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*- INTRODUCTION 
I 

I 

Local goverinnents i n  t h i s  area  a r e  faced with a shortage of f i r s t - q u a l i t y  - 
employees, e spec ia l ly  those i n  the  adminis t ra t ive ,  professidha1 and t echn ica l  
f i e l d s .  They must compete f o r  s k i l l s  i n  a labor  market with privahe employers- 

\) 

The time has  come when we m u s t  bring" a new dimension t o  t h e  public s e r v i c e  
by es tab l i sh ing  a centraq agency i n  the  Twin Cities metropoli tan 3re8 t o  assist \ 

l o c a l  governments in,a cooperative way with c e r t a i n  personnel functions they now ' 
I 

perform i n d i ~ i d u a l l y ~  The e f f e c t  w i l l  be a strengthened publiq se rv ice ,  aqd more 
e f f e c t i v e  and e g f i c i e n t  government. / 

I 

/' 
One regre t  of t h e  committee is t h a t  t i m e  and energy did  not  permit explora- 

t i o n  of o the r  major areas  i n  t h e  f i e l d  of employee r e l a t i o n s .  For example, w e  , 

recognize t h a t  a much mote fundamental influence on emproyee e f fec t iveness  is t h e  
management system and the  e n v i r o ~ e n t  wi th in  t ~ h i c h  t h e  se rv ice  is performed. We 
express concern over many aspects  of t h i s  system. 

pub l ic  s e r v i c e  i p  t i e  &in cities metropolitan area is i n  need of a \ 

b e t t e r  defined management syst8m. Clearer  goals ,  b e t t e r  long-range manpower \, 
planning, g rea te r  dedicat ion,  and comm;ltrnent t o  r e s ~ u l t s  r a t h e r  than methods is  
wanting; from t h i s  w i J l  flow the  s p i r i t  and enkhusiasm t h a t  i n s p i r e s  people t o  

/ excellence. / 

- This repor t  q u t l i n e s  a recommendatiqn f o r  c rea t ion  of a Local Government 
Center t o  provide ass i s t ance  t o  those ' local  governments des i r ing  t h a t  assistance. 

/ 
/ The committee is eonvihced there  is a need f o r  such a Center and t h a t  its se rv i -  

\ ces w i l l  b e  used. With t h e ~ r e a t  pressures thefe  a r e  today on the  t a x  d ~ l l a I - 9  
t h i s  is a proposal t o  make those d o l l a r s  go f a r t h e r ,  p 

I 

The proposed Cedter would work t o  eras'e the  i n e f f i c i e n c i e s  t h a t  exis,t i n  
metropoli tan area personnel s y s t e m  -- i n e f f i c i e n c i e s  t h a t  s p r i n g  from each gov- j 

ernmental u n i t  going i ts individual  way. The Center would o f f e r  an opportunity 
t o  c e n t r a l i z e  c e r t a i n  personnel s e r v i c e s  now wrfortned by 65 townships, 133 
c i t i e s  and v i l l a g e s ,  and 49 school d i s t r i c t s  . . . involving a t o t a l  of 247 
separa te  personnel systems -- many of them non-systems4 ,' 

, 

The repor t  records the  few beginnings of cooperative e f f o r t  t h a t  have 
occurred i n  the  personnel f i e Jd .  While the  ins tances  of cooperat ion'are not  

1 many, they aye s i g n i f i c a n t  -- they i n d i c a t e  t h a t  t h e  tiqe is opportune f o r  a 
more a m b i t i o h  e f f o r t .  We re&mmind a Local Government Ceqter as t h a t  e f f o r t .  
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Reference is made i n  t h i s  r epor t  t o  a Ci t izens  League survey of t h e  67 , 

l a r g e s t  suburban communities i n  the  Twin C i t i e s  metropoli tan area.  The commit- 
t e e  is  indebted t o  those o f f i c i a l s  i n  t h e  64 communities'who r e p l i e d  t o  its , 1 
quest ionnaire.  - 

Replies were received from h o k a ,  Arden H i l l s ,  Bayport, Blaine,  Bloomington, 
Brooklyn Center,  Broolclyn Park, Burn-sville, Chaska, C i r c l e  Pines,  Columbia 
Heights, Coon Rapids, Cottage Grove, Crys ta l ,  Deephaven, Eagan, East  Oakdale, 
Eden P r a i r i e ,  Edina, Excelsior ,  Falcon Eeights ,  Farmington, Fores t  Lake, Fridley,_ 
Golden Valley, Has t ings  , Hopkins , Inver Grove Reights , Lakevi l le  , Lebanon, Lino 
Lakes, L i t t l e  Camada, l.1aple Grove, tkplewood, ~ lendo ta  Ileights , W ~ n e t o n k a ,  
M n n e t r i s t a ,  Mound, 1-bunds V i e w ,  ilew Brigqton, New Hope, Newport, North S t .  
Paul ,  Orono, Osseo; Plymouth, Bichf ie ld ,  Robbinsdale, Rosevil le ,  S t .  Anthony, 
S t .  Francis ,  S t .  Louis Park, S t .  Paul Parlc, Shakopee, Shoreview, Shorewood, 
South S t .  Paul ,  Spring Lake Park, S t i l l w a t e r ,  Vadnais Heights,  West St .  Paul ,  
White Bear Lake, White Bear Township and Woodbury. 

= 

Other information on personnel matters was obtained from person& w h ~  appeared 
before  the  committee (see  Page 35 on Work of the  Committee) and from personal  
interviews with representa t ives  of S t a t e ,  qounty and Pfunicipal Employees Local 8 ,. 

and City and County Laborers Union Local 363, with d i r e c t o r s  of the  Minnesota 
C i v i l  Service Department, Hennepin County Personnel Department, Minneapolis C i v i l  
Service 'Department and Ramsey County C i v i l  Service Department, and with the  \ 

/ a s s i s t a n t  d i r e c t o r  of the  St .  Paul C i v i l  Service Department. 



WE RECOMMEND t h a t  the  Hetropoli tan Section of t h e  League of Minnesota Munici- 
p a l i t i e s ,  the  14etropolitan Inter-County Council, t h e  Metropolitan Council, and the  
S t a t e  Planning Agency's Off ice  of Local and Urban Af fa i r s  c r e a t e  a j o i n t l y  operated 
Local Government Center t o  provide counties, c i t i e s ,  v i l l a g e s  and towns i n  t h e  
seven-county metropolitan a t e a  with t echn ica l  a s s i s t ance  i n  personnel administrat ion.  

The parent  organizat ions should encourage school d i s t r i c t s  t o  make use of t h e  
Center's services -- espec ia l ly  with regard t o  noncer t i f i ca ted  personnel -- inasmuch 
as school d i s t r i c t s  have a need, i n  common with o the r  l o c a l  governments, f o r  s a l a r y  
information, a s s i s t ance  i n  salary negot ia t ions ,  recruitment a ss i s t ance  and f o r  
a ss i s t ance  i n  o the r  personnel matters, The organizat ions should arrange t o  include 
school d i s t r i c t s  i n  t h e  parent  s t r u c t u r e  when t h e i r  use of t h e  Center" sservices 
reaches t h a t  point  where they should have a voice i n  its operat ions.  Representation 
could be  achieved through t h e  Educational Research and Development Council. 

The Center should be viewed as a technical  assfs tance  arm of the  parent organi- 
zat ions,  with no in te r fe rence  i n  t h e  governmental associa t ions '  r o l e  i n  l e g i s l a t i v e  
matters ,  which should continue a s  an independent function. 

Use of the  Center should be voluntary,  with its services  ava i l ab le  without 
r e s t r i c t i o n  t o  any l o c a l  government i n  the  metropolitan area.  

I The Center and t h e  University of Minnesota should maintain c lose  l i a i s o n  with 
each o the r .  The University perhaps could es fab l i sh  its l i a i s o n  by designating a 
represen ta t ive  from its new Center fo r  Urban and b g i o n a l  Af fa i r s ,  i ts School of 
Publ ic  Af fa i r s ,  o r  its Xunicipal Reference Bureau. 

d 

I. Center S t ruc tu re  

Chairmen of t h e  parent organizat ions should appoint an operat ing committee t o  
a c t  as a l i a i s o n  between t h e  Center and the  organizat ions,  t o  evaluate the  Center 's 
policy and programs on a continuing bas i s ,  t o  recommend changes, and t o  select t h e  
executive d i r e c t o r  of t h e  Center, sub jec t  t o  approval of the parent  boards. S ize  of 
the  committee should be determined by the  parent organizat ion chairmen and should 
include representa t ion from the  professional  s t a f f  of t h e  p a r t i c i p a t i n g  l o c a l  gov- 
ernments and from the  parent  governmental associa t ions .  

\ 

The executive d i r e c t o r  should be d i r e c t l y  rssporlsible t o  the  operat ing commit- 
- tee f o r  operat ions of t h e  Center and implementation of policy recommendations. I!e 

should submit program and budget matters a t  l e a s t  annually t o  t h e  boards of the  
parent  orgaqlzat ions f o r  review and approval. He should be given author i ty  t o  h i r e  
h i s  own s t a f f .  

11. Functions. 

A. Assistance i n  Recruit ing 

Assistance i n  r e c r u i t i n g  of employees should be  a main e f f o r t  of t h e  Center, 
which should make c e n t r a l  recruitment f a c i l i t i e s  ava i l ab le  t o  l o c a l  governments. 



The Center should operate a rec ru i t ing  program t h a t  determines needs and 
regular ly  seeks applicants  i n  other c i t i e s  and on col lege  and univers i ty  catn- - 
puses, making use of aed ia ,  techniques and oppor tuni t ies  not ava i l ab le  t o  
l o c a l  governments on an individual  bas is. 

The Center should endeavor t o  s e t  up a common t e s t i n g  program f o r  gob 
appl icants ,  e i t h e r  by es tab l i sh ing  c e n t r a l  f a c g l i t i e s  o r  coordinating existi.ng 
t e s t i n g  programs i n  the  various l o c a l  governments. It should submit names of 
appl icants  t o  l o c a l  governments f o r  f i n a l  se lec t ion .  

B. Training 

The Center should coordinate and promote ex i s t tng  in-service t r a i n i n g  pro- 
grams, i d e n t i f y  unmet t r a i n i n g  needs, assist i n  t h e  preparat ion of program 
t o  meet those needs, and encourage expansion of t r a in ing  oppor tuni t ies  f o r  
publ ic  employees. It should persuade l o c a l  gcrvernments t o  make g r e a t e r  use of 
t r a in ing  programs t o  develop employees t o  t h e i r  f u l l e s t  po ten t i a l ,  t o  improve 
t h e i r  s k i l l s  and t o  prepare them t o  take  on g r e a t e r  r e s p o n s i b i l i t i e s .  

The Center shbuld maximize t r a in ing  resources by taking a good program 
developed by one community and converting i t  f o r  use by o the r  cornmunit&es, but 
i t  should. not i n t e r f e r e  with any program t a i l o r e d  t o  meet s p e c i f i c  needs of an 
individual  l o c a l  government. 

Training programs should be continually evaluated by the  Center, with an 
eye toward making them bui ld  on one another, r a t h e r  than be one-shot a f f a i r s .  

The Center, through continuing contact  with persons in government and p r i -  
v a t e  indus t ry ,  should bu i ld  up a r o s t e r  of experts  from both the  publ ic  and * 
pr iva te  s e c t o r s  who cab be ca l l ed  upon t o  conduct t r a in ing  sess ions  f o r  public 
emplbyees . 

.Information about the  a v a i l a b i l i t y  of t r a i n i n g  programs, and t h e  r e s u l t s  
of research conducted i n  conjunction with t r a i n i n g  programs, should be given 
widest dissemination i n  the  metropoli tan a rea  by the  Center. 

The Center should work with the  University of Pdnnesota and,var ious  col- 
leges  and u n i v e r s i t i e s  throughout the  s t a t e  t o  encourage development of pre- 
s e r v i c e  cur r i cu la  and student-intern programs i n  l o c a l  government, 

C.  Assistance i n  Labor Negotiations 

The Center, upon request ,  should provide advice and counsel t o  l o c a l  gov- 
ernments i n  a l l  t h e i r  r e la t ionsh ips  with employee groups. 

/ 
The Center should make a negot ia tor  ava i l ab le  t o  l o c a l  governments, i f  

requested, and should provide o ther  s t a f f  se rv ices  through co l l ec t ion  and 
analys is  of data.  

The Center should make t r a i n i n g  i n  labor-negotiat ion techniques ava i l ab le  - 
t o  l o c a l  g o v e k e n t  o f f i c i a l s .  



D. Other Aspects of Personnel Management 

The Center should prepare job c l a s s i f i c a t i o n s ,  e spec ia l ly  needed by 
smal ler  u n i t s  of government, thus providing them with an order ly  method f o r  
s e t t i n g  employeesv s a l a r i e s .  

\ 

A wide-ranging program of research on personnel problems and other  govern- 
mental problems -- such as performance and select ion.s . tandards,  methods of 
employee recognitson, pension t r a n s f e r a b i l i t y ,  e t c .  -- should be  i n s t i t u t e d  
by t h e  Center. The Center a l s o  should make a continual  determination of a reas  
i n  which research is necessary. 

The s a l a r y  survey, such as t h a t  made f o r  the  metropoli tan a rea  by a con- 
s u l t a n t ,  should be continued by the  Center on an annual b a s i s ,  made more 
inclus ive ,  and expanded eventually t o  include o u t s t a t e  communities. 

The Center should maintain an inventory of manpower s k i l l s  avai lable ,  and 
should conduct research on manpower needs f o r  the  fu tu re ,  gearing its r e c r u i t -  
ment e f f o r t s  accordingly. 

The Center should prepare model personnel ordinances f o r  considerat ion and 
adoption by l o c a l  governnental un i t s .  

I 

E.  Publ ic  Relat ions 

The Center, working through schools,  communications media and publ ica t ions ,  
should work t o  enhance the  image of publ ic  s e r v i c e  as a challenging vocation. 

i 

111. S t a f f  - 
An exce l l en t  s t a r t i n g  point  would be those  s t a f f  members of t h e  I4etropolitan 

Section of  the  League of 21innesota iqunic ipal i t ies  and the  Inter-County Council who 
a r e  now engaged i n  s e r v i c e  a c t i v i t i e s .  They could be the  nucleus f o r  t h e  Center. 
Additions should be made t o  t h e  s t a f f  a s  needed, recognizing t h a t  the  Center would 
take  on functions a s  des i red  by p a r t i c i p a t i n g  l o c a l  governments. 

, 
The Center and its s t a f f  should be under t h e  management of an executive d i rec-  

t o r ,  a person with considerable a b i l i t y  as an organizer  and with des i red  personnel 
s k i l l s .  H e  must develap a c lose  working re la t ionsh ip  with ind iv idua l  members of 
the  parent  boards, must determine the personnel needs of l o c a l  governments and 
t a i l o r  t h e  Center 's e f f o r t s  t o  meet those needs. 

I n  c e r t a i n  areas ,  se rv ices  of a fu l l - t ime employee may be needed from the  
ou t se t  -- such as a t r a i n i n g  coordinator  -- but  o the r  needs may be m e t  on a par t -  
t i m e  bas i s .  Consultants i n  labor  r e l a t i o n s  and public r e l a t i o n s  could be used on 
a r e t a i n e r  b a s i s  i n i t i a l l y ,  s i n c e  both functions requ i re  spec ia l i zed  s k i l l .  

The Center should maintain a r o s t e r  crf exper ts  i n  various l o c a l  government 
a c t i v i t i e s ,  who could se rve  a s  consultants  i n  giving advice and ass i s t ance  t o  o t h e r  
governmental u n i t s  having problems. 

b 



I V .  Financing L 

7 

Parent organizations should f inance some s ign i f i c an t  por t ion of the  Center 's 
budget, underwriting the  cost  of those se rv ices  generally use fu l  t o  a l l  o r  most of 
t he  governmental un i t s .  Specif ic  se rv ice  charges should be made f o r  any se rv ices  
not  provided general ly ,  

Federal,  s tate and foundation a id  should be sought t o  e s t ab l i sh  the  Center and 
t o  subsidize  its operat ional  costs .  

Kunic ipal i t ies  and counties, acting through t h e i r  governmental associa t ions ,  
should request the  ~ e ~ i s l a t u r e  t o  a l l oca t e  funds f o r  the  s p e c i f i c  purpose of 
f inancing the  Center. 



I FINDINGS AND CONCLUSIONS \. 

, 

I. Recruiting 

Local governments i n  the  Thin Cities metropolitan area  peneral ly go t h e i r  
separa te  ways i n  seeking job appl icants  f o r  the  publ ic  service .  These individual ,  
fragmented e f f o r t s  -- inadequately s t a f f e d  and poorly fiqanced -- r e s u l t  i n  r e c r u i t -  
ing t h a t  is Limited i n  scope, f a l l i n g  f a r  shor t  of the  wides t ,poss ib le  search f o r  
the  best-qualif ied candidates. 

1. Locql governments f ace  a growing need f o r  top-quality personnel. 

A s  t h e  Elunicipal Manpower m omission has emphasized, c i t i z e n s  a re  depending 
upon l o c a l  government and its decisions as never before ,  and these  decisions w i l l  
be made by people who hopef\ally a r e  "the best-equtpped, t h e  most imaginative, t h e  
strongly motivated." Right decisions must be made, wrong decisions can, be t e r r i b l y  
expensive . 

A federa l ly  financed study of manwwer planning needs a t  a l l  l e v e l s  of govern- 
ment is under way i n  lannesota  -- by the  S t a t e  C i v i l  Service Department -- s o  t h e  
s p e c i f i c  need i n  t h e  metropolitan area  cannot be fo recas t  a t  t h i s  t i m e .  It would 
be f a i r  t o  say ,  however, because of t h e  rapidly  growing nature  of t h i s  area ' s  popu- I 

l a t i o n ,  and t h e  p r o l i f e r a t i o n  of governmental un i t s ,  t h a t  w e  w i l l  i n h e r i t  a f u l l  
share  of t h e  governmental eqloyment problem. 

The Municipal Itanpower Comission estimated t h a t  s t a t e  and l o c a l  government 
employment w i l l  rise nat ional ly  from 7.7 mi l l ion  i n  1965 t o  11.4 mi l l ion  by 1975 -- 
an increase  of 48 per  cent.  Recruiting needs f o r  administrat ive,  profess ional  and 
technical  e ~ p l o y e e s  a r e  estimated a t  2.5 mi l l ion  during t h a t  10-year period. I 

I f  w e  apply t h e  48 per cent na t iona l  es t imate  t o  l o c a l  governments i n  the  
seven-county Twin C i t i e s  metropolitan area ,  w e  can est imate t h a t  the  ~ ~ m b e r  of pub- 
lic'employees w i l l  increase  from about 19,000 i n  1968 -- including municipal and 
county governments but excludsng school d i s t r i c t s  -- t o  more than 24,000 by 1975- 

.And t h e r e  is a possibri l i ty t h a t  the  f i g u r e  migilt be accelerated through such devices1 
a s  tax-sharing, where t h e  f e d e r a l  government w i l l  r e t u r n  some of i ts  t a x  revenues t o  
l o c a l  governments, enabling them t o  h i r e  more p e r s o ~ e l  and expand t h e i r  se rv ices .  

2 .  Employee recruitment is general@ conducted by l o c a l  governments a c t i n g  
individual ly ,  with l i t t l e  attempt t o  pool t h e i r  e f f o r t s .  

I n  the  Ci t izens  League survey, only 2 of the  64 respondents reported engaging 
i n  any cooperative r e c r u i t i n g  e f f o r t .  These were Bloomington and Burnsville, 'which 
joined i n  t h e  f a l l  of 1964 I n  a common rec ru i t ing  e f f o r t  t o  h i r e  patrolmen. 

This experimeqt t o  s t r e t c h  t h e  r e c r u i t i n g  d o l l a r  w a s  declared a success.  
Advertisements were placed i n  the  P.linneapolis Tribune, St. PauL Pioneer P~$?ps, 
I lu luq  Herald and Milwaukee Journal .  ~wenky-three appl icants  were c e r t i f i e d  f o r  
hmployment, with 19 amenable t o  working f o r  e i t h e r  community. Two would work only 
f o r  Bloomington and two only f o r  Burnsvil le .  Four pos i t ions  were f i l l e d  i n  Bloom- 
ington and two i n  Burnsvil le .  



As a r e s u l t  of t h e i r  experience, the  two suburbs proposed t h a t  Hennepin County'a 
suburban communities band t o g ~ t h e r  t o  conduct a j o i n t  pol ice  recruitment campaign. 
The proposal gathered dust  u n t i l  e a r l y  t h i s  yedr, when t h e  Metropolitan Section of l 

t h e  League of Minnesota 14unicipalities made plans -- s t i l l  not  r ea l i zed  -- t o  con- 
\ duct su'eh a cooperative campaign f o r  m u n i ~ i \ ~ a l i t i e s  i n  Hennepin and Anoka counties. 1 

\ , 
3. / 

help-wanted adver t i s ing.  \ 

\ 

Except f o r  t h e  l a r g e r  gbvernmental u n i t s  with well-organized personnel depart- 
rhents, t h e  employee recruiting'prbgrams of l o c a l  governmentg r e l y  almost exclusively 
on help-wanted advertisements. 

i 

I n  i ts  survey, t h e  Cit izqns League found t h a t  60 of 64 respondents resorqed t o  
newspaper adver t i s ing  and t h a t  37 t$f them made addi t ional  use of a d v e r t i s d n t s  i n  
profess ional  journals .  

Four of t h e  munic ipal i t ies  -- Golden Valley, Rlymouth, b b b i n s d a l e  and sC.  Lauis 
Park -- reported t h ~ y  had made r e c r u i t i n g  t r i p s  ou t s ide  t h e  Twin Cities t o  f i n d  job 
appl icants .  But PLymouqh doeg not go outs ide  t h e  s t a t e ,  and Robbinsdale does not go 
beyond t h e  Vddwest . 

i 4 .  Other r e c r u i t i n g  techniques a r e  seldom used by l o c a l  governments, ,. 
r 

I 

Brochures used by p r i v a t e  industry t o  a t  tract prospective 
I w 

employees have l i t t l e  counterpartbin \ t h e \ r e c r u i t i n g  e f f o r t s  of l o c a l  governments i n  - 
t h i s  area .  \ < 

I 

Only 10 of t h e  gurveyd  municipall.ties said they use brodhures. Samples reveal  
they a r e  modestly p r in ted ,  sometimes mjimeographed, and a r e  l i t t l e  more than announce- 
ments of job openings and minimum qua l i f i ca t ions  required. They do l i t t l e  t o  se l l  

1 an appl icant  on the  d e s i r a b i l i f y  of working f o r  p p a r t i c u l a r  cdnmrunity. 
r 

5 .  The metropoli tan area, hqs no c e n t r a l  plkcemeht se rv ice  f o r  permns sqeking 
publ ic  employment, nor whgre l o c a l  governments can make t h e i r  erdployment~eeds known. ' 

I 

The primary re l i ance  on help-wanted adver t i s ing means t h a t  l o c a l  govprnments 
s i t  back and w a i t  f d r  those appl icants  who walk t h r o u g k t h e  door o r  reply  by letter 

I o r  phone. Hopefully, t h e  b e s t  man w i l l  be se lec ted  fronl among those who apply, but  
he may nat  necessar i ly  be the  bes t  man ava i l ab le ,  $f a more aggressive campaign had 
been conducted . 

Bow does t h i s  bas t  man make himself ava i l ab le  t o  t h e  many l o c a l  governmentg i n  
t h e  Twin C i t i e s  metropali tan area? A sc ience  teacher i n  Cal i fornia  who des i res  t o  
teach i n  t i n n e s o t a  can make h i s  intengions known t o  t h e  Teachers Placement Bureau of 
t h e  Miwesota~Department of Educataon, and, i n  some cases,  t o  the  University of Min- 
n e y t a  Placement Service. but  where does an engineer i n  Ca l i fo rn ia  go i f  he  desfres  
t o  ob ta in  municipal employment i n  t innesota?  

/ 



There is no formaSly organized c e n t r a l  agency where a l o c a l  government can go , 
t a  r epor t  i ts manpower needs, nor where a person seeking a pos i t ion  can g~ t o  de- 
c l a r e  h i s  a v a i l a b i l i t y .  Insofar  a s  t h i s  type of demand and supply has been brought '  
together ,  i t  has been op more o r  less a hit-and-miss b a s i s ,  through those  who have \ 

s p e c i a l  knowledge of l o c a l  a f f a i r s .  / 

6. ' Recruit ing effort*,,of even t h e  larger ,governmental  u n i t s  a r e  l imi ted .  , 

YOU would th ink  t h e  l a r g e s t  governments i n  t h i s  a rea  would have t h e  most , 

soph i s t i ca ted  r e c r u i t i n g  machinery, b u t  they, too ,  s u f f e r  from inadequacy. It has 
been only wi th in  recent  years  t h a t  e l ec ted  o f f i c d a l s  holding t h e  purse s t r i n g s  
have s t a r t e d  t o  f a c e  up t o  r e a l i t i e s  of a t i g h t  l abor  market, and have increased 
appropriat ions f o r  r e c r u i t i n g .  But f inancing still  is modest, and does not  support  
any wide-ranging r e c r u i t i n g  programs. 

The S t .  Paul C i v i l  Service Department, with more than 3,500 employees under 
i ts  j u r i s d i c t i o n ,  formerly was allowed only about $500 e year  f o r  newspaper adver- 
t i s i n g ,  an amount t h a t  was ra i sed  t o  $4,000 t h i s  year .  But t h e  17 s t a f f  members 
have such a workload t h a t  none can f i n d  t i m e  t o  go ou t  and r e c r u i t  appl icants .  
They, too ,  r e l y  on post ing no t i ces  of job openings, brochures, advertisements and 
word-of-mouth communication. 

The Ramsey County C i v i l  Se rv ice  Department, with r e s p o n s i b i l i t y  f o r  1,800 \ 

~ m p l ~ e e s ,  a l s o  has a $4,000 budget f o r  adver t i s ing  and ~ u b l i c a t i o n s *  But t h a t  
\ amount of money -- and a s t a f f  of only f i v e  profess ionals  -- does not allow f o r  

any r e c r u i t i n g  v i s i t s  t o  col lege  and un ive r s i ty  campuses. 

Hennepin County's Personnel Department, i n  charge of 3,800 employees, has a 
e $7,500 budget f o r  adver t i s ing  and $1,800 f o r  t r a v e l  expenses, inc luding attendance 

a t  conferences , but  thq t  is i n s u f f i c i e n t  f inancing f o r  any sus ta ined c i r c u i t  of 
col lege  campuses. 

The Minneapolis C i v i l  Service  Department, with j u r i s d i c t i o n  over 6,500 employ- 
ees ,  including noncer t i f i ca ted  school  personnel,  has $8,500 authorized f o r  zdver- 
t i s i n g  t h i s  yea r ,  and $1,500 budgeted f o r  t r a v e l  expenses. It has 
asked $10,000 and $2,000, r e spec t ive ly ,  f o r  1969. The City Coordiziator 'S off  ice 
has come back with a recommendation t h a t  the  budget f i g u r e s  be  set a t  $8,000 and 
$1,500, but  the  City CouncYl had not  y e t  made i t s  determinption when t h i s  r epor t  
was wr i t t en .  An a c t i v e  col lege  r e c r u i t i n g  program was s t a r t e d  i n  1965, with annual 
t r i p s  scheduxed t o  six Minnesota and out-of-state  s c h w l s  f o r  engineering graduates,  
primari ly.  But t h e  department lacks  t h e  s o r t  of generalship tf iat  would b e  given by 
having one person i n  o v e r a l l  charge of r e c r u i t i n g  -- a l s o  being asked f o r  i n  1969. 

Even eo l a r g e  an operat ion as t he  XLnnesota C i v i l  Service Department, with 
some 21,000 employees, has no more t W a .  $2,000 t o  adver t i se  employment openings 
t h i s  year .  It is  able  t o  do the  job only by g e t t i n g  the  r e spec t ive  departments t o  
foo t  the  adver t fs ing  b i l l  f o r  t h e i r  employee needs. 



- 
Contrast these  l o c a l  examples of b ig  government with t h e ) r e c r u i t i n g  e f f o r t  of 

one Twin C & t i e s  f i rm with i n t e r n a t i o n a l  o p e r a t i ~ n s ,  Its df rec to r  of col lege  
recruit4ng maps out  annuaJ. and semi-annual v i s i t ?  t o  35 tn  40 h t r a l  United S t a t e s  
schools t o  h i r e  50 graduates a year  f o r  t h e  f irm's  management t r a i n e e  progqam. he 
char t s  h i s  i t i n e r a r y  a year i n  advance, 

Efost l a r g e  f irms place a similar premium on aggressive and w e l l -  , 
fidanced recruitment pr9grams. 

7. Local governments inereasangly f i n d  themselves i n  cornpetition_aitt.pr&vate 
iodus t r y  f o r  c e r t a i n  types of employees. 

The publ ic  s e r v i c e  is los ing  t h e  competitive b a t t l e  f o r  adk in t s t ra t ive ,  pro- 
f e s s i o n a l  and technical  t a l e n t  because of the  o a a r y  l a g  t h a t  e x i s t s  i n  public 
employment f o r  these  posi t ions  , The recent  compensation survey done by S t  anton 
Associates,  Inc. ,  f o r  metropoli tan a r e a  munic ipal i t ies  revealed t h a t  lower c lasqi -  
f i c a t i o n s  -- such a s  l abore r s ,  t ruck d r i v e r s  and off  i c e  g i r l s  -- a r e  b e t t e r  paid 
and receive  b e t t e r  f r i n g e  benef i t s  than t h e i r  counterparts  i n  p r iva te  employdieat, 
but  those i n  higher c l a s s i f i d t i o n e  -- such qs c i v i l  engfneers -- t r a i l  those i n  

{prgvate  industry.  

Administrators replying t o  t h e  Ci t izens  League survey reported d i f f i c u l t y  i n  
f f l l i n g  accounting, administrat3ve and engineering posi t ions ,  including those of 
draftsman ahd engineering a ide .  

I 

The t i g h t  l abor  market a l s o  has opened opportunity i n  p r i v a t e  ivdustry f o r  
1 many men who might otherwise become policemen and firemen. P o l i c e , r e c r u i t i n g  is a 
paz t i cu la r  prob1,gm with a number of munic ipal i t ies  surveyed. ljlinneapolis and S t .  
Paul,  e spec ia l ly ,  have f e l t  the  pinch i n  r e c r u i t i n g  pub l ic  s a f e t y  personnel. 

Las t  spr ing,  S t .  Paul 1,aunched an al l-out  e f f o r t  t o  r e c r u i t  pol ice  candidates 
-- including messages on thda te r  screeng,  t e l e v i s i o n  and radio  announcements, 
r e c r u i t i n g  displays i n  banks, bumper s t i c k e r s  on squad ca r s  and weekly, tours  of 
the  Public Safety building.  \ \ 

1 )  

Plinneapolis s e n t  an interviewer i n  May t o  Fort Riley,  Kansas., t o  r e c r p i t  s e r -  
vicemen f o r  its pol ice  department. It has a l s o  contacted other  m i l i t a r y  bases. 
These e f f o r t s ,  p lus  use of radio  and t e lev i s ioh ,  and displays  i n  shopping centers ,  
schools and banks, produced some 60 patrolman candidates i n  recent  months. 

Early i n  t h e  year ,  F i r e  Chief Kenneth Hall  of Minneapolis reported t h a t  h i s  
departmeirt, f o r  t h e  f i r s t  t i m e  i n  i ts  h i s t o r y ,  was having d i f f i c u l t y  r e c r u i t i n g  
firemen. The problem became s o  se r ious  t h a t  the  department dropped its p r a c t i c e  'of 
r e c r u i t i n g  aha t e s t i n g  every two years  and is now doing, it continuously. 

The area ' s  l a r g e s t  supurb, Bloomington, took advantage of space donated by an 
outdoor advert iging f i rm and advert ised f o r  po l i ce  ,candidates on,billboards -- 
some of which were i n  t h e  hearL,of Minneapolis, 

\ 
\ 

1 



'8.  With r e c r u i t i n g  e f f o r t s  l a rge ly  confined t o  the  metropalitan'area, l o c a l  
governments r e s t r i c t  t h e i r  search f o r  key personnel t o  t h e i r  neighbors. 

Thirty of 64 respondents t o  t h e  Ci t i zens  League survey reported theg had 
recent ly  l o s t  key employees t o  o ther  governmental u n i t s ,  o r  had Mred  employees 
away from other  u n i t s .  The l u r e  was b e t t e r  s a l a r i e d  and/or g r e a t e r  promotional 
oppor tuni t ies .  

This competitive round-robin is a des i rab le  way of generatdng job 0 p p o r t d -  
t i e s  f o r  personnel who want t o  make g r e a t e r  use of t r a i n i n g  and t a l e n t s .  But t h e  
s i t u a t i o n  would be h e a l t h i e r  f o r  t h e  publ ic  serv$ce general ly i f  t h e  circle were 
widened t o  allow "new blooql" tto come i;n from the  outs ide  to compete f o r  these  
posi t ions .  The widgs t poss ib le  search f o r  appl icants  assures  more q u a l i t y  f ram 
which t o  choose. 

The way thi-s competition Qperates l o c a l l y  is i l l u s t r a t e d  by what happened 
, 

when Burnsvil le  h i red  Donald Sorensen away from Golaen Valley a& engineer. Golden 
Valley lu red  Lowell Wlaod,  b s e v i l l e ' s  publ ic  works d i rec to r .  Rosevil le  obtained 
a replacement, Shernan Goldberg, from Brooklyn Park. Brooklyn Park hi red  Wayne , 
Sweet from the  hinnesota I-Iighway Department, 

2 

West St, Paul l o s t  its rec rea t ion  d i r e c t o r ,  Tom Clawson, to  the  Flinnesota 
Conservation Department, then turned t o  North S t .  Paul f o r  a replacement, Jerry 
Bell .  West St .  Paul h i red  Bg11 Pr ice  away from Maplewood a s  its c i t y  engineer. 

/ 

The S t .  Paul Port  Authority obtained its chief engineer, Francis  Hagen, from 
North St .  Paul,  which then employed Robes;t Simon from t h e  S t .  Paul Engineering 1 

Department. ~ a r i i e r ,  Robert Hanson had gone from North S t .  Paul t o  Rosevil le  as 
v i l l a g e  engineer. 



11. Training , 
I 

I 

I n s u f f i c i e n t  emphasis has been placed on employee t r a i n i n g  grograms by l o c ~ l  
governments i n  t h e  Twin Cities area;  There has bqen bela ted  recogni t ion  of t h e  
importance of in-service  t r a in ing ,  and S w  incent ives  o f f  ened t o  employees f o r  
self-development. Only a gca t t e r ing  of t r a i n i n g  programs has been developed co- 
opera t ive ly  among l o c a l  governments, and ex i s t ing  t r a i n i n g  oppor tuni t ies  a r e  gen- 
e r a l l y  uncoordinated. 

i 1, Employee trair i ing and development should be a continuing funct ion  of l o c a l  
government, s o  tlye i n d i v i d u a l c a h  r e a l i z e  h i s  f u l l  p o t e n t i a l ,  and t h e  government 
can provide t h e  h ighes t  q u a l i t y  of service*. 

Local governments are paying higher s a l a r i e s  than ever before,  a r e  lebying 
I higher taxes  than,ever before ,  and a r e  competing i n  a t i g h t  labor  market f o r  qua l i ty  

personnel.  
- 

The p l i g h t  was sounded by Ilayor Car l  33. Stokes of Cleveland, speaking 
' September 26 i n  llinneapolis: 'There . . . do we f i n d  t h e  people of v l s ion ,  wisdom, 

eneri/gy who a r e  s o  necessary t o  man t h e  t a b l e  of organizakion? The 
competent and dedicated people required t o  develop, administer  and eva lua te  urban 
programs and p o l i c i e s  a r e  a sca rce  resource. Finding them is t h e  f i r s t  problem, 
but  keeping them i s  j u s t  a s  d i f f i c u l t  . . . I :  

\ 

Eayor Stokes noted: "The . ,ci ty 's personnel needs a r e  constantly changkng a s  
we adapt t o  new technological  innovations and reorganize our adminis t ra t ive  Struc- 
t u r e  t o  more e f f e c t i v e l y  cas?front,our problems. Thus i t  becomes imperatave t p  
adapt our personnel recruitment and t r a i n i n g  p o l i c i e s  accordingly." d 

l 

?fayor Arthur iqaf t a l i n  .of :iinneapolis , i n  an appearance before  the  conmirtee, 
emphasized the  need f o r  l o c a l  goverriment t o  have, i n  depth, high-quality, welb- 
t r a ined  people. ' illhere we don' t  pay enough a t tent ion , : '  h e  s a i d ,  "are t h e  d i r e c t o r s ,  
the  a s s i s t a n t  d i r e c t o r s  -- t h e  fel lows who a r e  going t o  giv& d i r e c t i o n  and qual i ty ."  

\ 

No system of l o c a l  governmbnt can b e  more e f f e c t i v e  o r  e f f i c i e n t  than t h e  
people i n  it. A s  personnel needs continue t o  grow, and a s  technological  changes 
a f f e c t  s k i l l  requirements, employees w i l l  have t o  be t r a ined  and re t r a ined .  

Local governments h i s t o r i c a l l y  have appropriated l i t t l e  money f o r  t r a i n i n g  
\ and develapment of employees, although t h e r e  a r e  ind ica t ions  the  s i t u a t i o n  is 

s l o ~ l y  'changing i n  the ' l a rge r  j u r i s d i c t i o n s  i n  t h i s  area. Also cont r ibut ing  t o  , 
t h e  change i n  outlook is the  fede rah  government, which is provdding f i n a n c i a l  . 
t r a i n i n g  a i d  because it wants manpower resources capable of carrying our t h e  many 
complex urban programs emanating from Washington. 

I / 1 

But l o c a l  gouernu-ents must p lace  more importance on t r a i n i p g ,  i n  coming years ,  
not  only t o  provide more e f f e c t i v e  and e f f i c i e n t  s e r v i c e s ,  but  t o  enhance employee 
morale and thus imprave r e l a t i o n s  with the  publ ic  t h a t  is paying f o r  those se rv ices .  



\ 
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2 .  In-service train in^ program a r e  inadequate. - 
S l i g h t l y  more than h a l f  of t h e  munic ipa l i t i e s  replying t o  the  c i t i z e n s  League 

ques t ionnai re  (33 of 64) s a i d  they had conducted in-service t r a i n i n g  programs f o r  
c e r t a i n  groups of employees. 

Such programs a r e  usually on a departmental b a s i s ,  and a r e  l imi ted  by t i m e ,  
f inancing and supervisory competence. They a r e  n o t  p a r t  of  any well-structured,  
comprehensive t r a i n i n g  plan. 

\ The lack  of o v e r a l l  d i r e c t i o n  paid t o  employee development can be  seen ih  how 
recent ly  the  l a r g e s t  governments acquired ful l- t ime t r a i n i n g  n f f i c e r s .  

Neither S t .  Paul nor  Ranasey County has a t r a i n i n g  o f f i c e r  y e t .  It wasn't 
u n t i l  l a s t  sp r ing  t h a t  Minneapolis and Hennepi~s County appointed t r a i n i n g  o f f i c e r s  
t o  coordinate and d i r e c t  thei;  t r a i n i n g  programs. 

/ 

The S t a t e  of Iannesota,  l a r g e s t  employer of a l l ,  has long had in-service 
programs, bu t  d id  no t  ge t  a s tatdwide t r a i n i n g  d i r e c t o r  u n t i l  October, 1967, and 
i ts  C i v i l  Service Department has no funds budgeted f o r  t r a in ing  programs. 

3. Local governments p lace  a heavy r e l i a n c e  on University of Minnesota s h o r t  
courses a s  a means of t r a i n i n g  em~loyees .  1 

\ A major source pf t r a i n i n g  has been t h e  Universi ty of  Minnesota, working wi th  
profess ional  and governmental a s soc ia t ions  t o  develop s h o r t  courses aimed a t  spe- 
c i a l  employee groups -- engineers, assessors ,  bui ld ing o f f i c i a l s ,  juveni le  o f f i c e r s ,  
r ec rea t ion  l eaders ,  c i t y  managers, c l e r k s ,  s w a g e  p l a n t  operators ,  f inance o f f i c e r s ,  
w a t e r  works engineers,  e t c .  These courses mainly s t r i v e  t o  keep these  employees up 
t o  da te  i n  t h e i r  f i e l d s .  , 

1 

Fifty-one of t h e  64 munic ipa l i t i e s  replying t o  the  Ci t izens  League question- 
n a i r e  reported they had s e n t  employees t o  such shor t  courses, paying t u i t i o n  cos t s  
and expenses . 

Municipal of f f  c i a l s  appearing b i f o r e  the  c o r n i t t e e  had p r a i s e  f o r  t h e  program, 
although t h e r e  a l s o  was c r i t i c i s m  t h a t  t r a i n i n g  given through s h o r t  courses o r  con- 
ferences too o f t e n  is a one-shot e f f o r t ,  and courses a r e  not  sequen t i a l ,  t h a t  is ,  
they do not  bu i ld  one upon t h e  o ther .  

Because t h e r e  is  no/continuing l i a i s o n  with l o c a l  o f f i c i a l s ,  and no o v e r a l l  
e f f o r t  t o  search out  t r a i n i n g  needs, t h e  short-course Approach tends t o  be  unco- 
ordinated and inadequate. Su& programs a l s o  s u f f e r  from a shor tage  of known indi -  
v iduals  capable of teaching these  courses. 



An encouraging development, and one t h a t  points  up t h e  need f o r  a coordbnated 
approach, i s  th'e st imulus given t r a i n i n g  i n  f i r e  prevention and f i r e  p ro tec t ion  by 
a University1 of Ydnnesota s tudy completed on request  of the 1967 L e Q s l a t u r e .  I n  
t h e  p a s t ,  f$re t r a i n i n g  was dominated by phe rookie program of the  tUnneapolis and 
S t .  Paul f i r e  departments; t r a i n i n g  was l imi ted  f o r  o the r  fiyemen i n  t h e  metropoli- 

i t an  area.  For them the re  were t h e  one-day annual schools  spon$ored by regional  
a s s o c i a t i ~ n s  and the  annual four-day S t a t e  F i r e  School held on t h e  St. Paul campus 
of the  Universi ty . 

A s  a r e s u l t  of the  Wniversi ty  study completed last sp r tng ,  an Advisory Council 
\on  F i r e  Service Research and Education was es t ab l i shed  t o  promote recomqendations 
f o r  beginning f i r e f i g h t i n g  c6urses t o  be  of fered  through area  vocat ional  schools ,  
f o r  spec ia l i zed  courses 'a t  junior  c o l l e g d  o r  vocat ional  schools  f o r  journeymen 
f i r e f i g h t e r s ,  f o r  a series of degiee courses,  v a r e ~ u s  s h o r t  courses, seminars and / 

i n s t i t u t e s ,  and f o r  establishment of a F i re ,Se rv ice  Research and Education Center 
a t  t h e  University. 1 1  

Federal  funds were received f o r  a Command and S t a f f  Trdiding Pro jec t ,  coordi- 
- n a t e d  by Frank E. Oberg, former S t .  Pgul f i r e  ch ie f .  The one-year: program o f f e r s  

I adminis t ra t ive  and managerial sqminars, supervisory t r a i n i n g  and i n s t r u c t i o n  i n  
t r a i n i n g  techniques, and is designed primari ly f o r  f i r e  se rv fce  personnel of the  
metropoli tan area.  

The Universi ty is eleking i n i t i a l  funding i n  its next  budget f o r  t h e  F v e  Ser- 
vied Education and Research Information Center,  which is t o  be a permanently spon- 
sored and supported s e c t i o n  of tfie &unicipal  Reference Bureau. The I fe t ropol i tan  
Sect ion  of the  League of ll innesota Hunie ipa l i t i e s  a d  the  p l e k r o p o l i t ~  Council have 
agreed t o  co-sponsqr a study of the  f e a s i b i l i t y  of a metropolf t a n  f q r e  tca in ing 
f a c i l i t y  . 

I ' 

Greater  e f f o r t s  a r e  being made f o r  d e p a r t ~ e n t s  t o  e n r o l l  firemen bn college- 
l e v e l  courses. The r,iinneapolis f i r e  department had more than 100 of  i.tS men 
enrol led  l a s t -  f a l l  i n  psychology and p o l i t i c a l  sc ience  courses at Pktsapol i tan  
Junior  College, f o r  example. The progr&n is being contfnued t h i s  f a l l ,  and has  
a t t r a c t e d  firemen from o the r  departments work1 ng toward two- and four-year degrees. 

-\ I i 

4 .  Oth,er i n s  t i t u f i e n s  of higher education are not  .being used s u f f i c i e n t l y  
f o r  t r a i n i n g p r o g r a m .  

The Twin Cities a r e a  is blessed with B number of p r i v a t e  collegee,  a growing 
number of j u a o r  co l l eges ,  and exce l l en t  publ ic  school  systems. Their  f a c u l t i e s  
and f a c i l i t i e s  could be  a tremendous resource f o r  the  t r a i n i n g  of publ ic  employees. 

A noteworthy pdcese t t e r  has been the  College of  S t .  Thomas, which, through i ts  
Management Center,  has been a b l e  t o  provide t r a i n i n g  t o  management-level kmployeeq 
i n  the  publi'c s e c t o r  l a rge ly  because i t  has a s t rong ,  on-going and adaptable progrqm 
f o r  those i n  p r i v a t e  business.  

1 I 

/ I 
/ 

J 

/ 
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I n  a program arranged with the  Mnneapolis  C i v i l  Service Department, S t .  I 

Thomas College recent ly  condukted seven weekly seminars on management by object ives ,  
which were attended by 24 department heads. It was t o  be followed by s i m i l a r  
i n s t r u c t i o n  f o r  a s s q t a n t s ,  while sess ions  f o r  department heads moved i n t o  more 
s p e c i f i c  top ics .  ' >  

\ 

The Hennepin County Personnef! Department a l s o  i s  moving ahead with an ambi- 
t ious  management t r a i n i n g  program involving S t ,  Thomas College, with i n s t r u c t i o n  
geared t o  needs of 366 top-level administrators and secondary-level supervisors.  
The f i r s t  such sess ion,  a week-long program involving 16 a d d n i s  t r a t o r s  , was held  
i n  November. Underwritten by f e d e r a l  funds, i t  w i l l  be  extended t o  o ther  echelons 
during coming months'. Administrators f ram Hennepin County m'unlcipalities and from 
the  o t h e r , s i x  counties i n  t h e  metropolitan area  have been inv i t ed  t o  p a r t i c i p a t e  
i n  these sess ions .  A careful  system f o r  evaluating the  worth of t h e  program has  , 
been prepared, and its r e s u l t s  w i l l  be ava i l ab le  t o  o ther  ju r i sd ic t ions  contemplat- 
ing  s i m i l a r  t r a in ing .  

Individual  schools, however, cannot be  expected t o  extend themselves very f a r  -- and have not  done s o  -- i n  developing such programs on t h e i r  own, i n  t h e  ahpence 
of a coordinated plan i n t o  which they could f i t .  

Y e t ,  municipal o f f i c i a l s  who Same before the  committee 'expressed a crying need 
f o r  t r a in ing  supervisors -- teaching managers haw t o  manage. Such ins t ruc t ion  cuts  
across j u r i s d i c t i o n a l  l i n e s  and would sew well-suited t o  t h e  c a p a b i l i t i e s  of Col- 
leges.  

5 .  Many l o c a l  governments short-,sightedly o f f e r  few incentived f o r  employee 
self-development. 

\ 

A pub l ic  employee who pursues a t r a i n i n g  o r  educzftion program is doing some- 
thing of tr iple value. H e  is preparing himself f o r  fu tu re  opportunity in Ms pro- 
fess ion -- a personal value. I f  t h e  t r a i n i n g  o r  add i t iona l  education is job- 
or iented ,  he  becomes a b e t t e r  employee -- a value t o  the  employing agency. And, 
because a b e t t e r  publ ic  s e r v i c e  means more e f f i c i ~ n t  and e f f e c t i v e  government, 
t h e r e  is  a res idua l  value t o  the  publih served by t b a t  government. 

Clearly,  t h e  publ ic  employer should Create an atmosphere t h a t  encourages 
employee development. Y e t ,  not  only is t h e r e  o f t en  a Jack of encouragement -- 
through a l ack  of pay and t u i t i o n  incent ives  -- but  these  sometimes r e f l e c t  d is -  
couragement. Some l o c a l  governments have an an t i - t r a in ing  a t t i t u d e ;  they resist 
t r a i n i n g  t h e i r  personnel because they f e a r  t h e  employee wil l  then go t o  woqk f o r  
another municipality. I n  addi t ion ,  the  e f f e c t  of veteran 's  preference laws has 
a se r ious  dampening e f f e c t  on some who might take  advantage of t r a i n i n g  opportunity. 

i 

A s  s t a t e d  e a r l i e r ,  most cormunities pay the  cos t s  of sending employees t o  
s h o r t  coursea of i n s t r u c t i o n  general ly held  during working hours. But few take 
the, next s tep:  paying f o r  job-related-schooling on the  employee's time. 

The Metropolitan Area Salary Survey and t h e  Ci t izens  League survey revealed 
t h a t  fewer than a dozen l o c a l  governments s tand ready t o  pay the  f u l l  cos t  of tu i -  
t i o n  f o r  successful  cornoletion of approved coursework. These include St .  Paul and 



> 

Ramsey County (up t o  $150 a year),  I4inneapolis, Anoka County (up t o  $50 a yea r  f o r  
s h e r i f f ' s  department only) ,  Bloomington, Richf ie ld ,  Blaine, Anoka, North S t .  Paul ,  " 

i Has t ings  , St .  Anthohy and Shakopee. 

I Hennepin County reimburses an employee f o r  75 per  cent of h i s  t u i t i o n  c o s t ,  
Brooklyn Center and Crys ta l  60 per  cent, and Golden Valley, New Hope and. S t .  Louis 
Park 50 per  cent.  I 

/ 

Fewer ye t  a r e  the  munic ipa l i t i e s  t h a t  bu i ld  lncent ives  i n t o  s a l a r y  schedules ) 

f o r  add i t iona l  t r a in ing ,  a p a t h - t h a t  has been charred s o  completely by school  d is -  
t r i c t s  . Andj o f ,  course, no local' governments except school  d i s t r i c t s  o f f e r  sqbba- 
t i c a l s  -- t i m e  o f f ,  genera l ly  a t  ha l f  s a l a r y ,  f o r  self-education every seven years  
t o  a l imi ted  number of f acu l ty  members. I 

It should be  noted t h a t  Brooklyn Center, s i n c e  e a r l y  1967, has had incen t ive  
pay f o r  policemen, adding 40 cents  per  month t o  t h e  base s a l a r y  f o r  each q u a r t e r  
c r e d i t  earned, up t o  a maximum of 635 col lege  c r e d i t s .  A four-year degree, con- 

4 s i s t i n g  of 180 o r  more quar te r  c red i t$ ,  is worth $80 a month on top of base s g l a r y *  

"It is high&y encouraging to  repor t , "  wrote Donald G.  Pass, c i t y  ni-anhger, i n  
I t he  June i s sud  of Minnesota Municipal i t&es,  " tha t  a number of ve teran  policemen with 

11 no previous co l l ege  experignce haue enrol led  i n  various qual5fyfng courses-  

$as t Apr i l ,  t h e  Edina Vi l lage  Council approved the  educational  incen t ive  con- 
, \ cept  f o r  both p o l i c e  and firemen, paying up t o  an add i t iona l  10 per  cent  of base 

s a l a r y  f o r  points  earned by taking accredi ted  courses r e l a t e d  t o  pol ice  a d  f i re  
work. Its purpose w a s  twofold: t o  encourage be t t e r - t r a ined  personnel and t o  t ap  
a n@ labor  maltket -- the  job-seeker with some col lege  background:' 

\ \ 

Rosevi l le  r ecen t ly  adopted the  Brooklyn Center plan. -. 
I' I .. 

Late i n  September, Mayor Arthur Naf ta l in  and t h e  Minneapolis Ci ty  Council 
leadership  announced a proposed i n c e n t i v e , p l a ~  t h a t  would pay patrolmen and ser- 
geants up t o  $60 a month i n  add i~ t iona l  s a l a r y  f o r  col lege  c r e d i t s  earned. Maximum 
increments would become progressively smaller f o r  h\igher ranks, f o r  which a four- 
yea r  degree would be necessary. 

6 .  Few l o c a l  governments have joined i n  cooperat ive t r a i n i n g  e f f o r t s .  
I 

One such e f f o r t  reported t o  the  committee involved f i v e  Ramsey County s u b u r b s  -- Maplewood, pew Brighton, North S t .  Paul, Rosevil la  qnd White Bear Lake -- t h a t  
cooperated i n  a tnanagement t r a i n i n g  program f o r  v i l l a g e  and c i t y  manage*, depart- 
ment heads And foremen. 

1 \ 

The program ran  once a week f o r  seven weeks and was based on t r a in ing  f i lms 
from the  Bureau of National Af fa i r s .  But i t  su f fe red  from c e r t a i n  do-it-yourself 
shortcomings:: n o t  enough t i m e  was $pent i n  prepara t ion  f o r  sess ions ,  and some of 
the  discussion l eaders  were not  adept.  / 



. The only o t h e r  t r a i n i n g  programs reported t o  t h i s  committed, and which drew 
i n  more than one community, were a management t r a in ing  seminar sponsored by Brook- 

I l yn  Center; a s e n s i t i v i t y  t r a i n i n g  course involving pol ice  from Golden Valley, 
Rosevil le  and St .  Louis Park; the  annual f i r e f i g h t i n g  schools  f o r  volunteer  f i r e  
departments, and t h e  six-week suburban pol ice  academy sponsored annually by t h e  
Hennepin County Chiefs of Pol ice  Association. 

7. E f f o r t s  have been undertaken on a broad f r o n t  t o  develop pol ice  tra&ning 
programs. Coordination seems indica ted ,  but t h i s  committee leaves determinations 
on t h i s  sub jec t  t o  ahovher Ci t izens  League committee t h a t  w i l l  s tudy law eaforce- 
7 

merit s p e c i f i c a l l y .  Developments a r e  reported here  a s  a matter of i n f ~ ~ a t i ~ n .  

U p t i 1  the  l a s t  two o r  th ree  yea r s ,  the  only well-structured po l i ce - t r a in ing  
programs i n  t h e  metropoli tan a r e a  were t h e  12-week r e c r u i t  t r a i n i n g  academies of 
Minneapolis and S t .  Paul and t h e  6-wgelc suburban p ~ l i c e  academy sponsored by t h e  
Hennepin County Chiefs of Po l i ce  Association. 

Impetus f o r  hew approaches was provided by the  Minnesota Legis la ture ,  which, 
i n  1965, requested the  Universfty of Piinnesota t o  study law enforcement education 
and t r a i n i n g ,  and, i n  1967, crea ted  a Peace Of f i ce r s  Training Board. 

Following the  f i r s t  study on law enforcement education, the  un ive r s i ty  s 
General College, i n  the  f a l l  of 1967, began o f fe r ing  met-rbpolitan pol ice  o f f i c e r s  
a sequence of courses i n  the  s o c i a l  sc iences ,  n a t u r a l  sc i ences ,  communkcations 
and t h e  humanities. These byere d i rec ted  t o  an Associate of A r t s  degree, with ere- 
d i t  granted f o r  completion of  any of the  r e c r u i t  t r a i n i n g  programs. 

A Pol ice  Administration C e r t i f i c a t e  program,was es t ab l i shed  by the  General 
Extension Division of t h e  Universi ty,  with a core requirement t h a t  includes e l e -  
ments of criminology and methods i n  pol ice  supervision,  cr iminal  procedure, po l i ce  
planning and management, and criminal  inves t iga t ion .  

Aided by a $31,200 g ran t  from the  Ford Foundation, the  Universi ty formed a new 
Department of Law Enforcement Science, which began o f f e r i n g  courses t h i s  f a l l ,  
b a d i n g  t o  a four+year degree. \ 

Creation of t h e  Peace Off icers  Training Board, headed by Carl  V. Pearson, a 
%-year ve teran  of the  Police Department, has r e su l t ed  i n  a s tatewide 
program of mandatory b a s i c  t r a i n i n g  f o r  law enforcement o f f i c e r s  appointed a f t e r  
July 4, 1967. That program, financed by a $30,000 f e d e r a l  grant  and about $100,000 
i n  s t a t e  funds, now requ i res  a minimum of 160 hours of i n s t r u c t i o n  i n  such sub jec t s  
as criminal  law, laws of a r r e s t  and search,  interviews and confessions, juven i l e  
law and procedure, community r e l a t i o n s ,  t r a f f i c  laws, f i r s t  a i d ,  cr iminal  inves t i -  
ga t ion ,  evidence, and f irearms t r a in ing .  The t r a i n i n g  is mandatory f o r  peace o f f i -  
ce r s  i n  towns of 1,000 population o r  more. I n  announcing t h e  program, Attorney 
General Douglas Head estimated t h a t  less than 50 per  cent  of 14Imesotass 4,300 law 
enforcement o f f i c i a l s  had been given any t r a i n i n g  a t  all .  



A 10-day i n s t i t u t e  f o r  t r a i n i n g  t h e  i n s t r u c t o r s  needed f o r  the  s t a t d ' s  peace 
o f f i c e r s  t r a i n i n g  program was t o  begin December 10 a t  t h e  College of S t .  Thomas, 
financed by $3,750 g ran t s  from t h e  H i l l  Ramily Foundation of S t .  Paul and t h e  Winton 
Foundation of 13nneapolis.  Attorney General Read ha's s a i d  he  w i l l  seek necessary 
funds from the  Leg i s l a tu re  t o  continue the  i n s t i t u t e  each yegr. 

\ Also as  an butgrowfh of  t h e  2967 legislat ion ' ,  a cont rac t  was signed with t h e  
Management Training Center a t  the  College of S t .  Thomas t o  study t h e  need f a r  a 
s t a t e  t r a i n i n g  center .  S t a t e  Representative Rolf Nelson, Robbinsdale, chief  author 
of t h e  mandatory po l i ce  t r a i n i n g  law, foregees ac t ion  by the  1969 Leg i s l a tu re  t o  
e s t a b l i s h  a s t g t e  law enforcement academy, financed i n  p a r t  by f e d e r a l  funds from 
t h e  new C r i m e  Control  and Safe S t r e e t s  Act, 

Because i t  would take  severa l  years  t o  e s t a b l i s h  such an academy, Sher i f f  
Donald-Omodt of Hennepin County proposed a suburban p o l i c e  t r a i n i n g  f a c i l i t y  i n  the  
in ter im.  Sher i f f  Omodt requested $85,860 i n  h i s  1969 budget t o  s e t  up and s t a f f  a 
pr&ram t o  r ep lace  t h e  homeless suburban po l i ce  academy, which has been h e l d - i n  
veterans '  clubs and i n  s d ~ o o l s  throughout t h e  county, and r e l i e s  on volunteer  
ins t ruc t ion .  Some members of t h e  po l i ce  ch ie f s  assobia t ion  opposed t h e  plan. I 

I Counter-propbsals were of fered .  A suggest ion taken up by t h e  county involves 
turning the  $85,000 over t o  the  s t a t e  t o  e s t a b l i s h  a temporary metropoli tan center .  

I A j o i n t  Hemepid-~amsey County venture a l s o  had been suggested. 

The growing emphasis on po l i ce  t r a i n i n g  a l s o  can be seen i n  t h e  decis ion  of 
t h e  Anoka County Board of Ccmnnissioners t o  c r e a t e  t h e  new p m i t i o n  of law enforce- 
ment t r a i n i n g  advisor .  Lawrence Nelson was appointed t o  thk'post June 1, given 
t h e  t a sk  of making's comprehensive t r a i n i n g  program ava i l ab le  t o  a l l  law en'forcement 
agencies of t h e  county. \ 

I 
1 

8 The pub l i c  service plades- less emphasis on employee/ t r a i n i n g  and develog- 
ment than does p r i v a t e  industry.  

,+ 

The public' s e r v i c e  is increas ingly  i n  competition with p r i v a t e  indus tzy  f o r  
personnel,  y e t  i t  s u f f e r s  a competitive disadvantage because of  the  lesser develop- 

/ ment oppor tun i t i e s  i t  o f f e r s  employees. 

Large corparat ions have well-organized and well-financed programs t o  t t a i n  
employees t o  become b e t t e r  at  t h e i r  jobs. Tt~ey have s t a f f  s p e c i a l i s t s  whose whole 
concern is t r a i n i n g  . . , whose jpb is  t o  determine ind iv idua l  t r a i n i n g  needs, t o  
encourage &ployees t o  prepare theniselves f o r  advancement, t o  s t up t r a i n i n g  pro- 
grams t o  meet these  needs, t o  involve t h e  individual  i n  the  p l a  ning of h i s  own 
development. ' 

f 
The publ ic  s e h i c e  i n  t h i s  a rea ,  with the  exception of Piinneapolis and Hennepin 

County, does not  have t r a i n i n g  o f f i c e r s  and does not p lan  employee development pro- 
grams. Supervisors  should know, but i n  many cases do not know, the  t i a i n i n g  nqeds 
and d e s i r e s  of employees working under them. I 



Expanded t r a i n i n g  e f f o r t s  by t h e  public se rv ice  would requlre  expenditures 
t h a t  would have t o  be Jos t i f i ed  t o  t h e  taxpayers, but  c e r t a i n l y  no less s o  than 
t h e  spending of corporations has t o  be  j u s t i f i e d  t o  stockholders. P r iva te  indus- 
t r y  has found i t  pays t o  make t h a t  investment. As one corpofation o f f i c i a l  observed, 
"We -- as a corporat ion -- are only as good a s  the  people who work f o r  us." 

The premium placed by p r iva te  industry on employee t r a i n i n g  and developmknt 
can be seen i n  these  t h r e e  examples: 

Northwestern Bell Telephone Company has the  resources of t h e  e n t i r e  B e l l  
System a t  its disposal ,  including a s t a f f  a t  t h e  na t iona l  l e v e l  t h a t  continually 
researches the  a r e a  of management t r a in ing ,  seeking ways t o  improve competence. A 

I 

newly promoted supervisor is  given a one-week ihduction t r a i n i n g  course t h a t  in- 
s t i l ls  confidence t o  manage. It is followed by courses i n  union-management r e l a -  
t ibns ,  a course i n  how t o  t a l k  and l i s t e n  t o  people, and a course i n  group leader- 
ship.  Upper-management l eve l s  a r e  given courses i n  bas ic  f i n a n c i a l  management, 
deve3apment planning, employee appra isa l  and community r e l a t i o n s .  The company pays 
t u i t i o n  of management personnel at tending a c r e a t i v i t y  course a t  the  College of S t .  
Thomas. D a l e  Carnegie courses a t e  used extensively i n  the  personnel development 
program. Sabbaticals  me offered t o  upper-level management. 

A second example is the  response of p r i v a t e  indust ry  t o  employee t r a i n i n g  
courses offered by Associated Indus t r i e s  of Minneapolis t o  both white-collar and 
blue-collar  supervisors.  Associated Indus t r i e s  is a voluntary associa t ion of 
about 650 f i rms,  most of them i n  the  Ianneapolis  metropolitan area.  It began 
o f fe r ing  these  t r a in ing  courses i n  the f a l l  of 1966, following th ree  years of pre- 
liminary study, and has had enrollment oversubscribed f o r  every session. 

A t h i r d  example is t h e  "development bank:' concept of Kimberly-Clark Corp., 
I Jeenah, Wisconsin, a plan t h a t  has no countkrpart whatsoever i n  the  public service .  

Under the  plan,  every managerial and profess ional  employee i n  the  f irm's  research 
and engineering d i v i s i m  with average o r  b e t t e r  job perfohnance has a "bank account" 
he can use f0.r h i s  own development. The account cons i s t s  of annually replenished 
paid time-off and money &- how much is  determined by the  l e v e l  of an elnployee's job 
performance. Employees ra ted  as  "excellent" are e n t i t l e d  t o  as much as $750 and 
th ree  weeks off  ' qach year. They must prepare t h e i r  o m  s e l f  -development plans,  
r e l a t i n g  personal  goals t o  company object ives .  The "bank account" can be  used f o r  
any a c t i v i t y  designed t o  implement the  plan, and can be used t o  pay,tui t ion,  cos t  
of kooks, t r a v e l  cos t s ,  l i v i n g  expenses, soc ie ty  memberships and meeting cos t s .  
unders taridably , par t i c ipa t ion  has been high. 
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I Compensation 

1 / 

I s a lary-se t t ing  i n  the  publ ic  se rv ice  has been imi ta t ive ,  not  innovative . . . 
the  publ ic  employer checks t o  s e e  what o the r  governments a r e  paying, because one 
doesn't  want t o  pay -much more tlhan another. This has placed undue re l i ance  on wage 
surveys, which have not  covered a s  many job c l a b s i f i c a t i o n s  a s  they should, nor i 

1 
contained as  many comparisons with p r i v a t e  employment a s  they should. The s a l a r i e s  
of adminis t ra t ive ,  profess ional  and technical  employee$, e spec ia l ly ,  have lagged 
behind t h e i r  counterparts  i n  p r iva te  industry.  Pension plans o f t e n  hinder trans-  
f e r  of an employee from one j u r i s d i c t i o n  t o  another. Too many l o c a l  governments 
l ack  formal personnel systems o r  personnel regula t ions ,  well-defined job c lass i -  
f i c a t i o n s  and performapce-rating procedures. 

1. Public ,employers compete with p r i v a t e  eqployers f o r  qua l i ty  employees,, 
but  t h e  publ ic  service, '  i n  many ins tances ,  does not have well-formed compensation 
p o l i c i e s ,  nor a r e  coiriperisation.plsjns (involvjng s a l a r i e d ,  pensions and f r i n g e  

- b e n e f i t s  a s  a package) f u l l y  competitive. , 
1 

Demands oh l o c a l  government have becope s o  g rea t  -- i n  terms of an expanding 
- range of. urban programs ,and se rv ices  t o  be provided a t  g r e a t e s t  posllible ef f ic iency -- t h a t  the  ppb l ic  se rv ice  is under increasing ob l iga t ion  t o  reach out  f o r  t h e  most 

capable employees i t  can f ind.  
, 

I n  recent  yea rs ,  s a l a r i e s  and f r i n g e  benef i t s  have been on t h e  upswing, and 
have made t h e  pub l ic  s e r v i c e  a more a t t r a c t i v e  place of employment than i t  has 
been. Especia l ly- is  t h i s  t r u e  f o r  teachers, nurses and law enforcement o f f i c e r s .  
I n  p a r t  t h i s  i s , d u e  t o  t h e  nounting e f f o r t s  and ef fec t iveness  of public employee 
groups, but  it  has a l s o  been due t o  recognit ion t h a t  to fge t  good employees, you've 
got t o  pay good s a l a r i e s .  It i s n ' t  s o  much t h a t  t h e  p r i v a t e  employer has entered 
competition with t h e  publ ic  employer f o r  these  people, but  t h a t  the  publ ic  aervioe 
has been t h r u s t  i n t o  the  competition. The day of dedicat ion without compensation 
is f a s t  wanine. 

1 
/ 

A s  noted e a r l i e r ,  s a l a r i e s  a r e  climbing t o  competitive l e v e l s  i n  some p a r t s  
of t h e  pub l ic  s e r v i c e ,  perhaps exceeding them i n  c e r t a i n  of the  lower job clas,si- 
f i c a t i o n s .  Holidays, vacations and sicL-leave b e n e f i t s  general ly a r e  b e t t e r  i n  
publ ic  s e r v i c e  than i n  p r i v a t e  industry.  But -- again a s  noted e a r l i e r  -- those 
employees i n  the  higher c l a s s i f i c a t i o n s ,  i n  most cases,  l ag  behind compensztion 
l e v e l s  f o r  comparable pos i t ions  i n  p r i v a t e  employment. 

Mayor Arthur EJaftalin of Minneapolls ca l l ed  a t t e n t i o n  t o  a prevalent a t t i t u d e  
of councilmen i n  s e t t i n g  adminis t ra torss  s a l a r i e s :  "111 be darned i f  I s m  going t o  
vote  f o r  a ea la r?  bigger than my own." Even the  most l i b e r a 3  person, t h e  mayor 
observed, f inds  i t  somewhat offens ive  t o  th ink of paying $&0,000 t o ,  say, t h e  

\ 
k stste highway commissioner, althaugh he  might be d i r e c t i n g  an operat ion l a rge  

enough t o  dbserve i t ,  and would be paid t h a t  s a l a r y  f o r  an operat ion of s p i l a r  
s i z e  i n  p r iva te  iqdustry.  



Franlx Pieper,  head of the  University of Minnesota C i v i l  Service  Department, 
al luded t o  the  poor image same people have of pub4ic s e r v i c e  adminis t ra tors  -- t h e 1  
liotion t h a t  they are unimaginative, stodgy and poor leaders .  Thexe is some myth 
here ,  and some f a c t ,  he sa iq .  lahat t o  do about i t ?  One th ing,  he suggested, would 
be t o  increase  s a l a r i e a  of important management pos ts  and the  l e v e l s  imtnediately 
below. 

The problem is not  only one of a t t r a c t i n g  high-quality employees, but  holding 
them agains t  the  competition from p r i v a t e  en te rp r i se ,  s a i d  Mayor Naf ta l in .  Ci t ing  
the  Public Works Department as an example, he s a i d  it needs not only a f i r s t - r a t e  , 
d i r e c t o r ,  but  he has t o  be backed~by th ree ,  four  o r  f i v e  men with proper education, 
mental i ty and experience. '?de no sooner have them on t h e  job ," be reported,  "than 
we'lose them -- t o  the  hfghway department, county, f e d e r a l  government -- and t h f s  
goes on all the  t i m e .  O r  w e  l o s e  them t o  p r iva te  industry."  

The e f f e c t  t h a t  s a l a r y  increases  can have on keeking employees w a s  d e m o ~ t r a t e d  
i n  a study l a s t  llay by the  ffinnesota C i v i l  Service Department. Under a new pay plars- 

1 t h a t  went i n t o  e f f e c t  following the  1967 l e g i s l a t i v e  sess ion ,  t h e  state granted 
r a i s e s  weraging 12 per cent .  I n  the  ensuing 10-month period,  the re  were 498 fewer 
res ignat ions  than i n  sinilar periods i n  1967 and 1966. 

Of course, whether competitive s a l a r i e s  a r e  offered i n  the publ ic  se rv ice  
depends not only on personal a t t i t u d e s  of municipal councilmen, a s  mentioned by 

I t h e  Elinneapolis mayor, bu t  on p r i o r i t i e s  placed o n q t h e  use of funds. Too o f t e n  
salary-sebting is  a hit-and-miss thing with l o c a l  governments, and responds more * 

to  t h e  ' a v a i l a b i l i t y ' '  of funds than i t  does t o  t h e  necess i ty  of carrying out  a well- 
thought-out compensation plan keyed to  a t t r a c t i n g  and keeping qua l i ty  personnel. 

\ \ 

b \ I n  the\absence 09 such a plan, councils  f ind  i t  expedient t o  a t t a c h  low p r i o r i t y  
t o  personnel se rv ices  and determine t h a t  funds a r e  n o t  avai lable .  The experience 
with employee organizgtions -- which, i n  e f f e c t ,  say :'look harder and you w i l l  f i n d  
itsr -- has1 shqwn t h a t  money can be  found f o r  s a l a r y  purposes i f  t h e  p r i o r i t y  is  
high enough. 

I 
2.  Local governments , i;n determining competitive com@ensation f o r  t h e i r  

employees, r e l y  heavily on s a l a r y  surveys, of comparable pos i t ions  i n  o the r  commu- 
n i t i e s ,  but t o  a l e s s e r  ex tan t  i n  p r iva tv  industry. 

Fi f ty-f ive  of the 64 municfpal i t ies  r e s p ~ n d i n g  t o  t h e  Ci t izens  League ques- 
t ionna i re  s a i d  they made Qse of s a l a r y  surveys -- t h e i r  own, t h a t  of the  League of 
Minnesota Municipali t ies ,  o r  of o the r  agencies. The nine  communities t h a t  have not 
made use of  surveys have no f u l l ~ t i m e  employees, o r  s o  few t h a t  sa la ry - se t t ing  
apparently poses no g rea t  problem. In te res t ing ly ,  St .  Paul 's C i v i l  Service Depart- 
ment is required by ordinance t o  conduct a s a l a r y  survey every t h r e e  yea rs ,  and i n  
o ther  years  it surveys whatever e x i s t i n g  survey$ i t  can f ind .  

i 

A welcome development occurred during the pas t  year when the f le t ropol i tan  Sec- 
t i o n  of the  League of tlinnesota Municipalities, the  Inter-County Council, and the  
League of PUnnesota h n i c i p a l i t i e s  contributed $7,000, $4,500, and $3,500, respec- 
t i v e l y ,  toward a 1968 s a l a t y  survey conducted by a consulting f irm, Stanton Associ- 
a t e s ,  Inc. The survey had its genesis i n  13 munic ipal i t ies  t h a t  s a w  a common 



# 

problem and joined on a cooperatfve bas i s  t o  get  the  survey s t a r t ed .  A l l  49 mem- 
\ ber municipal i t ies  of the  League's Metro Section were invi ted  t o  pa r t i c ipa te .  

. Although joining meant a 50 per cent  increase  i n  dues, two-thirds of them agreed 
, t o  do so .  General react ion t o  the  survey was favorable, although the re  was some 

c r i t i c i sm  tha t  i t  did not  include su f f i c i en t  comparison with p r iva te  industry -- 
the re  was no comparison of administrat ive pay, f o r  example -- and tha t  i t  did  not 
cover enough job c l a s s i f i c a t i ons .  Compensation of noncer t i f ica ted school personnel 
a l so  was not  included, but  t ha t  was because the  consultant  was not asked t o  do so.  

The survey l i s t e d  66 c l a s s i f i c a t i ons ,  those common t o  most l o c a l  governments. 
That, of course, i s  f a r  shor t  of the  more than 500 c l a s s i f i c a t i qns  i n  S t .  Paul c i t y  
government, f o r  example, o r  the  375-plus c l a s s i f i c a t i ons  i n  R h e y  County govern- 
ment. But o f f i c i a l s  planning the  survey d id  not want t o  accommodate t ha t  situa-, 
t ion ,  because they f e l t  t h a t  number of c l a s s i f i c a t i ons  is f a r  too many. By l h i t i n g  
the  survey t o  66 c l a s s i f i c a t i ons  , they h i t  on those most meaningful t o  most govern- 
ments, and a l sb  provided some encouragement f o r  reducing l a r g e r  numbers. 

llunicipal a f f i c i . a l s  generally agreed the  survey should be improved and con- 
tinued on an annual bas is .  The S t a t e  C i v i l  Service Department provided strong 
impetus by saying i t  w i l l  pa r t se ipa te  i n  the  next survey. As a r e s u l t ,  the  League's 
Metropolitan Seckion has committed i t s e l f  t o  continue t he  survey i n  1969. 

The committee f e e l s ,  however, the re  is a danger i n  relying too much on surveys 
t o  determine employee compensation. Especially is  t h a t  t r u e  i f  the  survey is not 
comprehensive enough, and especia l ly  is i t  t r ue  f o r  management s a l a r i e s .  Public 
administrat ion sal'aries might be low, but  show up as equi table  i n  a survey t ha t  \ 

does not look a t  administrat ive compensation i n  p r iva te  industry.  As Q r e s u l t ,  4 

underpaid administrators would continue t o  be underpaid, and the  public se rv ice  
would l o s e  them t o  pr ivate  industry.  - 

3.  The i n a b i l i t y  of an employee t o  t r ans fe r  retirement benef i t s  and accrued 
f r i nge  benef i t s  -hinders mobility of some publ ic  employees des i r ing t o  go t o  work 
f o r  another governmental ju r i sd ic t ion .  

L 

A number of separate  ret irement plans e x i s t s  i n  the  metropolitan area.  These 
include the  Wimeapolis Employees Retirement Funs, including employees of t he  Met- 
ropol i tan  Airports  Commission, Plinneapolis-S t . gaul Sanitary M s  t r ict  , Municipal 
Building Commission, and noncer t i f ica ted personnel of the  Piinneapolis Board of Edu- 
ca t ion;  pol ice  and f i r e  ret irement associa t ions  i n  Minneapolis, S t .  Paul and some 
s u b u ~ b s ;  Minnesota Retirement System f o r  s t a t e  employees; Teachers Retirement Asso- 
c i a t i on  f o r  c e r t i f i c a t e d  personnel outs ide  llinneapolis and St .  Paul, which have 
t h e i r  own teachers r e  tirernent plans ; Public Employees Retirement Association f o r  
most l oca l  government employees outs ide  Fiinneapolis; and spec ia l  plans fo r  the  
University of ldnnesota highway patroluien, game wardens and l eg i s l a t o r s .  

An emgloyee changing t o  a job t ha t  i s  under a d i f f e r en t  pension plan ge t s  
involved with problerlls r e l a t i ng  t o  ves t ing,  contributions and benef i t s .  He a l so  
stands t o  l o se  accrued f r inge  benef i t s ,  such a s  s i ck  leave and vacation time, t ha t  
he has b u i l t  up over t he  years.  These t r an s f i r ab i l i t y  problems mby outweigh other  
considerat ions and cause him t o  decide Against changing employment. . 



8 , Some pension plans p lace  r e s t r i c t i o n s  on employees even after ret irement.  The 
r e t i r e d  Minneapolis employee, f b r  example, waives h i s  ret irement allowance during 
the  time he  goes t o  work f o r  any a t h e r  ,I4innesota c i t y ,  v i l l a g e ,  township, county, 
School board o r  o t h e r  governmental branch, but  excluding t h e  f e d e r a l  and state gov- 
ernments and t h e  University of pHnnesota. 

O f f i c i a l s  i n t e r e s t e d  i n  a ktrengthened pub l i c  s e r v i c e  say  r e c r u i t i n g  would be  
f a c i l i t a t e d  i f  prospect ive  employees could v i e w  pension p lans  as a n e u t r a l  matter .  
Also, these  o f f i c i a l s  say t h a t  i f  t h e r e  were one pension system financed by a l l  
jur i sd ic t ions , ,  i t  would make f o r  a b e t t e r  system. 

Mayor ~ a f  t a l i n  of fered  a personal  e x a l e  of t h e  problem. t h a t  a person faces .  
From 1945 t o  1947, he was then-Fayor ~ u m ~ h r e ~ ' s  sec re ta ry  and paid i n t o  t h e  c i t y ' s  
ret i rement fund. H e  got  back $700 and promptly spent  it. He was a t  t h e  Universi ty 
of Ikhnesota from 1947 t o  1954, b u i l t  up about a $2,300 equity i n  its ret irement 
fund. H e  go t  t h a t  back when he resigned,  and promptly spent  i t .  H e  went t o  work 
f o r  t h e  s t a t e  f r ~ m  1954 t o  1960, again b u i l t  up $2,000 o r  s o  i n  t h e  s t a t e  r e t i r e -  
ment fund, got  t h a t  back and promptly spent  it. Bow he is i p  h i s  eighth year  a s  
nayor of illinneapolis. The t i m e  w i l l  come when he  is no longer mayor. Be w i l l  ge t  
another check, leaving him with no ret irement b e n e f i t s  st a l l ,  a f t e r  mork than 20 
years  of pub l i c  se tv ice .  

11 I f  w e  had a re t i rement  system t h a t  permitted more movement and more mobil i ty 
of individuals  from v i l l a g e s  t o  county, t o  town, t o  school  d i s t r i c t  and so on," t h e  

.. PIinneapolis mayor s a i d ,  "I th ink  t h i s  would be a very important and strengthening 
f a c t o r ,  i n  add i t ion  t o  the  f a c t  t h a t  I th ink t h i s  is a matter  of sheer  equi ty  -- 
t h a t  t h e r e  ought t o  Le,rnore near ly  a set o r  s i m i l a r  pa t t e rn ,  a uniform pa t t e rn ,  f o r  

L everybody regardless  of which j u r i s d i c t i o n  one worked f o r .  :' 
\ 

i 

I n  t h i s  day of computers, i t  would be poss ib le  f o r  imaginative lawmakers t o  
f i g u r e  out  t r a n s f e r a b i l i t y  from one plan t o  a v  o the r ,  according t o  the  d i r e c t o r  of 
one pension plan. h suggested a l t e r n a t i v e  would be a consolidat ion of a l l  pension 
plans i n  the  pub l i c  se rv ice ,  with t h e  Minnesota Retirement System, perhaps, a s  the  
"roof" fund f o r  a l l  such plans i n  the  s t a t e .  I f  t h e r e  is t o  be a f r e e  flow of 
employees from p r i v a t e  t o  publ ic  employment, and v i c e  versa ,  t r a n s f e r a b i l i t y  
between pension funds i n  t h e  publ ic  and p r i v a t e  sec t ions  a l s o  w i l l  be necessary. 
Careful  s tudy is requi red ,  whatever route  -- t r a n s f e r a b i l i t y  o r  consolidat ion -- is  
taken. 

This c o m i t t e e  learned of exploratory t a l k s  between some suburban administra- 
t o r s  on a proposal t o  allow employees t o  car ry  accrued f r i n g e  b e n e f i t s  with them 
t.~hen moving from employment i n  one j u r i s d i c t i o n  t o  another. This i s  a promising 
development and deserves f u r t h e r  corisideration. 

4 .  Performance-rating systems a r e  inadequate: Host l o c a l  governments do not  
have formal methods f o r  r a t i n g  the  performance df e ~ p l o y e e s .  Exist ing r a t i n g  sys- 
tems evaluate  perfornance on t h e  job but not  i n  r e l a t i o n  t o  goals-oriented s tandards .  
Appeals procedures are lacking i n  most of t h e  r a t i n g  systems. 

m 



Performance r a t i n g s  are widely discussed and contlroversial sub jec t s  , bu t  
deserve considerat ion a s  p a r t  of a well-s tructured compensation plan. They a r e  

I found most o f t e n  I n  p r i v a t e  indus t ly ,  with p a r t i c u l a r  app l i ca t ion  t o  employe&s a t  
managemekt l e v e l s .  Unfortunately, many publ ic  s e r v i c e  pay plahs provide inc reases  
based on length of s e r v i c e  r a t h e r  than performance. Consequently, performance 
r a t i n g s  have l i t t l e  value i n  t h i s  area.  

I 

1 Rating sys  tern exist i n  only 31 of the  64 l a r g e s t  suburban munic ipa l i t i e s ,  
according t o  t h e  C i t i zens  League survey. Only 25 repor t  they use the r a t i n g s  a s  
p a r t  of t h e i r  s a l a r y  review. Formal appeal procedures genera l ly  do not  e x i s t ,  

The Hennepin County Personnel Board is the  most advanced governmental j u r i s -  
d i c t i o n  i n  t h i s  a r e a  i n  regard t o  performance ra t ings ,  having i n s t i t u t e d  a program 
of management by r e s u l t s .  This app l i e s  t o  eupervisory personnel. f o r  a check l i s t  
proves s u f f i c i e n t  f o r  c l e r i c a l  employees. Employees a r e  r a t ed  twice during t h e i r  

\ 
six-month probationary period, and annually t h e r e a f t e r .  They a r e  ivformed of 
r a t i n g  r e s u l t s ;  i n  f a c t ,  a l l  must s i g n  the  performance-rating forms, Employees 

\ have t o  be recommended f o r  merit increases ,  and q u a l i t y  of perfmmance becones 
the  b a s i s  f o r  those increases.  A formal grievance procedure exists f o r  employees 
who f e e l  they have not  been ra ted  f a i r l y .  

The Ramsey County and S t .  Paul C i v i l  Service Departments ' require s i m i  l a r  
pe r iod ic  r a t i n g s  of t h e  job performance of  employees. Ratings a r e  used by the  
county t o  i d e n t i f y  and cor rec t  substandard work, i d e n t i f y ' t r a i n i n g  needs, and 
provide a b a s i s  f o r  promotion&, suspension, d ismissa l ,  o r  withholding of a s a l a r y  
increase .  The county requi res  semi-annual reviews, and recormnenda conkrences  

'between s u p e r v i s o ~  and employee. The City of S t .  Paul requi res  a twice-a-year 
I servic& r a t i n g  a l s o  and uses i t  primari ly f o r  promotions, s i n c e  most pay r a i s e s  

a r e  automatic. The c i t y  mails r a t i n g  r e s u l t s  t o  employees and requi res  c ~ n f e r -  
\ ences wi th  gugervisors only i f  the  r a t i n g  f a l l s  below 6 on a 0-to-10 s c a l e ,  Both 

county and c i t y  employees e m  appeal r a t i n g  r e s u l t s .  
\ 

Most Minneapolis c i t y  emplo9ees a r e  not r a t ed  a f t e r  complering t h e i r  proba- 
t ionary period;  s a l a r y  increases  a r e  d e t e r d n e d  by the  City Coprdinator 's o f f i c e  
and the  Ci ty  Coqncil, and a r e  automatic. Policemen and firemen a r e  given e f f i -  
ciency r a t i n g s  once a year ,  and these become 10 per  cent  of the score  on promo- 
t i o n a l  examinations. Heads o f  o the r  dkpartments a r e  asked t o  make e f f i c idncy  
r a t i n g s  only on employees who a r e  candidates f o r  promotion. Employees a r e  not  
consulted on these  r a t ings ,  and the re  is  no appeals  procedure. 

5 .  Many of t h e  l o c a l  governments i n  t h e  Twin CitZes metropoli tan a rea  do 
no t  have job descr ip t ions  o r  formal personnel systems and regula t ions .  

/ 
Only 28 of the  64 l a r g e s t  suburban munixipal i t ies  responding t o  the  C i t i zens  

League ques t ionnai re  s a i d  they have w r i t t e n  job desc r ip t ions  s e t t i n g  f o r t h  d u t i e s  
and r e s p o n s i b i l i t l e s  of  employees. The c l a s s i f y i n g  of jobs general ly is found i n  
the  l a r g e r  j u r i s d i c t i o n s  with the  more soph i s t i ca ted  adminis t ra t ive  se tups .  Only 
38 of' the  communities indica ted  they have formal systems of personnel r u l e s  and 
regula t ions ;  most of these  @re embodied i n  personnel ordinances, with the  few 
c i v i l  s e r v i e e  systems l a rge ly  opera t ive  i n  po l i ce  and f i r e  departments. 

1 I 

1 \ 

c 
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A s  s ta ted  In a Ramsey County Civi l  Service Department pamphlet, job( c l a s s i f i -  
catdon "assures l i k e  pay f o r  l i k e  work f o r  a l l  employees performiq the same kinds 
and l eve l  of work, Other a r e a  of personnel i n  which posit ion c lass i f ica t ion  is 
useful  a re  i n  the areas of s t a f f i ng ,  budgeting, wage and sa la ry  administratSon, 
recrui t ing , examining, t ranef e r s  , promo tianal opportunit ies and t ra in ing  nee*, " 

Formal personnel rules  a l so  a r e  desi rable ,  f o r  they make i t  c l ea r  t o  t he  
employee what is expected of him, and what h i s  r i gh t s  are.  

I V ,  Employee Representation 

Unionization of government ap loyees  5s growing and employee groups a re  
becoming increasingly mi l i t an t ,  Administrators of loca l  govenwente are  being 
involved more and more i n  time-consuming negotiations with an increasing number 
of employee groups. In  many cases, admin;lstrators are duplicatiag e f f o r t  , negoL 
t i a t i n g  with the  same unions and same business agents i n  one ju r i sd ic t ion  a f t e r  
another. 

1, Unionization is  on the  increase among l o c a l  government employees, and 
they are showing greater  militancy i n  wage demands. 

Nationally, unionization of public employees and col lect ive  bargaining were 
seldom found some 20 years ago. Growth of employee organizationg has been accom- 
panied i n  recent years by a militancy'-- and w e  do not use t h a t  word here in a 

b c r i t i c a l  sense -- tha t  has resul ted i n  bannerings, s t r i k e s ,  slow-downs, stoppages 
and mass resignations.  Existence of no-strike leg i s la t ion  has not necessari ly 
meant i t  would be obeyed. 

Of the  64 la rges t  suburban municipali t ies replying tq  the  Citizens League 
questionnaire, a l l  but  21 had some of t h e i r  employees represented by unions. Of 
the  21, nearly a l l  (with the  exception of Hew Hope and North St .  Paul) a r e  smaller 
towns and v i l l ages  with few employees, having a t o t a l  of 108 full-time and 120 
part-time employees. Adding i n  t he  New Hope and iqorth S t .  Paul f igures  brings 
t o t a l s  t o  195 full-time and 255 part-time employees. The 43 cornunit ies with 
union representation reported a t o t a l  of 2,538 full-time and more than 800 part- 
time employees, the  l a t t e r  f igure  f luctuat ing because of the  seasonal nature of 
some part-time work. 

Union representation among suburban employees, according t o  the survey, is 
grea tes t  among workers i n  the  public works and s t r e e t  maintenance departments, with 
42 suburbs reporting t ha t  category having union membership. Next a re  police,  who 
were represented by unions i n  17 suburbs a t  the  time of the  survey. Other unions 
can be found representing a sca t te r ing  of suburban f i r e  departments, park depart- 
ments, waste-treatment plant operators, municipal l iquor  s t o r e  employees, public 
u t i l i t i e s  departments and v i l l age  o f f i ce  s t a f f s .  Unions have made heavy inroads 
among employees i n  Minneapolis and St .  Paul c i t y  government and Hennepin and him- 
sey county government. 

I 

I / 



Bannering and a threatened slowdown by >lfnneapolis policemell captured head- 
l i n e s  i n  recent  months. Early t h i s  f a l l ,  Minneapolis firemen authorized t h e i r  
executive board t o  set a s t r i k e  deadline. Labor q isputes  a l s o  have jar red  t h e  
suburban scene, gnvolving pol ice  and u t i l i t i e s  wdrkers i n  Columbia Heights, pol ice  
i n  Crystal ,  pol ice  and road workers i n  Deephaven, maintenance men i n  New Brighton, 
po l i ce  i n  Robbidsdale, and pol ice ,  bartenders and c le rks  ili St .  Anthony. 

Teacher mil i tancy was very evident i n  s a l a r y  negot ia t ions  with a rea  school 
boards l a s t  spr ing,  r e s u l t i n g  i n  some teachers withholding contrac ts  and o the rs  
refus ing t o  supervise ext ra-curr icular  a c t i v i t i e s  because of d i s s a t i s f a c t i o n  wTth 
new s a l a r y  schedules. 

I .  

Changes w i l l  be  sought during the  1969 l e g i s l a t i v e  sess ion  i n  laws a f f e c t i n g  
publ ic  employees. The Eiinpesota Federation of Teachers w i l l  seek repeal  of t h e  
Meet and Confer Law on s a l a r y  negot ia t ions  and w i l l  ask the  Legis la ture  t o  give 
teachers and o the r  publ ic  employees t h e  r i g h t  t o  s t r j l re .  The S t a t e  Emplqyees 
Union is proposing modification of t h e  state's no-strike l a w  by providing binding 
a r b i t r a t i o n  'as f i n a l  s t e p  i n  t h e  c o l l e c t i v e  batgaising process. - 

2. Labor1n@gotiat ions a r e  time-consun~ing~ of ten  a r e  copducted by adminis- 
t r a t o r s  with no $pedal  s k i l l s  i n  t h e  bargaining process, and involve many of the, 
same unions &d business agents. 

P?nneapoli$ c i t y  government deals  wXth some 30 union l o c a l s ,  S t .  Paul with 
about 22,  Ramsey County with 6, and Hennepin Oounty with 5. The prevalence-of 
union a c t i v i t y  i n  t h e , l a r g e r  suburbs was noted i n  t h e  preceding sect ion.  Begoti- ' a t ing  e f f o r t s  a r e  of ten  dtiplioated f r o m  one munic$pality to t h e  o t h e r  because the  I 

same b a s i c  unions a r e  Involved. 

The Ilennepin County personnel d i r e c t o r  reported he spends one-third of h i s  
time i n  negot ia t iohs ,  conc i l i a t ion  and facf-finding. The unions understandably 
t r y  t o  play one l o c a l  government agains t  another i n  seeking wage and f r inge-  
b e n e f i t  improvements. 

\ 
I 

Personnel d i r e c t o r s  conduet negot ia t ions  i n  Hennepin and Ramsey counties and 
i n  S t .  Paul. The City ~ o o r $ i n a t o r ' s  of £ice  has been given th$t t a sk  i n  llinneapo- 
l is.  But such eucpertise is not ava i l ab le  t o  t h e  suburbs, where t h e r e  a r e  no f u l l -  
tine personnel o f f i c e r s  and where labor  negot ia t ions  and other  personnel matters  
f a l l  t o  thp v i l l a g e  ahd c i t y  managers, !or  t o  t h e  c le rks ,  t o  councilmen, adminis- 
t r a t o r s ,  adminis t ra t ive  a s s i s t a n t s ,  mayors, department heads and township super- 
v i so r s .  \ 

J i 

\, 
3 Limited e f f o r t  has been made t o  conduct labor  negot ia t ions  on other  than 

an individual. basis. 

Individual  l o c a l  governments conduct t h e i r  owd dealings with employee groups -- 
with one exception. Undkr a s u c ~ e s s f u l  plan t h a t  has evolved over the  l a s t  e i g h t  
years o r  s o ,  some 20 c i t i e s  and v i l l a g e s  i n  Hennepin, RamseyJand Anoka counties- -- - 
most of the  municipaLities having managers o r  administrators -- fbrm a negot ia t ing  
team t o  work out  an annual s a l a r y  increase  with Operating Enqineers Lbcal 4b. The 
union represents  pub l i c  works and s t r e e t  maintenance men i n  many of the  l a r g e r  

* 
suburbs. 



I 

& 
The team is comp~sed of f i v e  municipal managers and adminis t ra tors ,  plus the  

Hennepin County personnel d i r e c t o r ,  t h e  Anoka Coun)ty adminis t ra tor ,  and a repre- I 

s e n t a t i v e  of the  Bletropolitan Section of t h e  ~ e a ~ d e  of Unneso ta  Nunic ipbl i t ies .  
A gross f i g d r e  is  negot ia ted ,  and t h i s  is taken back t o  l o c a l  governing bodies 
and' adjusted according t o  how much is paid out  i n  wages and insurance. , 

I 

4 .  'Jhe p r i v a t e  e n t e r p r i s e  example of c o l l e c t i v e  bargaining,  where a manage- 
Rent representa t ive  and a l abor  r ep resen ta t ive  si t  down and nego t i a t e  a se t t lement ,  
i s  not  d i r e c t l y  appl icable  t o  public  personnel systems. 

\ ( 

The clean l i n e s  of au thor i ty  and r e s p o n s i b i l i t y  i n  p r i v a t e  e n t e r p r i s e  a r e  not  
found i n  government, "here power is divided between the  executive,  l e g i s l a t i v e  aqd 
j u d i c i a l  branches, where spec ia l i zed  ftmctions a r e  assigned t o  independent agencies', 
where one governmental body is dependent upon another f o r  funds, and where p o l i t i -  

\ 
I c a l  considerat ions a r e  an inpor tan t  f a c t o r  i n  decision-making., 

P r i v a t e  business is  s t ruc tu red  t o  be  as e f f i c i e n t  and e f f e c t i v e  a s  poss ib le .  
It does not  always achieve t h i s  gopl ,  bu t  a t  leas% i t  t h e o r e t i c a l l y  s t r i v e s  f o r  i t .  
On the  o the r  hand, government i s  s t ruc tu red  with man); b a r r i e r s  t o  e f f i c i ency  and 
ef fec t iveness .  Through a system of checks and balqnces, au thor i ty  and responsibi- 
l i t y  a r e  dispersed.  

Because r e s p o n s i b i l i t y  is s p l i t  i n t o  d i f f e r e n t  branches of government, the re  
is no one i n  t h e  publ ic  s e c t o r  who is equivalent  t o  t h e  management representa t ive  
i n  the  p r i v a t e  e n t e r p r i s e  bargaining artangement. In  government, the  bargain& 
i s  conducted by a r ep resen ta t ive  of t h e  executive pranch, b u t  he has no power t o  
commit funds f o r  payment of s a l a r y  increases  included i n  any negotiated agreyment. 
Authority t o  appropr ia te  funds remains i n  the  l e g i s l a t i v e  body -- the c i t y  o r  v i l -  

b lage  council ,  t he )  school board, o r  the  board of county commissioners. Thug, i n  
I I government the re  is  no n e g ~ t i a t b r  who represents  management'' i n  the  p r i v a t e  en te i -  

p r i s e  sense.  

This does-not destroy the  bargaining process, b u t  i t  p laces  e x t r a  demands on 
government ~ e g o e i a t o r s  and the  l e g i s l a t i v e  body t o  e s t a b l i s h  l i a i s o n  sd ' I there can 1 

be d iscuss ion and understanding on general  pol icy .  Govern~en ta l  separa t ion  of 
powers e r e c t s  formal b a r r i e r s  t h a t  do not e x i s t  between union negotfa tors  and the  
rank-and-file membership. But the  d i f f i c u l t y  of achieving l i a i s o n  even i n  the  
p r i v a t e  s e c t o r  is evident  on those occasions when union membefship votes down a 
se t t lement  recommended by i ts  negot ia tors .  

I 

I n  Minneapolis, a profess ional  approach t o  employee r e l a t i o n s  has been taken 
by assigning l a b o r  negot ia t ions  t o  the  c i t y  coordinator 's  o f f i ce .  Detro i t  h a s  . 

( crea ted  a Department of Labor Rela t ions ,  wi th in  which a r e  representa t ives  of the  
\ mayor's ~ f f i c e  -and the  ciqy council.  I n  New York, the  mayor has e s t ab l i shed  a 

department wi th in  h i s  o f f i c e  t o  represent  "management" i n  a l l  l abor  negot ia t ions  
invoaving the  c i t y ;  th'e negot ia t ing  team cons i s t s  of s k i l l e d  labor  Bttorneys and 

,' 

c o n c i l i a t o r s  fqnm t h e  c i t y  a t to rney ' s  o f f i c e .  



4 The necessilty of negot ia t ing  agreements t h a t  maintain good employee r e l a t i o n s  
places demands on publ ic  policy-makers i n  t h e  Twin C i t i e s  a r e a  t o  assess  carefulPy 
whether e x i s t i n g  governmental s t r u c t u r e  i s  adequate to, d e a l  with problems a r i s i n g  
froin the  c o l l e c t i v e  bargaining process. Demands a r e  a l s o  grea t  f o r  keeping the  I 

r o l e  of nego t i a to r  on a profess ional  plane, and f o r  accommodating budgeting and 
f i s c a l  procedures t o  t h e  c o l l e c t i v e  bargaining process. 



b 
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Basic Concepts 

Meaning of ''8 t rengthening " 

Charged w i t h  determining t h e  f e a s i b i l i t y  and d e s i r a b i l i t y  of some c e n t r a l  
mechanism t o  strengthen the  publ ic  s e r v i c e  i n  t h e  Twin Cities metropoli tan area,  
t h e  committee had t o  decide howfits proposed Local Government Center should 
opera te  t o  br ing about a "strengtheningq' of t h e  publ ic  service .  Shodld t h e  Center 
be management-oriented, on the  theory t h a t  s t ronger  management woald benef i t  the  
employee i n d i r e c t l y ?  O r  should t h e  employee have as much access t o  t h e  Center 's  

, se rv ices  as would h i s  employer, the  l o c a l  government? 

The quest ion of which approach t o  take  was discussed a t  g rea t  length by t h e  
committee, part icula/r ly i n  r e l a t i o n  t o  employee t r a in ing  and ass i s t ance  i n  labor  
negot ia t ions .  Why, i t  was asked, should fhe  Center provide ass i s t ance  i n  labor  
negotiat ions t o  one s i d e  of t h e  bargaining t a b l e  -- t o  t h e  l o c a l  government -- and 
not  t o  the  o the r  s i d e  -- t h e  employee groups -- when t h e  employees a r e  very much a 
pa r t  of what is known as the. publ ic  service?  And why shouldn't! the  employee as 
well  a s  t h e  municipal administrator  be  ab le  t o  go t o  t h e  cen te r  and make known h i s  
t r a i n i n g  needs? 

, The c m i t t e e  concluded t h a t  a strengthening of t h e  publ ic  s e r v i c e  had t o  come 
through management, t h a t  i t  was t h e  management end of government t h a t  is responsible 
f o r  providing se rv ices  t o  const i tuents  i n  as e f f e c t i v e  and e f f i c i e n t  a manner a s  
possible.  

Insofa r  ae t h e  t r a i n i n g  operat ions of t h e  Center were concerned, thk committee 
noted t h a t  employees can and should make t h e i r  t r a i n i n g  needs known t o  t h e i r  super- 
v i s o r s ,  and t h a t  supervisors should develop a pos i t ive  a t t i t u d e  toward t r a i n i n g  and 
recognize t h e  importance -- both t o  t h e  employee and t o  t h e  publ ic  s e r v i c e  a- of an 
employee r e a l i z i n g  h i s  f u l l e s t  po ten t i a l .  

AS f a r  as labor  negot ia t ions  a r e  concerned, t h e  committee cpncluded the re  
should be  c e r t a i n  general  information, such as  i n f o m t i o n  on labor laws, t h a t  
the  Center should make ava i l ab le  t o  employees as  wel l  as t o  l o c a l  governments. 
But the  committee concluded t h a t  employees must look t o  t h e i r  union business agents 
o r  o f f i c e r s  t o  represent  t h e i r  interests i n  t h e  c o l l e c t i v e  bargaining process. In 
f a c t ,  t h i  thought t h a t  t h e  Center should perha$ki a s s i s t  employees i n  t h e i r  labor  
r e l a t i o n s  probably was overly s o l i c i t o u s .  The business agent of a l a r g e  Plinneapo- 
l is  publ ic  employees' union reacted c u r t l y ,  "I don't  need any help.Ii 

The committee f e l t  t h a t  a s s i s t ance  i n  r e c r u i t i n g  -- another funct ion of t h e  
proposed Center -- would be a "strengtheningg' f a c t o r ,  t o  t h e  benef i t  of both t h e  
employee and t h e  l o c a l  government f o r  both would use t h a t  servdce . . . one a s  the  
job-seeker , t h e  o the r  a s  t h e  job-hunter . 



I 

Other proposed functions -- preparat ion of job c l a s s i f i c a t i o n s ,  research i n t o  ' I 
personnel matters ,  an expanded s a l a r y  survey, a manpower inventory, and prepara t ion  
of model personnel ordinances r- would b r ing  drder  ~ u t  of what is now a v i r t u a l l y  
chaot ic  system. These, too,  t h e  committee concluded, would make f o r  a 
s t ronger  publ ic  s e r v i c e  and ~ e d o u n d  t o  the  b e n e f i t  of t h e  publ ic  employee. 

Through its Local Government Center,  then,  the  committee proposes a s t reng-  
thening of the  pub l i c  se rv ice  through a pooled e f f o r t  t h a t  primari ly w i l l  s e rve  
t h e  management s i d e  of government, bu t  w i l l  g rea t ly  improve t h e  l o t  of i ts  
employees. , 

The Voluntaq Nature of the Proposal 

I n  developing i ts  proposal f o r  a Local Government Center, t he  committe$ was 
impressed with how \ jealously each l o c a l  government guards i ts sovereignty. Each 
j u r i s d i c t i o n  i n s i s t s  on exercising i t s  prerogatives regarding whom i t  h i r e s ,  how 
much i t  pays thehi, how much f t  spends on personnel services, e t c .  

\ Any c e n t r a l i z a t i o n  of personnel se rv ices ,  t h e  consnittee concluded, would be  
achieved oyly i f  t h e  various l o c a l  governments were f r e e  t o  p a r t i c i p a t e  o r  no t  
p a r t i c i p a t e .  Thus* while a formal s t r u c t u r e  is proposed f o r  a Local G o v a m e n t  
Center,  use of t h e  se rv ices  of fered  by t h e  Center must remain voluntary: 

The committee r e a l i z e s  t h a t ,  under t h i s  voluntary-uge concept, t h e  success . 
) of t h e  proposed Center w i l l  depend on how much its "customers" make use of it . . . 

how much of a need t h e r e  i s  f o r  it. 
6 

We propose t o  set up shop much a s  a s torekeeper does, and a r e  o p t i m i s t i c  t h a t  
t h e  customers w i l l  walk through t h e  door, Qur study of t h e  personnel systems i n  
t h i s  a r e a  show a s t rong  need -- as  revealed i n  our f indings  and conclusions -- f o r  
t h e  type off se rv ices  t h i s  Center would o f f e r .  Recruit ing,  far example, is conduc- 
t ed  now by individual  governmental u n i t s  with a l imi ted  number of t a x  d o l l a r s  t o  
spend, and each going t h e i r  sepa ra te  ways i n  seeking 302, appl icants .  The Center 
would be equipped t o  conduct a more thorough search and scan a much wider geogra- 
ph ica l  horizon . . . i n  o t h e r  words, do a much b e t t e r  job than t h e  individual  gov- 
ernment could do. 

i 
The proposed method of f inancing is  such t h a t  t h e  Center would dispense gen- 

e r a l  se rv ices  without d5reet  charge t o  t h e  l o c a l  government -- a f u r t h e r  induce- 
ment f o r  us ing  t h e  Center. 

Begihnings cf Joint Effort 

I A concern of t h e  committee, i n  recommending a broad cooperative approach t o  
personnel problem-solving, was whether l o c a l  governments i n  t h i s  a rqa  would be 
recep t ive  t o  t h i s  type of proposal. \ 

/' 
- 

! 
\ 
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I 1 '  . . . . ' ,  - :  
4 me c o r n i t  tee p a w  s.ivei+i b e g h i d &  in f h i s  d i r e c t i o n ,  a n d  !is heartened by - . -  

them. F i r s t ,  t h e r e  were shall ,, sca t t e red  ins tances  of cooperation, such as the) ' 
pol ice-recrui t ing  e f f o r t  of -Eloomington and Butnsvi l l e  ; and t h e  mernsgement t r a i n i n g  
sessions organized by f i v e  northern Ramsey County suburbs. On a l a r g e r  s c a l e  is 
the annual team e f f o r t  i n  negot ia t ing  wsge increases  with t h e  union l o c a l  repre- 
sent ing maintenance men. An even l a rge r -  e f f o r t  involved those communities t h a t  
banded together t o  underwrite the  cos t  of the  1968 s a l a r y  survey. 'These examples 
a r e  de ta i l ed  i n  the committee's finding$ and conclusiorls. Each of these  ins tances  
brought together goyernmental unit$ t h a t  saw a common need and a way of s a t i s f y i n g  
i t  cooperatively. 

I 
A s  i t  looked at  t h e  operat ion of personnel systems i n  the  metropolitan area ,  

the  committee was s t ruck  by the' need f o r  doing things b e t t e r .  It found two per- 
sonnel systems of exceptional  qua l i ty  -- those of the  University of Minnesota and 
Hennepin County. The committee concluded i t  might w e l l  be  t h a t  these two systems 
would make no use of the proposed Cent&. Yet i t  saw areas  -- l a b ~ r  negot ia t ions  
f o r  the  county and r e c r u i t i n g  f o r  t h e  University -- where they very w e l l  might tu rn  
t o  ' t h e  Center. And t h e  committee saw many areas  where o the r  gmernmental u n i t s  
should t u r n  t o  the Center f o r  ass is tance .  

/ , / 

Speclf i c R e ~ m e n d . a t i o n s  

The committee vlewed a s  "natyra ln  the  inybhehen t  i n  the proposed center  of 
the Matropbli tan  SEitction of tlie Ledgue of Ffinnesata- MunicipblitiCS , represent ing 

I about 50 of t h e  m u n i ~ i p a l i t i e s  ' i n  the seven-coirnty area, and the k t r o p o l i t a n  In te r -  
County Council $ an asssdocfation of the seven metropolitan a u n t f e s  -- Anoka, Carver, 
Dakota, Hennepin, Ramsey, S c o t t  and Washington -- plus Wright County. > 

\ 

Less k l e a r k o  the  committee i n i t i a l l y  were the  o the r  associa t ions  o r  organiza- 
t ions  t h a t  should be included i n  the  sponsoring o r  parent  s t r u c t u r e ,  We decided t o  
include the  Metropolitan CouncPl because of the  prime r o l e  i t  has been given i n  
metropolitan a f f a i r s .  We a l s o  decided, t o  include the  S t a t e  Planning ~ g e n c y  'S 
Office of Local and Urban Af fa i r s ,  whikh functions statewide but  has a s i z a b l e  , 
"cl iente les '  i n  the  metropolitan area. 

The committee decided agains t  including school d i s t r i c t s  i n  t h e  organizat ional  
s t r u c t u r e  from the  beginning. Committee members c l e a r l y  saw the  value of t h e  Cen- 
t e r ' s  services  t o  school d i s t r i c t s  , mainly i n  regard t o  noncer t i f  i ca ted  (non- 
teaching) personnel,  but  they were unsure i f  the  school d i s t r i c t s  a l s o  would s e e  
t h a t  value and make use of  t h e  Center. The Educational Research and Bevelopment 
Council, representing superintendents of more than 40 school d i s t r i c t s  i n  the\  area ,  
was seen by the committee as a l o g i c a l  pa r t i c ipa t ing  organizat ion a t  some fu tu re  
time. The c o r n i t t e e ,  as i t  wds completing its repor t ,  was encwraged to  hear tha t  
the  ERDC was considering joining i n  t h e  1949 s a l a r y  survey sponsored by the  League 
of Minnesota P h n i c i p a l i t l e s ,  &ts Mktropolitan Section,  and the  Inter-County Council. - 



I 
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The University of Plinnesota was not  included i n  t h e  proposed Center s t r u c t d r e  
d j r e c t l y ,  but  the  committee recognized i t  has been v i t a l  t o  t h e  exis tence  of the  
League of Minnesota E b i c i p a l i  ties, which has o f f  i c e s  on t h e  IUnneapolis campus, 
and t o  the  s h o r t  courses, conferences and o t h e r  t r a i n i n g  a c t i v i t i e s  sponsored by 
t h e  League. Therefore, we recommend a c lose  l i n k  between t h e  Center and t h e  Uni- 
v e r s i t y  i n  the  educationally o r i en ted  areas  gf researkh and t r a in ing .  This ,  w e  
be l i eve ,  is  i n  keeping with t h e  '~comrn~nivers i ty '~  p r inc ip le  -- the  Universi ty I 

serving t h e  community -- declared by Pres ident  Falcolm Moos. 
/ 

Where t h e  proposed Center should be  located  was discussed a t  length by t h e  
committee. It saw mer i t  i n  having o f f i c e s  near  o r  bn t h e  Universit-y campus, s i n c e  
the  League of Xinnesota Elunicipal i t ies  i s  there ,  and t h a t  a rea  w i l l  b e  r ead i ly  
access ib le  by freeways. But i t  decided t o  leave  t h a t  decis ion  t o  those es t ab l i sh -  
ing  the  Center.  

7 It should b e  noted t h a t ,  while t h e  committee was preparing its repor t ,  a 
$/15,ODO f e d e r d  grant  t o  provide c e r t a i n  personnel se rv ices  s ta tewide  was obtained 
by the  League of Ylinnesota Munic ipal i t ies ,  i t s  ~ l e t r o ~ o l i t a n  Section,  the  Associa- 
t i o n  of Ninnesota Counties, t h e  l.!etropolitan Inter-County Council, and the  Off ice  
of Local and Urban Affa i rs .  The sum spent  on ' the s a l a r y  survey was considered t o  
be matching funds f o r  t h a t  g ran t ,  obtained under T i t l e  I X  of the  Demonstration 
c i t i e s  and Ketropoli tan Development Act 09 1966. Emphasis w i l l  be  placed on pro- 
v id ing ass i s t ance  i n  labor  r e l a t i o n s ,  preparing pos i t ion  c l a s s i f i c a t i o n  and s a l a r y  
glans and personnel ~ r d i n a n c e s ,  and i n  carrying o u t  j o i n t  r e c r u i t i n g  and examining , 
programs. 

I n  the  c u m i t t e e ' s  view, here  were the  beginnings of what i t  had been t a l k i n g  I 

about -- a copperative e f f o r t  t o  meet personnel needs i n  a more e f f i c i e n t  manner. 
Here is something bn which t h e  committee's proposal f o r  a Local Government Center 
can bu i ld .  .., . - '. .- * <" ' .. . . .. - . . - 

I - .  

Center S t r u c t m  

S p e c i f i c  reco.mendations on how many persons should serve on t h e  propos'ed 
operat ing cornmitt-ee, and what t h e i r  terms ihould be ,  were l e f t  undecided by t h i s  
committee, which defer red  those quest ions t o  th.e orgariizations, c rea t ing  t h e  Local 
Goverweht ~ ~ t h r  .' 1 , 

On t h e  &rface ,  it might appear unwieldy f d r  t h e  executive d i r e c t o r  of the  
proposed Center t o  submit program and budget mat ters  a t  l e a s t  annually t o  boards 
of the  parent  organizat ions f o r  review and approval. But t h e r e  was s t rong  fee l ing  
on t h i s  committee t/hpt the  Center should not  bq l e f t  t o  opera te  by i t s e l f  somewhere 
out  i n  left f i e l d ,  s o  t o  speak. The col&ttee ' f e l t  t h a t  if t h e  Center were respon- 
s i v e  t o  the needs of its "cust~mers" -- and it & o d d  -have t o  b e  'under t h e  voluntary- 
use concept -- t h e  executive d i r e c t o r  w ~ u l d  have no i roub le  "selling'" h i s  program t o  
the  boards representing those customers. A i 

1 



The committee spent  a majori ty of i ts  time studying r e c r u i t i n g  and t r a i n i n g  
aspects ,  and these  emerge i n  t h e  recommendations as prime a reas  of a c t i v i t y  f o r  
t h e  proposed Local Government Center. 

I n  view of the  t i g h t  labor  market e x i s t i n g  f o r  a l l  c lasses  of employees, and 
t h e  growing need f o r  top-quality personnel,  t h e  committee sees  r e c r u i t i n g  assist- 
ance as  a p r i o r i t y  se rv ice  t h a t  w i l l  have ready accep tab i l i ty .  I n  t h e  t r a i n i n g  
area ,  of course, t h e  Center would be  s t a r t i n g  with programs t h a t  already e x i s t  and 
already have acceptance, and would be bui ld ing them i n t o  something b e t t e r  t h a t  
should have g r e a t e r  acceptance. 

Assistance i n  labor ne.gotiations was seen by the  committee as a need t h a t  w i l l  
grow i n  importance with t h e  increas ing a c t i v i t y  of  employee groups. Many adminis- 
t r a t o r $  w i l l  be  coming face t o  face  with labor r e l a t i o n s  problems f o r  t h e  f i r s t  
time, a s  unions extend t h e i r  a c t i v i t y  i n  coming years t o  new governmental ju r i sd ic -  
t ions .  The committee f e l t  t h a t  a s s i s t ance  w i l l  be e s s e n t i a l  . . . ass i s t ance  i n  
Labor law, i n  c o l l e c t i v e  bargaining technique, i n  t h e  handling of grievances, etc. 
In  t h i s  regard,  i t  was notea t h a t  the  new technical  ass is tance  program mentioned 
e a r l i e r  i n  t h i s  discussion sec t ion  has secured t h e  s e r v i c e s  of Professor Cyrus 
Smythe, of t h e  University of Ninnesota I n d u s t r i a l  Relat ions Center, a s  a part-time 
co~isu l t an t  i n  l abor  matters .  

. The many "other aspects  of personnel managementr' recommended as se rv ices  of 
the  proposed Center a r e  areas of demonstrated need, as l i s t e d  i n  our f indings and 
conclusions . 

b 

The research a c t i v i t y ,  c spec iq l ly ,  was seen by t h i s  committee as an important 
area  i n  which nothing much is bein3 done l o c a l l y .  One area  -- performance stand- 
ards -- was s tudied s p e c i f i c a l l y  by a subcommittee t h a t  saw the  necess i ty  f o r  s e t -  
t i n g  s tandards ,  bu t  f u r t h e r  saw t h a t  i t  becomes an involved problem wheri you t a l k  
about j u s t  how you go about formulating a recommendation f o r  t h e  many governmental 
s t r u c t u r e s  i n  t h i s  area.  The committee concluded t h i s  is a subject  a rea  where 
s p e c i f i c  study i s  needed. 

Not included i n  the  committee's s tudy,  because they do not dea l  s p e c i f i c a l l y  
with personnel mat ters ,  were technical  a s s i s t ance  i n  f i n a n c i a l  administrat ion and 
l e g a l  services .  The l a t t e r  is now being provided t o  some degree by t h e  League a4 
Fiinnesota l!unicipalities. The committee concluded t h a t  these  se rv ices  might wel l  
be a p a r t  of t h e  Center 's operatjmns, but  made no recommendation s i n c e  they a r e  
beyond t h e  scope of our study. 

Staff 

The committee d id  not draw up a t a b l e  of organizat ion,  s p e l l i n g  out  how many 
s t a f f  members would be needed and what t h e i r  d u t i e s  would be. It was f e l t  t h a t  

.I the  proposed Local Government Center would not  spr ing up full-blown, s i n c e  its 
s being is so  t o t a l l y  dependent upon t h e  f inancing i t  can marshall ,  and upon t h e  

se rv ices  t h a t  t h e  l o c a l  governments would want i t  to perform. 
h 



An exc i t ing  par t  of the  proposal,  i n  the  committee's view, is the  recommends- . 
t ion  t h a t  t he  Center maintain a r o s t e r  of experts  i n  various governmental a c t i v i -  
t i e s  . . . men who could go out  t o  o ther  communities and provide advice and assist- 
ance on a consult inp bas i s .  Concern was expressed t h a t  t h i s  might i a t e r f e r e  with 
services  now offered by p r iva te  consultants ,  but  invest igat ion indicated t h a t  t h i s  
would not be the  caser Consultants are not  concerning themselves with such re la -  
t i ve ly  small  problems a s  garbage co l lec t ion  and accounting systems, two areas  
where advice might be valuable. It j u s t  doesn't pay f o r  them t o  do so.  

I n  recommending t h a t  the  parent  organizations f inance ''some s i gn i f i c an t  
portion" of the  Center 's budget, the  committee recognized t h a t  funding by at l e a s t  
two of the  organizations might not add up t o  much. The Metropolitan Section's  
parent ,  the  League of ltinnesota Elunicipalities, has a 1968-69 budget of $151,600, 
bu t  the  Section i t s e l f  has an annual income of only about $23,000. The In te r -  
County Council has a 196C budget of $40,000. And they could d ive r t  only par t  af  
those sums t o  support the  Center. 

The bulk of the  f inancing,  a s  the  Center becomes a working agency, w i l l  have 
t o  come from other  sources mentioned - . . . from federa l ,  s t a t e  and foundation 
money. 

\.hat f edera l  money might be avai lable  can be seen i n  a Housing and Urban-. 
Development Department proposal l a s t  August t o  the  Pietropolitan Council. HUq 
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inv i t ed  the  Council t o  undertake a metropolitan manpower study, sharing the  cost  
on a one-third ( loca l )  and two-thirds ( federa l )  bas i s .  The Council concluded i t  1 
w a s  not i n  a pos i t ion  t o  do s o  at  t h i s  t i m e ,  but  would consider i t  f o r  1969. The 
executive d i r ec to r  reported he hated tco tu rn  down the  inv i ta t ion ,  but  h i s  s t a f f  was 
loaded with work and support money was not immediately avai lable .  fie t r i e d  t o  
develop i n t e r e s t  i n  o ther  agencies f o r  t h e  study. This could very well  be  a pro- 
j e c t  f o r  t he  proposed Local Government Center. 

The recommendation t h a t  the  Legis la ture  a l l oca t e  funds is couched i n  general 
t e r m s .  But the  committee suggested a s p e c i f i c  source i n  i ts  discussions:  t h e  
Property Tax Relief Fund. The suggestion was made t ha t  metropolitcrn counties and 
municipal i t ies  request  the  Legis la ture  t o  take  a c e r t a i n  sum, say $100,000, from 
monies they get  annually from the  fund and t a rge t  t h a t  amount f o r  t h e  Center. If 
t h a t  financing were provided, indiyidual  governments could not  op t  out  and, i n  
f a c t ,  would be encouraged t o  use the services  of the Center because they would 
have a very r e a l  s t ake  i n  it. 



The Ci t izens  League has  long been concerned with ways t o  improve the  publ ic  
s e r v i c e  and thereby s t rengthen l o c a l  government i n  t h e  metropolitan area.  Research 
committees i n  t h e  e a r l y  yea r s  of the  ~ e a ~ u e ' s  exis tence  i ssued four r epor t s  recom- 
mending changes i n  ve teran ' s  p r e f e ~ e n c e  laws. A r epor t  on the  need f o r  a uniform 
merit  personnel system f o r  Hennepin County was re leased Way 10, 1965, and provided 

I t h e  b a s i s  f o r  t h e  county's present  Personnel Department. 
I 

In t he  f a l l  of 1967, t h e  Board 06 Direc tors '  c rea ted  t h i s  Committee on S t r e w -  
Fhening t h e  Publ ic  Service and d i rec ted  i t  t o  determine the  f e a s i b i l i t y  and des i r -  
a b i l i t y  of a continuing me~hanism wi th in  the  W i n  Cities a r e a  t o  work c e n t r a l l y  on 
four  pressing problems i n  pub l i c  employment : t h e  recruitment gf candidates, p a r t i -  
cu la r ly  from o u t s i d e  the  metropo&itan area ;  the  in-service t r a i n i n g  of pub l i c  
employees ; the  resolu t ion  of d isputes  involving b a s i c  i s s u e s  of  representa t ion  and 
bargaining,  and t h e  r e so lu t ion  of d isputes  involving compensation of publ ic  employ- 
ees.  

A t o t a l  of ?? members p a r t i c i p a t e d  i n  t h e  de l ibe ta t ions  of  the  Ci t izens  League 
committee on Strengthening the  Publ ic  Service., Chairman was ~ a r o l d  D g  F ie ld ,  J r -  , 
a Minneapolis a t  tomey  . Other members were Donald H. Anderson, S t .  C l a i r  Beeman, 

) Mrs. Hy J. Brandwein, Robert C. Burton, Robert A. Chapman, T. B .  Cor le t t ,  Jr- 
Vince C. For res t ,  James W. Fritze;. Glen Gdles, Lloyd Graven, Ed ~ a m i l t o n ,  George C. 
B i t e ,  Frank Laegeler,  Richard L a d e r t o n ,  D r .  Theodore Lindbom, S t u a r t  R e  Petersnn,  
Kenneth E. Pe t t i john ,  John Proctor ,  Sidney Schwartzfield, Ramon L. 
Stave, Paul  Van Valkenburg and L e s l i e  b. Westin. The committee was a s s i s t e d  by , 

# James J. Carney, Ci t izens  League research associa te .  
0 

I The committee he ld  its f i r s t  meeting November 28, 1967. There were a t o t a l  of 
27 meetings of the  f u l l  committee, most of them luncheon sess ions .  I n  addi t ion ,  a 
subcommittee on performance standards he ld  two meetings, and another  subcommittee 
t o  r e f i n e  the  Local Government Center proposal held four meetings. 

The following resource persons appeared before the  committee: 

Glen Galles,  manager of organiza t ion  planniag, The P i l l sbury  Company, 
Robert S. Reed, research d i r e c t o r ,  l l innesota Education Association. 

, Dean Lund, executive sec re ta ry ,  Eet ropol i tan  Section of the  League of 
Minnesota Munic ipal i t ies .  

Nathaniel Ober, a s s i s t a n t  superintendent  f o r  secondary education, 
Minneapolis Publ ic  Schools. I 

Lloyd Graven, d i r e c t o r  of s p e c i a l  p ro jec t s ,  Universi ty of l f innesota I 
/ General Extension Division. 

I R u s s e l l  J. Rosendahl, personnel r e l a t i o n s  supervisor ,  Northwestern 
/ Bel l  Telephone Covany. c 

John Proctor ,  d i r e c t o r ,  Mnpeapolis  C i v i l  Service  Department. 
John Haider, d i r e c t o r ,  S t .  Paul C i v i l  Service Department. 
Leo Bernat,  consul tant  on Civil Service and employees' insurance - programs. 

e 
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~ r & k  Pieper,  d i rec to r ,  University of lunneso ta C i v i l  Service 
Department. %\ 

David Kennedy, d i r e c t o r ,  Off ice  of L D C ~  and Urban Af f a i r e ,  I 

State'  Planning Agency. 
Donald Wobd, executive director , \Twin City Hospital  Association. 
Arthur Naf ta l in ,  Nayor of @inneapolis. / 

John Hanson, d i rec to r ,  Hennepin County Personnel Department. 
CslmiJle'lAndre, (former) c i t y  manager, S t .  Louis Park. 
Robert Knoch, associa tb ,  -Stanton ASsociates , Inc. 

> 

1 Detailed minutes of committee meetings were prepared and c i rcu la ted  t o  a l l  
committee members and t o  an extensive l is t  of public o f f i e i a l a  and labor  represent- 
a t i v e s  concerned with t h e  publ ic  service. i 

\ 

i The s t a f f  made a number of contacts  i n  pbrson and by telephone t o  gather  in-', , 
formation and discuss aspects  of the  repor t .  Those contacted include? John W. 
Jackson, d i r e c t o r ,  &nnesota c i v i l  Service Department ; Vera hikins ,  (former) t r a in -  

\ 

ing  d i r e ~ t o r , ~ M f n n e s o t a  C i v i l  Service Department; Wallace F. Dqerr-, executive 
I sec re ta ry ,  Municipal Employees Retirement Board; Herbert G. Henkman, Jr . , and John 

J. Flagler ,  University of Minnesota Industr ial ,  Relat ions Center; Mrs. Antbna 
Richardson, d i r e c t o r ,  Study f o r  t h e  Univera$.ty of Minnesota ~ d h s o r y  Conpnfttee on ' 
F i r e  Protec t ion ahd F i r e  Prevention Education; Richard Turnlund, ~ o s e d l l e v i l a a g e  
manager'; Robert Bruce, a s s i s t a n t  Minneapolis c i t y  coordinator; A. Bertram Locke , 
Associated Indus t r i e s  of Hnneapo l i s ;  Charles Bridge, American Arb i t ra t ion  Associa- 
t ion ;  Archie M. Shand, representa t ive ,  City and County Laborers Union Local %3; 
Nick Schneider, represedta t ive ,  S ta te ,  County and Municipal Employees Local 8 ;  
'Robert Woodworth, Jr., d i r e c t o r  of  col lege  recqui t ing ,  C a r g i l l ,  1nc.;-Vqn D. • 

Mueller, executive sec re ta ry  , ~ d u c a t i o n a l  Res earch and Development Council ; CgrrolJ. 4 
C. Jargensen, adminis t ra tor  , Ramsey County C i v i l  Service Department ; Ramon L. Stave , 
t r a i n i n g  d i r e c t o r ,  Hennepin County Personnel Department; Thomas Gleason, a s s i s t a n t  
d i r e c t o r ,  S t .  Paul C i v i l  Service Department; and Larry Granger, adminis t ra t ive  a ide ,  
Bloomington. t 

I \ 

The cormnitt~e wants t o  thank a l l  these  people f o r  t h e i r  wi l l ingness  t o  provide 
information. It a l s o  wishes t o  thank those o f f i c i a l s  i n  the  64 suburban communi- 

I ties who took t h e  t rouble  t o  compLete its qtlOstionnaire on the i r \pe r sonne l  p r a c g c e s .  
/ 


