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INTRODUCTION |

County government in recent years has come to the forefront of citizen,
government officials, and political scientists’® concern. The organiza-
tion and operation of the government with its increase of responsibil-
ities and draw upon tax revenue has required many persons o sit back
and begin to study the implications.

County government in the past was considered to have only the responsi-
bility for that land outside the incorporated cities. . .agriculture

and undeveloped land. Therefore, the responsibilities of county govern-
ment were few. In the last guarter century the character of the county
has changed. fThe land is generally not considered to be undeveloped and
the rural landscape is now dotted with many residences. The interstate
highways and the automobile have brought the county closer to the city.
The result has been the need to solve and deal with solutions to prob-
lems of water service, waste disposal, increased road maintenance, Zoning
and the subdivision of land, water pollution, the licensing of uses to
meet state reguirements, to list a few. County government had to respond
to this increased workload by emploving additional personnel and focusing
its attention on preoblems of administration and organization not previ-
ously rxeguired.

The urban counties initially responded hecause of the presence of large
cities. The rural counties have been somewhat slow to respond, but have
found that problems generated by the changing lifestyle have required
county government to meet new demands for services. The issue involves
jobs and people to deal with problems. This in turn brings forth the
question of compensating the people for the jobs performed. Very often
as a new responsibility arises, additiocnal personnel are employed. Dur-
ing the last quarter of a century, county government has increased its
costs of operations through staff to cope with the problems plus the
natural effects of inflation. The question arises regarding compensa-
tion of the officials to perform the responsibilities and the efficiency
of the office in that performance.

The state officials have recognized that compensaticon is an issue and
should be reviewed to detexmine if its county officials are being ade-
quately compensated. This has required a review of cffice efficiency to
determine if workload and services justify increased compensation. Each
. . . salary and efficiency . . . have been reviewed and recommendations
formulated. This has been accomplished and presented in this report in
two parts. fThe two parts are titled as follows:

1. County Officer Compensation and Responsibility
2. Cost Efficiency Study

It is the intent of the recommendations contained herein to offer guide-
lines to the state legislature in the adoption of new legislation regu-
lating the salaries of many elected and appointed county offic¢ials. In
the same instance, the report may be used as a guideline by the Boards
of Supervisors and other county cofficials in reviewing the respective
county salary structure and method of coperations.



SUMMARY

Part 1. County Officer Compensation and Responsibility

During recent years other states have recognized the need to revise county
official salaries. Iowa county officials and legislators also recognize
that legislation governing county officials’ salaries should be amended

to provide a more appropriate salary structure. Legislation has been
approved to revise the salary structure for elected county officials

in Illinois, Wisconsin, Minnesota, and Nebraska. These states border

Iowa and offer a representative cross section of county problems and the
subsequent methods of solving problems in administering government. The
State of Missouri and these states have been used for a comparison of

Iowa county official salaries.

Since there are 99 Iowa counties, a selected sample of counties by popula-

tion class was utilized for analytical purposes. The selected counties by
population class are listed as follows:

POPULATION CLASS COUNTY COUNTY POPULATICN

Q- 9,999 Ida 9,283
Monroe 9,357

10-19,999 Hancock 13,330
Cherokee 17,269
Page 18,507

20-29,999 Clayton 20,606
Mahaska 22,177
Bremer 22,737
Boone 26,470
30~-59,999 Des Moines 46,982

60,000 + Pottawattamie 86,991
Linn 163,213

Source: lowa Qfficial Register, 1973-74

The elected and appointed officials in each of these counties were per-
sonally interviewed., Those interviewed were as follows:

ELECTED OFFICIALS APPOINTED OFFICIALS

Board of Supervisors Assessor

Auditor Engineer

Clerk of the Court Nurse

Treasurer Medical Examiner

Recorder Director of Relief

Sheriff Soldiex's Relief Secretary
County Attorney




The results of the interviews provided an indication that the methed
of determining Iowa county official salaries through a correlation of
population and assessed valuation has created a situation whereby there
have been salary advantages for elected and appointed officials that re-~
side in a county with a large population and low assessed valuation, thus
receiving compensation not commensurate with the solving of problems gen-
erated because of the larger population. Counties with a small peopulation
and high assessed valuation receive the greater salary benefit even though
population may be less and the problems generated not as many or as great.

During the analysis of county officials' salaries in other states, it was
found that the method for determining salaries included a common denomina-
tor. . .population. Assessed valuation was only utilized in the states of
Missouri and Minnesota while population was utilized in each state, Over-
all, the salary of Iowa county officials in the lesser populated counties
appeared to be higher while in the more populated Iowa counties the salary
of officials appeared to be lower. When comparing the Iowa county officials
salaries to salaries of Iowa city officials, salaries for most officers in
cities of less than 10,000 are comparable to salaries of the 10,000 popula-
tion class of county. Counties with a population of 10,000 ~ 19,999 seem
to have somewhat lower salaries for government positions than do cities in
that same category. The position of Supervisor, County Clerk, Sheriff, and
Treasurer all seem generally lower than similar positions for the cities.
The next population grouping, 20,000~29,999, shows a similar trend although
the office of County Treasurer has a higher salary associated with it.

In both population categories, the County Engineer salary is distinetly
higher than the Municipal Engineer. The trend completely reverses when

the population grouping of 30,000-59,999 is reached. Most city positions
are equal to or are lower than county positions. However, the full-time
position of Mayor has a much higher salary than the position of Board of
Supervisors. This is also true for cities and counties with a population
greater than 60,000. Other county positions for the same population
category are lower or equal to the city pesitions. Again, an exception

is the County Engineer whose salary is much higher than the Municipal
Engineer.

1

when comparing salaries with the other states and the methed for estab-
lishing such salaries, it was found that the other states have opted to
leave compensation determination in the hands of the county goverxning
bodies. Each county may adopt a compensation plan providing salaries
comparable to the similar positions in the respective county. Financially,
a county may find this method more efficient and possibkbly cheaper due to
a lower rate of salary in the county than one that has been prescribed in
state legislation. The most flexible method of determining salary for
elected and appointed county officials is placing the responsibility with
the county governing board. County boards can increase or decrease sala-
ries according to specific positions as well as needs of their respective

counties.

Three concepts for compensation plan have been developed. Each of the
concepts takes into consideration the various means of establishing salaries.
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The first considers the present means of establishing salaries; the
second takes into consideration the setting of ranges for salaries
within the respective counties; and the third recommends the establish-
ment of minimum salaries for the respective positions. The third con-
cept is recommended because it offers the greatest flexibility in
setting salaries. The responsibility for setting salaries is with the
Board of Supervisors. This method will allow the Board of Supervisors
to establish salaries for the respective positions in accordance with
the going rate of pay for similar positions in private business and
other governmental institutions within the respective counties. In
addition, it will allow for salary increases in accordance with an in-
crease in the cost-of-living index.

The administration of the compensation plan is outlined in terms of re-
sponsibilities of the Board of Supervisors. If the recommendation is
followed, the Board of Supervisors has certain responsibilities which
they should undertake. These are maintaining job descriptions, evaluat-
ing new or changed positions, and maintaining a salary administration
program. In addition, there are two methods specified which include
criteria for salary increases or decreases based upon position require-
ments criteria and individual performance criteria. Associated with
these evaluations are position and salary evaluations included in a
second method which is somewhat more complex but in terms of raticnale
provides evidence -that the Board of Supervisors has conscientiously
evaluated the positions and salaries. The second method includes a
ranking of positions and a further definition of positions through a
Paired Comparison and Degree of Difference method.

The analysis undertaken provides evidence that the State of Iowa needs

to consider the findings and recommendations contained in the study. This
has been recognized by the Legislative Council in the undertaking of this
study. ' It is the intent of the study to serve as a guideline to

Towa legislators and county officials.

Part 2., (Cost Efficiency Study

The County Office Cost Efficiency Study was conducted according to five
objectives. . .to analyze the cost efficiency of the county offices, to
determine levels of service, to determine the cost benefit of services
rendered, to determine where improved operations can be made, and to re-
view the organizational structure for possible revisions to increase the
efficiency of county government.

The study was accomplished through interviews of elected officials and
selected employees in the twelve counties and the collection and analysis
of data pertaining to volumes of services performed in comparison to costs
incurred. The data was obtained from all coffices of county government,
the Iowa State Association of Counties, and the State Auditor's cffice.
The intensive study of the twelve counties was not made for the purpose of
evaluating these counties, but rather to collect information from a samp-
ling of counties which would reflect levels of operations applicable to
all 99 counties in Iowa.




The recommendations represent the results of the study in terms of ways
to increase the cost efficiencies of the offices in county government.
Statistical information was reviewed for the years 1971, 1972, 1973, and
1974; however, all comparisons and ratics throughout the report are based
on the 1973 figures, which have been rounded, since these were the latest
figures that could be verified with audited information.

Four basic concerns were discovered in the course of this study: first, a
lack of guidelines as to what varicus levels of service should cost, be-
cause no current comparisons of services versus costs are available to
the 99 counties; second, the lack of understanding and agreement as to the
overall administrative responsibilities of the Boards of Supervisors in
relation to the other elected offices; third, the lack of research and
communication among the counties regarding innovations and improvements
in operating procedures; and fourth, the rigidity of county organization
based on the long established elective offices which do not provide for
the flexibility reguired in operating acceording to the basic functions
of county government.

The recommendations have been structured to upgrade the administrative

functions of the Board of Supervisors, to realign duties on a more
functional basis, and to more equitably establish duties within each office.

RECOMMENDATIONS

The supporting information for each of the recommendations is contained

in documentation for Parts 1 and 2 of the study. The recommendations are
the results of the analysis and information cbtained to perform the evalua~
tion and the comparative analysis necessary to arrive at the subsequent
recommendations. The recommendations are summarized in the accompanying
chart titled, "Summary Chart, County Officer Compensation and Cost Effi-
ciency Study." Work papers have been presented to the study Advisory Com-
mittee and are on file in the Legislative Service Bureau to suppeort the
recommendations contained herein.

o) Currently, salaries for county officials are based upon a
correlation of county population and assessed valuation.
It is recommended that assessed valuation be eliminated
from the criteria utilized to determine salaries. It is
believed this will allow for a more equitable method of
determining salaries by utilizing only population criteria.

o] The population criteria should be revised. Salaries should
be determined on the basis of the following population cate-
gories: 0~29,999, 30,000-59,999, and over 60,000, Salary
recommendations should be similar for the counties having
a similar population within these categories.




SUMMARY OF RECOMMENDATIONS

SALARIES

o Eliminate assessed valuation from salary criteria.

o Elected and appointed officials' salaries should be established
within the following population categories: 0-29,999, 30,000-
59,999, 64,000+,

Auditor's salary should be increased over the Treasurer, Clerk of
Court, and Recorder. If a County Administrator or a Secretary to
‘the Board of Supervisors is appointed, the salary should be equal
to the other three offices.

Board of Supervisors should determine salaries.

Salaries should be determined based on a set minimum salary.

Cost of living increases should be incorporated intec a salary plan.

EFFICIENCY

Create research organization to cellect and analyze county operating
data.

Performance audits for all counties should be undertaken.
Board of Supervisors should appoint an Administrator or Secretary.

Full responsibility for the rcad system should be given to the County
Engineer.

Board of Supervisors should approve all hiring and firing of employees.

Establish manual of county personnel policies, practices and salary
plan.

All payment of fees should be to the Treasurer.

The Sheriff should be relieved of paper serving duties unless others
are not available.

County Assessor should assess all property in the county, includiing
cities.

Recorder and Clerk of the Court should be combined in counties under
30,000 population.




The salary of the Auditor should be increased over the Treasurer,
Clerk of Court, and Recorder. The increase is based upon the
responsibilities of the Auditor and the responsibilities in sup-
port of the Board of Supervisors. However, if a county elects

to employ a secretary or administrator for the Board of Super-
visors, the Auditoer’'s salary should remain at the same level
with the Treasurer, Clerk of the Court, and Recorder.

There are two concepts for establishing salaries for elected

and appcinted county officials. The first concept is based

upon salary ranges for the respective offices. The concept

is represented in the table, Salary Ranges, Elected and Appointed
Iowa County officials, on the following page. The second con-
cept is based upon the setting of salaries based upon minimums
for the respective positions. This concept is presented in

the table, Minimum Salaries, Elected and Appointed Iowa County
Officials. The second concept is preferred and is recommended

as the method to be utilized by the Iowa counties.

The total responsibility for setting salaries should be with

the Board of Supervisors. The Board of Supervisors should

utilize the minimum salary table as a guideline for setting
salaries above the minimum where justified, and in accordance

with the going rate of pay for persons in similar positions in
private industry and other governmental agencies within the

county. Information should be available to the Board of Super-
visors about salaries being paid county officials in other counties.

Cost-of-living increases should be taken intec account when re-
viewing salary increases. The cost-of-living increase could be
in accoxdance with an increase in the cost of living as estab-
lished by the Iowa Employment Security Commission or in accord-
ance with increases given state employees through the state
merit system.

The Board of Supervisors should administer the compensation plan
on a continuing basis and this will involve the maintenance of
job descriptions, the evaluation of new or changed positions.
and the maintenance of the salary administration program on a
continuing basis.

There are two sets of criteria proposed for use by the Board of
Supervisors. The first is less sophisticated than the second;
however, each has merit and either should be utilized in order

to provide the Board of Supervisors with a rationale for determin-
ing salary increases. The first set of criteria is included in




SALARY RANGES
ELECTED AND APPOINTED JOWA COUNTY OFFICIALS

) POPULATION CATEGORIES
29,999 30,000 - 59,999 60,000 Plus*

OFFICIALS 0 -
Elected
Board of Supervisors $ 6,000 - 58,800 $ 8,000 - $10,000 $ 9,800 - 513,200
Auditor 8,300 - 11,205 10,000 - 13,500 12,200 - 16,380
Clerk of the Court 7,900 - 10,700 9,600 - 12,900 11,600 - 13,700
Treasurer 7,900 - 10,700 9,600 - 12,900 11,600 - 1S,7C0
kecorder 7,900 -~ 10,700 9,600 - 12,900 11,600 - 15,700
Sheriff 9,500 - 12,825 11,500 - 15,525 14,000 - 18,950
County Attorney 9,500 - 16,150 11,500 - 19,500 16,800 - 28,500
Appointed
Assassor $ 9,300 - 514,136 $12,70G - $19,304 517,300 - $23,300G
Ingineer 156,300 - 22,000 20,000 - 25,000 22,500 - 28,100
Nurses State Merit Svstem
Yedical Examiner Fee on a Per Case BRasis
Director of Relief State Merit System
Soldier's Relief Secretary 5,400 - 7,300 6,600 - 9,000 8,100 - 10,920

* The counties of Linn and Polk may require greater salary ranges due to theirx
size and problems associated therewith.




Methed 1 which considers position requirements and individual
performance. Method 2 includes a process of ranking positions
and utilizing the Paired Comparison and Degree of Difference
method as a guide for setting salaries or determining increases.

In order to provide the 99 counties with assistance in updating
operating procedures and increasing productivity, a research
organization should be established and financed by the counties.
This organization should c¢ollect and analyze financial and
statistical information; engage in research in all areas of
county coperations and procedures; develop a more simplified
accounting system with a reduction in number of funds; develop
guides to personnel policies and procedures; develop guides to
standard operating procedures; and establish training programs.

All counties should be subjected to performance audits which
would include a complete review of operating policies and pro-
cedures, and a qualitative and quantitative analysis of programs
and productivity of county offices. These audits should be made
by the State of Iowa on a periodic basis.

To accomplish its responsibilities, the Board of Supervisors
should hire and retain a full-time person to be responsible

for duties assigned by the Board. This person should have the
title of County Administrator; however, in the smaller counties
salary limitations may justify that this person be named secre-
tary rather than administrator.

The County Administrator, or Secretary to the Board of Supervisors,
should be responsible for the administration of the Board's office.
The duties should be to maintain all records regquired of the Board
of Supervisors, including the minute book, highway record, bridge
boock, and warrant book, and to perform such administrative duties
as delegated by the Board.

In order that the Board of Supervisors may properly administer
the many functions of the office® full authority and responsi-
bility for the administration of the secondary road system
should be delegated to the County Engineer.

The Board of Suyupervisors, in addition to approving all county
budgets, should approve the hiring of all full-time county em-
ployees, should approve the hiring of all temporary county em-
ployees, and should approve all salary increases.

There 1is a need for standard personnel practices throughout
county government; the Board of Supervisors should establish
and provide all offices with a manual of personnel policies and
practices and a salary administration plan covering all county
emplovees.




@

MINIMUM SATARIES

ELECTED_AND_APPOINTED IOWA COUNTY OFFICIALS

OFFICIALS

FElected

Beard of Supervisors
Auditor

Clerx of the Court
Treasurer

Recurder

Sheoriff

County Attorney

hppointed

L

Assedsor

Engineer

Wurses

Medical Examiner

Director of Relief
Soldier's Relief Secretary

POPULATION CATEGORIES

0 = 29,999

$ 9,300
16,300

30,000 - 59,999

$ 8,000
10,000
9,600
9,600
9,600
11,500
11,500

$12,700
20,000
State Merit System
Fee on a Per Casc Basis
State Merit System
6,600

The counties of Linn and Polk may require higher salary minimums due to their size and

problems associated therewith.

60,000 Plus*

$ 9,800
12,200
11,600
11,8600
11,600
14,000
16,800

$17,300
22,500




The study indicated no justification for the additional ex-
penses incurred by those counties having more than three
supervisors. Therefore, each county with more than three
supervisors should evaluate the need for the additional num-
ber in terms of expenditures and functions to be performed.
The number should be decreased to three depending upon the
respective county's needs.

In order that the public may have one central location in the
courthouse for conducting business involving payment of fees
and to reduce the number of cash funds maintained by the
various offices, the Treasurer should be responsible for all
transactions involving fees, However, the court fees should
remain the responsibility of the Clerk of the Court. This
would involve the transfer of fee collecting transactions from
the Auditor, Recorder, Clerk of the Court and Sheriff. Those
transactions involving specific approvals, such as gun permits
from the Sheriff, could still be approved by the respective
officials, but the permits would be i1ssued and the fees collected
by the Treasurer. '

The Treasurer should be permitted to accept tax payments as
payments in full so long as the amount is within cone dollar of
the correct amount, either over or under the amount due.

The county budgets usually force restrictlions upon the law

enforcement activities which can be performed. In order to .
use the deputies to the fullest extent for law enforcement

duties, the Sheriff should be provided with adequate clerical

assistance for the administration of the office.

The Sheriff, in maximizing the use of personnel for law enforce-
ment duties, should be relieved of the procedure for serving
papers. The initiating office would attempt delivery by certi-
fied mail, and only when this proves unsuccessful should the
Sheriff be responsible for the paper serving. Further, the
server should not be required to be either the Sheriff or a
deputy, and the fee structure for serving of papers should be
increased to be more in line with the costs involwved.

The County Assessor assesses all taxable property within the
county, except property within cities which have a City Assessor.
This duplication of offices should be eliminated. The County
Assessor should have the responsibility for the assessment of
all taxable property within the county.

The Reccorder and Clerk of Court have many functicons of similar
nature. These offices are relatively small in the lesser popu-
lated counties. Therefore, the office of Recorder and Clerk of
Court should be held by one person in counties of less than
30,000 population. 1In counties of 30,000 population and above,

1]




the decisjion as to whether there should be one or two cfficials
should be made by the Board of Supervisors.

The standard chart of organizaticn for county government should
be as presented on the following page. Each county should pre-
pare an organizational chart based on this standard chart, with
such variations as are peculiar to that particular county.
Counties which are integrated for relief purposes will not show
the County Nurse and Director of Relief as directly respensible
to the Board of Supervisors, through the County Administrator,
since there will be a connection with the Department of Social
Services. The individual organizational charts will alsc vary
according to the number of gpecialized jobs under the direct
supervision of the Board of Supervisors, and the number and types
of committees and appointments. In the event a county adminis-
trator or secretary is not appointed, the position would be re-
moved and the chart would remain as illustrated.

The recommendations presented are done so in accordance with the objectives
of the County Officer Compensation and Responsibility Study. It is the
intent of these recommendations to provide the Legislative Service Bureau,
the Iowa state legislators, and county officials with guidelines for po-
tential revision of state legislation governing county officials’ salaries
and to offer guidance to county officials and Boards of Supervisors in
carrying out their responsibilities recommended herein.




PROPOSED ORGANIZATION
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1. IOWA COUNTY
OFFICIAL SALARIES




I. TOWA COUNTY OFFICIAL SALARIES

The salaries of county officials in many states have, until recent vears,
generally been neglected. The salaries have been based upon the philo-
sophy that elected county officials serve on a part-time basis and that the
office's duties and responsibilities are carried out by permanent career-
oriented county emplovees. However, this philosophy has changed in recent
years. Changes have occurred in the counties due to population growth and
development that have generated problems requiring more time and work ef-
fort by county officers. Urban counties have adapted to these changes
produced by population and development growth. This is true in Iowa as
well as in other states. The urban counties have been forced to improve
the governmental operations dug to the responsibilities accruing from

the increased population and development. However, the rural counties
have generally been slow to follow. Many of the rural counties have not
changed to any considerable degree in recent vears; some have not changed
appreciably in population or assessed taxable valuation during the past
twenty-five or more years. Therefore, alterations in government respon-
sibilities have not required salary increases for the respective county
officials. The influencing factor for any salary increase has generally
been the cost of living and inflation.

During recent years, other states have recognized the need to revise
county official salaries. Legislation has been approved to revise the
salary structure for elected officials in Illinois, Wisconsin, Minnesota,
and Nebraska. These states border Towa and offer a representative cross-
section of county problems and the subsequent methods ©of sclving problems
and administering government. The State of Missouri, bordering Iowa on
the south, has not moved as rapidly as the other states in improving the
salary structure or revising the appropriate legislation.

Iowa county officials and legislators have recognized that there is a

need to determine whether or not Iowa county official salaries should be
increased and/or if state legislation should be amended to provide a

more appropriate salary structure for elected, appointed, and deputy
county cfficials. Currently, the elected county officials' salaries are
established in accordance with a formula correlating county population
with the taxable valuation of the county. It is interesting to note that
in the surrounding states, each utilizes population as a criteria to
establish salary. Only Minnesota and Missouri use taxable valuation in
determining salaries as Iowa does. In addition to the salary, there are
expenses such as mileage and out-of-pocket expenses furnished to the
respective office holders. The compensation for the offices is contained
in the Code of lowa, Chapter 331.22, "Compensation of Supervisors" and
Chapter 340, "Compensation of County Officers, Deputies and Clerks," which
contains specifications for the compensation of the County Auditor, Treas-
urer, Recorder, Clerk of the Court, and deputies. Other elected officials
such as the Sheriff and County Attorney are also included in Chapter 340.




An amendment to the chapters governing the salaries was made in the laws
of the 65th General Assembly, 1973 session. The chapter provides for an
increase to the salaries previously established in Chapters 331.22 and
340. The statutes setting forth the criteria and formulas for determining
county official salaries are included as Appendix 1.

The basis for the salaries is presented in Table 1, Compensaticn of Super-
visors:

TABLE 1
COMPENSATION OF SUPERVISORS

Boards of Three Boards of Five
Members Members

POPULATION OF COQUNTY SALARY SALARY

0 to 10,000 5,600 $ 5,400
10,001 to 15,000 6,800 5,600
15,001 to 20,000 6,500 6,000
20,001 to 40,000 7,200 6,500
40,001 to 60,000 8,000 7,200
60,001 to 10C0,0C00 9,000 8,000

100,001 to 150,000 10,000 9,000
150,001 to 200,000 11,000 10,000
200,001 and over 12,500 12,500

The table for Supervisors indicates the difference in the populaticn cri-
teria more clearly than for the other offices. In Table 2, the corxrelation
for taxable valuation of county is also illustrated. The annual compensa-
tion represents the sum of Columns A and B in Table 2. IXn addition to this
salary, the 1973 legislation provided the Board of Supervisors with a salary
increase of 10% of the Supervisor entitlement as of June 30, 1973. Also,
the Supervisors are entitled to mileage costs totaling §1,000 per year.
Relative to the compensation of the Auditor, Treasurer, Recorder, and Clerk,
each is entitled to a sum up to $1,800 annually as of January 1, 1973.
Relative to the Sheriff and County Attorney, the respective increases are
based upon population classifications and can be reviewed in Appendix 2.
Generally, the Auditor, Treasurer, Recorder, and Clerk received the maximum
increase of $1,800.

Salaries for the various elected offices have been reviewed through a
sampling of counties in the state. The counties reviewed in the selected
population categories are shown in Table 3, Selected Counties by Population.




TABLE 2.

COMPENSATION OF AUDITOR, TREASURER, RECORDER, AND CLERK OF THE CQURT

POPULATION OF COUNTY SALARY "a*
0to 5,000 $2,975
5001 to 6,000 3,025
6,001 to 7,000 3,075
7,001 to 8,000 3,125
8001 to 9,000 3,175
9,001 to 10,000 3,225
10,001 to 12,500 3,250
12,501 to 15,000 3,300
15,001 to 17,500 3,350
17,501 to 20,000 3,400
20,001 to 25,000 3,450
25,001 o 30,000 3,500
30,001 to 35,000 3,550
35,001 to 40,000 3,600
40,001 to 45,000 3.675
45,001 to 50,000 3,750
50,001 to 60,000 3,850
60,001 to 70,000 3,950
70,001 to 80,000 4,050
80,001 to 90,000 4,200
90,001 to 100,000 4,300
100,001 to 125,000 4,450
125,001 to 150,000 4,600
150,001 to 175,000 4,700
175,001 to 200,000 4,800
200,001 to 225,000 4,900
225,001 to 250,000 5,050
250,001 to 275,000 5,200
275,001 and over 5,500
TAXABLE VALUATICON OF GOUNTY SALARY - TAXABLE VALUATION OF COUNTY
100,000,001 to  125,000.000 5,450 $ 8,000,000 to § 10,000,000
125,000,001 to 150,000,000 5,600 10,000,001 to 12,000,000
150,000,001 to 175,004,000 5,700 12,000,001 to 14,000,000
175,000,001 to 200,000,000 5,800 14,000,001 to 16,000,
200,000,001 to 225,000,000 5,000 18,000,001 to 18,000,000
223,000,001 to 230,000,000 6,050 18,000,001 to 20,000,000
250,000,001 to 275,000,000 6,200 20,000,001 to 22,500,000
275,000,001 to 800,000,000 6.500 22,500,001 to 25,000,000
300,000,001 to 825,000,000 6,750 25,000,001 to 30,000,000
325,000,001 to 350,000,000 7,000 30,000,001 to 35,000,000
350,000,001 to 375,000,000 7,230 35,000,001 to 40,000,000
375,000,001 to 400,000,000 7,500 40,000,001 to 45,000,000
400,000,001 to 425,000,000 7,750 45,000,001 to 50,000,000
425,000,001 to 450,040,000 8,001} 50,000,001 to 55,000,000
450,000,001 to 475,000,000 8,250 55,000,601 to 60,600,000
475,000,001 to 500,000,000 8,500 60,000,001 to 65,000,600
500,000,001 to 525,000,000 8,750 65,000,001 to 70,000,000
525,000,001 to 550,600,000 9,600 70,000,001 to 75,000,000
550,000,001 to 575,000,000 9,250 75,000,001 to 80,000,000
575,000,001 to 600,000,000 9,500 80,000.001 to 90,000,000
600,000,001 to 625,000,000 9,750 90,000,001 to 100,000,000
625,000,001 to 650,000,000 10,000
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SALARY B

$ 3,975
4,025
4,075
4,125
4,175
4,225
4,250
4,300
4,350
4,400
4,450
4,500
4,550
4,600
4,675
4,750
4.85¢
4,050
5,050
5,200
5,300




The countils in the respective population categories represent a cross
section ~f counties containing similar population and taxable valuation. .
It is believed that this sample represents the salaries generally con-
sidered to be representative of the offices in the Iowa counties. The

range of salaries for officials in the selected counties is shown in

Table 4, Iowa County Officer Salaries by County Population Category.

TABLE 3

SELECTED CQUNTIES BY POPULATION

POPULATICN CLASS COUNTY COUNTY POPULATION
| ) 283
0- 9,999 Ida 9,

’ Monroe 9,357
10-19,999 Hancock 13,330
- Cherokee 17,2698
Page 18,507
20-29,999 Clayton 20,606
Mahaska 22,177
Bremex ' _ 22,737

Boone 26,470 7 .
30-59,999 pes Moines 46,982
60,000 + Pottawattenie 86,991

Linn ; 163,213

Source: Iowa Official Register, 1973-74

The State of Iowa has recognized that the current method of determining
salary needs revision. A curzent encumbering factor is that each time
county officials require an increase due to inflation or a rise in the
cost of living index, the state legislature must amend existing legisla-
tion. The legislature recognizes that the rapid increase in inflation
I has necessitated the need for additional legislation for salary increases.
This is particularly true in the larger counties where salaries have been
low in comparison to the responsibilities of the office as compared to
the lesser populated counties. It is for this reason that the equating
of county salaries for elected and appointed officials needs to be re-
viewed. The review contained herein represents an analysis of the exist-
ing compensation provisions of the legislation and recommendations for
revisions theretc.




. (1
o -)mm:mu 15"(“”
POPULATION CLASS
0- 9,999 30-59,999
10-19,999 + 60,000 +
20-29,999

[EFA)

BUENA WSTA

EMmary

— ]
PRUG LT

PoOCaonTas ]

B epp— W E——
r'KT‘GSU'IM

‘

rn—-—-

WivH{BAGD

T ¢ S e G § E—  —
MITCHELY,

HOWARD

- o—
lwl)h‘ru

———
CERRN OADO

LoD CHIZRASAW

e

ALLAVAXEL  *

WINME SHILK

.

)
/

-

EATENTL
HUMBCL G WRGHT FRAMKI WX wuTER
WIESTIR QUCHANAN
—_—t | [
CRUBRS HapILTUK HARAN GRUROY
TAMA HLHTOH \
- -
UARROE L RRLL0E STOHT MARSHALL \'
A
CAavTGN L]
— CEuag ’
—— — ;
annuedn | Gurmg (AL LAY PO JASHER FUWESHIEX 10wia JOHNSON /
P“\_/f’"\\_,o
ST
[ ]
l i MUSCATIHE /./
A MADISGy wagken, ] makon REDHUA WASHINGTON T *
uisa J
K.
NN CLARKF LCas [irteenson HERHY
——. 4 .
RINGGOL 0 CECaTUR WATNE WA PURLH 1
VFE
A
L4
& —--—--.L—-——--—‘ ....—--—JL—.-_.. - —

1

MAP

| o ar—tn o s o

N,

/.-J
!

1

Counties Interviewed, County Officer
Compensation and Responsibility Study




TABLE 4. IQWA COUNTY OFFICER SALARIES BY COUNTY POPULATION CATEGORY

POPULATION CATEGORY

10,000 - 19,999 20,000 - 29,999 30,000 - 59,999 _ 60,000 plus

Supervisors 6,600 ~ 7,920 7,900 7,920 8,800 8,800 - 12,100
County Auditor 9,800 9,950 9,800 - 10,500 11,000 12,300 ~ 14,250
County Attorney 9,000 - 10,300 10,250 - 11,000 22,000 . 16,000 - 18,000
County Recorder 9,800 9,950 9,800 - 10,500 11,000 12,300 = 14,250

County Treasurer 9,800 9,950 9,800 - 10,500 11,700 12,300 ~ 14,750

Sheriff 10,500 - 11,000 11,000 12,250 14,000 - 16,500

Clerk of the Court 9,800 9,950 9,800 - 10,500 11,000 12,300 - 14,250

County Assessor 9,800 ~ 12,500 10,000 - 12,672 18,250 19,000 - 20,000
County Enginecr 19,500 - 20,000 20,800 - 24,500 24,000 22,500 ~ 26,000
County MNurse 8,496 9,864 10,224 10,224
Medical Examiner $25/call $25-50/call $27.50/call
Director of Relief 9,800 7,310

Soldiers' Rellef Secretary 2,100 - 5,089
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T1. TOWA COUNTY ELECTED/APPOINTED OFFICERS' SALARIES

The implementation of the County Officers Compensation and Responsibility
Study required a review of Iowa county government. However, due to the
existence of 99 counties in the State of Iowa and the similarities exist-
ing between the operations of the respective counties, it was determined
that a sample of counties by population category would be an equitable
means to determine the current situation., There is a considerable amount
of secondary source information available regarding each of the counties,
but rather than rely 100% upon such information, personal interviews with
elected and appeointed county officials in the selected counties were con-
ducted.

The format for the interviews was based upon a questionnaire designed to
guide the interviewer. The questionnaire is included in the Appendix.
Information categories in the dquestionnaire were as follows:

General Information
Responsibilities
Organization
Personnel

Services Provided
Compensation
Automated Equipment
Budget

©000O0CO0O0OCO0

Information was gathered pertaining to each one of these categories in
each of the twelve counties. The counties interviewed and the respective
population categories are shown in Table 3. The location of the counties
is illustrated in Map 1. The elected and appointed officials were inter-
viewed in each of the twelve counties. The elected officials interviewed
were:

Board of Supervisors
Auditor

Clerk of the Court
Treasurer

Recorder

Sheriff

County Attorney

000000

The appointed officials interviewed were those determined to be common
to all counties in accordance with the listing of county officials in the
Iowa Official Register. In addition, these appointed officials are re-
ferred to in the Code of Iowa. The appointed officials interviewed were:

Assessor

Engineer

Nurse

Medical Examlner

Director of Relief (Overseer of the Poor)
soldier's Relief Secretary

00000
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There were 155 officials interviewed. In Some instances, appointed
officials were not available or were of the opinion that their office

and the functions of that office were not pertinent to the compensation
and responsibility study. This was generally expressed by County Medi-
¢al Examiners. They accepted their appointments because there was no
other physician in the county to perform the respensibility of the office.
Where health departments existed, the County Nurse worked for a health
director. The health director and the nurse jointly responded to the
questionnaire. The Director of Relief (Overseer of the Poor) was often
combined with the State Social Services Department in the county. In
other instances where the function was not integrated with the state
office, a Director of Relief was interviewed. Generally, the inter-
viewers were well-received, the persons within the offices were cognizant
of the impertance of the study, and were receptive to furnishing informa-
tion needed to facilitate the formation of appropriate recommendations.

County Overview

The similarities in county operations regardless of population or land

area are surprisingly numercus. The major difference in county operations
is the number of business transactions relative to the county's population.
Therefore, the differences in county operations revolve arcund the number
of employees and the expenditures required to perform the functions as
stated in the Code of Iowa. The county overview is presented in accordance
with the interview results which reflect these similarities.

o) General Information. It was generally found that the persons
occupying the offices were in a role of performing work tasks
rather than serving as managers. The reason for this is that
there arxe generally few employees needed to accomplish the work
load. The size of the county and the limited workload reguires
that the official perform many of the tasks in order for the
office to function. The majority of the office holders were
conscientious about the work and were very much interested in
their work. This is evidenced by the tenure of many officials.
In many of the smaller counties the officials have been in office
since the early '60's or mid-'50's. In some instances an of-~
ficial has been in office since the mid-"40's,

Responsibilities. It was interesting to note that the officials
continually referred to the Code of Iowa when asked about the
responsibilities of their office. There were few occasions
where an official interpreted or perceived the responsibilities
of the office to be any different from what 18 specifically
stated in the Code. However, upon further examination, it was
found that many of the officials participated in work tasks that
were not required of the office. This included, for example, the
role of the County Supervisors in the administration and super-
vigsion of road crews. This was generally true in the majoraty
of counties with the exception of the very large counties. In




other instances, in offices requiring constant contact with
the public, it appeared that the official was performing tasks
to serve his constituency that were not necessarily a require-
ment of the office. A good percentage of the time this help
was provided in the form of counseling and obtaining informa-
tion not necessarily pertinent to the office. This is under-
standable to a degree, since it is difficult for an elected
cofficial to say "no" to such requests.

Organization. The officials generally had no organization
chart or formal organization. In the larger counties the
offices of Assessor, Auditor, and Treasurer often had organ-
ization charts in existence due to the volume of the office
operations.

Personnel. The personnel in the offices were generally few.
As the population of a county increased, the office staff
increased proportionately. However, in many of the offices
the perscnnel included only the official, a deputy, and a
secretary/clerk. These three positions were considered as
a minimum for the operation of an office.

Job descriptions were almost non-existent except in the very
large counties where, because of the number of personnel, there
is a need for structuring an organization with guidelines for
specific duties. The personnel were generally employed by the
official with the approval of the Board of Supervisors. Few
of the officials employed seasonal personnel; however, in the
instances of the Treasurer, the Assessor, and the Engineer,
seasonal personnel were employed to perform work tasks that
increase at particular periods during the year. An example of
this is the issuing of automcobile licenses in the Treasurer's
coffice.

Services Provided. The services provided by the respective
officials were always in accordance with the Code of Iowa.

The elected and appointed officials were of the opinion the
services performed should be in accordance with the law and
should not deviate therefrom. In a few instances there was
mention of a duplication of services. This generally revolved
around the process of recording information. These statements
of duplication in many instances related to the information
needed to be recorded in the offices of the ARuditor, Treasurer,
Clerk of the Court, and Recorder.

Compensation. The officials were generally of the opinion that

salaries were not commensurate with others in the county or
community relative to private enterprise or other government
positicons. In a few instances, officials in the smaller counties
were of the opinion that salaries were compatible. However,




overall, it was generally felt the salary structure should
be improved in order to provide an egquitable salary for the
responsibilities performed and to match private business and
other governmental agencies (federal, state, and city).

o Automated Equipment. It appears that there is some interest
being shown in acquiring automated equipment for recordkeeping
functiosns. The Auditor has automated voter xegistration lists
in many of the counties; the Auditor, Treasurer, Assessor, and
Clerk of the Court have proceeded to place information in the
electronic data processing equipment and utilize it as a central
recording system. However, many of the counties have not taken
this approach and are still recording all infermation manually
in each of the three offices. There are some check-writing
machines in the counties. 1In practically all instances where
electronic data processing is utilized, mini-computers are
used. In some of the counties, outside sources of electronic
data processing equipment are being used on a contract basis.

o Budget. The budgets ¢f the counties naturally increase progres-
sively relative to the size of the county in terms of population
and area. However, there appeared to be no fixed trend. Some
smaller counties, because of unigue situaticons, have higher
budgets than other counties of a larger size. In addition, a
sizable difference in population did not always justify an in-
crease in budget. In one instance an increase of 4,000 popula-
tion reguired additional expenditures of almost $200,000, while
an increase of 20,000 persons in population reguired the same
increase. The cost per capita for running government is generally
greater for the smaller counties than for the larger counties
due to the ability to distribute the cost over a greater number
of persons.

The county overview gives an indication of the characteristics of the
counties. There are eighty-two counties with a population of less than
30,000. Counties having population over 30,000 number only seventeen.
Therefore, the similarities that do occur in county government are fairly
well represented across the state. The characteristics of a county in
terms of its operation and function present an ease for reference and
analysis. As previously stated, 1t is interesting to note that even with
the few counties over 30,000, the method of operation remains somewhat the
same.

County Office Overview

The attitudes expressed by the county officials during the interviews were
very similar for the respective offices within the counties. However,
relative to the gquestionnaire categories, there were some differences.
Overall, the characteristics of operations in the offices were generally

the same in the counties of 30,000 population and under. The 30,000-692,000
population category counties do not have noticeably different operations
excepting for a few additiconal persconnel to manage in performing the in-
creased number of transactions due to population. The big difference occurs
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in the over 60,000 population category. The differences focus upeon
the number of employees and the equipment used to perform the office
operations.

In consideration of the respective offices interviewed, an overview

is presented for purposes of illustrating the results of the interviews.
The overview is presented by questionnaire category for each of the
offices interviewed.

Board of Supervisors

General Information

The Board of Supervisors is generally not considered to be a full-time
job; however, in the larger counties it does take approximately full
time. The term of office for the Board of Supervisors is four years and
the majority of Supervisors have only been in office one to two terms.

Responsibilities

When discussing responsibilities, the Board of Supervisors consistently
referred to the Code of Iowa and the responsibilities specified therein.
The persons interviewed did not perceive any other responsibilities that
should be undertaken. Additional responsibilities, other than those
specified in the Code of Iowa, primarily focus upon serving on various
boards and commissions representing the county. These primarily included
the drainage district boards and regional (multi-county) organizations.

A responsibility that was consistently discussed was that of providing
direction for road crews in the maintenance and grading of farm-to-market
roads. This was done even though the total responsibkility for road con-
struction, design, and supervision is normally given to the County Engineer.

Organization

The organization of the Board of Supervisors office is relatively simple
even though the Boards of Supervisors have general policy and budgetary
control over the courthouse and its employees. Therefore, the Board of
Supervisors does not have any specific organization chart for the county
or for their own office functions. Regarding duplication of organization
or function within the counties, the Board cf Supervisors generally

agreed that they did not believe there was any duplication in organization
or function between the Board of Supervisors office and other offices in
the county.

Personnel

The Supervisors generally replied that they were the only persons available

to perform the responsibilities for their office and they had no assistants

other than the various department heads and appointed officials. The Super-
visors were of the opinion that there were sufficient personnel to carry out
the functions of their office and that additional help was not needed. Re-

garding personnel in the courthouse in general, the Boards of Supervisors
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were of the opinion that there generally was a very low turnover. 1In
most instances, the competition for employment was thought to be either .
state, federal, or city positions within the county. In the larger
counties, commerce and industry provide a great deal of competition.

Services Provided

The Board of Supervisors were generally of the opinion that the services
provided by their office were directed toward the review and administra-
tion of policies governing the county. They do not feel that there was
any specific service performed by their office that involved specific
types of equipment or sourxces of revenue. These services were primarily
oriented toward establishing policy for the coperation of an efficient
and economical county government,

Compensation

Due to the size of the Board of Supervisors office, they indicated that
there was no specific salary plan available. However, in practically

all instances it was indicated by the Supervisors that the salary received
was not commensurate with the responsibilities of the position. There

is the feeling among some of the Supervisors in larger counties that un-
less salaries are increased, it would be difficult to find persons to seek
the office. In the smaller counties, since the office does not generally
require full time participation, it does not appear that exlstlng salary
levels are a major concern.

Automated Equipment

The office of the Board of Supervisors does not specifically utilize auto~
mated equipment of either an electronic data processing or other autcomated
capability. However, the Board of Supervisors are the recipients of a con-
siderable amount of information that comes from automated equipment being
utilized by other offices. Many of the counties are using on-site mini-
computers although it appears othexs are contracting for specific services.
This definitely should be a policy matter for approval of the Board of
Supervisors. However, automated equipment was generally left to the re-
quest of specific departments with approval by the Board of Supervisors

for the method of service.

Budget

The budget for the operation of the Board of Superviscrs office has certain
fixed costs in consideration of the number of Supervisors and personnel re-
quired to assist the Supervisors in performing their specific function.
There appeared to be no set pattern in the budgets for either the small

or large counties. It actually costs as much to operate the Board of
Supervisors office in the smaller counties as it does in the medium-size
counties. This is due to a minimum fixed cost for office operations.
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County Auditor

General Information

Most County Auditors have been in office for either one or two terms.

In the smaller counties, it appears that the County Auditors very often
develop the office inte a career opportunity. Generally, the Auditor

is theg fozal point of courthouse information. This is probably a result
of the Auditor serxrving as the clerk for the Board of Supervisors.

Responsibilities

The Auditors generally devote 100% of their work week to performing the
responsSibilities of the office. 1In every instance reference was made
to the Code of Yowa relative to the responsibilities and duties of the
position. There were no specific responsibilities which were perceived
by the Auditors that were not considered to be specified in the Code.

Organization

The offices of the County Auditors are generally very small. The only
time a large office exists is in the very large counties. Due to the
small size of the offices, there is n¢ formal organization. However, in
the larger counties there often is a formal organization chart and
specific responsibilities are assigned in order to accomplish the work
tasks required to perform the office functions.

Personnel

All personnel in the Auditors® offices are hired by the Auditor with the
approval of the Board of Supervisors. In the smaller counties there are
almost always three persons in the office, while in the larger counties
this pumber can increase to fifteen persons. The Ruditor's office gen-
erally has enough people to accomplish the responsibilities of the office.
The personnel budget does not vary to any great degree with the exception
of the larger counties. It is of interest that even though some of the
middle-size counties have the approximate same number of personnel, the
variations between county budgets of a similar size do not vary to any
great extent. However, in the population class of 10,000-19,999 there

is gquite a wide variation in some of the budgets. This is dependent
upon the number of deputies assisting in the offices.

Services Provided

The County Auditor provides a series of services organized around the
administration of county affairs. This is primarily related to budgetary
matters and an accounting of revenue and expenditures. There are public
services provided which relate to issuance of cigarette licenses, Sunday
sales permits, and beer and liquor permits in locations outside of munici-
palities, dog licenses, and the payment of bounties.




Compensation

The annual salaries of County Auditors, regardless of the county size,

do not fluctuate to any great degree with the exception of the larger
counties. Even in these instances, the separation from some of the
smaller counties to the larger counties is only $2,800 per year. This is
due to the method of setting salaries as described in the Code of Iowa.

In many instances, the County Auditors were of the opinion the salary was
not commensurate with the services provided and the salary was not com-
patible with persons in private industry or other government agencies hav-
ing similar responsibilities.

Automated Egquipment

The Auditor's office utilizes automated equipment for voter registration
Lists and recording information related to accounting and budgeting
practices. The equipment used is a mini-computer which is usually lo-
cated in the courthouse.

Budget

The total budget for the operation of the Auditor's office generally varies
from county to county. However, variances within a population class are
not significant.

County Attorney

General Information

County Attorneys generally have been in office for relatively few years.
In the majority of counties, the position is occcupied by a young attorney.
In some instances attorneys have been in office for over twenty years, but
this generally occurs in the smaller counties. A County Attorney in the
smaller counties often accepts the office only because there is no one
else available or it is on a rotating basis between the attorneys within
the county.

Responsibilities

The amount of time devoted to the office is dependent upon the population
of the county. In the smaller counties, the amount of time may consist
of anywhere from 10-20 hours per week while in the larger counties it be-
comes a full-time position.

Organization

The County Attorney's office generally consists of only the County Attorney
and a secretary. In the larger counties there are a few staff attorneys;
however, the organization of the office is relatively simple and the func-
tions of the office do not require a formal organization.
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Personnel

Generally the County Attorneys have sufficient personnel to perform the
responsibilities of the office. However, in some of the smaller counties
which have heavy case loads, the relatiopship of the case load to salary
and the amount of time devoted to what is often termed a “"part-time posi-
tion” becomes increasingly heavy; thus there is not sufficient personnel
to accomplish the workload. Generally the costs for personnel range from
$8,500 to §17,000. However, in the larger counties with full-time staff,
the cost for persennel escalates. There is some feeling in the State of
Iowa that there should be full-time County Attorneys or if funds do not
permit this arrangement, there should be an Attorney position on a regional
basis,

Services Provided

The services of the County Attorney are well defined in the Code of Iowa
and there is no deviation therefrom.

Compensation

- Salaries of County Attorneys generally are in the area of $9,000-510,000.
However, in counties over 30,000 population, the salary jumps to approxi-
mately $17,000 and in the vicinity of $22,000 for the larger counties,
There was a general attitude expressed that County Attorney salaries were
not commensurate with other positions within the county.

Automated Equipment

The County Attorney's office does not use automated equipment of an
electronic data processing nature.

Budget

The overall budget for operating the County Attorney's office does not
vary between counties of similar size to any great degree. However, as
the size of the county increases, the budget increases proportionately.
Generally, in counties of the lowest population class through the popula-
tion level of 29,999, salaries range from $11,000 to approximately $15,000.

County Recorder

General Information

A significant characteristic¢ is that many Recorders have been in office
more than one term. Many of them have been in their position since the
early '60's and the mid-*50's.
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Responsibilities

The Recorders devote 100% of their work week to carrying out the responsi-
bilities of the position. The responsibilities of the position have

been increased in recent years by the collecticn of fees and issuing of
licenses for the State Conservation Commission. This has increased the
workload of the Recorders; however, in the smaller counties the trans-
actions performed by the Recorders have generally been relatively few

in relation to property. There was some feeling expressed by persons
interviewed in other offices that the County Recorder position could
potentially be combined with another office.

Organization

The Recorders' offices are generally so small and the responsibilities
have been so few that there are no reasons for formal organization or
organization charts to be in existence. In terms of duplication between
the Recorder's office and other offices in the courthouse, there is a
feeling that duplication of work effort exists. There is the possibility
that the functions of the Recorder's office could be combined with the
Auditor's or Clerk of the Court's office.

Personnel

The majority of the Recorders® offices are small in terms of personnel.
Most of the offices have only two full-time persons that are carrying out
the responsibilities. Personnel employed in the Recorder's office are
hired by the Recorder with the approval of the Board of Supervisors. The
Recorder's office has sufficient personnel to perform the responsibilities
of the office. Personnel budgets of the counties reflect the number of
transactions which need to be performed. Generally the workload of the
office is dependent upon growth within a county.

Serxrvices Provided

The services provided by the Recorders' offices are concerned with the
recording of real estate transactions and related activities. The Re-
corder also issues permits and licenses on behalf of the State Conserva-
tion Commission, and maintains lists of such items as trade names,

names of physicians, surgeons, and veterinarians.

Compensation

Salaries of the Recorders are based upon the Code of Iowa and do not vary
to any great extent. Only $2,025 separates some of the lower counties
from the larger counties. Recorders generally do not feel that their
salaries are comparable to other persons in the area; however, many feel
that they are being paid a salary commensurate with the responsibilities
and equal to other positions.

29




Automated Equipment

The Recorder's office very seldom becomes involved with the use of
autcmated equipment. The recording of information is generally done
by hand; however, some of the information finds its way to automated
equipment through the other offices.

Budget

There is no established trend in terms of the size of the budget as it
relates to population and land area.

County Treasurer

General Information

It is interesting to note that the majority of Treasurers interviewed
are in their first or second term of office. However, many Treasurers
have been in coffice a good number of vears.

Responsibilities

All of the Treasurers indicated that they devote their full work week to
performing the responsibilities of the office. 1In all instances, the
Treasurer referred to the Code of Iowa as his guideline for duties and
responsibilities.

QOrganization

There generally is no formal organization for the Treasurer's office. How-
ever, the coffices become rather large in the more populated counties due to
the number of transactions. This relates to the issuing of automobile
licenses. In smaller counties there is a relatively small number of em-
Ployees. The tasks to be performed are well defined and no formal or-
ganization has been instituted.

Personnel

The perscnnel in the Treasurer's coffice are appointed by the Treasurer with
the approval of the Board of Supervisors. 1In counties from the smaller

to the 30,000 population level, the number of employees generally ranges
from four to nine. However, in terms of seascnal help, the smaller
counties employ anywhere from one to three persons while the larger
counties often employ anywhere from six to twenty-two persons, depending
upon the worklcad. Generally, the Treasurers are of the opinion that they
do have enough persons to accomplish the responsibilities of the office.
The personnel budgets of the offices increase proportionately with the
population size of the county.
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Services Provided

The Treasurer's office is the revenue ccllection agency for the county;
taxes, assessments, levies, and fees are received for all levels of
government and subdivisions of the county, and apportioned and paid back
to the proper agency. The office serves as custodian for the county
funds, making deposits and investments as appropriate. Further, the
Treasurer's offlice serves as agent for the State Department of Public
Safety in collecting vehicle fees and issuing license plates,

Compensation

It is interesting to note that compensation does not vary to any great
degree from the smaller c¢ounties to the counties of 3¢,000 pgpulation
class. There 1is only 31,225 that separates the counties in the popula-
tion class of 9,000 from the 30,000 population class county. Generally,
there are no salary plans in existence for the County Treasurer's office.
In most instances there is not a problem of employee turnover.

Automated Equipment

The Treasurer's office becomes quite invelved with automated equipment
when 1t 1is available. The mini-computer type unit is utilized. The
Treasurer uses the facilities with regard to recordkeeping and the func-
tions which need to be performed in the issuance of automobile licenses.

Budget

In terms of total budgets for cperating the respective Treasurer offices,
there is no set budget pattern in the 0-30,000 population counties. The
budgets increase according to population size over 30,000.

Sheriff

General Information

The position of Sheriff in county government has become and will become
in the future a more profesgional position due to the technolegy of law
enforcement and criminal justice. Considering the sample counties inter-
viewed, this is becoming characteristic in the State of Iowa. It appears
that many of the Sheriffs in Jowa are in younger age brackets and are
anticipating professional careers in the law enforcement and criminal
justice field.

Responsibilities

The responsibilities of Sheriffs are basically the same in all counties,
However, the functions performed by the Sheriff include considerable
paperwork and paper serving which decreases the number of hours that can
be spent in law enforcement. Aall of the Sheriffs indicated that more and
more of their time was being used to process paper.




Organization

Since the majority of counties in Iowa are below 30,000, the Sheriffs'
offices are not very large. There is no formal organization structure.
As the counties increase in size and the number of employees increases,
there is need for formal organization. Many of the larger Sheriffs'
departments do have organizaticn charts and a formal organization is
used to operate the department.

Personnel

The number of employees within Sheriffs' offices ranges from the small
counties through the counties of the 30,000 population range of three

to nineteen. In the Linn County Sheriff's office, there are sixty-one
persons employed. The employees are appeinted by the Sheriff with the
approval of the Board of Supervisors. The larger counties also have job
descriptions for their emplovees. The smaller counties indicated that
they do have sufficient personnel to perform their responsibilities; how-
ever, the larger counties indicate that they are short of personnel.

Services Provided

The Sheriff is the principal peace cfficer of the county; as such, he is
responsible for patroling the roads, investigating, securing evidence, and
making arrests when necessary. He is custodian of the jail and its in-
mates. He is further responsible for performing services assigned by
court order, for issuing permits for weapons and explosives, and for
transporting persons to state institutions.

Compensation

The salaries for the Sheriffs do not vary to any great extent in the popu-
lation categories. Only $1,750 separates the smaller counties from the
counties of the 30,000 category. These counties have salaries in the
vicinity of §10,000-$11,000. Compensation for Sheriffs does vary to some
extent based on the benefits which are provided. These benefits often in-
clude an automobile and housing.

Budget

In terms of overall budgets for the Sheriffs' offices, they increase in
proportion to the size of the county and the population categories.

Clerk of the Court

General Information

The Clerk of the Court position genexally is occupied by persons who have
been in the job longer than one term. In some counties, the Clerk's posi-
tion becomes one of a career opportunity.
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Responsibilities

The Clerks indicated that they are devoting 100% of their work week to
the activities of the position. Their responsibilities are being per-
formed in accordance with what is specified in the Code of Iowa. The
Clerks do not perceive any additional responsibilities that need to be
performed.

Organizaticgn

Most of the offices are relatively small and do not require any formal
organization. In the smaller counties, the offices are small and the
size of the organization increases proportionately to the population,

Personnel

In the population categories up through 30,000, the number of employees in
the Clerk's office numbers two to six. Generally the Clerks indicated
that they do h: aough personnel to perform their responsibilities.

All of the employees are appointed by the Clerk with the approval of the
Board of Supervisors.

Services Provided

The Clerk of the Court serves as custodian for all county records in law,
equity, criminal, juvenile, probate, adoption, small claims and traffic.
He records vital statisties, issues marriage licenses, and serves as
clerk of the hospitalization commission. One of the principal responsi-
bilities 1s maintaining a record of all actions pending in the courts.

Compensation

The salaries of the Clerk of the Court follow the same pattern of previous
positions. There is not any substantial compensation difference in the
population classes of counties from the 0-30,000 classification. However,
in the larxger counties the salaries do increase proportionately to the
size of the county.

Automated Equipment

The Clerk of the Court's coffice does use automated equipment. It is
usually shared with the County Assessor, the Treasurer, and the Auditor.

Budget
In terms of the budgets for the Clerks' offices, there again is no particu-

lar pattern for the counties from zero population through 30,000. However,
the larger county budgets increase proportionately te their size.
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County Assessor

General Information

The County Assessors are appointed by a Conference Board made up of the
mayors of all incorporated towns in the county, the County Board of
Education, and the Board of Supervisors. Most of the Assessors have
been in office for some time. There are some that are new to their
office; however, the majority have been retained in office due to their
experience.

Responsibilities

The Assessors often referred to the Code of Iowa as the specification for
their responsibilities. They indicated that 100% of their work week is
devoted to fulfilling the responsibilities of the office.

Organization

The Assessor's office in the population category through 30,000 generally
ranges from two to four persons. However, as the size of the county in-
creases over that population class, the number of persons within the of-
fice increases proportionately. Several of the Assessors' offices utilize
part-time personnel and do employ additional personnel on a seasonal basis.
All of the personnel are appointed by the Assessor with the approval of the
Board of Supervisors, Only larger counties indicated that there were job
descriptions in existence for permanent employees. Overall, it was in-
dicated by the Assessors that there was sufficient personnel to accomplish
the work tasks.

Services Provided

The Assessoxr causes to be assessed all personal and real property in the
county, including new construction and remedeling. Current assessment
rolls are maintained. The Assessor alsc serves as clerk of the Confer-
ence Board.

Compensation

The salaries for the Assessors do not vary to any great extent in the
counties from 0-30,000 population categories. However, in the larger
counties, the salaries increase proportionately with the size of the
county, Generally there were no salary plans in force for the respective
offices except in the case of the larger counties. In terms of effective-
ness, the offices appeared to be small encugh and there have been no prob-
lems of turnover which necessitate writing salary plans and providing
fixed increases on an annual basis.
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Automated Equipment

The County Assessor's office does utilize automated equipment which is
shared with the other offices in the courthouse. The mini-computer system
seems to have worked well. The Assessors use the eguipment for the storage
of records and the processing of tax forms.

Budget

The overall budget for accomplishing the responsibilities of the Assessors'
offices differ depending upon the specifi¢ Assessor's method of operation.
Many Assessors will use part-time pecople while others will employ full-
time personnel. This will make the difference in the total budget for the
cffice.

County Engineer

General Information

Each of the County Engineers is appointed by the Board of Supervisors.
The Engineers generally retain the position for a relatively long period
of time.

Responsibilities

The responsibilities of the County Engineer focus upon the administratien
of funds for the secondary road system in accordance with Iowa State
Highway Department specifications and the maintenance and construction of
roads in the system under the direction of the Board of Supervisors. In
many instances, the Board members perform the actual supervision of road
crews for grading and maintenance work, although the responsibility for
the performance rests with the Engineer.

Organization

Except for the larger counties, the County Engineer offices do not have any
formal organization. It would appear, however, that scme formal organiza-
tion would be necessitated due to the number of persons employed within a
county engineering department.

Personnel

The County Engineer offices generally had more persons employed than other
offices due to the maintenance crews and construction personnel. In the
smaller counties, the number of personnel ranges in the mid-twenty group,
with the larger counties employing eighty or more persons. Each of the
employees is appointed by the County Engineer with the approval of the
Board of Supervisors. The personnel budget for the County Engineer’s
office generally increases with the size of the county and the number of
road miles therein.




Services.Provided

The County Engineer is responsible for the design, planning, and priority
setting for all road, bridge, and culvert work on the secondary road system.
He directly supervises and inspects all construction and maintenance work

on the secondary road system, and bears the responsibility for its effi-
cient and economical performance. The County Engineer, under the supervisiocn
of the State Highway Commission, supervises and inspects work performed

on farm-to-market roads.

Compensation

The salaries of the County Engineers vary considerably with the size of
the county and neither population nor land area appears to influence

the salaries. Salaries range from $17,250 to $24,500., In practically
all instances, the County Engineer's office does have a salary plan in
effect. This salary plan is necessitated due to the number and type of
personnel employed to perform construction and maintenance activities.
Generally, the Engineers are of the opinion that their salaries are com-
men3urate with other positions in the county.

Automated Equipment

The County Engineer's office is generally not involved with automated
equipment ¢f an electronic data processing nature.

Budget

The overall budget for accomplishing the responsibilities of the office
generally increases with the size of the county. However, in some in-
stances, depending upon what would be the emphasis of the Board of Super-
visors and the County Engineer for engineering work within the county,
the total budget in one county cculd be lower than that in another re-
gardless of the size of the county.

County Nurse

The County Nurse is & position which is authorized and exists in many
counties. The Nurse is hired by the County Board of Health with the
approval of the Board of Superviscrs, but performs functions under the
direction of the State Health Department and is paid according to the

State Merit System salaries. Duties focus upon providing health educa-

tion services and programs in the areas of communicable disease, venereal
disease, tuberculosis control, maternity, pre-school and school-age children,
and adult health. Salaries for the position range from $8,486 to §$14,500
per year.

Medical Examiner

County Medical Examiners operate on an "as needed" basis and therefore
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are compensated on a per case rate. All are practicing physicians and
therefore were not amenable to taking the time to be interviewed. There
does not seem to be any great variance in the amounts paid by the smaller
and larger counties. Additional personnel are used by the Medical Examiner
as required, and no organizational structure is necessary because of the
manner in which the office routine functions.

Director of Relief

The State of Iowa's welfare programs operate within the counties of the
state. The Board of Supervisors is requred to appoint a County Board

of Social Welfare which functions and provides the services of the state
welfare agency. The employees of the county are paid by the State Director
from funds madc available for that purpose. The Attorney General in the
past has declared that such employees are state employees and as such are
governed by the state merit system. The County Board can appoint a
Director to supervise the functions performed within the county at the
direction of the Board of Supervisors. Due to state involvement and
control, the interviews were limited in scope. Therefore, significant
information was not obtained about many of the office operations.

Executive Secretary
Veterans Affairs Commission
{Soldier's Relief)

Some counties have a Soldier's Relief Secretary while others do not.

There were few interviews conducted with the Soldier's Relief Secretaries
since there were few in existence. In many instances the Director of
Relief for the county handled the functions of the Soldier's Relief Secre-
tary. However, the Board of Supervisors is reguired to appoint a three-
member Commission of Veterans Affairs to administer the relief functions
for veterans as specified in the Code of Iowa. The Commissicon of Veterans
Affairs does not always have a paid secretary; however, the Commission if it
desires, may employ administrative and clerical assistance with the
approval of the Board of Supervisors. Normally, one of the Auditor's
deputies is appointed by the Commission to serve as an Administrative
Assistant. The Commission prepares a budget for approval by the Board

of Supervisors and the disbursements from the Scldiers Relief funds are
under the joint approval of the Board of Supervisors and the Veterans
Affairs Commission,

The characteristics described herein are the results of the interviews
conducted with the elected and appointed officials. These characteris-
tics will point the direction for making recommendations for revised com-
pensation plans and the cost efficiency aspects of the study. It is
apparent from the characteristics described herein that there is room
for some improvements to compensation.
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ITI. COUNTY OFFICER SALARIES: A COMPARATIVE ANALYSIS

The salaries of Towa county officials camnot be accurately assessed
without a comparative analysis with other governmental and private in-
dustry salaries in the state. Another factor is a comparison with county
officials in other states. In addition, as county officials’' salaries

are governed by state statutes, the entire process and criteria for estab-
lishing the salary structure needs to be reviewed. Experience of other
states in comparison to Iowa's experience is an essential ingredient in
proposing a county official salary structure and supporting criteria.

The states surrounding Iowa were selected for performing an analysis of
state legislation governing county officials’' salaries. These states

were selected over other states throughout the country because of econcomic
similarities and cultures. The information received from these states

is considered to be of greater significance than from states in other
regions of the country. However, in order tc compensate for the absence
from other sections of the country, information obtained from the Inter-
national City Managers Association (ICMA) has been included for purposes
of measuring Yowa salary conditions with the nation as a whole. The
states included for specific comparisons include:

Illinois Nebraska
Minnesota Wisconsin
Missouri

The comparison with other states reflects the methods utilized in deter-
mining the salaries of county officials. The state statutes providing

the regulations governing compensation for county officials were reviewed.
In addition, several counties within each of the states within the popula-
tion categories used for studying lowa counties . . . 0-9,99%; 10,000-
19,000; 20,000-29,999; 30,000-59,999; and those counties having over

60,000 population by the last United States census . . . have been reviewed
to provide comparisons of Iowa county salaries with those in the peripheral
states.

Some difficulty arose in the examination of county officials in other
states. This was due to not always having positions precisely analagous

to the Iowa county positions. Some positions are similar but have different
titles. Distinctions between the offices of county officials extend beyond
the problem of varying tities to overlapping job descriptions and different
organization structures within certain offices. The Iowa county position
titles are illustrated in comparison to titles in other states in Table 5,
County Office Titles, Iowa and Selected States.

Several of the positions are directly comparable. These include the
Treasurer, Sheriff, County Attorney, and County Nurse. However, the
position of Assessor is included in every county throughout the states

but each state is organized differently. Wisconsin has an Assessox based
on the township structure; Nebraska has a County Assessor in counties with
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Iowa County Position

Soard of Supervisors

Auditor

Attorney
Recorder
Treasurer
Shariff

Clerk of the Court

Engineer

Kurse
“edical Examiner

Director of Relief

Soldiers' Relief
Secrotary

TABLE 5.

COUNTY OFFICE TITLRS,

IOWA ANU SELECTED STATES

Illinois

Minnesota

Missouri

Nebraska Wisconsin

Board of Commissioners

Poard of Supervisors

Audito:2

/County
Clerk?

X

X

Circuit Clerk

Board of Assessors
OY ASSessor

Superintendent of
Highways

X
Coroner
Supervisor of
Gencral Assist-

ance

State function

Board of Commigssfoners

Auditor?

®

Register of Deeds
X
X

Clerk of District
Court

X

County Surveyor

X
Coroner

Director of Social
Services

Veterans Affairs
Commission

Veterans Service
Officer

County Judges

Auditor2/County
Clerk

X

Recorder of Deeds
X
®

Clerk of Circuit
Court

X
County Highway
Engincaer
X
Coroner

Director of wclfare4

State function

Bourd of Commissioners for precinct or commissioner counties and a Board of Supervisors
for township or supervisor counties,
Auditor office exists for purposes of completing financial audits and other related work
not necessarily similar to work of the County Clerk.

Counties under 60,000 population: Recorder is County Clerk.
Under jurisdiction of state.

Indicates title iz the same in counties of other states.

Boaxd of Commissionersl/ X
Board of Supervisors

Audltorz/County Clerk County Clerk

X X
Register of Deeds Register of Deeds
X X
X X

Clerk of District Clerk of Circuit
Court Court

Township Assessors

County Surveyorx County Surveyor

X

Coroner Coroner
Director of Public

Diractor gf Public
Relief

Welfare

Veterans Affairs
Commission

Veterans Servich
Officer




a population of at least 3,000 (Class 2 counties); Illinois may have a
Board of Assessors or an appointed Assessor who has completed a qualify-
ing examination. In other instances, the Director of Relief is somewhat
synonomous to many diverse positions such as Director of Public Welfare,
Director of Welfare, and Director of Social Services. Although salary
information will be presented for this office, it is generally recognized
within the realm of the state and thus comparable to the Iowa state wel-
fare office represented in Towa counties,

The Iowa position of Auditor presents a problem relative to job descriptions
and different organization structure in other states. This occurs because
much of the Auditor's function in Iowa follows that of the County Clerk in
Missouri, Nebraska, and Wisconsin. However, in many states, Illinotis,
Minnesota, and Missouri, there is also an office of Auditer which completes
financial audits and other related work not necessarily similar to work

of the Clerk.

The comparative analysis of salaries contained herein and the method for
determining county salaries as set forth by state legislation will pro-
vide the basis for recommendations set forth in a compensation plan for
Iowa county officials’ salaries.

DETERMINATICN OF SALARIES

State statutes normally do not specify certain salaries for a county
office. Usually the statute sets forth a2 minimum or maximum salary or in
some instances may set a salary range for the respective cffice. The
statute also regulates the duties of the office, whether an office is
elected or appeointed, and how many deputies may be employed. An interest-
ing aspect of the Wisconsin and Nebraska legislation is that it requires
the County Boards to establish the salaries for elected positions prior

to the filing date for election. The established salary is permanently
fixed for the coming term of office.

Each of the Iowa county offices in comparison with the offices of other
states is discussed in the following paragraphs. Only the significant
elements of the respective legislation and those elements considered to
have a potential impact upon the recommendations for a compensation plan
for Iowa county officials are reviewed. It should be noted that each of
the states uses population as a basis for determining salaries. Missouri
and Minnesota are the only states that utilize a combination of population
and assessed taxable valuation for determining salary levels. Each of the
methods used to determine salaries in the respective states is reviewed.
In addition, the comparisons of salaries for the respective county offices
in accordance with the population categories are also reviewed.

There are certain assumptions made when considering how salaries are
determined. One is that increased county population increases responsi-
bility and another is that increased responsibility is correlated with
increased salary. Currently in the State of Iowa this does not necessarily
prove to be true. Counties having a population up te 30,000 do not have any
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major variance .n salary for the respective positions. However, in the
establishment of salaries by population range, the assumption has been
made that as population increases, so should the salary level. Generally
it is a true statement that as population increases, this causes an in-
crease in the number of transactions and worklcad for an office. There-
fore, when reviewing the methods of establishing county salaries angd

when reviewing the comparison of salaries in counties of one state to
another, it =i1) be noted that this is a rather consistent assumption
throughout.

Board of Supervisors

The State of MNchraska sets a minimum salary for its County Boards based
upon the pooulation of the county. The Nebraska salaries generally are
much higher than other states. The other states use a per diem or smaller
annual stipend to pay Board members. (When a per diem is paid, a maximum
salary 1s usuaily set. The per diem rate will be paid for meeting days
until a maximum is reached.) The statute regulating county Board members'
salaries in ichoaska is a result of legislation approved in 1973. The
County Board member salaries for Nebraska are illustrated in Table 6,
Nebraska County Board Member Salaries. The salary level prior to the

1973 legislation is shown in parentheses.

TABLE ©

NEBRASKA COUNTY BOARD MEMBER SALARIES

Population
Limitation Minimum Salarxry *
Less than 3,000 $ 2,000
3,000 = 9,000 2,400
9,000 - 16,000 3,000
16,000 - 20,000 3,400
20,000 - 60,000 4,500
60,000 - 200,000 Established by Board (8,000}
Over 200,000 Established by Board (8,000)

* Applies to other county officers: County Clerk,
Treasurer, Sheriff, Attorney, Assessor, Clerk
of the District Court, and Reglster of Deeds.

The minimum salary indicates only the minimum to be paid. Generally, the
County Board sets salaries in excess of the minimum. The minimum is used
to insure that the office holder is provided with a minimum salary com-
mensurate with the duties and responsibilities of the office. The Nebraska
minimums are similar to the Towa Board of Supervisors' salaries.

Illinois is similar organizationally to Nebraska. Counties are organized
with either a County Board of Commissionexs or a County Board of Supervi-
sors.,




It is interesting to note that in Table 7, Illinois County Commissioner
Salaries, there is a maximum salary of $3,600 for counties with a popu-
lation of 14,000 or less. The Commissioners may determine their sal-
aries on a per diem or annual basis. If a county functions under the
commissioner type of organization there are three Commissioners that are
elected. However, under the supervisor form of organization there may
be from 5 to 29 Supervisors (not to exceed the amount of Supervisors in
1969). Compensation for the IX1linois County Supervisors is set at $25.00
a day.

TABLE 7

ILLINOTS COUNTY COMMISSIONER SALARIES

Population

Limitation Maximum Salary
Less than 14,000 $ 3,600
14,000 - 25,000 4,800
25,000 - 35,000 6,000
Over 35,000 12,000

The State of Wisconsin also has legislation which focuses upon a per

diem amount fixed by the County Board with a limit on the number of

per diems. However, a Wisconsin county may set an annual salary instead
of a per diem. A notable factor in the Wisconsin system is that a special
salary may be set for the Chairperson. In counties owver 500,000 popula-
tion, the number of Board members numbers twenty~five. The number of
board members for counties less than 500,000 population is indicated as
follows:

100,000 - 500,000 .... 47
50,000 - 100,000 .... 39
25,000 - 50,000 .... 31
Less than 25,000 .... 21

Due to the number of persons serving on the County Boards, this heavily
influences the total budget for operating the county Board office. There-
fore, this is probably the reason a per diem has been established.

The Minnesota County Board members' salaries are somewhat more complicated,
The County Commissioner ultimately determines their own salaries, but the
salaries are based on a combination of population, taxable valuation of
real and personal property, and fees. In addition, the Chairperson may
receive an additional amount for occupying that position. Another notable
factor is that members of the Minnesota County Boards may receive as much
as $10 per day for serving on committees. An interesting factor connected
with the Minnesota system of salaries is a built-in cost-of-living increase.
The cost-of-living increase is based uypon an inc¢rease determined by the
Minnesota Department of Labor. However, a report using this figure from the
Director of Minnesota's Civil Service is furnished to each County Auditor
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TABLE 8

SALARY RANCES FOR COUNTIES WITH

PQPULATIONS LESS QHAN 10,000

(In Thousand Dollars)

Nebraska Illinois

¥innesota

Missouri

Wisconsin

Board of

. 1
Supervisors

3.1-3.6 2.1

Auditor or

County Clerx 6.7-8.6

County Atrtorney 6.2-8.0
Recorder

Treasurer 6.8-8.5
Sheriff 6.5-8.3
Clerk of Court 9.3 5.4-10.5

ASSes580r 9.3-10.0 6.7-8.7

Ergineer 18.0-20.8
Nurse 8.5-9.6
Med. Exan.

Dir. of Relief

Sold. Relief Sec,

Salary for Year 1975 1973 1974-5

ICHA - International City Managers Association

3.9~4.8

8.5-11.5

9.0-11.7
10.9~-11.7
i1.3-14.90
10.4-11.3
11.3-14.2
17.4-17.8

10.6-14.2

15.5-20.2
5.0-10.6

1974-5

.9-4.0

£.2-9.3

6.9-8.2

7.6

5.2-6.9

10.0-13.0

8.5-8.6

8.8-10.0

«3-6.0

8.2-8.3

.2

1974-5

$22-20/vtq. 2

10.5
12.2-18.0
8.7-9.1
8.7-9.4
10.8-11.9

8.7

10.4-11.1
§l6/case
15.4
5.8-7.8

1974~5

1. Salaries will vary for this position depending on whether the survey counties have Com—

missioners or Supervisors.
2. Wisconsin Boards ray set a per diem or annual salary.
3. Illinois County Clerks and Recorders are combined.
4. Mirnescta does not have a County Clerk.

8.1




TABLE 9
SALRRY RANGES FOR COUNTIES WITH
POPULATICN 10,000~19,999
{In Thousand Dollars)

Nebraska Illinois Minnesota Missouri Wisconsin

Board of 1
Supervisors 6.6-7.9 2.4-3.6 3.2-6.5 . i $15-25/day2

Auditor or :
County Clerk 9.86-10.0 71.5-17.9 13.9 10.5-11.7

County Attorney  9.0-10.3 7.7-11.2 20.0-24.0 10.0-15.0 11.5-12.7 8.8-15.5
Recorder 9.8-10.0 7.8-9.7 12.0~13.0 11.0-15.0 8.5 5.6-9.9
Treasurer 8.0-10.0 7.5-9.3 12.0-13.0 11.0-15.0 9.7-10.9
Sheriff 10.5-11.0 7.3-10.1 12.0-i3.0 13.5-15.0 10.7-11.0
Clerk of Court 9.8-9.9 6.5-10.5 12.0-13.0 11.0-15.0 ©8.3-10.9
As5eS80T 9.8-12.5 7.4-9.8 11.5-~13.0 11.6-15.0

Engineer 19.5-20.0 15.5 18.0-21.0

Nurse B8.5-9.9 8.0-13.7

Hed. Exam. .5

Dir. of Relief . 13.0-26.0 14.8-19.0

Sold. Relief Sec. 9.9

Salary for Year 1975 1973 1974-5 1974-5

ICHMA ~ International City Managers Association
1. salaries will vary for this position depending on whether the survey counties have Com-~
nissioners or Supervisors.
Wisconsin Boards may set, a per diem or annual salary.
illinois County Clerks and Recorders are combhined.
Minnesota does not have a County Clerk.




TABLE 10

SALARY RANGES FOR COUNTIES WITH
POPULATION 20,000-29,000
{In Thousand Dollars}

Illinois Minnesota Missouri Wisconsin ICMA

, 25-59,000
Board of {NACO)

Supervisors $25-35/dayl 6.3 $24/mtq.2 9.0
: ) {6.8)

Auditor or

11.7-13.2
County Clerk 8,2-10.86

County Attorney 10.3-11.0 92.8-13.8 22.,0-23.5 9.6-24.0

Recorder 9.8-10.5 8.1-10.4 13.0-13.8 11.8-12.5

Treasurer 9.8-10.5% 8.2-11.Q 13.0-13.8 13,1-15.6

Sheriff 11.0-11.8 13.0-16.5 13.9-14.9

Clerk of Court 9.0-10.5% 8.0-11.1 13.0-13.8 13.7-14.7

Assessor 10.0-12.5 8.2-10.5 13.0-16.5 11.5-14.1

Engineer 20.8-24.5 17.3-21.0

Nurse 10.2 7.8-12.0 9.1-11.1

Med. Exam. 3.0-4.5 $2%/call

Dir. of Relief . 16.9-17.2

Sold. Rel. Sec. . 9.4-10.8 10.3

Salary for Year 19745 1974-5

ICMA - International City Managers Association

1. Salaries will vary for this position depending on whether the survey counties have Com-
missioners or Supervisors.

2, Wisconsin Boards may set a per diem or annual salary.

3. Illinois County Clerks and Recorders are combined.

4, Minnesota does not have a County Clerk.
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TRBLE 1l

SARLARY RANGEE FOR COUNTIES WITH
POFULETICN 30,G00-59,9%9
{in Thousand Dollars)

Nebreska Illinois Minnesota Missouri Wisconsin

Board of 1 2
Supetvisors . $25/mty. 5.0 3.0-8.5 $25/day”

rudicor or . )
County Clerk 8.5-11.2 10.1~15.5% 1.1

County Attornay . 11.2-20.3 22.0-25.5 17.0 17.0-19.0 18.5-20.0
Recorder . 8,2-13.6 14.0-15.2 14.5-15.0 9,2-10.7 9.8-10.9
freasurer . 8.9~1L.3 14.0-1%.0 14.5-16.7 8.0-12.0 9.8-10.3
Sheriff . 8.2~10.2 14.6-16.0 14.5-18.1 15.0-16.0 10.7-12.8
Clerx of 8.0-11.0 14.0~16.0 17.4-17.5 11.2-13.1 8.9-10.9
ASsesser 9.0-11.% 10.0-14.5 16.0-17.0 9.5~16.%

Engineer . 23.4 19.3-21.0 17.0

Nurse 8.6-9.5 11.1-12.0 10.0-12.0 12.5-13.5
Med. Exawm. 7.5-10.1 1.2-2.6 1.5~1.8

Dir. of Relief . 9.0-18.2
Sold. Rel. Sec. 9.4-10.7
Salary for Year 1975 1974-5 1974-5

ICMA - International City Managers Association

1. Salaries wiil wvary for this position depending on whether the survey countias have
misgloners or Supervisors,

2. Wisconsin Boards may set a per diem or annual salary.

3. Illirois County Clerks and Recorders are cotbined.

4. Mirnesota do2s not npave a County Clerk.




Auditor or
County Clerx

County Attorrey
Recovder
Treasureyx
Shorifd

xri of Cours
ASEQLSOT
Enginaer
Nurse
¥ed, Exanm.
Dir. of Rellef
Sokd. A¢l. sec.

Salary for Year

10N

Nebrasra

THRELY 12

SALARY RANGES ¥OK COUNTIES %WITH

2O2ULATION OVER 60,000

(In Thecusand Dollars)

Illinols

Yinnesota

Missouri

Wigsconsir

8.3-12.1

12.3-14.3
14.3-18.0
12.3-14.3
12.3-14.8

14.6G-16.5%

-12.3-14.3

17.5-19.0

22.5-26.0

1¢.2

&.2-7.7

1973

SQS/dayl

15.0-13.0
22.06-32.0
23.0-18.0
1€.0-18.0
15.0~20.0
13.5-12.0Q
13.2-18.0
23.0
20.1-12.%

11.0-15.0

1974-5

CMA = Interrational Cilty Managers Association

1, 8l

3.

V3i8LiIs.,

2. Wiscornsin Boards imay sot a per diem or annual salary.
¥innesota do2s not have a County Clerk,

8.0-10.9

22.7-31.8
18.35-21.1
17.0-21.4
20.6~25.0
18.5-22.4

16.5-25,2
10.1-20.6
1.5-24.7

7.8-14.6

1674-5

8.5

18.¢

14.6-22.0

11.2-11.6

12.0

11.3-16.,0

11.6-14.2

13.5-16.7

Jiaries will wvary for thls positien demending on whother the survey counties have

alssicners or Susce

1.92

12.1
15.4-18.86

13.8
12.2-13.6
17.3-18.0

11.7-13.3

12.5

12.5-13.5

17.3-12.6

11.0~11.4

1974-5

Con-

10.0-17.6

11.7-25.9

16.3~-35.2

11.4-23.0

11.6-25.2

12.9-25.2

15.C~-17.5




for budget purposes. If the cost-of-living index determined by the
Minnesota Department of Labor is greater than 4% but less than 7%, then
salaries may be increased as determined by the County Board. Therxe may
be a $100 per year increase in salary for each increase of three index
peints., However, not all salaries have to be increased nor do they have
to be increased the full $100.00.

The Missouri salary levels are determined in a similar manner to Minne-
sota; however, the primary factors are population and tax valuvation of
real and personal property.

Takles 8 tnrough 12 categoriZe county official salaries in each of the
above states and for-all five population categories.. ICMA salary averages
are also ineluded for. additional comparison. :

When comparing salaries across the country, the International City Managers
Association (ICMA) survey has an average which generally in all population
categories is higher than Iowa and the surrounding states. It is interest-
ing to note that Iowa generally has higher salaries for Board members. This
distinction may imply more regsponsibility for the Iowa Board of Supervisors,
especially when some states are still allocating salaries on the basis of
per diemg. The fact that all counties more closely approach each other in
similarity of salary in the highest population category implies there are
different responsibilities or few responsibilities in the smaller counties.
In the over 60,000 population category, the states of Iowa, Minnesota and
Missouri are much closer in salary than the others (see Table 12).

County Auditor

In the State of Illinois the Iowa Auditor's counterpart is the County Clerk.
In addition, in the State of Illinois, the County Clerk and Recorder are
synonymous in counties with a population under 60,000, Above that popula-
tion the positions are separate. The Tllinois legislature approved (ccm-
pensation) legislation which became effective November 27, 1974, The sta-
tutes were revised to establish new salary ranges for many of the county
cffices. The ranges presented in Table 13, Illincis Salary Ranges, are for
the County Clerks, Sheriffs, Treasurers, Circuit Court Clerks, Recorders,
and Auditors. Tt should be noted that the population cateqories are of a
different classification from the categories established for the Board mem-
bers in Illinois.

TABLE 13

ILLINQIS SALARY RANGES

Population Salary Ranges

LESS THAN 14,000 $312,000 - 15,500
14,000 - 30,000 13,000 - 16,500
30,000 - 60,000 14,000 - 17,700
60,000 - 100,000 15,000 - 21,000
100,000 - 200,000 16,500 - 23,000
200,000 - 300,000 18,000 - 25,000
300,000 - 1,000,000 20,000 - 27,000
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The State of Minnesota does not have an Auditor with equivalent responsi-
bilities as the Iowa County Auditor, nor does it have a County Clerk with
the responsibilities of County Clerks in other states. However, it does
have an Auditor who performs some of the similar duties of the Iowa
Auditor. The minimum salary of the Minnesota County Auvditor is $4,500.
If the population of the county is less than 75,000, the salary is based
upon the amount of population in the county. However, if the population
of the county is greater than 75,000, the salary is based on the assessed
valuation of real and personal property.

The salaries of County Clerks in Missouri counties of the 2nd, 3rd, and
4th Class (counties of less than 500,000 population and less than $300,000
assessed taxable valuation) are dependent upon a combination of populaticn
and assessed valuation levies which produce a salary plus additional
compensation for collection of fees and performing other responsibilities.

The salaries of the County ClexX in the State of Nebraska are established
in accordance with the population and minimum salary categories illustrated
in Table 6. The 3alary i3 determined by the County Board at a salary
above the established minimum. The County Board establishes the salary
sixty days prior to the closing date for filing for the elections.

In the State of Wisconsin, the salary procedure is very similar to that
of Nebraska. The County Board establishes the salary prior to filing
date for election.

Relative to the salaries of the offices corresponding to the Iowa County
Auditor, the information illustrated in Tables 8 through 12 indicating the
salaries of the various offices in the respective states and the average
of the ICMA survey, the Iowa County Auditors' salaries are somewhere be-
tween Minnesota and Wisconsin, and higher than the ICMA average. The
tables illustrate that the Jowa County Auditors have the highest salaries
in the lower county population categories but as the population increases,
the Yowa County Auditor's salary becomes less. Generally, it appears that
the County Ruditor of similar position in larger counties commands a much
larger salary. At the higher levels, there is insufficient comparative
data to allow for any other conclusion than that Iowa is not comparable

to the other states.

County Attorney

The position of County Attorney is elected in each of the states. How-
ever, the title is somewhat different from one state to another. In the
State of Illinois the title is State's Attorney. This is appropriate
since the State of Illinois provides a $12,000 annual contributien to
each attorney's salary. In addition to this $12,000, each county nay
make a contribution based upon a county population category. This is
illustrated in Table 14, Salary Range for County Contribution, Illinois
State's Attorney.
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9 TABLE 14

SALARY RANGE FOR COUNTY CONTRIBUTION
ILLINCIS STATE'S ATTORNEY

State: $12,000

County: Population Additional Salary Range
less than 20,000 $ 8 - 15,000
20 - 80,000 10 - 15,000
80 - 1,000,000 20,000

In the counties with a population of over 80,000, the State's Attorney
must not participate in private law practice.

The State 3f Minnesota also has a minimum salary based on population
which arnlies to the Attorney, Register of Deeds, Treasurer, and Sheriff.
The salary is fixed by County Board members in accordance with the popu-
lation category and minimum salary. The population categories and mini-
mum salaries are illustrated in Table 15, Minnesota Minimum Salaries.

TABLE 15

MINNESOTA MINIMUM SALARIES

Population Mipnimum Salary
less than 10,000 $ 4000

10 - 20,000 5000

20 - 30,000 6000

30 - 40,000 7000

40 - 100,000 8000

Applicable to Attorney, Register of Deeds, Treasurer, and Sherxiff

The Nebraska County Attorney's salary is determined in a similar manner.
The minimum range for Nebraska County Attorneys in accordance with popu-
lation categories is illustrated in Table 6.

The State of Wisconsin has the title of District Attorney for its County
Attorneys. The salary is established by the County Board prior to the
filing date for election. Wisconsin is somewhat similar to Illinois in
that it has a restriction regarding private practice in terms of salary.
If an attorney is not permitted to continue in private practice, the
minimum of $16,500 is granted. Otherwise, the salary of the District At-
torney in Wisconsin is in accordance with population categories and a
minimum salary. Thas is illustrated in Table 16, Minimum Salary for
District Attorney, Wisconsin.
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TABLE 16 .

MINIMUM SALARY FOR DISTRICT ATTCRNEY

WISCONSIN
Population Minimum Salary
less than 20,000 $ 3500
20 - 40,000 4500
40 - 60,000 £500
60 - 80,000 6500
80 - 100,000 7500
over 100,000 8500

Regarding the salaries set for County Attorneys, Iowa is almost at the
point of being average in lowest population category. . . 0-9,999. The
next population category . . .10,000-19,999. . . illustrates that with
the exception of a Wisconsin county and one Nebraska county (not shown
specifically since this table is an accumulation of information), Iowa
County Attorneys are generally the lowest in this group of Midwestern
states. In addition, Iowa 1s just below the ICMA average. As shown in
Table &, illustrating salaries for counties in the 20,000-29,999 category,
Iowa County Attorneys are being compensated somewhat lower than remaining
states and the national average used by ICMA. The highest population

category. . .60,000 plus. . .demonstrates that many states have not only
broader ranges than Iowa but higher salaries. Illinois, Minnesota,
and ICMA figures are much higher than Iowa. Missouri and Wisconsin are .

similar, but even YMissouri has an attorney well over Iowa's highest salary.

It appears that the Iowa County Attorney is generally paid a somewhat lower
salary than the same position in other states. Although this may be be-
cause the attorneys are permitted to practice privately, most statutes
mentioned no limitation against private practice in the other states. as
mentioned, Illinois and Wisconsin have some restrictions,

It is evident that there is considerable variation in the salaries of
County Attorneys throughout all states. It is evident by the ICMA average
which illustrates a rather consistent correlation with the size of the
¢ounty in comparison to salaries. The State of Nebraska shows an increase
in salary with the population size, but all the states demonstrate some
overlapping, i.e., one countv with a larger population having less salary
than another county with a smaller populaticen. This would indicate the
responsibilities associated with the job wary as well as the amount of
time required.

Recorder

The position of Recerder in many states takes on various characteristics.
The office of Recorder is combined with the County Clerk in Illinois for
counties with a population under 60,000; in Minnesota it is known as the
Register of Deeds, and in Misscuri the Recorder of Deeds.




When the Recorder is combined with the function of the County Clerk in
the State of Illincis, the salary is synonomous with that of the County
Clerk and is determined by the County Board using the criteria for the
Illinois County Clerk. When the positions are separate the salary of the
Recorder is based on a salary range established by statute and shown in
Table 13.

The Minnesota Register of Deeds is elected and the salary is fixed by the
County Board. The salary is based upon the same mipimums as those which
are provided for the Minnesota Attorney, as illustrated in Table 10.

The Missouri Recorder of Deeds exists only in lst and 2nd Class counties
{with an excess of $70,000,000 of personal property valuation), Third
and 4th Cilass counties combine the duties of Recorder of Deeds with the
Clerk »f the Circuit Court. The statutes cite various amounts for addi-
tional compensation based upon duties and fees collected, but the minimum
is generally in the vicinity of $12,500.

The Sta.e of Nebraska has a Register of De=ds with the salary fixed by
the County Board. The salary is equivalent to the salary structure and
population categories illustrated in Table 6. Wisconsin counties also
have a Register of Deeds and the salary is set by the County Board prior
to filing for election.

The salaries of the Iowa Recorder in comparison with the other states are
comparable in the lower population categories (see Tables 8-12), but as the
population increases, the Iowa salaries are at a lower rate. The Iowa
county salaries are between Illinois and Minnescota which are fairly high
and the states of Wisconsin, Missouri, Nebraska, and the ICMA average which
are lower.

Treasurer

The position of Treasurer is an established elected position in each of
the states reviewed. The salary is fixed by the County Boards in the
other states with the exception of Missouri. The minimums and ranges

for Treasurers' salaries are illustrated in the respective tables for the
states; however, the State of Wisconsin does not have a specifie salary
range by statute.

Relative to Misscuri compensation for Treasurer, it is stipulated in the
statutes and is dependent upon the assessed taxable valuation. 1In the
State of Missouri, a lst Class county {over $300,000,000 in assessed
valuation) compensation will be approximately $15,000. A 2nd Class county
{over $70,000,000 and under $300,000,000 assessed valuation) will award

a compensation of $12,000. The 3rd Class counties (between $10,000,000
and $70,000,000 in assesged valuation) provide a base salary plus an
additional $6,000. The salary is based upon population categories and




is illustrated in Table 17, Base Compensation for Treasurer, Missouri.

The 4th Class counties (less than $10,000,000 in assessed valuation) provide
salaries which are alsc based on population plus the additional $6,000.
Table 17 also illustrates the salary and population correlations for 4th
Class counties. The Iowa county salaries for Treasurer are in the middle

to lower categories when compared té other state County Treasurer posi-
tions. It is interesting to note that the national average as illustrated
by ICMA is generally lower than Iowa but rises substantially in the over
60,000 population category (see Table 12},

TABLE 17

BASE COMPENSATION FOR RECORDER OF DEEDS
MISSOURI

Third Class

Population Base Compensation

less than 7,500 $ 4,500
7,500 - 10,000 4,600
10,000 - 12,500 4,700
12,500 - 15,000 5,000
15,000 - 20,000 5,400
20,000 - 30,000 5,700
30,000 - 35,000 5,950
35,000 - 40,000 6,400

over 40,000 6,700

Fourth Class

less than 10,000 4,100
10,000 -~ 12,500 4,400
12,500 - 15,000 4,700

over 15,000 5,100

Sheriff

The calaries of the Sheriffs in the counties of all states reviewed, with
the exception of Missouri, are established by County Boards. The salary
for Sheriff in Misscuri is generally based upon the class of county. In
addition to mileage and travel expenses, Class 1 County Sheriffs are com-
pensated with at least $12,500; Class 2 County Sheriffs are compensated
with az least $7,100; Class 3 and Class 4 County Sheriffs receive any
amount determined from population and responsibilities that 1is at least
$7,100. Relative to the procedures in other states, the Sheriff in Minne-
sota has a salary based upor a minimum similar to that of the County Attorney.
Tre Nebraska Sheriff may be salaried at the minimum stipulated in Table 6.
his takble governs the salaries of all elected county officials in the
te of Nepraska.




The salaries of Sheriffs may vary depending upon the expenses and costs

for operating the Sheriff's office which may be allocated to the Sheriff.
The Sheriffs have various job expenses, uniform allowances, mileage costs
and travel expenses, and receive payment for boarding prisoners. In some
instances, Sheriffs are provided living quarters. Some counties require
that the Sheriff provide his own car while other counties provide a vehicle
for performing the functions of the office. Tables 8-12 provide a basis
for comparison for Sheriffs' salaries in other states.

The Iowa County Sheriffs have a higher salary than the Sheriffs in
Nebraska and have salaries comparable or higher than the ICMA national
average. However, the salaries are generally lower in all populatien
categories than in the other states. The comparison of counties and
states throughout the population categories showed there was a general
increase in salary with an increase in population, but that the range in
all counties under 60,000 population was fairly close. Thexe seenmed to
be an overall significant difference in salaries among countlies below
60,000 population and above 60,000. It is apparent that as responsibili-
ties increase in the counties under 60,000 population, the Sheriff can
absorb much of the worklecad, thus becoming more a doer than a manager.
However, when counties increase above the 60,000 population category, the
Sheriff must be competent encugh to handle responsibilities of the office
as well as the administrative concerns of supervision, finance, and man-
agement. This additional cormpetency to perform the Sheriffs’® functions
generally necessitates the need to provide increased compensation for
professionalism in law enforcement.

Clerk of the Court

In each of the states the Clerk of the Court is elected. Salaries are

set in accordance with the population category and salary minimums or
ranges as specified in the tables for the respective states., However,
there are a few unigque characteristics which exist for Minnesota, Missouri,
and Nebraska.

The State of Minnesota has a specific minimum salary for Clerks of the Court
in accordance with populaticn ©f the county. Table 18, Minimum Salary

for Clerk of Court, Minnescta, illustrates the population categories and

the salareis for the respective categories. The salaries are for those
counties under 75,000. The counties with over 75,000 populaticon have the
salaries set by the County Beoard in accordance with local conditicns.

The Circuit Court Clerxs (Clerk of the Court} in the State of Missourl have
their salary determined by statute through a combination of population and
assessed valuation. The salaries can range from $4,900 to $§14,350 dus to
all of the possible combinations of populaticn categories and assessed
valuation categories that can occur. It has been estimated that the

salary increments based upon the population number thirty-six while the
salary increments based upon assessed valuation could number forty-six.

In essence, throughout the counties of Missouri the Clerk of the Corut
generally has no standard salary. However, the salaries from one county

te another may vary by only a few deollars.
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TABLE 18 .

MINIMUM SALARY FOR CLERK OF COURT

MINNESOTA
Population Minimum Salary
less than 10,000 $ ©,000
J0 - 20,000 6,500
20 - 30,000 7,008
30 - 40,000 7.500
40 - 75,000 8,000

The State of Nebraska has a plan which states that Clerks of the Court
are compensated similarly to County Clerks. However, Nebraska counties
with a population of less than 16,000 do net have a Clerk of the Court.

A review of the tables indicating the salaries for the positions as com-
pared to the other states and counties of similar population category,
indicates that the Clerk of the Court in Iowa generally receives lower
compensation than the Clerk in other counties of other states. The

states of Nebraska and Jowa are fairly similar, but Nebraska in the high-
er populaticn category is much above the Iowa salary for the same category.
There is an exception, however, and that is in the lowest population cate-
gory which illustrates that Nebraska, Missouri, and Wisconsin are somewhat

lower than the Iowa salary.
Assessor .

The Assessor is a position which varies greatly throughout the states.
The State of Wisconsin has a system where the Assessors are organized
under townships and are compensated via Civil Service. 1Illinois provides
for a Board of Assessors that can can be elected or a tax assessor who
can be appointed after ¢ualifying for the position through an examination.
In all instances the salary is fixed by the County Board. The counties
in Illinois that have a population of over 1,000,000 have an Assessor who
must be elected and whose salary is also determined by the County Board.
The salaries of the members of the Board of Assessors are also determined
by the County Board. The range of salary for an appointed tax assessor
in Illinois is illustrated in Table 19, Salary Range for Tax Assessor,
Illinois.

TABLE 19

SALARY RANGE FOR TAX ASSESSCR

ILLINOIS
Population Salary Range

less than 14,000 $ 7,500 - 15,500

14 - 30,000 8,000 - 16,500

30 - 60,000 9,000 - 17,700

60 - 100,000 10,000 ~ 21,000

100 - 200,000 11,500 - 23,000

200 - 300,000 13,000 ~ 25,000 .
300 ~ 1,000,000 15,000 - 27,000




The State of Minnesota has County Assessors who are appointed by the

County Board and the salaries are determined accordingly. However,

for those counties with a population under 50,000, certain minimums

have been fixed and are illustrated in Table 20, Minimum Salary for Assessor,
Minnesota.

TABLE 20

MINIMUM SALARY FOR ASSESSOR

MINNESOTA

Population Minimum Salary
less than 6,500 $ 4,900
6,500 - 12,000 5,200
12,000 - 16,000 5,500
16,000 - 21,000 5,700
21,000 - 30,000 5,900
30,000 - 39,500 6,100
39,500 - 50,000 6,3C0

over 50,000 7,300

The County Assessors in the State of Missouri are elected and the salary
depends upon the class of the county. In counties of the lst Class

{over $300,000,000 assessed valuation) the salary minimum is 3$12,500;

2nd Class counties ($70,000,000 to $300,000,000 assessed valuation) set
a minimum of $10,000. The 3rd and 4th Class County Assessors are paid
by the number of entries related to property and the number of lists plus
their travel expenses.

The Nebraska Assessors are elected in counties that have at least a 3,000
population. Their salaries are determined by the County Board and are
based upon the minimums indicated for elected county officials in the
State of Nebraska.

It is difficult to make a statement about the comparison of the position

of Assessor throughout the states. The method for determining compensation
and election or appointment varies as mentioned. In essence, even the

Iowa method appointing the Assessor by Conference Board varies from the
methods of other states. The review of the tables illustrating salaries
for the positions in the various population categories (see Tables 8-12)
appears to place Iowa County Assessors in a category of lower salaries

in the counties with under 30,000 population; however, Iowa County As-
sessors in the over 30,000 population category seem to have comparable

or even higher salaries.

Engineer

The County Engineer position is present in every state; however, there is

a variance in the titles. The Illinois County Boards appeoint a Superin-
tendent of Highways and set the compensation. In Missouri, an Engineer

is elected in counties of the 1st Class ané can be appointed in 2nd through
4th Class counties. Third Class counties fix compensation not to exceed
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$6,000; 4th Class not to exceed $4,800. The 1lst and 2nd Class counties
determinz salaries by statute. In the other states, the County Eng:ineer
in many instances is called a County Surveyor and it appears the qualifi-
cations for the position are not equivalent to a professiconal engineex

as required in the State of Iowa. Therefore, it is difficult to compare
salaries based upon gqualifications for the position, For this reason,
there are not sufficient salaries for many of the states to make accurate
comparisons, It does appear that Iowa salaries are above the average for
the full-time County Engineer. Perhaps the reason for this is the .cigu-
latien that the County Engineer has to be a licensed professional enyincer
and meet the requirements of the Iowa State Highway Commission relative
to the responsibilities for administering the secondary road system.

Director of Relief

Each of the states reviewed may have county welfare directors. In the
instance of the Illinois and Missouri directors, they are paid by the
state and therefore are not under county jurisdiction. The other states
that have county directors have specified in the statutes that these
positions are in connection with the state social services system. The
salaries are difficult to compare with the other states due to the cir-
cumstances that exist. If salaries were compared it would be state sala-
ries rather than those salaries that are under the purvue of the County
Board or the state legislature.

Soldier's Relief Secretary

This position is strxictly a state function in Illinois and Missouri. In .
the States of Minnesota and Wisconsin, there are veterans' service gofficers
who fulfill the same role. However, in many instances, the state social
services system combines the Scldiers' Relief Secretary and Director of
Relief in the same position and functions through the state welfare office.
Again, salaries are not avallable in other states for these positions ex-
cept in a few instances and are not sufficient to provide forxr any direct
comparison.

County Nurse

The State of Minnesota County Boards may appoint a County Nurse and fix
the compensation. However, the only other state included in the review
that can provide the same service is the State of Nebraska. There are
statutes in the other states that provide for county medical employees but
do not specifically mention a county nurse.

There are salaries listed for a nurse in the county health programs, but

the responsibilities of the positign are not in any similar to the posi-
tion of County Nurse in the State of Iowa. The salaries in the tables
illustrating the positions and population categories for the various states
illustrate county nurse salaries. However, the responsibilities may be dif-
ferent and the salaries need to be reviewed with that in mind. The lowest
population category illustrates Iowa County Nurse salaries somewhere in
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between the Minnescta and Wisconsin salaries, with the States of Illinois
and Misscuri at the lower end of the scale, Most of the salaries seem

to vary within the same range until the population of the county reaches
over 60,000. At that point the salary increases become apparent.

Medical Examiner

As previonwsly discussed, most of the states refer to the Medical Examiner
as Coroner. In most instances, the Medical Examiner {(Coroner) is paid a
fee on a per case basis. The coroners in the State of Illinolis are elect-
ed in all counties and have a minimum salary based upon population as
illustrated in Table 21, Salary Ranges for Coreners, Illinois.

TABLE 21

SALARY RANGES FOR CORONERS

ILLINOIS
Population Salary Range
less than 14,000 $ 1,000 - 10,000
14 - 30,000 2,500 ~ 12,000
30 - 60,000 5,000 - 15,000
60 - 300,000 10,000 - 19,500
300 - 1,000,000 14,000 - 21,000

The State of Nebraska has its County Coroners working with the County
Attorney and the Coroner's salary is determined by the County Board in
accordance with the schedule for elected county officials. The other
states have Coroners whose salaries are fixed by the County Board.

Summary

Generally, many of the Iowa county officlal positions can be found in
other states. However, many of these peripheral states have statutes
leaving most of the salary determination up to the County Board of Super-
visors or similar body. There are some exceptions, but the exceptions
primarily relate to the method of setting salary in accordance with mini-
mums of ranges that are specified. The State of Minnesota includes cost-
of-living increases. A unique characteristic in the States of Minnesota,
Wisconsin, and Nebraska is that the salaries are set by the County Board a
fixed number of days prior to the filing deadline for elected office.

This system is utilized to provide potential candidates with information
about the salary for the upcoming term of office and to prevent elected
officials once they get into office from increasing salaries far above the
minimums and in excess of the job's worth,

There is considerable differentiation in regard to salaries and the popu-
lation level between the highest population range of 60,000 and all the
other categories, 60,000 and less. This is possibly true because of the
60,000 population category and above being too broad and the gross in-
creases in salary occur at the higher ranges.
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On the average, the Iowa counties in the lowest population category seemed
more comparable with counties in other states and were often higher than
the ICMA national average. Examining the assumption that the larger the
county, the larger the salary, has proven to be helpful. The states show-
ing a consistent salary correlation with size were Missouri and Illinois
where statutes dictate salary restrictions by citing specific salaries

for Missour county officials or by citing minimum and maximum for Illinois
county officials. The Nebraska, Minnesota, and Wisconsin salaries defi-
nitely show that salary increases with the size of the population, but
these states also have the most counties which vary and overlap in regard
to size and salary.

It is apparent that many variables enter intc the functioning of the
county and its officials. These variables cannot be anticipated and
flexible salary levels are needed which will allow County Boards or
the state legislature to revise salaries in accordance with responsi-
bilities and local conditions.

COUNTY/CITY COMPARISONS

There are several city official salaries that can be compared to the
salaries of Iowa county officers. The City Council position is somewhat
analagous to the Board of Supervisors; City Cler, County Attorney,
Treasurer, Enginer and Assessor have obvious counterparts in the city.
The Chief of Police, Director of Public Health, and the Public Health
Nurse are somewhat compatible with the Sheriff, Medical Examiner, and

County Nurse. ‘

The average salary for city officials of Iowa is illustrated in Table 22,
Iowa City Officials Salaries. The salary for most officers in the cities
of less than 10,000 is comparable to salaries of the 10,000 population
county. The Clerks and the Shexiffs are somewhat higher than similar
positions in the cities. Because many positions in cities of that popu-
lation have part-time workers, further comparison is not possible.

Counties with a population of 10,000-19,999 seem to have somewhat lower
salaries for government positions than do cities in that same bracket.

The position of Board of Supervisors, County Clerk, Sheriff, and Treasurer
all seem generally lower than similar positions for cities. The next popu-
lation grouping, 20,000-29,999, shows a similar trend although the office
of County Treasurer has a higher salary associated with it. In both popu-
lation categories, County Engineer's salary is distinctly higher than
Municipal Engineer.

The trend completely reverses when the population grouping of 30,000-

59,999 is reached. Most city positions are equal to or are lower than
county positions. However, the full-time position of Mayor has a much
higher salary than the Board of Supervisors position. This is also true

for cities and counties with a population greater than 60,000. Other

county positions for this same population category are lower or equal

to the city positions. Again, the exception is the County Engineer whose
salary is much higher than the Municipal Engineer. .
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TABLE 22

IOWA CITY OFFICIALS SALARIES

Mayor
{part time)

City Clerk

Attorney
(part time)

Treasurer
{part time)

Chief of Police

Municipal Engineer

Director of Public
Health

(part time)

Public Hcalth Nurse

Less than
10,000

10-19,999

20-29,999

30-59,999

60, 000+

12,000
(1,820)
9,155

{1,806)

{(728)

9,003

N=92

8,550
(3,600)

11,391

15,996
{(4,519)

10,416
(1,120)

13,128

16,471

N=7

12,624
(7,552)

14,119

(12,324)

8,580
{1,724)

13,780
15,530

12,180

= Number of cities represented in each population category.

13,302
(2,200)

11,208

12,97%
(9,702)

9,384
(450)

12,972

16,902

(2,196)

7,944

20,568
{5,258)

13,300

20,784
(18,504)

11,858

16,243

18,981

18,118
{11,004)

7,620




Apparently there is no siginficant or consistent difference between city
and county officer salaries in the State of Iowa. The general exception,
however, is the position of Engineer which generally carries a higher
salary in the county.

A comparison of salaries in the five states of Tllincis, Minnesota,
Missouri, Wisconsin, and Iowa is illustrated in Table 23, Comparative
Salaries of City Officials for Five States. The ranges seem to indicate
large salaries for the council position in several states. The average
Iowa salary is always well above the minimum salaries for the Board of
Supervisor position at the 60,000 population range.

The position of City Clerk shows that Iowa cities offer salaries somewhat
in the midst of the ranges of other cities. Iowa salaries for Attorney
are on a part-time basis and only comparable with the minimum of each
range.

The full-time City Treasurers in Iowa seem to have somewhat lower salaries
than peositions in cities., The full-time Iowa Treasurers do not reach

the salary levels of Minnesota, Missouri, or Wisconsin cities with a
population between 20,000 and 60,000. The position of Chief of Police
seems generally higher paid in other cities than in Iowa cities for almost
all population categories.

Cities have generally been thought of as having higher salaries for posi-
tions than the counties. This is generally true in the larger cities.
However, as a city decreases in population, the activities within the .
city hall are generally less in small cities than in the small counties.

In smaller counties, the focus of government is the county seat and the
activities generated therein. The counties generally have considerably

more activity in the smaller counties due to the land area under their
jurisdiction. It is for this reascn that county salaries in the smaller
counties generally appear to be greater than the smaller city salaries.

COUNTY SALARIES/BUSINESS, STATE, AND FEDERAL COMPARISONS

Although not all job descriptions of county officials can be directly com-
pared to jobs in private industry, the federal government, or the state
government, many of the functions are similar. The state and federal
governments and private industry represent the largest employers in the
United States; if county official salaries are not comparable, most compe-
tent professionals would undoubtedly gravitate toward business and state/
federal government employment as a means of procuring better salaries.

The federal government defines jobs and assigns each job a certain GS
rating. Within each GS level there are ten steps representing tenure and
experience. The comparable salaries for the positions of ARuditor, Attorney,
and Engineer are illustrated in Table 24, Private Industry and Federal

Government: United States Effective Salary Ranges. Private industry
salary ranges are also illustrated in Table 24. The first and third quartiles
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Iowa Mayor (Avg.)

Ill. City Council {1753)H
Minn. City Council

Mo. Council

Wis. Trustee

Iowa Clerk

Ill. Clerk (6470)#
Minn. Clerk

Mo. Clerk

Wis. Clerk

Iowa Attorney

Il)l. Attorney (9936)4#
Minn. Attorney

Mo. Attorney

Wis. Attorney

Iowa Treasurer

Ill. Treasurer (4213)H
Minn. Treasurer

Mo. Treasurer

Wis. Treasurer

Iowa Police Chief
T1l1l.
Minn. Police Chief
Mo. Police Chief

Wis. Police Chief

* Part time

TABLE 23

COMPARATIVE SALARIES OF CITY

QFFICIALS FOR FIVE STATES

Less than
10,000

10-19,999

20-29,999

30-59,999

Police Chief (16,600)#

1,820*
100-4,200
180-1,800
12-840
120-4,200

9,155
180-12,000
7,008-14,400
360-13,728
6,576-11,616

1,806*
50-21,511

96-9,600*
2,160-16,500

728%
25-18,465
2,796-10,620

4,620-13,728

9,003
700-23,000
8,616-15, 300
7,200-15,948
9,480-14, 256

¥ Average across all Illincis cities

3,600*
360-9,600
840-1,800
192-4,800
156-2,880

11,391
720~-19,000
10,500~15,360
6,000~-13,548
9,180-13,776

4,519*
600-25,000

3,000-12,600
6,228-12,996

1,120%
200-15,000
9,852~16,404
9,780-13,968
9,264-12,996

13,128

12,000-23,500
10,980~-16,584
7,560-15,120
11, 280-15,840

7,552*
60-2,500
900-3,600
60-1,200
1,200-3,600

14,119
720-17, 500
13,860
6,240-12,996
10,992-15,204

12,324*
2,100-22,000

2,700-3,600%
10,668-13,644

8,580
600-12,000
12,000
13, 488
12,024-14,724

13,780

11,300-26,000
15,912-17,520
12,768-15,840
13,692-18,558

2,200*
240-12,000
2,400-4,200
120-3,600
1,200-9,000

11,208
600~-17,000
10,128-10,176
6,900-11,004
11,964-15,276

9,702*
2,400-25,000

5,040-7,200*
17,148-2,400

9,384
300-16,400
16,848-22,704
10,800-18,504
10,968-16,212

12,972

13,000-26,000
15,600-19,548
10,020-15,036
14,736-21,228

5,258*
1,200-24,000
$25/meetirg
3,000-7,500
1,920-20,916

13,300
4,500-20,000
15,084
10,800-17,749
14,700-25,536

18, 504*
13,750-34,500

10,200-26,232
21,540-34,296

11,854
600-18,500
15,900
10,800-26,232
14,700-30,900

16,243
18,465-34,500
20,592
12,096-24,996
18,300~34,296




or the effective salary ranges for the country are used to show the
range within each level. Private industry salaries appear somewhat
higher than the federal government salaries, although in many cases the
salaries for Step 10 in each GS level are higher.

TABLE 24

PRIVATE INDUSTRY AND FEDERAL GOVERNMENT:
UNITED STATES EFFECTIVE SALARY RANGES

Private Industry Federal Government

-Annual Salarxy Annual Salaxy

First & Third Quartiles Steps 1-10
Auditor 1 $ 9,024/11,040 $ 8,055/10,467
Auditor IX 10,548/13,032 9,969/12,957
Auditor IV 15,744/18,996 14,671/1%9,072
Attorney I 12,516/15,180 12,167/15,821
Attormey II 14,496/17,640 14,671/19,072
Attorney III 18,096/23,496 17,497/22,744
Attorney VI 33,492/42,780 28,263/36,741
Engineer I 11,100/12,600 8,055/10,467
Engineer 11 12,000/14,136 @,069/12,957
Engineer III 13,812/16,452 12,617/15,821
Engineer VIII 27,900/34,500 28,263/36,741

Source: National Survey of Professional, Administrative, and Technical

Pay. March, 1974. U. S. Department of Labor. Bureau of Labor
Statistics.

It must be remembered that in the salary structure for elected county
officials, no provision is made for tenure and experience. The County
Auditors in the small Iowa counties appear to have comparable salaries
to the Auditor I and II. The Auditors in the larger counties do not
approach even the first quartile figure for the auditors in the city of
Des Moines. This is consistent with a comparison with other state/
county officials where Iowa was comparable in salaries for the smaller
counties but not so for the larger counties.

The figures in Table 19 represent salaries for the entire United States.
However, the federal government GS ratings are applicable to any geograph-
ical area including Iowa. More specific salaries for the Iowa gecgraphic
region are given in Tables 25, Effective Salary Ranges, Middle Management
Personnel, Administrative Management Society Survey: 1974, and in Table 26,
Iowa Employment Security Commission Surveys. Table 26 shows very comparable
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Selected Positions

Accounting Manager
Auditor

Personne% Manager
Customer Service

Managerx

Manager Administrative
Services

Branch Manager

Plant Manager

Des
Moines

$14, 300/
18,500

11,800/
13,100

13,800
22,500

13,800/
17,3500

12,300/
15,500

11,300/
22,500

14,300/
21,500

TABLE 25

EFFECTIVE SALARY RANGES
MIDDLE MANAGEMENT PERSONNEL
ADMINISTRATIVE MANAGEMENT SOCIETY SURVEY: 1974

Cedar
Rapids

$13,800/
20,500

10,800/
18,500

13,300/
18,500

15,500/
21,500

13,800/
18,500

11,300/
14,800

14,300/
16,500

Quad
Cities

$13,300/
20,500

9,800/
13,800

13,300/
20,500

10,300
14,800

8,500/
17,500

15,500/
19,500

15,500/
30,000

Source: AMS Guide to Management Compensation, 1975,

Omaha

Lincoln

Mid-
Missouri
Area

West
Central
United
States

United
Statzs

$13,800/
19,500

11,800/
15,500

16,500
22,500

10,300/
18,500

12,800/
18,500

9,300/
19,500

14,800/
22,500

$14,800/
18,500

9,800/
14,300

12,300/
20,500

9,800/
13,300

10,800/
20,500

13,800/
21,500

14,300/
22,500

$13,800/
14,500

8,500/
9,800

13,800/
21,500

11,300/
13,300

13,800/
15,500

9,800/
13,800

8,500/
10,800

$14,300/
19,500

9,800/
14,300

14,300
20,500

11,300/
16,500

12,300/
17,500

9,800/
14,300

13,800/
21,500

$14,501/
21,000

11,501/
17,000

14,501/
23,000

11,501/
18,000

13,001/
20,000

10,501/
19,000

16,001/
25,000




salaries in general for the State of Iowa and the county officials. 1In

many cases the salaries seem somewhat lower but the actual jobs of the .
county officials entertain more responsibility despite similar function.

On the whole, Iowa county officials ' salaries seem to reflect remaining
Iowa middle management salaries comparable to somewhat lower than those
salaries.

The salaries for Iowa state government positions are illustrated in

Table 27, Iowa State Government Salaries. The new salaries being pro-
posed for tnis year are cited in Column l; current salaries are in the
second column. The positions of Auditor, Recorder, and Treasurer can be
somewhat compared with the state positions of institutional business,
administrative officer, personnel officer, and accountant. With the ex-
ception of the population range over 60,000, most county official salaries
are lower than both proposed and present salaries of the state positions.
The county salaries are similar to the entry level positions of the state
offices, but the county positions probably entail more responsibility
than entry level and should not necesgsarily be compared to Accountant I
or Personnel Qfficer I. The county positions of Sheriff, Engineer, and
Nurse have comparable positions within the state system and also very
comparable salaries. Salaries of the state positions compare favorably
with salaries of most county positions for counties with populations

over 60,000.

CONCLUSION

The general concensus is that lesser populated Iowa counties generally .
have comparable salaries to counties in other states. However, the more
populated counties seem to have better salaries than the counties with

less population based upon the method of determining salaries according

to the Code of lowa. These salaries are not comparable to other states,
large Iowa cities, private industry or federal government salaries. The
division between counties of a lesser population and those of a larger
population is underscored by the prevailing theory that increased popula-
tion is indicative of increased responsibility, thus precipitating increased
salary. It appears that somewhere above the 30,000 population category,

an explosion of responsibilities cccurs where the actual job responsibility
undertaken becomes more complicated.

The demands upon government officials and the responsibilities associated
therewith have probably been the basic reason why many states have opted
for leaving compensation determination in the hands of the county govern-
ing bedy. In this manner, each county may adopt a compensation plan pro-
viding salaries comparable toc those of similar positions in the county.
Financially, a county may find this method more efficient and possibly
cheaper due to a lower rate of salary in the county than one that has been
prescribed in state legislation. The most flexible method of determining
salary for elected and appointed county officials is placing the responsi-
bility with the county governing board. County boards can increase or
decrease salaries according to specific positions as well as unigue needs
of their respective counties.




Selected Positions

TABLE 26

IOWA EMPLOYMENT SECURITY COMMISSION SURVEYS

Des Moines
County

AVERAGE ANNUAL SALARIES
(AVERAGE ENTRY LEVEL WAGE)

Henxy-
Loulsa County

Accountant

Administrative

Secretary

Industrial Engineer

Traffic Manager

Registered Nurse

Office Manager

Retail Store Manager

Loan Officer (Bank)

Source: JIowa Employment Security

$ 12,456
(10,404)

8,280
( 6,828)

12,192
(10,044}

12,840
{ 9,684)

8,772
( 7,596)

10,236
( 8,004)

10,572
{ 9,456}

NA

$ 10,524
{ 7,476)

7,128
{ 6,252)

NA

8,484
{ 7,716)

9,540
{ 8,988)

10,440
{ 7,788)

NA

Commission Surveys

lee
County

Iowa
Matro-
politan

Cedar Rapids

Area

Iowa City

Area

Waterloo
Area

$ 15,312
(11,520)

NA
13,680
(10,788)
NA

8,592
{ 7,464

10,464
( 8,016)

10,764
{ 9,036}

NA

Published:

$ 11,520
( 9,924}

NA

10,092
{ 7,008)

9,588
{ 7,296)

13,440
( 7,200)

NA

$ 9,324
{ 5,640)

9,840
{ 7,728)

13,272
(NA)

1973 and 1974.

NA

$ 8,904
( 7,032)

NA
NA

11,976
( 7,284)

NA

$ 11,568
{ 6,552)

NA

NA
NA

15,156
{ 7,598)




TABLE 27

IOWA STATE GOVERNMENT SALARIES

Proggsed* Present®*
Accountant T 9,777 - 13,757 9,336 - 12,288
Accountant I1I 11,318 - 15,925 10,728 - 14,856
Accountant IV 17,557 - 24,704 15,600 - 21,936
Attorney I 13,102 - 18,435 12,288 - 17,184
Attorney 11 15,92% - 22,408 14,136 - 19,896
Attorney IIT 19,357 - 27,236 17,184 - 24,192
Institutional Business I 10,266 - 14,445 9,33 - 12,864
Institutional Business IT 12,478 - 17,557 11,736 - 16,368
Instituticonal Business IV le,721 - 23,528 14,856 - 20,904
Administrative Officer I 10,266 - 14,445 9,336 - 12,864
Administrxative Offjicer II 13,102 -~ 18,435 11,736 - 16,368
Administrative QOfficer IV 21,341 - 30,028 18,960 - 26,664
Personnel Officer I 9,777 - 13,757 8,904 - 12,288
Personnel Qfficexr IIX 11,318 - 15,925 10,728 ~ 14,856
Personnel Officer V 16,721 - 23,528 15,600 - 21,936
P. H. Nurse T 9,777 - 13,75%7 8,496 - 11,736
P. H. Nursing Supervisor 13,102 - 18,435 11,208 ~ 15,800
County Social Services Director I 11,318 - 15,925 10,224 - 14,136
County Social Services Director II 12,478 - 17,557 11,208 - 15,600
county Social Services Director V 18,435 - 25,939 17,184 - 24,192
Highway Engineer I 13,757 - 19,357 12,288 - 17,184
Highway Engineer II 15,167 - 21,341 13,488 - 18,960
Highway Engineer VI 20,325 - 28,598 18,048 - 25,392

* Proposed for action during current legislative session

** Adopted July 1, 1974

It is the concensus of this comparison of salaries that consideration
should be given to a salary structure which is flexible enough to meet
local financial needs. In addition, a framework should be established
to allow this flexibility to occur through responsibilities carried out
by the County Board of Supervisors. These types of improvements will
bring the State of Iowa in concert with the surrounding states.
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IV. COMPENSATION PLAN

The compensation plans for elected and appointed officials in each state
vary in accordance with the characteristics of that state and its counties.
The characteristics of the counties influencing a compensation plan generally
relate to population, population density, and problems generating from the
amount of population and its influence upon the administration and operation
of government. In addition, the land area within a county and the area
within incorporated cities are other influencing characteristics. Each of
these characteristics relates to the amount of responsibility and workload
for elected and appointed officials in their administration and operation of
county government.

The plan that works in one state may not be the plan for another. Therefore,
the compensation plan should be prepared based upon the characteristics of
the county and state. It should express a methodology that represents a
policy adaptabie to the salary requirements for the county and the state

and it should be commensurate with the duties and responsibilities per-
formed by the elected and appointed county officials.

The basis for the current method of determining compensation is county popu-
lation and assesged valuation. The population criteria serves as a common
denominator for establishing county salaries in the states of Iowa, Illinois,
Minnesota, Missouri, Nebraska, and Wisconsin. The recommendations for a com-
pensation plan and the methodology for establishing salaries have been formu-
lated using these states in comparison with the current Iowa plan.

Population is often used in association with other factors to determine the
salary of an elected or appointed official. These factors include assessed
valuation, collection of fees or the number of entries into records, extra
compensations for committee work, and additicnal compensation for increased
responsibility in a specific county office. The interfacing of population
with assessed valuation is prevalent whenever the population of a county is
associated with one of the other factors. However, the other factors indi-
cated are only utilized in a few instances for purposes of increasing a county
official's salary.

Assessed valuation is only used in Missouri and Minnesota. The State of
Missouri utilizes assessed valuation in conjunction with population for all
elected officials' salaries, but this alsoc relates to the population class
of the county. The State of Minnesota limits its use of assessed valuation
to the office of Auditor and County Board members. The use of assesgsed
valuation has been omitted in the other states undoubtedly due to the rela-
tionship valuation has with population. Normally, there is a very definite
relationship in densely populated areas because of the relationships estab-
lished between population and employment centers. . .commercial and indus-
trial development. However, in the State of Iowa the rural counties vary
considerably in the relationship of population to asseased valuation. Rural
land in Iowa is taxed based upon its productivity. This method allows for a
considerable difference in assessed valuation between counties of the same
population size due to one county's not having land as productive as another.
Therefore, a county may be penalized in the amount it can pay for salaries
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even though it has a greater population. In order to egquate salaries and
to provide a method for determining salaries that will allow the setting
of salaries commensurate with the workload of a county, it is recommended
that the taxable assessed valuation factor be removed as a criteria for
determining county officials' salaries.

The compensation plan for establishing elected and appointed counhty of-
ficials' salaries takes into consideration the methodologies and charac-
teristics of the plans in the other states. In addition, it focuses upon
the current characteristics of the Iowa methodology and the population of
the counties in accordance with the workload relative to the duties and
respeonsibilities of the county officials.

Compensation Plan Concepts

A compensation plan for the elected and appointed county officials needs

to be revised to reflect the population of the county and the workload as-
sociated therewith. The inequities of the assessed valuation criteria have
been reviewed and it is omitted from the concepts presented herein.

It is interesting to note that 82 of the 99 counties in the State of Iowa
are within the population range of 0-29,999. The number of counties in each

population category is as follows:

Population Number of Counties
0- 9,999 15
10-29,999 o7
30-59,999 8
60,000 plus 9

It is evident that the majority of counties are in the 10,000-29,999 category.
When considering the characteristics of counties for the administration and
operation of county government, the similarities are evident in the 0-29,999
category. It has been concluded from the cost efficiency study that there is

a commonality of characteristics generally focusing upon expenditures and popu-
lation. The sample county survey provides evidence that counties of similar
population have similar problems and provide a similar level of service. This
generally 1s true for all counties below 29,999 population, Similarities have
been ascertained through the review and cost analysis for general government
and cost for operating the respective elected and appointed county offices.

Therefore, a compensation plan concept has been based upon salaries which
would be provided for elected and appointed county officials within the
population range of 0-29,999; 30-59,999, and the 60,000 plus counties. It

is believed that the population ranges offer the opportunity for a long-term
designation of salary levels. The counties are few that, when growth occurs,
will necessitate a county's moving from one category to another. Very few
countlies are on the borderline of moving from one population category to
another. The desjgnation of the population category and salaries set within
those categories will allow for a continuity in salary guidelines. The popu-
lation categories allow counties to have a basic approach to salary setting
rather than having a wide variation from county to county throughout the state.

[e]
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It should be menticned that in arriving at this conclusion consideration was
given to counties below the 10,000 population level. It was determined that
the duties and responsibilities of the officials in these counties are exactly
the same as those officials in the categoxy to 29,999. The only difference
that may exist is the volume of transactions performed due to an increased
population. The volume is not SO much greater that a substantial in-

crease in personnel is required to perform the duties and responsibilities.
Therefore, the only difference that might occur is the amount of supervision
required for a few additional employees. The number of additicnal employees
does not increase proportionately with the worklocad and the number of trans-
actions which need to be performed from the counties under 10,000 to those
counties between the 10,000 and 29,999 population category. It was deter-
mined that the 15 counties below the 10,000 population level should not be
singled out and that a compensation plan established for the counties in the
10,000-29,999 population category would be an equitable plan for officials
in those counties,

There have been three concepts considered for establishing elected and ap-
pointed officials’ salaries. The three have characteristics which are con-
sidered to be appropriate. Each represents a different approach to salary
setting; however, Concepts II and III are considered to be the most appro-
priate. The first concept relies strictly upon the existing method of es-
tablishing salaries. It is not reviewed in any great detail since it is con-
gidered to be out of date, In addition, the method by which salaries must
ke changed. . .approval by the legislature. . .proves to be a somewhat in-
flexible and cumbersome method. The requirements of legislative approval

for salaries in order to meet county salary requirements comparable to those
of the local area integrates a lack of awareness and potentially insufficient
salaries since the legislature may not be totally cognizant of each county's
salary requirements. It is apparent the legislature recognized the need for
increased salaries when it approved legislation providing up to an $1,800
annual increase for officials during the 1973 session of the legislature.

Concepts II and IIY focus upon the establishment of elected and appeointed
officials' salaries by Board of Supervisors. The methods will allow for the
flexibility to revise compensation schedules in accordance with local needs
through the knowledge and awareness of lcocal conditions. The Board of Super-
visors is charged with the responsibility of personnel administration and
budget approval for the operation of county government. It is essential to
the guality of governmental operations that personnel be employed and provided
with career ladder opportunities to insure that experienced personnel are in-
volved in the daily operation of county government. This is especially true
when considering persons who fill the positions of deputies.

Concepts II and III focus upon the Board of Supervisors administering the
compensation plan in their respective counties based upon criteria establsihed
by the state legislature. Compensation Boards, local or state, were not con-
sidered due to appointed persons not always being aware of personnel practices
or having the experience to do compensation planning and position evaluation.

The three concepts are described as follows:
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Compensation Plan: Concept I

In consideration of Concept I, it is imperative to review it since it .
is the existing method and has formed the basis for salaries in Iowa
county government.

o The method is based upon the relationships between population and
assessed taxable valuation as described in the Iowa Code, Chapter
340,

o The control of salaries in this concept remains with the state
legislature and adjustments require legislative action. Salaries
may not be comparable to other salaries in the county; thus, there
is the possibility for some officials to be either over or under-
paid.

o} The assessed valuation factor may offset an official's salary rela-
tive to populaticn and the subseguent worklecad, if the population
and the assessed valuation relationships are not in the proper
balance.

o There is no flexibility in the salary structure to meet cost of
living needs or increased responsibilities, nor t¢ increase salaries
to a level competitive with local private businesses or other govern-
mental agencies. It would be difficult to build in this flexibility
with the current relationship of population and assessed taxable
valuation.

o This method could be improved by revising legislation which au-
thorizes an increase in the salary derived from population and as-
sessed valuation based upon a cost of living increase. The cost of
living increase would have to be determined by a state agency. . .
possibly the Towa Employment Security Commission. . . another metheod
could be to provide a cost of living increase commensurate with what
may be provided state employees through the state merit system.

Compensation Plan: Concept II

This concept and Concept III are closely related. The emphasis is placed
upon the Board of Superviscors establishing salaries based upon criteria
set by the state legislatuxe. The concept is reviewed as follows:

o The salaries of elected and appointed county officials would be set
in accordance with the following populatien categories:

0-29,999
30,000-59,999
60,000 plus




Compensation Plan: Concept III

.

The County Board of Supervisors would astablish the salaries within
a ranye recommended for positions in the population categories. The
range is illustrated in Table 28, sSalary Ranges for Elected and Ap-
pointed Iowa County Officials. If salaries were not set at the maxi-
mum, officials would have the opportunity to receive cost of living
increases or increases commensurate with increased responsibility.

A disadvantage in this concept is that the salary for any specific
pocition might be established by the Board of Supervisors at the
maximom. . .top of the range. If the Board of Supervisors would
opt for setting all salaries at the top of the range, the flexibil-
ity of the system would be decreased,

Salary for each position would be set by the County Boards of Suyper-
visors sixty days prior to the filing date for election to the posi-
tion. This would provide the opportunity to equate each position's
salary to local conditions and any changes therein. In addition,
salaries could be related specifically to the position and not to
the nerson occupying the position.

An advantage of this method is that it provides the state legisla-
ture the opportunity to establish the range and thereby retain con-
trol of the maximum salaries for the pesitions.

It would be advantageous in order te maintain salary levels with
private business and other governmental salaries in an area through

a cost of living increase. The basis for the cost of living increase
could be determined by the Iowa Employment Security Division, or be
in accordance with the cost of living index established in the state
merit system. If cost of living increases were provided, the minimum
and maximum of the range should increase accordingly.

This concept does not greatly differ from Concept II. The only difference
is that minimum salaries are established for the respective offices. The
range which utilizes a maximum salary is omitted in this concept to elimi-
nate the potential of County Boards of Supervisors setting all salaries at
the maximum. The minimum salaries for each of the elected and appointed
county official offices studied is illustrated in Table 29, Minimum Sal-
aries, Elected and Appointed lowa County Officials. The concept is de-
scribed as follows:

o]

The state legislature would establish minimum salaries as indicated
in Table 29 and in accordance with the countyv population categories.
The population categories are as follows:

0-29,999

30,000-59,999
60,000 plus
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TABLE 28

SALARY RANGES
ELECTED AND APPOINTED IOWA COUNTY OFFICIALS

POPULATION CATEGORIES
OFFICIALS 29,999 30,000 - 59,999

Elected

Board of Supervisors $ 8,800 $10,000 $13,200
Auditor 11,205 13,500 16,500
Clerk of the Court 10,700 12,900 15,700
Treasurer 10,700 12,900 15,700
Recorder 10,700 12,900 15,700
Sheriff 12,825 15,525 18,900
County Attorney 16,150 19,500 28,500

Appointed

Assessor §14,136 §12,700 §19,304 $17, 300 $23,300
Engineer 20,000 25,000

Nurses State Merit Systemn

Medical Examiner Fee on a Per Case Basis

Director of Relief State Merit System

Soldier's Relief Secretary 6,600 - 9,000

* The counties of Linn and Polk may require greater salary ranges due to their size and

problems associated therewith.




TABLE 29

MINIMUM SALARIES
ELECTED AND APPOINTED IOWA COUNTY OFFICIALS

POPULATION CATEGORIES
OFFICIALS - 29,999 30,000 - 59,999 60,000 Plus *

Elected

Board of Supervisors $ 6,000 $ 9,800
Auditor 8,300 12,200
Clerk of the Court 7,900 11,600
Treasurer 7,900 11,600
Recorder 7,900 11,600
Shexriff 9,500 14,000
County Attorney 9,500 16,800

- Appointed
F<Y

Assessor $12,700 $17,300
Engineer 20,000

Nurses State Merit System

Medical Examiner Fee on a Per Case Basis

Director of Relief State Merit System

Soldier's Relief Secretary 6,600

*  The counties of Linn and Polk may require higher salary minimums due to their size and

problems associated therewith.




Each category would have a minimum salary for the respective elected
and appointed county official positions. The recommended minimums ar‘
shown in Table 29.

This concept guarantees all elected and appointed officials of having
at least the minimum salary commensurate with the duties and responsi-
bilities of the position.

The County Board of Supervisors would establish a salary for each
position either at the minimum or above. The omission of a maxi-
mum salary would provide the flexibility for the County Boards of
Supervisors to establish salaries comparable tc other government
agencies and private businesses in the county.

The salaries should be set sixty days before the filing deadline
for election to the office., This would prohibit the Board of
County Supervisors from increasing salaries after being elected
and would provide the opportunity to eguate each position's salary
to local conditions. The salaries could be related specifically
to the position and its responsibilitjes and not to the person oc-
cupying the position.

This concept places the function of establishing salaries totally
with the Board of Supervisors. The omission of a maximum avoids
having to modify state statutes on a frequent basis whenever there
is the need to increase salaries for the regpective officials.

This method will also eliminate the need to establish cost of living
increases in accordance with a cost of living index established for
the state. The Board of Supervisors could increase the salary in
accordance with the respective cost of living increase established
for the state or the respective area.

The recommendation is for the state legislature to adopt legislation imple-
menting Concept III. The Board of Superviscors should accept the responsibility
and incorporate the procedures at the next annval salary review prior to pre=-
paration of the annual budget.

County Official Salaries

It wi1ll be noted by review of Table 28, Salary Ranges, Elected and Appointed
County Officials, and Table 29, Minimum Salaries, Elected and Appocinted County
Cfficials, that there is a differentiation made hetween the respective offices.
The difference has been made due to a review of the duties and responsibilities
of the respective offices and the on-site reviews of the offices in the sample
counties, In addition, the duties and responsibilities of the various offices
differ to such a degree that there is the need to provide a compensation plan
recognizing the differences.

The recommendations are based upon a study of salary comparables in the state
and an assessment of the duties and responsibilities of the positicn, The job
descriptions for the respective positions are included in the Appendix. The




suggested salaries for the elected and appointed county positions are listed
' in Table 30, Suggested Salaries, Elected and Appointed Iowa County Officials.
The rationales for the suggested salaries is described as follows:

Elected Officials

L)

Board of Supervisors. A position on the Board of Supervisors in
the smaller counties is generally considered to be a part-time
position. This is generally true for counties under the 30,000
population level. BAbove the 30,000 population level, many persons
elected to the office generally consider it a full-time position.
Depending upon the characteristics of the county and the demands
placed upon the elected officials, the individual may work at the
job €ull time. However, it is generally not required. In the
counties over 60,000 population, the amount of time devoted to the
job is generally dependent upon the characteristics of the indi-
vidual and/or the characteristics of the county and the demands
placed upon the individual’s time. As the counties increase in size,
the demands are greater and very often individuals in the larger
counties of Towa will devote nearly full time to the position.

Therefore it is recommended that the minimum salary for the Beoard

of Supervisors and the suggested salary be at a lower level than
those elected officials who are considered to be full-time em-

ployees of the county and professional county employees. The counties
of Linn and Polk may require greater salaries due to the operation of
county government and problems associated therewith.

Auditor. The position of Auditor in the administration and operation
of county government is the focus of attention based upon the rela-
tionship the position has with the Board of Supervisors. In addition,
general administration for the operation of county government and bud-
get preparation flows through the Auditor's office to the Board of
Supervisors. It became apparent in a review of the responsibilities
of the Auditor and in the on-site visits that the Auditor serves as a
county "“secretary or adminjistrator.”

Therefore, the salary recommendations have been made to reimburse the
Auditor for services provided commensurate with the responsibilities.

Treasurer, Recorder, Clerk of the Court. The duties and responsibil-
ities of each of these offices are ungquestionably different., However,
the basic principles involved in the administration of the offices

do not vary to any great degree. The workload does not differ con-
siderably with the exception of the Recorder in the smaller counties.
It is recommended that the Recorder's duties and responsibilities be
combined with the Clerk of the Court and performed in that office in
the counties below the 30,000 population level. In counties above
the 30,000 population level, the Recorder's office is recommended due
to the increase in workload at that level of population.

The salary recommendations have been made for each of these officials
to be the same.




Sheriff. The Sheriff's salary is dependent upon the benefits ac-

crued to the position. Many of the counties provide a housing .
aliowance and automobile while other counties may not. These bene-

fitg influence the total salary the Sheriff receives, The recom-
mended salary is a base salary that takes into consideraticon the
furpishing of an automobile only.

County Attorney. The position of County Attorney varies depending
upon the regquirements placed upon the attorney relative to private
law practice. This primarily applies to the larger counties where
there is sufficient legal work to require a full-time County Attor-
ney. However, in the smaller counties a full-time attorney is us-
ually not justified unless a full-time County Attorney could be ap-
pointed on a regional basis to include two or more counties and a
salary be appropriated commensurate with the workload and responsi-

biliLics.

Therefore, the salary recommended is £a5r a part-time position in
the smaller counties and a full-time position in the larger counties.

Appointed QOfficials

¢]

Agsessor. The salary of the Assessor is set by the Conference Board
and there appears to be a guestion as to what the salary of the As-
sessor should be. There is no consistency in the Assessor's salary
within a population category. The only apparent factor that is con-
sidered is that the very large counties in population and land area
should receive considerably more salary than the smaller counties. .

The recommended salary is in accordance with comparables for other
states and jobs within the state.

Engineers. The County Engineers are the highest paid officials in
county government. The reasoning for this is that the requirements
for a professional licensed engineer generate a salary reguirement
of this nature., In addition, the Engineéer has to be recognized by
the Iowa State Highway Department, The requirement for a profes-
sional necessitates the salaries received. Another factor is that
in many counties there is only one, or possibly two or three, per-
sons qualified to accept the position.

Therefore, the demand for the services within those counties causes
the salary to increase over and above other county officials.

Medical Examiner. The Medical Examiner currently operates on a fee
basis. The fee is based upon a per case cost, There is no recom-
mendation for changing this procedure,

County Nurse. The County Nurse presents a situation similar to that
of the County Engineer. The County Nurse must meet state licensing
requirements for practicing in the State of Iowa, and must be a
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TABLE 30

SUGGESTED SALARIES!
ELECTED AND APPOINTED IOWA COUNTY OFFICIALS

County Population Categoriesg
10-19,999 20-29,999 30-59,999%

Officials 0-9,999 60,000 Plus?’3

Elected

Board of Supervisors $ 6,000 $ 6,960 $ 7,920 $ 8,000 9,200 $ 9,800-12,540

Auditor

Clexrk of the Court
Treasurer

Recorder

Sheriff

County Attorney

Appointed

Assessor
Engineer

9,130
8,700
8,700
8,700

10,500

10,500

9,540
9,085
9,085
9,085
10,925
10,925

9,960
9,480
9,480
2,480
11,875
11,875

11,625
20,375

10,000~12,000
9,600-11,500
9,600-11,500
9,600-11,500
12,650-14,375
12,650-17,250

13,970-17,145
21,000-23,000

12,200-15,250
11,600-14,500
11,600-14,500
11,600-14,500
14,700~17,500
18,488-25,200

19,030-22,490
23,625-27,000

State Merit System

Fee on a Per Case Basis-

State Mexrit System
7,020

Nurses

Medical Examiner

Director of Relief
Soldier's Relief Secretary

7,260~ 8,250 8,910- 9,720

Salaries are suggested and are valid only for 1975; local conditions and population may influence
salary levels.

The county population range prohibits suggesting a specific salary due to the variance in county
population and levels of responsibility.

The counties of Linn and Polk require higher suggested salaries due to their size and problems
associated therewith.




registered nurse. The County Nurse has been appointed by the
Board of Supervisors and has served in that position directly
responsible to the Board of Superviscrs or the position has
been made a part of the County Health Department. The salary
for the position has been in accordance with the salary for
County Health Department nurses which is in accordance with the
state merit system. There is no recommendation for the salary
of the County Nurse other than to continue the current process.

Director of Relief (Overseer of the Poor). This position is
appointed by the Board of Supervisors but serves under the aus-
pices of the state welfare system which has an office in each
Iowa county. These offices cccur only in the counties that are
classified as "integrated." Therefore, being under the auspices
of the state welfare office, the birectors of Relief, even though
appointed by the Board of Supervisors, receive a salary in ac-
ocordance with the appropriate grade and step of the state merit
system. There is no recommendation for any revision te this pro-
cess.

Soldiers' Relief Secretary. The Soldiers' Relief Secretary does
not exist in each county. In many of the counties there is a
Veterans Commission which reviews and gives approval to expendi-
tures for the Commigsion. The Commission's expenditures and re-
gquests for approval of items relating to veterans' affairs often
come from the state welfare office. Very often the responsibil-
ities of a Soldier's Relief Secretary are combined with the county
welfare office. In other instances, the county does appoint a
Soldier's Relief Secretary to serve the Commission and also ad-
minister any services that are required to assist veterans in the
county.

The recommendations for salary when there is a Soldier's Relief
Secretary, is included in Table 30, Suggested Salaries, Elected
and Appointed County Officials.

Deputies. The compensation of deputies for the county officials
. . JAuditor, Treasurer, Clerk of the Court and Recorder. . .is
fixed at the maximum of 80 percent of the elected official's sal-
ary; deputies in excess of two may not exceed 75 percent. The
first and second deputy for the sheriff may receive 85 percent of
the Sheriff's annual salary. Other deputies' salaries are fixed
by the Board of Supervisors. The Deputy County Attorney's salary
may be set at 85 percent of the County Attorney's salary. The
statutes regulating the deputy salaries are section 340.4 through
340.10.

Currently, the deputies generally receive the full percentage of
the elected official's salary specified in the statute. The normal
practice is to cbtain the maximum salary. However, in many in-

stances the maximum is justified because of the deputy's experience,
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tenure and knowledge of the office's operation. It is conceivable
that the deputy in many offices should be at a higher salary than
the elected official due to the official's lack of awareness and
knowledge of the office's functions and responsibilities.

The current method of setting deputies salaries limits the flexi-
bility for increased salaries and encourages a salary at the maxi-
mum level. In order to encourage flexibility and to pay a deputy

a salary commensurate with the experience and the tenure in the posi-
tion, it is recommended that the maximum be deleted from the sta-
tute. The percentages are guidelines, but should not be utilized

to prevent career-oriented perscnnel from leaving the position be-
cause the maximum salary is not adequate.

The recommendations for a compensation plan are to utilize Concept III which
will allow the greatest flexibility for either decreasing or increasing sal-
aries in accordance with salaries for comparable positions within the State
of Iowa. It is the intent of the recommendation to serve as a guide for
county Boards of Supervisors to utilize in the setting of salaries.
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V. COMPENSATION PLAN: ADMINISTRATION

The recommendation to place the responsibility of establishing salaries with
the Board of Supervisors requires supportive guidelines to assist the Board
members in meeting their responsibility. Board members in many instances
have not had experience in salary review procedures. Therefore, there are
presented herein two alternative sets of guidelines that may be utilized by
the County Bocard.

The first set of gquidelines employs certain criteria that should be considered
by the Board in determining salaries for the respective positions. Thus, after
giving consideration to each of the elements, the setting of a salary would be
at the discretion of the Board. This method is the simpler of the two. The
second set of guidelines retains some of the criteria included in the first,
but includes an evaluation process based on a ranking system. The result is

a determination of salaries formulated on the rank of the position.

There are certain responsibilities that accrue to the Board of Supervisors
in following either of the alternatives. Those responsibilities are set forth
as follows:

L) Maintaining Job Descriptions

The Board of Supervisors will have to keep abreast of the duties

and responsibilities of each position to properly evaluate salary
needs. Therefore, it is pertinent that the following activities

are performed by or at the direction of the Board:

. New or Changed Positions. Whenever a position's responsibil-
ities are altered or there is a new position created, the
Board of Supervisors will prepare or direct the preparation
of a Job Description of the changed or proposed position.

This will be reviewed and approved by the Board of Supervisors.

. Annual Review of all Positions. An annual review of all Job
Descriptions and the respective positions will be conducted
by the Board of Supervisors. This is to ascertain whether
or not the content of any position has changed to a degree
that would affect its salary evaluation. At this time all
Job Descriptions which are found to be inaccurate or incom-
plete in describing the work as currently expected to be
performed will be revised and reissued to reflect current
needs. This will be done to keep Job Descriptions up-to-date
whether or not the changes affect evaluation and compensation.
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Evaluating New or Changed Positions

It is the responsibility of the Board of Superviseors to establish
the relative worth and the proper compensation for all new or
changed positions prior to the revision of salaries.

. New Positions. When the Job Description of a new position
has been approved by the Board of Supervisors, they will pro-
ceed with evaluation. This evaluation will be directed to
establishing the relative worth of the position when compared
with all other included positions and will establish the
proper rate of compensation.

. Changed Positions. When as a result of the annual review
of all positions it is discovered that some positions have
changed, the changes will be carefully reviewed by the Board
of Supervisors. If it is determined that the changes are of
a significance that would affect the worth of a position,
either to increase or decrease that worth, the Board of Super-
visors will proceed to re-evaluate the position and establish
the proper rate of compensation to reflect the changed rela-
tive worth of the position.

Maintaining the Salary Administration Program

Upon approval by the proper authorities of the Salary Administra-
tion Program as it affects the included positions, it is the re-
sponsibility of the Board of Supervisors to maintain the program.

. Salary Data. The Board of Supervisors will direct the main-
tenance of a continuing pregram of ingquiry and analysis rela-
tive to salaries paid in the labor market area for work com-
parable to that of the included positions. There will be
salary surveys conducted as needed and files maintained of
published salary data; the Board of Supervisors will make
the necessary analyses of all published or otherwise acquired
salary information.

. Preserving the Salary Structure. The Board of Supervisors is
charged with the responsibility of preserving the approved
salary structure on a current basis to meet, at all times,
the Board's stated policy. This reponsibility includes:

.. Reviewing, at a frequency no less than once each year,
all salaries being paid for comparable work in the area
through the use of special salary surveys, or published,
or otherwise acquired valid salary information.
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.e Adjusting the compensation structure as appropriate,
while still maintaining the proper position evalua-
tion worth relationships of all included positions.

.- Bringing appropriate matters to the attention of the
proper state authorities and making recommendations
for change in the Salary Administration Program as
may be required and seeking approval of necessary
changes.

. Assuring that all aspects of and changes to the pro-
gram of Position Evaluation and Salary Administration
are properly documented and published and distributed
to authorized officials so that compliance with state
pelicy is a matter of record and readily available for
audit.

- Directing the proper publication and announcement of
the compensation to be paid to elected officials and
other relevant information or data at least sixty (60)
days prior to the opening date of filing for election.

If the Board of Supervisors performs or directs the performance of the above
procedures, sufficient information about each position should be available
to perform the appropriate evaluations.

Criteria for Salary Increases or Decreases (Method 1)

This method of salary setting is based solely upon the use of the best judg-
ment of the Board as it views the position requirements, tenure and stability,
and performance. The criteria are presented as follows:

Position Requirements Criteria

. Additions to, or reduction of, the duties or responsibilities of
the position which have changed the worth of the position during
the year, either by the Board of Supervisors action or as a result
of changes to the Iowa Code.

. Increase or reduction to the population which would change a county
from one population class to another.

. Factors in the position content which, though the duties are not
markedly changed, may have changed the complexity of the work.

. Change of the number of persons supervised.

. Required educational levels and/or state certifications.
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. Required background and experience as it relates directly to the
tasks to pe performed and also necessary experience in county govern-
ment.

All of the foregoing criteria are Position Requirements and should be con-
sidered with no thought of the incumbent. The job is being considered and
not the person. When the position's worth has been established, the fol-
lowing criteria are used to determine the worth of the individual in the
position:

Individual Performance Criteria

. The past year's job performance. Specifically, any outstanding
achievements that saved the taxpayers money or actions that cre-
ated positive taxpayer awareness of particular county or state
plans/programs,

. Leadersihiip ability--considering judgement, decisiveness, and ef-
fectiveneas in supervising and leading.

. Planning--consider ability to use budgeting infermation and
analysis ability to spot trends and make adjustments to cobtain

the optimum use of county revenues.

. Organizing--consider ability to set up and maintain a smooth run-
ning operation,

. Staffing--consider ability to employ and retain good personnel.

. Contacts with taxpayers--consider ability in dealing with dif-
ferent taxpayers with different problems.

. Working relations--consider how well the person uses his ability
to communicate (oral and written) and get along with others.

Utilizing these criteria presents the most simple procedure for the Board of
Supervisors in evaluating a position and a person for an increased salary.

Position and Salary Evaluation (Method 2)

Prior to establishing the base salaries of the positicns, the matter of the
proper ranking or evaluation of the positions should be decided. The method
of evaluation which is recommended to be used is the Paired Comparison and
Degree of Difference Method.

This method could be used by the Board of Superviscors as the means of deter-
mining the relative worth of the included positiorns. The method is explained
in the following steps:

Step 1. Each member of the Board of Supervisors will have an accurate
and up-to-date Job Description of all included pesitions.
These he will study so as to be fully aware of each job's
content.
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Step 2,

The Board of Supervisors will meet and agree on the positions
o be included in the evaluation process. Generally the in-
=luded positions will be all full and part time officials
whether elected or appointed and all deputies or assistants.
All positions will be evaluated as if they were full time
positions.

The excluded positions would be those on the merit system
whose position grade and compensation is fixed by other
authorities.

A grid will be prepared with all included positions for
the use of each member of the Board of Supervisors in
employing the Paired Comparison Methoed. This grid will
appear as in the following abbreviated example:

Asssesor |Auvditer | Clerk of Court | Treasursr | Recorder |Sheriff |Enginees | Total

pAgasggst

teor

lerk of Court

[Treasurer

rdey

Eﬂu

thwu

Step 3.

Each member of the Board of Supervisors will rank the included
positions separately. The process requires that each position
be compared with each of the other positions, thus giving the

method its name as the Paired Comparison Method.

For example, working from the top down through the position
titles in the left hand column, the Assessor is compared with
the Auditor. If the Assessor is believed to be of higher rank
than the Auditor a check (,~) is placed in the box to the right
under the Auditor heading.

Such checks () are only made when the position under primary
consideration is regarded as higher than the position to which
it is being compared. As a result of this first paired com-
parison no check is placed under the Auditor heading because
this Board member did not regard the Assessor as higher in
rank than the Auditor.

Proceeding with the paired comparisons, the Asasessor is next
compared with the Clerk of the Court. The position of Assessor
was regarded as higher in rank than the Clerk of the Court so

a check {v7) is placed on the grid to record this opinion,
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Assesaor |Auditer | Clerk of Court |Treasurer | Recorder [Sheriff [Enginecr | Total
AgTaszor NA v v v 3 [ .
Auditor

Clech of Court

ITreagurer

rdaz

lsnerifi

quimr

The paired comparisons are continued as the position of
Assessor is evaluated against each of the other positions
and the results are recorded by the person deing the rating.

In this instance, the member of the Board of Supervisors
doing the rating was of the opinion that the Assessor ranked
higher than the Clerk of the Court, the Recorder, and the
Treasurer.

By the continuation of this process, each position is compared
with each other position and receives a check () in each
instance where it is regarded as higher than the other in the
paired comparison.

The end result of the evaluation of the included positions .
in the opinion of one member of the Board of Supervisors may

appear as follows:

Assaasor | Aulitor | Clerk of Court | Treasurer | Recorder | Shepiff inser | Total
hasessor MNA W v o ‘z
poditor v A v v e o
Clerk of Court DA o
Iz easursr v [qu o ‘2’
order v A /
{su:u: o P P P / OA 5
Erginear v | v v vl v v | Wa | e

This establishes the rank of the included positions as seen
by this member of the Board of Supervisors.

1. Engineer 5. Treasurer

2, Sheriff 6. Recorder

3. Aayditor 7. Clerk of the Court
4. Assessor
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Step 4.

Step >.

The Board of Supervisors will meet and discuss their individual
opinicng on ranking. Opinions will be solicited and expressed
as to "Why I consider this position as of higher rank than that
position."”

The result of this meeting will be agreement and decision as to
the proper ranking of all included positions. This method of
ranking may be used for the elected or appointed positions il-
lustrated in the example; it may alsoc be used by the Board of
Supervisors to rank all positions in county government. This
could be done either by department or for positions under the
supervision of other elected officials, thus providing the

Board with a measure to evaluate peositicon and salary recommen-
dations by elected and appointed officials for employees in their
respective offices.

Tre decision on the proper ranking may be difficult to achieve
based on the Board not being able to arrive at a majority opinion.
This need not be a major concern. The next steps will attempt to
measure the degree of difference between the positicons. In es-
sence, the next steps employ the Degree of Difference method
which is utilized after the ranking of positions to determine,

in the opinion of the Board, how much difference there may be
between positions. The degree of difference results will pro-
vide the Board with a rationale and guidelines to establish po-
sition salaries.

In ranking positions, a difference of about 15% is regarded as

the smallest amount that can be detected without the use of

highly sophisticated and complex methods of position evaluation.
Recognizing this to be a true statement, the Degree of Difference
method recommended for use after the included positions have been
ranked will employ a scale having a difference of 15% between num-
bers on the scale. Each nurber on the scale is considered as cne
step.

The following table shows 25 steps or intervals that may be used
to measure the degree of difference in positions. The table
reads from left to right. The first step is 7, the next is 8,
then 19 and 20 on. There is approximately a 15% difference be-
tween each Step. For example: 7 + 1.05 (15% of 7) = B.05; the
8.05 is adjusted to 8; 8 + 1.2 (15% of 8) = 9.2, the 9.2 is ad-
justed to 9; and so on to the end of the scale which is 175 +
26,25 (15% of 175) = 201.25, adjusted to 200,

7 8 9 10 12
14 16 19 22 25
29 33 38 43 50
57 66 75 87 100

115 133 130 175 200




Step 6.

The method of using the table is to compare positions by
determining, in the opinion of the Board, how many steps
difference there is between one position and another. The
criteria to be used in measuring the degree of difference
are as follows:

a. If no difference can be seen between the two positions
under examination, they are the same and should be given
the same step rating on the chart.

b. 1t a difference is believed to be discernible after a
thorough examination, there is a one-step difference or
approXimately a 15% difference between the two positions.

c. i1f a difference is quite apparent after a thorough exami-
nation, there is a two-step difference which, from the
scale of 15% intervals will amount to a difference of 33%.

d. If a difference is guite obvious without a thorough exami-
nation, there is a three-step difference or more which
would represent a difference of 50% or more on the scale.

e. If the differences appear to be greater than three steps,
the degree of difference should be determined by compari-
son with another group of positions where the differences
between any two are not greater than three steps.

The Board of Supervisors will work together in reaching the de-
cisions on the degree of difference after agreement has been
reached on the ranking.

The results of their work may appear as follows:

Clerk of the Court (lowest position being ranked) 7 points
Recorder (a two-step difference) 9 points
Treasurer (a three-step difference) 14 points

and so on until all positions have been measured as to degree of
difference. Since the Clerk of the Court is the lowest position
ranked in the example, the degree of difference is set based upon
the step given to the previocus position; thus, on the chart three
steps difference between the Recorder and Treasurer would be 14.

When this evaluation is completed, a chart should be prepared
which shows the evaluation results and the current and proposed
compensation, as follows:

Evaluation Current Proposed Proposed
Position Points Compensation Compensation Compensation
Base Merit
Clerk of 7 8 $ $
Court
Recorxder 9 § $ $
Treasurer 14 $ $ $
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Having inserted the current compensation figures, the Board of
Supervisors can determine whether ©Or not there appears to be
fair and equitable by consultation and by review of Salary Worth
which has been acquired as mentioned earlier in this Chapter.
There should be a fitting relationship in salary to the evalua-
tion points in that a position which has more evaluation points
than ancother position should be paid more. The Proposed Compen-
sation Base will be inserted when this decision is made.

NOTE :

It must be remembered that all positions have been evaluated
whether full time or part time and the evaluation has been on
the basis of full time application to the job. Therefore, once
the proper compensation for a full time emplovee in the various
positions has been determined, decisions must be reached as to
the proper compensation for those employees who work only part
time. This is a question of determination of the percent of
the expected "usual" time of a full time employee that the part
time employee gives to the job,

If the compensation for a position, as evaluated, would be
$7,000.00 per yeax for a full time incumbent, it would be ap-
propriate to pay only 50% of that sum for an emplovee who was
expected to spend only approximately 50% of the usual full time
on the job.

Once the proper base compensation of the position has been es-
tablished, the next consideration is the merit of the individual.
The judgement of the Board of Supervisors is now directed to de-
termining the worth of the individual in the position. In deing
so they will use the criteria given earlier under the heading
Individual Performance Criteria. The figure which is agreed upon
is inserted in the column headed Propecsed Compensation Merit.

Conclusion

The second method provides a rationale for arriving at a decision as teo what
positions have a greater worth and should receive a higher salary in the opinion
of the Board. 1t also provides for the determination of the proper compensation
for meritorious performance after the worth of the position is established. The
procedure should be utilized ninety days prior to the filing deadline for an
elected position and ninety days prior to the annual county budget hearing for
appointed employees. The procedure may not have to be followed each year if
position characteristics remain the same. Of course, the evaluvation of

elected positions would occur only prior to the election for the position.

The Board may elect to rank all elected positions at the same level and
pay each the same salary. The rationale should however be utilized in the
evaluation of appointed county employees within the respective departments.
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I. COST EFFICIENCY

An analysis of the elected county officea and selected appointive offices
has been made in terms of cost efficiency relative to the elements of qual-
ifications of officials, training, supervision and use of personnel, use of
automated equipment, and work load.

Qualifications of Officials

Specific qualifications are required for the county attorney, who must be

a member of the bar, and the sheriff, who must complete the course at the
Iowa Law Enforcement Academy, within a prescribed time after election. The
only requirements for the other elected officials are that they he elected,
that they take an oath to support the uUnited States Constitution and the
Iowa Constitution, and that they be bonded, as regquired.

The qualification for the appointive pogition of county engineer is that the
person must be a registered engineer, and the qualification for the appoin-

tive position of county assessor is that the person must pass a state exam-

ination.

To satisfactorily pexform the duties of the elective offices, the officials
should have some expertise in the art of public relations, some administra-
tive abilities, and a background of education and experience sufficient to
cope with the technical aspects of their respective offices. The determina-
tion of these qualifications is in the hands of the voters, which is the
normal process for selection of elected officials in all levels of govern-
ment.

Training

There are no formalized training requirements or programs for officials and
employees of county government. The training received by elected officials,
appointed officials, deputies, and clerks, is primarily on-the-job training.
The new official looks to others in the office, or to other offices in the
courthouse, for guidance in the performance of the required duties. Fre-
quently, the newly elected official is familiar with the duties of the of-
fice, having sexrved as a deputy prior to being elected to the office. The
newly appeinted employvee receives supervision, instructions and on-the-job
training from the official and may receive assistance from other employees
in the office.

The Iowa State Association of Counties (ISAC) holds a one-week school for
newly elected officials during January, fellowing a county election. This
includes general orientaticn, plus separate work sessions for each office.
ISAC also holds three ¢ther meetings during the year. The emphasis at these
meetings is new legislation effecting changes in county operations.
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The elected cofficials for each offjce have their own organization which is
affiliated with ISAC. These groups have statewide meetings, in conjunction
with ISAC meetings, and they also have district meetings. There are six
districts, established according to location, which encompass all 99 coun-
ties.

Training materials are available through ISAC, the Yowa University Institute
of Public Affairs, and other governmental agencies. Detailed office manuals
are the major source of training materials; however, during the time of this
study most of these manuals were in process of being written or revised, and
were not available for use in the offices. '

The present training materials tend to be interpretations of the Iowa Code
and detail explanations of the many duties within each office. These manuals
are well written and provide a vast source of information for the elected
officials, their deputies and clerks. The problem lies in the fact that no
organized research by all of the 99 counties ig being carried out; therefore,
the manuals perpetuate the systems which have not materially changed over a

period of many years.

Therefore, training should be provided that would involve training based
upon new methods and procedures for the operations performed in the various
offices of county government.

Supervision and Use of Personnel

In studying the twelve counties, it was found that the services performed in
the offjces of auditor, treasurer, recorder, county attorney, sheriff, clerk
of court, assessor, and county engineer, are very much the same in all coun-
ties. The differences among the counties depend upon the volume of transac-
ticons; and these varying velumes determine the nature of the jobs of the
elected and appointed officials.

In counties with less than 30,000 population (this includes 82 counties), the
officijals, assisted by a varying number of deputies, are doers as well as hav-
ing responsibilities for total operation of the respective offices. BAs the

counties increase in size, the number of personnel increases and the officials’

jebs become more management oriented.

In the counties with leas than 30,000 population, there is a very general
trend of increased number of deputies according to size of the counties. How-
ever, there are considerable variances among specific counties as to the num-
ber of deputies and the ratio of deputies to clerks., A small office in a
small county requires a minimum of one deputy, who can act on behalf of the
official during absence. 1In all other counties, the number of deputies should
be dependent upon the workloads: however, this theory does not prevail, as is
shown by the following information for the nine counties with population of
less than 30,000.

9l




Auditor:

County Deguties

9,280

9,360
13,330
17,270
18,510
20,610
22,180
22,740
26,470

A N N N N R

Treasurer:

County Deputies
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Recorder:

Each of the recorders in the nine counties of less than 30,000 popula-
tion had one deputy.

County Attorney:

None of the counties of less than 30,000 population had an assistant county
attorney.except one which had a very minimum of part-time assistance.

Sheriff:
County Deputies

9,280

9,360
13,330
17,270
18,510
20,610
22,180
22,740
26,470

b bW




Te) Clerk of Court: .
County Deputies
9,280 2
9,360 2
13,330 1
17,270 2
18,510 1
20,610 2
22,180 3
22,740 2
26,470 3
o Total Deputies for Elected Offices

County Deputies
9,280 10
9,360 o
13,300 11
17,270 9
18,510 8
20,610 10
22,180 10
22,740 14
26,740 14 .

The county offices have established no quidelines as to the number of depu-
ties necessary for the efficient operation of the respective offices. Fur-
ther, there appears to be no communication among the counties as to the num-
ber of deputies employed in the various offices.

This is one of the types of statistical information which should be collected
and analyzed. This analysis would include comparisons to population, work-
loads, and any additiocnal duties peculiar to particular counties, which could
affect the requirements for deputies.

Guidelines for county government should be developed which, when used, would
prove beneficial to the respective elected officials, including the Board of
Supervisors who have the approval authority for determination of the number of
deputies in each office. The performance auditing, as recommended, would use
such guidelines for comparisons to actual number of deputies, as part of the
evaluation of the productlivity and level of performance in each of the county
offices.

Use of Automated Equipment

Many functions of county government, particularly the tax and accounting
functions, are applicable to computerization to some degree.

Systems in the counties vary from a cempletely manual system to & large-scale .
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computer. The range of systems used in the sample counties is as follows:

o Manual. One of the smaller counties has a completely manual system,
utilizing no automated equipment.

Accounting Machine. Over the last several years, this has been the
most common type of system in use in the courthouses. The equipment
is most commonly found in the office of the auditor and is used for
the accounting functions, including payroll.

Mini-Cowmputer. The mini-computer, which is a basic accounting machine
with added features of computer-type storage and programmed operations,
is of recent origin. Many of the counties appear to be considering the
conversion from an accounting machine to a mini-computer, and some have
already done so. In those counties having mini-computers, they were
located in the auditors’ offices, except in one county where it was lo-
cated in the treasurer's office. Some counties are using the mini-
computer for the maintenance of voter registration information.

Computer Services. Computer services are available from computer ser-
vice companies, either on the basis of leased computer time or contract
services for specific functions. Several of the counties have negoti-
ated a contract with a firm in Cedar Rapids for the processing of voter
registration and preparation of qualified lists for the various elec-
tions. The counties using this service have justified the cost on the
basis that it is less expensive than hiring an additional clerk to pro-
cess the work either manually or by mini-computers.

Computer. The largest of the twelve counties has a full-scale computer.
The computer system is under the direction of a data processing manager,
who reports directly to the Board of Supervisors. This system is used
primarily by the auditor and treasurer; however, other offices are either
now'using the system or have Plans to use it in the future. Several of
the individual systems either now have or will have, scopes (cathode-
ray tubes) in the officesg, s¢0 that information can be retrieved or up-
dated directly from typewriter input from the office.

The auditor has developed a system which includes the storage of infor-
mation pertaining to dog ownership and dog licenses, with fast access by
means of a scope which is located in the auditor's office. This system
also handles the dog licensing for the major city in the county. This
allows dog owners to obtain both city and county dog licenses at the
same location. A contract was negotiated with the city for fees to be
received from the city for these services rendered.

Other possibilities for use of automated equipment would be regicnalized com-
puter centers, providing services to several counties, and joint usage of com-
putexr systems with cities or other governmental agencies. Information received
from the twelve counties was that no computer systems have been established for
joint county use, nor is there any thought being directed to this subject. It
is known that outside of the twelve counties, one large county is processing
its work through a city computer system.
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It was not possible to determine the cost efficiencies of the various auto-
mated or semi-automated systems in use in the several counties. The equip-
ment costs are not depreciated and uniformly charged throughout the counties;
and personnel =o0st records are not maintained according to the equipment
usage. The responsible personnel in the respective offices indicated their
present systems were more efficient than previous systems, or that newer sys-
tems had been considered and rejected because the additional costs could not
be justified for the greater sophistication provided by the newer systems.

Data processing feasibility studies for several counties could prove very
expensive; however, such a study to determine the most efficient automated
system or systems would be a practical undertaking of a county-oriented re-
search organization. The 99 counties have similar work processing functions,
any variances being in relation to varying volumes of the respective counties.
It would, therefuie, be in the best interests of all of the counties to pur-
sue this subject through a joint effort on a shared cost basis,

Work Load

Each office in county government has a long list of responsibilities and du-
ties with which it is concerned. In addition to the major functions for which
each office exists, there are numercus duties involving record keeping and
reporting to various levels of government. The study of work lecads involves
collecting data regarding each duty, both in terms of work necessary to pro-
cess one item and in number of units proceased within a specified period of
time, and comparing these findings with other counties in terms of costs in-
volved.

The problem incurred in attempting to determine work loads in the county of-
fices was the lack of recorded data as to the number of transactions which
had been completed for each of the separate duties. Those statistics which
were available were collected and related to the populations of the respec-
tive counties. Where available, these transactions have been used, and in
the absence of such data, fees collected have been used as an indicator of
work loads.

o Auditor:

One major function which sexves as a measure of work load in the audi-
tor's office is the number of warrants processed. This information is
compared to population and cost of salaries in the counties.

While the number of warrants is greater in the larger counties, there
is no direct relationship to size of counties, which is also true of
the comparison to personnel cost.

A function that varies greatly among the auditor's offices, is the
drainage district work. For those counties which have both a large
number of drainage districts and a large volume of transactions, this
function entails considerable work. This work consists of maintenance
of drainage district maps, processing the paperwork for work requests
in the drainage districts, and maintaining the accounting for the
drainage district funds.
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TABLE 31

NUMBER OF WARRANTS PROCESSED: 1973

County

Population Warrants Personnel Cost
9,280 3,940 $22,800
9,360 * 19,900
13,330 6,320 30,600
17,270 6,140 22,500
13,510 6,290 28,600
20,610 6,500 30,400
22,180 * 27,300
22,740 5,550 20,100
26,470 12,290 36,000
46,980 12,580 64,900
86,9290 18,320 53,300

103,210 36,520 93,800

* Information not available for 1973

This function is not dependent upon population, but depends upon the
topography of the land within the county. Six of the counties had no
drainage district transactions, and four of these counties had no
drainage districts. Of the other six counties, the nunber of drainage
districts ranged from three te 188. Activity, however, is more meaning-
ful than numbexr of districts, and one county had sufficlent activity to
require the services of one full-time drainage clerk. The other counties
with drainage district activity ranged from a small amount of clerk's
time to approximately one-half of a clerk's dutiles,

Treasurer:

Two of the major functions of the treasurer's office are collection and
recording of taxes, and processing motor vehicle registrations. Only
one county had less than two deputies. 1In all other counties, with two
or more deputies, these two major functions were each headed by a deputy.
These two functions are unrelated except that they both involve the col-
lection of money and accounting for funds received. In some instances
the two operations are not physically located together. There appeared
to be little flexibility within the treasurers' offices as to the trans-
ferability of personnel from one operation to the other. Due to the
seasonal fluctuations of these functiong, salary is a better measure of
cost efficiency than number of personnel; however, cost records are not
maintained for determination of salaries chargeable to each of the func-
tions.

A measure of the work load for vehicle registrations is the number of

vehicles registared. A measure of tax collections would be number of
transactions rather than dollars collected; however, this information
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is not maintained. Anothexr function of the treasurer's office is the
payment of warrants, together with the accounting for disbursements.

A measure for warrant paying is the number of warrants; and for this
purpose, the number of warrants issued by the auditor's office is in-
cluded herein. Also, population is shown in the following comparisons:

TABLE 32

NUMBER OF WARRANTS AND REGISTRATIQONS PROCESSED: 1973

County
Population Warrants Registrations Personnel Cost
9,280 3,940 8,680 $ 28,100
9,360 * 8,190 27,000
13,330 6,320 13,190 36,400
17,270 6,140 16,130 41,400
18,510 6,290 16,210 35,300
20,610 6,400 17,850 33,300
22,180 * 20,450 51,600
22,740 5,550 20,110 43,700
26,470 12,290 24,350 64,000
46,980 12,580 39,830 88,500
86,990 18,320 68,110 138,500
163,210 36,520 128,990 277,700

* Information not available

The number of warrants issued in the larger counties exceeds the number
in the smaller counties, but the increase is not proportional to popu-
lation. The number of registrations is quite closely related to popu-
lation and indicates work loads dependent upon number of people served.
Personnel costs show a general trend of increasing in proportion to
population, but there are several counties which do not fit this trend
line. The personnel costs do not relate to number of warrants, and com-
pare with registrations in approximately the same degree as to population.

Recorder:

The main purpose of the recorder's office is the reccrding of deeds,

mortgages and various cother legal documents. The fees collected for

these services become receipts in the general fund, and these amounts
represent the work load involved in producing these fees.

A secondary function which has been added to the recorder's office is
the issuing of revenue stamps, boat licenses, snowmobile licenses, and
hunting and fishing liecenses, including duck stamps and cther specialized
hunting or fishing licenses. A portion of the revenue stamp fees are re-
tained by the counties, None of the revenue from hunting and fishing li-
censes, except a small amount from the issuance of duplicate licenses, is
retained by the counties. The counties maintain a count of these trans-
actions which provides a basis for determining the work lcads involved
in these transactions.
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The recording fees and number of licenses are compared to population
and personnel costs in the counties:

TABLE 33

NUMBER OF FEES AND LICENSES PROCESS: 1973

County
Pogulation Licenses Personnel Cost

9,280 $ * 2,740 $ 15,600
9,360 7,044 2,800 15,400
13,330 9,030 4,690 16,000
17,270 12,420 6,420 16,800
18,510 12,560 6,910 16,000
20,610 13,450 15,250 16,000
22,180 15,940 7,190 16,700
22,740 13,310 6,690 21,300
26,470 14,350 3,500 21,300
16,980 29,510 16,310 34,800
86,990 * 23,250 42,200
163,210 95,080 51,630 93,800

* Not available for 1974

The work loads, as evidenced by the fees collected for the recording
of documents and the number of transactions for the sale of revenue
stamps and issuing of licenses, are not in proportion to the size of
the counties.

Clerk of Court:

The duties of the Clerk of Court include recording functions which
generate fees which are retained in the general fund of the counties.
These amounts of fees are one indicator of the work loads in the of-
fices of the Clerk of Court. This information is compared to popula-
tion and personnel costs in the counties:

TABLE 34

FEES COLLECTED: 1973

County
Population Fees Personnel Cost

9,280 $ 8,700 $ 13,900

9,360 8,200 20,000
13,330 13,600 19,200
17,270 14,400 21,700
18,510 15,900 17,200
20,610 15,600 23,000
22,180 19,000 27,000
22,740 20,400 20,500
26,470 25,100 34,700
46,980 42,200 66,700
86,990 63,600 79,400
163,210 112,800 111,900
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The fees from the Clerks of Court are fairxly proportionate to the size
of the counties; however, salaries are not in relation to amount of fees
or population.

All transactions coccurring in the county offices, which are of a repeti-
tive nature and considerable volume, should be included in a list of
volume counts. This list, prepared by each office, should be used in-
ternally for comparison to previous years. The lists from all offices
should be collected by the recommended research organization which should
make comparisons with all counties and then make such information avail-
able to all counties.

The comparisons should be made against total costs of the offices in all
of the counties so that some guidelines can be initiated as to the per-
sonnel requirements for various size offices, dependent upon the mix of
different transactions. Wwhile the smaller counties may have fixed costs
in* maintaining a minimum staff, these statistics could show the way for
reduction of personnel, even if only from full-time to part-time.

The recommendaticn for performance auditing is dependent upon the state;
and when such becomes a reality, the measure of productivity of indi-
vidual employees and total offices is one of the important procedures

to be included in the audit. This information should be available ahead
of time since this project can be started by the individual offices, even
though the research organization probably will require state approval in
order to provide financing from county budgets.




11. [EVELS OF SERVICE

The offices cof the Board of Supervisors, Auditor, Treasurer, Recorder,
County Attorney, Sheriff, Clerk of Court, County Assessor and County Engi-
neer have been studied to determine the functions performed by each of-
fice, and to relate these services to the population served.

The basic responsibilities of each county office are the same for each of
the 99 counties since each functions in accordance with the Code of Iowa.
The major differences between counties are the work loads and the costs of
operating the offices. One of the objectives of this study was to analyze
these work loads, in terms of levels of service performed by the various
offices. This has been done insofar as records are available.

The factors cf county assessed valuation, land area and population have
been considered as possible bases for the required levels of service pro-
vided in each of the county offices. Persconnel cost for the offices of
supervisor, auditor, treasurer, recorder, county attorney, sheriff, clerk
of court and county assessor have been compared to assessed property valu-
ations, county size and population.

TABLE 35

ASSESSED PROPERTY VALUATIONS/PERSONNEL COST

County Assessed
Population vValuation Personnel Cost
9,280 $ 37,386 $ 161,200
9,360 21,258 155,200
13,330 65,490 185,600
17,270 64,085 214,600
18,510 $2,758 199,600
20,810 47,001 206,500
22,180 61,903 219,800
22,740 58,390 218,700
26,470 8l,15% 269,900
46,980 108,952 477,600
86,990 176,184 666,200
163,210 397,950 1,091,800

The personnel costs show some general relationship to assessed valuation;
however, the increase is not proportionate and there are several counties
which do not indicate any relationship.

assessed valuation has a direct relationship to availability of tax receipts
as a result of tax levies by the Board of Supervisors; however, the ability

of the counties to provide services appears to have no meaningful relatioaship

to the needs of the counties, as evidenced by the amount of incurred office
personnel costs. .
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TABLE 36

COUNTY SIZE/PERSONNEL COST

Personnel Cost

County
Population Square Miles
9,280 431 $
9,360 435
13,330 570
17,270 593
1R,510 535
20,610 778
22,180 572
22,740 439
24,470 573
46,980 4058
86,990 964
163,210 713

1,

161,200
155,200
185,600
214,600
199,600
206,500
219,800
218,700
269,900
477,600
666,200
091,800

No pattern of relationship is developed by comparing the size of the

counties to personnel costs.

TABLE 37

POPULATION/PERSONNEL COST

County
Population

9,280
9,360
13,330
17,270
18,510
20,610
22,180
22,740
26,470
46,980
86,990
163,210

Personnel Cost

s 161,000
155,200
185,600
214,600
199,600
206,500
219,800
218,700
269,900
477,600
666,200

1,091,800

The comparison of total office personnel cost to population does indi-
cate a relationship; therefore, a chart was prepared to more clearly
The chart includes the nine counties

show the trend line which exists.

representing counties with population of less than 30,000.
tation of counties is for ease of presentation (if a larger chart were
prepared, the three larger counties would show a continuation of the

developed trend line).
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The trend line in the chart of personnel cost to population indicates a
definite relationship between the cost of salaries and the population of
the counties. The trend line further indicates that there is an element
of fixed costs within the county offices. This is logical since the
county government structure is the same for all counties, regardless of
population. In each county office there is a minimum number of persconnel
necessary to maintain the office, and as the work load increases, the num-
ber of personnel increases accordingly.

The conclusion, therefore, is that population is a determining factor in
the level of service required from county cffices and that assessed valua-
tion and size of counties do not have an effect on the service requirements.
The analysis of levels of service is further studied by comparing the sala-
ries of each of the individual offices with population.
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County Offices

The total salaries of the supervisors, auditor, treasurer, recorder, county
attorney, sheriff, clerk of court and assessor showed a relationship to
population; however, some counties are above the trend line and the indi-
vidual offices may or may not correlate in the same manner as the total
salaries. The salaries for individual offices have, therefore, been com-
pared to population and per capita costs as shown.

o Board of Supervisors:

Due to the nature of the responsibilities of the Board of Supervisors,
which includes the appointment and supervision of all county employees
not specifically assigned to other county officials, the level of ser-
vice increases in proportion to the population. The supervisors, in

the largest county in the study, were involved in services which do not
exist in the smaller counties. These services are in the health care
field, courthouse functions of data processing and central purchasing,
building and zoning functions, and additional appointments and committee

assignments.
TABLE 38
BOARD OF SUPERVISORS OFFICE COST
County Salaries Number of
Population Total Per Capita Supervisors .

9,280 $18,900 $2.05 3

9,360 18,900 2.00 3
13,330 18,900 1l.40 3
17,270 31,500 1.80 5
18,510 22,700 1.25 3
20,610 22,700 1.10 3
22,180 22,700 1.05 3
22,740 22,700 1.00 3
26,470 22,700 .85 3
46,980 25,200 .55 3
86,990 42,000 .50 5
163,210 44,200 .25 3

Even with the greater level of service provided in the larger counties,
the superviscrs' cost per capita decreases as the population increases.
Due to the relatively fixed costs of the supervisors' salaries, the per
capita costs would decrease in direct proportion to the increase in
population, if all counties had three supervisors,

o aAuditor

The basic functions of the auditor's office are the same for all coun-
ties, except for those counties having a substantial amount of activity
with drainage distriets.




TABLE 39

AUDITOR QFFICE COST

County Salaries .
Pogulation Total Per Capita
9,280 $22,800 $2.45
9,360 19,900 2.15
13,330 30,600 2.30
17,270 22,500 1.30
18,510 28,600 1.55
20,610 30,400 1.50
22,180 27,300 1.25
22,740 20,100 .20
26,470 36,000 1.35
46,980 64,900 1.40
86,990 53,300 .60
163,210 93,800 .60

The smaller counties have a substantially higher per capita cost and
part of this is due to the element of fixed cost for the office. The
general trend of per capita costs decreasing as the size of the county
increases is evident; however, the fluctuations of per capita costs are
considerable.

Treasurer:

The functions of the treasurex’'s office are not dependent upon size of

county; however, the vehicle registration function should increase in
relation to population.

TABLE 40

TREASURER CFFICE COST

County Salaries
Population Total Per Capita

9,280 $28,100 $3.05
9,360 27,000 2,90
13,330 36,400 2.75
17,270 41,400 2.40
18,510 35,360 1.90
20,610 33,300 1.60
22,180 51,600 2.30
22,740 43,700 1.90
26,470 64,000 2.40
46,980 88,500 1.90
86,930 138,500 1.60
163,210 277,700 1.70
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The per capita costs in three of the countiles appear to be out of line
with the trend established by the other counties.

Recorder:

The size of the Recorders' offices would indicate that fixed costs would
have more effect on per capita costs than would populaticn.

TABLE 41

RECORDER OFFICE COST

County Salaries
Population Total Per Capita
9,280 §15,600 $1.70
9,360 15,400 1.65
13,330 16,000 l.20
17,270 16,800 .95
18,510 16,000 .85
20,610 16,000 .80
22,180 16,700 .75
22,740 21,300 .95
26,470 21,300 .80
46,980 34,800 .75
86,990 42,200 -50

163,210 93,800 .55
The per capita costs for the three smallest counties show the effect .

of the fixed costs of the recorder's office. Qtherwise, the per
capita cost trend follows the normal pattern of decreasing in pro-
portion to population increase. The variances in this trend can be
accounted for by the fact that as volume increases beyond a certain
point, it is necessary to add one employee, which may increase the
salaries more than can be justified by the amount of increased work.

County Attorney:

The cost of salaries in the county attorneys' offices is basically

a fixed cost for the nine counties with less than 30,000 population.

In each of these counties the staff consisted of one part-time county
attorney and a small amount of clerical assistance. The total salary
costs for these nine counties ranged from $9,900 to $14,900. The popu-
lation of these counties ranged from 9,280 to 26,470, and the per capita
costs were fairly equal, except for the two smallest counties.

Salary costs in the three counties with more than 30,000 population were
substantially greater than the smaller counties. The per capita costs
in these counties were also greater than in most of the nine smaller
counties. This is an exception to the pattern being established in the
other county offices, where the per capita costs decrease as population
increases.
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Sheriff:

The salaries for the sheriffs' offices in the nine counties with under
30,000 population, ranged from $22,100 to $49,100. The range foxr the
three larger counties was from $104,400 to $252,700. The per capita
salaries for the twelve counties ranged from $1.45 to $3.00.

Population has a definite effect on the volume of work involved in the
sheriff's office; and the area of the county also has an effect on vel-
ume, because more area means more miles of roads tc be patrolled and
more miles involved in the serving of papers. The biggest factor
effecting the cost of the sheriff's office, however, is the decision

of the Board of Supervisors as to the amount of budget approved for

the sheriii's office.

The sheriff is the-chief law enforcement cfficer in the county; how-
ever, in the smaller counties the sheriff's budget is normally not
adequate to cover all of the activities which could come under the
broad functions of the office. The cost of salaries in the sheriff’'s
office is, therefore, a matter of judgement by the Board of Super-
visors. This judgement is based on the law enforcement needs of the
county considered in terms of available funds from the general fund
to be expended.

Clerk of Court:

With the functions of the office of the clerk of court invelving the
processing of court records and recording of legal documents, it
would seem reasonable that the costs would be related to the popula-
tion.

TABLE 42

CLERK OF COURT QOFFICE COST

County Salaries
Population Total Per Capita
9,280 § 13,900 $1.50
9,360 20,000 2.15
13,330 19,200 1.45
17,270 21,700 1.25
18,510 17,200 .95
20,610 23,000 1.10
22,180 27,000 1.20
22,740 20,500 .90
26,470 34,700 1.30
46,980 66,700 1.40
86,990 79,400 .90
163,210 111,900 .70
10%




The results of the comparison of salaries of the offices of the clerk
of court to population indicate a wide variance in per capita costs,
This is not in line with the schedule of fees received for services,
which is shown in a prior section of this report, It, therefore, ap-
pears that some of the offices are providing services with the use of
less tax receipts than cothers.

County Assessor:

The county assessor has one major responsibility, which is the assess-
ing of taxeble property.

TABLE 43

ASSESSOR OFFICE COST

County Salaries
Population Total Per Capita

9,280 $24,200 $2.60

9,360 20,600 2.20
13,330 32,900 2.45
17,270 38,300 2.20
18,510 31,600 1.70
20,610 32,000 1.55%
22,180 30,900 1.40
22,740 30,200 1.35
26,470 27,200 1.05
46,980 47,900 1.00
86,990 56,100 .65
163,210 76,500 .45

With two minor excepticns, the per capita cost of salaries decreases
correspondingly as population increases, The assessed valuation does
not increase in relation to population, therefore, it appears that
population is more meaningful for determination of assessor's costs,
than is the amount of wvaluation for the assessed property.

It was determined that total cost of salaries for all offices in the coun-
ties has a direct relationship to population; and the results of the com-
parisons of the individual coffices show that some offices follow the over-
all trend, while others have considerable fluctuations from the overall
trend. The county offices currently do not have information regarding
costs of other offices, This is an important type of statistical informa-
tion which it is intended that the recommended research organization would
collect, analyze and make available to all county offices.

This collection of data should include allocation of costs within each of-
fice as to the major functions performed in that office. For example, the
treasurers' offices should be able to report salaries as allocated to ve-
hicle registration functicns and other functions of the treasurers' offices.




Cost Benefit

A cost benefit ratio is the relationship between the benefits derived from
services and the cost of supplying those services. Cost efficiencies have
been analyzed in terms of office practices and work load, and levels of ser-
vice have been analyzed in terms of services performed in relation to popu-
lation. The most favorable cost benefit ratio that can be developed from
the information available is to relate the service provided with the revenues
generated.

The revenues generated by the offices under study direct attention to the
general fund. The general fund has two major sources of non-tax revenues.
These revenues consist of fees received for services rendered by the Auditor,
Treasurer, Recorder, Clerk of Court, and Sheriff, and interest on the Treas-
surer's investment of county funds.

General fund disbursements include salaries for the Supervisors, Auditor,
Treasurer, Recorder, County Attorney, and Sheriff, and all other general ex-
penses connected with courthouse operations, excluding Clerk of Court, Assess-
or, and County Engineer, whose salaries are paid from other funds. The cate-
gory of other expenses includes those county salaries paid from the general
fund which are not listed above. In counties under 30,000 population, this
amount represents custodial help and in the larger counties it will include

a variety of different services.

TABLE 44

GENERAL FUND RECEIPTS AND DISBURSEMENTS
FOR THE SELECTED STUDY COUNTIES

Receiptﬁ:
TAXES . - . v 4 o+ e h e e e e s $3,355,300 39%
FEES . . v v o« v « « ¢ o o o = o = 1,370,200 lew
Investment income . . . . . . . . . 973,800 12%
Other {(including transfers) . . . . 2,857,100 _33%
$8,556,400  100%
Disbursements:
Salaries . . ¢ ¢ v e v e ... o s $3,158,800 42%
Other (including transfers) . . . . 4,279,900 58%
$7,438,700 100%
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Fees and investment income amounted to earnings by the county offices
of $2,344,000, which reduced the cost of salaries and other general
fund expenses by 28%. Thus, 28% of the general fund expenses did not
have to be received in taxes from the taxpavers.

Tax Receipts:

The $3,355,300 of tax receipts was received from the counties as shown
in the following schedule, and compared with county populations.

TABLE 45

TAX RECEIPTS FOR SELECTED STUDY COUNTIES

County Salaries
Population Total Per Capita
9,280 $ 117,300 $12.60
9,360 85,200 9.20
13,330 123,300 9,20
17,270 183,300 10.60
18,510 137,000 7.40
20,610 142,900 6.90
22,180 98,500 4,40
22,740 186,000 8.20
26,470 230,900 8.70
46,980 290,000 6.20
86,990 506,500 5.80
163,210 1,353,700 7.70

Tax receipts per capita ranged from $4.40 to §12.60, and there was no
relationship to population. It was previously shown that tax receipts
had a relationship to assessed valuation, but not to population, and
that salaries had a relationship to population. Therefore, the tax-
payers in some counties are paying for a larger share of county costs,
through taxes, than the taxpayers in other counties.

Fees:

The fees of $1,370,200 were received from the sale of services by the
Auditor, Treasurer, Recorder, Clerk of Court, and Sheriff., These fees
are shown in the following table in comparison to county populations.

An average of the per capita fees received in the general fund of the
twelve counties amounted to $3.00. The individual counties ranged
from $2.90 to $3.30, which indicates the usage of these services to
be in direct relation to populaticn. This strengthens the previous
determination that population offered the most appropriate basis for
comparison of county receipts and disbursements.
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TABLE 46

FEES RECEIVED FOR SELECTED STUDY COUNTIES

County Fees
Population Total . Per Capita
9,280 $ 28,900 $3.10
9,360 30,100 3.20
13,330 43,700 3.30
17,270 56,000 3.20
18,510 56,700 3.10
20,610 60,100 3.00
22,180 68,500 3.10
22,740 68,600 3.00
26,470 79,100 3.00
46,980 146,100 3.10
86,9290 259,900 3.00
163,210 471,700 2.20

Investment Income:

The $973,800 of investment income was received by the treasurers by
placing part of the county general fund in interest-bearing accounts.
This investment income is shown in the following schedule in compari-
son to county populations.

TABLE 47

INVESTMENT INCOME BY SELECTED STUDY COUNTIES

County Investment Income
Population Total Per Capita
9,280 $ 34,500 $3.70
9,360 10,600 1.10
13,330 46,900 3.50
17,270 53,500 3.10
18,510 41,200 2.20
20,610 16,200 :1]
22,180 31,600 1.40
22,740 15,300 .70
26,470 42,000 1.60
56,980 30,500 .60
86,990 285,200 3.30
163,210 366,300 2.20

The range of interest received on jnvestments was from $.60 to $3.70.
The amount of interest depends upon the amount of funds available in
the county for investment, and the treasurer's decision as to the per-
centage which can be placed in interest-bearing accounts rather than
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erated.
the revenue or expenditure distribution.
provide an indicator of the relationships between counties: thus, a major
difference may be an indicator for improved operations or procedures.

non-interest bearing accounts.

The amount

interest-bearing accounts at December 31,

counties is as follows:

TABLE 48

of cash deposited in
1973, for each of the

CASH BALANCES BY SELECTED STUDY COUNTIES

Cash Balances

Total

$1,074,300
832,100
1,458,500
2,318,600
1,503,200
1,450,900
2,606,800
1,293,800
1,504, 300
3,523,300
5,248,000
9,670,700

Interest Bearing

Dollars

s 817,100
321,300
1,008,300
1,350,000
1,030,000
770,400
1,000,000
533,400
850,000
1,925,000
4,461,000
8,353,600

KN
76%
39%
69%
58%
69%
53%
38%
41%
57%
S4%
88%
86%

The percentage of cash accounts deposited in interest-bearing accounts
ranged from a low of 38% to a high of 88%.

had 50% more of its funds drawing interest than did the other.

This means that one county
Condi-

tions peculiar to each county must govern the respective investment

policies.
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The relationships illustrated in the tables provide an indicator of the
distribution of revenues angd dishursements on a per capita basis. The
services provided are specified in the Code of Iowa.
of a personal nature, thus making it difficult to quantify the services
for purposes of measuring the benefits received.
illustrates that the service has been performed based upon revenue gen-
The benefit received is illustrated on a per capita basis by

The selected sample counties

The services are

The measure selected
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111, TIMPROVED OPERATIONS

One of the objectives of the County Office Cost Efficiency Study was to de-
termine where improved operations could be made in county government. Dur-
ing the interviewing of county officials and collecting of data, the undex-
lying purpose of thjis study was to investigate all facets of administration,
policies and procedures which might lead to recommendations for better ways
to perform the functions of county government. The analysis of the data on
operations and suggested improvements within the present structure are de-
scribed as follows:

Procedures

Operating procedures for the offices throughout the courthouse are not docu-
mented, except in the case of the computer operations in the largest sample

county. Knowladge of office procedures comes through experience and on-the-
job training within the respective offices.

Basic procedures do not appear to have changed to any great degree over a
period of many years, although many new functions have been added, thus
increasing the levels of service provided by the county offices. Changes
in processing work have evolved, but, no concerted research through the
cooperation of all 99 counties has been initiated.

o Accounting Functions:

The processing of accounting work has evolved from manual, hand-written
systems to various levels of mechanization, depending upon the decisions
of the individual counties to use accounting machines, mini-computers
and full-scale computers. During this time, the basic accounting system
has not changed. The auditor still writes warrants and maintains ac-
counting records for these warrants., The treasurer still pays the war-
rants and maintains almost duplicate records to account for the warrants.

A standard accounting system is used in all ¢ounties and the annual audit
reportg are presented in a basically standard format: however, there are
encugh variances in reporting that it is difficult to make comparison of
certain types of transactions. Over the years, new funds have been added
to provide for the accounting of new county functions. There are now
approximately sixty different funds to be maintained for accounting pur-
poses.

It would appear that the total accounting system cculd be updated, with
the possible elimination of some of the fund accounts. This is something
that should be done as a joint effort by all counties.

o Recording Functions:

In most of the offices of the recoxder and clerk of court, the vaults and
other storage areas are bulging with the large, heavy books which have
accumulated since the opening of the courthouse.




The recording process has evolved from the hand-written documents to
typewritten documents as a result of the introduction of the type-
writer; and from the typewritten pages to copied pages as a result
of the availability of copying machines.

The exception to these procedures is the system in use in one of

the counties, which involves microfilming of the documents. The docu-
ments are filed in letter-size books in standardized open-shelf files.
The advantages of this system are the ease of handling, filing and
record utilization and the efficient coding and cross-referencing sys-
tem. Storage space is also greatly reduced.

Filing Functions:

There is a natural tendency in government to save everything that comes
into the office. This is evident in most courthouses, where space is a
constant problem and files are full of old decuments, which may or may
not have any continuing value. The Board of Supervisors has the au-
thority to approve the destruction of certain records after specified
time periods. Another answer to storage problems is microfilming of
old records which should be retained for long periods of time.

Only one instance was found, during this study, where a substantial ef-

fort was being made to either microfilm or destroy selected old records;
and even in this instance the job is tremendous due to the volume of old
records which exist in that courthouse.

The solution to the filing and storage problems is to develop a records
retention and destruction procedure. Any individual county can prepare
and use this procedure; however, it is an extra effort and the gquestion
arises as to who will be responsikle for working out the procedures.

Other Functions:

There are functions in almost every county office which could be updated
with revised procedures, Also, when one county develops a better sys-
tem, the information should be communicated among all counties,

Two examples of new procedures were reviewed with the auditor of one of
the counties in the study. He has developed a computerized system for
the issuance of dog licenses. This system was discussed in a prior sec-
tion of this report. This auditor ig also working on a revised system
for absentee voting. Wwhen the system is developed, legislative changes
may be needed to make it operable. This looks like another job for the
recommended research organization,

Personnel Policies

Personnel policies exist in all county offices and all county courthouses.
They may be written or verbal and they may be established for each office or
they may be standardized for all offices of county government., In the larger




larger counties, the policies are more formalized, while in the smaller
counties the information may be passed on verbally to new employees.

Regardless of the size of the county and the size of the offices, stand-
ardized, written personnel policies should be available to all officials
and employees. These need not be fancy and expensive documents, but, all
employees should be able to get a copy of the standardized rules which ap-
Ply to all personnel in county government. Assistance is available from
various governmental agencies. The three types of documents which should
constitute the total personnel policies are discussed in the following
paragraphs.

Q Personnel Manual:

Some of the items which should be included in the personnel manual
are as follows:

Courthouse hours Sick leave
Hiring procedures Leaves of absence
Termination procedures Jury duty
Work week Military service
Lunch peried Fringe benefits
Coffee breaks Retirement
Vacation Time off for funerals
Holidays

o Job Descriptions:

Written job descriptions should be maintained for all officals and
employees in county government.

o Salary aAdministration Plans:

A complete salary administration plan should be in force to cover all
officials and employees of county government. This plan would include
salaries for all elected officials and would include pay scales for all
county employees.

Administration

Any oxganization needs a centralized administration:; the Board of Supervisors
constitute the centralized administration in county government.

Each of the elected officials is granted authorities and responsibilities

by the statutes. Each elected official has statutory authority to adminis-
ter the office and carry out the responsibilities of the position. However,
in interviewing the elected officials in the twelve counties, there appeared
to be considerable differences of opinion as to certain functions, particu-
larly those of the Board of Supervisors. The opinions varied as to the
amount of control which the Board of Supervisors has over personnel in the
offices of other elected ocfficials. It was usually agreed that at least
indirect control was available to the supervisors, through the authority to
approve all county budgets.
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If county government is to continue its present level of service to the
public and maintain cost efficiencies in its operation, so that county
officials and employees can enjoy adequate compensation, there must be

a central administration to give the organization a sense of direction.
The Board of Superviseors is the body which should have the necessary au-
thority to be the centralized administration. The Supervisors must also
accept the responsibilities, which are inherent with the authority, and
truly be administrators. The many and varied duties of the supervisors
will continue and the positions should continue to be something less than
full-time jobs. Therefore, in order to fulfill these responsibilities,
the supervisors must be willing to delegate gome responsibilities.

o Secondary Road System:

Tradition, over many years, has carried forward the idea that super-
visors are supposed to directly supervise the rcad crews. The de-
gree of personal participation at the level of maintenance crews
varies among counties, and is more prevalent in the smaller counties.
The interviews conducted during the course of this study revealed
widespread differences of opinion among the supervisors. Several
supervisors had strong opinions that their chief responsibility was
to look after the roads. In other counties, the supervisors assumed
their full responsibility for the roads system, but delegated the
operations to the County Engineer.

If the supervisors are to fulfill their roles as the administrators
of county government, and be less than full-time officials, they must
delegate the roads responsibjlities te the County Engineer. The con-
clusions from this study are that the supervisors should assume a
heavier role in the overall administration of county government and
delegate the roads responsibilities to the County Engineer.

o County Pexrsonnel:

The supervisors, in their role of providing central administration,
should have clear cut authority to hire all county persconnel, estab-
lish salaries for all personnel and approve all salary increases for
county officials and employees. The hiring process would continue to
follow the present process whereby the officials make recommendations
for both hiring and salary setting of their respective employees, but
the final authority would rest with the supervisors.

The supervisors should provide the county employees with a personnel
manual of policies and procedures; provide for job descriptions for
all officials and employees; and provide detailed salary administra-
tion plans to cover all officials and employees.

o Research QOrganization

Improved operations, through improved procedures, improved personnel
practices, and improved administration, are the responsibility of the
Board of Supervisors and all county officials. To accomplish these
improvements on a standardized basis will require a unified effort by
all ninety-nine counties.
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TV. ORGANTZATION CHANGES

County governments provide more levels of service than eveyr before. The basic
structure has not changed as new levels of service have been added to the
various office functions.

The attention, in this study, was focused on functions, rather than on or-
ganizational units of the various offices. This was accomplished by listing
the detail duties of each office; then, listing those duties which were of
like kind or which involved more than one office to complete the work flow
of the total responsibility. From the analysis of these listings of duties
decisions were then made as to what duties should be transferred to other
offices in order to end up with mapagement by functions, rather than ac-
cording to arbitrary lines on the organization chart. The recommendations
involving realignment of duties alsc accomplishes the goal of more equal
responsibilities within each of the presently structured offices,.

Functions:

The functions, which are of like kind or involve more than one of the struc-
tured cffices, were classified as administrative, accounting, tax, service,
and recording. Offices involved in one or more of these functions include

the Board of Supervisors, Auditor, Treasurer, Recorder, Clerk of Court and
Assessor. The responsibilities for the administrative, accounting, tax,
service, and recording functions are illustrated in Table 49, Responsibility
by Function, County Officials. These functions are not all inclusive of the .
offices listed, but, are only those functions which involve more than one
office in the total performance of the function.

o) Board of Supervisors:

The chart of administrative functions represents the major functions of
the Board of Supervisors dealing with administration in the courthouse.
The auditor acts as c¢clerk to the Board of Supervisors, therefore the
duties pertaining to supervisors' recordkeeping are assigned to the au-
ditor. The auditor is also responsible for Adrainage district records and
the processing of drainage district work requests.

It is recommended that the Board of Supervisors assume all of these listed
responsibilities, except the auditor should retain the duties pertaining
to the drainage districts. These duties are of a secretarial nature and
there appears to be no valid reason as to why they were given to the au-
ditor rather than some other office. The auditor has a greater number of
duties than any other county official; and this transfer of secretarial
duties will place the responsibilities with the board, while relieving

the auditor of some time consuming Jjobs.

o County Administratorx

The recommendations place more administrative responsibilities on the
supervisors. The supervisors are part-time employees and have a vast
number of responsibilities; therefore, they need some administrative
assistance. It is, therefore, recommended that a new position be
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¢reated. This new position is County Administrator or Secretary and
shall report directly to the Board of Supervisors.

The person shall maintain an office for the Board of Supervisors so
the public will have access to the supervisors or the administrator
during the same hours as other courthouse offices are open to the
public.

The person will assume such duties as are delegated by the Board of
Supervisors. In those counties with employees now reporting to the
Board of Supervisors, such employees will be under the supervision
of the Administrator. The Administrator will work closely with
elected officials, on behalf of the supervisors and as directed by
the supervisors.

If the smaller counties cannot justify this new position of County Ad-
ministrator within their budgets, then the Board of Supervisors will not
fill this pesition, but, could employ a secretary to the Board of Super-
visors. The secretary will maintain an office during regular courthouse
hours in the name of the supervisors and will maintain the records which
were formerly the responsibility of the auditor. The alternative is also
available to retain the existing method of operation where the auditor
assumes these responsibilities.

Treasurer:

In addition to the normal duties of Treasurer, this office also has
the responsibilities for motor vehicle registrations. It is recom-
mended that the service functions now performed by other county of-~
ficials be transferred to the Office of the Treasurer. The only ex-
ceptions would be that the Recorder would continue to sell revenue
stamps and the Clerk of Court would continue to collect traffic fines.

There are three purposes being served by this recommendaticn. First,
this will place the types of function dealing with collection of money
in one location. Second, it will reduce the number of offices handling
cash and reduce the book work for those cash accounts. Third, this is
in accordance with the overall purpose of equalizing the volumes of
duties in the offices.

Recorder - Clerk of Court:

It is recommended that in counties of under 30,000 population, the office
of Recorder and Clerk of Court should be combined. One person would be
elected to be the Recorder-Clerk of Court. 1In these smeller counties, the
Recorder's office is relatively small: there is a similarity in the duties
of these two offices; and this combination will then more egualize the
duties of the offices of Auditor, Treasurer and Recorder-Clerk of Court.

The largest of the counties can justify separate offices for Recorder and
Clerk of the Court:; however, all counties over 30,000 population should
have the option of having both positions.




o County Assessor:

The job of Assessor is different from any other job in the courthouse.
The duties are specifically related to the assessing of property and the
job is appointive.

The job is similar to that of City Assessor, a job which exists in the
larger cities. It is recommended that the County Assessor be responsi-
ble for the assessing of all property within the county, regardless of
the size of any cities which may exist in the county, This would then
combine the County Assessor's job with any existing City Assessor's job.
In this specialized area of work there appears to be no valid justifica-
tion for having two offices for separate jurisdictions.

The organizational changes proposed are suggested to improve the efficiency

of county government; thus, attempting to decrease the expenditures for per-
sonnel, improve work flow, and provide improved service to the populatien.
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TABLE 49, RESPONSIBILITY BY FUNCTICH, COUNTY OFFICIALS

Adninistrative Functions:

Attend supervisor meetings .

Maintain minute book . . . .

Maintain highway records . .

Maintain bridge book . . . .

Maintain warrant book . . .

Maintain claim reqgister . .,

Maintain courthouse . . . . .
Allot space to county offxcials
Provide supplies to officials ., .
Approve hiring of county employees .
Approve salaries for county employees
Set bonds for officials . . . . . .
Establish employee working conditions
Establish personnel policies . . .
Establish fringe benefits . . . .
Serve as drainage boards . ., . . .
Maintain drainage district records
Process drainage work requests .
Supervise county engineer . . .

Accounting Punctions:
Budgets
Prepare county budget . . . . . . . .
Approve county budyet . . . . ..
Prepare list of annual apprapriations
Prepare report “"Expenditures vs. Budget
Warrants
Audit claims against county . .
Approve claims agqainst county .
Write warrants . . . . . . . . .
Maintain accounting for warrants
Pay warrants . . . . + + + 4+ 4
Payroll

Compute payroll amounts . . . . .,
Write payroll warrants . . . . . .
Maintain payroll records . . . . .
Prepare payroll withholding repoxta
Other

Record recelpts and disbursements by
Maintain accounting racords by funds . . .
Do accounting for revenue sharing funds
Do acoounting for drainage districts .
Prepare annual financial statements . .
Collect all county funds . . . . + + +
Invast county funds , . . . .
Maintain records of lnve-unnu by f\mds

Supervisorsy Auditor Treasurar Recorder

Claerk of Court

Assegsor

E I I
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Sheriff




61T

Tax Functions:

Maintain rcal estate ownership records
pPrepare listing of taxable real estate

Assess value of property . . . .

Accept application for tax credit

petermine non-taxable property .
Compute taxable valuation . . .
calculate tax credits . . . . .
Conpute mileage rates . . . . .
Tevy EAXES . . . 4+ 4+ + . 4 o0 e s
Collect taxes . . . « « o « & .
Apportion tax receipts to county
Apportion tax receipts to othersg
Conduct annual tax sale . ., . .
Act as clerk of tax sale . . . .

Service Fuhctions:

Register cars . . . + .+ . . 0 .
Register trucks . . . . + + +
Regigter motorcycles . . . . . .
Register mobile homes . . . . .
Register trailers . . . . . . .
Txansfer vehicle ownership . . .
collect use tax on vehicles . .
Issue dog licenses . . . . . . .
Register boats . . . + .« . & + .
Regigter snowbobiles . . . . . .
Sell revenue stamps . - . . . .
Issue fishing licenses . . . . .
Issue hunting licenses . . . . .
Issue deer licenses . . . . . .
Issue wild turkey licensea . . .
issue waterfowl stamps . . . . .
Issue trout stamps . . . . . . .
1ssue trapping licenses . . . .
I1ssue marriage licenses . . . .
¢collect non-court traffic fines

Approve concealed weapon permits
1ssue concealed weapon permits .
Issue permitg for explosives . .
Approve rural cigarette permits

Issue rural cigarette permits .
Approve rural beer permits . . .
135ue rural beer permits . . . .
Recomnmend rural liquor licenses

Issue rural ligquor licenses . .

Recording Functiong:
Record deeds . . . . « . 4 4 . .
Record mMOXtgages . . o« . . . . .

Record rcal astate contracts . .
Record financing statenents . .
Record DIrths « « « « 4 + & & »
Record deaths . . . - . . . . .
Record nuercus other document

. o+

+

-

X
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X
X
X
X
X
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o permitiing the poseaage of traflic on a high
way, radlroad, or airport, or if the fajlure to
fmmediately remove such body might endanger
life, safety, or health. 1y shalt be unlawiul for
any person to move, disturh, or conceal o hody
in violation of thig chapler or chapter TI10A.
[C71.8339.9]

33910 Report in evidence. Roports of inves-
tigations made by the state medical examiner
or his designee or by a county medical ox-
amincr or his designee, and the records andd
reports of autopsies muade as provided in this
chapter or chapter TI9A, shall be received as
evidence in any court or other procecdinags,
except that statements by withesses or other
persons ancd conclucions on extrancous matters
inchuded within the report are not hereby made
admissible. The perzon preparina a report
or record given In evidence hereunder may he
subpocnacd as a witness in any civil or crim-
inal case by any party to the cause. Copies
of records, photographs, Iahoratory findinas,
ane records in the office of the state moedical
examiner or any medical exathiner, when duly
attosied 10 by the state medical examiner or
one of hiz staff, or the medical examiner in
whose office the same are, shall be received
as evidence in any court or other preceedinegs
for any purpose for which the original coull
he received without proof of the offigial chor-
acter of the person whose name is signed
thereto. [C31LE5100-192, 199 HNO.£8400- 102, 109,
C72.68336-358, 365; €97.8520: ¢~13}>?.0, C21, 27,
31, 35, 39585205, hn6, €16, 1, D3,35330.8,
839.9; C62, 65.§339.9; C71,1339.: 0]

230,11 Property or moncy ou person. If
there is no person entitled by law to any prop-
erty or moncy found on a deceased person. it
shall he deposited with the clerk of the district
court to by held until dizposcd of according ta
law, 1C97,£§332, 533; C24, 27, 31, 25, 39,85216;
C4G, 50, 51, 55,§339.20; €82, 60, 71.§33011)

31012 Body delivered., After an investigo-
tion hag heen completed, including an antopsy
if one is made, the body shall be (iclwcrc" H
the relatives or fricnds of the deceased parson
for burial. No modical exomingcr shall use
influenes in favor of any particular funcral
director. 1§ no persen ¢iaims a body. it «hall
be dispnscd of as providerd in chapter 142, 1CH1,
§200; RON§11Q; C73.8066; CH7,8527, C21. 27, 31,035,
3085015, Cig, 60, .:1 08.8230.19; €62, 65.5339.10;
C71,8259.121)

33913 When unbiwfal to embalm. 1t chial)
be unlawfu?! to embiitnr a body when the on

COUNTY MEDICAL EXAMINER, £339.11

balmer has any reasen te believe death oc-
curr¢d in a manner speelficd in section
339.6. or when there is evidence suflicient
o arouse suspicion of crime in connection
with the cause of death of the deccaxed. or
where it is the duty of a medical examiner
to view the body and investimate the death
of the decensed persen, until e perrvssion
of a countv medical examiner has been ob-
tafned. Whenever feasible, the body shall he
releastd to the funeral dirceior for embalming
within twentv-four hours of death

It shall be unlawful to cremate, bury, or
send out of the state the hody of a deceased
person when death occuired in a mauner speci-
ficd in =cetion 339.6, until o4 medical oxamingr
shall certify in writing that he has viewed the
body and has made personal inquiry into the
cauge and manner of death and that all neces.
sary autopsy or postmoriem examinations have
been compleoted.

A fex as set by the bhoard of sunervisors
shall be paid the county medical examiner for
an oexaminption certifieate by the pers<on mak.
ing applicatien therefer, and a copy of such
certificate shall he promptly filed by Lh" moedi-
cal examiner in hig o!fies. The certificate of
the county medical examiner shall not he re-
quired in cises of stillborn infauts 1f a phy-
sician was present at the stillbirth and the
cauxe of stillhivth, as certified by the phyvsician
according to the provisions of chapter 144, is
not such as to require an investigation by a
madical examinger.

Any person violating any of the provisiong
of this =ection shail be deemed guilty of a mis
demteanor and, upen conviction the:eof, shall
he fined net move than ora thopsand dollars
or imprisoned in the county jail not muove
thiath one yeur, or by bo'h such fine and 1m-
prisgament. [C62, 66,§730.12; C71,8339.13]

319.14  Sudden, vielenf or suspiclousx dealh.
In nny case of sudden. violent. or suspicicus
death after which the body is buricd without
any investigation or autopsy, the county meds
ical exomines shall, upon being advised of suen
facts, nolify the county attoiney, The county
attorney shall thercupon apply for a court
order requiring the body 1o be exbumed. in
aeccordance with chapter 141 Upoen reccipt of
the court order, an autonsy <hall he petrfornyd
by a medical examiner or hy a priholoazist
designated by hiin and the faets disclosed hy
such autopsy  communicated to the court
ordering the dizinterpynt for sueh aetion as
may he proper. [C62, (630007, CI1E839 14

CHAPTER 340
COMPENSATION OF COUNTY OVFICERS, DEPUTIES AND CLERNS

Peferred to In §332.21

3101 Compensation of auditer, trensurer, 1o
cardar anid clerk,

2402 Additional compensatlon in certain cou
ties.

3103 Salary sehedule sel by suapervizors an-
Mty
Tl Deputie: geapenantion,

2405 Resident tax collectors in cerfyin eitie..




B0 COMEPENSATION OF COULNTY OFFICERS 1ot .

R [+ T PR N

led by G A ch 297 81 JHLLG o Bth Repeated by 52000, e 137,821

AT shonli, ch 187.%5,

{08 Doy sherii, Ja o Salriese general fund,

2108 Couny altorney. 34017 Exeeption,

31D Assistant county attorney. J10.18 Nual county <eats,

311 Bepenled by G1GA, ¢h 307,88, 31019 Repeaslad by S8GA, ¢h 205,316,
340.12 County ofliceis dividing salaries, :

310,17 Compensation of auditor, treasuvet, TANAURLE VALUATION OF COUNTY SALARY "B™
recorder and elevk, e annual compensation 100,003,001 to 125,000,000 5450
of the caumnty atditor, couniy edsurer, eounty 125,000,00] to 150,000,000 5,600
recorder, and clerk of the disirict couit shall 100001001 1o 175000000 5,700
be comgnnted from the follawang table: 173,000,001 to 200,000,000 5,500
\OT LT A1 FTTA e cve gop 2000600001 1o 223000060 5,900
POTLLATION OF COUNTY SALAGY “A 223000001 10 230,000,000 6.050

0w 5060 $2.475 200,000 00) to  275.000,000 6,200
5601 10 6,000 5025 2I5000.001 1o 392.000,000 6,500
o0) to - 5.000 3,075 A00000.00) 1o 1525.000.000 6750
7001 o B.OVO 3,125 325000001 o 330,000,000 7.000
.40t 10 9,000 2175 350,000,00] 10 375.000.000 7,250
D01t 10,000 3,023 35,000,008 to 100,000,000 7,500
10.001 1o 12,509 2.£30 00,600,001 1o 123,000,000 7730
12500 22 15,000 3,300 225,000,001 10 450,000,060 8.000
15,061 Lo 17,200 3,350 120,000,001 10 475,000.000 8,250
17.501 10 20000 3o1e0 175000000 o Z00.000,000 §.500
20501 to 25,000 3,150 300,600,001 to 525,000,000 8,750
2,001 to 50,000 5.000 525,000,001 to 530.000,000 9.000
SUANT 1o 35,009 3.5 £50.000,00F 10 575,000,000 9,250
33,000 1o 16.600 3,600 H75.000,001 to  GeH.000,000 9,500
oy o Lo 61 60,000,001 10 6:25,000.060 9,750
45,031 1 D000 VAN P P e
30001 13 £0.000 3)5‘1\:}0 622,060,000 10 GO0,089,080 10,000 .
60001 o TOOG0 29550 The annuid componsation shal) he the sums

N T0.001 ¢y S000 OG0 of the =alary in colinnn “A” based en popula
SN.031 to 00000 4,20 tion, when udded to the satary shown in col
90,031 1o 1C0.500 300 umn “I¥" based on taxable valuation less the
100001 1o 125,000 4,450 vahuition of moneys and credits, [CO1,3%211,
123.060]1 o 156600 4,600 213 IG0.$§422, 425 CT3,8837R4, 3792, 3743,
150,001 (o 175,000 4,700 3 COT.83297, 170, 490, 195, 513.8297; K81,
175,001 w0 200.600 a0 §§478, 490, 0., 05 C24, 2%, 31, 35, 20,§§5220,
200,091 to 223000 4,900 5222, 5234, 5230; 46, 50, 54, 58, 62,§§340.1, 303,
225.001 1o 250.000 - 5,050 310.5, 240.11; CGG, 71,§310.1)
250001 Lo 233000 5,200 See §444.2
275,001 ond over 500

310.2  Additional compensation in  certain
TAXARLE VALUATION OF CUOUNTY SALATY B countivs. In countic s having a population of
8§ B0006GH0 ta S 10,006,000 forty thousind or over in which there is 2
10,000, 1o citv of filteen thovsand or more population, of
12,00050] 1o any form of jover ont, the board of super-
11,000,051 o vitors sy allew adiitional compenzation 10
16000001 10 the eouniy treasucer not to exceed nfty dotlars
150004601 o per s for coel five thousand population

: of smch cines n eseess of fifteen thousand,

IOOBGO3 T

HY) Wi anch county has o ciftv with o popula
to ta o sevenlyine 1housand or o over, ibe
i supervis=n o shalp atiow  additional
1Y gt oan eonnt not less than
0 S detlar - ar gnore thon Aty doliass
Lo e thos e poralation ol sl
) ¢ s~ in T eniye e tiousandl pros
(N i 1 1m0 case <hnil wach al
1 woreced 4 Bndy e ds e

B ool sapervisors may  allow an
i ol Dive in odoilars comsnsatiog
i iy cornly ousditar, cotitty Irca e, .
o ccovder, ol hoef e dierriel ety
e o, oty xhernt i cowtlies having two




plaees aiw hi(.h the Jistrict court s held, [C31,
£211; 103422 CT3.857403; €07,§100; §515,§38120,

Bagea; C2, 2:, 31, 3o, 3 g5222, Ci6, 50, 34, o8,
().’ ‘{JIUJ Cot, (1,33.0.2)

3103 Sabwy schedule set by supervisors
annually. lu December of each year, the board
of supervisors shall, by resolution, compute
the salaries of all county eiticers whose salk-
aries are based on population or taxable valu-
ation ol the county, o both, for the ensuing
year. bn no caze shall the salary be less than
salaries establisiied in Decembar, 1963 The
lotest cwrrent report of the bureau of census,
United States department of commeree and
the valuation certitied by the department of
revenue shail b2 used. In any year in which
the compensation is changed by a change in
the law the said comypautaiion ehall also be
made in the month the Jaw becomes ¢ffective
for the salaries jaid for the remainder of said
yeur from the cifective date of the new law. If
a vacancy occurs in ary otheg, the person who
is appomied or elected to {ill the unexpired
terin in the atfice vacated, shall receive the
same salary as the person vacating the oflice,
[CG6, 7),83703; GIGA, ch 198,81)

3404 Deputies compensation. The first and
second depubies and the deputy in charge of
the mwotor vehicle regisiration and title de-
parunent, may be paid an amount not 1o ex-
ceed cighty pereent of the amount of the
annual salery of his or her principal. In
counties where mogce than two deputies are
reguired, deputics in excess of Lwo may be
paid an amount 1ot o eneeld seventy-five per
cent of the annual salary of his or her prin.
cipal. Upon certification 10 the board of super-
vizors Ly the elected official concerned, the
amount of the anpual galury for eaech depuly
as above provided, the board of supervisors
shall certify to the county auditor of any such
county the sunual salary certified by the
clected ofMicials, but in no event shall sud
board of supervisors be required to cortify to
the auditor of any such county a2t amount in
excesy of the amounts autherized above. The
board of supcrvicors shall fix all compensation
for extra help and olorks [COLENT; RGD.EGIR,

7 T 481, 191, «1‘)(; 513.8195;
7, 31, 2509,
gan22y, nugy, e s ot CHGE ‘*'3102, NEIES ‘IIG.G,
31012, CL0, S5, 0%, 623

3105 Resident tax eollectors In certitin
cities. Tnoany couniy in wiich there eXisis 4
city, pot the counly seat, having a population
of six thousand o1 over, the reasdrer may
appoint o resikdent depiity coileetor of taxes
for sueh ¢ity and vicinity nrder bondg as ro-
vided Ffor other deputies, dint i compens: ui(m
shisl be the g0 M veteentaen of the (Ifd\‘i!"l 3
salary o~ the eluet u'pu o seconsd depnary
In sush mvm\ Such resident deputy eolicior
shall mamiain an oflies fn suel ity tor o
perod ef ¢ p'- oXinutely five wet K& cach sping
and fadl, suel perinds (o ternninate on Aol
and Otatbey ! wpeelively (;!' 2 om0 theroes

aftor as po- - 'J‘i'.c rogsttrer I such Case

GS15 85K S 491 €24,

.;10,2, (,!JG, 11,Q V0.1

COMPENSATION OF COUNTY OFFICENS, $3108

shuall ywrepare the necessary hooks and records
for such doput) cich year, and the board of
supcervisors is authorized to allow payment of
incidental expenzes pertaining to the opery-
tions of such oflice, not to exceed une hundred
dollars per year. [C51,§417; RE0SGIN: C73,§771;
CO7,§829S, 481, 451, 490; 8513.5106; S8515,8§298,
208.a, 181, 491; C"I, 27, 31, 35, 30,3852, 523,
5225, 3331 C46,§8310.2, 3l0.l, J1O.6. 310.12; Co0,
51, 5%, 62,§310.2; CGG, 71,§310.5)

340.6 Repealed by 62 GA, ch 29781,

340.7 Sherift, Each sheriff shall reccive for
his annual salary in counties having a popula.
tion of:

1. Less than tcn thousand, ecight thousand
dollars.

2. Ten thousand and less than twenty thou-
sand, eight thousand five hundred dollars.

3, Twenty thousand and less than thirty
thousand, nine thousand dotlars.

4. Thirty theusand and less than forty thou.
sand, nine thousand five hundred doliars.

5. Forty thousand and less than fifty thou-
sand, ten thousand doliars.

6. Fifty thousznd anc less than sixty thou-
sand, ten thousand five hundred dollurs.

7. Sixty thousand and less than seventy-five
thonsand, eleven thousand dollars,

8. Seventy-five thousand and less than one
hundred thousand, eleven thousand five hun.
dred dollars.

8. One hundred thousand and less than one
hundred fifty thousand, twelve thousand dol-
lars.

10. One hundred fifty thousand and less than
two hundred thousand, fourteen thousand dol-
Iars.

11. Two hundred thousand and leszs than
three hundred thousand, fifteen thousand dol-
lars.

12, In counties of three hundred thousand
or more, sixteen thousand dollars.

13. In counties where the sheriff is nol fur-
nished a residence by the county. zn addditional
sum of scven hinvired and fifty dcilars per
annum in adidition to the foregoing schedule.
The foregoing additionnl aliowance for resi-
derree shall not be considered as szalory in
computing the salary of deputies as provided
in section 3308, (CM.E2536: DA0Si 15 C73,
$EATRS, NTED; CUTELND, 5515,685100..0; Ci4, 2
31, 35, 305226, Cib, 40, o1, 85, 62, 66, 71,5210.7)

3108 Deputy sheriff, Bach deputy sherid
sh O receive as his annpual sadars as follaes:
The firet deputy sherlff, and the cseonud,
:<uc-h dipmty 5 a second depuiy sherdl isoree
quircd, =hall recene an oannush aaliary of net
'nm oothan cighty five pereent of the amonnt
£ the salary of the sherlfl, as fixed by the
board ef =upervisnres,
20 Al other deputy Rherfls 5iall rervive an
impual salary as fixed by the heard of saper
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Visgts, butl not to eveced the salavies of the
first or second deputios,

Aodn any county where disriet comntods
heid in two places, for any deputy sther than
the chicf deputy in charge of the ofice where
such court ks held outside the county seat,
soventy five pereent of the omount of the
sialury of the sheriff hut not to exceed three
thousand dollara,

In counties over two hundred fifty thou-
sund population where more than two deputices
are required, said deputies may be paid an
amount not to cxceed seventy-five percent of
the annual salary of his or hor principal.
Upon certification o the heard of supervisors
by the clected official concerned, the amount
of the annual salary for cach depuly as above
provided, the board of supervizors may certi.
fy to the county auditor of any such coumty
the annual salary certified hy the elected oib-
cials, but in no event shall said board of super-
vigors be reguired to cortify to the auditor of
any such county an amount in excess of the
amounts auihorized above. The board of su.
pervizsors shall fix all compensation for extya
help and clarks. [C51,§417; RGG,8648; CI3.E771;
Co7.8510: SS13.8510h; C24, 27, 31, 35, 3085227,
C46, 50, 94, 58, G2, 66, 71,§340.8; 64G A, ¢ch 195,531

Referred to in §340.7

320.% County attorney. ach county attor-

ney shall receive as his annual salary in coun-
ties having a population of:

1. Less than ten thousand population, scven

thousand Jodlars,

2. Ten thousand and Jeas than fiftecn thou-
sand population, seventy-five hundred dolluss,

3. Fifteen thonzand and less than twenly
thousand popuiation, elght thousand dollars,

4. Twenly thousand and Jess than twenty-
five thousand population, eight thousand five
hundred doilars.

5. Twenty-five thousand and less than thirty
thousand population, nine thousand dollars.

6. Thirty theu=and aud less than thiriy.five
thousand population, nine thousand five hun-
drad dollars.

7. Thiriy-five thousand and less than filty
thousand population, en thousand fhive hun-
dred dollars,

S ifty thousend and Jess than seventy-five
thou=und pupulation, ¢leven thouzand doliars,

9. Seventy-five thowsund and Jess thais one
hundred thousand pepalsting, tweblve thoueand
dollars.

s hundirean thounand o miare, on atitteal

Blivhodl by (e (onnty board ol sae

DUt oS, 1t §n po coxe xhal] his

annual salary bhe less Uinn thye annoal <oty
ealantiched in Docember, 10908 Fhe board

accept ondd o utdice privete nanie or fed

1
H sl
fuads, or boelth far the junpoe of yine the
sabary of the county Glteraey end B oanad
anis.

Thye annus] salirie . as e cded Derein 2hoail
be the fudl aod ouly compaacaiion o thoe

(5t

tutics performed in the otliee of the county
attorney, and al! fees and commiasions which
ey be Lewfully taxed in favor of the county
attorney shalb if and when taxed an:d collected
be paid by the county attorney to the county
for the benefit of the court expense fund,

In counties where district eourt is held in
two places, the countly attorney may receive
an additioral sum of five hundred dollars,

The county attorney shall alse reecive his
necessary and actual expenses incurred in
attending upon hiz oflicial duties other than
his residence and the county seat, which shall
be aundited and allowed by the board of super-
visors of the county.

‘The board of supervisors of any county nmay
pay or supplement the salaries of the county
allorney and the assistant county attorneys
from federal funds notwithstanding the salary
limitations set forth in this section and soc
tion 310.10. [C51,8169; RE0,§3380. 381; C73,83775;
C97,8308; $S15,8308; C24. 27, 31, 35, 39.§5%28;
Ci6, 50, 34, 58, 62, 66, T1,§310.9; 61G A, ch 148,
§32, 4]

310.10  Assistant county attorney. Where an
assistant county allorney is appointed he shall
receive 1s compensaticn:

1. For the first assiatant county attorney, not
more than eighty-five percent of the amount
of the salary of the counly attorney.

2. For additional assistant county atterneys,
not to exceed eighty percent of the amount of
the salary of the ¢county atiorney, as fixed by
the Loard of supervisors, [(Ci7.§303; $i3,§303-a;
C24, 27, 31, 33, 39,8522, C16, 50, 51, 58, G2, 66, 71,
§310.10; GIGA, ch 99.§11

Roferied to in 3409

34011 Repealed hy 6] GA. ¢h 07,88 See
§3.10.1.

3012 County oflicers dividing salaies. The
principe] elected official of any eounty office
and s {irst depuiy or first assistunt, in coun-
tes having two courthouses, may enfer into o
written sgreement for a division of the salaries
to be paid, No such division shall allow pay-
ment o the oflicial and his first deputy or
assistant which Is greater than the suin of the
two salaries authorized under this chapler,
Upon certificution to the board of supervizors
by the elecicd oflicials concerned, the hoard
shall ¢ceriify fo the county guditor the annus!
sdaries certiied by the clocted ofliciats, 1C71,
20,121

2 o 3G Nepealed by
PITL 00, oy INT R See ¥2T0000
21006 NSahivies—oenered Tl The splarics
inedd by thee Joregobngn secviong of (his chopter
Ve nalidh out of e srenerad fun-d ol the
inty s POAT SN SN NN O @Y, o,
LENAD V0D LA D) N 6T LE TLERG TGS

’

e a® e g

31087 BException, The salaries fixed for e
cleric of the distmet court and hic depatie.
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muay be pand from the court expense lund.
(27, 31, AL 872050, Cro55285.0; Cs, 50, 31 05,
566, TLEL01T)

Cottrt espenee fund, {14400

SHLIE Dual county scads. 1ln any county
having two county scats and where the dis.
trict cowrt is held in two places, the first dep
uty county auditor, county trcasurer, county
clerk atd county recorder shall receive not

more than seventyfive percent of the amount
of the salury of his prineipal. Other deputics
shall receive between fifty percent and seve
enty-five pereent of the amount of the sularvies
of their principals as determined by the board
of suparvisors, [C24, 27, 31, 35, 39.85236; €6,
30, 3L 58, 62, 68, 71,§30.18)

219 epealed by 58GA, ch 258816,

CHAPTER 341
DEPUT'Y OFFICERS, ASSISTANTS, AND CLERKS

3111 Appointinent.

341.2 Certificate of appoinument.
341.3 Revocation of appsintment.
3114 Quuliticalions.

21015 Bond or liabilily policy.

3Lt Appeintent, Fach county auditor,
treasurer, recorder, sherifl, county attorney,
cierk of the district court, may, with the
approval of the bourd of supervisors, appoint
ane or more deputies or assistanis, respective-
ly, not hoiding a county office, for whose acts
he shall be responsible. The number of dep-
ulics, assistants, and cetks for each oflice
shall he determined by the bourd of super
vigors, and such number together with the
approval of each appointiment shall be by reso.
Jution made of record in tae procecdings of
such board., [C31381H1, 415 RGOE$6i2, 616G,
2069; C73,38766, 760, 1570; COT.§829%, 303 18},
491, H96G, 510, 2731 S13.3303-a; S515.§3208, 181,
191, 5tdh, 2731-h; C24, 27, 31, 33, 39.45238; C.l6,
50, i, 58, G2, 66, 7183111

Relfonod o in $602.34

Beputy aiate efticers, §27.)

211.2  Cevtificate of appointment. Wihen any
such appoiniment huas beenr approved hy the
board of supervisors, the oflicer making such
appointment shall izsue in writing a certificate
of such appoinuvent, and file the sine in the
oflice of the auditor where b shall bhe Kept,
1CH1,§111; 60,8612, 73,8706, CH7,5%295, 303, -i81,
491, 196, A0 SI13E5000.0, {96, S515,¥3208, 481,
4901, H1G-b; C2i 27, 31, 35, 30,8531, Cls, 50, o4,
58, G2, 66, 71,5111.2]

FIL3 Revoceatlon of appointuent. ANy et
tificate of appeintaxent may be resvoked an
Wing af any time by tite otlicer makimz e
appointinent, which revoeeation <hall be bl
and kent in the office of the auditor [CO0,
§H1; 10610 CTAETEL, COT.AR2% KT 0T a6,
B Ha B S T

R1L 8300 481, 00, Luahy 00, 27
R), D, S398a2t0, (Cla L0, L1 L% 620 6E T

EREEIA

3HLE Quabhentlons Faeh deputy shall e
e e
1

Doy the aposovad of thie

vearsired e prive o beerd dn iy s
fiaceeid v Lthe ooy
Bond  of  Ris merpe b withe sureties ta fee
approved by ruch oreer. Sudh hond whon

311.6 Powers and duties.

3117 Temporary assistance for counly attor-
ncy.

311.8 Tomporary assistance for county auditor.

311.9 Repealed by 55GA, ch 152,82,

approved shall be filed and kept in the oftice
of the auditor. Each deputy shall take the
same oath as his principal, which shall be
endorsed on the certificate of appointinent.
[C51.88411, 416, RGO,§§0642, G647, C73,88766, 770,
COT.83208, 48), 491, 496, 510. S13,849¢; SS15,
§8208%) 481, 401, 4956, 510-b; C24, 27, 31, 35, 39,
15581 C46, 50, 31, 5%, 62, 65, 71,§341.4)
Quth, appruianl of Lond, 563,10, 6419

3115 Dond  or liability policy. The bhond
of sheriffs’ deputies shall be either 2 bond
or liabtlity policy as may be required by the
sheritl with the approval of the hoard of super-
visors. [C31, 35.§5241.91; C39,§x2411; C46, 50,
34, 38, 62, GG, 71,8341.3]

-341.6  Powers and  daties. Jach  deputy,
assistant, and clerk shall perform such duties
as may be assigred to him or her by the officer
making the appointment, and during the ab-
schce ot disability of his principal, the deputy
or deputies shall perforn the duties of such
principal. [CH1L§H2, 1RGO,§613; CT73,§767; €97,
$8208, ISE, 19, 196, S13,§196; $815,85208, 481,
$91; C21, 27, 31, 35, 3985242, C16, 50, 54, 58, 62,
6, 71,8341.61

30T Femporary assistonce for county at.
twiney, ‘The county attorney may with the
approval of @ judge of the district court pro-
cure such assistints in the triad of n person
charged with felony as e shall deem neees:
wary aid for such assislunts upon presenting
to the board o1 supervisors o certiicatly of
st dHalriet judge hefore whoin suid cagse was
tried. cortiiving to the serviges rende ved, shall
e alowed worensonable compensation there
lav, to e inesd Dy Lk borand o cupervisors, bt
pothue in this ehapter shal! prevent the bourd
ol supercinors from o emploving sn atterney W0
S0l e coupty Bllerpey i any it oF pros
cocding anowhich the state or county s inter.
catedd, Uhe costpeisation alfowed ta any such
wesdstont s Ahnd) he paid oul of the court fund
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of the county. " [C97,5303; S18,8303-q0; 02127,
31, 85, 39,§5243; C46, 50, 54, 58, 62, 66, 71,5311..7]
Bee §34017%

3318 Tomporary nssistance for county audl

. tor. In casc no deputy shall be appointed, but -

on account of the.pressure of business in his

office the auditor {s compelled temporarily.to

~employ as.qisiarus. he shail file the bill for such

services with the board of supervisors at their
next regular meeting and- R shall moke a rea-
sonablc aliowance therefor. [C97.3481; SS15,

- §481; C24, 27, 31, 35, 89,55244; C46, 50, 54, 58, 62,

60, 71,§3418) - .
3115 Repealed by. 55GA, ch 152,82,

CHAPTER 342

COLLECTION AND ACCOUNTING OF FEES
Referred to fa §321.161 -

3421 Fees belong to county.
3422 Record of fees. -

3423 Quarterly reports and payments.

3421 Fees belong to coanty, Except as
otherwise provided, 21l fees and charges of
whatever kind collected for official service by
any county auditor, treasurer, recorder, sheriff,

clerk of the distriet ceurt, and their respective .

deputies or clerks, shall belong to the county.
{RG0,§431;, C73.43785;. C97,55299, 508; S13,§508;
S815.§8479-a, 400-a; C24, 27, 31, 35, 39,§5245; C48,
50, 54, 58, 62, 68, 71,§342.1)

3422 Record of fees. Each such officer shall

keep & record to be kniown as the “fee book” of-

the office to which it relates and shall be kept
in such office as a part of the permancnt
county records. It shall be ruled in appropri.
ate columns for the date, Kind of service, for
whom rendered, and the amount of fee col-
lected, and when the charge is for recording
an instrument, the names of the partics there-
to. Al snid itemsz shall be entered upon satd
- record at the time the service is rendered.

[C51,5212; R60,§423; C73,§3796: C97,53480, 49%;
513,8498; C24, 27, 81, 35, 39,38246; C48, 60, 54, 58,
62, 66, 71,§342.2)

3123 Quarterly reports and payments.
Each of such officers-shall make jtemized and
verified reports quarterly to the board of
supervisors showimg in detail the fees col-
lected during the preceding quarter. Each
stich officer shall quarterly pay into the county
treasury all fees collected during the preceding
quarter, take duplicate receipts therefor and
file one of such receipts in the office of the
auditor. Each such officer shall also enter .

" upon the fee book of his office the date and

amount of each payment into the county treas-
ury. {R00,5431; C73,5§378%, 3786; C07,5§209, 480,
492, 493, 508; S13,5§508, 550-¢; 8S15,5495; 24,
27, 3li 35, 39,§8247;, C46, 50, 54, 58, €2, @5, 71,

CHAPTER 343
GENERAL DUTIES OF COUNTY OFFICERS

3431 Officers to furnish information,
3432 Agent or attorney.

3433 Acting as ¢counsel.

348.4 Purchase of property.

343.5 Examinntion of accounts—expense,
3432.6 Violations.

343.7 Purchase of warrants.

343.8 Money for sectarian purposes.

3439 Violations,

343.10 Expenditures confined to receipts.
843.11 Exceptions.

343.12 Unallowable claims, )

34313 Mimure photographic copies of rec

. L)
343.14 Forms to state officers.

343.1 Officers to furnish information. It is
the duty of cach county officer, whenever
called upon hy the governor or elther house of
the gencral assembly, to communicate to the
governor or such house any infermation that
may be In his poasession as such olficer, and to
furnish any statisties ut his command, when
thus called upon. [CO7.§541, C24, 27, 31, 35, 39,
§5219; C6, 50, 51, 58, 62, 06, 71,8343.1)

Referred to Ly J343.8

3432 Agent or attorney. No county officer
shall appear as agent, attorney, or solicitor for
another, In any matter pending hefore the
board of rupervigors. [C73,§32G; C97,854%; C24,
27, 31, 35, 3985250 C46, 50, 54, 68, A2, €8, T3,
§313.2}

Iteferred o in §342.0

2133  Acting asx counsel, No sherif? or dep
uty sheriif shall appear in any court as attor-
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2 open to inspection by any peace oflicer or {o any authorized agent of
3 any permit granting authority.

Approved June 13, 1973.

CHAPTER 223
MOVEMENT OF CVERSIZE VEHICLES
H. F. 193

N ACT relating to the movement of vehicles and loads of excessive size und weight
under pe"mt. during daylight hours and holidays.

le It Enacted by the General Assembly of the State of Towa:

Seerion 1. Section three hundred twenty-one E point eleven
(321E.11), Crde 1973, is amended to read as follows:

321E.11 Duaylight movement only—holidays. Movements by per-
nit in accordance with this chapter shall be permitted only during
deytight the hours from sunrise to sunset unless it is established by
the issuing authorily that the movement can be better accomplished
at another period of time because of trafiie volume conditions,

Except as pxov;ded in seetion 821.457, no movement of et.t-ey-
dimensier yahialas by permit shall be permltted on Setuwadave Sun-
days, holidays, e¥ duys zreecding and fzlowing holidays ofter twelve
o'clock noon on Saturdu.;s, or after twelve o'clock noon on days vre-
ceding holidays and holiday weekends, or special events when abnor-
mally high traffic volumes can be expected. Such restrictions shall
not bz applicable to urban transit systems as defined in section
386C.1. For the purposes of this chanfer, holidays shall inglude New
Years Lay, Memorial Day, Indepenceice Day, Veterans Day, Labor
Day, Thanksgiving Day, and Christmas Day.

Approved June 13, 1973.

A Gt o H L0 = O =Y ) U W I

CHAPTER 224
COUNTY OFFICERS COMPENSATION
S. P ‘;:-11 '

<N ACT relating to the compensation of county officers arnd authorizing the establizh-
ment of group insurance, bealth, or medical service for county officers,

e It Enacted by the General Assembly of the State of lowa:

3 Secriol 1. Section three hundred thirty-one point twenty-two
T (331.22), Code 1973, is amended by adding the following new para-
3 grouh:

4 New PARAGEAPH. In addition to the annual salary provided for in
3 the schadule in this section, cach memboy of a board of supervisors
5 shal w\u\e as s ;’au compenantion & s equal Lo ten percent of Lhe
T slary towhich heis entiticd @3 of June u“ 1970, The additional com-
3 pensey on provided in this parepgraph zppiies to boarde of supervisurs
] ‘,-i“,:cthcr paid on a per diem busis or by rnnual snlury.
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Sec. 2. Section three hundred thirty-one point twenty-two
(831.22), unnumbered paragraphs two {2) and three {3), Code 1973,
are amended to read as follows:

These salaries shall be in full payment of all services reundered to
the county by said supervisors except statutory mileage while actually
engraged in the performance of official duties. Such milcage shall be
limited to the ogyregate of one thousarnd dollars for each supervisor
per year. S-,peﬁ—ﬁa—ﬁ &2 bozrds of =mora thah five mombers shell
poesive & sxlary waﬂ%%%c‘#wws;%by&ﬁwm
be&épamaﬁ&a;‘&epepm&%&e&&eﬁe&%—dr%byt—emef
merakers of suelr beovd:

In counties of forty thousand population or less, the board of super-
visors may on their own motion elect to receive their compensation on
& per diem basis. If they so clect, the members of the board of super-
visors shall each receive fsvanty-five forfy dollars per day for each day
actually in session or employed on committee service or as a ditch or
drainage board considering drainage matters. No such member shall
receive per diem pay in excess of five thousand five hundred dollars in
any one calendar year. In addition, he shall receive ten cents for every
mile traveled in going to and from sessions and in going to and from
the place of performing cominittee service, however, such mileage
payment shall not exceed the aggregate of one thousand dollars per
supervisor per year.

SEC. 3. Section three hundred forty point one (340.1), Code 1973,
is amended by striking the section and inserting in lieu thereof the

{ollowing:
320.1  Compensation of auditor, treasurer, recorder and clerk. In

addition to the annual compensation to wh.ch each county auditor,
county treasurer, county recorder, and clerk of the district court is
entitled as of January 1, 1973, each such county officer shall receive
as salary compeunsation the sum of one thousand eight hundred dol-
lars annuallv.

Sec. 4. Section three hundred forty point seven {340.7), Code 7 g

1973, is amended to read as follows:

340.7 Sherifi. Each sheriff shall receive for his annual salary in = -

counties having a population of:
1. Less than ten thousand, elshé fen thousand dollars.
2. Ten thousand and less than twenty thousand, eiahé ten thousand
five hundred dollars.

3. Twenty thousand and less than thirty thousand, nine eleven thou- -

sand dollars.

4. Thirty thousand and less than forty thousand, rine theusend five
hondead eleven thousund seven hundred fifty dollars. '

5. Forty thousand and less than fifty thousand, Lan theusand fwelve
thovsnnd two huudred fifty dollars.

6. Tifty thousand and less than sixty thousand, tza £heusend five
huandead fwelve thousand seven hundred fif by dollars.

7. Sixty thousand and less than seventy-five thousand, eleven theu-

ennd thirteen thovsand five hundred dollars.

§. Seventy-five thousand and less than one hundred thousang, eleven

fourteen thousand fiva hamaleed dollara.
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9. One hundred thousand and less than one hundred fifty thousand,
$vzelya thewsand fourteen thousend five hundred dollars,

10. One hundred fifty thousand and less than two hundred thousand,
frurvean thousand sivtcen thousund five Lundred dollars.

11, Two hundred thousand and less than three hundred thousand,

ftoon thouzasd scvenieen thovsand five hundred doliarvs.

12. In countics of three hundred thouzand or more, sitesn theusand
eiahicen thousand five hundred dollars.

13. In counties where the sherifl is not furnished a residence by the
couuty, an additional sum of seven hundred and fifty dollars per annum
in addition to the foregoing schedule. The foregoing additional allow-
ance for residence shall not be considered as salary in computing the
salary of deputies as provided in section 340.8.

However, effective July 1, 1978, a sherifi shall not receive an annual
salary of less than two thousand dollurs niove than the annwal salary
to which he is entitled on January 1, 1973.

SEC. 5. Section thrce hundred forty point nine (340.9), the first
unnumbered paragraph and subsections one (1) through nine (9),
Code 1978, are amended to read as follows:

340.9 Countiyv attorney. FEuch county attorney shall receive as his
manimium annuzal salarvy in countics having a population of:

1. Less than $o0 nine thousand population, seven eight thousand dol-
lars.

2. Tza Nine thousand and less than fifteen fwelve thousand popula-
tion, seventyfive eighié thousand filve hundred dollars.

3. FEiftoan Twelve thousand and less than dwenty fifteen thousand
population, eieks nine thousand dollars.

4. Feeontz Fifteen thousand and less than dwenty-five ninefeen thou-
sand population, eixht nine thousand fize two hundred fifty dollars.

5. Dweantefea Ninefeen thousand and less than thisds fwenty-five
thousand popuiation, nine ten thousand two hundred fifty dollars.

6. Tirts Twenty-five thousand and less than thirty-five thousand
population, ine eleven thousand fi~e hundred dollars.

7. Thirty-five thousand and less than fifty thousand population, ¢en
twelve thovsand five hundred dollars.

8. Fifty thousand and less than gavents e eiphty thousand popu-
lation, eleven thirteen thousand five hundred dollars.

Q. Savassy-Bya Jighty thousand and less than one hundred thousand
population, twebve fiftcen thousand dollars.

SEC. 6. Secction three hundred forty point nine (340.9), Code 1973,
is nrmended by striking unnumbered paragraph five (5) and inserting
in lieu therccf the following new paragraph:

The hoard of supervisors muy establish an annpual salary for the
county attorney higher than the minimum salary established in this
section. The board may aecept private grants, state or federal funds
and may utilize such funds in zddition to, or as replacement for,
counly funds to pay the salary of the county attorney and the salaries
of the assistant county attorneys.

Sre. 7. Notwilhstanding the provisions of section three hundred
forly point three (340.3) of the Code, the salary increcses provided
for in thiz Act shall be effective July 1, 1973,
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Stc. 8. Section five hundrad nine A point one (509A.1), Code
19738, iz amended to rexd as follows:

500A.1 Authority ¢f overning bedy. The governing bedy of the
state, county, school i :d{rict, city, town or any instilution supported
in whele or in part by aeidic funds mway establich plans for and pro-
cure group insurance, notith or medical service for the employecs of
tha state, county, seheol district, city, town or tax-supported institu-
tion. The eounty bourd of supcrvisors may cstoblish plens for and
procure grovp insureace, health or medieal service for the county
andiior, ihe county treasurer, the cownly attorney, the county recorder,
the clerl of the district court, the members of ihe board of super-
visors, und the sherifi,

Approved June 30, 1973.

. CHAPTER 225
\FEI)ERAL TAX LIENS ON VEHICLES
: H. F. 135 .

AN ACT relating to federal tax lien registration.
Be It Enacted by the Gencrel Assembly of the State of Towa:

SecTion 1. Section three hundred ithirty-five point eighteen
(335.18), subscction ihrec (3), Code 1978, is nmended to read as
follows: s

3. In the event & licn encumbers a vehicle for sehich a certificate of
title is required under the provisions of chapter 321, a security interest
in such vehiele is perfected by Lhe delivery of federal notice of attach-
wment to the county 4ressaeay recorder of the countv where the certifi-
cate of title was issued and it shall take priority according to the order
of time in which the same is placed on the tertificate of title for the
vehicle to which said lien applies by the county {veasurer and as pro-
vided in sections 321.45 and 321.50. The county recorder shall veport
the filing to the county treasurer within the next working day so that
the Lien suey be noted on the certificcte of title. The county treasurer
shall note such lien without fee. Taz licns filed with the treasurer shall
not be velid egainst a good-faith purchaser without knowledge of the
lien unless the lien wos shown on the cervtificate of title at the time of
purchase, Such good-foith purchaser shall be entiiled lo recelve a new
titie witnont nolation of lien.

Approved April 6, 1973,
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L-L No. 4373

County

PL~RR-CGN=KC

Date

INTERVIEW GURSTIONNAIRE

IOWA CCUNTY COMPENSATION AND RESPONSIBILITY STUDY

Hame

Position Elected Appointed
(1f appointed, skip to Ducstion 6.)

Elected at large - Yes No {Ask Cuastion 4, if No.)

What district of the county do you represent?

Board of Supervisors elected according to Plan 1. , 2. . 3.
({lowa Code; Title XIV, 331.8: p. 1526)

Who appoints a person to this position?

wWhat is the term of office? ; when did you enter office?

RESPONSIBILITIES

How would you describe the RESPONSIBILITIES of your position?

Do you have any RESPONSIBILITIES with the County other than those of the c¢lected/appointed
position?

B you represent the county in any special activities?

Representative Responsibility

. Drainage District

. Reglonal Planning Agency

c-1




il.

12,

13,

14.

15.

<

le.

17.

wWhat is the averege amount of tine per weck (40 hourz} you £3¢nd in meetling ycur elccted/
appointed office responsibilitics?

hours t of ring

Other county responsibilitics (}Yast)

. hours % of time
. hours t of time
. hours t of time
- hours % of time
. hours % of time
TOTAL hours/month T of time
ORGANIZATION
Is there an organization chart for your office Yes No

{Get copy if available.}

If yes, docs it ¢learly show areas of recponsibility? Yes No

Do you have anything, chart or otherwise, that describes your offace’s organization and functions?
Yes ‘ No (Get copy.)

Is there any duvplication in organization or function between your office and others? Yec No

List office and duplications:

Office Function

Do you have any Opinion on how to elirinate the duplications?

PERSONNEL
How many people do you have to accomplish your office's responsibilities?
wWhat types of jobs do thesg people perforn?

Type of Job (functien) Kurber of Pesple




18,

wWhat tralning do th¢se people receive?

How are thcse peoplc hired?

appointed by whom ; merit system

Does your office employ seagsonal personnel? Yes No

how many season:  fall _ spring winter summer
What kind of work do the seasonal employees perform?

Who supervises the employcees in your office?

elected official + appointed _ ; department head

Do permanent ¢ ployees have job descriptions? Yes

5

(Ger copy if available.)

Do you have enough people to accorplish the responsibilities of your office?

If No, why not?

Yes No

How many more are necceded?

Who is your competition for local employees?

wWhat is your budger for personnel? §

Who dctermines this budget figure

and how is it determined?

SERVICES PROVIDED

What specific types of services does your office provide?

Service

Number of Employces

i




29.

30.

31.

32.

3.

34.

o

3s.

6.

wWhat 15 Lhe arca covered square miles and the population scrved ?

1s there special eguipment utilized in performing any of the services?

Equipment Service

Are there any records available indicating the results of the services . . . number of trans-
actions? Yes No (Cet a copy if possible. Make notations on back of page if you
cannot get a Copy.)

Are there any duplications of the service? Yes No
If yes, what is the duplicated service and who performs it?

Duplicated Service Pexforming Agency

what is the county's annual expenditure to perform the respective services?

Service : Expenditure

What are the sources of revenue to pay for the sexvices?

Source of Revenua (%)

County Special Federal State
Service Tax Tax Government Government
COMPENSATION
Base salary for your position § Car allowance $

Your annual salary for 1974 was §

C-4




37.

3e.

39,

40.

41,

42,

43,

44,

45,

................-.................l...lll..llllIlllIllllI-lI-.I-.I-.Il-I-----.-----II___

How orc you paid for your expunticg on county business?  Allowance § per diem §

actual cost $

Do you have any other sovrces of income from the county? Yes No

If yes, pleasc list:

Sourcc Amount
Does your office have a salary plan? Yes No

{If yes, get a <opy.)

Has the plan worked for you and your emplavces? Yes No

How are salary increascs determined for you and your employees?

Do you feel your salary is comparable to persons’ salaries in the area with similar responsi-
bilities? VYes NO

Why?

AUTOMATED EQUIPMENT

wWhat type of automated cguipment do You ut¢ to accomplish the xesponsibilities of your office?

uipment Function Annual Cost s Utilization

Duplicating machine

Electronic data processing
equipment

Bookkeeping machines

Automatic typewriters

How many officcs/depariments use the equipment?

Do you feel the cguipment is heavily utilized? Yeg No




. 46.
47.
48.
o
49.
S0.

If an office has or uses EOP equijpsment, ask the following questions:

Whose systes do you use?

Outside scrvice vendor
Own system

Other

(Xf the answer is a, complete the following questions. If b, complete the next set of questions,)

1.

2.

3.

Is a flat monthly charge made to the organization for EDP services? Yes No

Is the charge based on usage? Yes No

Are the available EDF services adoqguate for your organization's needs? Yes No

Could the organization perform its own EDP work morec effectively than by sending to a service
unit? Yes No

Would it cost less for the organization to opexate its own EDP system ?  Yes No

Does the organization have the authority to make the decisien as to its own system versus
outsida services? Yes No

Computer System

Present EDP equipment:

Manufacturer and model

Cenfiguration

Special features

Planned EDP eqQuipment:

Manufacturer and model

Configuration

Special fcatures

Present costs:

If owned - cost and annual depreciation

1f rented - annual rental

Maintenance control - annual cost

Personnel - annual cc: t

Other - ;! costs incurred due to EDP system

Have cost comparisons been made with outside EDP services?  Yes No

BUDGET

wWhat is the annual budget for opcrating your office §

{Get a copy Lf available and get an annual report.)

General Comments (County Operations, observations of interviewer)




JOB DESCRIPTIONS




POSITION DESCRIPTION

BOARD OF SUPERVISORS

Summa&g

Elected on a staggered basis every four vears.

Responsible for the overall supervision of county government.

Basic Duties and Responsibilities

BUDGET MAKING AND 'TAX LEVIES

1.

Prepares the county budget from information submitted by various
county offices and departments, determines the tax reguirements,
and fixes the tax levy necessarv to meet the estimated expenditures.

Serves as a levying board for budgets of other units of government
within the county by determining tax levies and causing them to be
entered on assessment and tax rolls.

BUSINESS MANAGEMENT AND FINANCE

3.

Appropriates amounts considered necessary for each of the county of-
fices and departments, and authorizes transfers of funds between
office accounts where such transfer is not in viclation of statutes.
Secures additional revenues when necessary through issuance of bonds
as provided by statute, and by means of licensing power.

Authorizes issuance of warrants to be paid by County Treasurer for
all claims, and approves deposit and investments of public funds by
County Treasurer.

Incurs county obligations by serving as purchasing agent for county
offices and departments, and by authority to let contracts for the
county.

Exercises general supervision and control of all county property not
specifically assigned as the responsibility of another county authority.

Issues, suspends, and revokes licenses and permits for specified busi-

ness activities, and establishes terms and conditions on which the
business may be operated.
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POSITION DESCRIPTIQN

BOARD OF SUPERVISORS

PERSONNEL FUNCTIONS

8. Appoints and fixes salaries of certain officers, deputies, and
temporary help, fills vacancies in county offices, approves ap-
pointments made by elected county officials and determines the
number of deputies, assistants, and clerks to be allotted to
each office.

SECONDARY RQAD SYSTEM

9. Exercises general supervision of secondary road system in the
county. Approves plan, design, and budget submitted by County
Engineer, lets contracts, and sets policies to be carried out by
County Engineer. Performs inspection of completed projects.

SOCIAL WELFARE

10. Appoints a County Board of Welfare, a Commission of Veteran Affairs,
and may appoint an Overseer ¢of the Poor, for the purpose of
administering relief functions.

11. Appropriates sums of money necessary for county welfare expenditures.
HEALTH
12. appoints a County Board of Health, and, where necessary, contracts for

public health nurses.

13, Must provide for the hospitalization and education of the mentally re-
tarded, for the care and treatment of persons suffering from tuberculo-
sis and for persons admitted or committed to alcohelic treatment centers.

OTHER

14. Creates and supervises agencies designed to perform work related to agri-
culture and conservation, i.e., County Weed Commissioner, soil conserva-
tion districts, and county fairgrounds.

LS. Creates special districts such as drainage districts, and may govern the
districts or appoint a board to administer their affairs.

16. Sets policies for the operation and function of county government.




POSITION DESCRIPTION

BOARD OF SUPERVISORS

Education, Expendence, or Specdial Requirements

1.

2.

A thorough knowledge of county government operation and management
would be advantageous.

Familiarity with budgeting and finance would be an asset.

The ability to rapidly grasp complex issues and be able to make
impartial decisions is important.

Business experience is essential; the position requires planning and
policy-making abilities.

Experience supervising several management-level employees would be
helpful.




POSITION DESCRIPTION

COUNTY AUDITOR

Summgﬁﬂ

Elected every four years. Performs the functicns of the cffice in accordance
with the requirements of the Iowa Code and the policies established for the
county by the Board of Supervisors.

Responsible for compiling and computing all levies for the county and its
incorporated towns. The person cccupying the position serves as the County
Election Commissioner.

Basic Duties and Respons{bifilies

1. Functions as Clerk to the Board of Supervisors.

2. Has general custody and control of the courthouse, subject to Qirection
of the Board of Supervisors.

3. Coordinates the preparation of the annual budget for the county and each
of its departments for presentation to the Board of Supervisors; upon
approval, transmits to proper state authorities.

4. Compiles and prepares the county annual financial report.

5. Supervises and conducts all elections within the county. Maintains con-
tinuous registration lists, instructs officials, prepares ballots, and
is custodian of machines, supplies, and poll books.

6. Supervises the maintenance of plat books and records showing the public
highways in the county, drainage districts, and current owners of all
real estate in the county. Maintains a record of all real estate deeds
and transfers, bonds issued for public purposes, county patients at state
institutions, estray stock, and reports of county officials.

7. Issues cigarette licenses and beer and liquor permits in locations outside
of municipalities within the county. Aalso issues Sunday sales permits.

8. Furnishes County Treasurex with a list of military service, personal
property tax, and homestead credits allowed by the Board of Super-
visors.

9. Computes taxes on all taxable property from levies approved by the taxing
units, and prepares tax books for County Treasurer.

10. Maintains records of all revenues received and disbursements made from
county funds. Issues warrants for payment of county expenditures, either
as authorized by the Board of Supervisors or by statute.

11. Computes and prepares the county payrell, including reports of all de-
ductions to proper agencies.




POSITION DESCRIPTION

COUNTY AUDITOR

12, performs duties specified in the Iowa Code pertaining to this position
as well as duties assigned by the Board of Supervisors.

Education, Experience, or Special Requiremenis

1. Bachelor of Science deqree in Accounting or Finance highly desirable.

2. Work experience as a contreller or other position that audits use of
funds or experience with preparation of payrell highly desirable.




POSITION DESCRIPTION

COUNTY ATTORNEY

Summahg

Elected every two yvears. This office was created by the Constitution of
Iowa, while other offices were created by legislative action.

Prosecutes crimes committed within the county, defends the county in actions
brought against it, and provides legal advice to county officials.

Basic Duties and Respons{bilities

1. Appears for the state and county in all cases in courts in the county
to which the state or county is a party, and in the Supreme Court in
cases in which the county is a party.

2. Prosecutes on behalf of the county misdemeanors, preliminary hearings
on charges triable upon indictment, proceedings necessary for recovery
of monies due county or other governmental units, and suits in the
county against public service corporations brought in the name of the
state.

3. Prosecutes and/or defends county officers in legal matters related to
performance of official duties.

4. Defends county in actions brought against it.

5. Provides legal advice to all county officers on matters relating to
official business.

6. When necessary, attends grand jury sessions to examine witnesses or
give legal advice, and prepares all informations and bills of indictment.

7. All other duties as ocutlined by the Iowa Code and as assigned by the
Board of Supervisors.

Education, Experience, ca Special Requinements

1. Must have been admitted to practice as attorney and counsel in the
Towa courts.

2. Helpful but not required is legal experience in the criminal area and/or
at least five years of law practice.




POSITION DESCRIPTION

COUNTY RECORUDER

Summarny

Elected for a four-year term of office. Performs the functions of the office
in accordance with the requirements of the Iowa Code and the policies estab-
lished for the county by the Board of Supervisors.

Responsible for the recording of all instruments in writing delivered to him
for record. Also represents the Iowa State Conservation Commission in the
sale and issuance of varicus licenses and permits.

Bas<ie Duidies and Redpons{b{ilities

1. Records instruments that reflect on the title of land in the county.
Such instruments include deeds, mortgages, assignments, affidavits,
releases, and plats of each town.

2. Furnishes certified copies of instruments of record.
3. Collects real estate transfer taxes.
4. Issues hunting, trapping, fishing, boat, and snowmcbile licenses,

and trout and duck stamps.
5. Collects Use Tax on new boats, snowmobiles, etc. as required by statute.

6. Maintains record of discharge or other notice of termination of service,
commissions and warrants, and citations for all gualified military per-
sonnel. Furnishes copies of records without charge.

7. Maintains record of articles of incorporation, trade names, cattle
brands, state and federal tax liens, and names of physicians, surgeons,
and veterinarians practicing in the county.

8. aAll other duties that may be required by the Iowa Code or assigned by
the Board of Supervisors.

Education, Experience, on Speciald Requirements

1. Familiarity with real estate contracts very helpful.

2. Experience working for lending institutions which provide mortgages on
real estate helpful, but not :required.

3. Office management experience, particularly experience related to complex
filing systems, helpful but not reguired.
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POSITION DPESCRIPTION

COUNTY TREASURER

Summ/ng

Elected svery four vears; performs functions of his office in accordance with
the requirements of the Iowa Code and the policies established for the county
by the Board of Supervisors.

Responsible for the collection of taxes, the apportionment of taxes to funds,
and the custody of those funds. Represents the State Department of Public
Safety by issuing license tags and titles for wvehicles.

Basic Duties and Responsb{l{ties

1. Collects taxes, assessments, levies, and fees for state, city, county,
schocl districts, and other subdivisions such as drainage districts,
and apportions them to proper funds.

2, Serves as custodian of county funds. Responsible for safeguarding of
monies on hand, deposits made to banks, and investment of idle county
funds.

3. Pays county debts on warrants issued by County Auditor or other officials,
including distribution of funds to taxing districts such as townships,
school boards.

4. Prepares reports, including semi-annual settlement with the Board of
Supervisors, budget to the County Auditor, reports to the State Depart-
ment of Public Safety, and other reports as specified in the Iowa Code.

5. Assesses property omitted by the Assessor and Auditor.

6. Conducts tax sales to collect delinquent taxes owed the county.

7. Sells and exchanges county bonds and maintains a bond register showing
all pertinent data.

8. Represents the State Department of Public Safety in collecting automo-
bile, truck, and trailer taxes and license fees, registering such vehi-
cles, and issuing license plates.

9. Recoxds all transfers, liens, contracts, mortgages, etc. on motor vehi-
cles.
10. Other duties as specified in the Iowa Code, as directed by the Board of

Supervisors, the State Motor Vehicle Department, and Treasury officials.




POSTTION DESCRIPTION

COUNTY TREASURER

Educalion, Experience, oxn Special Requinements

1. Should have work experience in the handling and investment of large
amounts of money.

2. Should have experience as a manager in a financial institution. This
experience should include budgetary and supervisory responsibilities.

3. Degree in economics, finance, or accounting would be very helpful.
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POSITION DESCRIPTION

SHERIFF .

Summaag

Elected by eligible county voters every four years.

Is responsible for the enforcement of all federal, state, county, and local
laws. May receive assistance and/or guidance from local, state, or federal
law enforcement officials as required.

Bas<c Duties and Respensdibifities

1. Is principal peace officer for the entire county except towns that have
law enforcement departments.

Performs investigations, secures evidence, and makes arrests.

Executes orders of the District Court as directed, including summoning
juroxs, executing and returning writs and legal processes issued to him.

Serves as custodian of the county jail if one exists.

Transports prisoners to and from other jails if no county jail is avail-
able, and to state institutions as directed by the court.

Investigates applications and issues permits to carry concealed weapons,
to sell certain types of weapons, and to carry, transport, store, and/or
possess explosives.

Takes 1into custody and makes lawful disposition of abandoned vehicles.

Inspects and issues Quarry Registrations, and enforces trespassing laws
in such areas.

Receives from District Judge requests and applications for condemnaticons
under power of eminent domain, is in charge of Compensation Commission
appointed to assess damages, instructs commission, and attends ap-
praisal hearings.

All other duties specified in the Iowa Code or as assigned by the Board
of Supervisors.

Education, Experdence, o Specdal Requinements

1. Prefer a high school graduate with special law enforcement training at
the college level. .




POSTITION DESCRIPTION

SHERTFF
Must have had job experience dealing with people from all levels of
society.

Should have the ability to remain calm under the most trying circum—
stances.

Must complete the State Law Enforcement Academy course within six
months of taking office, as outlined by the Iowa Code.




POSTITION DESCRIPTION

CLERK OF THE COURT

Summa&g

Elected for a four-year term by eligible county voters.

Responsibility generally includes the filing and maintenance of accurate
legal records for the various courts.

Basic Duties and Responsibilities

1.

10.

11.

Serves as custodian of all county records in law, equity, criminal,
juvenile, probate, adoption, small claims and traffic.

Records vital statistics for the county, i.e., births, deaths, and
marriages, and furnishes copies when requested.

Issues marriage licenses.

Serves as custodian of magistrate bonds, fidelity and insurance company
bonds, grand and petit jury boxes, and grand jury indictments and re-

ports.

Approves appearance bonds of criminals out on bond, and guardian,
executor, and administrator bonds.

Has authority to appeoint administrators of decedents and gunardians of
minors, and approve reports of executors, administrators, and guardians
with the exception of the final report.

Receives on deposit monies due minors or heirs when whereabouts are
not known.

In ceonjunction with the County Auditor and County Recorder, draws
grand jurors, petit jurors, and talesmen.

Sexves as clerk of the hospitalization commission, and keeps reccrds of
its actions.

Issues commitments as directed for persons to be delivered to the
penitentiary or mental health institutions.

Maintains a record of all actions pending in court and furnishes notice
of time and place of hearing to judges, counsel, and other interested
parties.




' POSITION DESCRIPTION
CLERK OF THE COURT

12. Collects fines and costs relating to traffic violations and disburses
monies collected to proper governmental unit.

13. Makes annual and quarterly statistical reports of judicial business
to Supreme Court statistician.

14. All other duties as outlined in the Iowa Code and as may be assigned
by the Board of Supervisors and court judges.

Education, Experdlence, on Special Requirements

1. Prefer candidates for office who have had some legal training, either
formal education beyond high school or on-the-job training.

2. Should have experience in office management, particularly as it per-
tains to accurate recordkeeping and a rapid retrieval system.
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POSITION DESCRIPTION

COUNTY ASSESSOR

Swnmary

Appointed for a six-year term by a County Conference Board composed of the
mayors of all incorporated towns in the county, the County Board of Education,
and the Board of Supervisors. Eligible candidates are certified to the County
Conference Board after passing a written examination and being recommended by
the County Examining Board.

Responsible for the assessment of all personal and real property within the
county.

Basic Duties and ResponsibiLities

1.

Causes to be assessed all personal and real property in county except
property exempt from taxation or where assessment is otherwise provided
for by law.

Appraises and fixes value of all new construction and remodeling and en-
ters information on tax rolls,

Prepares and maintains current assessment rolls as directed by Director
of Revenue,

Submits reports and information to State Director of Revenue, the Board
of Review and to the County Board of Supervisors.

Serves as Clerk of the County Conference Board.

All other duties as outlined in the Iowa Code or as assigned by the Board
of Supervisors and the State Director of Revenue.

Education, Experience, on Special Reguirements

1.

Both the Assessor and his deputies must pass a sState examination to be
eligible for appointment to office.
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. POSITION DESCRIPTION
COUNTY ENGINEER

Sumnwtg

Appointed by the Board of Supervisors. Board fixes term of office which
shall not exceed three years.

Responsible for the design, construction, and maintenance of the county
secondary road system.

Basic Duties and Responsibilities

1. Designs, plans, and recommends priorities for all rcad, bridge, and
culvert work on Secondary Road system in county for approval by the
Board of Supervisors.

2. Directly supervises and inspects all construction and maintenance work
on the secondary road system.

3. Bears responsibility for efficient and economical performance of all
. construction and maintenance work on secondary road system.
4. Supervises and inspects work performed on farm-to-market roads under

supervision of State Highway Commission.

5. Prepares annual budget for approval by the Towa State Highway Commission
and the county annual budget for approval by the Board of Supervisors.

6. Prepares reports for submission to the State Highway Commission and the
Board of Superviscors as required.

7. Al) other duties as specified in the Iowa Code or as assigned by the
Board of Supervisors and the State Highway Commission.

Educaticn, Experdence, or Special Regquinements

1. As specified in the Iowa Code, must be a registered civil engineer.

2. Prefer candidates for office with highway engineering experience.




POSITION DESCRIPTION

COUNTY NURSE

Summarny

Appointed by the Board of Supervisors; responsible to and hired by County
Board of Health and receives nursing supervision from State Department of
Health.

Responsible for the overall administration of county/community health pro-
grams.

Basic Duties and Respons{bllities
1. Provides in-home nursing service when requested by county residents.

2, Provides health education services and programs in the areas of communi-
cable disease, venereal disease, tuberculosis control, maternity, pre-
school and school-age children, and adult health.

3. In some counties, administers the communicable disease prevention and
control programs, which may include a free immunization clinic for
childhood diseases.

4. In some counties, may serve as school nurse.

5. Works with other community agenices to meet health needs; may serve on
boards and participate in the planning and operatien of public health
clinics.

7. A1l other duties that may be assigned by the Iowa State Health Depart-

ment, the County Board of Health, and the Board of Supervisors.

Education, Experdience, on Special Requirements

1. Must be licensed as a Registered Nurse in the State of Iowa.




POSITION DESCRIPTION

COUNTY MEDICAL EXAMINER

Summary

Appointed for a two-year term by the Board of Supervisors from lists of two
or more names submitted by the county medical society and the osteopathic
society.

Responsible for investigating human deaths within the county where determina-
tion of the cause of death is in the public interest. Services are required
under conditions cutlined in Coede of Iowa, Section 339.6,

Basie Duties and Respons{bilities

1. Investigates human deaths where determination of the cause of death is
in the public interest, reduces findings to writing, and makes full re-
port to the State Medical Examiner and County Attorney.

2. Perfoxms or causes to be performed autopsies at his discretion or upon
request of State Medical Examiner or County Attorney and makes full re-
port to these officials.

3. Notifies County Attorney in cases of sudden, violent, or suspicious
death where body is buried without investigation or autopsy. Performs

autopsy and reports results to court ordering exhumation.

4, Any other duties that might be specified in the Iowa Code.

Education, Experndience, on Special Requirements

1. Must be licensed in Iowa as a doctor of medicine and surgery, as an
osteopathic physician or as a doctor of osteopathic medicine and surgery.
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POSITION PESCRIPTION

(QVERSEER OF THE POOR
DIRECTOR OF RELTEF

Swmmany

Appointed on a year-to-year basis by the Board of Supervisors -based upon the
recommendation of the County Board of Social Welfare.

Authorizes the expru.ilture of emergency relief funds to qualified county
recipients.

Basic Duties and Respons{bilities

1.

Investigates cases of need and disburses funds for county emergency
relief, subject to approval by the Board of Supervisors.

Oversees indigent cases within the county.

Originates paper work for admissions to state institutions such as
mental health.

Coordinates with and for veterans affairs recipients.

Assists in the supervision of the county home if requested by the
Board of Supervisors.

Coordinates with state and federal social services personnel.

In some counties, personally furnishes transportation for needed per-
sonal services.

Approves expenditures for presentation to the Board of Supervisors,
and makes reports as requested by the Board.

All other duties as assigned by the County Board of Social Welfare,
the Board of Supervisors, and the State Department of Social Services.

Educaticn, Experdence, ot Speccal Requinemeats

1.

2.

A bachelor's level degree in social work very helpful but not required.

Wwork experience that involves frequent contact with indigents and/or
the handicapped highly desirable.

Must have or quickly develop an extensive knowledge of the relief pro-
grams available for assistance at county, state, and federal levels.
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POSITION DESCRIPTION

SOLDIER'S RELTEF SECRETARY

Summang

Appointed for an indefinite term by the Board of Supervisors based on the
recommendation of the Commission of Veteran Affairs.

As a representative of the Commission of Veteran Affairs, authorizes welfare
assistance to qualified veterans within the county.

Basic Duties and Responsibilities

1. Responsible for the expenditure of emergency relief funds to qualified
county veterans.

Counsels and assists veterans in application for veterans' benefit pro-
grams, i.e., education, hospital, burial, pensions, and others available
through state or federal agencies.

In some counties, may perform the duties of a visiting social worker at
Veterans Administration hospitals.

All other duties that may be specified in the Iowa Code and as assigned
by the Commission of Veteran Atffairs or the Board of Supervisors.

Education, Experience, on Special Rejutrements

1. Experience as a veteran or wife of a veteran.

2. A bachelor's level degree in social work very helpful but not reguired.
Work experience that involves frequent contact with indigents and/or
the handicapped highly desirable.

Must have or should quickly develop an extensive knowledge of the entire
spectrum of relief programs that are available at all levels of govern-
ment to the veteran.




