of the Merit jobs studied
which required certification to those not requiring certification decreased
from pay grade 30 to 31, increased from pay grade 31 to 32, increased from
pay grade 32 to 33, and then decreased from pay grade 33 to 34 and 35.
Similar inconsistencies were also found in terms of the minimum educaticnal
and experience requirements for the Merit positions studied. Minimum

educational requirements decreased from pay grade 30 to 31, increased from

pay grade 31 to 32, decreased from pay grade 32 to 33 and remained consistent

from pay grade 33 to pay grade 34 and 35.
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Merit minimum experience requirements increased from pay grade 30 to 31,
decreased from 31 to 32 and from 32 to 33, and finally increased again
from pay grade 33 to .34 and 35.

8. Regardless of the DPI position (consultant, supervisor, chief, director)
used for comparison, the minimum DPI education and certification require-
menté exceed all Merit requirements for most comparable salaried positions
at each pay grade from grade 30 up to and including grade 35. WNo comparisons
were made beyond pay grade 35.

9. Based upon the comparison of DPI and Merit positions using the factors:
minimum education; certification; data function; people function; and
scope of job responsibility; all professional DPI consultant, supervisor,
chief, and director positions, which do not deviate from minimum employment
conditions (MA degree, 5 years experience, and certification), meet or
exceed comparable salaried Merit positions studied on each factor compared.
Based upon the above overall conclusiomns, it is evident that DPI Fiscal

Year 1975 projected salary ranges for professional staff at various levels of

positions are certainly "inm line'" with comparable salaried Merit positions.

Indeed, the findings of this investigation suggest that DPI salary ranges when

compared to comparable salaried Merit positions are very similar, in spite

of the fact that they meet or exceed Merit requirements on many factors compared.
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Table 1. DPI Positions and Salary Ranges and Corresponding
Merit Salary Ranges and Associated Pay Grades .

DPI M=E
Position Fiscal DPI Fiscal M~E Pay
Title Year Salary Range Year Salary Range Grade
Entry Maximum Entry Maximum
Consultant 742 11,900 17,000 74€ 11,928 16,788 30
75b 13,113 18,732 75d 12,823 18,047
7% 4y 500 21,800 ASRNY - A Ky S /5 ¥ A
74 12,528 17,628 31
75 13,467 18,950
76 IH HYS 20, 328"
Supervisor 74 13,090 18,190 74 13,152 18,504 32
75 14,424 20,044 75 14,138 19,892
7¢ 15,950 22,750 76 /8,767 2,341
Chief 74 13,685 18,785 74 13,152 18, 504 32
75 15,080 20,699 75 14,138 19,891
76 /6,675 23,675 To_ . L L8 IeT 2y3HL L
' 74 13,812 19,428 33
75 14,848 20,885
76 /5,925 22,40%
Director 74 14,875 19,975 74 14,508 20,400 g
75 16,391 22,010 75 15,596 21,930
A /€, 128 25 128 Zb_ . . _ L6 03 23,528 _ _ . _ . _.
74 15,228 21,420 35
75 16,370 23,026
?é / ?f -55“’7 24, 2o "!
Associate 74 16,065 21,165 74 15,984 22,488 36
Superintendent 75 17,702 23,322 75 17,183 24,175
26 /1,575 26, 08" 26 /5438 25939
aFigures based upon May 1970 DPI adopted salary schedule.

brigures based upon 2.5% increase from DPI monies on hand and the projected 75% cost

of living increase proposed by the Iowa Legislature (10.19% actual).

Crigures based upon present Merit Employment salary schedule (10.19% actual).

Figures based upon proposed Fiscal 1975 Merit Employment salary schedule and projected
7.5% cost of living increase proposed by Iowa Legislature.
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Table 2. Comparison of 16 Randomly Selected Merit Jobs
(Pay Grade 30) with DPI Consultant Level Positions
in Terms of Certification, Minimum Education and
Experience Requirements

Certification Min. Education Min. Experience

Job Title Requirement Requirement Regquirement
Yes No
DPL
Consultant X MA 5
Merit
Transportation Planner II X BA 3
Law Enforcement Instructor X BA 5
Soccial Worker VI X BA 5
Parole and Probation Admin. X BA 6
Environmental Specialist IIT X BA 3
Treatment Serivces Director X BA 4
Water Resources Engineer 11 X BA 3
Revenue Admin. I HS 4
Youth Services Assistant X MA 3
Superintendent
Manpower Research Economist X HS 11
v
County Social Services X BA 5
Director III
Higher Education Facilities X BA 2
Specialist :
Dietary Administrator X BA : 7
Assistant Director, Public X MA 4
Health Nursing
Environmental Specialist X BA 3
111
Fisheriea Superintendent X BA 7
_ DEL Merit
X Degree Requirement MA BA
X Experience Reguirement X 5 years 4,69 Years

Percent of Jobs Studied Requiring Certification 100% . 6%
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Table 3. Comparison of Six Randomly Selected Merit Jobs
(Pay Grade 31) with DPI Coasultant Level Positions
in Terms of Certification, Minimum Education and
Experience Requirements

Certification Min. BEducation  Min. Experience

Reguirement Requirement Requirement
Yes No
PI
Congultant X MA 5
Merit
Resource Conservationist X HS 12
Utilization Review Office X BA 5
Revenue Supervision TII X HS 8
County Social Services X BA 6
Director IV
Budget Analyst IV X HS 8
Developmental Disabilities X BA 6
Project Administration
- DPT Merit
X Degree Requirement MA HS + 2 yr. college
X Experience Requirement ' 5 years 7.5 yrs.
Percent of Jobs Studied Requiring Certifications 160% 0%
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Table 4. Gomparison of Ten Randomly Selected Merit Jobs
(Pay Grade 32) with DPI Supervisor Positions
in Terms of Certification, Minimum Education
and Experience Requirements

Certification Min. Education Min Experience

Job Title Requirement Requirement Regquirement
Yes No
DPI
Supervisor X MA 5
Merit |
Treatment Team Leader X MA -
Statistical Research Analyst IV X HS 12
Revenue Admin., IT X HS 3
Social Work Admin., I . X BA 6
Water Resources Engineer III X BA 5
Vitcal Statistics Administrator X BA 5
Transportation Planner III X HS 9
Asst. Law Enforcement Academy X BA 6
Director
Mental Health Nursing Consultant X MA 5
Psychologist IIL X MA 4
_ DPIL Merit
X Degree Requirement MA BA
X Experience Requirement 3 years 6.4 years
Percent of Jobs Studied Requiring Certification 100% 20%
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Table 5, Comparison of Eight Randomly Selected Merit Jobs
(Pay Grade 33) with DPI Chief Positions in Terms
of Certification, Minimum Education and Experience
Requirements

Certification Min. Education Min. Experience

Job Title Requirement Requirement Requirement
Yes No
DPI
Chief X MA 5
Merit
Central Services Director X HS 9
Environmental Engineer III X BA 3
Director of Public Health X MA 5
Nursing
Crime Lab Administration . X BA 7
Health Facilities Engineer- X BA 5
ing Consultant
Mental Retardation Assis- X MA 5
tant Superintendent
Manpower Research X HS 13
Economist V
Data Processing Director 1 X HS 3
- DPI Merit
X Degree Requirement MA HS + 3% yr. college
X Experience Requirement 5 years 6.4 years
Percent of Jobs Studied Requiring Certification 100% 25%
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Table 6. Comparison of Nine Randomly Selected Merit Jobs
{Pay Grades 34 and 35) with DPI Director Positions
in Terms of Certification, Minimum Education and
Experience Requirements

Certification Min. Education Min. Experience

Job Title Requirement Requirement Requirement
Yes No
DPI
Director X MA 5
Merit
Assistant Director, X BA 5

Medical Health Service

Revenue Administrator III X HS 9
Psychologist IV X MA 6
Lands and Waters Admin. X BA 9
Health Facilities Officer
Deputy Corrections Programs X BA )
Admin, '
Agsistant Commissioner for X HS 11
Health Administration
Assistant to Director of X MA 5
Highways
Social Work Admin. II X BA 8
_ DRI Merit
X Degree Requirement MA HS + 3% yr. college
X Experience Requlrement 5 years 6.5 years
Percent of Jobs Studied Requiring Certification 100% 11%
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Table 7. Data Function Hierarchy

The arabic numbers assigned to definitions represent the successive levels of this

rdinal scale.

The A, B, and C definitions are variations on the same level. There

.5 no ordinal difference between A, B, and C definitions on a given level.

things, data, or people) with refer-
ence to the criteria, standards, and/or
requirements of a particular discipline,
art, technique, or craft to determine
interaction effects (consequences) and
to consider alternatives.

EVEL DEFINITION LEVEL DEFINITION
COMPARING INNOVATING
1 Selects, sorts, or arranges data, 5A Modifies, alters, and/or adapts
people, or things, judging whether existing designs, procedures, or
their redadily observable functional, methods to meet unique specifica-
structural, or compositional char- tions, unusual conditions, or
acteristics are similar to or differ- specific standards of effectiveness
ent from prescribed standards. within the overall framework of
operating theories, principles, and/
or organizational contexts.
COPYING
2 Transcribes, enters, and/or posts COORDINATING
data, following a schema or plan to -
assemble or make things and using a 5B Decides time, place, and sequence
variety of work aids. of operations of a process, system,
or organization, and/or the need for
revision of goals, policies (bound-
COMPUTING ary conditions), or procedures on
. : the basis of analysis of data and
BA Performs arithmetic operations and of performance review of pertinent
makes reports and/or carries out a objectives and requirements. In-
prescribed action in relation to them. cludes overseeing and/or executing
decisions and/or reporting on events.
COMPILING
3B Gathers, collates, or classifies in~- SYNTHESIZING
formation about data, people, or
things, following a schema or system 6 Takes off in new directions on the
but using discretion in application. basis of personal intuitions, feel-
ings, and ideas (with or without
regard for tradition, experience,
ANALYZING and existing parameters) to conceive
new approaches to or statements of
4 Examines and evaluates data (about problems and the development of

system, operational, or aesthetic
"solutions" or "resolutions™ of
them, typically outside of existing
theoretical, stylistic, or organ-
izational context.

Source: Fine, Sidney A. and Wiley, Wretha W.

1971.
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Table 8.

People Function Hierarchy

The arabic numbers assigned to definitions represent the successive levels of this

individuals and/or audiences or to
lighten a situation.

“rdinal scale. The A, B, C definitions are variations on the same level. There is
.0 ordinal difference between A, B, and C definitions on a given level.
LEVEL DEFINITIONS LEVEL DEFINITIONS
TAKING INSTRUCTIONS-HELPING CONSULTING
1A Attends to the work assignment, 44 | Serves as a source of technical in-
instructions, or orders of super— formation and gives such information
visor. No immediate response or or provides ideas to define, clarify,
verbal exchange is required unless enlarge upon, or sharpen procedures,
clarification of instruction is capabilities, or product specifica-
needed. tions (e.g., informs individuals/
families about details of working out
SERVING objectives such as adoption, school
selection, and wvocational rehabilita-
1B Attends to the needs or requests of tion; assists them in working out
people or animals, or to the express-— plans and guides implementation of
ed or implicit wishes of people. plans).
Imnmediate response is involved.
INSTRUCTING
EXCHANGING INFORMATION 4B | Teaches subjeet matter to others or
trains others, including animals,
2 Talks to, converses with, and/or through explanation, demonstration,
3 signals people to convey or obtain and test.
information, or to clarify and work
our details of an assignment within TREATING
the framework of well-established
procedures. 4C | Acts on or interacts with individuals
or small groups of people or animals
who need help (as in sickness) to
COACHING carry out specialized therapeutic or
adjustment procedures. Systematically
3A Befriends and encourages individuals observes results of treatment within
on a personal, caring basis by the framework of total personal be-
approximating a peer or family-type havior because unique individual re-
relationship either in a one-to-one or actions to prescriptions (chemical,
small group situation; gives insttuction, physical, or behavioral) may not fall
advice, and personal assistance concerning within the range of prediction. Mo-
activities of daily living, the use tivates, supports, and instructs in-
of warious institutional services, and dividual to accept or cooperate with
participation in groups. therapeutic adjustment procedures
when necessary.
PERSUADING
3B Influences others in favor of a product, SUPERVISING
service, or point of view by talks or
demonstrations. 5 Determines and/or interprets work
procedure for a group of workers;
DIVERTING assigns specific duties to them
- (delineating prescribed and discre-
3C Amuses to entertain or distract tionary content); maintains harmon-

ious relations among them; evaluates
performance (both prescribed and dis-
cretionary) and promotes efficiency
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:Table 8 Continued

and other organizational values;
makes decisions or procedural and
technical levels.

NEGOTIATING

6 Bargains and discusses on a formal
basis as a representative of one

side of a transaction for advantages
in resources, rights, privileges,
and/or contractual obligations,
"giving and taking" within the limits
provided by authority or within the
framework of the perceived require-
ments and integrity of a program.

MENTORING

7 Works with individuals having problems
affecting their life adjustment in

erder to advise, counsel, and/or

guide them according to legal, scientific,
clinical, spiritual, and/or other profess-—
ional principles. Advises clients on
implications of analyses or diagnoses

made of problems, courses of action

open to deal with them, and merits of

one strategy over another.

Source: Fine, Sidney A. and Wiley, Wretha W. An
Introduction to Functional Job Analysis:
A Scaling of Selected Tasks from the Social
Welfare Fleld. Methods for Manpower Analysis
No. &4 Eric Document No. ED 060221, September,
1971.
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Table 9.

Number of 5

times

values were 3

Comparison of Data Function Values Assigned by Six Raters

Three DPI and Three Merit Pay Grade 30 positions

pData Function Scale

to

assigned 2
1NN
N
0 N
1 2 3 4 5 6
Lowest Values'’ Highest
Value Value
Table 10, Comparison of People Function Values Assigned by Six Raters

Number of 5

times

values were 3

assigned 2

to Three DPI and Three Merit Pay Grade 30 positions

People Function Scale

DPI

1 2 3 4 5 6 7

Lowest Values Highest

Value Value
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Table 11. Ratings of DPI and Merit Jobs on Data and People Functions

Jobs Rated
DPT MERIT
J1 Jo J3 Jq Jo Jg

Rater | Data People {Data People |Data Peoplell Data People| Data People| Data People

1 6P 5 4 6 4 6 6 7 4 4 6 7

2 6 6 6 6 6 6 5 6 5 7 6 7

3 4 4 3 4 2 4 5 4 3 4 0 &4

4 6 7 5 7 6 7 6 7 3 4 6 7

5 6 7 4 7 5 4 5 7 6 7 5 5

6 5 4 6 4 5 4 6 5 4 4 5 5
aj, = Job 1

b Value Assigned to Data Function of Job 1.
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Table 12.

Table of Correlation Coefficients

Depicting Inter-rater Reliability

Raters 1 2 o3 4 5
1 1.0
2 .50 1.0
3 .06 - .20 1.0
4 .77 .62 - .05 1.0
5 40 76 .01 .50 1.0
6 .55 66 - .18 44 47
r = .39%
r® = ,56%

*p)» .05 (significantly greater than zero)

4 excludes rater 3 from calculation
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Table 13.

Number of
times
values
were

assigned

e il el sl ol
O NPy~

O = WP Oy 00N

Comparison of Scope of Job Responsibility Values Assigned by
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ATTACHMENT 6

REPCRT OF SALARY §UBCOMMITTEE #3

i

STUDY OF THE PREVIOQOUS SALARY STUDY SMALL GROUPS
AND IDENTIFICATION OF SPECIFIC CONCERNS

SUBCOMMITTEE
L. L. GUSTAFSON, CHAIRMAN
RONALD HALLOCK

DAVE SCHREUR
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Report of Sub-Committee #3

The task assigned to this sub-committee was to study the reports of
the small salary study groups and to identify specific concerns.

Each member was given a copy of all the reports of the small groups
for study and was asked to identify the major concerns as expressed by these groups
and compile a list showing these concerns.

The committee then met and compiled a master list of the major concerms
and used this list to see how many of the small groups felt that it was a major
concern,

Listed below are the major concerns as developed by the committee and also
the number of groups expressing these concerns.

Number of Small Listing of Specific Concerns
Groups Expressing
Concerns
9 Work toward the implementation of the adopted

Salary Schedule at a 100% level.

3 The present two schedules should be combined
into one schedule.

10 A cost of living factor should be built into
‘the schedule,

7 ' All positions except the State Superintendent and
Deputy State Superintendent, should be included
on the salary schedule.

4 There should be no deviations from the adopted
salary schedule.

5 The entrance level at any position is not competitive
with like positions outside the Department.

6 Additional steps should be added or some type of
longevity pay should be instituted for extended service
beyond the limits of the schedule.

7 There was an expression of concerns for differentiation
of consultants,
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PHASE 11 - STUDY OF DEPARTMENTAL POSITIONS

Rationale

During the last six month period, all professional employees were
provided an opportunity to discuss the salary schedule of the department.
Thies was accomplished through small group meetings whereby staff members
were provided an opportunity tg present any information they wanted regarding
& salary schedule and its accompanying provisions, As a result of these
snall study groups, Dr. Smith developed a summary paper regarding comcerns
of the staff. These concerns were presented to the small study groups for
discuesion. As a result of the study group meetings, each chairman developad
& summary statement which was also submitted to the Deputy Superintendent.
One of the first sesignments of the Professional Salery Study Committee was
to nams & subcommittee to analyze and review the comments, concerns, and
questions raised by the previous established small study groups. The primary
reason for this study was to assure the concerns of the staff were well in mind
by the total Salary Committee and that the ultimate recommendations would
teflect thess concerns.

The subcomnittes did identify several different areas, one of which was
a concern regarding the broadness of job titles. Listed below are statements

taken from seven of the ten small study group reports,

1. Consultant classification too broad. The schedule should reflect
the varying responsibilities required.

2. The edminietrative structure and the Table of Organisation should
be examined.

3. Devalop specific job descriptions so that the position responsibility
is specifically outlined. This would allow move steps within 4
congultant category.

4. Direct the committee to give special consideration to a salery
etyucture which provides for several vertical steps, on the schedule,
within classifications.

5. A committee should be assigned to conduct a study of the following:
(a) job descriptions and titles, and (b) position responsibilities.

6. Recommended that a study be made to determine the distinctions, if
any, that exist between consultant positions in the department. There
wae eome feeling that there may be some reason for more than one
clasgification of consultant but the committee felt that such a
distinction should be made only after a study of responsibilities and
preparation of requirem&ntséis conducted,
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7. 1t is guggested that an in-house committee be established and charged
with the responsibility of conducting a comprehensive study rating of
the breakdown of all positions and develop a hierarchy of competence
and responsibility with a specific listing of both for each position,

Recommendations

The salary committee realizes the above statements may not represent the
feelings of the total staff. However, after careful analysis, the committee
does feel the concern is of the magnitude to warrant further study; thus, the
following recommendations:

It is recommended the Administration appoint a committee to
implement a study of jobs within position titles to determine whether
job complexity differs enough to warrant differentiated salaries and
levels., 1f differences in job complexity are sufficient to warrant a
distinction in jobs within position titles, jobs should then be
reclassified based on the findings of the study. No employee, however,
should receive a salary cut in the reclassification process.

The committee feels very strongly that when the study is made it is
absolutely necessary that total staff involvement be expressed and that the

total staff be provided an opportunity to give input into the study.

onceptual Guidelines for Implementation

— .

The following guidelines are presented to assist the assigned committee

in the implementation of the study.

I. Vertification of an employee performance appraisal system.

II. Position description.

A, Development of position descriptions which describe the job
requirements with people, data and scope of responsibility
in order to determine experience, degree(s) and educational
requirements for each position,

B. Develop classification systems for grouping various levels of
jobs.

C. Establish ranges of differentiation within each classification.
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DATE: January 18, 1974

TO: Dr. Richard Smith

FROM: Jim Athen

SUBJECT: Resume of Second Salary Schedule Meeting

Attached is the resume of the second meeting on salary
schedules as recorded by Dave Bechtel.

N7

4 .

w
JDA:mij
Attachment
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DATLE: January 18, 1974 ! ‘
TO: Mr. Jim Athen
FROM: David H. Bechtel

SUBJECT: January 14 Staff Meeting on Salary Schedule

The following noles were taken in regard to the meeting of Group
#1 concerning proposed changes in the Department's Salary Schedule.

In review of the "problems" contained in the Memo of January 2 ;
from Dick Smith Group #! wanted to take a further look at the [ollowing areas: ¢

{2) Consultant classification too broad. The schedule should l
reflect the varying responsibilities required of Consultants.
Sugpests a Consultant | and Consultant 1l which would pro-
vide more incentives for pay raises.

(3) Present schedule toou low - not competitive, espacially
a8 relates to fringe benelits.

{5) Present schedule does not reflect merit performance.

{(6) Experience ¢redil should not be pgiven solely on past
expericnces, but what skills the job requires.

(7} No cost of Living factor built nto the schedule .

(8) The limited number of steps does not encourage stafl
to remain with the Department.

(12) Discrimination in the recognition of military experience
as one-half for one basis for active duly only,

(16) Some consideration must be given to v at happens at
the top step. Scveral individuals now i top step.
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17 Can we really develop o schedune and stay on™ frave o«
b i

onc, two or three schedules now Nl v VU TGO e e
nor undersiands what was the ol nad dae ol ad Coplane e e &
the manifestations that haove resulied soce, {
'
From the discussgion of these problen.s the geoup indicated that iae i
followinyg changes should be proposed: i
1. Allow the utilization of o additional step on the deicrnuna - \

tion of placemoent of new vmployces un the schedule.,

2. Elminate V"eredit' references on experiesee, including
military.

3. Make the schedule Y'open ended' on stops.

4. Incorporate a perventage cost of living inerease, or decrease,
basecd on standard cast ol living consumer tndoex,

,——— e AP b v a—

5. In makinyg determination on individual salaries, utilize
the current schedule at the 100 percent level, add the
cost of living {actor then prorvate to live within dollar
amount available for salary ecapenditares,

Thae group propoesed one latevnative to Jteive 23 -lnis would be to
add three specific steps te the schedule rather than 1o n e it apuen ended.,

PSTRA WPTI ¥ P AU,

-

L i
! <" . t:
D. H., B. .
DHB /ba
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DATE: January 29, 1974

70: | Dr. R. N. Smith

FROM: Jim Athen

SUBJECT: Resume of Third 5Salary Schedule Meeting

The following are the areas discussed by Group #1 on Monday,

~ January 28, 1974. No additional recommendations were developed. Efforts
concentrated on clarifying and further development of earlier recommenda-
tions. These items are as follows:

1. The intent of the earlier recommendation on “"credit"
reference was to eliminate only military experience, not all references
to experience.

2. Clarify previous recommendation regarding procedures in
determining individual's salary to specifically state 100% of the salary
schedule approved May 14, 1970 and implemented July 1, 1970. Group #)
indicated, after considerable time attempting to determine the basic
provisions of that schedule, that assurance be provided that the base at
Index 1.0 and Step I be $14,000 with increments of $1,000 for each of the
Seven Steps provided.

3. To clarify procedures to determining .ost of living as
follows: '

A. To determine cost of living as a percentage
of the base amount of the salary schedule as
of July 1, 1974,

1. The base amouht to be that of Index 1.0
at Step I1.

2. That the base apply to the determining
of adjustments for all individuals on
both salary schedule | and 11 not now
on Towa Merit Employment System.

3. That all allowance would be
recalculated every six months.

Such procedures shall be incorporated ..to the

previous recommendation as modified in item #2
above.
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“In making determination on individual
salaries, utilize the current salary
schedule at the 100 per cent level,
add the cost of living factor, then
prorate to live within dollar amount
available for salary expenditures."

4. Group #) supports a recommendation that a professional salary
study comwittee be established, its membership consisting of the following:

A. Membership from each index level

B, Membership representation from past salary
study committee
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DATE: January 15, 1974
TO: Szlary Study Group II
FROM: Duight R. Carlson

SUBJECT: Recommendations made on Jacuwsry 16 and Schedule for Next Meeting

‘The recommendations made by CGroup 1Y ave as follows:

i. The salary schedule oy adopted May 14, 1979, by the State v
Board of Public Instwucizon on {mplewented at the 90 per-
cent level for ¥Y*75, 95 percont level fov FY'76 and 100
percent level for ¥FY'77.

2. A cust of living adjustment be made annuollybas per the
‘ consumer price index.

There was considerable discussion concecrning a2 salavy schedule that would
include incentive steps, horizontal aad vertical indices, ete. It was the
feeling of the group that wove information wes neceasary before a vecommendation Y
could be made. Dave Alvord gnd Barl Lindea agresd o work on this and have somes
thing to present to the group at cur naxt weeting., This would wet be & final
product, but ome that could be developed and implemented ower time. Possibly,
the group would recommend the selection of g Departoent-wide committee that could
complete the development of the schedule and su implementation plan.

The next meeting of Group II will be held Jasuzry 21 at 8:00 a.e. in Con-
ference Room I1. Hopafully, we can conclude our diacussions so that I can give
our final report to the Csbinet at 10:00 a.m. that sames duy.

1f you have anj questions or there ave inaccuracies in what I am reporting
here, please notify wme.




PATE:
10¢
TROM:
SUBJECT ¢

FO T e =

Januery 29, 1974
Dr, Smith and Shlary Stuﬂy Group 11
Dwight R, Cerlsoa

Final Raport of Group LI and Attached Matevials for Presentation
to &an Appointed Salevy Study Commitiee

Salarvy Study Group II bas made the following recomsendations
in respongse to identified problews with the present method of
detormining selazries.

1. ‘The salary schedule 28 adopted May 14, 1970, by the
State Board of Public Instruction be implemented at
the 90% level for FY'?S, 95% level for FY'76 and
1001 1eve1 far FY' .

ﬂ‘. 2, ‘A coat of 1iviug adjusnmant be made amnually as per
tha cqnsumer price index.

ﬁf"S. A committee should be appointed to make & comprehensive
- study of the salary situation.

If @ commitkee is appointed to conduct a wore comprehensive
study of the salavry situation, the wembers of Group II submit
the aitached magerials for the commities's cousideration. These
matarials raflect some of the congerns that were expressed earliex
g5 to incenmtive steps, horizontel and vertical adices, ete.

£ yOu'have'any questions, please comiact me.

D.R,C.

DRC 2 oom
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1.

2.

i T
termined cowmpetencles, skills, accomplivhments, ekc. Such
. provisious should be established by PPI professional staff wmembers.

CONSIDERATIONS

Annual adjustments should be wmade to reflech cost of living
incrensaes in the base and all other poiutz wilthin the index.
{Intervales between amy two poiuts of the index vemain consiant)

The range for any glven job classificavion (i.e. consultani,
chief, divector, ete.) should dbu iepresented by mnitiple aumbers
within the index,

The ranges for weErious job classilications should be ovarlapping
{i.a, the range for a comsuliani wight extend inte che Tange for
chiaf. directots, eic.)

The provicion for vertical movenestt should be based upon prede~

_'Vertical wovement within & job classification should include the
. passibility for self imitiated advancement as wall as advancament
based on external judgment of performance,

6o ..

Thé weBns for progression In a given vange for any job classification

* ghowld be mede knoun to everyonc and & weview of elisibilz&y for

'T"!advancement should ba wﬁda periodically.




181 169
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116 124 132 138 143

117 125 133 139 144,

118 126 134 140 145

119 127 135 1At 146

120 128 136 142 147

121 129 137 143 148

122 _ 130 138 144 149

123 131 139 145 £50

126 . 132 140 1466 151

125 133 141 147 152
126 134 jYv 168 153 7T

127 135 143 149 156

o128 B 146 150 155

SRS 31 R &Y 145 151 158

7130 138 146 152 137

{31 137 157 153 158

S 192 . 160 148 154 159

Lo 133 B T3 149 155 150
1% g 150 156 161 |

135 L 1463 151 157 162

L3 . 7Y 152 158 153

132 L 1S 153 159 164

A3 . 146 154 160 165

oo 139 147 155 161 166

e L . 148 150 182 1647

AT &Y 157 163 143

AN 7 Y 150 198 165 169

143 - 151 159 165 170

g Un o132 160 166 171

145 o 15% 141 167 172
146 156 162 168 173 |
T T 15% 163 169 174~

148 156 164 170 175

149 157 165 171 176

150 158 166 172 i.77

15T — T 167 173 178

152 160 163 174 179

. 153 161 169 175 140

154 162 170 106 181

155 163 171 137 182

156 164 372 173 1?J

Y A 55 173 179 164

158 . 166 176 180 185

159 167 175 181 165

- 160 168 176 182 187

177 183 12y




Comnittee Recommendations on Salary Schedule

Short-range solutions for modification of the salary schedule
include:

1. Provision should be made for an increase in the cost of living
each six months by using the Department of Labor Cost of Living
Index or a comparable index.

2. The salary schedule should be jimplemented at the 100 percent
ievel over the next two years. The 100 percent schedule was
quite competitive when adopted, but due to {nflation and 85

percént implementation has failed to live up to expectations.

leng-term solutionsrinclude:

1. The appointment of a committee made up of SEA staff, state board

members and legislators to review the present schedule and the

current Iist of identified problems and to {evelop a new schedule.
c‘w wa WA K1 ,‘ :

@ The administrative structure of the office and the Table of Or-

>
ganization should be examined. Currently, 27 percent of the DPI {:. e
. Zw
personnel are serving in some adminjistrative capacity--six
$4)

agsociate superintendents, 10 directors, twp assistant directors,
. |
17 chiefs, and e supervisors.

Questionsg;

Does each administrative level contribute to the objectives
of the organization?
Is each administrative level necessary to accomplish the

objectives?

6-14




/mﬁ%w — RS e e 34

/r"'rﬂ . /5D 200

W | 28 /4%

L el et

6-15




oy T S e T BRI AT e

6-16



DATE:

TO:

FROM:

SUBJECT:

2

January lb, 1974
Richard N. Smith, Deputy State Superintendent
Richard E. Fischer

Salary Schedule

Following are the major recommendations of the January léth

meeting regarding the salary schedule;

l. Extend the number of steps on the salary schedule

2, Build into the salary schedule a cost of living index
3. Move from 85% of schedule to 90%

General discussion centered around the following items:
1, Raise base salary one or two steps

2, Initiate efforts to explore paying fringe benefits comparable
to Board of Regents Provisions (T.I.A.).

3. Allow defined job related experience to provide for more
than five (5) years experience ii. -he galary schedule

4, Develop specific job descriptions so that the position
responsibility is specifically outlined. This would
allow more steps within a Consultant category.

REF/m)x
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DATE: January 21, 1974
. TO: Richard N. Smith, Ph.D., Deputy Superiuteadent
TROM: Oliver T. Hlmley, Chief, Title X, ESEA

SUBJLCT: Results of January 14, 1974 Salary Discussicn

Discussion centered on the six conceras ldenclfied by the Cabinet,
Dirvectors, and Chiefs. Most other concerns ldemtified by tho staff at a latex
date appeared to be related to the six identifled concerns. Therefore:

Concern #1 Have two schedules -~ I and II,

The need for the use of Salary Schedule II should be clarified and, /
if poasible, incorporate those people who are i Schedule II outo
Salary Scheduls I.

Concexrn §2 Entry level of the base itself and allowing only five years of out-
. side experience.

Followring o discussion of runaway inflation as ni affects the

current salary schedule, 1t was dacided to recowmwend that the entry /
lavel base be increased to $15,300. The base a3 established wm

Step 2 in 1968 is $12,750. Xt would take $16,030 in 1974 to equal

the money velue of $12,750 in 1968. Dr. Tack provided consivmer

price index information and a breskdowmn of the affect of inflatiom

from 1968 to the present (zece attachments),

There was considerable discusaloa concemning whather to reward morve
than five years of sxperience, e.g., another stap after 10 years, v
but the group voted 6 to 3 that we retain e current two atep
divieicn.

Cacern £3 Index that is given to gome comsultants.

It was recommended cthat the State Supevintendent exanmine and define /
the rationale for the continued existence of departures from the

current salary schedule in some divisions. Such rationale should

ba subsequently commwmicated to all staff,

Concern #4 Celling or number of steps.

If the base i increased, with similar adjustmeace for all etas’f, 1/ "
thexe does not need to be enother increase in the numbeyr of steps.

Concarn #5 Coat of living factor is needad.

It was vecommended that a cost-of-liviug factor De exsmined sad -~
that this factor would ba equal to the coat~of-living factor pro-
vided to federal emwployees.
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Bichard N. Smith, Ph.D. -

Concern #6

Jamuary i, L5978

Present schedule lacks flexibility.

The crux of the discuwssion was that there 1s no allowance nade sov

the value of differential expsrience. There wus some discussie:n
concering the creation of differing levele of consultents {(¢.g.
consultant 1, censultaut 2, etc.). Howcver, there 18 no reseaxch

knowm to exist which show: theé valu: of differentiating pay on

the basls of ewxperience, degree, or cogpatence. The group wecormendsd -
by & vote of O to 4, thercfore, that the current consultant level
(without division) be recained.
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A Delos Tode: 1:- LoTnecrenag
galenday Yeour Avoweage Jopwary to Decmebey ; of 10
1968 HE
1066 RK I M
19 o 6.3 AL O
,> ‘_: 21,5 Pr,ak &G
1972 2 125.3 20,24 773
1973 (Jam. to Wov.) 132.6 27.25 14,01

J1C3 X1, ﬁao RIB26
;(t/ 5‘{J'?/3S"f'3/

an

If the 1968 base’ palare @ SAL.500 is veed than a Lbean of L4.342.75 wondd ba &
comparable baze im 1973 wsing the comswmer price lndox.

‘$\If the 1970 base salary of $1i,900 is used than a base of 13,567.19 would be a

comparable base in 1973 weing the consumey price index,.

If the 1972 base galary of $iL, 900 iz used then & base of 12,592 58 would be a
compareble base in 1973 using the consuxer price index.

¥f the cost of living goes up 64 In 1974 then the bose salavy in calendar year
1974 neads to be at least 26,050, 1f the 1968 base is wased; 14,380 if the 197G
bege is used, and 13,348 4§ the 1972 base lg used.

1
Consumey Price Index. Eeunowle Iadicotews, August 1973, Prepared by the
Council of Ecoromic Advisers for the Joinl Lconowle Commiliitee. U.S.
Governaent Prlnting 0££flca.

2

The consumer price dndex as of November 3973 wan 137.6 &s obtaimed via a
telephone convorsation with the Bureau of Labox Statistics. Januazy 16, 1974

3 Base salary is the salevy of a coasulient at Step I, and at the 1.00 iadex.
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PR

TO:
FROM:

SUBJECT :

L.

II.

January 18, 1974
Dr. Richard N. Smith
A. John Martin

Suggestions of group 8ix for salary schedule adjustment

Short range
Adjustmentg which could be made Ju;y L, 1974,

A. Utilize state approp:iations and federsgl monies to move
from the 85% level toward 100X implementation of the
1968 schedule.

B. Any cost of living increase should also be allocated to
adjuet the base percentage of the 1968 schedule.
i

Long range

Appoint a salary committee to make an in-.epth study of
the salary structure,

A. Direct the committee to give special . ~nsideration to
a salary structure which provides for several verticsl
steps, on the schedule, within classifications.

. B. Consider the question of initial placement on the

AfJ M,

AlM:icp

schedule, to provide greater flexibility.
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DATE: January 28, 1974
To: Dr. Richard N. sSmith
FROM: A. John Martin
SUBJECT: Salary Study Recommendations

Members of small group number six make the following recommenda-
tions as a result of their discussion of the "Salary Study Background Ma-
terials.”

1. It is imperative that all staff members receive a copy
of "Salary Study Background Materials."

2. A salary study committee should be appointed as soon as
possible with their first report by February i, 1975,

3. 'The entire staff should be informed of the alternatives
which are to be presented to the State Board.

AJM:cp

P.S. Phil Berrie has Indicated an interest in serving on a salary study
committee. Based upon his role in our small group, I believe he
would be an excellent committee member,
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Januavy 14, 1974

SALARY SCHEDULY, REPORL ON SMALL GROUI' SESSION RO. 7 HREGARDING POSS1BLY

SOLUTIONS

The group locluded Dave Schreur, Pazul Spurlock, Gwen Wapel, Williem Hovww,
Ron Huff, Robeyg Fovd, Uesold Hullewnan, Lavry Cox, Corvell Jolmsoa, and
Eerl Millex.

1.

3.

4.

5.

6.

7.

8.

The DPL gajary gysten should incorporate provieivas for cost of Loving
adjustment on 4 periodic basis establighed by ihe U.S. Coot of Lirisg
Council.

It 18 recommended thav on lumedizie cost ol Living adjustament vetioaclive e
to January i, 1974, be established,

The cuvrant salary schedule should be abandoned and weplaced with one
representing 90 percaut of the schedile adopted im 1968 plus regular
incremanta.

Define Salary Schedule II in veference to classilications and jncorporate 7
it into Salary Schedule I.

Considaration should ba given to shuttle bus aecrvice between “he Cay
Dispatcher's bullding and the Grimes Building.

Salary Schedula I should be awended by adding staps B8, 9, and 10 for
each position with the fncrement fyorm step 7 aud 8, $850; fromw 8 and 9,
$650; and fyom 9 and 10, $450; nud each staff acmbar woved fouward cae
step July 1, 1974, in addition to a cost of living incresse. (Lort

by 2 yes, 3 no, and 3 aot votiag.) —

By Apxil 1, 1974, a committee should be assigned to conduct a nine- y/‘
month study of the following:

a. Job discyintions and titles

b. Poeition respopsibilities

¢. Pay differentcisl

d. Experionce credit

¢. Comparative galariea in other agencies
f£. Pringe bancfits

The staff should know the number of dollars availsbles for salaries in
the DPI budget.

Becorded by Barl HMiller
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DATE: Janpary 15, 1874

TO: Richard Smith
FROM: Charles R. Moench

SUBJECT: Adjusted Salary Schedule Changes from Section 8

Section 8 reviewed the present salary schedules and recommended that the
following changes would be desirable.

1. The two schedules could be grouped together im one schedule
that would basically be centered on the index base for consul-
tants. The proposed schedule is identified below.

Position Index Step I Step I1

Step ITL Step IV Step V Step VI Step VLI

Prof.Bwploy. .75 $10,500 $11,235 $11,970  $12,705 $13,440  $14,175  §14,910
Prof.Bmploy. .80 11,200 11,984 12,768 13,552 14,336 15,120 15,904
Prof.Bmploy. .85 11,900 12,733 13,566 14,399 15,232 16,065 16,898

Prof.Bmploy. .90 12,600 13,482 14,364 15,246 16,128 17,010 17,892

Prof.Bmploy. .95 13,300 14,231 15,162 16,093 17,026 17,995 18,886
£ jultant 1.00 14,000 14,980 15,960 16,940 17,920 18,900 19,880
Supervisor 1.10 15,400 16,380 17,360 18,340 19,320 20,300 21,280 |
Chief 1.15 16,100 17,080 18,060 19,040 20,020 21,000 21,980 f
Director 1.25 17,500 18,480 19,460 20,440 21,4620 22,400 23,380 E
Assoc.Supt. 1.35 18,900 19,880 20,860 21,840 22,820 23,800 24,780 |

This schedule, to some extent, combines the present salary schedules
and provides a base on Step 1 for the Consultants for the entire
schedule. Any change in the base for the Consultant will then
change the entire salary schedule. This permits an eaay salary
schedule change and also enables the change to affect evaryone
uniformly.

The committee did not recommend any changes in the lemgth of ex-
perience or in the educational adjustments. However, the committee
rejected at this time any provision for more than one consultant
classification and strongly recommended that no provision be made
to pay a consultant more than the amount stipulated on the salary
schedule since the schedule has now been revised upward.
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[+ 5

tThe committee aiso made the {ollowiny, recommendatiovns concern g
the salary schedule:

a, The schedule should be reviewed each biennium to determine

any changes that need to be made.

There should be an annual review to determine if a cost of
living adjustment would need to be made to the salary schedule.
If an adjustment is required, then the adjustment would be
made on the basis of the propesed salary schedule which means
that the amount of dollar adjustment would be made on the
consultant base and the same amount paid to all positions above
the consultant base and a percentage amount paid to those pobi-

tions below the consultants {professional employees) in the
same manner as the propoged schedule.

The committee also recommended that a study be made to determine
the distinctions, if any, that exist between congultant positions
in the department. There was some feeling that there may be some
reason for more than one classification of comsultant but the
committee felt that such a distinction should be made only after
a study of responsibilities and preparation of requirements.

The professional employees positions identified on the schedule
should clearly state the responsibilities of these assiguments
and the procedure,if any, for advancement to the next level.

Sincerely,
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DATE: January 28, 1974
TO: Richard Smith
FROM: ~ Charles R. Moench

SUBJECT: Salary Schedule Recommendations from Section VIII

Section VIYI reviewed carefully the information supplied by your office and
recommended the following factors be considered in any salary schedule mod-
ifications.

1. The salary schedule should be implemented at the 100% level
of the schedule adopted by the State Board on May 14, 1970.

2. There should be an annual review to determine if & cost of
living adjustment is required to keep the salary schedule
competitive.

3. A recommendation should be made to the State Comptroller's
Office that a state contingency fund be established to meet
unforeseen increases in departmental expenditures such as in-
creases in IPERS, PICA and such other required expenditures
over which departments have no control such as increases in travel
expenditures. This contingency fund would, in effect, pro-
vide an opportunity for departments to meet these unforeseen
increases in expenditures without penaliz:i.g salary commitments.

Section VIII also made a recommendation that trave! expenditures be reimbursed
on the basis of a per diem rate, This reimbursement would eliminate the

need for the present procedure which requires identification of individual
meal and motel expenditures. The implementation of this procedure would
eliminate much administrative review that is expensive and not necessary.
Further documentation of the administrative review expenditures should be
saved by this recommendation and will be provided upon request.

Sincerely,

CHiny

CLR.M. AN

CRM/klm
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GROUP #9 |

Report to Dr. Richard Smith -- January 14, 1974

Referring to the problems and solutions identified on ditio sheets distributed to
the professional staff, Group #9 respectfully presents the following suggestions
for consideration.

1

Knowing full well that the Department of Public Instruction is tied to the
approprilations made by the General Assembly and that such salaries available will,
to a great extent, unecessarily fit into such appropriations, it is first suggested
that an in-house committee be established and charged with the following responsi-
bilities:

1. A comprehensive study of the salary situation,

A, Complete study rating of the breakdown of all positions.

B. Develop a hierarchy of competence and responsibility with a specific
listing of both for each position.

2,  Be allowed ample time within the work#ng day to research, develop, and
complete such charge.

3. Pregent the completed plan to the staff as a whole.
I1

It was the unanimous opinion of the group that the professional employees
should in no way be tied to Merit;5§51kua.

I11

Relative to the increase for a cost of living raise, the following points were
determined:

1. The percentage of increase should be tled to a predetermined figure with
each employee receiving the same flat dollar amount to cover cost of living
incgease.

2. The ﬁredetermined base should be based on one of three figures with priority
for consideration in the following order:

A,“The average salary of all professional staff members,
B, Step I under consultants.

C. OStep IV under consultants, this being the median where seven steps are
involved,
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The cost of living index should be reviewed annually with a possible new
percentage factor to be applied to the predetermined base in Point #2 each
year.

IV

If necessity dictates and salary schedule #1 remains in effect, such salary
schedule interpreted to be 85% of the schedule adopted by the State Board of
Public Instruction on May 14, 1970, then the first priority on such schedule b///'
should be to work toward 100% implementation over a three year span moving to |
90% the first year, 95% the second year, and reaching 100% the third year.

v

Knowing that fringe benefits In some areas are tied in with other state
employees, but with the understanding that some of the following ideas are presently
being enjoyed by other state agenciles, we suggest consideration by the Department
of Public Instruction for inclusion in the salary schedule of;

l'

2,

6.

Recognition for lomgevity in the salary schedule., (Suggest additlonal
$500 for 10 years with added $500 for each additional five year perilod.)

Compensatory time allowance.
Differential vacation time allowance.

Conversion of sick leave, even if on a ratio other than one to one,
when retiring or upon leaving the Department,

Review of the present conflict of interest clause to bring it more in .ir
with other educational agencles of the state.

Consideration of monetary reward for credit earned in work related area f.r
M.A, + 15 and M.A, + 30.
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Racommeudation #1 ~

. Recommendation #2. -

.7:1.

2.

Sroup #9

That cost of living bo detameined on s dolloy besia,
with the same dollar fégure being allowed ecach wnployee,
padd dollay figuve iu addition to the base salavy fow
one year oily, HNegotiastfons Lov the Ffollowing year to
ba based en the above total figura,

That a selary conmdttes be formed to make a gtudy relative
to a salary schedule taking into coasideration all facetis
of the problems involved.

That the foilowing three criteria be among tlose uysed
in determining the mekeup of said coomitiee:

" A. One representotive from each of the present: ten
ELOURG o

By One representotive from each of the salary stews
on the pregent schedule.

C.‘ Eapresantatives for each category in proportion
" to the entire number of employeus.

'(Naturaily, thera would be "overlap" since a consultant

could be on Step #4, and a membar of Group #5; a directoy
could be on Step #7 and rapvesent Group £9.)

If a lump gum 4g appropriated to the DPI for “cost of
iiving", will this be availoble for thosze on state pay~
roll with those on federzl payroll having the same dollax
figure absorbed fvom fcderal monay? :

liss there heen any computations to determine hicw much
of any “cost of livipg” prant from state mouney wiil go
(1) to tha federsl govermmant in taxes and (2) how much
will be rvetuimed Zo the state via the same chapnel!
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Group #9

We recognize the fact that no salary schedule will ever be perfect, but every

effort should be made by the staff and the administration to make such schedule as

equitable as is possible within the scope of the appropriation made to the Department

by the General Assembly. (Federal monies should fit into the same pattern.)

Question 1 Does our salary schedule downgrade "professionalism™? This was

determined to be a question not easily answered since all facts were

not available,

Question 2 // Why are some consultants based at 1.00 and others at 1.057 This point

is compatible to Question 1.

Comments: 1. Perhaps our schedule should be based on "responsibilities".
A. Who would define the responsibilities?
B. 1Isn't this the same as '"merit'' pay discussed by some school
districts for adoption?
C. Are we opening a2 "can of worms'" we can't handle?
D.

Aren't there shifting of "responsibilities" within a division
and/or individual position all the time? (For example: One
division had six professionals and now have three which caused

much shifting of assignments.)

2. Flexibility wvs. inflexibility

A. Inflexible in that all persons are being brought in on Step II.
B. Flexible enough in that '"The State Superintendent is authorized
to assign an Index to positions not identified on Salary
Schedule #1,"
V/B' The salary schedule seems "administrative oriented." No advance-

ment possible for a consultant except to an administrative position.

Perhaps there should be a breakdown of positions in the Consultant

area. (No solution as to how this breakdown should occur.)
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The general opinion was that there is no advantage in increasing
the number of steps =-- this only prolongs the time for one to
reach the maximum,

Rather, 1f the money permits:

A. Add 1% each year plus the allowed cost of living to

those at the top of the scale.

B. If money doesn't permit, add only cost of living for

those at the top of the scale.
With appropriations available, perhaps the beginning salary may
not be toomuch too low, Certainly, there must, of necessity, be
some kind of a ceiling and, certainly, this ceiling cannot he
$50,000,
Cost of living should be determined. This percent should not be
computed on each individual step, but should be computed only on
Step I, and this dollar amount added to each following step. This
gives the "little fellow" the same ¢ .llar cost of living raise as
the "big fellow."
Take a look at the increment of "specialist add $510."

It was the feeling of some that this was put in when the
"specialist" was strictly for the benefit of superintendents and
spelled out quite arbitrarily.

This does not take into consideration those persons who might
have additional hours above the M.A. in their specific area or
those who may have completed doctoral work in an area with the .
exception of their written dissertation,

Perhaps there should be some recognition for M.A, + 15 ox M.A.
+ 30. This, naturally, brings up the question of B,A. + 15 or B.A.

+ 30.
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DATE : January 29, 1974
TO: Richard N. Smith
FROM: Orrin Nearhoof

SUBJECT: Salary Study Report

After a review of the material provided in your summary of
January 25, 1974, the group expressed general satisfaction with the
three points which emerged:

1. Maintain the present schedule but move it as wuch as
possible to 100% of the 1970 schedule,

The group felt that since the State Board had already
accepted this schedule that it might be easier to
move it -in this direction rather than submit a new
schedule for consideration.

2, Cost~of-living index be incorporated in the schedule,

This was considered too vague in terms of implementation,
and the group offers its previous recommendations:

a., Use the established federal cost-of~living index and
apply this to the average professional salary and
then distribute any remaining monies on a percentage
base of current salaries.,

b. As in #1, but the cost-of-living factor is‘appiied to
the base (1.0 index) and any remaining monies distributed
on a percentage base of current salaries,

¢, & flat dollar amount to each professional staff,

d. An equal percentage applied to all professional staff
members at each level.

3. A committee should be appointed to make a comprehensive study
of the salary situation,

It was suggested that this committee give early consideration to
the problem of the adequacy of the entry level. This is a particular con-
cern in those areas (special education) where the job requirements call
for a great deal of special preparation (school psychologists, clinicians,
etc-)o

ON: jdm
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DATE: Januvary 21, 1974
TO: Richard N, Smith

FROM: Orrin Nearhoof

The group reviewed the f£irst meeting report and the notes from
the salary group leaders meeting with the cabinet.

_ The item which received the greatest attention was a cost of
living factor. It was the recommendation of the group that any ammual
cost of living factor become a part of the base salary at each level,
and the base be increased by the amount of the cost of living factor.

The group also recommended the following procedures, 1n‘E£i2£151~;§gki ’
for cost of living adjustments,

1., Establish and apply a cost of living factor for the
average professional salary and then distribute any
remalning wonles on a percentage base of current
salaries.

2. As in #1, but the cost of living factor is applied to
the base (1.0 index) and any remaining monies distributed
on a percentage base of current salaries,

3. A flat dollar amount to each pi “~ssional staff.

4, An equal percentage applied to all professional
staff members at each level.

- Suggested immediate solutions were as follows:

1. Adjust base (to a level comparable under the 1968 ~—
salary schedule},

2. Adjust maximum experience level.
an
3. Add om eighth step.

It was recognized that we should conduct a salary study of comparable
positions, but it was agreed that this would be a long term effort, but that
it should be implemented soon,

Other items which received attention:

1, Continue working with other state agencies in order to
improve fringe benefits,
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Richard N, Smith w2~ January 21, 1974

The general concepts presented in items 8, 9, and 10,
of the suggested solutions {(Dr. Smith's memo of
January 2, 1974) were discussed at some length, It
was generally dgreed that the concept of flexibility
within and across (vertical and horizontal indices)
positions would be advantageous. These items, how-
ever, would require additional study.
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S,Q.A.)@W

DALM JARLLTy 4, 4
10 Prosessinnas blaxtd
FRUM: Richavd K, Smich

SUBJECT:  Prohwiems with Salovy scicduleys) sdennifizd by Giroups
on Lnoembey L/, CGVS

Thie foilowing lg an atrvempd oo sewdrizsc Lho probisas the U
groups idoenhifded with the soiary schzduiacs, presmmily in etfect fox
srofesstonel staff of the Divaviment., In some vess, the soatecoent is
MECLY TepeEated £5 repuri.d bocauvse varicus innorpretacioons wouned be
posuibla.  Should vou wish o veviow the ioporks schbuitbted to me by thw
2roup leaders, prease ask pive. Powers for the Hiice and she wiip wake ic
aval_abie vo you.

1. Ho group yepocted disegrecnent with the probliues Identified by the
Gabinet and directors saond chiefs,

2. Counsultent classificarion too bread, The schedule shouid reflect
the varying vesponsibiiitles vequived of Consultanis. Sugpests &
Congultant ¥ aud Consultant 1T wiich would provide wvore lncentives
for pay raisea.

3. Pregent schedule too Low - not comperitive, ecapucially s reiates
to fringe bemefits. -

4, Autheoxity of tha State Superintendent to assligan vavylug indices
on salary schedule shouid bhe exerelsed fovr sli brsnches - wet just
P.R.E, The flexibility ox departure from the sslary schedule is
consldered a general problea.

5. Present schedule doecs not reflect merilc performsnce.

6. Experience ecredit should not be given solely on past erperieaces,
but what skills the job requires.

7. No cost of living factor buiit fnto the schaduie.

8. The limited number of steps does not encourage stuff to remain
with the Department,

9. Taeve 18 no advantape ian lucreasing the number of steps~-this only
peoionge the time for one to reach the muximum, Rather, 1f the
money pervimnibe:

A,  Add L7 each yesr plus the allowed cost of Living to thouwe
at the top of the scale.

B, If money doesan't permit, add only cost of liviag for those
at the top of the scale.
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NOTE~item wnine is & suggested possibie solucion frow one grovp., Lo won
placed after itewm eight to glve sone perspeccive on one of our pinb-
lems wilch wili be reaching consensuy.

1U. Conslderation should be given to nawing clucaiioasl edjustmedats on
the schedule on the basis of workshop atteudanie as welil as on
campus college ciedit courses.

11. Concern wasn expressed g: to wiasthey the Table of Organivation vls
IS [&
compatible with the salary schedule oand e dugei.

12. Discriminstion in the recognition of miiliavy expevivace as % low
one basis for active duty only.

13. Scheduis pot fair siace the inde:n iz pot taken into consideration
beyond the Livst step.

i4. There would have to be some rather conclusive evidence that one
position level ov section is more jmportant than the other scction
before they could "buy" the concept of additiormal compensation
vhether £t be 5% or $i,000 or whatever,

£5. The curreat schedule or structure is not totally unucceptablie, but
needs some poiishing. Such poliching should noi vesuli in onrly
polishing, but wmake provisions fov inexeosed benefits, financial and
fringe, for curveat staff as weli as for incoming stalf,

16, Some consideratlion must be given to what hapw-ns at the top step.
Several individuals now at top step,

17. Can we rveally deve.op a schedule and stay on? Have wo ome, twe ov
three scheduies now? Hot everyoue recoguives ror uwnderstands what
was the officlal date of accaptance nor the manifescations that
have vegilted since.

19, Present schedule difficuic to worl with.

9. Leck of flexibiiity in inicial pleczmeni in the schedu.e., (If
changes are wmade, how do we treat recently hived persoanel’)

20, Are the general depariment and DRES palavies egquitable foun equul
rvesponsibiiity and twaining?

2L, Theve was 3 question vegarding the diffevential ol pay withim the
scheduie primarilly by position--the indux should be chauged; rwoll at
titles usnd job desceipilons; incrude om the suoiary schedule 8l those
poaitions that ave paid on & diffevential bauis, such as gssistant
director, etc,
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Some suggested solutions:

1.

L10.

A salary study of comparablie positions Lo WEA's, wvivate watergsis.,
avea schools, and universities.

Move back to the 1968 schedule as a base loy aay chanpes.

Develop a iisting of specific compztencies [ur each position evd wi-
salayvy schedule to a hieravchy of competwucices,

Fringe benefits to be considered in wew schedule: cost of Liviug
alliowance and earmark or gset aside 7-8 percent to purchase gnmuiny
for each employee.

Merge Salary Schedule ¥ with Salary Sciedule ¥I, but make provisious
to appropriately identify diffevent responsibilitcier so that a pre-
vigsion can be buiit for employing peopie¢ wich approprlate experiences,

(This may mean desiguatlion such as Consultant I, Cousuliant LI, etc.)

Ad just the base to approwimately Step 3 for Consuitants which would
be $13,600.

Review the cost of living snnuaily and implement an increase, if
needed, built on the base for Comsultantg so that each employse would
receive the same dollar amvunt.

“
Shell out the critevia for speclal positions soc that these positions
would be provided for within the salary scheduie and everyone would
recognize these distinections, (This mipht be reusolved such as the
recommendation for different types of Consultaats.j

The index should run hovizontally in addition to the vertical index
which would simply wean that the increases in Consultants’ saiaries
woul.d progress from (.00 to L.05 to 1.10, =2te.

Implenentation of a professional, vather than bureaucratic, model of
administration. (ie. Consultanis may receive higher salary than a
menager of the unit.)

Because of the time factor, each group had ilttle opportunity

develop any gsolutions. Some did not touch ou solutions.
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ATTACHMENT 7

REPORT OF SALARY SUBCOMMITTEE #4

STUDY OF INEQUITIES WITHIN SALARY SCHEDULES I AND II

SUBCOMMITTER
ED HEIM, CHAIRMAN
JIM BOTTENFIELD
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DATE: May 10, 1974
TO: James Forsyth, Chairman, Salary Committee
FROM: Ed Heim and James Bottenfield

SUBJECT: Report of Salary Subcommittee No, 4

The subcommittee decided that due to the small number of employees on Salary
Schedule IT (See Attachment No. 1), they would appreocach their task through
personal interviews with each Schedule II employee. A list of proposed ques-
tions were prepared (Attachment No. 2) and all employees available were inter-
viewed.

One employee, indicated by DPI records as being on Schedule II, expressed the
opinion that he was on Merit not Schedule II., The result of ten interviews
are summarized in Attachment No. 3. Each employee's comments are summarized
without indicating the emplovee's name or position. Four employees have not
vet been interviewed but this can be done if the committee feels that the
interviews should be completed.

In Attachment No, 4, job descriptions of the DPI Schedule II positions are
shown as duplicated from the Personnel Officers' files. A job description
does not exist for Computer Programmer,

Attachment No, 5 is a letter received from Dr. Smith in response to our memo
requesting information about the history of Schedule II.

We feel that our investigations have revealed a general lack of basis for
placement on Schedule IT and a lack of knowledge by employees as to why they
are on Schedule II or why they are at the level they are. We feel there is
a general feeling of discontent among the emplovees on Schedule II.

We do not feel that the subconmittee should make any recommendations at this
time, but should wait until the committee determines its overall philosophy
and direction,




Salary Schedule II Positions

Index Position Title

21 Administrative Assistant, Title VI

Research Associate

22 *Computer Programmer
23 *Accountant Professional Associate
24 Technical Writer
Accountant
25 Program Associate

Data Service Coordinator
Pergonnel Officer
Administrative Assistant, Commodity Distribution
*Accountant 1T
26 Accounting Supervisor

*Chief, Fiscal Officer

*Vocational Rehabilitation position

No. 1

Number of Positions

5 VR
10 DPI

15




10.

11.

o, 2

Schedule 1T Questions

What index and step are you on?

Do you know how or why you were placed on that particular index and step?
1f you are off-step, do you know why?

Any inequities in Schedule IT?

Any comments on entry step?

Any comments on BA plus 30 hours provision?

Any comments on progression from one index to another?

Any other comments concerning Schedule 11?

Comments concerning one schedule versus two schedules?

Comments concerning Schedule II as related to Schedule I?

Comments concerning Schedule II as related to Merit employment?

7




o, 3

Summary of Interviews with Schedule IT Employees

The numbers below correspond to the question numbers in Attachment No. 2

i,

10,

11.

Most employees knew their present placement. If they did not, we figured it for
them so they all know their index and step.

Of the ten people interviewed, none knew for sure how or why they were placed on
the index or step they were on.

Eight were on step; two were off step by only a few dollars,
Summation of comments:

(a) Lower indices were too low.
(b) Wondered why top five indices were not used,

(a) All felt that written concepts for each index should exist as a rationale
for each placement,

(b) Three felt that experience had not been given adequate weight in initial
placement,

(¢) One expressed concern that military experience counted on Schedule I but
not on Schedule IT.

(d) One thought a degree should not be required.

One thought a person with BA + 30 hours should get more than $600 additional;
the $600 should be given for employee with BA + 15 hours and that more yet
should be paid for a Master's degree.

All were interested to know how it could be done. Felt that 5a above would help.

(a} One felt there was inconsistency in initial placement.

(b) One expressed a wish to see more steps with greater increases between steps
in the earlier steps.

(c) One wanted progressively larger increases between steps with unlimited
steps; just so many dollars for so many years of service,

(a) One preferred separate schedules because Schedule I has zlways been subject
to change whereas Schedule II has been 100%. This employee felt that
Schedule I was designed for a higher education and therefore more effective
being separate from educators. Same employee felt Schedule II was more
gtable and that status was not involved.

{b) Three expressed no comment.

(¢) Six expressed feeling that only one schedule should exist.

Generally covered by comments in number nine.
(a) Two stated that Merit Employment appeared to be better.

(b) Two stated that Merit Employment appeared to be the same as Schedule II,
(¢) Six had no comment,
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No. 4
JOB DESCR1IPTION
JOB TITLE:
Technical Writer, Planning and Support Section
Career Education Division, Area Schools and Career Education Branch

T.0, # 6J13

PRIMARY FUNCTION OF POSITION AND SUPERVISORY RESPONSIBILITY:

The primary function of this position is the preparation, including planning
and revision, of documents to report or record activities in the Section and
Career Education Division in carrying out the intent of the Vocational Edu-
cation Act of 1963 as amended in 1968,

Individual in this position has no direct supervisory responsibilities but does
have indirect responsibility of clerical staff assigned to the Section.

JOB DUTIES:

Aesists professional staff in preparing and submitting U,S. Office of Education
descriptive, fiscal, and statistical reports as required.

Assists professional staff in developing, revising and producing State Plan for
Career Education,

Asaists professional staff in production of and dissemination of Career Education
Handbook revisions.

Agsiets professional staff in collection, recording, and distribution of various
reports throughout the year,

Dedelops and disseminates bibliographies and findings of studies, surveys, and
raesearch pertaining to career education in Towa,

Assists the Information and Publications Section in developing career education
division publication materials and coverage of annual career education conference.

Attends and participates in Department, division, state, fegional, and national
meatings for the improvement of career education.

Participates on committees to plan and conduct workshops and conferences,

Responds to requests for information and materials pertaining to Career Education
in Iowa.

EDUCATIONAL REQUIREMENIS:

A Bachelor's Degree, with an advanced degree desirable, with emphasis in edu-
cation and journaliswm, Undergraduate and graduate study in research, planning,

evaluation techniques and the colliection and dissemination of information is’
desirable.



EXPERIENCE REQUIKEMENTS:

Three to five years pervious experience In writing and editing publicationms,

OTHER REQUIREMENTS:

A valid Teaching Certificate
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JOB DESCRIPTION

JOB TITLE:
Administrative Assistant, Title VI, ESEA Section, Special Education Division

Pupil Personnel 3ervices Branch
T.0. ¢ 5C08

PRIMARY FUNCTION OF POSITION AND SUPERVISORY RESPONSIBILITY:

The primary function of this position is to assist the Chief of Title VI in the
administration of Part B, Title VI, E,S5.E.A,

Indirect supervision is exercised over one clerical position in this section.

JOB DUTIES:

Agsist the chief of the Title VI-B program in all areas relating to the general
edminfacration of this program,

Maintain all financial records relating to programs and projects conducted at
the State and local level.

Assist in all steps of the reviewing process utilized with state and local
project applications,

Asslst in wonitoring of state and local projects,

Agsist local and state project applicants in the preparation of project reports,
Responeible for chécking the certification and approval status of all special
education personnel involved in the varilous programs which are eligible for reim-
bursement, including all correspondence with teachers and their administrators
regarding this approval.

Responsible for the processing of Special Education Reimbursement Claims,
EDUCATIONAL REQUIREMENTS:

A Bachelor's Degree in Business Adminisctration

Any courses at the undergraduate level in special education would be helpful,

EXPRRIENCE REQUIREMENTS:

No experience necessary,

OTHER REQUIREMENTS:

Shouid be eligible to hold a valid Teaching Certificate,
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JOB DESCRIPTION ) j.’ o

JOB TITLE:"
Research Associate, Educational Media Section (INFORMS PROJECT)
Instruction and Professional Education Branch

PRIMARY FUNCTION OF POSITION AND SUPERVISORY RESPONSIBILITY:

This position is to work under supervision of Referral Specialist and Director of
project to develop and improve dissemination of resource materials relating to
curriculum for and to schools in JTowa.

Individual in this position has no direct supervisory responsibility over other
staff members of the project or section.

JOB DUTIES:

Works with the retrieval of educational curriculum materials from a data book
centrally located in the Department, (Educational Media Sectiom).

Retrieves and determines the relevance of materials, as requested,
Confers with Referral Specialist and Project Director on request,
Transforms information requested into a format useful for needs.

Attends weekly staff meetings of Section as well as monthly staff meetings and
other conferences scheduled pertaining to the project,

Maintains contact with eleven field agents in selected Educational Media Centers
throughout the State, This contact is by phone, correspondence, or direct,

EDUCATIONAL REQUIREMENTS :

B, A. degree with emphasis in Education field. Related training in educatiomal
raeference materials and techniques would be desired but mot required.

EXPER IENCE REQUIREMENTS:

No experience necessary, If one has worked with or has knowledge of the ERIC
(Educational Resource Information Center) system for retrieval of information,
this would be helpful. Teaching e:iperience also is desired but not required,

OTHER REQUIREMENTS:
& valid Teaching Cerxtificate

Ability to work with administrative staff and school personnel.
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JOB DESCRIPTION y N
P T :
JOB TITLE:
Program Associate, Education Profession Development Section

Imstruction syd Professional Education Branch

oy o
AAIELY

PRIMARY FUNCTION OF POSITION AND SUPERVISORY RESPONSIBILITY:

These positions are to be responsible to the Drug Education Consultant to plan,
evaluate, and facilitate Drug Education Institutes and efforts.

Individuals in these positions have no supervisory responsibilities.
JOB DUTIES:

Serves as small group facilitator at the Department of Public Instruction
Drug Education Institutes,

Aids in planning and operating drug education institutes throughout the State.
Assists in on-going evaluation of state and local drug education efforts.
Assists in long and short-range planning activities.

Provides consultant service to local schools and intermediate units.

Alds in coordination of resources, both materials and personnel,

Keeps abreast of current trénds in drug education, and helps disseminate this
information to school communities for program improvement.

EDUCATIONAL REQUIREMENTS :

Prefer Bachelors Degree in education; however, experience can substitute for
experience on a year for year basls., Related study in areas of soclal sciences
and counseling would be helpful in these positions.

EXPERIENCE REQUIREMENTS :

No set vequirement in years of experience. Should have: Specific training
expariences relating to community and school drug education programming; Specific
work experiences in the education of children, adolescents, and adulte in develop-
ing a school-community drug prevention program for a broad range of socioeconomic
groups; and specific ability and experiences in working with a broad range of
students, community representatives, and professional personnel.

OTHER REQUIREMENTS:
A valid Teaching Certificate

Skill in establishing rapport with groups who have broad ranges of age and
socloeconomic backgrounds.

Posgess the ability to listen attentively in small group interaction.

Ability to guide a group in developing a positive workable abuse prevention program,

Possess the ability to evaluate materials for scientific accuracy and educational
validity.
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JOB DESCRIPTION

JOB TITLE:

Data Services Coordinator, Management Information Division
Planning and Management Information Branch

T.0. # 3B04

PRIMARY FUNCTION OF POSITION AND SUPERVISORY RESPONSIBILITY:

The Data Services Coordinater will be primarily responsible for all quality
control activities, Specifically, this will involve the scheduling, collecting,
and editing of input materials as well as the auditing and balancing of output
data,

The individual in this position has no supervisory responsibilities other than
those temporarily assigned by the Director of the Division,

JOB DUTIES:

The Data Services Coovrdinator will be responsible for the scheduling, collection,
and editing of all input materials as well as audit and balance output data. 1In
this role, the Data Services Coordinatoc will perform all quality control checks.

The Data Services Coordinator will prepare or approve all materials relating to
data collection and dissemination (i,e. schedules, letters, user directions and
instructions, etc.).

The Data Services Coordinator as part of the quality control activity, will share
with the Data Services Consultant-Statistics in the responsibility for the accurate
timely preparation of all formal reports for federal and state needs.

The Data Services Coordinator will assist users in the definition byt not the
design of colliection documents and feedback reports,

The Data Services Coordinator will serve as a liaison for users requesting
standardized information reports such as lists, directories, mailing labels,
statistice, etc.

Perform other duties assigned by the Director.

EDUCATIORAL REQUIREMENTS:

B.S. required, masters preferred, with emphasis in training in data processing
procedures for date retrieval.

Some programming experience or knowledge is desired so an intelligent judgement
can be made as to time, materials, and resources involved,

Related fields of education préparation in areas of accounting and mathematics
would be helpful in this position,
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. EXPERIENCE REQUIREMENTS:

Three years in education and/or data processing is preferred.

OTHER REQUIREMENTS:

A valid Teaching Certificate

Personal Traits: A personality that inspires confidence and an interest in
working with people in the profession.

Professional Activities: To hold membership in selected professional organizations
and to participate vegularly in their activities, Also, to read selected pro-
fessional journals in the fields of education and data processing in order to stay
abreast of current developments.
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JO3 DESCRIPTION

JOB TLTLE:

Accountant, Accounting Unit, &dwiaistrative Services Section,
Administration Branch

T.0. # 2J02

PRIMARY FUNCTION OF POSUTION AND SUNERY (SCAY RESPONSIBILITY:

The prvimary function of this position +s gupcervisery and administrative professional
accounting work., The positicn involves primary liaison cooperation with and between
the accounting supervisor aud cie pecsvnnel ol ticer in regavd to intra-departmental

geneval accounting and payroil accountilp functions,

Assists in supervising the accounting ¢iovicais pervsonnet in a capacity subordinate to
the accounting supervisor., Asgisvs, supucvises, revicws snd participates inthe work

- of the same personnei in performing geneval and budgeiary acceounting, payroll, auditing,
and related activities, Provides profcgsional ardvice to subordinates in the resolution
of difficult accounting problems,

JOB DUTIES:

Work is performed independently within estabiished policies and procedures, and is
reviewed by administrative supervisors (that is, accounting supervisor; chief,
administrative services; and, associate supcrintendent, Administration) through
conferences and reports. Work involves assistance in planning, organizing, and
divecting the general accounting, audit payroll, and related accounting activities
and assistance in administering the accounting unit,

The major duty consists of the Departmeutnl Payroil Accounting functions involving
subordinate responsibility to the accounting supervisor and complementary coordination
with the personnel officer and some voucher auditing and processing functions of an
advisory and quasi-supervisoryv responsibility in relation to the clerical accounting
personnel,

The second majdr duty is generai accounting Yor the Department and the processing of
vouchers as to the budgeting, auditing, expending, recording, and recapitulation of
state and federal funds, This involves, primarily, travel and expense vouchers for
departmental consultants as well as contracted "outside" consultants, purchase orders,
local educational agencices refimbursements, and other miscellaneous transfers.

The third major duty is planning, organizing, and directing the ledger accounting
function for the Careev Education Pivision aud assisting in the preparation and
maintenance of necessary accounting records and the compilation of data for financial
reports Involving state and tederal funding.

The remainder of the duties ol this position invelve special projects and assignments
of an accounting and/or auditing nature for the accounting supervisor, the Chief of
Administrative Services Section, or the Associate Supevintendent of Administration.
Periodicaliy, there are projects under the direction of the Deputy Superintendent or
the State Superintendent. Also, there is an involved, working cooperation with the
State Comptroller's personnel,
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' EDUCATIONAL REQUIREMENTS:

Bachelor of Sclence Degree in Accounting, or in Businecss Administration (School
Business Accounting courses would he advantageous), Should have courses in
Accounting, Auditing, Economics, Preparation of Fipancial Statements, Governmental
or Institutional Accounting, Governmental Economics and Taxation, and other re-

lated subjects,

EXPERIENCE REQUIREMENTS:

Three years of progressively responsible accounting and/or auditing experience with

some supervisory and administrative experience in a Public Accounting firm, or a
Governmental or imstituticonal agency with & working knowledge or experience in Governmental
Accounting. Experience as a school business office accounting employee would help also.

OTHER REQUIREMENTS:

Teaching Certificate and experience and/or training in the data processing field,
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JOB DESCRIPTION

JOB TITLE:

Accouhting Supervigor, Administrative Services Section, Administration Branch,
T.0. # 2J01

.

PRIMARY FUNCTION OF POSITION AND SUPERVISORY RESPONSIBILITY:

The primary function of this position is to provide planning, support and super-
vision for the Department in the disbursement and/or reimbursement of funds for

its operation. Close liaison i{s maintained with the State Treasurer, State
Comptroller and State and Federal auditors. This position has direct responsibility
over one professional staff member, three accounting clerks and one clerk typist
position.

JOB DUTIES:

Prepare monthly, quarterly and annual reports requived for departmental use and
for state and federal requirements.

Prepare various unscheduled reporte and schedules as required by different
divisions,

Asgist divisions in preparing budgets and other f[financial records.

Supervise and assist in the preparation of bi-monthly payroll and in the main-
tenance of neceasary payroll records.

Develop systems for various dividions and cooperate with the data processing
division in the preparation of programs,

Consult with divisions concerning fiscal and procedural policies.

Receive, deposit, and maintain general and supporting ledgers for all federal
and state funds.

Dictate letters and direct preparation of typewritten material.

EDUCATIONAL REQUIREMENTS:

A B.A, Degree with a major in Accounting,

Related fielde of education could be in Mathematics, Business Administration
and Educational Administration.

EXPERIENCE REQUIREMENTS :

Five years in the accounting field. Special consideration is given to those who
have work experience in govermnmental accounting,

OTHER REQUIREMENTS:

A Teaching Certificate and knowledge of management tool plus some experience and/or
training Iin computer science,
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JOB DESCRIPTION

JOB TITLE;

'Personnel Officer, Administrative Services Section, Administration Branch
T.0. # 2601 |

PRIMARY PUNCTION OF POSITION AND SUPERVISORY RESPONSIBILITY:

Plan, develop, organize and direct a personnel program for the Department in areas
of employment, classification, salary, employee relations and policy interpretationm,

Direct over one clerical employee. Indirect over all staff in specified areas;
i.e., policy interpretation and employee relations,

JOB DUTIES:

Plan, organize, and direct the persounnel program for the Iowa Department of
Public Instruction,

Supervise a small group of clerical employees engaged in personnel activities,
Directs and participates in recruitment, selection and placement activities,

Administers and maintadns classification and compensation plans for the pro-
fessional employees of the Department,

Detect, define, and develop solutions for various types of personnel problems
including grievances, turnovers, supervisor-employee relations, and other com-
plex group and individual matters.

Advises employees in matters concerning personnel policies, procedures, and
practices.

Adviges administrative supervisors of current and future personnel problems,
and suggests procedures for the solution of the problems.

Works closely with the Merit Employment Department in those areas in which it
has the primary responsibility for personnel administrationm.

Prepares or directs the preparation and maintenance of necessary records and
reports.

Performs related work as required,

EDUCATIONAL REQUIREMENTS:

Bachelors degree in public administration, business administrationm or the Sotcial
Science Field or closely related areas. Bachelors degree in Guidance and Counseling.

EXPERIENCE REQUIREMENTS:

Minimum of five years experience in persomnel work involving recruiting, selection,
and testing. Experience in guidance and counseling is desirable.

OTHER REQUIREMENTS:

Teaching Certificate -+ Some administrative experience involving interpretation
of established policy and some decision making.
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JOB DFESCRIPTION

JOB TITLE:

Administrative Assistant, Commodity Distribution, School Food_Services Section,
Administration Branch

T.0. # 2D07

PRIMARY FUNCTION OF POSITION AND SUPERVISORY RESPONSIBILITY:

Responsible for administering and supervising the Commodity Distribution Pro-
gram to public, private, and parochial schools participating in the National
School Lunch Program and School Breakfast Program; to Service Institutions
eligible under the Special Food Services Program for children; Summer Camps
and eligible head start programs; and disaster feeding.

Directly supervise all phases of the work of two clerk-stenographers.

JOB DUTIES:

Supervise the Commodity Distribution Program.

Administratively review school lunch programs,

Conduct reviews of each warehouse operation,

Administratively review Summer Camp operations.

Assist with the Monthly School Lunch Newsletter.

Agsist with School Lunch Short Courses at Jowa State University,

Assist in the devalopment and revision of forms.

Make monthly reports to the federal government,

Attend state and national conventions related to school food service and
child feeding programs, '

Assists with planning, programming, and evaluation for School Food Services Sectiom.
EDUGCATI UIREMENTS :

College Degree - four year minimum, College preparation should have emphasis
on Business Adminilatration or Education, Management and/or Mathematics,

EXPER IENCE_REQUIREMENTS:

Minimum of two years of teaching or administrative experience in education

OTHER REQUIREMENTS :

Teaching experience. Desirable to have some training or work experience in
Computer Scilence Field.
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DATE: April 12, 1974

TO: Ed Heim

FROM:  Richard N. Smith

SU-BJECT: Questions Concerning Salary Schedule 11

I am sorry to have delayed in answering your memorandum of
April 5, 1974. Before answering the memo it was necessary for me to
. talk to several people who were involved in the creation and administration
of Salary Schedule II. As you know, this was instituted a number of years
ago prior to the time I was in my present position. People's memories
are somewhat hazy, but I believe the following are pretty accurate answers
to your questions.

1. What was the department's rationale for establishing two salary
schedules?
At the time this schedule was recommended by the salary
committee (1967} it was felt that there was too great a range
between the salaries for "professional staff" who were in
non-educator positions and the "professional staff' who were
in the educator or consultant positions. To create one schedule
to handle all such staff members would have left a considerable
gap because the levels were too far apart.

2. How was it determined where to place existing employees at
the time Salary Schedule II was established?
The best I can determine is that employees were placed on the
step above their current salary at the time the schedule was
implemented.

3. How was it determined where to place employees hired subse-
quent to establishment of Salary Schedule 1I?
Currently we study the position which would be as closely com-
parable under the Merit System to the position which we are
filling and we then place the individual on Step I of the Index
which would be the most comparable, Prior to my assuming
the Deputy position, I think that a judgment was made as to
what salary the position called for,

4. What condition s might exist that would put an employee on
Salary Schedule II but off-step?
The best I have been able to determine is that the administration
placed some people off-step because they did not feel they could
give a few individuals a raise that would be out of line with other
increases given in the department to people on Salary Schedule II.
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5. Are there any provisions in Salary Schedule II for an employee
to move from one level to another?
I know of nothing in the schedule itself which speaks of this
question, The third paragraph under III states: ''Deviation or
exception to this salary schedule is to be approved by the State
Board hefore offering a position not in compliance with the
schedule,! This sfatement does not really answer your question,
However, because of the authority given to the State Superintendent

. in the Code I would suspicion that the State Superintendent, with

the approval of the State Board could move an employee from one
level to another even though the schedule itself does not provide
for this.

I hope the above will be of some assistance to you. I am sorry thatl

cannot be more helpful, but most of your questions deal with time prior to
my having any direct knowledge of the actions taken.

“R.N.S.

RNS:jp
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ATTACHMENT 8
(Retyped from Original)
April 30, 1974
POLICY STATEMENT
Training and Development for State Employees

TO: ALL DEPARTMENT HEADS

FROM: GOVERNOR ROBERT D, RAY

One of the recommendations from Springbrook was that state employee training
and development be encouraged and accomplished throughout the executive branch of
state government. The purpose of this statement is to lend my support to that goal.

At the Springbrook meeting, you listed employee training and development as an
important way to help achieve fair treatment of employees and the building and
retention of capable employees, I agree., In addition, T feel it is important that
we do everything possible, as top managers in state government, to train our
employees to be responsive and responsible to our citizens, to be truly service-
minded and career-minded.

I want you to know that I support an increased effort throughout state
government to build management's and employees' capabilities to perform their present
duties and prepare them to assume new or extended duties,

At the same time I feel that each state department has the primary responsibility
for training and development of its employees. I consider this function as an
important responsibility of each of you as top managers in state government, Within
broad guidelines set forth in this statement and which will follow as a result of the
recommendations of my Policy Committee, I expect each of you to set policies and plans
and to carry them out to fit your department's particular needs,

During the 1974-75 figcal year, I want each department to set goals on the
following matters and make considerable progress on those goals: :

1, Prepare or review your training policy.

2, State in a letter to me what you intend to do in your department in
staff development and training this year,

3, Implement an orlentation system that will help new employees get an effective
gtart on thelr jobs and become service-minded and state-career minded.

4. Provide varied job experiences as part of training for persons who show
the desire to advance.

5. Provide for training and development activities within your proposed
personnel budget.

6. Provide time off from work for job-related training of benefit to your
department for employees who can profit from such training.
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7. Set a personal management development goal (activity) for yourself and each
of your top subordinates to be achieved this year. Your suggestions are
invited for types of training or other developmental activities you feel
are needed or appropriate,

8. Enable all first and second level supervisors to take a bhasic supervisory
course in the last three years.

9, Supplement the basic supervisory training by encouraging supervisors to take
advantage of training in (a) understanding the merit system and the super-
visor's role under merit, (b) understanding roles in affirmative action and
labor relations, (¢) citizen relatiomns, (d) work simplification, or (e) time
management dependent upon individual needs.

10. Review your current training and development activities to determine results
and usefulness.

At the end of 1974, I want each department to make a summary report to me and
the Policy Committee on progress you have made toward achieving these goals,

During 1974, I want my Policy Committee to make recommendations to me for improving
our over~all approach to employee training and development.

In the meantime, I am asking the Merit Employment Department to provide a
clearinghouse of information and to assist departments in coordinating their training
activities.' I am also asking the State Universities, particularly the Institute
of Public Affairs of The University of Iowa, to help provide management and
supervisory training and to provide consultation assistance to departments in working
toward the goals set out in this statement.
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ATTACHMENT 9

REPORT OF SALARY SUBCOMMITTEE #2

COMPARABILITY AND APPLICABILITY TO THE EMPLOYMENT NEEDS
QF . THE DEPARTMENT WITH OTHER EDUCATIONAL UNITS IN THE STATE,
AND WITH OTHER STATE DEPARTMENTS OF EDUCATION

SUBCOMMITTEE
DON SMITH, CHATRMAN
DEAN ASCHIM
STEVE MANR
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Subcommittee #2
Final Report
Committee Members: Don Smith
Dean Aschim
Steve Mahr

All information contained in this report is intended to indicate the
necesgary salaries the Department of Public Imstruction will have to pay
in order to hire and retain qualified personnel at all departmental position
levels. This report contains current salary information on Iowa's area
school and secondary school instructors and administrative staffs. Alsc
included are the equivalent State Department positions and salary ranges
of Minnesota, Wisconsin, Illinois, Missouri, Nebraska, and Kansas.

In the next few paragraphs, we will attempt to explain each of the attached
salary tables. All salaries are equated to 240 days so that comparisons can
be made.

Table A - Secondary School Instructors

Listed in this table are the 18 largest school districts by enrollment in
Iowa. The 1973 salaries at the Master's degree plus five years experience.
level are listed by school district. Salaries range from a high of $13,620.00
at Bettendorf to a low of $12,078.00 at Sioux City. The average of these 18
districts is $12,790.00 when calculated from their published salary schedules,.
This indicates that the departmental salary for Consultant, Step I, of
$11,900.00 for 1973-74 year is at least 5890.00 below the secondary school
average for the same year.

Table B - Area School Instructors

Only ten of fifteen area schools have official salary schedules. Area XI
(Des Moines Area Community College) has the high of $13,272.00 and Area XIIT
(Iowa Western Community College) has a low of $10,500.00 for 1973-74. The

average for the ten reporting area schools is $12,021.00. Again, the
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Subcommittee #2 - Final Report Page 2

Departmental salary figure for Coﬁsultant, Step I, of $11,900.00 for
Fiscal 1974 would indicate that the salary is $182.00 less thén what i1is
paid to area school instructional staff.

Table C & D - Secondary School Administrators

Secondary schools have a number of administrative titles or positions
which wvary in duties and responsibilities. 1In attempting to keep the
salary information as brief as possible, only six administrative titles were
used. Table ¢, 197374, actual salaries indicates that the average director's
salary at the 18 largest secondary schools is more than the 1973-74 maximun
for Departmental associate superintendents and that the average local supex-
intendent's salary is 51,873.00 higher than the Iowa State Superintendent of
Public Instruction.

Table E - Area School Administrators

These tablés contain the administrative salaries of Towa's fifteen area
schools as reported in the Iowa Professional Employees Data School Sheet.
Again, as indicated by the averages, the Department would have many problems
attempting to hire these personnel at our current initial placement salaries.

Tables F & G - Salary Schedules of Surrounding States

A comparison of surrounding state departments of education schedules
is necessary to determine whether Iowa is compensating its employees at an
adequate salary. All surrounding states replied to a salary schedule question-
naire except South Dakota. The results of this survey are contained in Tables
F and G. The 1973~74 salaries indicate that at the consultant level, lowa
ranks fourth of six in dollar salary and $1,470.00 below the average beginning
salary of $13,370.00. At the supervisor level, Iowa ranks fourth of five in
dollar salary and $1,532.00 below the average beginning salary of $14,622.00.
At the chief level, Iowa ranks fourth of six in dollar salary and $979.00 below

the average beginning salary of $14,664.00. At the director level, Iowa ranks

9-3
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fifth of seven in dellar salary and $3,925.00 below the average beginning
salary of $18,800.00. At the assoclate superintendent level, Iowa ranks
seventh of seven in dollar salary and $5,643.00 below the average beginning
salary of $21,708.00. At the superintendent level, Iowa ranks fifth of

six in dollar salary and $4,018.00 below the average salary of $32,518.00.

1974-75 Salary Comparison

Aryea Schools

Information in the Department indicates the Towa area schools will
receive an average increase of 10 percent. ISEA (Towa State Education Associ-
ation) has published an article dealing with secondary school salaries which
states the average increase of 9.7 percent. The following comparison shows
the salary figures for an individual with a Master's degree and five years
experience:

Surrounding State Departments

Consultant, Step I {(Table G Average) $ 14,173.00
Iowa State Department Consultant, Step I 13,090.00
Secondary Instructor {(Table A Average) 13,703.00
Area School Instructor (Table B Average) 13,227.00

This information indicates that Departmental salaries for beginning
employees is still not competitive enough to attract the caliber of personnel
needed for this department, If we cannot exceed the salary the individual

will receive at a local institution, we cannot expect to attract highly

qualified personnel.
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-SUMMARY |

Iowa Department of fublic Instruction salaries do not compare favorably
with those of surrounding states. Only two of five reporting states have
a starting salary less than the 1974-75 salary of the Iowa Department of
Public Instruction, As the position titles and salaries are reviewed in
Table I, the economic picture becomes very bleak in comparison with the
Departmental schedule,

Comparing administrative salaries of the secondary and area schools makes
the picture look much worse (Tables E and G). Because of the wide salary
variance, it would be impossible to recruit prospective employees from
these ranks. To recrult from the instructor ranks of the secondary and
area schools may be somewhat easier in 1974-75. The starting salaries of
Iowa's local schools (Tables A and B) indicate that the proposed Departmental
consultant step I of 14,300 1s basically equal to their projected salaries,
If the Department was given the option of hiring at the consultant I, II or
I11 level based on experience, we may have the opportunity to hire the
qualified personnel we wish,

A major problem may still exist in 1975~76 of holding qualified people
in the Department. Average salaries from the various sources listed in this
report indicate the Department is not compensating its employees at the rates
of other Departments of Education or Iowa local educational administrators.
This tends to detract from the Department if personnel cannot be drawn from
the proven ramks of successful individuals but must rely on the instructional

ranks for its future potential,
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Table A

PROJECTED SALARY DATA
SECONDARY PUBLIC SCHOOL DISTRICTS
19731974 and 1974-1975

The information given below lists the salaries recelved by the instructor
with a master's degree plus five years experience in the district. Two of
Iowa's 20 largest public school districts (Ames & Davenport) were not
included in the Iowa State Education Association 1973-74 report, therefore,
only 18 are listed below.

The Towa State Education Association has indicated that Iowa's average base
salary increase will be 7.147%Z for 1974-75 and the table below reflects this
increase for fiscal 1975. All salaries have been adjusted to a 240 day
contract so that comparisons can be made.

District 73-74 74-75
1. Des Moines $12,858. 00 $13,776.00
2. Cedar Rapids 12,837.00 13,742.0Q0
3. Waterloo 12,969.00 13,894.00
4, Sioux City 12,078.00 12,940.00
5. Council Bluffs 13,072.00 14,005.00
6. Dubuque 12,678.00 13,583.00
7. Iowa City 13,061.00 14,622.00
8. Ottumwa 12,284,00 13,161.00
9. Fort Dodge 12,274.00 13,150.00
16. Clinton 12,658.00 13,561.00
11. Marshalltown 12,596,00 13,495.00
12. Mason City 13,246.00 14,191.00
13. West Des Moines 13,103.00 14,038.00
14, Muscatine 12,424.00 13,311.00
15, Cedar Falls 12,820.00 13,735.00
16, Bettendorf 13,620.00 14,592.00
17. Newton 12,875.00 13,794, 00
18. Ankeny 12,781.00 13,693.00
Averages for above 12,790.00 13,703.00
Department of Public 11,900.00 13,090.00

Instruction-Consultant, Step I
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Table B

Projected Salary Data
Post-Secondary Area Schools
1973-1974 & 1974-1975

The information given below lists the salaries received by the instructor with a
master's degree plus five years experience in Iowa's Area Schools. The 1973-74
salary information is taken from the Department of Public Instruction's Area
Schools Division's Salary listing. Area Schools IV, VII and X do not have
official schedules and area schools XV and XVI did not supply sufficient data.

The 1974-75 salaries shown below are based on increases (9,8% average) either
approved or recommended to the local Area School boards. All salaries have been
adjusted to 240 days so that comparisons can be made.

Area 73-74 74-75
I $12,235.00 $13,360,00
II 12,088.00 13,320.00
I11 12,000.,00 13,236.00
v N.A.
v 11,431,00 12,722.00
VI 11,400.00 12,597.00
VIiI N.A.
IX 12,530.00 13,845,00
X N.A.
X1 : 13,272.00 14,665.00
X1I 12,519.00 13,370.00
X111 10,500.00 11,602,00
XLV 12,240,00 13,561.00
XV N.A.
V1 N.A.
Average for above 12,021.00 13,227.00
Department of Public 11,900.00 13,090.00
Instruction

Consultant, Step I

9.7



SCHOQL DISTRICT

Des Moines Ind. Community
Cedar Rapids Community
Davenport Community
Waterloo Community
Sioux City Community
Council Bluffs Community
Dubuque Community
Iowa City Community
Ottumwa Community
Burlington Community
Fort Dodge Community
Mason City Community
Clinton Community
YCedar Falls Community
®Muscatine Community
Marshalltown Community
Ames Community
West Des Moines Community
Bettendorf Community
Newton Community

AVERAGE -

20 Largest School Districts

SECONDARY SCHOOL DISTRICT SALARIES

1973-1974
ASSISTANT ADMINISTRATIVE
SUPERINTENDENT SUPERINTENDENT ASSISTANT DIRECTOR
$35,400 $26 ,440 $15,482 $20,330(13)
34,500 28,080 22,170(8) 21,504 (10)
34,000 NONE NONE 21,020(9)
36,240 26,960(3) 15,680(3) 19,745(11)
31,875 25,075 20,275 17,905(6)
28,800 24,595 18,345 23,444 (3)
32,245 25,618 17,104 22,826(3)
28,500 24,960 NONE 19,428(5)
25,666 NONE 21,088 19,244(4)
29,150 19,900 NONE 17,700
30,256 NONE 19,394 18,480(3)
32,600 27,360(2) NONE 19,678(5)
27,030 NONE NONE 20,800(3)
28,250 22,000 NONE 18,845 (4)
26,600 21,762 NONE 15,920(2)
27,750 21,762(2) NONE 19,512(2)
29,100 22,350 NONE 18,779(3)
29,200 22,375 NONE 22,313
32,310 22,330 NONE 18,782(3)
28,000 NOXNE 15,600 17,000(2)
30,373 24,451 19,538 21,826

() indicates number of positions in school district

All salaries from IPSEDS (Iowa Professional School Employees Data Sheet) for 1973-74 school year.

Table €

PRINCIPAL

$19,343(73)
19,764 (45)
19,764(27)
18,232(38)
18,973(35)
18,638(22)
20,672(32)
19,794(22)
20,067(13)
19,925(15)
16,029(14)
20,646 (16)
20,030(14)
18,411(11)
18,685(14)
20,106 (14)
19,088(12)
UNKNOWN
20,144 (7)
19,161 (10)

19,357

ASSTSTANT
PRINCIPAL

$16,863(43)
17,972(14)
18,720(17)
17,485(13)
17,929(12)
18,005(10)
19,191(7)
17,205(8)
19,856 (4)
17,090(8)
17,230(4)
18,582 (4)
18,602(5)
18,587 (4)
17,138(4)
19,095(5)
18,220(3)
UNKNOWN
19,605 (3)
15,605(3)

17,808



SCHOOL DISTRICT

Des Moines Ind. Community
Cedar Rapids Community -
Davenport Community
Waterloo Community

Sioux City Community
Council Bluffs Community
Dubuque Community

Iowa City Community
Ottumwa Community
Burlington Community

Fort Dodge Community
Mason City Community
Clinton Community

Cedar Falls Comsaunity
Mugcatine Community
Marshalltown Community
Ames Community

West Des Moines Community
Bettendorf Community
Newton Community

AVERAGE

20 Largest School Districts

SECONDARY SCHOOL DISTRICT SALARIES

PROJECTED 1974-1975

ASSISTANT ADMINISTRATIVE
SUPERTNTENDENT SUPERINTENDENT ASSISTANT DIRECTOR
$38,763 $28,951 $16,952 $22,261(13)
37,777 30,747 24,276(8) 23,546 (10)
37,230 NONE NONE 23,016(9)
39,682 29,521(3) 17,169(3) 21,620(11)
34,903 27 ,457 22,201 19,605(6)
31,536 26,931 20,087 25,671(3)
35,308 28,051 18,728 24 ,944(3)
31,207 27,331 NONE 21,273(5)
28,104 NONE 23,091 21,072 (4)
31,919 21,790 NONE 19,381
33,130 NONE 21,236 20,235(3)
35,697 29,959 (2) NONE 21,547(5)
29,597 NONE NONE 22,766(3)
30,933 24,090 NONE 20,635(2)
29,127 23,829 NONE 17,432(2)
30,386 23,829(2) NONE 21,365(2)
31,864 24,473 NONE 20,563(3)
31,974 24,500 NONE 24,432
35,379 24 451 NONE 20,566(3)
30,660 NONE 17,082 18,615(2)
33,258 26,775 21,39 23,897

1974-75 salaries equal 1973-74 X 1.095
{ ) indicates number of positions in school district

PRINCIPAL

$21,108(73)
21,641 (45)
21,641(27)
19,964 (38)
20,755(35)
20,408(22)
22,635(32)
21,674(22)
21,973(13)
21,817 (15)
17,551(14)
22 ,607(16)
21,932(14)
20,160(11)
20,460(14)
22,016(14)
20,901(12)
UNKNOWN
22,057 (7)
20,981 (10)

21,182

Tégle D

ASSTSTANT
PRINCIPAL

$18,464 (43)
19,679(14)
20,498(17)
19,146(17)
19,632(12)
19,715(10)
20,014 (7)
18,839(8)
21,742(4)
18,713(8)
18,866 (4)
20,347 (%)
20,369(5) .
20,352 (4)
18,766(4)
20,909(5)
19,950(3)
UNKNOWN
21,467(3)
17,087(3)

19,875



Area School Adminiwwkative Salaries
1973-1974 Actual Salaries
1674-1975 Projected Salaries

Table

Director Director Director
Assistant Administrative Adult Career Student Campus
Superintendent jSuperintendent Assistant Education Education Personnel Dean
% Pro- Pro- Pro- Pro- Pro- Pro- Pro-
Area {Increase j jected jected jected | jected jected jected jected
Sehooll1974-75 11973-7411974-7511973-74]1974-7511973-7411974-7511973-7411974~7541973-7411974-75]1973-7411974-7511973-7411974-75)
I 9.2 v§27J500 $27,500 NO&E $15,600[517,0351819,250(5821,021]5619,250(821,0211519,25015$21,021 NONE
11 10.2 25,4401 27,5001520,4001$22,480; 18,720{ 20,629 18,720| 20,629 NONE 18,240] 20,100 NO&E
I11 10.3 24,0001 26,4721 19,6801 21,707 NONE NONE NélE NONE NOLE
v 13.2 24,500} 27,500 NONE NONE 21,000 23,772 21,0004 23,772 17,700] 20,036 NO&E
21,0003 23,373
20,5003 22,816
v 11.3 26,000 27,500 NONE 20,000) 22,260] 19,0001 21,147 19,2501 21,425 19,250} 21,425 NONE
16,000 17,680) 20,500( 22,652
VI 10.5 24,0001 26,5201 22.500] 24,862 NOﬁE 19,0004 20,9951 16,5004 18,232} 17,0005 18,785{ 20,500 22,652
>
i_VII 10.8 25,500] 27,500 NONE NO&E 19,000] 21,0521 19,6004 21,716} 17,200{ 19,057 NONE
17,2801 19,094 16,560{ 18,298] 19,680} 21,746
20,400 22,542} 14,640 16,177 16,560} 18,298) 19,200f 21,214
IX 10.5 24,960] 27,500 NONE 20,400] 22,542} 17,040} 18,829 NONE 16,080{ 17,7681 19,680] 21,74
22,6147 24,310
19,750} 21,231
X 7.5 23,800] 27,500] 24 750; 26,606; 24,4291 26,261] 18,918; 20,336} 23,7141 25,492 20,5641 22,106 NONE
23,850 26,354
22,260] 24,597
Xl 10.5 27,500} 27,5003 21.730] 24,011) 16,500% 18,232] 19,375] 21,409} 20,000 22,100 NONE 19,100) 21,105
_XIl 6.8 26,375} 27,500 NONE NONE 18,3501 19,597] 22,000} 23,4963 17,300{ 18,476 NONE
16,0507 17,735} 20,4701 22,619
_X1171 10.5 26,300 27.500] 21,985] 24,293] 19,553) 21.606) 19,9741 22 071} 18,6321 20,610] 19,4341 21.474) 18,4701 20,409
X1V 10.8 24,000 26,592] 18 357] 20,339 NONE 16,8467 18,665) 16,4327 18,206) 17,476] 192,363 NONE
Xv 7.5 24,000) 27,348] 22,000] 23,650 NONE 19,0001 20,425] 20,000f 21,500 NONE 18,0004 19,350
19,680] 21,628
_XVI 9.97 F 25,440] 27,5003 19,9201 21,892 NONE 18,4801 20,3093 19,6801 21,628) 19,440] 21,364] 18,480] 20,309
AVERAGE 25,421 27,295 21,426 23,534 19,956 21,903 18,492 20,345 19,673 21,599 17,757 19,561 19,408 21,380
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TITLE
MIN MAX
Consultant

Minnesota

15,912 - 21,768

Wisconsin

14,172 - 20,136

Iilinois

13,800 -~ 18,456

TITLE
MIN MAX
Supervisor
Illinois

17,100 - 23,184

Minnesota

15,912 - 21,768

Missouri

13,452 - 18,348

POSITIONS AND SALARTES IN RANK ORDER

1973 - 1974
TITLE TITLE
MIN MAX MIN MAX
Chief Director
Illinois Tllinois

17,100 - 27,660

Wisconsin

16,800 - 21,875

Missouri

14,652 - 19,548

Fowa

11,900 ~ 17,000

Missouri

11,676 - 15,276

Nebraska

11,282 - 17,172

Towa

13,090 - 18,190

Iowa

13,685 - 18,785

Nebraska

12,024 - 16,116

Nebraska

12,816 - 18,288

Kansas

11,952 - 15,264

24,000 - 30,000

Missouri

23,508

Wisconsin

18,324 - 23,975

Minmesota

17,892 - 24,480

Towa

| 14,875 - 19,975

i

Kansas

14,544 - 18,552

Nebraska

14,532 - 19,476

TITLE
MIN "MAX
Associate
Superintendent

I1linois

27,000 - 30,000

Missouri

24,684

Kansas

21,206.88

Minnesota

20,928 - 27,294

Wisconsin

19,956 - 28,332

Nebraska

16,476 - 22,080

Towa

16,065 — 21,165

Informagtion obtained from Peputy Superintendents of Public Instruction of surrounding states.

Table ¥~

TITLE
MIN MAX
Superintendent

Misscuri

38,328

Minnesota

33,972

Kansas

32,291.52

Illincis

30,000

Towa

28,500

Nebraska

28,000



POSITIONS AND SALAxyES IN RANK ORDER Table G.

z1=6

1974 - 1975
TITLE TITLE TITLE TITLE TITLE TITLE
MIN MAX MIN MAX MIN MAX MIN MAX MIN MAXY MIN MAX
Assgociate
Consultant Supervisor Chief Director Superintendent Superintendent
Minnesota Minnesota Wisconsin Missouri Illinois Illinois
17,503 - 23,944 17,503 - 23,944 17,640 - 22,968 24,918 27,000 - 36,996 42,500
Wisconsin Illinois Illinois Illinois Missouri Missouri
14,880 - 21,142 17,100 - 22,200 17,100 - 24,000 24,000 - 28,500 26,165 40,627
Illincis Towa Missouri Minnesota Minnesota' Minnesota
13,800 - 22,200 14,399 - 20,0009 15,531 - 20,720 19,681 - 26,928 23,020 - 30,023 33,972
Towa Missouri Towa Wisconsin Wisconsin Towa
13,090 - 18,700 14,259 ~ 19,448 15,053 - 20,663 19,240 - 25,173 20,953 - 29,748 29,000
Missouri Nebraska Nebraska Towa Nebraska Nebraska
12,376 - 16,192 13,106 - 17,566 13,969 - 19,933 16,362 - 21,972 17,958 - 24,067 28,000

Nebraska

12,308 - 18,717

Information obtained from Deputy Superintendents of Public

Nebraska

15,839 - 21,228

Iowa

17,671 - 23,281

Instruction of surrounding states.
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State of Iowa
DEPARTMENT (OF PUBLIC INSTRUCTION
Area Schools Division
Grimes State Office Building
Des Moines, Towa 50319

AREA SCHOOL SAIARIES
(1973-1974 School Year)

This report contains information on area school salaries for the 1973-1974 school year. 1Included in
this report are the salary schedules of each areaz school and 2 summary of salaries paid to adminis-

trators.

Several area schools do not have officially adopted sélary schedules. The information presented for
these institutions includes either the minimum and maximum salaries paid to staff for the 1973-197%4
school year or the salary guidelines used by the institution when employing new staff.

The informationm contained in this report includes data reported by area schools during the fall term
of the 1973-1974 school year. This information may be considered accurate only for the 1973-1974

school year.

Additional information on salaries of arez school personnel is available from information reported

on the annual IPSEDS reports. This information is compiled by the State Department of Public
Instruction. Requests for additional salary information should be directed either to the Area Schocls
Division or the Management Information Division of the State Department of Public Instruction.

This report has been prepared by the:

Area Schools Division

State Department of Public Instruction
Grimes State Office Building

Des Moines, ITowa 50319
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1973-1974

Northeast Iowa Area Vocational-Technical School - Merged Area I

Calmar

This area school does not have an officially adopted salary schedule.

No. mos. '
Contract Steps BA BA + 15 MA
12 months Minimum 9,135 9,595 10,030
Stepé 11 11 11
Maximum 13,510 14,185 14,865
Career Education Faculty
Salaries 1973-74
DEPARTMENT RANGE AVERAGE
Agriculture $ 9391 - 13577 §12,434.00
Business $ 9093 - 14786 $11,195.00
Health $ 9508 - 13038 $10,663.00
T& T 510170 - 13890 $12,219.00
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Nerth Iowa Area Community College - Merged Area 1T’

This area school has an officially adopted salary schedule.

1973-1974

Mason City

ACADEMIC
Number mos.
Contract Class 1 Class II Class IIT Class IV
9% Minimum 7,862% 8,071 8,356 8,652
Steps 14 14 14 14
Maximum 12,480 12,939 13,418 13,918
VOCATIONAL-TECHNICAL
Number mos.
Contract Class I Class II Class TiI Clasg IV
9% Minimum 7,862% 8,071 8,356 8,652
Steps 14 14 14 14
Maximum 12,480 12,939 13,418 13,918
*Based upon Master's Degree.
CLASS DEFINITIONS:
Class I: Initial placement classification.
Class 1I: 15 combined work credits and semester hours.
Class III: 30 combined work credits and semester hours.

Class TIV: 45 combined work credits and semester hours.
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1973-1974 _
Iowa Lakes Community College - Merged Area III
Estherville

This area school has an officially adopted salary schedule,

No. months Qccup.

Voca.

*Instructors who teach more

Contract Comp. Cert. +8 +16 +24 MA MA+8 MA+16__ MA+24 MA+32
190 days* |

Minimum 5,700 6,080 6,460 6,840 7,220 | 7,600 7,980 8,360 8,740 9,120
Steps 10 11 12 13 14 14 14 14 14 14
Maximum 8,500 16,260 11,020 11,780 12,540 12,920 13,300 13,680 14,060 14,400

than 190 days receive additional per day salary for extended contracts.




I0WA LAKES -
BASE

"MUNITY COLLEGE
$7600.00

190 DAYS SERVICE

INDEX SCHEDULE 5%

Occupation Vocational MA MA
Year | Competency Certificate +8 +16 - +24 MA +8 +16 +¥2 +gé
° 75 80 85 9 | - _ .95 |
0 . . . . 1.00 1,05 1.10 .1 .
o P° 5,700 6,080 6,460 | 6,840 7,220 7.600 7,980 8,360 3}748 931
of .80 .85 .90 .95 1,00 1.05 1.10 1.15 .2 .
1 |3 6,080 6,460 6,840 7,220 7,600 . 7,980 8,360 8,740 9}128 9%5
o© .85 .90 .95 1.00 1,05 1.10 1.15 1.20 .
2 | 6,460 6,840 7,220 7,600 7,980 8,360 8,740 9,120 92588 '9fé
o’ .90 .95 1.00 1.05 1.10 1.15 1.20
b . [ » - . 1'25 » -
3 3 6,840 7,220 7,600 7,980 8,360 8,740 9,120 9,500 9}838 10}2
559° .95 1.00 1,05 . 1.10 1.15 1.20 1.25 1.30 1.35 1.
4 7.220 7,600 7,980 8,360 8,740 9,120 9,500 9,880 10,260 10,6
o 1.00 1,05 1.10 1.15 1.20 1.25 1.30 1.35 1.40 1.
L5 |9 7,600 7,980 8,360 8,740 9,120 9,500 9,880 10,260 10,640 11,0
= e° 1,05 - 1.10 1,15 1.20 1.25 1.30 -1.35 1.40 1.45 1.
5 |27 7,980 8,360 8,740 9,120 9,500 9,880 10,260 10,640 11,020 11,4
409 1.10 1.15 1.20 1.25 1.30 1.35 1.40 1,45 1.50 1.
7 8,360 8,740 9,120 9,500 9,880 10,260 10,640 11,020 11,400 11,7
oo 1.15° 1.20 1.25 1.30 1,35 1.40 1,45 1.50 1.55 T,
g8 M 8,740 9,120 9,500 9,880 10,260 10,640 11,020 11,400 11,780 12,1
o?° 1.20 1.25 1.30 1.35 1,40 1.45 1.50 1.55 1.60 1.
9 |49 9,120 9,500 9,880 10,260 10,640 11,020 11,400 11,780 12,160 12,5
g0°" 1,25 0° 1.30 1.35 1.40 1.45 1.50 1.55 1.60 1.65 1.
10 9,500 (%% 9,880 10,260 10,640 11,020 11,400 11,780 12,160 12,540 12,9
3% 1,35 |, 1.40 1.45 1.50 1.55 1.60 1,65 1.70 1.
11 57 10,260 |*° 10,640 11,020 11,400 11,780 12,160 - 12,540 12,920 13,3
' o© 1,85 0 1.50 1.55 1.60 1,65 1,70 1.75 1.
12 5¥°11,020 |0 11,400 11,780 12,160 12,540 12,920 13,300 13,6
©° 1,55 |97 1,60 1.65 1.70 1.75 1.80 1,
13 W 11,780 12,160 12,540 12,920 13,300 13,680 14,0
091,65 | 50 1.70 © 1.75 o 1,80 0°1,85 091,
14 W12.540 [ 9°12,920  [9713,300 [42°13,680 l%14,060 pv14,4
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1973-197

4

Northwest Iowa Vocational School - Merged Area IV

Sheldon

This area school does not have an officially adopted salary schedule.

Salary Range
Number of months
contract Lowest Current Salary Highest Current Salary
Agriculture 12 $11,400 $15,232
Qffice Education 12 $10,760 514,412
T & I Occupations 12 $ 9,710 $15,198
Technical Occupations 12 $12,500 814,834
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1973-1974
TOWA CENTRAL COMMUNITY COLLEGE -« MERGED AREA V

This area school has an officially adopted salary schedule,

ACADEMIC
o, days
Contract BA MA MA+30 MA+45 MA+60
190 Days Minimum 7,300 7,500 7,900 8,100 8,300
Increments 15 15 15 15 . 15
Maximum 11,200 12,150 12,850 13,200 13,550

Faculty may be above maximum based on merit,

CREDIT ALLOWANCE FOR EXPERIENCE:

a. Full credit for up to six (6) years of teaching or occupational work experience.
b. One-half credit for up to eight (8) additional years of teaching or occupational work experience.

The following additional percentages of the above base salaries shall be paid to those faculty members qualifying who
have Board approval:

Athleties: Qther:
Athletics director. vt v inrrsrerareseasd% Cheerleaders, SUPEIVISOT. .. ucvevurencocconncearees 2%
Athletic coordinator.....e.vvvecevacvancaesad? Club supervisorsS.......v.vrcvvvensrasvcoascacsnsoanse 30
Baseball coach, varsity..ieecerivsasaresreasadh ' Department cOOrdimmtors..viervvivsniansvoonnvsnsns 3%
Baseball coach, varsity assistant.......... 47 Department heads.........ovvveroruivenrarereserseca 5%
Basketball coach, varsity.......ev0000.....12% INtramur8ls, .. cuveeervvnerosnrrsonnaanssncrscansces &7
Basketball coach, varsity assistant........ 8% Pep Band SUPEIVISOY..vucvrevcnvasncroonaorvansnnes St
Football coach, varsity....cevevennuvasaas 2% Pep Club supervisor........veevveavvenvussecansa. 2%
Football coach, varsity assistant.......... 8% Publications (Annual & Newspaper).........e....... 5%
Golf Coach, varsity......vivvvivessenvacn.s 5% Speech Activities, director of......cvvvevvcerren. 6%

Golf Coach, varsity assistant......evovva0.. 3% Speech Activities, assistant director............. 2%

Track coach, varsity......cvvevevcvenncss.. 8%
Track coach, varsity assistant..,........ .e. 4% Note: Assigmments not listed will receive amounts comparatl

Wrestling coach, varsity........ eretra e 127 to those above considering time and responsibilities
Wrestling coach, varsity assistant......... 8%
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VOCATIONAL-TECHNICAL

Number of days

M