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April 17, 1975 

Ref: Iowa County Officer Compensation and Responsibility Study 

Dear Mr. Johnson: 

The work undert~ken to complete the County Officer Compensation and 
Responsibility Study is now complete. The findings and recommendations 
of the study are presented herein. 

The document is divided into two parts. Each is titled as follOWS: 

Part 1. 
Part 2. 

County Officer Compensation and Responsibility 
Cost Efficiency Study 

The report has been divided to present the findings and recommendations 
related to each subject area. The contents of both parts are supported 
by information contained in work papers presented to the study Advisory 
Committee. The work papers are on file in the office of the Legislative 
Sex:-vice Bureau. 

Lawrence-Leiter and Company would like to express its appreciation to 
the Advisory Committee and to you for the cooperation and courtesy ex­
tended to the project staff. 

Sincerely, 

LAWRENCE-LEITER AND COMPANY 
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HITRovucn Q,f,J 

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 to sit back 
and begin to study the implications. 

County government in the past was considered to have only the resporlsi­
bility for that land outside the incorporated cities ... agriculture 
and undeveloped land. 'J.'herefore, the responsibilities of county govern­
ment were few. In the last quarter century the character of the county 
has changed. 'J.'he 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. 
').'he 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 requirements, to list a few. County government had to respond 
to this increased workload by employing additional personnel and focusing 
its attention on problems of administration and organization not previ­
ously required. 

'J.'he urban counties initially responded because of the presence of large 
c~t~es. 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. 'J.'his in turn brings forth the 
question of compensating the people for the jobs performed. Very often 
as a new responsibility arises, additional 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 reco~lized that compensation is an issue and 
should be reviewed to determine if its county officials are being ade­
quately compensated. This has required a review of office 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. The 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 officials. In 
the same instance, the report may be used as a guideline by the Boards 
of Supervisors and other county offiCials in reviewing the respective 
county salary structure and method of operations. 
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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 

0- 9,999 

10-19,999 

20-29,999 

30-59,999 

60,000 + 

COUNTY 

Ida 
Monroe 

Hancock 
Cherokee 
Page 

Clayton 
Mahaska 
Bremer 
Boone 

Des Moines 

Pottawattamie 
Linn 

COUNTY POPULATION 

9,283 
9,357 

13,330 
17,269 
18,507 

20,606 
22,177 
22,737 
26,470 

46,982 

86,991 
163,213 

Source: Iowa Official Register, 1973-74 

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

ELECTED OFFICIALS 

Board of supervisors 
Auditor 
Clerk of the Court 
Treasurer 
Recorder 
Sheriff 
County Attorney 
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APPOINTED OFFICIALS 

Assessor 
Engineer 
Nurse 
Medical Examiner 
Director of Relief 
Soldier'S Relief Secretary 



The results of the interviews provided an indication that the method 
of determining Iowa county official salaries through a correlation of 
population ~nd assessed valuation has created a situation whereby there 
h~ve been salary advantages for elected and appointed Officials th~t re­
side in a county with a large population and low assessed valuation, thus 
receiving compens~tion not commensurate with the solving of problems gen­
erated because of the larger population. Counties with a small population 
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 analy~is 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 Iow~ county offici~ls in the lesser populated counties 
~ppeared 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 distinctly 
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 positions. Again, an exception 
is the County Engineer whose salary is much higher than the Municipal 
Engineer. 

When comparing salaries with the other states and the method for estab­
lishing such salaries, it was found that the other states have opted to 
leave compensation determination in the hands of the county governing 
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 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 tor 
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 fate 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. ~ssociated with 
these evaluations are position and salary evaluations included in a 
second method which is somewhat more complex but in terms of rationale 
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 
Iowa 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 pcssible 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 offices of county government, 
the Iowa State ~ssociation of Counties, and the State Auditor's office. 
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. 
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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 ratios 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 various 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 required in operating according 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. 

RECOMMENVATIONS 

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 obtained 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
m1ttee and are on file in the Legislative Service Bureau to support 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. 
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SUHHARY OF RECOMl-lENDATIONS 

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, 60,000+. 

o 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. 

o Board of Supervisors should determine salaries. 

o Salaries should be determined based on a set minimum salary. 

o Cost of living increases should be incorporated into a salary plan. 

COST EFFICIENCY 

o Create research organization to collect and analyze county operating 
data. 

o Performance audits for all counties should be undertaken. 

o Board of Supervisors should appoint an Administrator or Secretary. 

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

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

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

o All payment of fees should be to the Treasurer. 

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

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

o Recorder and Clerk of the Court should be combined in counties under 
30,000 population. 
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o 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 tor the Board of Super­
visors, the Auditor's salary should remain at the same level 
with the Treasurer, Clerk of the Court, and Recorder. 

o There are two concepts for establishing salaries for elected 
and appointed county officials. The first concept is based 
upon salary ranges for the respective offices. The concept 

o 

is represented in the table, Salary Ranges, Elected and Appointed 
Iowa County officials, on the fo1low'ng 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 Soard of supervisors should 
utilize the min>mum 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 abcut salaries being paid county officials in other counties. 

o Cost-of-living increases should be taken into account when re­
viewing salary increases. The cost-ot-living incre~se could be 
in accordance 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. 

o 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. 

o 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
'ng salary increases. The first set of criteria is included in 
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SALARY R".NGES 
ELECTED AND APPOINTED IONA COUNTY OFFICIALS 

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

Elected ---
Board of Supervisors $ 6,000 - $ '8,800 S 8,000 - $10,000 
Auditor 8,300 - 11,205 10,000 - 13,500 
Clerk of the Court 7,900 - 10,700 9,600 - 12,900 
Treasurer 7,900 - 10,700 9,600 - 12,900 
j;'ccorder 7,900 - 10,700 9,600 - 12,900 
Sheriff 9,500 - 12,825 11,500 - 15,525 
County Attorney 9,500 - 16,150 11,500 - 19,500 

Appointed 

ASSe!;sor $ 9,300 - $14,136 S12,700 - S19,304 
~;nginc2'er 16,300 22,000 20,000 - 25,000 
NUr'ses State Merit System 
l·!edical Examiner Fee on a Per Case Basis 
Director of Relief State !4erit System 
Soldier's Relief Secretary 5,400 - 7,300 6,600 - 9,000 

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

• " 

60,000 Plus' 

$ 9,800 - $13,200 
12,200 - 16,500 
11,600 - 15,700 
11,600 - 15,700 
11,600 - 15,700 
14,000 - 18,900 
16,800 - 28,500 

$17,300 - $23,300 
22,500 28,10G 

8,100 - 10,9;)0 



Method 1 which considers position requirements ~nd individu~l 
performance. Method 2 includes a process of ranking positions 
~nd utilizing the paired Comparison ~nd Degree of Difference 
method as a guide for setting salaries or determining increases. 

o In order to provide the 99 counties with assist~nce in updating 
operating proc~dures and increasing productivity, a research 
org~njzation should be established and financed by the counties. 
This organization should collect and analyze fin~ncial and 
statistical information; engage in research in all areas of 
county operations and procedures; develop a more simplified 
accounting system with ~ reduction in number of funds; develop 
guides to personnel policies and procedures; develop guides to 
stand~rd oper~ting procedures; and establish training programs. 

o 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. 

o 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. 

o 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 required of the Board 
of Supervisors, including the minute book, highw~y record, bridge 
book, and warrant book, and to perform such ~dministrative duties 
as delegated by the Board. 

o In order that the Board of Supervisors may properly administer 
the many functlons of the offic~, full authority and responsi­
bility for the administration of the secondary road system 
should be delegated to the County Engineer. 

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

o There is 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 
employees. 
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OFFICIALS 

Elected 

Beard of Supervisors 
Auc..ii tor 
Clerk of the court 
Treasurer 
He: ::()rd2T 
Sh~~rif£ 

County Attorlley 

~fPC?_~it.ed 

As.<ie:;~or. 

Er,g ineer 
Nurses 
Medical Examiner 
Director of Felicf 
Soldier I s Relief Secretary 

• 
~!INrMUM SM.ARI!::S 

~LEC:~-1'.~:\PPQIN'rEO ro,IA COUNTY OFFICIII.l,S 

.----.--
o - 29,999 

$ 6,000 
8,300 
7,900 
7,900 
7,9;)0 
9,500 
9,500 

S 9,300 
16,300 

5,400 

poPtn.ATION C./\TEGORIES 
30,000 - 59,999 

S 8,000 
10,000 
9,600 
9,600 
9,600 

11,500 
11,500 

$12,700 
20,000 

State Herit System 
Fee on a Fer Case Basis 
State Herit 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 
II ,600 
11,600 
14,000 
16,800 

$17,300 
22.500 

8,100 

. . 



o The study indicated no justification for the ~dditional 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 upcn the 
respective county's needs. 

o 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 respcnsibility 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 1ssued and the fees collected 
by the Treasurer. 

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

o The county budgets usually force restrictions upon the law 
enforcement activit1es 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. 

o The Sheriff, in maximizing the use of personnel for law enforce­
ment duties, should be relieved of the procedure for serving 
papers. The 1nit>ating 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 requ1red 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 involved. 

o 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 elim1nated. The County 
Assessor should have the responsibility for the assessment of 
all taxable property within the county. 

o The Recorder and Clerk of court have m.any functioTlS 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 count1es of less than 
30,000 population. In counties of 30,000 populatlon and above, 
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the decision as to whether there should be one or two officials 
should be made by the Board of Supervisors. 

o The standard chart of organization 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 responsible 
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 also vary 
according to the number of specialized 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. 
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I. IOWA COUNTY OFFICIAL SALARIES 

The salaries of county officials in many states have, until recent years, 
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· dnd responsibilities are carried out by permanent Cdreer­
oriented county employees. 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 due to the responsibilities accruing from 
the increased population and development. However, the rural counties 
have generally been slow to follow. Many of the rural count1es have not 
changed to any considerable degree in recent years; 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 Iowa and offer a representative cross­
section of county problems and the subsequent methods of solv1ng 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 officials. 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 valuat10n 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 Iowa, 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 . 
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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, Compensation of Super­
visors: 

POPULATION OF COUNTY 

0 to 10,000 
10,001 to 15,000 
15,001 to 20,000 
20,001 to 40,000 
40,001 to 60,000 
60,001 to 100,000 

100,001 to 150,000 
150,001 to 200,000 
200,001 and over 

TABLE 1 

COMPENSATION OF SUPERVISORS 

Boards of Three 
Members 

SALARY 

$ 5,600 
6,000 
6,500 
7,200 
8,000 
9,000 

10,000 
11,000 
12,500 

Boards of Five 
Members 

SALARY 

$ 5,400 
5,600 
6,000 
6,500 
7,200 
8,000 
9,000 

10,000 
12,500 

The table for Supervisors indicates the difference in the population cri­
teria more clearly than for the other offices. In Table 2, the correlation 
for taxable valuation of county is also illustrated. The annual compensa­
tion represents the sum of Columns A and B in Table 2. In 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 Sl,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 Sl,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 • 
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TABLE 2. 

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

POPULATION OF COtJN'TY 

TAXABLE VALUATION OF eOUN"I'Y 

100,000.001 to 125.000.000 
125,000,001 to 150,000,000 
150,000.001 to 175,000,000 
175,000,001 to 200.000,000 
200,000,001 to 225,000,000 
225,000.001 to 250,000,000 
250,000,001 to 275,000,000 
275,000,001 to 300,000,000 
300,000,001 to 325,000,000 
325,000,001 to 350,OO(),OOO 
350,000,001 to 375,oop,ooo 
375,000,001 to 4oo,oop,ooo 
400,000,001 to 425,OQO,OOO 
425,000,001 to 450,0<)0,000 
450,000,001 to 475,000,000 
475.000.001 to 500,000,000 
500,000.001 to 525,000,000 
525,000,001 to 550,000,000 
550.000,001 to 575,000,000 
515.000,001 to 500,000,000 
500.000.001 to 625,opo,OOO 
625,000,001 to 550,000,000 

o to 0,000 
5,001 to 6,000 
6,001 to 7,000 
7,001 to 8,000 
8,001 to 9,000 
9,001 to 10,000 

10,001 to 12,500 
12,501 to 10,000 
15,001 to 17,500 
17,501 to 20,000 
20,001 to 25,000 
25,001 to 30,000 
30.001 to 35,000 
35,001 to 40,000 
40,001 to 45,000 
45,001 to 50,000 
50,001 to 60,000 
60,001 to 70,000 
70,001 to 60,000 
80,001 to 90,000 
90,001 to 100,000 

100,001 to 125,000 
125,001 to 150,000 
150.001 to 175,000 
175,001 to 200,000 
200,001 to 225,000 
225,001 to 250,000 
250,001 to 275,000 
275,001 and over 

SAL4Ry,on·' 

5.4:,n 
5.GOO 
5,700 
5.800 
5,oou 
6.0;.0 
6,200 
6.500 
6.7&0 
7,OUO 
7,1'.0 
7,500 
7,7GO 
8,ooll 
8,1'.0 
8,500 
8.it><) 
9,000 
9,2!iIl 
9.501l 
9,7[..0 

10.0m 
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SALAlly ..... 

$2,975 
3,025 
3,075 
3,125 
3,175 
3,225 
3,250 
3.300 
3,350 
3,400 
3,450 
3,500 
3,550 
3,600 
3,675 
3,750 
3.350 
3,950 
4,050 
4,200 
4,300 
4,450 
4.500 
4,700 
4,800 
4,900 
5,050 
5,200 
5,500 

TAXABLE VALVA'nON OF COUNTY 

$ 8,000.000 to S 10,000,000 
10,OOO.00l to 12,000,000 
12.000.001 to 14,000,000 
14,000,001 to 16,000,000 
16,000,001 to 18,000,000 
18,000.001 to 20,000,000 
20,000,001 to 22,500,000 
22.500,001 to 25,000,000 
25,000,001 to 30,000,000 
30,000.001 to 35,000,000 
35,000,001 to 40.000,000 
40,000.001 to 45,000,000 
45,000,001 to 50,000,000 
50,000,001 to 55,000,000 
05,000,001 to 60.000,000 
(,0,000.001 to 65.000,000 
65.000,001 to 70,000,000 
70.000,001 to 75.000.000 
75,000.001 to 80,000,000 
80,000.001 to 90,000.000 
90,000,001 to 100,000,000 

SALARy"B-

S 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 
4,500 
4,675 
4,750 
4.850 
4.950 
5.(150 
5.200 
~,300 



The count~~3 in the respective population categories represent a croSS 
section ~f counties containing similar population and taxable valuation. • 
It is believed that thlS sample represents the salaries generally con­
sinered to be representative of the offices in the Iowa counties. The 
range of salaries for officials in the selected counties is shown in 
Tilble 4, Iowa County Officer Salaries by county Population Category. 

POPULlITIW CLJ\SS 

0- 9,999 

10-19,999 

20-29,999 

30-59,999 

60,000 + 

TABLE 3 

SELECTED COUNTIES BY POPUL~TION 

COUNTY 

Ida 
Monroe 

Hancock 
Cherokee 
Page 

Clayton 
Mahaska 
Bremer 
BOone 

Pes Moines 

Pottawatt<:l1\ie 
Linn 

Source: Io"a Official Register, 1973-74 

COUNTY POPUL~TION 

9,283 
9,357 

13,330 
17,269 
In,507 

20,606 
22,177 
22,737 
26,470 

46,982 

86,991 
163,213 

• 

The State of Iowa has recognized that the current method of determining 
salary needs revision. A current encumbering f'actor 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 
has necessitated the need for ildditional 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 equilting 
of county sill aries for elected and appointed officials needs to be re­
viewed. The review contained herein represe:nts "an analysis of the exist­
ing compensation provisions of the legislation and recommendations for 
revisions thereto. 

• 
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TABLE 4. IOWA COUNTY Off'lCER SALARIES BY COUNTY POPULATION CATBGORY 

POPULATION CATEGORY 

o - 9.999 10.000 - 19.999 20,000 - 29,999 30,000 - 59.999 60,000 plus 

Supervisors 6,600 6,600 - 7,920 7,900 - 7,920 8.800 8.800 - 12.100 

County Auditor 9,275 - 9,500 9.800 - 9,950 9,800 - 10,500 11 ,000 12,]00 - 14,250 

County Attorney 8,500 - 9,300 9,000 - 10,300 10,250 - 11,000 22,000 16,000 - 18,000 

County Recorder 9,275 - 9.500 9,800 - 9,950 9,800 - 10,500 11,000 12,300 - 14.250 

>.f 

'" County Treasurer 9,275 - 9.500 9,800 - 9,950 9,800 10,500 11,700 12,300 - 14,750 

Sheriff 10,500 10,500 - 11,000 11,000 12,250 14,000 - 16.500 

Clerk of the Court 9,275 - 9.500 9,800 - 9,950 9,800 10,500 11,000 12,]00 - 14,250 

County Assessor 9,275 - 10,000 9,800 - 12,500 10,000 - 12,612 18,250 19,000 - 20,000 

County Engineer 18,000 - 20,900 19,500 - 20,000 20,800 - 24,500 24,000 22,500 - 26,000 

County Nurse 8.486 - 9,620 8.496 - 9,864 10,224 10,224 

Medical Examiner $25/ca11 $25-50/ca11 $27.50/call 

Oirector of Relief 9,800 7,310 

Soldiers' Relief secretary 2,100 - 5,089 8,000 7,200 - 7,684 

• • • 
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II. IOWA COUNTY ELECTEV/APPOINTEV 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 appointed 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 questionnaire were as follows: 

o General Information 
o Responsibilities 
o Organization 
o Personnel 
o Services Provided 
o Compensation 
o Automated Equipment 
o Budget 

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: 

0 Board of Supervisors 
0 Auditor 
0 Clerk of the Court 
0 Treasurer 
0 Recorder 
0 Sheriff 
0 County Attorney 

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: 

o Assessor 
o Engineer 
o Nurse 
o Medical Examiner 
o 
o 

Director of Relief (Overseer of the Poor) 
Soldier'S Relief Secretary 
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There were 155 officials interviewed. In some instances, appointed 4It 
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 respcnsibility study. This was generally expressed by County Medi-
cal Examiners. They accepted their appointments because there was no 
other physician in the county to perform the respcnsibility 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 impcrtance of the study, and were receptive to furnishing informa-
tion needed to facilitate the formation of appropriate recommendations. 

County OVerview 

The similaritie~ in county operations regardless of population or land 
area are surprisingly numerous. The major difference in county operations 
is the number of business transactions relative to the county's pcpulation. 
Therefore, the differences in county operations revolve around 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 similarit1es. 

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 are generally few employees needed to accomplish the work 
load. The size of the county and the limited workload requires 
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. Th1S 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-ISO's. In some instances an of­
ficial has been in office since the mid-'40's. 

o 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 1S 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
vision of road crews. This was generally true in the major1ty 
of counties with the exception of the very large counties. In 
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other instances, in offices requiring constant contact with 
che 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 
official 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 
opp.rations. 

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 personnel lncluded 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 ot personnel, there 
is a need tor 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 automobile licenses in the Treasurer's 
office. 

o 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 Auditor, Treasurer, 
Clerk of the Court, and Recorder. 

o 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 
poSitions. In a few instances, officials in the smaller counties 
were of the opinion that salaries were compatible. However, 
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overall, it was generally felt the s~lary structure should 
be improved in order to provide an equitable 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 
functions. The Auditor has automated voter registration 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 record1ng all information manually 
in each of the three offices. There are some check-writing 
machines in the counties. In practically all instances where 
electronic data processing is utilized, mini-computers are 

o 

used. In some of the counties, outside sourceS of electronic 
data processing equipment are being used on a contract basis. 

Budget. The budgets of 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 unique situations, 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 required additional expenditures of almost $200,000, while 
an increase of 20,000 persons in population required 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, it 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 questionnaire categories, t~ere 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 30,000-60,000 
population category counties do not have noticeably different operations 
excepting for a few additional personnel 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 upon 
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 responsibility 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 of 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 

24 



were of the opinion that there generally was a very low turnover. In 
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 Sou~ceS of revenue. These services were prim~rily 
oriented toward establishing policy for the operation 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 existing salary 
levels are a major concern. 

Automated Equipment 

The off~ce of the Board of Supervisors does not specifically utilize auto­
mated equipment of either an electronic data processing or other automated 
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 others 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. 

Budqet 

The budget for the operation of the BOard of Supervisors 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 into a career opportunity. Generally, the Auditor 
is th~ fo~al point of courthouse information. This is probably a result 
of the Auditor serving as the clerk for the Board of supervisors. 

Responsibilities 

The Auditors generally devote 100\ of their work week to performing the 
responsibilities of the office. In every instance reference was made 
to the Code of Iowa 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 no 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 number can increase to fifteen persons. The Auditor'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 
variat~ons 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 quite 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 hcunties. 
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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. Tnis 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 Equipment 

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 occupied 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 relationship of the case load to salary 
and the· amount of time devoted to what i~ 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,~00 to $17,000. However, in the larger counties with full-time staff, 
the cost for personnel 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-$10,000. 
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 de70te 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 collection of fees and issuing of 
licenses for the State Conservation Commission. This has increased the 
workload of the R~corders; 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. 

Services 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 o! the Recorders are based upon the COde of Iowa and do not vary 
to any great extent. Only S2,025 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. 
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Automated Equipment 

The Recor~er's office very seldom becomes involved with the use of 
automated equipment. The recording of information is generally done 
by hand; however, some of the information finds its way to automated 
equipment tnrough 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 office a gOOd number of years. 

ReSponsibilities 

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

Organization 

There generally is no formal organization for the Treasurer's office. How­
ever, the offices 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 personnel in the Treasurer's office are appointed by the Treasurer with 
the approval of the Board of Supervisors. In counties from the smaller 
to the 30,000 population level, the number of employees generally ranges 
from tour to nine. However, in terms of seasonal 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 workload. 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 collection agency for the county; 
taxes, assessments, levies, and fees are received for all levels of 
government and subdiv1sions 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 office 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 counties to the counties of 30,000 population 
class. There is only Sl,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 involved with automated equipment 
when 1t is 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 
there is 

of total budgets for operating the respective Treasurer offices, 
no set budget pattern in the 0-30,000 population counties. The 

budgets increase according to population size over 30,000. 

Shenff 

General Inforffiation 

The position of Sheriff 1n county government has become and will become 
in the future a mare professional position due to the tGchnology of law 
enforcement and criminal justice. Co~sidering the sample counties inter­
viewed, this is becoming characteristic in the State of Iowa. It appears 
that many of the Sheriffs in Iowa are in younger age brackets and are 
anticipating professional careers in the law enforcement and criminal 
justice field. 

ReSponsibilities 

The responsibi11ties of Sheriffs are basically the same in all counties. 
However, the functions pe~:orrned by th~ Sheriff include considerable 
paperwork and paper serving which decreases the number of hours that can 
be spent i~ law en:orce~e~t. All of the Sheri:fs indicated that more and 
more of their ti~t was being us~d to process paper. 
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Organizati~ 

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 organization 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 appointed by the Sheriff with the 
approval of the Board of S~ervisors. The larger counties also have job 
descriptions for their employees. 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 officer 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 

Tbe 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 generally 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. 

Organization 

Most of the offices are relatively small and do not require any formal 
orqanization# 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 hi -Iough 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 statistics, issues marriage licenses, and serves as 
clerk of the hospitalization commlssion. One of the principal responsi­
bilities is 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 larger counties the salaries do increase proportionately to the 
size of the county# 

Automated Equipment 

The Clerk of the Court's office 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' offlces, there again is no particu­
lar pattern for the counties from zero populatlon through 30,000. However, 
the larger county budgets increase proportionately to their size. 
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County Assessor 

Gener~l Info~tion 

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 
~xperience. 

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 Assessor causes to be assessed all personal and real property in the 
county, including new construction and remodeling. Current assessment 
rolls are maintained. The Assessor also 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 pop~lation 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 enough and there have been no prob­
lems of turnover which necessitate writing salary plans and providing 
fi~ed increases on an annual basis . 
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Automa"ed Equipment 

The Coun"y 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 equipment for the storage 
of records and the processing of tax forms. 

The overall budget for accomplishing the responsibilities of "he Assessors' 
offices differ depending upon the specific Assessor's method of operation. 
Many Assessors will use part-time people while others will employ full­
time personnel. This will make the difference in the total budget for the 
office. 

county Engineer 

General Info~t.ion 

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 administration • 
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 nnderthe 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 some 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. 
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Services .Provided 

The County Engineer is responsible for the design, planning, and priority 
~etting 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 supervision 
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
mensurate with other positions in the county. 

Automated Equipment 

The County Engineer's office is generally not involved with automated 
equipment of 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 could be lower than that in another re­
gardless of the size of the county. 

County Nurse 

The County Nurse is a 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 Supervisors, but performs functions under the 
direction of the State Health Department and is paid according to the 
State Merit System salaries. Dut1es 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 l-1edical Examiners operate on an lias needed" basis and therefore 
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are compensate~ 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, aua no organizational structure is necessary because of the 
manner in which th~ 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. ~he employees of the county are paid by the State Director 
from funds made ~vailable 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 sUf'e>:"ise the functions performed within the county at the 
direction of the Board of Supervisors. D\le 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 required to appoint a three­
member Commission of Veterans Affairs to administer the relief functions 
for veterans as specified in the Code of Iowa. The Commission 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 Soldiers 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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Ill. COUNTY OFFICER SALARIES: A COMPARATIVE ANALYSIS 

TPe salaries of Iowa county officials cannot be accurately assessed 
without a comparative analysis with other gove.rnmental 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 economic 
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 to 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 Iowa salary conditions with the nation as a whole. The 
states included for specific comparisons include: 

Illinois 
Minnesota 
Missouri 

Nebraska 
Wisconsin 

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 Iowa counties ... 0-9,999, 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 titles 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 Assessor based 
on the township structure, NebraSka has a County Assessor in counties with 
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TABLE 5. COUNTY OFFICE TITLES, IOWA AND SBLEC"l'EO STA'I'ES 

rowa County Position Illinois Minnesot.a Missouri Nebraska Wiscon~in 

Soard of Superviso:-s Board of Commissioncrg 
Board of Supervisors 

Board of Commissioners County Judge~ Board of ~~issionersl/ X 

Audi tor 

Att.orney 

Ro:.:co:rder 

T:r~a.~urcr 

Sheriff 

Clerk of the Court 

Asses~;or 

E~q ineer 

~u:-se 

1-:edical Examiner 

Dir~ctor of Relief 

Solcheys' Relief 
secretary 

Auditor2 /County 
Clerk 3 

x 

x 

x 

x 

circuit Clerk 

Board of Assessors 
or Assessor 

Super.intendent of 
Highways 

x 

Coroner 

Supervisor of 
General Assist­
ance 

State function 

Auditor2 

x 

Rc9ister of Deeds 

x 

x 

Clerk of District 
Court 

x 

County Surveyor 

x 

Coroner 

Dircctor of Social 
Services4 

Veterans Affllirs 
Convnission 

Veter,'lns Service 
Officer 

Audi tor2 /Coonty 
Clerk 

x 

Recorder of Deeds 

x 

x 

Clerk of Circuit 
Court 

x 

County ttighway 
Engineer 

Board of Supervisors 

Auditor2/County Clerk 

X 

Register of Deeds 

X 

X 

Cler~ of District 
Court 

X 

Coun ty Surveyor 

x X 

Coroner Coroner 

Director of Welfare4 Director ~f Public 
welfare 

St.l te funct ion 

1/ Board of Co~issioners for prccinct or commis6ionor counties and a Board of Supervisors 
for township or: supervisor counti~s. 

2/ J\u;litor offic(: "xists for purpo!>cs of completin<] fin"ncilll audits and other related work 
r.ot. n~Cf>a~<",rily siMilar to work of the County Clerk. 

J/ COlAn~ies under 60,000 population: Recorder is County Clerk. 
4/ Onder jurisdiction of state. 
X Indica~e3 titl~ is the same in counties of other states . 

• • 

County Clerk 

x 

Register of Deeds 

K 

x· 

Clerk of Circuit 
Court 

~o~ship Assessors 

County Surveyor 

x 

Coroner 

Director of Public 
Relief4 

Veterans Affairs 
Commission 

Veterans Sp.rvic~ 
Officer 
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a population of at least 3,000 (Class 2 counties); Illinois may have a 
Board of A£sessors or an appointed Assessor who has completed a qualify­
ing examinntion. 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 Iowa counties. 

The Iowa position of Auditor presents a problem relatlve 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. How~ver, in many states, Illinois, 
Minnesota, and Missouri, there is also an office of Auditor 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. 

DETERMINATION OF SALARIES 

State statutes normally do not specify certain salaries for a county 
office. Usually the statute sets forth a minimum or maximum salary or in 
some instances may set a salary range for the respective office. The 
statute also regulates the duties of the office, whether an office is 
elected or appointed, 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 stotes is review~d. 
In addition, the comparisons of salaries for the respective county off1ces 
in accordance with the population categories are also reviewed. 

There are certain assumptions made when considering how $olaries are 
determined. One is that increased county popUlation increases responsi­
bility and another is that increased responsibillty is correlated with 
increased salary. Currently in the State of Iowa this does not necessarily 
prove to be true. Counties having a population up to 30,000 do not have any 

40 



major varian~e ~n salary for the respective positions. However, in the • 
establishme~~ ~f sala~ies by population ~ange, 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 t~ansactions and workload fo~ an office. The~e-
fo~e, when rev1ewing the methods of establishing county salaries and 
When reviewing the comparison of salaries in counties of one state to 
another, it ",'51.1 be noted that this is a rather consistent assumption 
th~oughout. 

Board of Supervisors 

The State o~ ~:~"~aska sets a ml.nl.mum salary for its County Boards based 
upon the population of the county. The Nebraska salaries generally a~e 
much highe~ than othe~ states. The other states use a per diem or smaller 
annual stipend to pay Board members. (When a per diem is paid, a maximum 
sala~y is u~uQily set. The per diem ~ate will be paid for meeting days 
until a maxi~~~ is reached.) The statute ~eguJ~ting county Board members' 
salaries in ~~c..:."".aska 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 ln parentheses. 

TABLE 6 

NEBRASKA COUNTY BOARD ~~BER SALARIES 

Population 
Limi tation 

Less than 3,000 
3,000 - 9.000 
9,000 - 16,000 

16,000 - 20,000 
20,000 - 60,000 
60,000 - 200,000 
Over 200,000 

Minimum Salary * 

$ 2,000 
2,400 
3,000 
3,400 
4,500 

Established by Board (8,000) 
Establ>shed by Board (8,000) 

* Applies to other county officers: County Clerk, 
Treasurer. Sheriff, Attorney, Assessor. Clerk 
o~ the District Court, and Register 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 >5 provided wi~~ a minimum salary com­
mensurate with the duties and responsibilities of the office. The Nebraska 
minimums are similar to the Iowa Board of Supervisors' salaries. 

Illinois is similar organizationally to Nebraska. Counties are organized 
with eithe~ a County Boa~d of commissione~s o~ a County Board of Supervi­
Sors. 
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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 Illinois County Supervisors is set at $25.00 
a day. 

TABLE 7 

ILLINOIS COUNTY COMMISSIONER SALARIES 

Population 
Limi taUon 

Less than 14,000 
14,000 - 25,000 
25,000 - 35,000 
Over 35,000 

Maximum Salary 

$ 3,600 
4,800 
6,000 

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 over 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 upon an increase determined by ~~e 
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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Board of 
Supervisors 

Auditor or 
County Clerk 

County A.ttorney 

Racorcer 

Treasurer 

Sheriff 

Clerk ot Court 

Assessor 

Er.gineer 

Nurse 

Ked. Eu;:t. 

Dir. of rtelief 

Sold. Relie~ Sec. 

Salary for 'tear 

Io .... a Nebrasxa 

6.6 3.1-3.6 

9.3-9.5 6.7-9.6 

8.S-9.3 6.2-9.0 

9.3-9.5 

9.3-9.5 6.9-8.5 

10.5-11. 3 6.5-8.3 

9.3 5.4-10.5 

9.3-10.0 6.7-9.7 

19.0-20.8 

8.5-9.6 

1975 1973 

TABLE 8 

SALARY RA~~E3 FOR CO~TIES WITH 
~OPUr~?!OKS TESS ~P~N 10,000 

(In ~ousand Dollars) 

Illinois Xinncsota Missouri 

2.11 3.9-4.9 .9-4.0 

3 4 
8.2-9.3 

20.0 8.5-11.5 6.9-8.2 

12.0 9.0-11.7 7.6 

12.0 10. ~-11. 7 5.2-6.9 

12.0 11.3-14.0 10.0-13.0 

12.0 10.4-11.3 9.5-B.6 

7.5 11. 3-14.2 8.8-10.0 

4.9 17.4-17.8 .3-6.0 

7.4-8.1 10.6-14.2 8.2-8.3 

1.6-1.9 .2 

15.5-20.2 

5.0-10.6 

1974-5 1974-5 1974-5 

IC.'.t.A, - International City !-:<l:iagcrs Association 

Wisconsin 

2 S22-20/Mt". 

10.5 

12.2-18.0 

9.7-9.1 

8.7-9.4 

10.8-11.9 

8.7 

10.4-11.1 

$16/case 

15.4 

5.9-7.8 

1974-5 

1. Sal<lric5 will vary for this po~ition depending on .... hether the survey counties have Com-
missioners or Supervisor:;. 

2. Wisconsin 'Boards r.4Y set a per diom or annual salary. 
3. Illinois County Clerks and Recorders are co~ined. 
4. I-'.irJ\cscta does not have a COunty Clerk . 

• ~ • • 
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IC~j\ 

8.1 

7.3 

9.4 

7.1 

7.3 

8.0 

7.7 

9.6 

1973 
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SAIJ>.RY RANGES FOR COUN'!'IES WITH 
POPULATIC~ 10.000-19.999 

(In Thousand Dollars) 

/ 
Iowa Nebraska Illinois Mi:mesota Missouri Wisconsin ICt-' .. \ 

Board of 1 
Supervisors 6.6-7.9 4.0-4.7 2.4-3.6 3.2-6.5 1.0 $~5-25/dai' 

2 7.2 

Audito~ or 4 
County Clerk 9.8-10.0 7.5-7.9 3 13.9 10.5-11.7 8.4 

County Attorney 9.0-10.3 7.7-11.2 20.0-24.0 10.0-15.0 11.5-12.7 8.S-15.5 10.6 

Recorder 9.8-10.0 7.8-9.7 12.0-13.0 11.0-15.0 8.5 5.6-9.9 8.3 

Treasurer 8.0-10.0 7.5-9.3 12.0-13.0 11.0-15.0 B.5-8.7 9.7-10.9 8.4 

Sherif! 10.5-11.0 7.3-10:1 12.0-13.0 13.5-15.0 14.5 10.7-11.0 9.5 

.t> Clerk of Court 9.8-9.9 6.5-10.5 12.0-13.0 11.0-15.0 10.7-10.9 9.3-10.9 ... 
Assessor 9.8-12.5 7.4-9.8 11. 5-13.0 11.6-15.0 14.0 9.2 

Enqineer 19.5-20.0 15.5 18.0-21.0 

Nurse 8.5-9.9 8.0-13.7 10.0-11.6 

Ked. Exam. 2.5-3.0 .5 .5 

Dir. of Relief 9.8 12.0 13.0-26.0 7.9 H.8-19.0 

Sold. Relief Sec. 9.9 

Salary for Year 1975 1973 197~-5 1974-5 1974-5 1974-5 1973 

leMA - International City Managers Association 
1. Salaries will vary for this position depondinq on whether the survey counties have Com-

missioners or Supervisors. 
2. Wisconsin Boards ~y set, a per die~ or annual salary. 
3. rllinois Cour.ty Clerks ar.d Recorders arc cotlhined. 
4. ~Unnesota does not h3ve a County Clerk. 



TABLE 10 

SALARY RANGES FOR COUNTIES WITH 
POPULATION 20,000-29,000 

(In Thousand Dollars} 

Iowa Nebraska Illinois Minnesota Missouri Wisconsin ICMA 
2S-S9,OOO 

Board of (NACO) 
Superv isors 7.9 5.0-S.9 $2S-3S/dayl 6.3 4.0 $24/mt9. 2 9.0 

(6.8) 

Auditor or 3 4 16.0 11.7-13.2 
County Clerk 9.B-I0.S 8.2-10.6 9.9 

(l0.1) 

County Attorney 10.3-11.0 9.8-13.8 22.0-23.5 9.6-24.0 16.1 12.2 13.4 

Recorder 9.8-10.S 8.1-10.4 13.0-13.8 11.8-12.S 9.2 11.7 10.1 
(9.3) 

Treasurer 9.8-10.S 8.2-11.0 13.0-13.8 13.1-15.6 9.2 11.7 10.1 
(10.0) 

Shariff 11.0-11.8 8.0-11.3 13.0-16.S 13.9-14.9 IS.0 12.8 11.1 

"" 
(10.9) 

'" Clark of Court 9.0-10.S 8.0-11.1 13.0-13.8 13.7-14.7 11.4 11.7 

Assessor 10.0-12.S 8.2-10.S 13.0-16.5 I1.S-14.1 IS.S 14.9 
(14.0) 

£ngineer 20.8-24.5 17.3-21.0 16.1 10.4 
(10. S) 

Nurse 10.2 7.8-12.0 9.1-11.1 8.6 12.4 

Med. Exam. 3.0-4.S $25/ca11 1.0 

Oir. of Relief 7.3 16.9-17.2 IS.0 

Sold. ReI. Sec. 2.1-7.2 11.5 9.4-10.8 10.3 

Salary for Year 1975 1973 1974-5 1974-S 1974-5 1974-5 1973 

lCMA - International City Managers ASGociation 
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 dic~ or annual salary. 
3. Illinois County Clerks and Recorders are oonbined. 
4. Minnesota docs not have a Oounty Clerk. ~ • ~ 
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SA!..~.R'! R;;':':;::S FOR. CO:';Nr1ES WITH 
!)C;:-~LJ..TICN 30,000-59,999 

(In '!'housand Dollars) 

Iowa N(;bras'!<.a Illinois Min~csota Missouri Wiscor-sin I~V~ 

Bo.lrd of 
Sc?c:visors 8.4 4.6-5.7 S25/rntg. 1 5.0 3.0-8.5 $25/day2. 

;.ucii t.c.r or 3 4 
County Clerk 11.0 8.5-11.2 10.1-15.5 11.1 

Cour.ty Attorr~y 18.5. 11.2-20.3 22.0-25.5 17.0 17.0-19.0 18.5-20.0 

~ecordt!r 11.0 8.2-10.6 14.0-1o.~ 1'.5-15.0 9.2-10.7 9.8-10.9 

Treasurer 11. 3 8.9-11.3 14.0-16.0 14.5-16.7 8.0-12.0 9.8-10.3 

Sheriff 12.3 8.2-10.2 14.0-16.0 14.5-18.1 15.0-16.0 10.7-12.8 

.I> 
Clerk of CO-.lrt 11.0 8.0-11.0 14.0-16.0 17.4-17.5 11.2-13.1 8.9-10.9 

0' 
Assesscr 18.3 9.0-11.6 10.0-14.5 16.0-17.0 9.5-16.5 

Engineer 24.0 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 

Pocd. Ex()'m. 7.5-10.1 1.2-2.6 1.5-1.8 

Oil". of Relief 20.0 9.0-18.2 

Sold. Ret. Sec. 7.2 9.'-10.7 

Sa:!.ary for Year 1975 1~73 1974-5 197'-5 1S74-5 197'-5 

IC?'.1\. - Intc:::natio:tal City !-'.£!nagers Association 
1. 5a1.1l:"ie:; will ';<J.ry for this !)').iitiQn dcpc:1tiing on whether the survey counti~s have COIr.-

:;-:is!> ior:cr.:o or $U?C rvi sors. 
2. H':"sco:'\!;in Boar25 ~;::''j SC~ a per eic:n or ar.:::.;al salary. 
3. Illi~ois Cocr.t,/ Cle:-ks a..'"Id Rocor<!c:ts are coJr.!:>ine:cL 
4. Mi'~Qsota doas not have a Cou~ty Clerk. 



'l".,.E V~ 12 

~~_ j~A~;~~:..:~~"'.9E...._CO~~"':IES '';:TH 
?v?i.J!"':~': :.:a~ OVER 60, COO 
(-In T.:c...:sa:"(d DOllars) 

_.J_~1 ___ ~~0':(1:,f:a II U.I~ois !<i!:r.E:!;ota NissQuri Wiscoi:sir. :::0:;" 

.. '.' -OG •• =(. OJ: 

sJ,?:';;c.'':''::''':'::'; 8.3-;"2.1 9.0 S25/c"yl 8.0-10.9 8.5 1.92 10.0-17.6 

1'.,..di tor 0: 
3 County CIcci<. 12.3-14.3 13.0 15.0-13.0 13.0 12.1 11. 7-25. 9 

COI..:.:':y httorr,cy 1-1.J-:S.O 17.5 2::.C-32.0 2~. '/-31.8 14 .C-22.0 15.4-15.6 16.3-35.2 

r<.t~.:::o::c.~r 12.3-1·:.3 13.0 13.0-13.0 18.5-21.~ 11. 2-11. 6 13.6 11. 4-23. a 

Tre3.surer 12.3-;'4.8 14.5 16.0-18.0 17.0-21.4 12.0 12.2-13.6 11.6-25.2 

S}~·-,!: if i 1..-i,C-l6.S 13.0 E.G-2C.0 2O.6-2~.0 11. 3-16. a 17.3-18.0 12.9-2~.: 

J .• 

" c:~,!:":; of Cour~ 12.3-!<i.3 13.0 13.5-10.0 18.5-22.4 11.6-14.2 11. 7-13.3 

A:3sc!;sor 17.5-19.0 U.S 13.2-18.0 !6.5-25.2 13.5-16.7 11. ,)-3C.~ 

Er.;in~er 22.5-26.0 25.0 12.6 

Nu;"s(; lC.2 10.1--12.5 10.1-20.6 12.5-13.5 

:-:C(!. EXdr.'L. 11.0-15.0 

~ir. of Relief 21.6-24.7 17.3-17.6 15.C-17.5 

Sold. ?c!. Sec. 0.2-7.7 7.8-1';.6 li.O-l1. 4 

Sal a!)' for i'ei\r 1975 1973 1974-5 IS7~-5 1974-5 197~-5 :'Sl13 

I::;~:'; - !ntc:::-,.:lti,o;",<:l C'...::.y ~:~!"IaS"ers ,\ssocia:,iol'l 

1. :i.~:..)!::C!; .... :i.:.1 .... .or;' £o~ L-.::'s p<:)s:"tiv:1 d{:~X'.;".d:i.n9 0:0 'rIhct.~er t.~e survey cou:lti€:s have Co:;t-
;:1:~:sic;"' .... ~:;".; (~;:: ~:.1;.ccvisc=,>. 

2. Wi5CO~si~ Boards ~y Set a per die~ or annual sala~~. 
3. Xin~esota do~s not have a County Clerk • 

• • • 
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for budget purposes. If the cost-of-living index determined by the 
Minnesota ll<:partment of Labor is greater thac. 4\ but less than 7\, then 
salaries may be increased as determined by th~ County Board. There may 
be a $100 per year increase in salary for each increase of three index 
points. 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; howpvpr, the primary factors are population and tax valuation of 
real and personal property. 

Tables 8 tnrough 12 categoriZe county official salaries in each of the 
above sta~~~ and for all five population categories. ICMA salary averages 
are also. i.""l'.lded for. additional comparison. 

When comparing salaries across the country, the International City Managers 
Association (lCMA) survey has an average which generally in all population 
categorie~ is higher than Iowa and the surrounding states. It is interest­
ing to no~p~hat Iowa. ge~erallY has higher salaries for Board members. This 
distinction may impl~ more responsibility for the Iowa Board of Supervisors, 
especially when some states are still allocating salaries on the basis of 
per diems. The fact that all counties mere closely approach each other i!1 
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, Minne90ta 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 Illinois 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 
offices. The ranges presented in Table 13, Illinois Salary Ranges, are for 
the County Clerks, Sheriffs, Treasurers, Circuit Court Clerks, Recorders, 
and Auditors. It should be noted that the population categories are of a 
different classification from the categories established for the Board mem­
bers in Illinois. 

TABLE 13 

ILLINOIS SALARY RANGES 

Population 
LESS THAN 14,000 

14,000 - 30,000 
30,000 - 60,000 
60,000 - 100,000 

100,000 - 200,000 
200,000 - 300,000 
300,000 - 1,000,000 
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Salary Ranges 
$12,000 - 15,500 
13,000 - 16,500 
14,000 - 17,700 
15,000 - 21,000 
16,500 - 23,000 
18,000 - 25,000 
20,000 - 27,000 



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 Auditor 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 1S 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 population 
and assessed valuation levies which produce a salary plus additional 
compensation for collection of fees and performing other responsibilities. 

The salaries of the County Clerk in the State of Nebraska are established 
in accordance with the population and minimum salary categories illustrated 
in Table 6. Th~ salary is determined by the County Soard 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 Soard 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 I salaries are somewhere be-
tween Minnesota and Wisconsin, and higher than the ICMA average. The 
tables illustrate that the Iowa County Auditors have the highest salaries 
in the lower county population categories but as the popUlation increases, 
the Iowa County Auditor's salary becomes less. Generally, it appears that 
the County Auditor 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 1S appropriate 
since the State of Illinois provides a S12,000 annual contribution to 
each attorney's salary. In addition to this $12,000, each county ~ay 
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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TABLE 14 

SALARY RANGE FOR COUNTY CONTRIBUTION 
ILLINOIS STATE'S ATTORNEY 

State: $12,000 

County: Population 
less than 20,000 

20 - BO,OOO 
80 - 1,000,000 

Additional Salary Range 
$ 8 - 15,000 

10 - 15,000 
20,000 

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

The StuL~ ~f Minnesota also has a minimum salary based on population 
which ?~~lt~S to the Attorney, Re9ister 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 IS, Minnesota Minimum Salaries. 

TABLE 15 

MINNESOTA MINIMUM SALARIES 

Population 
less than 10,000 

10 - 20,000 
20 - 30,000 
30 - 40,000 
40 - 100,000 

Minimum Salary 
$ 4000 

5000 
6000 
7000 
8000 

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

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 S16,500 is granted. Otherwise, the salary of the District At­
torney in Wisconsin is in accordance with population categories and a 
minimum salary. Th1s is illustrated in Table 16, Minimum Salary for 
District Attorney, Wisconsin. 
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TABLE 16 

MINIMUM SALARY FOR DISTRICT ATTORNEY 
WISCONSIN 

Population. 
less than 20,000 

20 40,000 
40 - 60,000 
60 - 80,000 
80 - 100,000 
over 100,000 

Minimum Salary 
$ 3500 

4500 
5500 
6500 
7500 
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 is just below the IC~ average. As shown in 
Table 6, illustrating salaries for counties in the 20,000-29,999 category, 
Iowa County Attorneys are being compensated somewhat lower than rema1ning 
states and the national average used by lOlA. The highest population 
category ... 60,000 plus ... demonstrates that many states have not only 
broader ranges than Iowa but higher salaries. Illinois, Minnesota, 

• 

and leMA figures are much higher than Iowa. Missouri and Wisconsin are • 
similar, but even ~issouri 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 
county in comparison to salaries. The State of Nebraska shows an increase 
in salary with the population size, but all the states demonstrate some 
overlapplng, i.e., one county with a larger population having less salary 
than another county with a smaller population. This would indicate the 
responsibilities associated with the job vary as well as the amour.~ of 
time required. 

Recorder 

The position of Recorder in many states takes on various characteristics. 
The office of Recorder is combined with the County Clerk in Illinois for 
cou..,ties with a population under 60,000; in Hinnesota it is known as the 
Register of Deeds, and in Missouri the Recorder of Deeds. 
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When the Recorder is combined with the function of the County Clerk in 
the State of Illinois, 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 
Recorde~ ;.s 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 minimums as those which 
are prov;n~d for the Minnesota Attorney, as illustrated in Table 10. 

The Missouri Recorder of Deeds exists only in 1st and 2nd Class counties 
(with an excess of $70,000,000 of personal property valuation). Third 
and 4th Cl~ss counties combine the duties of Recorder of Deeds with the 
Clerk 0f the Circuit Court. The statutes cite various amounts for add>­
tional compensation based upon duties and fees COllected, but the minimum 
is generally in the vicinity of $12,500. 

The StQLt uf Nebraska has a Register of D~8ds with the salary fixed by 
the County Board. The salary is equ>valent 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 Minnesota which are fairly high 
and the states of Wisconsin, Missouri, Nebraska, and the ICMA average which 
are lower. 

Treasurer 

The pos~t>on 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 specific salary 
range by statute. 

Relative to Missouri compensation for Treasurer, it is stipulated in the 
statutes and is dependent upon the assessed taxable valuation. In the 
State of Missouri, a 1st 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 S12,OOO. The 3rd Class counties (between SlO,OOO,OOO 
and $70,000,000 in assessed valuation) provide a base salary plus an 
additional $6,000. The salary is based upon population categories and 
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is illustrated in Table 17, Base Compensation for Tr~asurer, Missouri. 
The 4th Class counties (less than $10,000,000 in assessed valuation) provide 
salaries which ~re also 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 to other state County Treasurer posi­
tions. It is 1nteresting 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 

POI'lUlation Base Co~nsation 
less than 7,500 $ 4.500 
7,500 - 10,000 

10,000 - 12,500 
12,500 - 15,000 
15,000 - 20,000 
20,000 - 30,000 
30,000 - 35,000 
35,000 - 40,000 

over 40,000 

less than 10,000 
10,000 - 12,500 
12,500 - 15,000 

over 15,000 

Fourth Class 

4.600 
4,700 
5,000 
5.400 
5,700 
5.950 
6,400 
6.700 

4,100 
4.400 
4.700 
5,100 

Sheriff 

The salaries of the Sheriffs in the counties of all states reviewed, with 
~~e exception of Missouri, are established by County Boards. The salary 
for Sheriff in Missouri is generally based upon the class of county. In 
additio~ to mileage and travel expenses, Class 1 County Sheriffs are com­
pensated w1th at least 512,500; Class 2 County Sheriffs are compensated 
with a~ least $7,100; Class 3 and Class 4 County Sheriffs rece1ve any 
amount determined from population and responsibilities that 15 at least 
57,100. Relative to the procedures in other states, the Sheriff in Minne­
sota has a salary based upor. a minim~~ similar to that of the County Attorney. 
:~e ~eb~askd Sheriff may be sala~ied at the minim~~ stipulated in Table 6. 
7! ... .:.s table gove!":15 the sala:;ies of all elected county officials in the 
State of ~ebraska. 
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The salaries of Sheriffs may vary depending upon the expenses ~nd costs 
for operating the Sher1ff'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, Sherifts are provided living quarters. Some counties require 
that the Sheriff .orovide 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 S~eriffs' salaries in other states. 

The Iowa County Sheriffs have a higher salary than the Sheriffs 1n 
Nebraska and have salaries comparable or higher than the ICMA national 
average. However, the salaries are generally lower in all population 
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. There seemed to 
be an overall significant difference in salaries among counties belcw 
60,000 population and above 60,000. It is apparent that as responsib1li­
ties increase in the counties under 60,000 population, the Sheriff can 
absorb much of the workload, thus becoming more a doer than a manag~r. 
However, when counties increase above the 60,000 population category, the 
SneriEf must be competent enough to handle responsibilities of the office 
as well as the administrative concerns of supervision, finance, and man­
agement. This additional competency to perform the Sheriffs' functions 
generally necessitates the need to provide increased compensation for 
]?rofessionalism in 1a\01 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 specif1ed in the tables for the respective states. However, 
there are a few unique characteristics which exist for Minnesota, !--Hssouri, 
and Nebraska. 

The State of )1innesota has a specific ffi1nlmum salary for Clet·ks of the Court 
in accordance with population of the county. Table 18, Minimum Salary 
for Clerk of Court, Hinnesota, 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 population have the 
salaries set by the County Board in accordance with local conditions. 

The Circuit Court Clerks (Clerk of the Court) in the State of l1issoIJri have 
their salary determined by statute through a combination of population and 
assessed valuation. The salar1es can ra~ge from $4,900 to S14,350 du~ to 
all of the possible combinations of population 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 
to another mcy vary by only a few dollars. 
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TABLE 18 

MINIMUM SALARY FOR CLERK OF COURT 
MINNESOTA 

Population 
less than 10,000 

.10 - 20,000 
20 - 30,000 
30 - 40,000 
40 - 75,000 

The State of Nebraska has 
are compensated similarly 
with a pcpulation of less 

Minimum Salary 
$ 6,000 

6,500 
7,000 
7,500 
'8,000 

a plan which states that Clerks of the Court 
to County Clerks. However, Nebraska counties 
than 16,000 do not 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 Iowa are fairly similar, but Nebraska in the high­
er population 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. Illinois provides 
for a Board of Assessors that can can be elected or a tax aSSessor who 
can be appointed after qualifying 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 ASSESSOR 
ILLINOIS 

P912u1ation 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 
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The State of Minnesota has County Assessors who are appointed by the 
County Board and the salaries are determinPd 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 
less than 6,500 
6.500 - 12,000 

12,000 - 16,000 
16,000 - 21,000 
21,000 - 30,000 
30,000 - 39,500 
39,500 - 50,000 

over 50,000 

Minimum Salary 
$ 4,900 

5,200 
5,500 
5,700 
5,900 
6,luO 
6,3::0 
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 1st Class 
(over $300,000,000 assessed valuation) the salary minimum is $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 appoint a Superin­
tendent of Highways and set the compensatiOn. In Missouri, an Engineer 
is elected in counties of the 1st Class and can be appointed in 2nd through 
4th Class Cou11ties. Third Class counties fix compensation not to exceed 

S6 



$6,000; 4th Class not to exceed $4,800. The 1st and 2nd Class counties 
determine salaries by statute. In the other states, the county Eng:'neer • 
in many instances is called a County Surveyor and it appears the qualifi­
cations for the position are not equivalent to a professional engineer 
as required in the State of Iowa. Therefore, it is difficult to compare 
salaries based upon qualifications 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 f\111- lime County Engineer. Perhaps the reason tor this ..i..s t.he .~ Lii ,;.­
lation ~hat the County Engineer has to be Q licensed professional engineer 
and meet th~ 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 h~ve county welfare directors. In the 
instance of the Illinois and Missouri directors, they are paid by the 
state and t~erefore 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 Rellef Secretary 

• This poSition is strictly a state function in Illinois and Missouri. In 
the States of Minnesota and Wisconsin, there are veterans' service officers 
who fulfill the same role. However, in many instances, the state social 
services system combines the Soldiers' Relief secretary and Director of 
Relief ln the same position and functions through the state welfare office. 
Again, salaries are not available in other states for these positlons ex­
cept in a few instances and are not sufficient to provide for 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 provlde 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 position are not in any similar to the poSl­
tion of County Nurse in the State of Iowa. The salarles 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 Minnesota and Wisconsin salaries, with the States of Illinois 
and Missouri 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 previo·..:!~ly 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 Illinois are elect­
ed in all counties and have a minimum salary based upon population as 
illustrated in Table 21, Salary Ranges for Coroners, Illinois. 

TABLE 21 

SALARY RANGES FOR CORONERS 
ILLINOIS 

POl2ulation SalaEl:: Ranse 
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 official 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 4It 
the lCMA 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 into 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 Sheriffs 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 populatlon 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 thlS 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. 

59 

• 



• • • 
TABLE 22 

IOWA CITY OFFICIALS SALARIES 

Less than 
10,000 10-19,999 20-29,999 30-59,999 60,000+ 

Hayor 12,000 8,550 12,624 13,302 20,568 

(part. time) (1,820) (3,600) (7,552) (2,200) :5,258) 

CHy Clerk 9,155 11,391 14,119 11,208 13,300 

Attorney 15,996 12,975 20,784 

(part time) (1,806) (4,519) (12,324) (9,702) (18,504) 

Treasurer 10,416 8,580 9,384 11,858 

(part time) (728) (1,120) (1,724) (450) 

0' 
Chief of Police 9,003 13,128 13,780 12,972 16,243 

0 

Municipal Engineer 16,471 15,530 16,902 18,981 

Direct.or of Public 12,180 18,118 

Hnalth 
(part time) (73) (2,196) (1l,004) 

Public Heal th Nurse 10,824 7,944 7,620 

N=92 N=7 N=5 N=5 N=5 

N Number of citi.es repr0sented in each population category. 



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 hlgher 
salary in the county. 

A comparison of salaries in the five states of Illinois, 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 positlons 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 citles 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 reason that county salaries in the smaller 
counties generally appear to be greater than the smaller city salaries. 

COUNTY SALARIES/BUSINESS, STATE, AND FEDERAL CO~~ARISONS 

• 
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 Auditor, 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 
~Iinn. City Council 
Mo. Council 
Wis. 'rrustee 

Iowa Clerk 
Ill. Clerk (6470)H 
Minn. Clerk 
Mo. Clerk 
Wis. Clerk 

Iowa Attorney 
Ill. Attorney (9936)# 
Minn. Attorney 
Mo. Attorney 
Wis. Attorney 

Iowa Treasurer 
Ill. Treasurer (4213)H 
Minn. Treasurer 
Mo. 1'reasurer 
Wis. Treasurer 

Iowa Police Chief 
Ill. Police Chief (16,600)# 
Minn. police Chief 
Mo. police Chief 
WiS. Police Chief 

it Part time 

• 
TABLE 23 

COMPARATIVE SALARIES OF CITY 
OFFICIALS FOR FIVE STATES 

Less than 
10,000 

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 

10-19,999 

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 

20-29,999 

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 

# Average across all Illinois cities 

30-59,999 

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 

60,000+ 

5,258· 
1,200-24,000 
$25/meetir,g 
3,000-7,500 
1,980-20,916 

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 
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or the effective salQry 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. 

Auditor 
Auditor 
Auditor 

Attorney 
Attorney 
Attorney 
Attorney 

Engineer 
Engineer 
Engineer 
Engineer 

Source; 

TABLE 24 

PRIVATE INDUSTRY AND FEDERAL GOVERNMENT: 
UNITED STATES EFFECTIVE SALARY RANGES 

Private Industry Federal Government 

Annual Salary Annual Salary 
First & Third Quartiles Steps 1-10 

I $ 9,024/11,040 S 8,055/10,467 
II 10,548/13,032 9,969/12,957 
IV 15,744/18,996 14,671/19,072 

I 12,516/15,180 12,167/15,821 
II 14,496/17,640 14,671/19,072 
III 18,096/23,496 17,497/22,744 

VI 33,492/42,780 28,263/36,741 

I 11,100/12,600 8,055/10,467 

II 12,000/14,136 9,069/12,957 

III 13,812/16,452 12,617/15,821 

VIII 27,900/34,500 28,263/36,741 

National Survey of Professional, Administrative, and Technical 

Pay. March, 1974. 
Statistics. 

U. S. Department of Labor. Bureau of Labor 

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 geographic 
region are given in Tables 25, Effective Salary Ranges, Middle ~lanagement 
Personnel, Administrative Management Society Survey: 1974, and in Table 26, 
Iowa Employment Security Commission Surveys. Table 26 shows very comparable 
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TABLE 25 

EFFECTIVE SALARY RANGES 
MIDDLE MANAGEMENT PERSONNEL 

ADMINISTRATIVE MANAGEMENT SOCIETY S~Y: 1974 

West 
Mid- Central 

Des Cedar Quad Missouri 'Jnl ted United 

Selected Positions Moines Rapids Cities Omaha Lincoln Area State'; S';at~s ---
Accounting Manager $14,300/ $13,800/ $13,300/ $13,800/ $14,800/ $13,800/ $14,300/ $14,501/ 

18,500 20,500 20,500 19,500 18,500 19,500 19,500 21,000 

Auditor 11,800/ 10,800/ 9,800/ 11,800/ 9,800/ 8,500/ 9,800/ 11,501/ 

13,100 18,500 13,800 15,500 14,300 9,800 14,300 17,000 

Personnel Manager 13,800 13,300/ 13,300/ 16,500 12,300/ 13,800/ 14,300 14,501/ 

22,500 18,500 20,500 22,500 20,500 21,500 20,500 23,000 
0' 
.I> 

CUstomer Service 13,800/ 15,500/ 10,300 10,300/ 9,800/ 11,300/ 11,300/ 11,501/ 

Manager 17,500 21,500 14,800 18,500 13,300 13,300 16,500 18,000 

~Ianager Administrative 12,300/ 13,800/ 8,500/ 12,800/ 10,800/ 13,800/ 12,300/ 13,001/ 

Services 15,500 18,500 17 ,500 18,500 20,500 15,500 17,500 20,000 

Branch Manager 11,300/ 11,300/ 15,500/ 9,300/ 13,800/ 9,800/ 9,800/ 10,501/ 

22,500 14,800 19,500 19,500 21,500 13,800 14,300 19,000 

Plant Manager 14,300/ 14,300/ 15,500/ 14,800/ 14,300/ 8,500/ 13,800/ 16,001/ 

21,500 16,500 30,000 22,500 22,500 10,800 21,500 25,000 

Source: l\MS Guide to Management Compensation, 1975. 



salaries in general for the State of Iowa and the county officials. In 
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 0 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 1; current salaries are in the 
second coluinn. The positions of Auditor, Recorder, and Treasurer can be 
somewhat c~mpared 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 necessarily be compared to Accountant I 
or Personnel Officer 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 4It 
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 Iowa. 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 occurs 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 body. In this manner, each county may adopt a compensation plan pro­
viding salaries comparable to 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 unique needs 
of their respective counties. 
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Selected Positions 

Accountant 

Administrative 
Secretary 

Industrial Engineer 

Traffic Manager 

Registered Nurse 

Office Manager 

Retail Store Manager 

Loan Officer (Bank) 

• 
TABLE 26 

IOWA EMPLOYMENT SECURITY COMMISSION SURVEYS 

Des Moines 
County 

$ 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 

AVERAGE ANNUAL SALARIES 
(AVERAGE ENTRY LEVEL WAGE) 

Henxy- Lee 
Louisa County County 

Iowa 
Metro-
politan 

$ 10,524 $ 15,312 $ 11,520 
( 7,476) (11,520) ( 9,924) 

7,128 NA NA 
( 6,252) 

NA 13,680 NA 
(10,788) 

NA NA NA 

8,4e4 8,592 NA 
( 7,716) 7,464 

9,540 10,464 10,092 
( 8,988) ( 8,016) ( 7,008) 

10,440 10,764 9,588 
( 7,788) ( 9,036) 7,296) 

NA NA 13,440 
( 7,200) 

Cedar Rapids 
Area 

NA 

NA 

NA 

NA 

NA 

$ 9,324 
( 5,640) 

9,840 
( 7,728) 

13,272 
(NA) 

Source: Iowa Employment Securi~ Conunission surve:ls Published: 1973 and 1974. 

• 

Iowa City Waterloo 
Area Area 

NA NA 

NA NA 

NA NJ\ 

NA $ 11,568 
( 6,552) 

NA NA 

$ 8,904 NA 
( 7,032) 

NA NA 
NA NA 

11,976 15,156 
( 7,284) ( 7,596) 



TABLE 27 

IOWA STATE GOVERNMENT SALARIES 

proposed * Present~· 

Accountant I 9,777 - 13,757 9,336 - 12,288 
Accountant II 11,318 - 15,925 10,728 - 14,856 
Accountant IV 17,557 - 24,704 15,600 - 21,936 

Atto:mey I 13,102 - 18,435 12,288 - 17,184 
Attorney II 15,925 - 22,408 14,136 - 19,896 
Attorney III 19,357 - 27,236 17 ,184 - 24,192 

Institutional Business I 10,266 - 14,445 9,336 - 12,864 
Institutional Business II 12,478 - 17,557 11,736 - 16,368 
Insti tutional Business IV 16,721 - 23,528 14,856 - 20,904 

Administrati ve Officer I 10,266 - 14,445 9,336 - 12,864 
Administrative Officer II 13,102 - 18,435 
Administrative Officer IV 21,341 - 30,028 

Personnel Officer 1 9,777 - 13,757 
Personnel Officer II 11,318 - 15,925 
Personnel Officer V 16,721 - 23,528 

P. H. Nurse I 9,777 - 13,757 
P. H. Nursing Supervisor 13,102 - 18,435 

County Social Services Director 1 11,318- 15,925 
County Social Services Director II 12,478 - 17,557 
County Social Services Director V 18,435 - 25,939 

Highway Engineer I 13,757 - 19,357 
Highway Engineer II 15,167 - 21,341 
Highway Engineer VI 20,325 - 28,598 

• 
** 

Proposed for action during current legislative session 
AdopteG July I, 1974 

11,736 -
18,960 -

8,904 -
10,728 -
15,600 -

8,496 -
11,208 -

10,224 -
11,208 -
17 ,184 -

12,288 -
13,488 -
18,048 -

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 metho~ology that represents a 
policy adaptable to the salary requirements for the county and the state 
and it should ~p 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 assessed 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 additional 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 also 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 assessed 
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 assessed 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 equate salaries and 
"0 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 1'1<>" for establishing elected and appointed county 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 dcc0rdance with the workload relative to the duties and 
responsibilities of t-.he county officials. 

compensation Plan Concepts 

A compensation pl'::'ll for the elected and apPOinted cOlmty officials needs 
to be revised to re(lect 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 fram the concepts presented herein. 

It 1S 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 67 
30-59,999 8 
60,000 plus 9 

It is evident that the majority of counties are in the 10,000-29,999 category. 
\ihen 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. T~e sample county survey provides evidence that counties of similar 
population have similar problems and provide a similar level of service. This 
generally is 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 
counties are On the borderline of moving from one population category to 
another. Tne deSignation 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. 
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It should be mentioned 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 category 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 perfor.m 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 additional employees 
does not increase proportionately with the workload 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 :5 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 co~~ties. 

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
sidered to be out of date. In addition, the method by which salaries must 
be 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 
an~ual increase for officials during the 1973 session of the legislature. 

Cqncepts II and III focus upon the establishment of elected and appointed 
o~ficials' salaries by Board of Supervisors. The methods will allow for the 
f~exibility to revise compensation schedules in accordance with local needs 
through the knowledge and awareness of local conditions. The Board of Super­
v+sors is charged with the responsibility of personnel administration and 
b~dget approval for the operation of county government. It is essential to 
the quality 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 perso"nel 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 consideratio~ 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 population and the subsequent workload, 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 to increase salaries 
to a level competitive with local private businesses or o~~er 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 Iowa Employment Security Commission. . . another method 
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 Supervisors establishing salaries based upon criteria 
set by the state legislature. The concept is reviewed as follOWS: 

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

0-29,999 
30,000-59,999 
60,000 pl\lS 

71 

• 

• 

• 



• 

• 

o The County Board or Super~isors would ~stablish the salaries within 
a rah~t:: recommended for POsitions in the population categories. The 
ra~ge is illustrated in Table 28, Salary 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. 

o A disadvantage in this concept is that the salary for any specific 
position might be established by the Board of Supervisors at the 
maxim"rn ... 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. 

o Sala",- for each position would be set by the County Boards of Super­
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, 
sala • .i.es could be related specifically to the position and not to 
the ~rson occupying the position. 

o 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 positions. 

o It would be advantageous ~n order to maintain salary levels with 
private business and other governmental salaries in an area Lhrough 
a cost of living increase. The basis for the cost of living increase 
could be determined by the Iowa Employment se~urity Division, or be 
in accordance with the cost of living index established in the state 
me~it system. If cost of living increases Were provided, the minimum 
and maximum of the range should increase accordingly. 

Compensation Plan: Concept III 

This concept does not greatly differ from Concept II. ~ne 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 Iowa 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 county population cat"gories. 
The population categories are as follows: 

0-29,999 
30,000-59,999 
60,000 plUS 
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OFFICIALS 

Elected 

Board of Supervisors 
Auditor 
Clerk of the court 
Treasurer 
Recorder 
Sheriff 
County Attorney 

;::; Appointed 

Assessor 
Engineer 
Nurses 
Medical Examiner 
Director of Relief 
Soldier's Relief Secretary 

TABLE 28 

SALARY RANGES 
ELECTED AND APPOINTED IOWA COUNTY OFFICIALS 

o - 29,999 

$ 6,000 - S 8,800 
8,300 - 11,205 
7,900 - 10,700 
7,900 - 10,700 
7,900 - 10,700 
9,500 - 12,825 
9,500 - 16,150 

$ 9,300 - $14,136 
16,300 - 22,000 

5,400 - 7,300 

POPULATION CATEGORIES 
30,000 - 59,999 

S 8,000 - $10,000 
10,000 - 13,500 
9,600 - 12,900 
9,600 - 12,900 
9,600 - 12,900 

11,500 - 15,525 
11,500 - 19,500 

$12,700 - $19,304 
20,000 - 25,000 

State Merit System - - - -
Fee on a Per Case Basis- -
State Merit System - - - -

6,600 - 9,000 

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

• • 

60,000 Plus· 

$ 9,800 - $13,200 
12,200 - 16,500 
11,600 - 15,700 
11,600 - 15,700 
11,600 - 15,700 
14,000 - 18,900 
16,800 - 28,500 

$17,300 - $23,300 
22,500 - 28,100 

8,100 - 10,900 

• 
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TABLE 29 

MINIMUM SALARIES 
ELECTED AND APPOINTED IOWA COUNTY OFFICIALS 

OFFICIALS 

Elected 

Board of Supervisors 
Auditor 
Clerk of the Court 
Treasurer 
Recorder 
Sheriff 
County Attorney 

Appointed 

A~sessor 

E."ngineer 
Nurses 
Medical Examiner 
Director of Relief 
Soldier's Relief Secretary 

o - 29,999 

$ 6,000 
8,300 
7,900 
7,900 
7,900 
9,500 
9,500 

$ 9,300 
16,300 

5,400 

POPULATION CATEGORIES 
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 Case Basis­

State Merit System - - - -
6,600 

* nlC 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 
11,600 
11 ,600 
14,000 
16,800 

$17,300 
22,500 

8,100 



o Each category would have a mlnimum salary for the respective elected 
and appointed county official positions. nle recommended minimums ar. 
shown in Table 29. 

o 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. 

o Thp 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 
Supervlsors to establish salaries comparable to other government 
agencies and private businesses in the county. 

o 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 equate each position's salary 
to local conditions. The salaries could be related specifically 
to thp position and its responsibilities and not to the person oc­
cupying the position. 

o 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 respective officials. 

o ThlS 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 Supervisors should accept the responsibility 
and incorporate the procedures at the next annual sal~ry review prior to pre­
paration of the annual budget. 

County Official Salaries 

It will be noted by review of Table 28, Salary Ranges, Elected and AppOinted 
County Officials, and Table 29, Minimum Salaries, Elected and Appointed County 
Officials, that there is a differentiation made between 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 position. The job 
descriptions for the respective positions are included in the Appendix. The 
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suggested SQ1Qrles for the elected and QPpointed county posltlons are listed 
in Table 30, Suggested Salaries, Elected and Appointed Iowa County Officials. 
The rational p F0r the suggested sQlaries is described as follows: 

Elected Officials ------
o Board of Supervisors. A position on the Board of Supervisors in 

o 

o 

the smaller counties is generQlly considered to be a PQrt-time 
position. This is generally true for counties under the 30,000 
population level. Above the 30,000 population level, many persons 
elected to the office generQlly consider it a full-time position. 
Depending upon the characteristics of the county and the demQnds 
placed upon the elected officialS, the individuQl may work Qt the 
job fun time. However, it is generally not required. In the 
countles over 60,000 populQtion, the amount of time devoted to the 
job is generally dependent upon the characteristics of the indi­
vidual and/or the chQracteristics of the county and the demands 
pla~ca upon the individual's time. As the counties increase in size, 
the demands are greater and very often individuals in the larger 
counties of Iowa will devote nearly full time to the position. 

Therefore it is recommended thQt the minimum salary for the BoQrd 
of Supervisors and the suggested sQlary be Qt 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 
COWlty "secretary or administrator. ~I 

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 unquestionably 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. 
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o Sheriff. The Sheriff's salary is dependent upon the benefits ac-
crued to the position. Many of the counties provide a housing 
allowance and auto!1lObile while other counties may not. These bene­
fi~£ influence the total salary the Sheriff receives. The recom­
mended salary is a base salary that takes into consideration the 
furnishing of an automobile only. 

o County Attorney. The position of County Attorney varies depending 
upon the requirements placed upon the attorney relative to private 
law practice. This primarily applies to the larger counties where 
there ls sufficient legal work to require a full-time County Attor­
ney. ~owever, 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
bi::'';'~':''..:s. 

Therefore, the salary recommended is f~r a part-time position in 
the smaller counties and a full-time position in the larger counties. 

Appointed Officials 

• 

o Assessor. The salary of the Assessor is set by the Conference Board 
and there appears to be a question 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 cornparables for other 
states and jobs within the state. 

o 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 requirement 
of this nature. In addition, the Engineer 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. 

o 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. 

o 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 1 

ELECTED AND APPOINTED IOWA COUNTY OFFICIAlS 

County pOEulation Categories 

Officials 0-9,999 10-19,999 20-29,999 30-59,9992 60,000 Plus 2 ,3 

Elected 
Board of Supervisors $ 6,000 $ 6,960 $ 7,920 $ \I ,000-' 9,200 $ 9 ,}100-U ,540 

Auditor 9,130 9,540 9,960 10,000-12,000 12, :100-15,250 

Clerk of the court 8,700 9,085 9,480 9,600-11 ,500 11,600-14,500 

Treasurer 8,700 9,085 9,480 9,600-11,500 11,600-14,500 

Recorder 8,700 9,085 9,480 9,600-11,500 11,600-14,500 

Sheriff 10 ,500 10,925 11 ,875 12,650-14,375 14,700-17,500 

County Attorney 10,500 10,925 11 ,875 12,650-17 ,250 18,4819-25,200 

Appointed 
Assessor 9,765 10,230 11,625 13,970-17,145 19,030-22,490 

Engineer 17,115 18,745 20,375 21,000-23,000 23,625-27,000 

Nurses State Merit System - - - - - - - - - - - - - - - -

Medical Examiner - - - - _ _ - - - Fee on a Per Case Basis- - - - - - - - - - - - - -

Director of Relief - - - - _____ State Merit System - - - - - - - -------

Soldier's Relief Secretary 5,940 6,480 7,020 7,260- 8,250 8,910- 9,720 

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

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

3. 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 4It 
responsible to the Board of supervisors 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. 

o 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 occur only in the counties that are 
classified as "integrated." Therefore, being under the auspices 
of the state welfare office, the Directors of Relief, even though 
appointed by the Board of Supervisors, receive a salary in ac­
cordance with the appropriate grade and step of the state merit 
system. There is no recommendation for any revision to this pro­
cess. 

o 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 Commission. The Commission's expenditures and re­
quests 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. 

o Deputies. The compensation of deputies for the county officials 
••• Auditor, 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. ~ne 

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 obtain 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 
~lowledge of the office's functions and responsibilities. 

Th~ current method of setting deputies salarles 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 frem the sta­
tute. The percentages are guidelines, but should not be utilized 
to ~revent career-oriented personnel 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 accord~ce 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: AVMINISTRATlON 

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 Board. 

The first set of guidelines 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 1n 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: 

o 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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o Evaluating New or Changed Positions 

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

o 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- 4It 
sponsibility of the Board of Supervisors to maintain the program. 

Salary Data. The Board of Supervisors will direct the main­
tenance of a continuing program of inquiry 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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Adjusting the compensation structure as appropriate, 
while still maintaining the proper position evalua­
tion worth relationships of all included positions. 

Bringing appropriate matterq 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 
policy 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 oe 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 ;~ being considered and 
not the person. Whp-n 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 tear's job performance. Specifically, any outstanding 
achievem~"ts that saved the taxpayers money or actions that cre­
ated positive taxpayer awareness of particular co~~ty or state 
plans/programs. 

I.eader$~'lip abili ty--conside:r:ing judgement I decisiveness, and ef­
fectiv~ne~s in supervising and leading. 

Planning--consider ability to use budgeting information and 
analysis ability to spot trends and make adjustments to obtain 
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 positions, 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 Methcd. 

This method could be used by the Board of Supervisors 
mining the relative worth of the included positior.s. 
in the following steps: 

as the means of deter­
The method is explained 

Step 1. Each member of the Board of Supervisors will have an accurate 
and up-to-date Job Description of all included positions. 
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 
to be included in the evaluation p~ocess. 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 Method. This grid will 
appear as in the following abbreviated example: 

A8ae880r .... it"" Clerk Of Coul't troa_er bcor4er &huiff I En.alnnZ' 

!Jq·fl5")t' 

.... , 
""",'<or 

lerk of COWt 

trrUt\l1'H' 

fRooo ..... 
[sheriff 

~,.-r 

Step 3. Each member of the Board of Supervisors will rank the includ~d 
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 
thap the Auditor a check (~) is placed in the box to the right 
und~r the Auditor heading. 

Such checks (~) are only made when the position under primary 
con~ideration 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 Assessor 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 (~) is placed on the grid to record this opinion. 

85 



~.se8I1Or Auditor Clerk of CQurt 't1:6lt.8\U'er Recor<k.l" Sheriff ~in.er Totol 

~1;4~~r I'ljj V V V 3 
~itor 

~l .. fi,. vf Court 

trz'elaaUr81" 

~rd41" 

Suriff 

FinHr 

The paired comparisons are continued as the position of 
Assessor is evaluated against each of the other positions 
"nd the results are recorded by the person doing 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 (v) 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: 

IWHssor AUlSitor Clerk of COUrt f'ruattter Recorder sbezitr 'Eno'_ Total 

stleS80r N~ V V V J 
UdltOl" 

y' f..JA V V V "-
lerlrl: or COUrt 

t-JFI 0 
~z~suru 

V f.JA V ;L 
foeo ..... V' toJA I 
Sheriff 

V V V V V f..)f\ .r-
&nq1neer 

V V v' V V v' !l.iA (., 

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. Auditor 7. Clerk of the Court 
4. Assessor 
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Step 4. • 

• Step 5. 

• 

The Board of Supervisors will meet and discuss their indivic1\1al 
opinions on ranking. Opinions will be solicited and expr~ssed 
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 also be used by the Board of 
~'~pervisors 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 pOSition and salary reCOmmen­
dations by elected and appointed officials for employees in their 
respective offices. 

~e decision on the proper rankinq 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 positions. 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 eroploy a scale having a difference of 15% between num­
bers on the scale. Each number on the scale is considered as one 
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 (lS\ of 7) - 8.05; 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 

115 133 150 175 200 
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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. It a difference is believed to be discernible after a 
thorough examination, there is a one-step difference or 
~pproximately a 15\ difference between the two positions. 

c. If a difference is quite apparent after a thorough exami­
uation, there is a two-step difference which, from the 
scale of lS\ intervals will amount to a difference of 33\. 

d. If a difference is quite 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- • 
cis ions 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) 
Recorder (a two-step difference) 
Treasurer (a three-step difference) 

7 points 
9 points 

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 previous 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: 

Position 

Clerk of 
court 

Recorder 
Treasurer 

Evaluation Current Proposed 
Points compensation compensation 

7 S $ 

9 
14 

$ 
$ 
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Conclusion 

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 mentio~ed 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 another 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 employee 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 year for a full time incumbent, it would be ap­
propriate to pay only 50% of that sum for an employee 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 doing 
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 Proposed Compensation Merit. 

The second method provides a rationale for arrlvlng at a decision as to what 
positions have a greater worth and should receive a higher salary in the opinion 
of the Board. It also provides for the determination of the proper compensation 
for meritorious performance after the worth of the position is established. rne 
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 evaluation 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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• !. COST EFFICIENCV 

An analysis of the elected county offices 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 be elected, 
that they take an oath to support the united States constitution and the 
Iowa Constitution, and that they be bonded, as required. 

The qualification for the appointive position 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 perform 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 served as a deputy prior to being elected to the office. The 
newly appointed employee 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 (rSAC) holds a one-week school for 
newly elected officials during January, following a county election. This 
includes general orientation, plus separate work sessions for each office. 
ISAC also holds three other meetings during the year. The emphasis at these 
meetings is new legislation effecting changes in county operations. 
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The elected officials for each office have their awn organization which is 
affiliated with ISAC. These groups have statewide meetings, in conjunction 
with lSAC 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 Iowa 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 is 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 offices 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
tions, and these varying volumes 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 
officials, assisted by a varying number of deputies, are doers as well as hav­
ing responsibilities for total operation of the respective offices. As the 
counties increase in size, the number of personnel increases and the officials' 
jobs become more management oriented. 

In the counties with less 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. In 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. 
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0 Auditor: 

COWlty Deputies 

9,280 2 
9,360 1 

13,330 3 
17,270 1 
18,510 1 
20,610 2 
22,180 1 
22,740 2 
26,470 2 

0 Treasurer: 

County Deputies 

9,280 2 
9,360 1 

13,300 3 
17,270 2 
18,510 2 
20,610 2 
22,180 2 
22,740 3 
26,740 2 

o Recorder: 

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

o COWlty 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. 

o Sheriff: 

County 

9,280 
9,360 

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

2 
3 
2 
2 
2 
2 
2 
4 
5 



o Clerk of Court: 

County 

9,280 
9,360 

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

o Total Deputies for Elected Offices 

County 

9,280 
9,360 

13,300 
17,270 
18,510 
20,610 
22,180 
22,740 
26,740 

Deputies 

2 
2 
1 
2 
1 
2 
3 
2 
3 

Deputies 

10 
9 

11 
9 
8 

10 
10 
14 
14 

The county offices have established no guidelines 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 ot deputies employed in th" 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 3dditional duties pecllliar to particular counties, which CQuid 
affect the requirements for deputies. 

Guidel ines tor co',.mty government shoul d be developed .... Jhich, 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 productivity and level of performance in each of the county 
offices. 

Use of Automated Equipment 

~lany functions of county gover:Jment, particularly the tQX and accounting 
functions, are applicable to cornputer,izdtion to some degree. 

• 

• 

Systems in the cou:1ties vary !ro:n a completely manual system to a 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 110 automated equipment. 

o 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. 

o Mini-eowputer. The mini-computer, which is a basic accounting machine 
with ad&ed features of computer-type storage and programmed operations, 
is of r~cent 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. 

o 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. 

o Co~uter. The largest of the twelve counties has a full-scale computer. 
The bomputer 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 offices, so 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 regionalized com­
puter centers, providing services to several counties, and joint usage of com­
puter 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-
mQted or semi-automated systems in use in the seveyal counties. The equip- • 
ment costs are rlut depreciated and uni formly charged throughout the counties; 
and personnel ~o~t records are not maintained acc~rding 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 rejecte9 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, there[uL~, 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 (;ow,ty 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 numerous duties involving record keeping and 
reporting to various levels of government. The study of work loads involves 
collecting data regarding each duty, both in terms of work necessary to pro­
cess one item and in number of units processed 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 Serves 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. 4It. 
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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 
18,510 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 
86,990 18,320 53,300 

H,3,2l0 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 number of drainage 
districts ranged from three to 188. Activity, however, is more meaning­
ful than number of districts, and one county had sufficient 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 duties. 

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. In 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 functions, 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 registered. A measure of tax collections would be number of 
transactions rather than dollars collected; however, this information 
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is not ~intained. Another 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 REGISTRATIONS 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. 

o Recorder: 

The main purpose of the recorder's office is the recording of deeds, 
mortgages and various other 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 licenses, including duck stamps and other 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 fram 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 loads involved 
in these transactions. 
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The recording fees and number of licenses are compared to population 
and persoJlnel costs in the counties: 

TABLE 33 

NUMBER OF FEES AND LICENSES PROCESS: 1973 

COlmty 
PopuJ.ation Fees 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 
1/ ,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 
~I;, 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: 

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 

TABLE 34 

FEES COLLECTED: 1973 
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Fees 

$ 8,700 
8,200 

13,600 
14,400 
15,900 
15,600 
19,000 
20,400 
25,100 
42,200 
63,600 

112,800 

Personnel Cost 

$ 13,900 
20,000 
19,200 
21,700 
17,200 
23,000 
27,000 
20,500 
34,700 
66,700 
79,400 

111,900 



The fee~ F~0m the Clerks of Court are fairly proportionate to the size 
of the counties; however, salaries are not in relation to amount of fees ~ 
or population. 

All transactions occurring in the county offices, which are of a repeti­
tive nature ""J 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. While the smaller counties may have fixed costs 
in' maintaining a minimum staff, these statistics could show the way for 
reduction of PGL~onnel, even if only from full-time to part-time. 

The recommendation 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. • 
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11. LEVELS Or SERVICE 

The offices of ~he Board of Supervisors, Auditor, Treasurer, Recorder, 
County Attorney, Sheriff, Clerk of Court, County Assessor and County Engi­
neer have been studied to determine the functionz 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 ~is 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 of cOunty assessed valuation, land area and population have 
been considered as possible bases for the reguired levels of service pro­
vided in each of the county offices. Personnel 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 Valuation 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 52,758 199,600 
20,610 47,001 206,500 
22,180 61,903 219,800 
22,740 58,390 218,700 
26,470 81,159 269,900 
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 relationship 
to the needs of the counties, as evidenced by the amount of incurred office 
personnel costs. 
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COUNTY 

County 
population 

9,280 
9,360 

13,330 
17,270 
1.'0',510 
20,610 
22,180 
22,740 
20,470 
46,980 
86,990 

163,210 

TABLE 36 

SIZE/PERSONNEL COST 

Square Miles 

431 
435 
570 
593 
535 
778 
572 
439 
573 
409 
964 
713 

Personnel Cost 

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

1,091,800 

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 
show the trend line which exists. The chart includes the nine counties 
representing counties with population of less than 30,000. This limi­
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 personnel 
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 offices 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 mayor 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 
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 

Salaries 
Total Per Capita 

S18,900 
18,900 
18,900 
31,500 
22,700 
22,700 
22,700 
22,700 
22,700 
25,200 
42,000 
44,300 

S2.05 
2.00 
1.40 
1.80 
1.25 
1.10 
1.05 
1.00 

.85 

.55 

.50 

.25 

Number of 
SUpervisors 

3 
3 
3 
5 
3 
3 
3 
3 
3 
3 
5 
3 

EVen with the greater level of service provided in the larger counties, 
the supervisors' 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 Auditor 

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 districts. 
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TABLE 39 

AUDITOR OFFICE COST 

County Salaries 

population 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 .90 

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 treasurer's office are not dependent upon size of 
county; however, the vehicle registration function should increase in 

relation to population. 

TABLE 40 

TREASURER OFFICE 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 
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Total 

$28,100 
27,000 
36,400 
41,400 
35,300 
33,300 
51,600 
43,700 
64,000 
88,500 

138,500 
277,700 

Salaries 
Per Capita 

$3.05 
2.90 
2.75 
2.40 
1.90 
1.60 
2.30 
1.90 
2.40 
1.90 
1.60 
1. 70 
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The per capita costs in three of the counties 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 ~ould population. 

TABLE 41 

RECORDER OFFICE COST 

County Salaries 
Population Total Per Capita 

9,280 S15,600 S1. 70 
9,360 15,400 1.65 

13 ,330 16,000 1.20 
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. Otherwise, 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. 

o 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 S9,900 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 for 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 vol­
ume, because more area means more miles of roads to 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 sheriff's office. 

The sheriff is the·chief law enforcement officer 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 func"ions 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 involving 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 OFFICE 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 lll,900 .70 
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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 ~hown 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 others. 

o County Assessor: 

The county assessor has one major responsibility, which is the assess­
ing of t~xc~le 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 exceptions, 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 assessor1s costs, 
than is the amount of valuation 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 offices 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 functions and other functions of the treasurers' offices. 
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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 

Receipts: 

Taxes $3,355,300 

Fees 1,370,200 

Investment income 973,800 

Other (including transfers) 2,857,100 

$8,556,400 

Disbursements : 

salaries $3,158,800 

Other (including transfers) 4,279,900 

$7,438,700 
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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 taxpayers. 

o 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 85,900 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. 

o ~! 

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 population. 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 POR 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 
86,990 259,900 3.00 

163,210 471,700 2.90 

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 
population 

9,280 
9,360 

13,330 
17,270 
18,510 
20,610 
22,180 
22,740 
26,470 
56,980 
86,990 

163,210 

Investment Income 
Total Per capita 

$ 34,500 
10,600 
46,900 
53,500 
41,200 
16,200 
31,600 
15,300 
42,000 
30,500 

285,200 
366,300 

$3.70 
1.10 
3.50 
3.10 
2.20 

.80 
1.40 

.70 
1.60 

.60 
3.30 
2.20 

The range of interest received on investments waS fram $.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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non-interest bearing accounts. The amount of cash deposited in 
interest-bearing accounts at December 31, 1973, for each of the 
counties is as follows: 

TABLE 48 

CASH BALANCES BY SELECTED STUDY COUNTIES 

Cash Balances 
Interest Bearing 

Total Dollars % 

$1,074,300 ~ 817,100 76% 
832,100 321,300 39\ 

1,458,500 1,008,300 69 I!. 
2,318,600 1,350,000 58\ 
1.503,200 1,030,000 69\ 
1,450,900 770,400 53\ 
2,606,800 1,000,000 38\ 
1,293,800 533,400 41\ 
1,504,300 850,000 57\ 
3,533,300 1,925,000 54\ 
5,248,000 4,461,000 88\ 
9,670,700 8,353,600 86\ 

The percentage of cash accounts deposited in interest-bearing accounts 
ranged from a low of 38t to a high of 88%. This means that one county 
had 50' more of its funds drawing interest than did the other. Condi-

• 

tions peculiar to each county must govern the respective investment • 
policies. 

The relationships illustrated in the tables provide an indicator of the 
distribution of revenues and disbursements on a per capita basis. The 
services provided are specified in the Code of Iowa. The services are 
of a personal nature. thus making it difficult to quantify the services 
for purposes of measuring the benefits received. The measure selected 
illustrates that the service has been performed based upon revenue gen­
erated. The benefit received is illustrated on a per capita basis by 
the revenue or expenditure distribution. The selected sample counties 
provide an indicator of the relationships between counties: thus, a major 
difference may be an indicator for improved operations or procedures. 
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HI. IMPROVEV OPERATIONS 

One of the objectives of the County Office Cost Efficiency Study was to de­
termine where improv<¥l operations could be made in county government. DUr­
ing the interviewing of county officials and collecting of data, the under­
lying purpose of th~s 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 follow!!: 

Procedures 

Operating proc~ures for the offices throughout the courthouse are not docu­
mented, except in the case of the computer operations in the largest sample 
county. Knowledge of office procedures comes through experience and on-the­
job training w~thin 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 

a 

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 counties and the annual audit 
reports are presented in a basically standard format: however, there are 
enough 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 could 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. 

Recording Functions: 

In most of the offices of the recorder 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 • 

11J. 



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. 

o 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 documents, which mayor may 
not have any continuing value. The Board of Supervisors has the au­
thority to appro"e 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 question 
arises as to who will be responsible for working out the procedures. 

o 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 is also working on a revised system 
for absentee voting. When 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 wl:itten or verbal and they may be established for each office or 
they may be standardized for all offices of county government. In the larger 
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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. 

o Personnel Manual: 

o 

o 

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

Courthouse hours 
Hiring procedures 
Termination procedures 
Work week 
Lunch period 
Coffee breaks 
Vacation 
Holidays 

Job Descriptions: 

Sick leave 
Leaves of absence 
Jury duty 
Military service 
Fringe benefits 
Retirement 
Time off tor funerals 

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

Salary Administration 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 organization 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 officials. 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 Supervisors 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 some responsibilities. 

o Secondary Road System: 

Tradition, over many years, has carried forward the idea that super­
visors are supposed to directly supervise the road 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 responsibilities to 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 Personnel: 

The supervisors, in their role of providing central administration, 
should have clear cut authority to hire all county personnel, 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 Organization 

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 ninet~'-nine counties. 
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IV. ORGANIZATION CHANGES 

County governments provide more levels of service than ever 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 management by functions, rather than ac­
cording to arbitrary lines on the organization chart. The recommendations 
involving realignment of duties also 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 offices, 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: 

o 

The chart of administrative functions represents the major functions of 
the Board of Supervisors dealing with administration in the courthouse. 
The auditor acts as 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 drainage 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 jobs. 

County Administrator 

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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created. 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 position, 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. 

o 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 recommendation. 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. 

o 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. In these smaller 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 equalize 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. 
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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 population. 
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TABLE 49. RESPQNSIBILI'I"'I BY FUNCTIo.'t. COUNTY OFFICIALS 

A~nistrative Functions: 
Attend supervisor meetings 
Maintain minote book •• 
Maintain hiqhway records 
Maintain bridqo book • • 
Maintain varrant book 
Maintain claim register 
Maintain courthouse 
Allot space to county officials 
Provide supplies to officials 
Approve hir inq of county eaployees 
Approve salaries for county employees 
Set bonds for officials • • • • • • • 
Estdblish employee workinq conditions 
B.CJ~li9h personnel policies 
Establish fringe benefits 
Serve as draina90 boards •• 
Maintain drainage district records 
PrOCe!iS drainage work requests 
Supervise county engineer 

Accountinq Functions: 
Budgets. 
Prepare county budqet • . • • . • • • 
Approve county budqet . • • • . . •• 
Prepare list of annual appropriations 
Prepare report -Expenditures VB. Budqet~ 

Warrants 
Audi t clailllS c1ga.inst county 
Approve cla.i-s aqainst county 
Write warrants • • • • • • • • 
Kaintain accounting for warrants 
Pay warrants . . • . • • 
Payroll 
Compute payroll AZIIO\D'lts 
write payroll warrant.s • 
Maintain payroll recorda 
prepare payroll wIthholding reports 
other 
aec;;rd receIpts and. d1aburseeenu by fun4e 
Maintain accounting reooru by funda 
00 accounting for revenue sharin<] fUDda 
Do ACoountinc} for dra1naqe ~tricta 
Prepare annual financIal .tatGleAtII 
COllect. .. 11 county f\D'l4a • • • • • 
lnv •• t county farut. ••••••• 
Maint41n nco"'" of inveoQenta by funds 

• 

Supervisors 

x 
X 
X 

X 

X 
X 

X 
X 
X 
X 
X 
X 
X 

X 
X 
X 

X 

, 

X 

Auditor 

x 
X 
X 
X 

X 

X 
X 

x 
X 

x 

x 
X 

X 

X 
X 

x 
X 
X 

X 

x 
X 
X 
X 

• 

Treasurer 

x 
X 

x 

x 
X 
X 

Recorder Clerk ot Court Assessor Sheriff 
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Tax Funct ions: 
Maintain real estate ownership records X 

Prepare listing of taxable real estate X 

Assess value of property • . . X 

Accept application for tax credit X 

Det.ermine non-taxable property X 

Compute taxable valuation X 

calculate ta~ credits X 

COmpute mileage rates X 
Levy taxes . . X 
collect taxes X 

Apportion tax receipts to county funds X 

Apportion tax receipts to others X 

conduct annual tax sale X 
Act as clerk of tax sale • X 

Service Functions I 
Register c<)rs X 

Register trucks X 

Register motorcycles X 

Register mobile homes X 

Register tr~ilcra X 
'I'rilnsfer '1Hhicle ownership X 
collect use tax on Vehicles X 

Issue dog licenses X 
Register boats X 

Register snaw~iles X 

Sell revenue stamps X 

.... Issue fishinq licenses X .... Issue huntinq licenses X 

'" Issue deer liccn~es X 

Issue wild turkey liC'P.nse8 X 

Issue waterfowl sumps . X 

ISSue trout stamps X 

Isaue trapping licenses X 

Issue mdrriaqe licenscs ~ 

Collect non-court traffic finos X 

Approve concealed weapon permits X 

]ssue concealed Weapon permits X 

Issue permits for explosives • X 

Approve rural cigarette pcrmdts X 

Issue rural cigarette permits X 

Approve rural b~r pcr'tl1its . X 
l~$ue rural beer permits X 

Recommend rur~l liquor licenses X 

ISsue rural liquor licenses X 

ReC()rdin~ Functions J 

Record deeds . X 

Record mortgages X 

Record real estate contracts X 
Record !10cVlCLnQ statements X 

Record births . . . . X 

Record deat.hs . X 

Record nu:lf.erous other QoC\Dent9 X 
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0: Ill'rmittin.!.{ lh(l P~IY::1.gC of tr;tflh- on a hi;.:h· 
\VOl}', railroad. or airp()l't, or if thn failur(' to 
Immcdiat<:ly r('Ino\"(" ~lI('h body might endanger 
lifc, safety. or lll'<llth. It :-;hall lJc unl~wful for 
.IOY person to 11'10\'(', dis-tll}>!>, vI' conu'at a h()dy 
in vi(Jlution of thi$ t'ha})lci' or chaptct' 7·1~)A. 
[C7l.§:t39nl 

3.19.10 HC"')H))" In ('\'id~n<·t·. H('ports of in\·('~· 
tig:llio!1s made hy the ~.;t;1tC medicdl ex~minel' 
or hi~ de:.:ign(>('> 01' by a county medical ex­
amin('I' or his cI('sj~n(>(>. and the n"cord.;:: ;~nc1 
reports of 4I\ltop:o;ir.s m~Hlc :1.5 provjd~ct in this 
cl1aptt~l' or chaptcr 7·19.<\, shall 1)0 I'cc(>ived ,;1-1 

('V)(\('IH:(> in ilny (-nurt ()I' oth(,t' prof'('cdinr.:~. 
c:--.:cC'pl thal statements by witnesses or oth(;T 
pC'n:ons ,1J1({ ronclul..:joJ\s on extr:mcow; matter::; 
included within the report al'e ttot h('rri),v m,llie 
admi!-;.:-;ihlr, Thr »rl'":.;on pl'('parir.~ a r('port 
or rcr.oT(\ glH'n in cvhlence herC'l1ncle,' may he 
subpoenaed a~ a witness in any civil or cr-im­
inn 1 ca~e by nny p:trty to the ('am~~, Copies 
of 1'('('orcl::;, photographs, bhol-<ltory fm(lin;:!:'. 
:mcl recoros in the omc~' of th<' state m()dic;ll 
examiner' or .my medical exalh~n('r, when duly 
atlr:stcd to \.1:-' th" state mNlic:l1 C'xnminer ('1' 

ant' of his st:lff, or the mcdicni (',<lminer in 
whose office the s:1me are, shnll be received 
as evldC'nt(' ill any COllrl or O! her pI'ccC'edillq~ 
fo1' any purpose for \\'h~ch the (Irif::ruI c()~ld 
he rcceived without proof of th~ ol'l1r!al cl'~r­
act~1' of the pc-r::;oll whos~ n<~tne i.-; signed 
th('r"~o. [Ci1,§~j~lO-102. l~n: Hr,Oj~·;O~· iO~. ·;00; 
C'73Jn:)G<~;;s. 1G3; C~7,§;120: S13,~;)?O: C21, 27, 
31, :lS. 30.R~;)20:-., il:!O{,)~ C·1(j, 50. ;)·1. :"'3.§~3:)~).8. 
3:\9.~; CC2, GI;.§3:l9.D; C'U33D.10) 

~:l!._1l PI'(')IH')'ty Or JltOIl(';\' Oil P(,I'SOJ1, J f 
th(!re i~ no per~on entitled by law to .my prop­
erty 01' money found on a. decease>u r(>r~on, it 
sh.111 hl.' d(!l)(J~itcct \\'ith the c!cr)( of th~ <1i.;:t!'j('t 
('Qurt to 11;' ll"!d until c!i:.:.po">!...·d of ~('cordi!,g: to 
hw, i Cn7,S~532. 5.~:~; Cl·t. 27. ~1. :::5, 3!).§:)~l(); 
C4G, 50, 5·1. ;is,§330.20; cn2, G(i, 71.§~3!).lll 

3:t f ),f2 l~od~' ddin'l'cd, Arter <.ltl in\'esti!~"'l' 
tion h:.l~ heen complcted, inclading n11 <ltltOpsy 
if one if; m:l(ic, the body slnll be delivered ~o 
the )'(;!:tti,·cs or fric-nds of the> dc:c~stct pi~r;-;on 
{or bUI-bL No mcc1ic~tl eX;tmincr shall ti"e 
infl\\(,llt~ in r"yor of any p:l1'tic."lal' fU\\C'l'oJ 
dirvcor. Jf no pC'rson cl~im~ a UDU.\'. it ~~lnJJ 
be (ib~llf)scd of as p:'ovid('(l in t"h~ptC'r 1-12, rC'lI, 
§2r:O: nr,oJ 110: C73.tX(i: C07J:i2i: C2·L 27. :;1. ~.), 
3~.~:;:.!1:;: Cii;. [.IQ, ;:;1, tJS.s:~afl.ID; 0,2, Gij.§~;:;~'.10: 
C"d ,?~~~.1:?l 

:l3!),l:~ "'h('n 1I1:1;"dul tn j'lll!uJIH. 1: .;.;~);dl 
U(' \lJ,);,\ ..... fu! to ('ml.l;ilm OJ hmiy \·:h(1) tik \";11· 

('(l\·:\TY ~IJ.:I)J('.\L EX.nIlSEIl, ~XI9.11 

uJimc)' h:l.s any r{la~oll to h('li(~\'c d('~Jth oc­
C\1t'I'(:u m a manllC't' ~lK'clficd In :wctioll 
sao.G, 01' \\'h('n lh{ln_~ h; cvidence sufii('i('nt 
to arou~~ ~uspkion uf <:rim~ in ('on1\(>ction 
with the ('al.l~C of dcath of the: (k('C.l~cd_ ot' 
wiH'r(" it is the duty or a medical C':xamincl' 
to ,-jcw thc hody <tnd in\'cs!ir..\tc the dt',lth 
of thc dC:·(,:i.~cd J)(.'l'~Ol), until thl' p(>1"m:,,:-:iol\ 
of a COU!)t\" I1lcdic;ll cx~min('!' h~:-; been ob· 
tained. \\"llt'nc\'cr fea:"ible. th0 hod:~' :-.:Iall he 
1'01C:lS0(/ !o the funeral dil'cc\)I' for C'mh:.illlling 
within t\\'C'nty·follt' hot!rs of dC:llh 

lt ~hal1 be l.1HIi\w(ul to CJ'em~te, imrv, or 
:-;p.m1 OUI. of th(' ~tatt' Ih' body of 11. d('cca~('ct 
person when dt.>ilth OCCt;,Te:i in a maune'I' sp0ci· 
[It'd in ~".'etion 3:1D,6, until ;t tnNlica) C:X:lI11(:lCt' 
~hall ("t'rtif\' in writing that h(' ha~ viewcd the 
body nnd \1.""1:0. n~ade pl'l"s(\n~1 i!H)niry into the 
e;}.lJt:'e and mi.lnmH' of death and that an n(,c<'s, 
sary tHltnp:-:y ot' postmol"tC'm examina.tions ha .... e· 
been complct~·(l. 

A fee ~I!; set hy the' ho:-trd of SIl;1<'l'visors 
~h;.,ll l)("> f).del the count.\· T:1eodital (':-;:amincr fur 
an exmnitHHiOIl c(>rttfiC'~tc hy the person m;}k­
ing aPI)l!("~ti01l thcl'efC'!'. ,H~d a copy of ~l'('h 
c(>rtific:I((I :::;1~<111 bC' promptly fik(} by th~ mcjj· 
c;"I1 ex:-,minc-l" in his o!liC'c The (,c:'!lf~catc of 
the cO~lI1ty mcdiC';"I) cX;lmincr ~h:-ll! not he- re· 
quirea in cases of stillborn infant~ if 3 ph.,,· 
sician w<\s l)!'e~('nt at the st!l!bil'th :md tile' 
cau~C' (If ~!il!h:r:.h, as certiried hy the physici;m 
;}('cordill~ to ~!lC pt'o\'i:-:io~<.· of clwpt~r 1·~·1. is 
nM !';\lch as to require nn invc.::;tigation hy a 
medkJ.l (>:\arn;nC'f. 

Any P~!'~l):'l \'iol:1tinr- ~tll.\, of the !)I'o\-i-.:i(;·)s 
of this ~e::!io,~ sha;l be> d('(·rned ~ui1t\" of ami,· 
(kmc:lnol' and, upon cotlvjct:on thl': ('of, sll~tJl 
he fil~crJ Hot mono th,u, 0f'(~ tiWil'<wc1 (!(ll1.trs 
or impri~oned ill the counly j~il not lll:l;-e 
thall one> vt.l;n·, t.:'r hy J,(l'h ::-uC'h fil!(~ an1 im­
pl'lsQnr.1('n-t. r (~G2, G6.§:i3U.l:!; C71 ,§3:l~.131 

3:W,14 $;udd('u, vioJe-nf 01' !'t1~Jllclou~ d<'itth, 
In l"l:1.Y case of sudden. \"iol<>nt. or slispic:':"llS 
death after \\'hic:h the hody i~ imri{'d without 
any illvcstigJ.t!O:l or ~utop~V. the CDtlOlV nt>.:'c!· 
iC<l1 t'x;.'mine:' sh:":ll. upon i)einr;; ad\'i~('d of S\Wi1 
f;)ct~. r.o!.:f .... tIl(> count\' aHOl'nC'\', ThG rO\1!:tv 
att0rnC',Y sh~llJ thcrcuj}()n <..!ppl,).· (or a cou::t 
(,!'dcl' requii';n~ lht! lll:uy to he CXl:U1n('il. in 
acCOrdtHwe with ch.:lpter 1·11. Upo:", receipt of 
the CO,lrt orc!(>t, :m aurop"y shall he pcrforJI1··d 
hy :t me>!iical C'~:H1,in0I' nr h:-' ;) p.!~hol:l":~i"l 
(k".::~l::l.tl'd h ..... • lIJin ant! 1 hc' (;!C't::; di~.('/()~ccl Ill' 
snch :HltOJ)';:-' C(l)11ml:lli(";:tc:i to the ("(",~:·t 
()J'Il~q'in{: th(' d:.-:ir:('l'l~>·l't fOr S\I(')) ,:"tkn .Ie; 
lOa\' be propl.'r. [C'G2. (,r,,~~~:-:~).7: C:~ l,~':n9 )·11 

CIlAPTEn :340 

3·:0.1 COnlpc·!t';;u:on (/( at:(!itnt', tfr::-ISUf('f, rc­
co:-dcl' ;'In:! ckrk. 

3·102 .Addi:;~ . .lI1;lJ (·Onlj)(·lI<,.Jtlon ~l} CI.Tlaln ('0;'11' 
ti(>,;. 

A-l 

:1 :O.:l S;d;lr~' :;dl('du)(' ~(·t by ~lq)(:r ... ; . ..;or~; :l.n· 
nu;,I!.\·, 

~:n I lkpllf!,''; Ct):lljlUi<!t )(}n. 

0·iQ.;"", Hi'silk:,t f;!:\ collcC"t/.1J'''" in ("(~rl·,jn d:H:, 



~:;Jf).1, • o.\U·E:\:,,\.\T10" OF ("Ot.,,"["\· OJ·TH EJtS 

j~ ".:!.-d h.\ (,.":.\, ell ..!~)~ll. 
Sh "l:\' 
1h-;1111 v .... hL'ri:r. 
l\;I1I1:.'· .. · uttonwy. 

::11)1, 

:~ Hl. j' 
:iW.s 
~t IO.!J 
;:; w.ln 
j·H) 11 
3·10.1~ 

.. \:-; .... i--;I.t:H COllll:'\' ;Itton)('y. 
itqJ(":',j"(i hy (,H'.\. ell ~I07.SS. 
Clllll,ty ofli(,:C'i::: di\"it!in;:: salaries. 

:UO.t ('vlupn\-.;.ati(lu of :lUclitor, tt"{'a<;l1"~". 
l't'C'onh'\' :lUll d"l'J., Ti:c annual c~n'lp(>::";lt.ion 
(,f rite U)ltlP'~' ittUi!Co'·. eOlu::,'y (:.( 3:;.~:!"C', <'Otwty 
l"C'("Ol'(\cl", ;":lId c!i.'rL: uf the- dist)"i(;l (")tift shall 
be Co!llp~:I~'d frolil t!lC fl'iJ,\\\ 1I1,g: tab!0: 
I'OI't.' 1 .. · .. Tl 0." OF' COUNT)' 

0 t" J anO 
5,()(.Il !<) (j,000 
G,CO) to ,',000 
7.0() 1 to 8,()(10 
8/JOi. to ~,O,)O 

!l,OOl tv JQ,O()(l 
JOo;) I to 12,)0(1 
12,:"',(1J '0 1:'>,noo 
I ;"Oi;} w ]7,;:·00 
}7,;-)I)] to )O.O(l(l 
20,U:): to 2;\O(!0 
2'-,,00t to :10,000 
;W,Il() 1 t~ :1;'d'lf)0 
3.3,(1)1 to '/O,QOO 
'IOJ)(ll to jj,f\)O 
·1"lJ,:l\ :0 ;:;J.on0 
50,O~): to C:-).t~{)O 

GO.G)1 ~" -;'(l.O()O 

,O.OU) ~'} ~;!J,n:jO 

81),0(;\ to f'l) ,(}.')(} 

DO,O:.); to 1 GU.O()O 
11)(),OOl 10 1 ~'-"C:)() 
l:::C,.ti:J 1 to l.~/~.(;{\O 

.1SD,OO) '0 1/:-},r:;)0 
17~,()(l ~ ~o 200.COO 
20().~JOi to 2:?·).000 
22~,OOl to 2:)0.000 
2;-/l.t~11I to 2~.;.OC!U 
27S,Odl ;:Ild 0\'<'1' 

T,\ X.\ilLI·: V,\f.l:.\TIUS O}>' C01;NTY 

S S,OO(tO:JQ ~() <; lO,OOO.Cr:.)1) 
10,f},)n,l:(,lJ ~0 12,()(JG.(:;);) 
12,O(n.~}iJl;d 1 !.().!;),~:'-.!,' 
1,1.()')~).()01 to In'(X"f1.h!:1 
1{j,OO~"n(11 to 
lS.u{r1.O;'1 ~() 

3,:,P"::.;I'l; :" 
::O!.h,·j :;.!! t" 
:;-),C~;" ",,; :~! 

·iQ';DJ.t=:); f) 

l' I.! I, ;:).;1') 1 lO 
,(ll{;::f'(il ;'1 
,.,.! '1)(' " i 1 (" 

,I:/:!; :.1; .• C!; 

t;" ,.f;i:· ":'. j :.l 

i!J ! ):;: I(,.'! ; ) 

,.,.!::):ll,.i! i" 

1·;';. r:'~)i I . ~ i:;; ) 
:?o.r.!(;') , \~) 

J.-).t:(;:') ("'0 

; ~ '. ( :: 11) .• ': !: I 
1 :"( ;f):l'.: 
:I\\.':',!:' .;! 

. ,~,J).': \ :1 ~ 

l,f)(,e'i.';" , 

:;;: 'I 

SAl.AI.)' "A" 

S2,!l7:i 
;$,Ok~) 
:U)'j.'j 
3,1l:, 
~,1,5 

3,225 
3,::-;)0 
:1,300 
3,~jjO 

3"J(;{) 
3.1:)0 
3,;>00 
3,~SO 
3Ji{)o.l 
:!,(ii;, 
:~:i ';:1 
:{,g;~ 

:~)i:,O 

i ,e;,:) 
,j,/.()(l 

';,:~OO 
4,4'.0 
'I,(}(){) 

4,7f![) 
~,f'l)O 

·1 ,~!U(J 
S,UJO 
:j,:~OO 

~),500 

~ 3,~n:j 

,1Jt::, 
-1,0 : 
'l,U':; 
·1.L:i 
:.~:: 

l.. ': ,/: 
~ .:: ~ i! 
·i.:r,:l 
.l, .]I':! 

J' -,(J 

" ~"" ) 

'i>:- " , f,f:t, , 
,U;. 
1. 
-, 

~ 

; , ... ,n , " 
:, {,." ,I) 

"(::, 

-, :'/.' 

A-2 

Co :illl.I:-1 !~(>;)C1Jc.<1 hy ;);2C,\, r.b. l1i,§21; 
til lS7J;; 

3J{J./(, 
3·10,17 
:1 ill. IS 
;1 to.I~) 

S,:d;(rjc~ .. L('fl<'I',tl fund. 
Exceplion, 
Puul (",,\IPC\' ,,(,;It;:;, 
HC'jJC':llcd hy ':'SGA, ch 2:,s,§16, 

TA:\;\!U.r: VAI.t;.\TIOS of' COUNTY 

)nO,00<),OO 1 to I :~:),O~)(l,OOO 
l:!.j,fIOP,()v] to 1.-)O,()OO,OOO 
1 ~)I ).0(\) .(10 1 tI, I'; .-,.oCo.noo 
J';',OOO,I)()1 to 2u(I,(}{lO.OOO 
200,(10(l,001 to 2"2;j,O()O.OGO 
:U;-J,c;{)O.OOI to ,}.-,O,uO(),QOO 

~:-.O,000 00 J to ~-;'5,OOO.OOO 
2i;J,lHl{).Olll to ~h:).OOO,OOO 
:U)O,OOO,OV) to ;;:;::-.000,000 
~!;;,O(lO,WI to 3:;O,O()(l,()(lO 
:(,O,()(lO,UOJ to :; 7 ;',000 ,(1(10 
;)~;-;.l)OO,OOl to 'J(J>J,Q()(l,OOO 
.j iKJ ,OOO,Ot) 1 to i2.:-l,OOO,0()() 
·l:.':-J.UOO,OOl to ,:,-,(l,00(),QOO 
I:,Q,O(JO ,()() I t(, '17,),0<)0,000 

.j j:j,OOO,o01 to ',1}0,OOO,OOO 
:;(Xi,()OO,OOl to ;)2~l,OO(),()OO 

:,2j,O():),OOI tl> ;);)0.000,000 
[,;,O,ovO,OOI to :-l'j~),OOO,OvO 
;) 'j:-) .OOO,O{)l to GO(),OI.}(),O(lO 
(j! 1().LlI)(J,(j;,) 1 to (;l..~).I}{)n.ooo 

{i;!;j,t.'0(I,CO: '0 G;j(',O:;:J.OOO 

SALARY "U" 

5,,1::>0 
[),GOO 
5,700 
;),800 
~,UOO 
(i.WJO 
Q,2()(l 
G,[.oo 
G.i;i) 
i,nOD 
7,~:,O 
i,;)OO 
7,7;)0 
8,O()(l 
S,~!)O 

g,5DO 
S,7:>O 
9,000 
O,25D 
9,500 
~l,,[~) 

10,QOO 

The <.tnnu;,l COI:-"p<':llsatioll !--h:)1] h(> tbe S\lms 
of t!,e ~al<lry in ('~'hll~~11 "A" });:"\..;cd On popuLt· 
tio)), \\ he-n (,ddcd t(1 th') s:\lal'Y sho\\m in col· 
\lP.l!) "B" h;H(:d o:i I;lX<:lbl.; ... ·alu.1tiv:I less the 
\,H!!~:l!:on of mOlH:>'~i and cn~d;ts, (CSl,H2]1. 
21:S HGO,H j~2, 'i:~i: C:7;\,§s:~i~·!, 37~12, 1,03. 
37~;:...;· (~U7.§~2!)7, .;:!), ,WO, .\!);,; Sl:~,§~!)/, ~S!;" 
H,j',":i, ·WO, ·j!)O,.\ •. j!!;): C2·1, 2':, 31, :;:), ~:~,§P:!:!O. 

5:~:!, 5~t.j. i;:!"aO; C'lG. :)0, S4, 58, G2,§§:HO,l, :;·10.3, 
310,;;, 340.11; C(;(;, 7 j ,§3.0,J J 

S,,<, §U.$.2 

3W,2 Ad(lition~,1 t:ompens.,tton in Cf,,'I:lin 
c01l1lti,· .... In r.ounti( "' htiVinc a populatloll of 
fO;'l\' thO\l;-:;md or O',Cl' in which thC're b a 
dt."~()f fd:('cn ti~(Jl~~~;J;)d O!' morl' popubl.i01l, of 
aI": fonn of ;:<>\'lTl1i:h'llt, the hu;u'd 0;' <:iI!JlL'r· 
\"j~;\)/". ... IIl;'Y ;dJow ,1:i:ijlioll:d com;;cn:-: ... ;;nl1 to 
tIl" ("·>tm:: .. ; tn'~~;Hl~,(":' Ilot to <'):((.'cd lifl\' dollars 
1><'1' :ln~l:;~11 fn!' (.;;("l; 1\'.'<.' t~!oll,,;~nd jJ(lpid;\~il)n 
of ;:':~,:h ")f!{'.-; ,:) l·\.;·('~.; of 1:0c('n tl:('lI",)JHi 
'.\'1.(':: q!( it ,:·n;n:t\· !<;l" ;, ('i'.'· witll ,i pupI;h· 
t!'l:: ('; ",,\·(")\l.\·;I" ,. lh(ll;;-,,;J:d 0)' V\"\·!'. iilC 

b .. ,,:,! IJ:' :'1'\)('\"\·1."'1l sh:lIi :tll\,\V 'ldli:th!1.d 
CO!:,;:(':I",I:'r:n 111 II; 
l\" ,I' ,')\ ( (l(l~J.,J", , 

!l)" '1\')' )\\.,. :h()\" 
(,' , .. ;n 
\.:' . ,i. 11, ''.'. !'\','r, 1 ;;;': 
J!, ~ I 1 i',' . ~' ",:i Ii .. 

.'llIlOUllt ll'Jl J(,.{.' th:JJl 

In!)!'/.' ih;J)l !if:y dd1::I;-.<; 

~)(l PO;'·.I};\t;,m 0; .... l:l'h 
\'ni\ ·1'\ (,' :i-:()II.:"lJd: p!,l). 

III ),(, (.1 .... -:' ":uii ..:',!e:l ;)1· 
!:\ll~d: ",! (h~:.l~·· 

'j'i;l) 1,·,. ,.(; ot :·:lJl(:rvi~;(Jrs m8Y ;\1l0\~' ail 
a::,l':'"l;:d ji .... l,; h~::;,;:,'d dv;l~rB ·vI:'I;,·Il·.:·,li"fI 
I,):' ";l~':: I ()'~':l.\' \l'~il"I-, I'I,!:! y It'{";, ,ll:'(,", 

,:I;;!',;.\' n'.·,'rd('r, < '11, (:f ~l:(' ('··::·wl ("(;;~.:. 
;;;,-; ("I';';)~\, .,;111' ill UJlIlI1'(' . ...: luvillg tW\J 

• 

• 

• 



• 

• • 

• 

plai'~~s :\t whkh thr llbtncl C0urt 1s hchl. le::>1, 
~211: l!iiO.$·1~2: C';':~,~:)7!l:~: C!)i'.§·H)O; SS15.§H90, 
·1:lo.a; en. 2.7, 31, :~;j. :~9.§:;:!:!:!; C-W, !)O, ~1, [}S, 

(j2,~J iU.:3; n;I;. ·/l.§:l.v . ..!] 

:1I0 .. ' S.,I:u'y ~(')H',lulc !iet by SUIH'r\'lsors 
onuually. In l.l(>(.:tm\)~r of each YC'<lr, the iloard 
of $'lpcr\'i~\)r:; ::;h;dl, by resolution, compute 
th(.' :-;al.Il'i(':-> 01' :lll l'VUDty olih;ers W}W3C ~al­
ariC':, ;ll'l.' L~\-",(';\ Oil P0l'iI:iltion or taxa')k \'alu· 
alion of tlh' ('(Junty. ur both. for the cflslIing 
\"f..':\r. In no ra:,L' ~hall the ~nbry be k~$ than 
;,I!;II'ir:-> 1.·!-.~",bll~lH .. 'd ill n("('cmh~r, lOG:) The 
b:c,:,.;l ('\IITelll rC}K'l't of lhe bureau (..If I.'ens"s, 
t:nill.'d SUl<:s dC'F.u"t!lwnt of cOnlnlerce and 
til\..' \';'Iluafio:\ t't.'nilied uy the dcp<lrtml'nt of 
re\'l'nt~e !<hail b2 tlseo. In any year in which 
thf' Com;JC'}I';ation is Ch::l~g'L'cl by ~ ch;m;;c in 
the I~\\' t:H.' sa:d computation 61wll also be 
made i:l the mon.:h ~h(' ):t\V bcco~s cffN'tive 
for the &.llar;('~ 1 aid for the l'c'main<icr of f;~iu 
year from the c:reL'tiv;;> d:ul! of the new tw .. ·. If 
~ va<..'ancy o(,(,urs in ar:y oilic0, the pel'~on who 
is apP0Jl)lCd or elcf:!.E'd to fill the unexpire::d 
term ill the- nlEc(' v~calcct~ shall rccch'e the 
J.>amc ~alat y as the p('r,.:on \'ucating the oflico. 
(CGG. 'l.\:::0.3: r,'GA. eh 19S.§Ij 

340.4 J)t'I)U(ic~ C'ompeus.ation. The first nnd 
second clC'Pi;tlt'S and thc' deputy in charge of 
the m()~or vehicle rcgb~ration and title de­
Vl.l'tmf\nt, m:IV lJe paid :',n ~llnOlint not to (·x· 
('crt! ci£iltv peI'Cl'!H ()f tha amount ()~ the 
annllal salf:I'Y of l~ig or her principal. In 
counties wl1cI'(> mote than two dC'putic~ ;;n',,1 
rt'<p.lired, dc;)\,~:(:s ill (:xces::; of two may ue 
paid nn an10\l!it n0t to c:'\c<.: ..... cl ::;c\"C'nty·fivc per· 
Cf\nt of th(l ;:lDnu~l ~~!ary of hi~ or 11('1' pl'Jn' 

cip:tl. Upon certification to the b03n.i of super­
\·i:-:.ol':-> by the t'iCl'too onidaJ concerned, the 
amount of th(l <In))ll:li l;i:\!a:'Y for t'ach dt.'!HIty 
a~ :-too\,e proddl'J, thl.' lJU.1l'd of Sinpel'vi:-;ors 
::.holl (';crtify to the county auditor of any SIKh 
('ounl \" the (!ntnjal :S!l1~1"V ccrtified by the 
('l('ct('(l on:c:ab. but in rio eVent 6hidl said 
hoard {)f f-;.l1r-e)'vbor~ be 1'(;C}uin:<.1 to cC'l·tify LO 
the audilOr of any such ('()\,nty :In ~lOlO\ll1l in 
cx("c..;s of thc ;Imo~mt::; <\tlthoriz..:d aho\,('. The 
ho,I1'd of ~i.lJx'rvi<.:ors shall 1:;\ .lil (:(jmp('n~~ltioll 
fOl' extra hl'lp :uHI (,Jerkf-:. [C:,lJ·117; RGO·Sf;i,<-!; 
C71,§'i7!: C!)?~~:::!" lSI, 1!J1, -Inn; sn,% I!X~; 
~SL"),H:!!)~, ?':<":,a, -1:-:1. ·1~1: C2-1, 27, :~l. ;~.j. ~q, 

§§.")·!:!l. :':!:~;'. :,:!:!;;, '):~:H; CHi,H3-W.2, :~.lO.·t. :HOJ" 
31012; C,O, :., i, :;S, (;~,~:)·tO.2; eGG, 71,§:;·JO. n 

'. 
\. 

:Jto,;; J«'~illf'nt (;\~ C'(lJIt-('tOl'~ In ('(Train 
rl1i(>~, Tn a!IY ('i)I:nt\- in \\ hi('h thrrf' t.'xi',!~ 01 
city, not tl:c 'coun:y 'Sl>,H, )i<l\'in.~ n l:fJ!HI!:tth):l 

of f'!X thou';:lrld 01 0\'e:', 'he tJ"l'a"':llr(,r lH;\Y 
appoint a IT:->id011:" (!(\pn~.\· ("(,ncc'tn;' (,!. LI\"('.~ 

for s\l('h cit\' ;lad \'i('il~:tv \!!'eil.'l" I,onel :1:-. 1)!\)' 

vi(\(·d for otil:'r di'P~!~j<.,s, :1::;\ hi..: n,:nPl'11;-.:eii011 
sl!:I:l I,l' !hl' : •. ::1\\.' :j,~r('l'n~;!':(: ,Jf {hI" tr l ':c.:';'.lr"I"'-; 

sabry;' .... fiw (':l;pl dq)\I:~' ;;1:(1 :'1'("0;):\ ,!;':;;1l;" 
In S\i,--:-r, 'inllll\·. !)u ... h )"l,.c;:d~'ll~ d('lhlh' ('n);,'(':()r 
<.:h:"1 1:1;\;J!:::~n ;1:1 (lnjN~ i:! ,,·,:(·1~ ("i!\" !\,:' a 
JI(,,.;od f'f ;;p;'·oxilJ:;,t.-·I.y fi\"(' \\'\'(~i<s (,;:,)~ :-::.1 ing 
;\'Hi fall, ~.:I("h pprj::I!'" t:, k:'::):n:!!(' {In ,\:;;'ll J 

alld (kl"l,,': ! ! ,.",p",(·U,·,·ly (,1" ;:..; :-'IJ{Jn ~i,,': I." 

afk:' J.-{ »(). ';"~I' The :r\.·~'.:url..'r in ;-.l;Cfl (-;l:-'<: 
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sh~tll p.rc-pJre the nC>Cl's:W.ry hool~s and reconis 
fot' such uC'puty ('.ldl year, ant! till' UOJrc.l of 
supcrvl;;ors is authol'izl'U to allow payment of 
incidental eXIH.'n~cs pert.:J:ininr:- to the opera­
tions of such ot1ice, not to excN!tl Oll(> hundred 
dollal'.' POl' yoar. IC51.§.l!7; RGO.~GI': Co.§T/!; 
C97,H29S, 481, 491, -lfi6; SI3J·l~Hj: SSL).~§293. 
293·". ,lSI. 191; C2·J, 27, 31. 3':-), ~n,H:;:!:!t. 522;J. 
5:!:!:J, l3:JJ; C4li,g31O.2, 3·10.·J, 340.6. 310,12; C!jO, 
51. 5S. G2.§3·W.2: CGG. '7l.§3·1O.5j 

:J.IO.G Repoalocl by 02 GA. ch 2V7.§1. 

;UO.7 ShCl'Hf. Each sherilf shall rt!ccive for 
his annual salary in counties having a popula­
tion of: 

1, Les9 than ten thous~nd, eight thousand 
dollat's. 

2, Ten thousand and less than twenty thou· 
sand. eight thousHnd live hllJH!r~d uollJrs. 

3, Twenty thousand and le-ss th:m thirty 
thousand, nine thou~i1nd dollars, 

4, Thirty thousand and less than forty I..hou· 
sancl, nine thous:lnd five hundred dollars. 

5. FOl'ty thousand and less than fifty thou· 
sand. tcn thousand dollars, 

G. Fifty thousand an~ less th.m sixty thou· 
sand. ten thousand !i\'e hundred dollut's. 

7, Sixty thousand and less than sevenl..y·f!:\·e 
tholl~ar:.J, cleven thou~D.nd dollars. 

R. Seventy-th'e thousand anel leSi than one 
hundred thousand. c-!('ven thousn.nd fi\"e hun· 
drecl dollars. 

9. One hundrt>d thousand and l~.;s thon one 
hundr~d fifty thousand, twelve thotls:lnu dol­
lars, 

10. One hunured fifty thousond and !c-ss than 
two hundred thousand, fCllrtC'en thoug:tnd dol· 
Inrs, 

11, Two hundred thousand ~nd l~'~s than 
thl'C<" hund:-cd thousand, fifteen thollsand dol­
lars. 

12, In cOllnties or three hundred thousand 
01' mor~, c;ixtC't'n thousand dollill'.;. 

13, In coumie:"; where the Bhcriff i.::; 1)01. fur­
ni~h(>d a rc~idr!l('e by the counl\'. :l!l ,HHitloJl..11 
:-:Ulll of se\'en hlln(lred ;\nd lift\" dC:1:I1"5 per 
annum in ~Iddition to thc forr'Zo:ng t->(:;u:dule. 
The fOl'c;:-oiJ'I~ ad<lit~on:ll alioW,lnc(' for rc.+ 
d€.'J:<.'(! sh,dl not he considered a.'l ;";,lbry in 
computing the ~:tl,'"lr~' ()f d~'ptlli(';; ;:"IS l>l'ovdr:tl 
in s(>(·ti!)!1 3JO$, IC'-,1.~2.-,1G: 1:(:O.~ i1 h; Ci1. 
~~:r;~S, ~7~:9: ('!17.V,M; SSl;).§~510~1 .. (,; en, '27, 
31, j;j, j!1,~.i:!:!(i; C iG, :.0, ':-1 i, 5<::, (;:~. (;G, 71,§:.~ ;0.71 

31O,S Dt'IUIl)' ~hC'a-in'. r.J('h d('l'llt~' sheriff 
~hall j"('("ci\.'c a!> his ::nnllal S:Jl:Il".',' a..; folh\":-:: 

I 'J'hl: fil'c:t dcpll!\' :··hrrlff, :mtl tt:(· ~~'J('ond. 
SlH"!l di'PIl:Y !~ a f,rc~\f)d dC]I'..!1\· c.:hi·riff :'! re· 
1]1Iin·d. ~11.1·1l rel'!']\ (' ;m ;')llr:~':d f';\!;::".\' (J~ )lot 
!nfl/"(' th;llJ ,·;!..!h!v·E\',~ IJI.']'(·('1It n;' 11!" ;\'II')\lnt 
of the' :--:d,lIY of lilr hlll'rUr, ;,;; fixeil hy the 
hO;ll'd of :.IIJ,(>,·\'i '-.0"~ 

:!. AE ntlwr d{'I,lHy :-h(.'nn" ;:':;dl l"('f"'lvr ,m 
;!lllnul _">,Il:.tI"Y ;h /"(-':I..'d 1,,;- th(> !;1~.1!·d ()f silJ}('r· 



• 

• 
• 

• 

\ j~.JI-";. iltil rWi to {''''~'ITd (hI.' ~;d.tdl·~ oJ till.' 
Ii:'sl or ~I'nll\ll tll'putIV":, 

:t In .lilY (',Il!l){V \dh're d:.,trif": ('''lilt b 
hl . .'id in l\\'(') pl:lcl':-:: for any cil'lntl)' othL'r than 
thl' dJid ul'p:lf.\' hl t'h;W:'::l~ of tl1l' oflirL' \\'h\~r(' 
such (,Ollil I. ... la'lli olll..;i(ie the ('Olillty S(!Jl, 

i)('\'('nty,!in: PC-tTL'lll of tIH.' umollnt of the 
;;;\bry of the' shcrilr hut not to CX(;C'cu three 
thou ..... :n:d dollar~. 

In coullti,,~ oyC'r two hundred fifty thun­
s;md population wh(>l't:' more' than two deputies 
are n.'<ll1ir('d, s:tid cip}>lIli('s may be p;lid an 
amount nOl to exceed SCY(,llty·!iH' 1>(,1"('('nt of 
the annu;"\l s:'tlary of his or her prindpal. 
Upon (;crtiDr:lliol1 to tIl(' hoarel of super\,isors 
by the c~('Clcd official ("onccrnC'\l, the amonnt 
of the anmlJl galar..,.. fo!" (,;lei! d~lHIlY ;'l~ <lbove 
provicJc<.l, the bo~rd of ~up(llyi:3or.s mny l:c>rti· 
fy to th~ ('OillHy audi~ol' of any ~llch c.:O.lllty 
the annu.11 .<ml.1ry cel'tifit'(i hy the (')('ct('d om· 
('i.lIs, hut in ;)0 ('vent $;h;llJ said bO:ll'd of ~\IJler· 
visors uC' required to rertiiy to the auditor or 
any such co\:nty <.In amount in ('),;cess of the 
amounts <luthor:7.ed O}OO\'l'. '"I'he bo~rct of su, 
pervi:::o!"s shall fix all c(,mpensation fol' cxtra 
help and clorks. IC51.§·J!'i: nr.O.§G·18: (:';3.<7il: 
C~i,§51O: SS15,~51(l..h: C2·~, 27, 31, 35, ~1~,i:,:!~7: 

C'JG, 50, 5·!. !)S. 62, G6, 'il.§3'10.8; 64GA, ch lOS,~;H 
l,t't<!l"nd u. III 5:W).1 

340,9 County :lftOl"h')" Each county attor· 
ney shall l'C?cci\'(~ as hi~ aUlllwl sala!"y in coun, 
ties having Cl popubtion of: 

1. L('!iS th;m ten thOllS;ll1d populatIon, s('\'en 
thousand IJon:!!· .... , 

2. Ten thow::ar.d and lC',,;; Own fHl~cn thou· 
snnd populatim1, Sf'VQllty·fivc hund)'cd doll;.J.rs, 

3. FiftN'1l tho~l;:;:.aud ;IIld les:;, than t\\'C:l~Y 
thousand POpuiAtion, eIght thou:-:;and dolbrs. 

4, Tw(>ntv thou,,;md and l('~s than t\\'enty· 
live thousa'nd l)opulatioll. eight lhou.$:.md five 
hundred cloilarij, 

5. Twentv·five tllou~;)nJ and 1(':.::; than thil'ty 
thoUSJlld p-opul;1tlon, nin,":' tholls;.md doll:tr,:;. 

G. Thirty thOi.l:-:antl ~Il(l Ii'S.'> th;ln thin.",fj\,-·e 
thom,and population, r.in~ thousand five hun· 
dr,:d dollars. 

7, Thll'l\,·!lv(' thom::mu alld le~!) than 1i:'tV 
cha:..:::-;tud ·[UJIJ11Ja!ion. len th0;JS;l!l(J In-'(' hill), 
<ired L!o!],:1l's, 

S, Fiftv thO~I.,,:~Jd 'llH! )('so: th;tn "':'\'i'nt\'·::\'C' 
tholL ... ;;.nd pUj)IJhtion, (')('\,('n thou~:.!nd d0!;:\ro: 

9. Sc\,ent...-·G\·r thmt~:llld and h.',",,::; lh~li; OW':' 
hUJldn-J lh(nl~J)ld p(~ptll;:tj{~:,. t'H·lye li":oli<I:;!l 
dollar~; 

lO. ())w !;\,J":t:IT\1 t!:Oll:"t11d 0:' I:,!)!'i:, i.Jl~ ·":l!',:.d 
:-n I:: !'\' l';::;;1;:;"1:,';1 hy t:,p (f;l\li!\ ill);.:':! :11 -",il' 

IJV'--,:_ "~-", v',": "jll I!~;" ;1\ 1'0 C,::"-,' Sh.i:1 hi" 
~\I:lltl:ll ':11-11"\- ))(. h,_",-; :;)."'111 ill;: .llHl\l:ll ,,,:,,I;!!-\" 

t·~I:!:)IL)lt·rl i:"\ f) .. 'vl'mh,·!·, l~li~1 TI!~' !)O.IU!lli;j)" 

:t('~-l'Pt ::1)': :,',l;:-v i';'i";'k ;!,-,II1t·: 0:' f.'dl": d 
flU:d.-; nf Ih:~h_ j,.:" 1;:\' j'lll p,t:-L' (:( j;:lyjJ1'~ ljH' 

... ,dJ!)' r,f ~:I" ,·{JUH!.\ ,,1 !(;)I)('Y ,,);(j il: ;,:::: ,l 

:m~" 

'J'h\ ~IIH:II:l ;,,11:11"1' '::.: j';'''' ,,;,·d ilC'!"('i'l ... h:ljJ 
1)(., tl!l' hl~! :tild vllly ('{;'l!/,~.J-:;'~:')ll (,,: !!l,' 
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dutks JH'rfol"lll~'d ill tilL' ullie\.' of lllL' cuunt)' 
attorlll'Y. ;tnd ;111 flocs 'lIut ("ommi.~ ... ioIIS whi('h 
llJ:l\' ih' b\'dlllh' t:t:\l'd in (;!\'or of Ille ('OUIl'-)" 
an;)J'lwy ",hall il' and wlwll \;1:'\('(\ an:! l·ollel.:~cd 
hl' p.tid by the C'tHlIllY ;ltldl"lH.'Y to tilf' Coll11ty 
for till ... ' bcn<..'flt of the COHn t.':"<pcn"'{' fund 

J n ("ounties where Lii:;triL't (,OUl't is held in 
t\\'O pbcL' .... , the <.:ounty attol·m.'Y m,l,:' I'l'cei\'(, 
an iHlditional sum of fi\'c hUlHlrl'Ll dolbrs. 

The county auonw.v !->hall 0)-;0 rC'cL'i .... c his 
nC'CC'S!'i,ll"Y and ~ctual (':\pL'n;;t':-; inL'UlTl'(} in 
:.tltt..'nding upon hi~ oOiC'ial dlltie:; otht'r lhan 
his l"('si<icnce and lhc county S~'~t, which ~hall 
blc' autiited "nd allowed by the hoard of super· 
visors of the county, 

Th(' b03r<l of supervisor:-:- of all}' ('ounty may 
P:IY 01' stlpplemc.lt the s"briC'~ of tho:.' count)' 
Ztnorn<'y and lhc ~ssistant county altorncy~ 
from fedcfal fund') not\\'lth~landin~ the !)~I~r)' 
limit;\( ion" S('t forrh in ado'> St'("tiOll .1nd sC'c· 
hon :~,1O.1O. (C51,§lG9; R(;O.§*380, 381; C73.~37,;"0; 
C97.§:IOS; SSIG.§~OS: cn 27. 31. 3';. 3D.§5=: 
C·W, !jO. ;;·1, 58. G:l, GC, ,;"1,§31O.9; 6·IGA, ch IB8, 
§a2, 4J 

3·W,to A1>Isi:it .. ml C()Uuty ,,(torney, \Vherc an 
assistant county attorn(')' is appointed he sh<lll 
I'ecei\'(: :IS compens<ltic!'l: 

1. For the- til'st ~!'31.::.tant county attorney, not 
more th<.ln e-ighty·fh'c percent of the amount 
of the salary of th() county attol'ney 

2. For ~ldditional nssi.slant county attorneys. 
not to eX(:oJcd eig:1ty percent of the amount of 
the ~:i1.:'lry of the ("011nt\' at1nfllCV, i'l." fixed by 
the I;OJl'l1 of sUP('rvisol'~' (CiJ7.§.'W3; S;3,~:10.'1·a; 
C2·1, 2/, 31. 3;1, 39,§:,~~tJ: C IIi, :.>0, 5-1, ;)8, G2, Gu. 71, 
§310.10: G IGA, ch :!l9.§! 1 

U('(<:rI .. d t" in ~:l40,9 

:140.11 nepealecl h,' CI GA. <'l1 :l07.§~ 5,,,· 
§3·101 

:ttO, I:! ('uunl)' ufTkt'I" dh-idin~ !-aladl's. TIlt" 
p,·i:lc:p.",>J eiL'cted oOi(:i;tl of ;1ll~' county onic<..' 
.mel hi.;; first deputy or fi)'Sl assist<.int. in C'oun· 
tip ... ha\'ing two e:ourthol1-;t,S, may entt'l" illto .t 
w!',tll'Jl "gl"l'e:nent foJ' a di\'l~l()n of the: s;lhri<..'s 
to oe paid, :\0 stich di\'h:ion ~!lall allow pay· 
llHmt to !hc o!hcial (tnt! hb fir:H dt'ptlt,v ()\' 
~~sist'H)t \\'h:ch 1:-: g:l't.':ttt't· than till' SlI:}) of '..h(· 
two ~aJ.u-ie~ mltl)[J~·i/'.t'd Hlltl<..'1' this ('hapt<'l". 
t!P()J) c('i"!i!l("<.Ilion tt) th<' hO~l"(l of SlllJi'rvi::o!":; 
lh' the <'l(,('~t'd o!lid:t1s Cntl("{'rnNl, the \)o.1rd 
:-:ilalJ ('t1 ~:j\, ttJ lhl' Ct.HlI1t \. <..:utiltor Ilil' :1011\1;;1 
:.;:;.1:11 k:-; c\,,'t:fihl h." the (:k('ted o!licLils. le7l, 
H 1<\.121 

::111.1:' In :>lO.t:) Tkp·-;I1,-d I>\" ;):!c::\. (.1\ 
! i:',~:.!i, dl 1'\7,f~. !-\'t' ::::!;;;.i": 

:t W. 16 :"':,);tl"iC'S-t!"ll('l",,1 fll nd. 'P11' ';:Il.(ri, ':i 
f~x:'d Il\' !It:' Jul"t'~o:n;: ;.;:('(,i~JII;; oi tlli, ("h:,,:h>;' 
~'i::d! ';1' :,:::;1 0\11 of :h~' ;;r't!/'r:ll ((ill-! of (I)., 

('ild":,". 1('117_~:HJS: :-:s::,_;;:::C;': Cll. :!~', ::1. :~'" :1'1. 

~.j:~:t): ('r: :.!J, .'"J! .... ,. I,::. f,C. 71.~;~!(i If;' 
~"! ,1\'" ~ ,,' ,,,,, ""'" t _ \; -'.' 

:lHU7 i-;".,t'plit'Il, '.-1:1,' ,:~J.II':I'-; li.,,:l [0:' l!:;' 
<'Ii':'k vr !hL' <1!,:lnq f;dU:': ;\lld h:,·; d,.·).\ll;, 
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m,IY he paid lnHIl ttl\.' collrt C,Xpvll."'!'" (und. 
I ('~;, :lJ, ;(',.§:.2:t-)';11; l':~!),~:;:!;w.1. C \t;, ;.(j. ;j I. ;~, 
ti~. (>fi, ;l.~:: ;0.1,1 

C''''lIt '''\)o('UI~' hmo!. {~H.1V 

;l to.l~ Uu;,1 county h(' .. 1~. In .\0)' county 
ha\'illg two Coulltr S(,.':lts and whl..'t'~ the dis· 
trid romt is held in t\\·u p1a(:('s. the first tlt'p. 
uty county <luditor, county trc-,\:-;\u·t'r. county 
(:!t.·rk and ('ounly rec.:onler sh;!11 l'l'('('i\'c not 

HIO/'{' :h.m .... L·\'I.·uty.fivc pl'n'OJll l)f' the amount 
of th('" s~tl.try U( his IH-illrilKII. Oth('r ucputicii 
:-;hall n:l:l'lVC h\.!{w('('u tift)' l>t'rrcllt and SC\" 
l'nty·fivc lH:>rc('lIt u( tho amount of the ~~!Iari~;; 
of thdr 1)J·indlli.lls as determined by the board 
of stlp~rvisors. le:!I, 27, 31, 3:), 39,§;;::m; C·1G, 
:'0. :;1. ;.S. G~. GG, 71,§3·IO.13) 

;ltO.\9 He!>(·alcc! by 5SGA. eil 2~.§!f;. 

CHAPTER 341 
DEPUTY OFFICERS, ASSISTANTS, AND CLERK>; 

;,Hl.l Appointment 
3-11.2 Ccnificatc., vf appointment. 
341.3 HcvQcation of aPPointment. 
3·11..1 Qu<!liticat.-ions, 
311.;"j Hond or liabilily policy. 

au.. Al.poitltUH·ut. Each county ;,mdJtor. 
treasurer. recul'del', ~hcrifT, ('oun ly atlOl'n(>y, 
l'Iel"k of the ({btrid court, may, with the 
i)l'pl'o\'al of the board of sUPt.'r\'i~r):;, appoint 
olle ot' more deputies or assistants, )·c;':pcC'th.'e, 
ly. not holding a county olfice, for whusc acts 
he shall be respoo:'lule. The I)nml)cl' of (!<:p' 
ULil':';" ~$siSUlfltS. anJ t:l1!1 ks for Ca<.:h ofL('(~ 
sh:111 h~ dctermined !J~' the ho:.tnJ of super­
"bor:;, ami such nurnl)(,)r together with thC' 
apPI'o\'al of each appointment s~lall 1)(' l'y n'so· 
Julioll made of re('ord in til(' IJf'ocl'"t'rljng-; of 
such. board, [C;)l,§S-lll. -115; HHO.S§f.ii2. 61(). 
2(}(.B; C,3,§§i(;6. 7(i~, 1;:0; Cl7.H29S, 30:.1, ISl. 
191. ·lnG, ,)10, 27:11; SI3.j:J03·a; SS15.§!~~)S, ·IS1. 
191. 5\O·h, 2,3·1-": ('21. ",. 31, 3;;. 39.§;,~1~; C·IG, 
&0, ;\·1, 53, {j2. Ga, 71.~:! ll.ll 

1: .. (.,·, <-d '"' in IG02.0{ 
'><-j.uly al:.l.(' omc,''''', '21" 

;111.2 Ct'l'tW(,'Uh' of appointlllC'lIt. \\'hl..'ll any 
$lh.:h appointmcnt ha:--; \;ecn approved hy the 
board of bUP(:"l'\-'i~()rs, th" o!Iit.:t't· ll1.Jiiing such 
appuintmt'nt shall iHU(> in \\'1'iti!l~ ~l (:<':I'lilic;lte 
of such (lPPOiIllIlWIH, ;\)HI tile the S;I:lIl' in lhc 
otlke or rhe- ~ludi!<I\' \\'h,'\"l' II ..:.}ull be kL'I't, 
IC;'jl,*t11; H(;O.~G·J2; C'i:;,§7DG; C!)'j,H2!)S, 303, ·i!'1. 
4!H, 10G. ;>10; :-;13.H::IJ;~';I, Hlli; SSl~',H:!!';':. ·;Sl. 
,191. jlO,u; C:?:, 27. ~n, :~.J, :1!),~:i:!:l!), ('j{;. ;;(), ;,0;. 
!i~, 02, (jr" 'i1.~.1Il.:!J 

:l t I.~ H("'cu'alluu (If :IJ'lwillt UH·UI. .\ n~ Lt'l' 
tifi(-~I~{! vf :lj)I\('~nt:l~i':'t ma,' j,i' IT\(,l-\(':1 III 

\\'II~in~~ :It .:'011" :i!lIL' !.\, !ile 0:1:("(:1' m-"!';:!I~ Ii.v 
H)lplIi:)t\,wnt,' '-'.-Il;"h 1:,· .. ·O.·;ltio:l :-h.ill hi: Ilkd 
:lIlt: Ll'll: in tt1l' (,flirt' or till' .1l1(~:'."" [C.-,i. 
~lll; H •• \),~(jJ:~; C7:1,ficil ,. c~r;".~~:!:l<;';. IX\. ~:)l. I!Jf;. 
;)10: S1;;,~;~II':; :~Sl.-,}~~'l-'. 1~1. ;'11, :,:(1.1); ('~~I, :};". 
:11. :", ;:~U;;:!1fI. (,11;. :,1). :,1. ;,!-:. {;.:. f;';. "d, 
n ~ ! .:~ ~ 

:~ILI t}U;III!IClIlItJl'" 1';,11";' dVIJlll\ ..... i~.dl ii( 

h":' !·\·I t') ;:i\-l' ;, ;'" ,il in ail .;:,.,·'::.t I, 1)(, 
fi~"i: ;.y lil,' 0 11;\-,'( ~,,;, \:I~~ :}1(· ,;I'.';-{j-',-;'] "f ',:0(' 
1 ... 1111 "f hi ... 111 J'klP'! \\'it!, ·111·,'~L'·' '" II\' 
;!fJ}':·-<)\' .... d hy ~lI("h 01';(·('r. !}lll h h,ll(~ W;';l'll 

A-S 

:.1! 1.6 Powers and dUties. 
3,) 1,7 Temlxw,lry assistance foJ' county flUOr. 

/ley. 
~ II.S Temporary assistnnce fOl' county auditor 
311.9 Rcpt'alccl hy 55GA, ch 152,§2. 

approved !'thall be filed and kept In the oftice 
of the uuuitOL Each deputy shull take the 
same oath ;IS his principal, which shall be 
cndor:Wd on the certitic3t<.' of aPPOintment. 
IC51.Hlll. ·I1G; Rr.o.§§(;'12, Gn; C73,§§7C>G, 770; 
C'J7.~§~Ug. '~1. ~91. 4DG. 510: S13.§49G; SS15, 
H:2U~, '1RI, .l01, '1!lG, ;>10,b; C21. 27, 31, 35, 39, 
~5~1J; C ~(i, ;:)0. :> I, 5~, (;2, 00. "il,§3H..11 

Oath, _"p,v, .. 1 ... t LUll.!. 1$';'$,10, '4.)9 

:Jtl.:i l!ond ()}' Ii .. bilitl' poJky. The bond 
of shcriffs' dcputies ~h~1l he either a bond 
or !inbllity policy ,,::- may be required by the 
~hl'l"itr wjth tht, :lPPl'o\'al of the hO:1rd of super­
visors. IC;!I, 3;i.§:;~·II·dl; C'J9,§~:!-Il_1; C'IG, SO, 
5·1. 5S, GZ, ('G, 71,§3H,3J 

. :J-a t.(i .·OWt'l·S and clutt('~ }!:ach deputy. 
assistant, and clerk shall perform such duties 
as may hc ;l3~lgl~I.'(1 to him or hcr by the officer 
makin~ th(> (lpPointmc-llt, nnd during the au­
~( . .'ncl' or disahility of his principal. the deputy 
or tk'lHltic-5 ::;l\<.tJI perform the duties of -such 
principaL [C.~)l.~ 112; HGO.§GI3; C73.§7G7; C97. 
'~2US.I'I. ;01. ·IDr,; SI~,§·IV6: SSI5,§§298, 4gl. 
JVl; C2·1. 27, 31, 35, 39,§;-,242; C·l0, 50, ~, 58, G2. 

(i(;, j l,f.:l·ll.G I 

:Ul.i 'fc'JIlPUI·.U·Y as!'>h.InIlL·O fur county .. t· 
(u;'IH'," The CUUll!,\' attol'n('y mOl,V with the 
;qlj1I"O\.1i or a jud;;c of l1l(' di:::trict court »1'0, 

cnr(' ~\Icl1 <1');~iSt;i!lts in {li.:' trial of a per~on 
('h,lr~\'cl \\"ilh fl'h,n~ ;'IS lh~ ~lulJ <teem m_>('c:;, 
:,:tl"Y <111<1 ((')1' ~;IIt'h «:--:-,j,;;::tan!s upon pr<..,~ .. t'nt\n:: 
1" tlw hoard (11 SUP(,-'I-Vi:-;O)'S ;, c(,l-t:fit';lllJ (If 
:It{· dL~~ri!·! jllllrw IlI'forc \\-'11010 s:;id (':H1"C wa." 
1I i(·d_ I',: (i:yi;,_~~ to til(' ~(,.Il'\'ki':; rcnd( r<x.l, ~h.t!l 
ill' ;dlo'.n·d :t p";I:"{IJ1:thk t·\j:np('ll$;.ltlQIl then.'· 
luI". 10 j,\, fi~l'd It:.- 1111> !>u;,r.i I,: ~'~I)"'I'\'is()l"s, hut 
ll(;lhll:.·: i:1 ti:i_, dl~\pt{'1' :lh;11! pn'\'cnt till! l)():trd 
III ~\lJl'" ,i:.or.-.. l!"fl,n ('mplo.\'i!l:~ ;iI'l attonlt·,v \(') 
,<' l I:~:' (-(lu:dy :dtl.I·l\L· ..... ill ~:r:y C:lI:::\~ or pro, 
I' ,',ii:~:.' 1:1 \.-l l il"h tll\' ~t;tl\' !U' ,,'(lllal\' is inte)', 
,·.-(t'd. Till' (·"II1jWIL""lflOJ1 ~tllo\'-'('d t(; ;my ~U(."!t 
;L .,j...!:,:';:; _"!l:\ll hI..' lJ;lid Oil; (If Uw {'hUl'l fund 

• 

• 

• 



• 

• • 

• 
\ 

of the ~OUllty.' '(C97.§303; S13.§:J03.u; C21.,,27. 
31, -SSt 39.§S:ul; C46, 50, M, 58, G2, 66, 71.§3U.7J 

ac.p't.l'1 

3U.B T.nll"' .... ry ns..I.lnn"" tor ro" .. "· nudJ. 
tor. In rase no deputy .hall be appointed. bu' 
on account or the ,pressure or buslne>s In his 
offiCI!' the auditor Is compelled temporarlly:,to 

1s;\A 

. <!mploy as.<lstallt". he .hallllie the bill for such 
ser\'lce4 with the board or supervisors at their 
nCJ(t regulnr mccUng and It allan m~ke a rea­
sonable allowance therefor. (C91.§~81; SS15, 
f,181; C2.J. 27. 31, as, S9,§:;!44; C46, SO. 5.J, 58. 62, 
00.71.1341.8) 

:IUS Repealed by.55qA, ch 152.§2. 

CHAPTER 342 
COLLECTION AND ACCOUNTING OF lI'EES 

_tolafUUlI 

342.1 Fees belong to county. 
342.2 Record of fHS. 

!142.1 F.~ Mlong to COtuit)'. Except as 
otherwise provtded, all tees and charge. 01 
whatever kind collected for official service by 
any county auditor. treasurer. recorder. sherl1f. 
eJerk of the district ceurt. and their respective" 
deput.les or clerks. shall belong to the county. 
[RGO.§431; C73.137S3;, C97,§§299. 50S; S13.§5OS; 
SSI5.f§4';9 .... 4np.a; C24. 27. 31, 315, S9.§li!W5; C46, 
50, 5.J, 58. 62. 66, 71,1342.1] 

UU n""ord or foes. Each such officer shall 
keep a record to be known aa the "fee book" of 
the office to which it relates and shall be kept 
In such omce a. a part or the permnnent 
county record.. It shall be ruled in approprl· 
ate column. lor the 'date, kind of service. fur 
whom rendered. and the amount of fee col· 
lected. And wh,n the charge I. for recording 
an Instrument. the names of the parties there­
to. All sold Itljms shall be entered upon said 
record at the Ume the service Is rendered. 

342.3. Quarterly reports· and ,aYments. 

(C51,§212; R60,§423; C73.§8796; C97,§§480. 492; 
613.1498; C24, 27, 31, 315, S9.§lUfi; C46, 50, 54, 58. 
62, 66, ,71,§342.2) 

U!JI Quartel'lJ . reporta oDd p~ellts. 
Each of such ofIIcel'!l".hall make Itemized and 
verifledreporta quarterly· to the board of 
supervisors 8howlnS In detail the fees col· 
lected durlngtbeprecedlng quarter. Each 
such olllcer shall quarterly pay Into the coun~ 
treasury all fees coJlet:ted during the preceding 
QIIlIrter, take dupllcate receipts therefor and 
IIle one of such receipts In the omce of the 
auditor. Each such olllcer shall also enter 
upon the fee book of his omce the date and 
amount of each J)ayment Into the county treas­
ury. rROO.~3l;C73,§l37S3, S790; C97.§§~, 4l1O, 
492, 495, 50S: SlS,§§S08, 55Q.c; SSI5.f495; C24, 
27. 31. 35. S9,§IU'1; C46, 50, 5.J. 58, 62, 66, 71. 
f342.3) 

CHAPTER 343 

GENERAL DUTIES OF COUNTY OFFICERS 

343.1 Officers to furnish information. 
343.2 Agent or attorney. 
343.3 Acting as rounseL 
348.4 Purchase of property. 
343.5 Examination 01 aceounts-eXpense. 
343.6 Violations. 
343.7 Purrhose of warrants. 
343,8 Money for sectarian purposes. 

343.1 om .. "" to fuml.h Info''IIIoUon. It Is 
the duty of each county offi<er, whenever 
called upon hy the governor or either hOuse of 
the gene".,1 ~snenl"ly. to eommunlrate to the 
gO\'~rn()r or such hOl"e nny Inrllrmotion thnt 
m:.y he In his P03s05,ion as such olf,N'r, and to 
fu1'Ol.h ~ny ""listio. at hi. rommand, whell 
thu. call«1 IIl'on. (C!)7.§5-I·l; (,':1·1. 27. 31, 3j. 39, 
§S!!.19; ('!·1r., r.o. ~1. 58. 62, ca, 71.§3~U] 

n.rCfrt4 \0 111 ,30.1 

A-6 

343.9 Viola Uon •. 
343.10 Expenditures conllned to recelpts. 
343.11 Exceptions. 
343.12 Unallownble clalms. 
343.13 Miniature photographic cOpies 01 rec­

orda. 
343.14 Forma to state officers. 

34a~ Ag~Dt or nttornoy. No count,. officer 
.holl appear as agent, attorney. or solicitor for 
anoth<r, In any ma~tcr pclldlnlt before the 
board of ,ul'ervlsors. r C73.§~2G; C97.1545; C24, 
27, :n. 35, 39,§!i~: C10, LO, 54, 58, ~12, 00, 71, 
13'i3.2J 

llC'(t'l"rt'd \A In Ime 

313.1 A~lIng "M c:Qlln.rL No ~herur or dep­
Ilty 'hOTI1! .hall appear In any court as attor-

.' 
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? op~n to in!;jltltion by nny pC:lce officer or to nny authorized agent of 
any permit granting authority. 

Appr0vml June 13, 1973. 

CHAPTER 223 

1>lOVF.1JENT OF OVERSIZE VEHICLES 

H. F. 193 

.N ACT relating to the TI~o\'emer.t of v~hicles and loads of excessive 6i~e Mnd wei1:ht 
under per-mit during dayli:-ht hours and holidays. 

~e1t Enacted by th& General Assembly of the State of Iowa: 

.t SECfIO:-; 1. Section three hundred twenty-one E point eleven 
.'7. (321E.1l), C~de 1973, is amc!ldcd to read as follows: 
:l 321E.11 Daylight nlo,'ement only-holidays. MovemEnts by per­
.1 mIt in acco:-dance with this chapter shall be permitted only during 
5 dr.y!igM tit" hours from sunrise to sunset unless it is established by 
;; the issuing authority that the movement can be better accomplished 
'; at another period of time because of traffic volume conditions. 
il Except as provided in section 821.457, no movement ef ~ 
::; ej~p =~~,~ by permit shall be permitted on g?hl:':l?~·t', Sun­
o days, ho:;day~, H EJ.c~ F'~~""" Ai!ft f-:~~:~ ~~ after twelve 
'1 o'clock 'lOon on SatlmJ.ays, Or after twelt'e o'clock noon on days pre-
2 ced':"g holida!}s and hoUday u.cekends, or specinl events when abnor· 
:) m"ll~ .. high traffic volumes can be cxpecl~d. Such restrictions shall 
.j .not be applicable to urban transit systems as detbed in section 
;) 886C.1. For the ;:v·poees of ~his ch",."tJ;r, holidays shall include New 
Ii Yea,'s Day, Memoria! Day, bldepcMoiwe Day, Veterans Da)J, Labor 
7 Day, Thanksgiving Day, and Gill'istmas Day. 

Approved June 13, 1973. 

CHAPTER 7..21 

COUNTY OFFICERS CO:,IPENSATION 

S. F. 4·11 

.N ACT rcbti!1Z tl') Ihe ('omj)cmsat!on of COU!1ty officers a.r.d authorizing the cstablbh. 
mcnt of s:rQUp jll~)u!'.'nce, health, or medical £cn.-icc for county OffiCe-TS. 

:c It Enacted by the G,meral A$sembly of the State of Iowa: 
, , 
" 
" ., 

Sr.CTION 1. f!ectioll three hundred thirty-one point twenty-two 
(331.22), Code 19',:1, i$ ,.mended by uehling tho followinr: new para­
grc.\J1> : 

.J Nr;w Pt.I("Gl~~i'H. In addi~;on to the al,,,,,,,l salary provided for in 
oJ the !;ch(;~lu1t: in this st'cUon, c;lch memh .1)" of " ;)onl'd of Sl1rc:r\,j!.or.~ 
',) ~ha)l l"'(:~i\'e a:; ~:~bry compc.:n:~:1tion ;-\ ~\;I:l equal to tell percent of the 

!:;·lar,· tu v:1!!ch b! is cntilkd [.;3 of JUlle :;(1, ID7~~. The: :uldition:tl Coi1l­
~ .. })(:)1:-<.\ ':!n pr(')vided in this p:~r:sn'apil tilJjllic3 to bl'arGE of supendsuts 
~, '.·".::zth<..r p:lid on C\ pf!r diem basis or by ;'ntllml ~;\lary. 

B-] 
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SEC. 2. Section three hundred thirty-one point twenty-two 
(331.22), 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 rendered to 
the county by ~aid supervisors except statutory mileage while actually 
cnl<:lgcd in the performance of official duties. Such mil~age shall be 
limited to the ogyregate of one thou3~.nd dollar~ for each supervisor 
per '!feCt'·. &_'lleniscr:; V"I 002TM * ",era ~~ ftT.e "",~ ~ 
r-ae-ei-re ~ 68"'7 '*l"JEJ t9 ~ k~H sa-l!~ FceeiveElI.3' ~ ffi'e meR1He,' 
beara I':US!lQ .. t t9 t,he ~~ ee,,~~ dtl'-idad by te:c Il:i'ffiaer * 
~efS * s"e~, ~ 

In counties of fm·ty lhou,and population or less, the board of super­
visors may on their own motion elect to receive their compensation on 
a per diem basis. If they so elect, the members of the boal'd of super­
visors shall each receive tW2;:'Y !We Im·ty dollars per day for each day 
actually in session 01' 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 
anyone calendar year. In addition, he shalll'eceive ten cents for every 
mile traveled in going to and from sessions and in going to and from 
the place of performing committee service, however, such mileage 
payment shall not exceed tho aggregate of one thousand dollars per 
supervisor per year. 

- ~--"'-" 

., 

SEC. 3. Section three hundred forty point one (340.1), Code 1973, 
i5 amellded by striking the section ~.nd inserting in lieu thereof the 
followi ng: 

;$40_1 Compen"" tion of nuditor, tren,urcr, recorder a:ld clcri,_ In , 
addition to the annual compensation to which each county auditor, 
county trensurer, county recorder, and clerk of the district court is 
entitled as of January 1, 1973, each Stich cOllnty officer shall receh·. 
as salary compeasation the slim of one thollsand eight hundred dol-
lars annually_ 

SEC. 4_ Section three hundred forty point seven (340.7), Cod .. 
1973, is amended to read as follows: 

MO.7 Sherifl'_ Each sheriff shall receive for his annual salary in 
countie, having a population of: 

1. Less than ten thousand, dg!1~ ten thousand dollars. 
2. Ten thousand and less than twenty thousand, eigM ten thousand 

five hundred dolbrs. 
3. Twenty thousand and less than thirty thousand, l'IiiH! eleven thou­

sand e1ollars. 
4. Thirty thousand anclless thnn forty thousand, n~ th6a~ei1el ~ 

h,>HJl'-?J eleven thousand seven hundred fifty dollars. 
O. Fo,·ty thousalld and less than fifty thousand, ~~, ~od twelve 

tlwantiln. [WI) h?11H!rcd [dtij dc1hrs. 
6. Fifty tholls:md and less than sixty thousaml, -t--.;;\ t-~\lSG*4 ~ 

htl!~ twelve thousand seven h/!lul"cel fiftl! dollars. . 
7. Sixty thour-and and less than seventy-five thousand, e!e'Rli tJi<r.>-

6:Hld thirteen thousand five hundred dollars. 
8. Sevent:;-fIV~ thousand andlcs. than one hundred thous".nd, e!eTe 

fOl!rtocn thousand f,,·~ lr.mtlB'! dollar". 

B- 2 
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20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
80 
31 
32 
83 
34 
35 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 
12 
)3 
14 
15 
16 
17 
18 
19 
20 
21 

9. One hundrc,\ thousand :",d le"s th:\n olle hUTI(lr~d ftfty thousand, 
t",~ t-~"",a};{j fourtcen thousand five hWIc!7'Cd dollars. 

10. One hundred fifty thous:lnd tllldlcss than two hU?ldred thousand, 
f~,><*~ t~;8":RlTtl sb·tccn thousand fit'e hundred dollars. 

11. Two hl1nllrcu tholl.:.ncl and less than three hundred thousand, 
jtf~rt t~=~l seventeen thol/sand five lwndred dollars. 

12. III cOllntic5 of three hundred thou~alld or more, &i-:*"" tb-oo 
ei;7htccn thol<Sand five ht(ll(lrcd dollars. 

13. In counties ,;here the shcrifr is not furnished a residence by the 
couuty, an additional sum of se\'en hundred and fifty dollars per annum 
in addition to the ioregoing schedule. The foregoing ;additional allow­
ance for residence shall not be considered lis salary in computing the 
sabry of deputic~ as provi<kd in section 3·10.8. 

Howeve)', cfieetive J2Ii)11,197.1, a sheriff shall not receive em annual 
sala;·y of less theen two thousand dol/fITS 1/lwe than the a.nnual sa.la.ry 
to which he is entitled Oil January 1, J 97.1. 

Ssc. 5. Section three hundred forty point nine (340.9), the first 
unnumbered paragraph lind subsections one (1) throug'l nine (9), 
Code 1973. are amended to read as follows: 

3·10.9 County attorne}:. Each county attorney shall recch'e as his 
minimum annual salary in counties having a population of: 

l. Lc.<s than h~ nine thousand populatioll, 6e\'iffl eight thousand dol­
lars. 

2. :r-2l Nine thouMnd lind less than It~<ffi twelve thousand popula­
tion, ~e,,~~'l-\~ eight tho-usa"d five hundred dollars. 

3. !'i~b2!1 Twelve thol:sand and less than t.we,,:,y. fifteen thousand 
population, ei:;~it nine thousand dollars. 

4. Twc::t;· Fifteen thotl~and and les~ thun t,~l!Y ti.oce nineteen thou­
sand population, eight nine thousand f_ two hundred fifty dollars. 

5. '!'y'en:-j1-ftTe Nineteen thousand and less than ~~ twenty-five 
thousand popubtion, ItHti ten thousand two lwnd1'cd filty dollars. 

6. :PI:F~;- TlVenty-/h,c thous:lnd and kss than thirty-five thousand 
popuJ?tion, w."" elpven thuusand ~ Mn4H'iI dollars. 

7. Thirty-five thousand and less than fifty thousand population, ten 
twelve thot>sand five hundrrd dollars. 

8. Fifty thousand and less than BC':2::~;- /i'le eighty thousand popu­
lation. e!eYC:> thirteen thoui'and five hundred dollars. 

~2 9. g2· .. e?'~ mgldy thousand and less thlln one hundred thousand 
2:3 population, ~ fifteen thousand dollars. 

1 SEC. 6. Section three hundreu forty point nine (340.9), Code 1973, 
2 is t,wencled by striking- unnumbered p~rUl:rilph five (5) ilne! inserting 
3 in lieu thereof the following new paragraph: 
4 The board of supervisors may estnblish an annual salary for the 
5 counly nltorney higher lha~ the minimum sabry established in this 
6 section. The board may accept private granb, state or feeleral fllllds 
7 and may utilize such funels in adelition to, Or as replacement for, 
8 c0unly funds to pay the salary of the county attorney and th~ s:l!aries 
9 of the a<;sistant county attorneys. 

1 
2 
3 

ST:e. 7. Notwilhs:andinf; the provisions of section thrce hllndrccl 
forty puint thr~e (:{10.3) of the COci0. the ,alary incre~ses pro\'ided 
for in this Act shall be ~ITecti\'c Jl1ly 1, 1973. 
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-!76 
LAWS 01·' Till: SIXTY-FIF'j'1l G. A., lD73 SESSION [Cll. 22( 

1 SEC. 8. Sectiou five htlndr~d nine A point One (509A.l). Code 
2 llYi3, i:< :\m~ndcd to IT:"! :\s fol!ows; 
:I SODA.1 Authority (;, ::o\'crni!1[: bedy. TIle r,o\'crniug' body of the 
4 state, county, school d' :trict, city, town or any institution supported 
6 in \\'}101c or in Tlnrt t., ")uL1ic iv,nds lIiay ('staulj~·_it plans for and pro· 
6 cure r;rilt:p iusur::ncc. ;'.c11th or nlcclical servic~ ior the employecs of 
7 the slete, county, school district, city, town or lax-_upported institu-
8 tiOIl. The COl<i!llI b0'l1'li of SI'l)C1'l-'£~ors may at"blish pln.lls tor and 
9 1>row)'c [lro!')) ;n3uTu'lce, hcalth 0)' medical service for the county 

10 (wdilor, the coni!iy trl'((s,,:U'cJ', the cOlm!!! atto'rncy, the c01.mtll recorder, 
11 thp. rlak of the dist;'ic! court, the members oj Lila board of super-
12 'Viz(»'s, and the sheri[l. 

Approved June 30, 1973. 

CHAPTER 225 

~F.IJEIlAl' TAX LJ£NS ON VEHICLES 

'-.. n. F. 13, ~ 

AN ACT rclatir,g to federal t:Jx lien rcr;i~tr:ttiol'\. / 

Be It Enacted by the Genc;-cJAssembliJ of thcfltate of Iowa: 

1 SECTIO:, 1. S~ctio!: three hundred thirty-li\'(' point eighteen 
2 (:335.18), subsection ; hrcc (3), Code 1973, is ['mended to read as 
3 follows: 
4 3. ln the event" lien encumbers a vehicle for which a certificate of 
5 titl~ is required linGer ihc provisions of chapter 321, a secnrity interest 
6 in slIch \'(>hicle is perfected by the delivery of fcclc!'al notice of attach-
7 lnent to the county h~"""l' Hcordcr of the count" where the ccrtifi-
8 cate of ti tJe was issu~d anu it shall tuke priority according to the order 
9 of time ill which lhe same is placed 011 the certili,,".to of title for the 

10 vehicle to which said lien applies by the county treasurer and as pro-
11 vided in sections 321.15 and 321.50. The county ?'eeordcr shall1'eport 
12 the filing to .tile eoun/.y trcas111'er within the next working day so that 
13 the lien may be noted on the certificc.te of title. The county treasurer 
14 shallnolc, such li~n without fcc. Ta?: liens filed 1vi(h the treasure?' shall 
15 not be '"aUa against a good-faith purclwser without knowledge of Ihe 
16 lien unless the lien 11'os shown on the ccrtificate of title at the lime 0/ 
17 purch(1se. Such [loNI-fo.ilh purchaser shall be entitled to 'receive CL new 
12 titl~ withOllt notation of liel'_ 

Appro\'(,d April 6, 1973. 
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L-L No. 4373 

County 

P.L-RR-CN-KC 

_____________ D4t.) 

INTERVIEW 2Ur.STIOh~AIRE 

IOWA COON'tY CQ!1PE}iSATION AND RESPONSI8ILITY STUOV 

1. Name ____________________________________________________ __ 

2. position _~--_----_-~~---Elected 
(II appointed, sxip to Ques~ion 6.) 

________ --'Appointed ____________ _ 

3. Elected at large - Yes (As}t: Question 4, if No.) 

4. What district of the county do you represent? ____________________________ _ 

Board of Supervi~ors elected according to Plan 1. 
(Iowa Code; Title XIV, 331.8; p. 1526) 

----, 2. ___ ,3. 

6. Who appoints a person to this position? ____________________________ _ 

7. What is the te~ of office? _____________ _ when did you entcr office? _____ _ 

o RESPONSIBILITIES 

8. How vould yOu describe the RESPONSIBILITIES of your position? 

9. Do you have any RESPONSIBILITIES with the County other than those of the elected/appointed 
position~ 

10. Do you repr~s~nt the county in any special activities? 

ftepresentat.ivr: RespOnsib.il i ty 

orainage Oistrict 

Reql~n~l Planning Ag~ncy 

C-1 
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11. Whdt i:o: the ,lv-:-roJ')(" i)!"'Cur:t ()f t\I"'1C' p("!r .... ~ek (40 hou:-~") y~)\l l;;X:fld in ncc:"lr.'} your r:lcc!"cdj 
llpf)()intcd o!(ic(' r(,sWl\s\bili~j!.:!,,? 

________ ho-.Jrs ________ , of timc 

Other county rcspon~ibilitic~ ()lzt) 

____ hours , of time 

______ hour~ , of ti~c 

_______ hours t of time 

______ ,hours _____ , of ti~c 

______ ,ho',)t·s \ of time 

TOTAL _____ ~hours/m?r.th ________ , of time 

o OftGAlH 7.l\T rON 

12. Is there an orqa!'.u.,tion chArt for your office 
{Get copy if a .... Dil.lble.} 

Ye!: 

13. 

If yes, docs it cle.lrly show areas of rezpons1bility? 

Do you have ~nythin9, ch3rt 0:-
Yes No ____ _ 

other .... ise. that describes 
(Get copy.) 

NO 

YeS ___ __ No 

YOUr of(lce's or~~ni~ation and functions? 

l4. Is there any duplication in organization 0:: hmction between yo'.:r office and other~? 'fe!:: NO 

List office And duplic~tions: 

Function' 

15. Do you hllove any op'!'nio;"l on how to eli:r.inate t~e d·.:plications? 

16. Ho .... :r.any peop:e do you have to acco!":",plish yOU!; office's rt-svonsibllities") ____________ _ 

17. What types of jobs do these People perforn? 

C-2 



18. What tr<lln.iflg do th<:sc people receive? 

• 
19. How are tllcse people hired? 

appointed ____________ by ~hom ______________ -C ______ , merit 9yste~ ___________ _ 

20. Poes your office ern?loy se~~onal personn~l? y~s No ____ _ 

how m~ny ____________ __ sea son: £All sp%ing ____ ~inter 

21. Wha~ kind of work do the se~~ona1 employees perform? 

21. Who supervises the employees in your offi~e? 

ele¢ted official ___ _ appointed _______ i department head 

23. Do permanent ~~ ?loyees Move job descr ipUons? Yes _____ _ No _____ _ 

(Ge~ copy if availabl~.) 

24. Po you have er.ough PQOple to acc~plish ~~e responsibilities of your office? Yes No 

If No, why not: • 
How many more ~re needed? ____________________________________________________ _ 

25. Who is your competition for local employees~ ______________________________________ _ 

26. WhAt is your budge~ for personnel? ~SC-_____________________________________________ __ 

27. Who determines this budget figure ________________________ __ and how is it dete~ined: 

o S£FI,VICES PRO'.'IDE::> 

28. What ~pecific types of ~~rvices does your office provide? 

ServiclJ Number of £)nployc:(~s 

• 
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29. What 15 lohf: ..1rcJ. covc:red ______ ~squar£: milc!: and the population served ____ 1 

30. Is therc $1><'cia1 equ1p:ncnt utUized in performing .:my of the s:ervices? 

EQuiP!t:c:nt Sf!rvice 

31. Are there any records availat>le indicatin9 the re$ul ts of the serv'ices . • • nutr.ber of tran~-
.ctions? Yes No (Get a copy if possible. Make notations on back of page if you 
cannot get a copy.) 

32. Are there any duplic~tions of the service? Yes No 

If yes, what is the duplicated service and who performs it? 

Duplicated service perforMing Agency 

33. What is the county's annual expenditur~ to perform the respect1v~ services? 

service 

34. What are the sources of revenue to pay tor ~~c services? 

Service 

o COMP£NSATIO~ 

County 
T<LX 

Expendi ture 

Special 
Tax 

Federal 
GoverlUllent: 

State 
Government 

35. Base salary lor your position ,S~ ____________ __ Car allowance ,S'---____________ _ 

JG. Your hnnual salary tor 1974 W~$ ~SC-________________________________ _ 
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37. II":)w b('C you p.lid fur your expt;;'l:'C!:: on cc>unty bur.inc!'>s? Allo .... <lllc(> ~$ _____ ~r diet:" ~$ ___ _ 

actu~l c~~t "SC-_______ _ 

JS. Do you hilVC ar,}' ol'lH.'r !:ourcC's of inco:,,:c from the county: YeS No 

If yes, plc<l~c list; 

39. Docs your offic~ have a salary plan? Yes No 
(If yes, get <l copy.) 

40. HaS the plan ~orked for you and your ~~p'cyQes? Ye9 No 

41. How are salary incre~3CS determined for you and your ~ployees? 

42. 00 YOu feel your salary i~ cODparabl~ to pe~sons' salaries in the area ~ith similar responsi-
bilities? Yes NO 

Why? 

o AU'I'OlIJ,i"EO EQUIPME!\"T 

.3. What tj·pe of au~oJnat(!d cquip:r'l~nt cio YOt: u:.:c to accOfl'lplish the responsibilities of your office? 

Duplicat;'nq rr.achine 

~lectronic data 9tocessing 
equipr.ent 

Bookkeeping machines 

Automatic typc~~iter~ 

Function 

44. How manl' of!icc~/departt!lcr.ts uSc the equi!','lIcnt? 

45. Do yOu feel t~c ~quipft\cnt is heavily utill.:l\.:.d? Yt:s 

C-5 
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46. If ~n oftj<:e hac; or u!:cs F.m' equij':"lcr.t., u!:k t.he iollo",'in9 quc~tion::;: 

Whose sy~tc~ do you use? 

• a . ________________ ,OUtsidc service vendor 

b. Own syst4!tn 

____________ Other 

(If the an~wer is a, complete th4! following qu~stion~. If b, complete the next set of questions.) 

47, 1. Is a fl~t monthly ch~rqc made to the orq~ni~tion for ED? Services? Yes No 

2. Is the charqc based on US.lgc? Yes No 

3. M~ the av~ilable EDP services .1dC<qu.!\t~ for your oxqaniution·s nec4s? 'X'es rk> 

4. Co~ld the organization perform its o~ £Of work marc effectivelY tl~n by sendinq to a service 
unit? Yes No 

S. Would 1t cost less for th~ orqAnization to operate its own EDP system? Yes No 

6. Does the orqaniz~tion have the authority to make the decision ~s to its own system versus 
outsid~ services? Yes No ________ __ 

Own Computer System 

46. 1. Present £DP equi~nt: 

Manufacturer and model 

Confiquration 

SFC'Cial features 

2 • Planned ED? equipment: • Manufac~urer and model 

COnfic;uration 

Special features 

3. Prescnt costs; 

If own~d - COSt and ~nnual depreciation ________________________________________________ _ 

If rented - annual rental 

Maintenance control - annual cost 

Personnel - annual cc t __________________________________________________________________ _ 

Other - ; ~t costs incurred due to EDP system __________________________________________ ___ 

Have cost comp.1risons been m4de with outside tOP services? yCS, ________ NO, ______ _ 

o OODGET 

49. What is the annual budget for operating your office ,$~ ____________________________________ __ 
(Get a eopy if available and qet an annual report.) 

so. General C~~nts (County Operation~, observations ot interviewer) 
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POSITION VESCRlp!ION 

BOARV OF SUPERVISORS 

SWMlaJtlj 

Elected on a staggered basis every four years. 

Responsible for the overall supervision of county government. 

BUDGET MAKING AND TAX LEVIES 

1. Prepares the county budget from information submitted by various 
county offices and departments, determines the tax requirements, 
and fixes the tax levy necessar'.' to meet the estimated expenditures. 

2. 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 MANAGEME~~ 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 violation of statutes. 
Secures additional revenues when necessary through issuance of bonds 
as provided by statute, and by means of licensing power. 

4. Authorizes issuance of warrants to be paid by County Treasurer for 
all claims, and approves deposit and investments of public funds by 
County Treasurer. 

5. Incurs county obligations by serving as purchasing agent for county 
offices and departments, and by authority to let contracts for the 
county. 

6. Exercises general supervision and control of all county property not 
specifically assigned as the responsibility of another county authority. 

7. Issues, suspends, and revokes licenses and permits for specified busi­
ness activities, and establishes terms and conditions on which the 
business may be operated. 

0-1 



POSITION DESCRIPTION 

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 ROAD 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. 

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 alcoholic 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. 

15. 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. 

D-.~ 
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POSITION DESCRIPTION 

BOARD OF SUPERVISORS 

1. A thorough knowledge of county government operation and management 
would be advantageous. 

2. Familiarity with budgeting and finance would be an asset. 

3. The ability to rapidly grasp complex issues and be able to make 
impartial decisions is important. 

4. Business experience is essential; the position requires planning and 
policy-making abilities. 

5. Experience supervising several management-level employees would be 
helpful . 
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POSITION DESCRIPTION 

COUNTY AUDITOR 

SummMy 

Elected every four years. Performs the functions of the office 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 to~s. The person occupying the position serves as the County 
Election Commissioner. 

1. Functions as Clerk to the Board of Supervisors. 

2. Has general custody and control of the courthouse, subject to direction 
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. 
tinuous registration lists, instructs officials, prepares 
is custodian of machines, supplies, and poll books. 

Maintains con­
ballots, and 

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. Also issues Sunday sales permits. 

8. Furnishes Co~~ty Treasurer 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 payroll, including reports of all de­
ductions to proper agencies. 
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POSITION VESCRIPTTON 

COUNTY AUDnOR 

performs duties specified in the Iowa Code pertaining to this position 
as well as duties assigned by the Board of Supervisors. 

Bachelor of Science degree in Accounting or Finance highly desirable. 

Work experience as a controller or other position that audits use of 
funds or experience with preparation of payroll highly desirable. 

!)-s 



POSITION VESCRIPTION 

COUNTY ATTORNEY 

Swnmalty 

Elected every two years. 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. 

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 off1cers in legal matters related to 
performance of official duties. 

4. Defends county in actions brought against it. 

S. 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 outlined by the Iowa Code and as assigned by the 
Board of supervisors. 

1. Must have been admitted to practice as attorney and counsel in the 
Iowa courts. 

2. Helpful but not required is legal experience in the criminal area and/or 
at least five years of law practice. 

• 

• 
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POSITION VESCRIPTION 

COUNTV RECORDER 

SwnmaJUj 

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 various licenses and permits. 

1. Records instruments that reflect on the title of land in the county. 

2. 

3. 

4. 

5. 

6. 

Such instruments include deeds, mortgages, assignments, affidavits, 
releases, and plats of each town. 

Furnishes certified copies of instruments of record. 

Collects real estate transfer taxes. 

Issues hunting, trapping, fishing, boat, and snowmobile licenses, 
and trout and duck stamps. 

Collects Use Tax on new boats, snowmobiles, etc. as required by statute. 

Maintains record of discharge or other notice of termination of service, 
commissions and warrants, and citations for all qualified 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. All other duties that may be required by the Iowa Code or assigned by 
the Board of Supervisors. 

1. Familiarity with real estate contracts very helpful. 

2. Experience working for lending institutions which provide mortgages on 
real estate helpful, but not .,equired. 

3. Office management experience, particularly experience related to complex 
filing systems, helpful but not required. 
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POSITIO!.J DESCRIPTIO,\! 

COUNTY TREASURER • 

SwnmaJty 

Elected avery four years; 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 vehicles. 

1. Collects taxes, assessments, levies, and fees for state, city, county, 
school districts, and other subdivisions such as drainage districts, 
and apportions them to proper funds. 

2. Serves as custodlan 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, lncluding 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. Records all transfers, liens, contracts, mortgages, etc. On motor vehi­
cles. 

10. Other duties as specified in t~(': Iowa Code, as directed by the Board of 
Supervisors, the State Motor ve:licle DepartInent, and Treasury officials. 

• 
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POSITION VESCRIPTrON 

COuNTY TREASURER 

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 OEseR1 PT10,\J 

SHfRIFF 

SummMlj 

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 guidanc~ from local, state, or federal 
law enforcement officials as required. 

1. Is principal peace officer for the entire county except towns that have 
law enforcement departments. 

2. Performs investigations, secures evidence, and makes arrests. 

3. Executes orders of the District Court as directed, including summoning 
jurors, executing and returning writs and legal processes issued to him. 

4. Serves as custodian of the count.y jail if one exists. 

5. Transports prisoners to and fro'" other jails if no county jail is avail­
able, and to state institutions as directed by the court. 

6. Investigates applications and issues permits to carry concealed weapons, 
to sell certaln types of weapons, and to carry, transport, store, and/or 
possess explosives. 

7. Takes 1nto custody and makes lawful disposition of abandoned vehicles. 

8. Inspects and issues Quarry Registrations, and enforces trespassing laws 
in such areas. 

9. Rece1ves from District Judge requests and applications for condemnations 
under power of eminent domain, is in charge of Compensation Commission 
appointed to asSeSS damages, instructs commission, and attends ap­
praisal hearings. 

10. All other dut1cs spec1fied in the Iowa Code or as assigned by the Board 
of Supervisors. 

Edu.c.a.UOH, Expe.:u.el1c.e., 0'1. Spec..UL£. ReQubtemen.i.6 

1. Prefer a high school graduate with special law enforcement training at 
the college level. 

:::-:'0 
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POSITION VESCRIPTION 

SHERIFF 

Must have had job experience dealing with people f~om all levels of 
society. 

3. Should have the ability to remain calm under the most trying circum­
stances. 

4. Must complete the State Law Enforcement Academy course within six 
months of taking office, as outlined by the Iowa Code. 
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POSITION VESCRIPTION 

CLERK OF THE COURT ~ 

SwmnaJty 

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. 

1. Serves as custodian of all county records in law, equity, criminal, 
juvenile, probate, adoption, small claims and traffic. 

2. Records vital statistics for the county, i.e., births, deaths, and 
marriages, and furnishes copies when requested. 

3. Issues marriage licenses. 

4. Serves as custodian of magistrate bonds, fidelity and insurance company 
bonds, grand and petit jury boxes, and grand jury indictments and re­
ports. 

5. Approves appearance bonds of criminals out on bond, and guardian, 
executor, and administrator bonds. 

6. Has authority to appoint administrators of decedents and guardians of 
minors, and approve reports of executors, administrators, and guardians 
with the exception of the final report. 

7. Receives on deposit ~nies due minors or heirs when whereabouts are 
not known. 

8. In conjunction with the County Auditor and County Recorder, draws 
grand jurors, petit jurors, and talesmen. 

9. Serves as clerk of the hospitalization commission, and keeps records of 
its actions. 

10. Issues commitments as directed for persons to be delivered to the 
penitentiary or mental health institutions. 

11. ~4intains a record of all actions pending in court and furnishes notice 
of time and place of hearing to judges, counsel, and other interested 
parties. 

D-12 
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POSITION VESCRIPTION 

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. 

Educat£o~, Expvtie~ce, O~ Special Req~ement6 

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 VESCRIPTION 

COUNT V ASSESSOR 

SwnmaJt'i 

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. 

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. 

2. Appraises and fixes value of all new construction and remodeling and en­
ters information On tax rolls. 

3. Prepares and maintains current assessment rolls as directed by Director 
of Revenue. 

4. Submits reports and information to State Director of Revenue, the Board 
of Review and to the County Board of Supervisors. 

5. Serves as Clerk of the County Conference Board. 

6. All other duties as outlined in the rowa COde or as assigned by the Board 
of Supervisors and the State Director of Revenue. 

1. Both the Assessor and his deputies must pass a state examination to be 
eligible for appointment to office. 
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POSITION VESCRIPTION 

COWJTY ENGINEER 

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. 

1. Designs, plans, and recommends priorities for all road, 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 Iowa 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 Supervisors as required. 

7. All other duties as specified in the Iowa Code or as assigned by the 
Board of Supervisors and the State Highway Commission. 

1. As specified in the Iowa Code, must be a registered civil engineer. 

2. Prefer candidates for office with highway engineering experience . 
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POSITION VESCRIPTION 

COUNTY NURSE 

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 admini~tration at county/community health pro­
grams. 

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 operation of public health 
cl inics. 

7. All other duties that may be assigned by the Iowa State Health Depart­
ment, the County Board of Health, and the Board of Supervisors. 

Education, Exp~encet ot Spe~ Req~ement6 

1. Must be licensed as a Registered Nurse in the state of Iowa. 
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POSITION DESCRIPTION 

COW,ITY MEDICAL EXAMINER 

SwnmaJtlj 

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 outlined in Code of Iowa, Section 339.6. 

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. Performs 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. 

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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PosmON VESCRIITION 

OVERSEER OF THE POOR 

VIRECTOR OF RELIEF 
Swnma./tlj 

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 expl,.jiture of emergency relief funds to qualified county 
recipients. 

1. Investigates cases of need and disburses funds for county emergency 
relief, subject to approval by the Board of Supervisors. 

2. Oversees indigent cases within the county. 

3. Originates paper work for admissions to state institutions such as 
mental health. 

4. Coordinates with and for veterans affairs recipients. 

5. Assists in the supervision of the county home if requested by the 
Board of Supervisors. 

6. Coordinates with state and federal social services personnel. 

7. In some counties, personally furn~shes transportation for needed per­
sonal services. 

8. Approves expenditures for presentation to the Board of Supervisors, 
and makes reports as requested by the Board. 

9. All other duties as assigned by the County Board of Social Welfare, 
the Board of Supervisors, and the State Department of Social services. 

1. A bachelor's level degree in social work very helpful but not required. 

2. work experience that involves frequent contact with indigents and/or 
the handicapped highly deslrable. 

3. 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 RELIEF SECRETARY 

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. 

1. Responsible for the expenditure of emergency relief funds to qualified 
county veterans. 

2. 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. 

3. In some counties, may perform the duties of a visiting social worker at 
Veterans Administration hospit~ls . 

4. All other duties that may be specified in the Iowa Code and as assigned 
by the Co~~ission of veteran Affairs or the Board of supervisors. 

Educ.a.u(m. Expe!U.eJlc.e, Oft SpeUM. R<.~(0temeY!.tJ., 

1. Experienc~ as a veteran or wife of a veteran. 

2. A bachelor's level degree in social work very helpful but not required. 
Work experience that involves frequent contact with indigents and/or 
the handicapped highly desirable. 

3. 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. 
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