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FINDINGS R3COi41VIENDATIONS 

1. Hennepin County government, with about 2,800 employees, is  one of the  
few urban counties outside of the  South with no uniform merit or  c i v i l  service per- 
sonnel administration system covering a l l  employees. However, approximately 63% of 
county employees a re  current ly  covered by two separate merit personnel plans, one 
f o r  welfare employees, and one f o r  employees under the  County Board. 

Three other areas  of county government covering most of the  r e s t  of t he  
employees, the  two courts  and the  independent e lected o f f i c i a l s q  off ices ,  operate 
independently and according t o  whatever personnel p rac t ices  t h e i r  e lected heads may 
choose t o  s e t  up f o r  the  separate offices,  courts o r  departments under t h e i r  control. 

The elected heads of these u n i t s  a r e  responsibls only t o  the  Legisla- 
t u r e  which, i n  e f f ec t ,  performs the  wage and sa la ry  administration function f o r  
these u n i t s  by passing evsry two years  on a long se r i e s  of appropriations, each one 
covering a separate department, off ice ,  court  o r  group of employaes. There i s  l i t t l e  
opportunity f o r  the  Legislature t o  review the  departments or  f o r  the  county o f f i c i a l s  
or  judges t o  explain t h e i r  personnel problems t o  the  Legislature. As  a r e su l t ,  the  
Legislature generally pares down the l e g i s l a t i v e  requests of the  o f f i c i a l s ,  judges 
and employee representativss,  bu t  grants  an across-the-board percentage r a i s e  t o  a l l  
employees, with a s e t  limit applicable t o  a l l .  This continued practice has over t he  
years played a g rea t  pa r t  i n  creat ing a chaotic, uncoordinated wage s t ruc ture  in many 
areas  of county government, which may be characterized a s  very generous f o r  the  rou- 
t i n e  non-professional jobs, but insuf f ic ien t  t o  a t t r a c t  top qua l i ty  persons t o  many 
of the professional and managerial jobs requiring specia l  education and training.  

2. I n  areas of county government not under ex is t ing  merit  personnel plans, 
especial ly  i n  the  departmznts of son9 of tiie independent e lected county o f f i c i a l s ,  
the  committee has found a wide departure from generally accepted sound standards of 
personnel administration i n  p ~ k l i c  employment, This i s  characterized, f o r  example, 
by the  following: 

. No c i a s s i f i ca t i on  of jobs consis tent  with sound personnel practices. 

Unequal pay f o r  equal jobs. 

Failure t o  equate wage scales  with community patterns,  with resu l t -  
ing excessive pay f o r  some jobs and low pay f o r  other jobs, 

No protection aga ins t  inequitable treatment of employees in wage 
sett ing.  



. Same pay f o r  jobs requirin:; d i f f e r e n t  l e v e l s  of t r a i n ing  o r  
competence. 

. Differant  hours, holidays a d  other  employee bene f i t s  a s  between 
departments. 

. Insuff ic ient  personnel records i n  some depz-tments. 

. Mon-existent o r  i n s u f f i c i e n t  wr i t t en  job spec i f i ca t ions ,  r u l e s  or  
standards f o r  job performance. 

. Different  pay f o r  i den t i c a l  jobs wi thin  a department. 

Lack of incentives due t o  Legis la ture ' s  policy on ra ises .  

. No compatitive examinations on hir ing.  

. No formal rec ru i t ing  t o  f i l l  vacancies. 

. No protect ion aga ins t  nepotism, favor i t i sm o r  p o l i t i c a l  influence 
i n  h i r i ng  o r  promotion. 

. Transfsrs  between departments d i f f i c u l t  t o  meet changing personnel 
requirements. 

. No formal in-service t ra in ing.  

. No job evaluation. 

. 30 formal personnel evaluation. 

Raises j u s t i f i e d  on b a s i s  0;" what another o f f i c i a l  i s  paying, but  
l i t t l e  o r  no coordination on wage o r  c l a s s i f i c a t i o n  matters  
betxeen o f f i c i a l s .  

3. The committee bel ieves  t h a t  an overa l l  uniform county merit  personnel 
plan i s  long overdue and sore ly  needed f o r  Hennepin County. 

4. The committee hzs s tudied t he  proposed b i l l  before  t he  Legis la ture  and 
bel ieves  it meets t h e  accepted standards of a des i rab le  meri t  system. It i s  Y l e x i -  
b le"  enough t o  provide a sound bas is ,  if wel l  administered, f o r  an upgrading of t he  
county public se rv ice  and f o r  a t t r a c t i o n  t o  public employment of qua l i f i ed  profess- 
ional ,  technical  and other  personnel. The plan appears t o  overcome t h e  shortcomings 
general ly  ascribed t o  c i v i l  service  plans which a r e  "too rigidc'. We urge t h e  Legis- 
l a t u r e  t o  enact  t he  proposed b i l l  (H.F. 1839) t h i s  session a s  a v i t a l l y  necessary 
and overdue reform of Hennepin County government. 

5. The committee has several  spec i f i c  observations on ce r t a i n  p a r t s  of 
the  b i l l  and suggestions f o r  changes, a s  follows: 

a )  The suggestion of t h e  D i s t r i c t  Judges t o  amend t h e  proposed law 
so t h a t  tkex, r a t he r  than t h e  Personnel Board, could s e t  sa la ry  
and wage schedules within t he  Department of Court Services should 
not  be followed. Such amendment would open t h e  way f o r  o ther  - 



s imi la r  exceptions t o  be made i n  t he  law f o r  o ther  o f f i c i a l s  and 
would r e s u l t  i n  rendering t h e  plan i ne f f ec t i ve  with regard t o  one 
of i t s  main Furposes -- encouragement of a uniform system of 
treatment of a l l  county employees wi thin  a framework f l e x i b l e  
enough t o  provide f o r  t he  unique needs of t he  var ious  departments 
(see Sec. 4, Subd. 2b9 of t h e  proposed b i l l ) ,  

b )  To meet t he  spec ia l  needs of many of t h e  aFeas of county govern- 
ment f o r  professionally-trzined o r  espec ia l ly  experienced persons, 
a f l e x i b l e  "rule of three" on personnel hirini?; must be maintained, 
with c lose  a t t en t i on  paid by t he  Personnel Director and Personnel 
Board t o  the  spec ia l  needs of departments. Support f o r  t he  b i l l  
on t h e  p a r t  of t he  County Attorney, Director of Court Services, 
Hospital  Administrator and others  i s  predicated on t h e i r  confidence 
t h a t  t h i s  f l e x i b i l i t y  w i l l  ex i s t .  Opposition t o  t he  b i l l  on t h e  
p a r t  of t h e  Probate Judge, Sher i f f  and o thers  i s  based primari ly on 
t h e i r  f e a r  t h a t  spec ia l  personnel needs wi thin  t h e i r  a reas  may not  
be met under t h e  plan. The committee i s  confident  t h a t  t he  plan a s  
now proposed, with sound professional  adnrinistration, w i l l  work 
wel l  i n  t h i s  regard. However, we oppose any move t o  amend t he  

ropossd b i l l  with regard t o  a f l e x i b l e  "'rule of threeq' (see Sec. I;, Subd. 2aa(4) ). 

c )  The committee objects  t o  inclus ion i n  t he  law of a provision t h a t  
t h e  three-man personnel board s h a l l  include "representat ives of 
management and labor" ( ~ e c ,  3, Subd, l ) ,  and recommends t h a t  t h i s  
language be s t r i cken  a s  too r e s t r i c t i v e  and a s  a cause f o r  possible 
fu tu re  bickering,  If t h e  Legis la ture  wishes t o  r e t a i n  t h i s  langu- 
age, we suggsst, in the  a l t e rna t ive ,  t h a t  t h e  s i z e  of this board 
might be increased t o  f i v e  persons. 

We have every confidence t h a t  any County Board with the  i n t e r e s t s  
of sound plzblic personnel administrat ion i n  mind w i l l  very  care- 
f u l l y  weigh t h e  l eg i t imate  i n t e r e s t s  of t h e  public, of employees, 
of t he  e lec ted  and appointsd o f f i c i a l s  and others,  in making 
appointments t o  t h e  Personcel Board. We a r e  a l s o  confident t h a t  
maintaining t h e  confidence or" a l l  a f fec ted  groups w i l l  be uppermost 
i n  the  minds of Personnel Board members and of any Personnel Direc- 
t o r  they may appoint. Sound and impar t ia l  administrat ion of t h e  
personnal plan i s  e s sen t i a l  t o  i t s  effect iveness  and t o  i t s  ulti- 
mate acceptance by county employees, o f f i c e r s  and the  public, 

d )  We recomnend t h a t  provision be made i n  t h e  law (Sec. 4, Subd. 2a) 
f o r  due no t ice  t o  a l l  o f f i c i a l s ,  department heads and employees of 
a l l  r u l e s  f o r  t he  c l a s s i f i e d  service  o r  proposed r u l e  changes. In  
t h i s  regard, we note t h a t  t he  l a w  i s  not  scheduled t o  go i n t o  
e f f ec t  under t h e  proposal until. January 2, 1967, so t h a t  the re  
should be ample time f o r  consul ta t ion between a l l  a f fec ted  persons, 

e )  We suggest tha t ,  i f  t h e  e f f ec t i ve  da t e  of t he  law i s  s e t  a s  now 
proposed, as of January 2, 19679 the  County Board a s  soon a s  
p rac t i cab le  appoint t h e  Personnel Board and t h a t  the  Personnel 
Director be appointed by t h e  Personnel Board a s  soon a s  possible 



thereafter.  This would a1l.ot.r f o r  changeover t o  the new plan being 
accomplished smoothly and with suff icient  time f o r  the Personnel 
Board and Director t o  work with a l l  affected o f f i c i a l s  and employees 
t o  plan f o r  the changeover. 

f )  We recommend tha t  a provision be added t o  the law as  a new Section 
4, Subd. 2a ( l l ) ,  providing for  the rules  f o r  the c lass i f ied  service 
t o  be adopted by the Personnel Board t o  include rules: !*Governing 
employee participation i n  po l i t i ca l  activity." 

g ) In Sec. 4, Subd. 2a(l) ,  Line 4, we suggest tha t  an added considera- 
t ion  on employment, "medical condition", be added so tha t  the 
l i s t e d  factors  sha l l  read '@age, qualifications,  residence, sex, or 
physical ormedical  c o n d i t i ~ n . ~ '  Medical condition i s  a generally 
accepted cr i te r ion  and should be included. 

h )  The t i t l e  of Section 9 of the  b i l l  "Classification of Ehployeesgs 
should be changed t o  read 8sClassification of Positions". 

i )  The Legislature should consider providing i n  the b i l l  f o r  a rule  
t o  be adopted by the Personnel Board governing leaves of absence 
f o r  persons i n  the classif ied service t o  accept appointments i n  
the unclassified service. Many personnel plans give protection 
f o r  such persons by providing tha t  they may return t o  the classi-  
f i ed  service without los s  of r ights  or  benefits by vir tue of t h e i r  
having accepted appointment i n  the unclassified service. 

j )  The Legislature should consider specific provision in the b i l l  f o r  
public .notice of the  holding of competitive examinations. Many 
model plans so provide. 

k) The committee believes tha t  the proposed veterans preference pro- 
visions a re  vast ly superior t o  the existing r ig id  veterans prefer- 
ence i n  county government which i n  some departments has made it 
v i r tua l ly  impossible for  a non-veteran t o  gain promotion. The b i l l  
would allow fo r  veterans preference on hiring, but not on promo- 
tions,  where job performance, seniori ty  and other factors  would 
govern. 

1) While the committee understands the d i f f i c u l t i e s  involved i n  pro- 
viding f o r  a mandatory age 65 retirement i n  county government 
because of the great  number of county employees who are  over 65 
in age, we believe tha t  the existing s i tua t ion  of no retirement 
age fo r  county employment is unsatisfactory and tha t  the proposed 
b i l l q s  provisions f o r  a gradual cutback t o  age 65 a re  f a i r  and 
desirable, 



The C i t i z e n s  League Board d i r e c t e d  our  committee t o  cons ider  t h e  need f o r  
a uniform personnel  system f o r  Hennepin County and s p e c i f i c a l l y  t o  s tudy t h e  l e g i s l a -  
t i v e  proposal  of t h e  Hemepin County Board o: Commissioners f o r  e s t a b l i s h i n g  a un i -  
form county-wide personnel system on a m e r i t  b a s i s .  The Committee has  m e t  n ine  times, 
t h r e e  of t h e  meetings a t  long, n i g h t  sessions.  

Persons who have appeared be fo re  our  committee have included: Zd Ryan, 
Hennepin County She r i f f ;  he lv in  J. Peterson,  Probate Court Judge; George A. Totten, 
Jr., County Treasurer;  Henry Grabow, Deputy Clerk, D i s t r i c t  Court; 0. J. Kaasa, 
Deputy Traasurer;  John Hanson, Hennepin County Personnel Direc tor ;  S tanley  Cowle, 
County Budget and Purchasing Office; Hobert Janes ,  Chairman, County Board; Jack 
Provo, County Com~iss ione r  ; Owen B. Stubben, General Hospi ta l  Administrator;  George PI. 
Sco t t ,  County Attorney; Douglas 8. h d a h l ,  D i s t r i c t  Judge; Donald Head, k s s i s t a n t  
Administrator ,  Ramsey County C i v i l  Se rv ice  Commission; and Ja!nes Allen, k s s i s t a n t  
D i rec to r  of Court Services.  

I n  add i t ion ,  t h e  comqit tee s e n t  a ques t ionna i r e  ( m i b i t  X a t  t h e  back of 
t h i s  r e p o r t )  t o  a l l  e l e c t e d  and appointed county o f f i c i a l s ,  t o  judges of bo th  c o u r t s ,  
and t o  bus iness  r e p r a s e n t a t i v e s  of county employees and rece ived  a number of w r i t t e n  
responses, inc luding  l e t t e r s  from Ben K. Al l i son ,  d e g i s t e r  of Deeds, P h i l i p  C. 
Schmidt, Clerk of D i s t r i c t  Court, and Paul if!. Kcve, D i rec to r  of Court Services.  
Severa l  comnittee members v i s i t e d  departments of county government and d iscussed  
personnel  problems witn dspartment heads. In add i t ion  t o  t h e  appearance by t h e  
Ramsey C o ~ n t y  k s s i s t a n t  C i v i l  Serv ice  Administrator ,  t h e  s t a f f  h a s  reviewed t h e  
St. Louis County plan,  t h e  S t a t e  of Minnesota C i v i l  Serv ice  Lules,  t h e  Hennepin 
County Plan i n  e f f e c t  now f o r  employees under t h e  j u r i s d i c t i o n  of t h e  County Board, 
and s e v e r a l  S'modelY' personnel plans. 

The committee has s tud ied  s e c t i o n s  of t h e  1965 Hennepin County budget and 
of t h e  s a l a r y  and a;?ropriation b i l l  of t h e  departments n o t  under t h e  j u r i s d i c t i o n  
of t h e  County Board, and r e l a t e d  mater ia l .  

Piembers who p a r t i c i p a t e d  i n  t h e  committeevs work include:  John W. Pulver,  
Chairman; Raymond Black, Robert Burton, Loren Cahlander, Ro je r t  Chapman, Ivks. John 
Coe, Dennis Lunne, James F r i t z e ,  Glen Gal les ,  Robert Holtze, James Jorgenson, Vernon 
Kowalsky, Gerald Larson, L. &und Leipold, Tom Haetzold, Daniel NcCoy, Charles 
Mungesser, Donald Peddie, Robert Po r t e r ,  Hobert Proctor ,  John Savage, Prof. Lloyd &Ia 
Short ,  and Harry Sutton,  The committee inc ludes  s e v e r a l  persons who a r e  personnel 
admin i s t r a to r s  i n  governnent a s  w e l l  a s  personnel  expe r t s  i n  t h e  p r i v a t e  sec tor ,  

HISTORY, BACKGROUND AMD - RTCJJJT DDZLOPMi3NTS 

Hennepin County government i n  1965 remains almost a lone  of t h e  l a r g e  urban 
coun t i e s  ou t s ide  of t h e  South wi th  no c e n t r a l i z e d ,  uniform county-wide personnel plan. 
Both St.  Louis County ( ~ u l u t h )  and Ramsey County (St ,  ~ a u l )  i n s t i t u t e d  county c i v i l  
s e r v i c e  e a r l y  i n  t h e  second world war, b u t  t h e r e  was s u f f i c i e n t  oppos i t ion  among 
e l e c t e d  o f f i c i a l s  and l e g i s l a t o r s  i n  Hennepin County t o  prevent  enact~flent  f o r  Hennepin 
County of t h e  r a t h e r  r i g i d  c i v i l  s e r v i c e  p l ans  envisioned i n  t h e  l e g i s l a t i o n  f o r  t h e  
o t h e r  two major coun t i e s  of t h e  s t a t e .  So personnel  admin i s t r a t ion  f o r  Hennepin 
County was l e f t  unchanged, which meant t h a t  t h e r e  was no personnel  adminis t ra t ion  



except  t o  t h e  e x t e n t  t h e  va r ious  sepa ra t e  e l + c t e d  o f f i c i a l s  and judges i n  t h e  county 
chose t o  s e t  up m l e s ,  r egu la t ions  o r  s t ands rds  f o r  employment wi th in  t h e i r  own 
departments o r  j u r i s d i c t i o n s .  

One change, however, was made. E l e  independent e l e c t e d  o f f i c i a l s  (who a r e  
now t h e  Attorrrey, Auditor,  Clerk of D i s t r i c t  Court, Probate Judge, Court Commissioner, 
S h e r i f f ,  Superintendent  of Schools, Reg i s t e r  of Deeds, and Treasurer )  formed a com- 
mission and commenced t h e  p r a c t i c e  of r eques t ing  t h e i r  b i e n n i a l  appropr i a t ions  from 
t h e  L e g i s l a t u r e  t o g e t h e r  in  t h e  form of a j o i n t  salary r e q u e s t  b i l l  (Ekhib i t  I X  a t  
t h e  back of t h i s  r e p o r t )  c o n s i s t i n g  of lump sum amounts reques ted  f o r  each sepa ra t e  
department, p l u s  a s e c t i o n  providing f o r  across-the-board y e a r l y  percentage pay h i k e s  
f o r  a l l  employees wi th  minimum and maximum d o l l a r  amount li-rnits s e t  t o  cover  a l l  
employees, from t h e  most junior  s t eno  r i g h t  up t o  t h e  t o p  department deputy. 

According t o  t h e  o f f i c i a l s ,  t hey  gene ra l ly  endorse t h e  unionsD l e g i s l a t i v e  
r eques t  ( f o r  example, on December 22, 1954, t h e y  okayed t h e  r eques t  contained i n  
Sec. 3, Subd. 1 of &hibi t  IX) and l eave  it t o  t h e  union bus iness  agents  t o  nego t i a t e  
t h e  employeese r a i s e s  wi th  t h e  Leg i s l a tu re .  The o f f i c i a l s  thsmselves send simple 
s ta tements  t o  t h e  L e g i s l a t u r e  covering r e q u e s t s  f o r  new p o s i t i o n s  and make b r i e f  
appearances be fo re  t h e  county l e g i s l a t o r s  t o  answer ques t ions .  The salary reques t s  
f o r  t h e  e l e c t e d  o f f i c i a l s  themselves a r e  inc luded i n  a s e p a r a t e  b i l l .  

This,  then,  r ena ins  t h e  s a l a r y  and wage admin i s t r a t ion  a spec t  of personnel 
admin i s t r a t ion  i n  county government as f a r  a s  t h e  independent e l e c t e d  o f f i c i a l s  a r e  
concerned. The p r a c t i c e  i s  q u i t e  s i q i l a r  f o r  t h e  c o u r t s  w i th  minor va r i an t s .  D i s -  
t r i c t  Court judgesQ s a l a r i e s  Ere s e t  s ta tewide  wi th  a f i x e d  ove r r ide  of $1,500 f o r  
Hennepin County. The judges themselves lobby t h e i r  pay b i l l s ,  r eques t s  f o r  addi- 
t i o n a l  judges, and, i n  t h e  c a s e  of Hennepin, t h e  b i l l  f o r  t h e  230-man, fast-growing 
Department of Court ~ e r v i c e s  (non-court func t ions  under  t h e  judges).  G i s t r i c t  Court 
r e p o r t e r s ,  while  exnplojred by  t h e  judges, have t h e i r  own s ta tewide  lobby, b u t  )iunici- 
p a l  Court r e p o r t e r s  f o r  Hennepin lobby t h e i r  o m  b i l l  a s  does t h e  Clerk of Municipal 
Court and t h e  i h n i c i p a l  Court Probat ion Department, w i th  t h e  a i d  of  union representa-  
t i v e s .  The Nunicipal Court judges handle t h s i r  own bi l ls ,  usua l ly ,  a s  i n  t h e  case  of 
D i s t r i c t  Court, w i th  t h e  a i d  of t h e  Bar Assoziat ion.  

The n e t  r e s u l t  of t h i s  process i s  a s e r i e s  of s p e c i a l  b i l l s  presented t o  
t h e  county l e g i s l a t o r s .  For example, excluding a l l  s p e c i a l  iti.nneapolis c i t y  b i l l s  
b u t  inc luding  s p e c i a l  b i l l s  f o r  t h e  cour t s ,  t h e  l i s t  t h i s  y e a r  of some of t h e  s p e c i a l  
b i l l s  includes:  

. iwlunicipal Court, c l e rks .  
, Court Reporters ,  l h n i c i p a l  Court. . Compensation of 1:hnicipal Judges, . Elec ted  O f f i c i a l s ,  Appropriat ion and Raises.  . Zlected O f f i c i a l s ,  S a l a r i e s ,  . D i s t r i c t  Court Clerks. 
, lvhnicipal Court Probat ion Off icers .  

Cont rac t ing  f o r  warrant  s e rv ice .  . Probate Court, f e e  f o r  f i l i n g  w i l l s .  . Probate Court, f e e  f o r  cop ies  of records. . County, f i x i n g  time of pay ro l l s ,  24 o r  26 annuallg. . County, t o  provide h o s p i t a l  and medical c a r e  f o r  r e t i r e d  employees. 



. D i s t r i c t  Court, assignment c le rk  budget (c le rks  under judges, not  
Clerk of d i s t r i c t  Court). 

D i s t r i c t  Court, allowing new ju?;e f o r  domestic re la t ions .  . D i s t r i c t  C m r t  Probation Officers,  . County lbiunicipal Court, law cher,j.e.~. . D i s t r i c t  Court law c l e r k P s  salary. . Law Clerk f o r  D i s t r i c t  Court Judge of Domestic Relations. 

The above-described s i t ua t i on  covers th ree  o f  t h e  six personnel groups i n  ex i s t ing  
county government-the D i s t r i c t  Court, t h e  County I&nicipal Court, and t he  'gSalary, 
Tenure and Class i f i ca t ion  Commissiong' ( the  independent e lec ted  o f f i c i a l s ) .  The 
o ther  t h r ee  groups a r e  the  County Library, County Welfare, and t he  County Board 
System. 

The 1963 Legis la ture  enacted two major laws a f fec t ing  Hennepin County 
government; t r ans fe r red  General Hospital with i t s  800-plus personnel t o  county 
ju r i sd ic t ion .  

The second created a un i f i ed  County Municipal Court t o  replace a l l  t h e  
ex i s t i ng  municipal and j u s t i c e  cour t s  i n  t h e  county a s  of January 1, 1965. The 
new cour t  with 100-plus personnel became a new branch of county government, but, 
insofa r  a s  re la t ionsh ip  t o  t h e  Legislatura i s  concerned, it continues in t h e  manner 
described. 

Addition of t he  hosp i ta l  brought the  number of county employees under the  
County Board of Commissioners t o  about 1,232. The hosp i ta l  employees, while under 
Minneapolis c i t y  government, had t he  protection of c i v i l  service. With t h e  t rans fe r ,  
t h e  time seemed overdue t o  c r ea t e  some form of county personnel system, a t  l e a s t  t o  
t h e  ex t en t  it might be possib'ia t o  do so f o r  t h e  County Board employees by ac t ion  of 
t h e  County Board. Accordingly, a s  a r e s u l t  of extensive work i n  t h e  f a l l  of 1963 by 
t he  County Board and i t s  s t a f f ,  t h e  incoming hosp i ta l  administrator  and others,  the  
Board i n  December, 1963, unanimously adopted t he  following resolut ion : 

'Thereas t h i s  Board has determined t h a t  it i s  f o r  t h e  b e s t  i n t e r e s t  of 
t h s  County t h a t  a uniform s e t  of r u l e s  and regula t ions  governing condi- 
t i o n s  of enployment f o r  employees e enacted and t h a t  t h e  compensation 
of s a l a r i ed  county employees be based on a meri t  longevity system and 
t h a t  t he  system of zrade numbers, s a l a ry  ranges and c l a s s i f i c a t i ons  f o r  
each pos i t ion  i n  t h e  Budget & Purchasing Department, Central Mobile 
Equipment Division, Chest Clinic,  General Hospital,  Highway Department, 
Lake Improvement, Land Department and f ioperty Rental Division, Noxious 
Weeds, Remonume~tation, Supervisor of Assessments, Veterans Service 
Office and Water Pat rol  be adopted a s  hereto attached. 

"NOW THSPFOR3 55 I T  WSOLVZD, t he  a t tachad schedule s e t t i n g  for th :  

(1)  Rules and regula t ions  governing condit ions of employment; 

(2)  Hourly employees c l a s s i f i c a t i o n  and pay ra tes ;  

(3 )  Class i f i ca t ion  and sa la ry  grade number assignments, including 
t h e  sa la ry  ranges l i s t e d  the re in  togetller with t h e  increment 
and longevity schedule procedures here to  attached, be adopted 
e f fec t ive  a s  of January 1, 1964; 



Q'kMD i3d I T  FURTBJA RZSOLVLD, That t h i s  Board c o m i t  i t s e l f  t o  t h e  
continuation of a pol icy  t o  ad jus t  a l l  s a l a r i e s  and wages t o  r e f l e c t  
the  comnunity pa t t e rn  f o r  each respect ive  c lass i f ica t ion."  

This ex i s t ing  'qennepin County Personnel Plan" now covering appro xi mat el^ 
1,250 of t he  2,800 t o t a l  Hennepin County employees forms the  ba s i s  o r  s t a r t i n g  point  
f o r  the  proposed 1965 l e g i s l a t i o n  f o r  a uniform county merit  personnel plan t o  cover 
a l l  county employees. 

It should be noted t h a t  t h i s  ex i s t ing  County 3oard personnel mer i t  plan 
can be overturned a t  any time on t h e  vote of any t h r ee  County Commissioners. While 
t h e  ex i s t ing  Board members a l l  support the  ex i s t i ng  plan f o r  County Board personnel, 
another Board might e a s i l y  abol ish  o r  mate r ia l ly  rev i se  t he  plan. To t h i s  extent ,  
then, t he  r i g h t s  and job protect ion of a l nos t  1,250 county employees can depend on 
t h e  outcome of an e lect ion.  

This ex i s t ing  personnel plan cons i s t s  of a 55-page document including 
c l a s s i f i c a t i o n  and s a l a ry  schedules and sect ions  out l in ing a l l  aspects  of personnel 
administrat ion including hi r ing,  probation, t r ans fe r s ,  hours, separation, r u l e s  of 
conduct, appeals procedures, grievance procedures and other  matters. 

It was reported t o  our committee t h a t  t he  t r an s i t i on  t o  t h i s  plan was 
accomplished with a mi. nimum of trouble,  and very few appeals o r  complaints a s  t o  t he  
c l a s s i f i c a t i on  system es tabl ished under t he  plan. 

I n  l a t e  January, 1965, t he  newly-elected members of the  Hennepin County 
Board of Commissioners proposed enactment a t  t h e  1965 sess ion of l e g i s l a t i o n  estab- 
l i s h i n g  a uniform merit  personnel system t o  cover a l l  s i x  ex i s t ing  county personnel 
ju r i sd ic t ions ,  and a l l  2,776 county employees. On shor t  not ice  the  Commissioners 
c a l l e d  a hearing - on February 3, 1965 - on t h e i r  proposed 27-page b i l l .  A l l  off i-  
c i a l s ,  e l ec ted  and appointed, judges and union business representa t ives  were i nv i t ed  
t o  respond t o  t h e  proposal. A t  t h e  hearing, react ion t o  t h e  proposal was mixed, with 
support f o r  t h e  measure given by several  appointed o f f i c i a l s  (of t he  County Board and 
judges) and opposition voiced by various e lec ted  o f f i c i a l s .  Suggestions from County 
Attorney George Scot t ,  who general ly  supports the  measure, and others  were then 
incorporated i n t o  a new d r a f t  of t he  proposal c i r cu l a t ed  by t he  County Board on 
February 5 t o  i n t e r e s t ed  p a r t i e s  along with a not ice  of a second hearing February 10. 
A t  t h a t  hearing County Treasurer George Totten severely c r i t i c i z e d  the  County Commis- 
s ioners  and t h e i r  s t a f f  f o r  proposing t h e  b i l l ,  and recommended t ha t ,  under any plan 
t o  be proposed, t h e  independently e lec ted  county o f f i c i a l s  should have an equal voice 
with the  County h a r d  with respect  t o  t he  following key aspects  of t h e  proposed per- 
sonnel plan: 

. Appointment of t h e  proposed personnel board and personnel d i rector .  
Approval of the  c l a s s i f i c a t i o n  plan and of any s a l a r i e s  and wages plan. 
Approval of r u l e s  t o  be es tabl ished under t he  plan. 

Additional p r iva te  meetings were held  between t he  Commissioners and e lected 
o f f i c i a l s  a t  which no agreement was reached. The e lected o f f i c i a l s ,  who represent  
about 18$ of county employees, with some exceptions generzl ly  oppose t h e  b i l l  although 
they say they favor  t he  idea of more uniformity i n  county personnel practices.  The 
D i s t r i c t  Court judges, who represent  over 10% of county employees, by a s p l i t  vote 
favor t h e  b i l l  bu t  wish t o  have it amended so  t h a t  they would have t he  f i n a l  say i n  



salary-set t ing f o r  employees of the  Department of Court Services i n  the  event they 
disagreed with the  personnel board on t h i s  matter, Paul Keve, Director of Court 
Services under the judges, and Owen Stubben, Hospital Administrator, both strongly 
support the  b i l l .  The County Pkinicipal Court bench has not taken a stand on the  b i l l ,  
a s  of t h i s  writing. 

Although a l l  segments have not taken a posit ion,  labor,  following negotia- 
t i ons  between the Commissioners and D i s t r i c t  Council 3 representing most of the 
organized employees i n  county government, i s  bzcking the  b i l l  with various changes 
which have been made and which w i l l  be described i n  another section of t h i s  report. 
This support a l so  follows recent adoption by the  County Board of the  following reso- 
l u t i o n  : 

'9m=S9 This Board has submitted t o  the &finnesota State  Legislature 
a B i l l  f o r  an Act designed t o  c rea te  a uniform personnel system f o r  a l l  
Hennepin County employees, and 

eVJHi3REAS, Groups of employees have s o l i c i t e d  assurance on the  imple- 
mentation of the  s t a t u t e  once passed, 

10iJ(X~T TH3Z3l?ORE BE IT RSSOLVED, That t h i s  Board acknowledge the follow- 
ing ." 

(1)  The longevity formula o r  comparable benef i ts  enjoyed by county 
employees be retained. 

(2)  Three persons when avai lable  s h a l l  be referred t o  department 
heads when vacancies occur with waiver only i n  extreme and 
unusual conditions subject  t o  unanimous consent of the  Personnel 
Board. 

(3) Periods of probation s h a l l  not  exceed six months with waiver f o r  
specif ic  c lasses  subject  t o  unanimous consent of the Personnel 
Board. 

(4) Zxaminations s h a l l  be competitive and standardized. 

( 5 )  Recognition of unions as  representatives of county employees 
belonging t o  the  respective union organizations sha l l  be 
acknowledged. 

(6) Zstablish reasonable requirements with respect  t o  c i t izenship 
and residence, and, 

0733 I T  FUPIITH3R R3SOLV3D9 That t,:.le 3oard w i l l  request an opinion of 
the  County Attorney c la r i fy ing  the  r i gh t  of appeal t o  the  D i s t r i c t  Court 
on the  par t  of an employee o r  h i s  representative.' '  

In  the  Legislature,  Hennepin County delegation support f o r  a b i l l  requires 
v i r t u a l  unanimity on the  pa r t  of a l l  26 members i n  the  House and of the  13 county 
senators i n  the upper chamber. such support appears unlikely especially i n  the House 
where opposition has been voiced by several  veteran l eg i s l a to r s  t r ad i t i ona l ly  c lose  
t o  the  independent e lected county o f f i c i a l s  who oppose the b i l l .  The b i l l  has, 
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however, been introduced i n  both t he  House and Senate and i s  being heard in committee. 
Opposition from t h e  statewide lobb ies  of t h e  county t reasura rs ,  she r i f f s ,  e tc .  would 
present  d i f f i c u l t  obstacles  f o r  t he  bill.  

PRZGOUS CITIZENS LEAGUd FGPORTS 

The Ci t izens  League, p r i o r  t o  undertaking t h i s  study, has never spec i f i -  
c a l l y  s tudied t h e  question of personnel system needs i n  county government. A number 
of recent  Ci t izens  League repor ts ,  however, have commented adversely on and made 
recommendations concerning the  fragmentation of au thor i ty  i n  county government. For 
example, a November, 1964, repor t  on County Home Rule noted the  existence of a pro- 
l i f e r a t i o n  of d i f f e r e n t  personnel arrangements i n  county government and said: 

"As a r e s u l t ,  s a l a r y  schedules, nwxbers of holidays, and even t he  
working hours of county employees a r e  d i f f e r e n t  i n  t h e  various 
personnel systems. For example, t h e  County Board employees work 
a 40-hour wsek, t h e  welfare and cour t  services  employees operate 
on a 38 3/4 hour week, and t h e  employees of some of t he  independent 
o f f i c i a l s  work a 35-hour week. Thus, some county o f f i c e s  c lose  
e a r l i e r  than others ,  leading t o  added confusion f o r  t h e  c i t i z e n  who 
has business with t he  County government." 

A January 13, 1965, r epo r t  on t h e  cour t s  noted t h a t  it was d i f f i c u l t  t o  
e f f ec t  reform i n  courtroom personnel because these  personnel work f o r  and a r e  
responsible t o  d i f f e r e n t  independently e lec ted  judges and o f f i c i a l s .  The repor t  
recommended t h a t  t h e  judges be given so l e  r e spons ib i l i t y  f o r  u t i l i z a t i o n  of a l l  
courtroom personnel and predic ted "s ignif icant  overa l l  co s t  savings" and improved 
operation of the  cour t s  i f  suggested reforms were made. 

The Ci t izens  League has a l s o  recommended changes i n  t he  Veterans Prefer- 
ence Laws t o  improve t he  q u a l i t y  of public service  (February 11, 1965) and issued 
other  repor t s  touching on operations and s t ruc tu re  of county government and recom- 
mending c e r t a i n  spec i f i c  changes i n  and extensive study of county government. 

Our organization i s  the re fore  on record aga ins t  ex i s t i ng  fragmented 
au thor i ty  i n  t h e  county, bel ieves  t h a t  t he  ex i s t i ng  s t r uc tu r e  o f ten  makes f o r  i ne f f i -  
ciency and excessive cos t ,  and be l i eves  t h a t  reforms i n  county government a r e  badly 
needed. 

TH3 SIX SYST3MS PROPCS-a TCI BE TmGED -- -- 
F9R UNIFORM PERSONN& ADiHIMISTRkTION - 

The January 1, 1965, numbers and percentages of county employees i n  t h e  
six systems a r e  shown i n  " h i b i t  11. The systams are: 

1. The personnel system operated by the  County Eoard on a mer i t  ba s i s  
includes approximateljr 1,232 o r  44% of a l l  county employaes with t h e  l a r g e s t  number 
of persons working i n  t he  General Hospital and i n  t h e  Highway Department. 



2, The County Welfare I ) e p a r t , ~ e n t  i t h  521 employees r ep re sen t s  approxi- 
mate ly  19% of county employees and ope ra t e s  unc'er a t r u e  m e r i t  system a s  r equ i r ed  by 
t h e  f e d e r a l  government i n  connect ion wi th  f e d s a l  programs adminis te red  by  county 
wel fare .  This  m e r i t  system i s  adminis te red  by s t a t e  s tandards ,  and everyone i n  it 
from t o p  t o  bottom i s  i n  t h e  c l a s s i f i e d  s e r  v1 I. ce. 

3. The D i s t r i c t  Clourt w i th  290 employees r e p r e s e n t s  about  10% of county 
employees and inc ludes  t h e  230-man Department of  Court Se rv i ces  which i s  r e spons ib l e  
t o  t h e  e l e c t e d  d i s t r i c t  judges. This  department i nc ludes  personnel  i n  Probatiola, a t  
t h e  County Home School f o r  Boys, t h e  Juven i l e  Detent ion Home, and personnel  providing 
o t h e r  s e r v i c e s  of t h e  D i s t r i c t  Court such a s  domestic r e l a t i o n s ,  e tc .  LYIinnesota 
S t a t u t e s ,  Chapter 487, s e t  up ope ra t ion  of t h i s  department. B s e p a r a t e  app ropr i a t ion  
b i l l  i s  passed each se s s ion  t o  cover  s a l a r i e s  of department elilployees f o r  t h e  bien- 
nium, A majo r i ty  of t h e  D i s t r i c t  Court judges s e t  employeesq s a l a r i e s  w i th in  t h e  
app ropr i a t ion ,  h i r e  and f i r e  and determine personnel  pol icy.  Day-to-day personnel  
management i s  under  t h e  Di rec to r  of Court Se rv i ces  who appears  t o  have e s t a b l i s h e d  
sound h i r i n g  p r a c t i c e s  and personnel  management. 

4. The new County Municipal Court w i t h  102  employees r e p r e s e n t s  approxi- 
mate ly  4$ of county employees. Snployees inc lude  those  i r ?  a s epa ra t e  probat ion  
department and of t h e  i ~ h n i c i p a l  Court Clerk appoin ted  by  t h e  l ~ h n i c i p a l  Court  judges. 

5. The County L ib ra ry  system w i t h  139 employees r e p r e s e n t s  approximately 
5$ of  county employees and i s  expected t o  grow q u i t e  rap id ly .  The County L ib ra ry  
system, by  c o n t r a c t  betmeen t h e  County Board and t h e  IVIinneapolis L ib ra ry  Board ( a c t i n g  
a s  t h e  County L ib ra ry  Board), i s  under  t h e  Ninneapolis  Library  Board and t h e  Ninnea- 
p o l i s  L i b r a r i a n  wi th  a County L i b r a r y  D i r e c t o r  r e p o r t i n g  t o  t h e  Minneapolis Librar ian.  
The County Board on recomnendation of t h e  L i b r a r y  Board s e t s  s a l a r i e s  f o r  County 
L i b r a r y  employees. Thsy a r e  not ,  however, under  t h e  e x i s t i n g  County Board mer i t  plan. 

6.  The s i x t h  system i n  ope ra t ion  i n  t h e  county inc ludes  the employees of 
t h e  independent ly e l e c t e d  county o f f i c i a l s  who a r e  t h e  County Attorney,  t h e  County 
Auditor ,  t h e  County a e g i s t e r  of Deeds, t h e  Sker i f f ,  t h e  County Superintendent  of 
Schools, t h e  County Trsasurer ,  t h e  Clerk of District Court (no t  r e spons ib l e  t o  t h e  
Court) ,  and t h e  Probate  Judge. This  system wi th  492 employees r ep re sen t ing  approxi- 
mate ly  18% of county employees i s  c a l l e d  t h e  "Salary C l a s s i f i c a t i o n  and Tenure 
Conmission9@. 

As p rev ious ly  noted,  t h e  two c o u r t s  and independent o f f i c i a l s  and t h e  
employee groups of t h e s e  t h r e e  j u r i s d i c t i o n s  go d i r e c t l y  t o  t h e  L e g i s l a t u r e  f o r  
a u t h o r i t y  t o  add p o s i t i o n s  and f o r  a l l  pay increases .  The County Board, however, 
l e v i e s  t h e  t a x e s  f o r  t h e s e  many departments  and o o u r t s  and provides f o r  t h e i r  opera- 
t i o n s ,  The County Board a l s o  l e v i e s  t a x e s  f o r  t h e  County L i b r a r i e s  and f o r  County 
Welfare, f o r  which it a c t s  a s  t h e  County bielfare Board wi th  tine Welfare D i rec to r  
r e p o r t i n g  t o  it. 

Other appoin ted  o f f i c i a l s  under t h e  County Board a r e  t h e  Hospi ta l  Admini- 
s t r a t o r ,  Highway Adminis t ra tor  ( ~ o s t  now vacan t ) ,  t h e  Supervisor  of kssessments,  t h e  
Veterans Serv ice  Of f i ce r ,  and t h e  Surveyor and i led ica l  Examiner, most of t h e  employ- 
e e s  of whom a r e  s t i l l  under t h e  e l e c t e d  o f f i c i a l s  because t h e  L e g i s l a t u r e  neglec ted  
t o  t a k e  appropr i a t e  a c t i o n  when it made t h e  i'iedicai &amineres and Surveyores  p o s t s  
appoin t ive .  This  means t h a t  t h e  pay f o r  t h e s e  p o s i t i o n s  i s  s t i l l  s e t  bjr t h e  Legis- 
l a t u r e  a t  t h e  r eques t  of t h e  e l e c t e d  o f f i c i a l s  and union r ep resen ta t ives .  



Similarly,  the  County Commissione~-si s ec r e t a r i e sq  pay i s  s e t  by t he  Lagis- 
l a t u r e  a t  t h e  request  of t he  County Auditor, r e f l e c t i ng  t he  s i t ua t i on  i n  r u r a l  
counties,  t he  needs of which govarn county government law i n  Minnesota. In most 
count ies  t h e  aud i to r  provides the  part-time county board with s t a f f ,  a s i t u a t i o n  
which i s  c l e a r l y  inadequate i n  an urban county of near ly  a mi l l ion persons i n  which 
county board members serve near ly  fu l l - t ime and need considerable ful l- t ime s t a f f  of 
t h e i r  own t o  adequately ca r ry  ou t  t h e i r  r espons ib i l i t i e s .  

The only cen t ra l i zed  au thor i ty  i n  Hennepin County i s  the  Purchasing and 
h d g e t i n g  Office under a d i r ec to r  responsible t o  t h e  County 3oard. This off ice  i n  
e f f ec t  provides professional  ass i s t ance  t o  t h e  County Board, operates the  data  pro- 
cess ing usad f o r  t he  General Hospital,  Highway Department, and i n  connection with 
t he  County i 'hnicipal  Court (but not  t h e  District cour t ) ,  operates t he  County Board 
personnel rnerit system adopted i n  Decembar, 1963, etc.  

SYST Dlq'? 

h key f ea tu r e  of a mer i t  plan i s  t h e  c l a s s i f i c a t i o n  of jobs. The c l a s s i -  
f i c a t i o n  of a job i s  based upon the  du t i e s  and r e spons ib i l i t i e s  of t he  job. F i r s t ,  
t h e  d u t i e s  a r e  c l a s s i f i e d  by kind of work, For example, c l a r i c a l ,  nursing, account- 
ing, engineering, maintenance, law enforcement, e tc .  Secondly, t he  du t i e s  and 
r e s p o n s i b i l i t i e s  a r e  evaluated o r  weighed t o  determine l e v e l  within t h e  kind of 
work. C lass i f i ca t ion  f a c t o r s  used i n  deterrriining t he  l e v e l  of a job within t h e  
s e r i e s  include: 

( 1 )  t he  inportance of work decis ions;  

(2 )  laadership  and i n i t i a t i v e  required i n  completing work; 

( 3 )  planning and ana lys i s  required t o  draw conclusions; 

(4) the  l e v e l  of personal contacts  required i n  doiag t he  job; 

(5) freedom t o  nake dscisions;  

(6 )  supervisory dut ies ,  if any; 

(7 ) supervision received, how de t a i l ed  a r e  ins t ruc t ions ,  t he  number 
of raviews of the work, etc.  

%%o c l a s s i f i e s  jobs? Vnder a mer i t  plan t h e  personnel department under a 
personnel d i r e c t o r  i s  responsible f o r  c l a s s i f i c a t i o n  subject  t o  t h e  au thor i ty  and 
review of a personnel board which a l so  hears  appeals on job c l a s s i f i c a t i o n  and other  
personnel matters. 

The board es tab l i shes  standards f o r  use i n  c lass i fy ing  jobs. Job descrip- 
t i o n s  f o r  each c l a s s  of work a r e  adopted, p r in ted  and ava i lab le  t o  employees 
(Exhibit  111). 

Under t h e  ex i s t ing  County Board plan, work performed is  divided i n to  190 
c lasses .  Each c l a s s  designates a general  area  of duty and responsibi l i ty .  Classi- 
f i c a t i o n  provides f o r  consistency i n  s a l a ry  determination, promotion and t rans fe r ,  
It e s t ab l i she s  job standards and permits equal pay f o r  equal work, 



Exhibit I11 
Example of Job Description under the Merit System Plant 

KIND OF WORK: Iioutine cleric& and stenographic work. 

DIFFICULTY Ah9 RESPONSIBILITY OF FJCRK: Dictation and transcription may vary i n  amount 
from ful l t ime t o  a r e l a t i v e k ~  small' but essent ia l  prt  of the wcrk, Within the class,  
terminology used i n  the subject matter of the dictation may be technical provided tha t  
it is consistantly within the same general f ie ld .  Clerical work performed i s  routine, 
following detailed procedures and i s  reviewedwhen it  involves independent decisions, 
Contact with the public may be involved where information given is general and non- 
technical, Suyervision is not ordinarily exercised except over tempwary personnel 
=signed t o  help i n  peak loads, 

ESSENTIAL REQUIREMEXTS OF WORK : 
Working knowledge of shorthand or other method of taking dictat ion and a b i l i t y  

t o  take sustained dictation a t  a satisfactory ra te  end transcribe it 
accurately on a tnewr i t e r ,  

Working knowledge of business English, spelling and commercial arithmetic. 
howledge of office procedures, practices and equipwnt, 
Ability t o  make simple computations and tabulations with reasonable speed 

and accuracy. 
Ability to  understand ar.d carry out simple written and oral directions. 
Ability to  deal  effectively with employees and the general public. 

EXAMPLES OF WORK : ( I l lus t ra t ive  only; izdicates kinds cf w ork performed i n  the 
class outlined above.) 

Takes dictation and transcribes le t te rs ,  reports, statements, memoranda and 
other material, .- 

Types material from copy or rough d r a f t  , f i l l s  i n  forms and f crm l e t t e r s  with 
designated information. 

Types invoices, f i l e s  cards and other material not requiring the exercise of 
ir.dependent judgment without review, 

Does simple c le r i ca l  work such as  f i l ing ,  proof reading and checking, posting 
t o  simple records, applying simple formulae and doing other work of com- 
parable level ,  

Performs related work a s  required. 

M I M I M U M  QUALIFICATIONS : 
High school graduation inclujing courses i n  shorthand and typing, 
Type 40 words per minute and take shorthand a t  80 words per minute, 



With t h e  exception of a few 2obs paid on an hourly bas i s ,  every job c l a s s i -  
f i c a t i o n  i s  assigned a pay grade. There i s  a spec i f i c  pay range f o r  each pay grade. 
When an employee begins work, he w i l l  be paid a t  t h e  entrance sa la ry  f o r  h i s  pay 
grade. After  completing six months of s a t i s f ac to ry  employment, h i s  s a l a ry  w i l l  r i s e  
t o  t he  second s t ep  i n  h i s  range. Thereafter,  h i s  operating departnent head w i l l  
yeview h i s  s a l a r y  each year. If he f e e l s  t h s t  t h e  employee i s  performing h i s  job 
wel l ,  he w i l l  recommend f u r t h e r  r a i s e s  in pa;:. This i s  t h e  ?@meritm aspect  of t h e  
$an. 

What a r e  t he  bene f i t s  of job c l a s s i f i c a t i o n ?  It assures  l i k e  pay f o r  l i k e  
work f o r  a l l  employees performing t he  same kinds and l e v e l  of work. Gther a reas  of 
personnel adminis t ra t ion i n  which posi t ion c l a s s i f i c a t i o n  provides u se fu l  t o o l s  a r e  
s t a f f ing ,  budgeting, wage and s a l a ry  administrat ion,  r ec ru i t ing ,  examining, t rans-  
fers, promotional oppor tuni t ies  and t r a i n ing  needs. 

DSSCRI?TION OF THE PROPOSED - BILL 

The b i l l  a s  now proposed provides f o r  t h e  uniform merit  system t o  go i n t o  
operation on January 2, 1967. The plan would cover a l l  a reas  and departments of 
county employment. The "c lass i f ied  services'  includes those personnel spec i f i c a l l y  
under t he  plan, and t he  oZlnclassified service"  s h a l l  comprise: "a. Officers chosen 
by e lec t ion  o r  appointnent t o  f i l l  an e l ec t i ve  o f f i c e ;  b. i.iembers of boards and 
commissions appointed by t he  county board; c. irledical res idents ,  i n t e rn s  and stu- 
dents  i n  t r a in ing ;  d. Mon-salaried at tending medical s t a f f ;  e. Special  deput ies  
serving without pay; f .  Seasonal posi t ions;  g, Department heads appointed by the  
county board; h. Chief depii-Ly o r  p r inc ipa l  a s s i s t a n t  and sec re ta ry  f o r  each e lec ted  
o f f i c i a l ;  i. Director  of cour t  services ,  examiner of t i t l e s  and deputy examiners, 
cour t  repor ters ,  referees ,  c l e rk  of municipal cour t  and chief  municipal cour t  proba- 
t i o n  o f f i ce r ;  and j. Other temporary j ud i c i a l  appointees perforniing a spec i a l  func- 
t ion.  ' q  

The b i l l  a l so  provides t h a t  any new pos i t ions  created i n  county government 
s h a l l  be  included i n  t h e  c l a s s i f i e d  service  ? ~ n l e s s  they a r e  spec i f i c a l l y  placed i n  
t h e  unc lass i f i ed  se rv ice  by v i r t u e  of t h e  above-quoted provisions of t he  act .  

The Personnel Board. 'This i s  a three-man board, 'fincluding representa t ives  - 
of management and labor,*'  appointed by t h e  Hennepin County Board of C o d s s i o n e r s  t o  
serve f o r  staggered four-gear terms. Tine Board members s h a l l  be paid a s  w i l l  be pro- 
vided f o r  by t he  County Board, and s h a l l  a l s o  receive payment f o r  t h e i r  out-of-pocket 
expenses. The Personnel i l i rec tor  s h a l l  serve a s  a non-voting sec re ta ry  t o  t he  Board. 

The Board s h a l l  neet  a t  l e a s t  once monthly. I t s  primary d u t i e s  a r e  l i s t e d  
a s  follows: 

. To fraroe r u l e s  f o r  t h e  c l a s s i f i e d  service ,  by majori ty vote, f o r  sub- 
mission t o  t h e  County Board, which msy approve o r  r e j e c t ,  b u t  not  amend, 
such proposed rules.  The a c t  ~ r o v i d e s  t h a t  t he  ru l e s  s h a l l  cover such 
sub jec t s  a s  requirements f o r  employment (basic c r i t e r i a  l i s t e d ) ,  examin- 
a t i ons ,  c rea t ion  of e l i g i b i l i t y  l ists ,  t he  f i l l i n g  of vacancies ('%hen 
ava i lab le ,  not  l a s s  than t h r ee  candidates s h a l l  be c e r t i f i e d w  ) , proba- 
t i o n a n j  periods, provisional  employment, t r an s f e r s ,  promotions, suspen- 
sions,  leaves,  f r i nges  and benef i t s ,  discharge and reduction. 



. To provide a s a l a r y  and wage ~ c ; l - ~ u l e  f o r  p r e s e n t a t i o n  t o  t h e  County 
Board f o r  i t s  approval  o r  rejec?.bon, 

. To conduct i n v e s t i g a t i o n s  and s t u d i e s  and make r epor t s .  

. To hea r  and determine appea ls  brought  t o  t h e  Board, 

The Personnel Director .  The Personnel  D i rec to r  s h a l l  b e  appoin ted  by t h e  - 
Personnel  Board wi th  t h e  app2oval of t h e  County Board. He s h a l l  be i n  t h e  c l a s s i f i e d  
s e r v i c e ,  and s u b j e c t  t o  removal on ly  under t h e  p rov i s ions  of t h e  a c t .  H e  s h a l l  
admin i s t e r  t h e  Personnel Ijepartment, working c l o s e l y  w i t h  t h e  department heads and 
e l e c t e d  o f f i c i a l s  t o  provide an e f f e c t i v e  personnel  program. H i s  d u t i e s  include:  

. Acting a s  s e c r e t a r y  t o  t h e  Personnel  Eloardo 

. Prepara t ion  and reco,mendation of r u l e s  and admin i s t r a t i on  of t h e  r u l e s ,  
once t h e y  have been adopted and a s  t h e y  a r e  amended. 

. Prepara t ion  of a c l a s s i f i c a t i o n  p l an  i n  c o n s u l t a t i o n  wi th  department 
heads and employees. The c l . a s s i f i c a t i o n  p lan  s h a l l  b e  e f f e c t i v e  upon 
approval  of t'ne Psrsonnel  Board. Pe r iod ic  job a u d i t s  s h a l l  be made t o  
keep t h e  p l an  cu r r en t .  

. Prepara t ion  of a schedule of s a l a r y  o r  wage r a t e s  f o r  each c l a s s ,  grade 
o r  group of p o s i t i o n s  i n  t h e  c l a s s i f i e d  serv ice .  These schedules  s h a l l  
be approved by t i e  Personnel  Board and be  submit ted t o  t h e  County Board 
f o r  approval  o r  r e j e c t i o n .  

. Es tab l i sh ing  programs f o r  i n - se rv i ce  t r a i n i n g  and educa t ion  of employees. 

ho ld ing  of compet i t ive  examinations. 

Ce r t i fy ing  t o  department heads 22d o f f i c i a l s  t h e  l i s t s  of persons  e l i g i -  
b l e  f o r  e q l o j m e n t  t o  f i l l  a vacancy. 

Kaintenance of records.  

. Es tab l i sh ing  a system f o r  checking p a y r o l l s  t o  a s s u r e  proper  a p p l i c a t i o n  
of t h e  s a l s r y  and wage schedules. 

Conducting i n v e s t i g a t i o n s  and making r e p o r t s  t o  t h e  Personnel Board and/or  
t h e  County Board. 

The nex t  s e c t i o n s  of t h e  a c t  provide f o r  t h e  b l anke t ing  i n  w i th  f u l l  pro- 
t e c t i o n  of a l l  e x i s t i n g  job r i g h t s  and b e n e f i t s  of a l l  county eniployees included 
under  t h e  p lan  a s  of t h e  d a t e  of commencement of  t h e  plan,  w i th  provis ion  t h a t  no 
one s h a l l  s u f f e r  a c u t  i n  pay. 

The nex t  s e c t i o n s  s e t  o n t  t h e  requirements  f o r  c l a s s i f i c a t i o n  and a l loca -  
t i o n  of a l l  p o s i t i o n s  i n  t h e  c l a s s i f i e d  s e r v i c e  t o  c l a s s e s  under  t h e  c l a s s i f i c a t i o n  
plan,  once it is  adopted. Provision i s  made f o r  appea ls  by o f f i c i a l s  and opera t ing  
heads of departments from t n e  c l a s s i f i c a t i o n  plan,  The a l l o c a t i o n  and r e -a l loca t ion  



prov i s ions  a r e  s e t  o u t  wi th  some s p e c i f i c i t y ,  and t h e  grounds of appeal  a r e  s p e c i f i e d  
a s  be ing  non-conformity t o  provis ions  of t h e  a c t  o r  t h a t  t h e  a c t i o n  of t h e  Personnel 
D i rec to r  was procured by  f raud ,  coerc ion  o r  o t h e r  improper conduct by him o r  another  
par ty .  

The a c t  provides f o r  t h e  Personnel D i r e c t o r e s  c e r t i f y i n g  a l l  pay ro l l s  i n  
accordance wi th  t h e  provis ions  of t h e  a c t .  

Provis ions  a r e  made f o r  l i t i g a t i o n  by o r  a g a i n s t  t h e  ?ersonnel Board, sub- 
poena power, e t c .  k s e c t i o n  is  inc luded p r o h i b i t i n g  undue inf luence ,  improper d i s -  
c l o s u r e  of t h e  information on records,  decept ion i n  connect ion wi th  app l i ca t ions  f o r  
employment, s o l i c i t a t i o n  of employees covered b y  t h e  a c t ,  o r  t h r e a t s  o r  coercion i n  
an a t tempt  t o  try t o  f o r c e  any employee t o  res ign .  Removal, reduct ion  o r  suspension 
f o r  r e l i g i o u s ,  r a c i a l  o r  p o l i t i c a l  reasons i s  bar red .  Provision i s  s e t  up  f o r  w r i t -  
t e n  charges  t o  be  made in any c a s e  of demotion o r  discharge.  Hearings on these  
m a t t e r s  a r e  provided f o r  before  t h e  Personnel Board, w i th  p rov i s ions  f o r  r e t r o a c t i v e  
r e ins t a t emen t ,  reduct ion  of punishment, e tc .  

Provision i s  made f o r  publ ic  hear ing  in a l l  i n v e s t i g a t i o n s  by  t h e  Personnel 
Board, wi th  reasonable n o t i c e  t o  any accused person. Right  of  counsel  o r  o the r  
r e p r e s e n t a t i o n  i s  provided f o r  i n  a d d i t i o n  t o  t h e  keeping of proper  records  of any 
such proceeding. Appeal t o  t h e  D i s t r i c t  Court from a de terminat ion  by  t h e  Personnel 
Board i s  s p e c i f i c a l l y  provided fo r .  

The a c t  inc ludes  provis ion  f o r  r e v i s i o n  of t h e  e x i s t i n g  ve te rans  preference  
law a s  it a p p l i e s  t o  Hennepin County employment, so  t h a t  preference a p p l i e s  a t  t h e  
time of o r i g i n a l  employment i n  t h e  county se rv ice ,  b u t  does n o t  apply  i n  connection 
wi th  promotions. 

A mandatory age 65 re t i rement  age i s  provided i n  t h e  a c t ,  wi th  t h e  provi- 
s i o n  t h a t  employees may se rve  beyond t h i s  age u n t i l  such time as t h e y  have a t t a i n e d  
minimum b e n e f i t s  under e x i s t i n g  pension laws. However, f o r  t h e  first t h r e e  yea r s  o f  
t h e  a c t P s  e f f e c t i v e n e s s  persons s h a l l  no t  b e  r e t i r e d  a t  age 65, b u t  r a t h e r  a t  age 68 
a s  of t h e  end of  t h e  f i rs t  y e a r  of t h e  a c t G s  e f f e c t ,  age 67 t h e  second year ,  age 66 
t h e  t h i r d  year ,  and age 55 t h e r e a f t e r .  

Discriminat ion f o r  reasons of  race ,  co lo r ,  c r eed  o r  n z t i ~ n a l  o r i g i n  i s  
prohib i ted .  The County Board i s  author ized  t o  provide t h e  necessary  funds f o r  
admin i s t r a t ion  o f  t h e  plan. I n c o n s i s t e n t  a c t s  a r e  repealed,  and t h e  b i l l q s  e f f e c t i v e  
d a t e  i s  s e t  a t  January 2, 1967. To t a k e  e f f e c t ,  t h e  a c t  i s  s u b j e c t  t o  approval by 
ma jo r i ty  v o t e  of t h e  County Board, a s  r equ i red  by t h e  g' local consent' '  p rovis ion  of 
t h e  S t a t e  Cons t i tu t ion ,  

DISCUSSION 

Exis t ing  Lack of  Uniformity i n  County Personnel ?rac t i c e s  

I n  t h e  course of our committeePs s tudy,  t h e  r e s u l t s  of a l ack  of uni formi ty  
i n  county personnel  ad ix in is t ra t ion  have been brought t o  our  a t t e n t i o n .  5ome of t h e s e  
r e s u l t s  and t h e i r  imp l i ca t ions  a r e  a s  fol lows:  

1. Persons performing t h e  same work i n  d i f f e r e n t  a r e a s  of county govern- 
ment a r e  pa id  according t o  s i g n i f i c a n t l y  d i f f e r e n t  s a l a r y  sca l e s .  For example, 
Ekh ib i t  I V  shows t h a t  t h e  ve ry  s tandard  job of key punch opera tor ,  of which q u i t e  a 



Exhibit  I V  
SO143 SALAEV CO?JIPARISONS FROIq 1965 COUNTY BUDGET 
---,- -> 

C O U N T Y  B O A R D  

1965 
Class i f i ca t ions  Salary  Range - 
Chief of Party $533-636 

Clerk I 285-341 

Clerk-Steno I 312-373 
Clerk-Typis t I 302-362 

Instrumentman 533-636 

Key Punch Operator I 321-384 

Redman - Chairman 487-582 

Water Pa t ro l  Deputy 487-582 

Clerk-Steno 11 373-446 

INDEmNDENT ELECTED OFFICIALS 

Representative 1965 
Comparative Posi t ions  Actual Rates 

Par ty  Chief (Surv.) $60Z-643 

Clerk (P.c.) 300-435 
V a u l t  Clerk (c. Aud,) 498 
Clerk (M.E.) 5% 
Clerk (c.c.) 552 
Typist (R.D.) 428-436 
Clerk-Typist (R.D.) 428 

Instrumentman (SUP.) 606 

Key ?mch Operator (c. ~ u d . )  400-420 
Key Punch Operator (T.) 42 5-435 
Redman (SUIT.) 571-590 

General Deputy (S , ) 505-572, 

Stenographer (C o . ~d . ) 504 
Stenographer ( c .A. ) 368-560 

Off i c e  Secretary (S .S .) son 
362-433 Clerk Typist  (P.C.) 

Steno-Clerk (C .C .) 
Senior Typist  (R.D.) 

Clerk Typist 111 433-517 Secretary  (M.E .) 
Torrens Clerk (S urv . ) 

Clerk I1 357-420 S t a t i s t i c s  C l ~ r k  (S .S .) 

Clerk I11 433-517 S t a t i s t i c s  Supervisor (S .S . ) 
Administrative Secre tary  502-599 Executive Secre tary  ( c.A.) 

Secre ta ry  (c. ~ u d  .) 

Account Clerk I 341-408 Jr. ~ c c o m k  Clerk (c. ~ u d . )  

Account Clerk I1 433-517 Senior %count Clerk (c. Aud.) 5fi 



number a r e  employed i n  county governmentpare paid within a s e t  range of $321 t o  $384 
by t he  County Board, bu t  a re  a c tua l l y  paid b -?ween $400 and .&20 by tine County Audi- 
t o r ,  and between $A25 and $435 by t h s  County Treasurer t h i s  year, before any r a i s e s  
which might be granted by t h e  Legislature.  Similarly,  t o t a l l y  comparable c l e r i c a l  
pos i t ions  a r e  paid  according t o  widely d i f f e r i n g  ranges. 

Among o ther  Clings, t h i s  makes f o r  poor morale among county employees when 
they r e a l i z e  t h a t  persons doing t he  same work a s  they a r e  doing a r e  being paid  a t  a 
higher scale.  It would a l s o  appear, a t  l e a s t  f o r  these standard jobs, t h e  pay s ca l e s  
f o r  which can be e a s i l y  compared with those i n  p r iva te  enployment, t h a t  no attempt 
i s  being made by the  independent e lec ted  o f f i c i a l s ,  o r  the  Legislature,  t o  equate 
s a l a ry  ranges f o r  these  posi t ions  with those ex i s t i ng  i n  p r iva te  employment. 

2. With each of t h e  e lec ted  o f f i c i a l s  and cour t s  i n  e f f e c t  being l e f t  t o  
decide f o r  themselves %;hat personnel pract ices ,  i f  any, they w i l l  i n s t i t u t e ,  a g r ea t  
divergence e x i s t s  i n  various p a r t s  of county government. Nany of t he  departments, 
based on a study of t h e  county budget, make l i t t l e  o r  no e f f o r t  t o  c l a s s i f y  t he  posi- 
t i o n s  i n  t h e i r  departments according t o  acceptable personnel standards. xccordingly, 
one f i n d s  the  s i t ua t i on  i n  which i n  some departments each man has i n  e f f ec t  a job 
t i t l e  of h i s  own and the re  i s  only the one man serving i n  t h a t  category. This means 
t h a t  within such departments there  a r e  an unmanageable number of job t i t l e s  and t he r e  
i s  maximum opportunity f o r  inequi ty  t o  e x i s t  with regard t o  sa la r ies .  In  e f f e c t ,  an 
o f f i c i a l  i s  f r e e  t o  s e t  the  sa la ry  range f o r  each man a s  he sees fit. 

Examples of workable and unworkable job c l a s s i f i c a t i ons  a r e  shown a s  
M i b i t s  V and VI .  Zx!ibit V covering t h e  $hSile Ecpipment Llivision under t he  County 
Board shows an order ly  system of c l a s s i f i c a t i o n  of jobs and r e l a t ed  pay scales.  
M i b i t  V I ,  t h e  County Treasurerqs  Department, shows e s sen t i a l l y  an unc lass i f i ed  
s i t u a t i o n  with 22 job t i t l e s  f o r  35 posi t ions ,  excluding those of the Treasurer and 
h i s  deputy. 

Number 
Acthorized Class T i t l e  Salary 

Budget 
1965 

Superintendent . . . . . . . . . . . . . .  $906-1083 
Shop Foremsn . . . . . . . . . . . . . . .  675-782 
Assis tant  Shop Foreman . . . . . . . . . .  636-759 
Chief Lechanic . . . . . . . . . . . . . .  3.95 hr. 
Mechanic 2 . . . . . . . . . . . . . . . .  3.76 h rO  
iqechanic 1 . . . . . . . . . . . . . . . .  3.33 hr. 
Stores S u p e r v i s ~ r  . . . . . . . . . . . .  533-636 
Cost Clerk . . . . . . . . . . . . . . . .  502-599 
Laborer . . . . . . . . . . . . . . . . .  3-08 hr. 
Janitor-Watchman . . . . . . . . . . . . .  2.86 hr. 
Plant  PIsintanance Engineer . . . . . . . .  565-675 
Total  Authorized Posit ions . . . . . . . . . . . . . . ~ .  $ 2319374 
O v e r t i m e . .  . . . . . . . . . . . . . . . . . . . . . . .  6,000 
Total  Posit ions & Salaries-Central  i'fobile Equip. Div. $ 237 374 __%I_ 

Source: 1965 County Budget 



Exhibit  VI 

14mber 
Authorized 

HENhTEPIN C OUhTTY TREASURER 

POSITIONS Am S A L A R I E S - ~ ~ ~ ~  

C l a s s  T i t l e  Salary  .. 
Treasurer . . . . . . . . . . . . . . .  $U. 6 5 0 .  Y r  
Chief Deputy . . . . . . . . . . . . . .  757-910 
Chief Settlement Clenk . . - . . . . .  570-689 
Assistant  Settlement Clerk . . . . . .  434-519 
A s s l  t . Settlement Clerk & Safety Deposit Clerk 519-621 
Accountant . . . . . . . . . . . . . . .  519-4521 
Mortgage Tax Supervisor . . . . . . . .  570-689 
Mortgage Tax Deputy . . . . . . . . . .  434-621 
Tzbulating Supervisor . . . . . . . . .  621-757 
Tabulating Operator . . . . . . . . . .  468-570 
Chief Tax Deputy . . . . . . . . . . .  519-621 
Tax Deputy . . . . . . . . . . . . . .  434-570 
Tax Deputy & Safety Deposit Box F i l e  . . 468-570 
Cashier.Teller . . . . . . . . . . . . .  434-519 
Assistant  Cashier . . . . . . . . . . .  434-519 
M a i l  Cashier . . . . . . . . . . . . . .  366-434 
Secretary . . . . . . . . . . . . . . .  468-570 
Account Clerk . . . . . . . . . . . . .  b 3b-519 
Bank Deposit Clerk . . . . . . . . . . .  li.34.519 
Refund Clerk . . . . . . . . . . . . .  4%-519 
Statement Supervisor . . . . . . . . . .  434-519 
Mail Room Clerk . . . . . . . . . . . .  400-468 
Junior Account Clerk . . . . . . . . . .  400-519 
Key P-unch Operator . . . . . . . . . . .  366-434 

Budget 
1965 

. . . . . . . . . . . . . . .  37 Total  Authorized Posit ions $ 3 6 0  241. 

. . .  . Temporary Assistance & Other Salary Expenditures 29. 340 

327 . Total  Posit ions and Sa l a r i e s  . Treasurer . 

Source: 1965 County Budget 



3. hp1oyees vlnder one job t i t l e ,  f o r  example 'BDep~ty Sheriffgq, a re  per- 
forming a wide va r i e ty  of tasks,  requiring apparently s ign i f i can t ly  d i f fe ren t  s k i l l s  
and t ra ining,  Different persons with t h i s  same t i t l e  and paid the same a r e  perform- 
ing c l e r i c a l  work, a c t  a s  courtroom b a i l i f f s ,  do pa t ro l  work, investigation,  serve 
c i v i l  process, serve criminal and t r a f f i c  warrants, and perform a var ie ty  of other 
duties. 

4. There is  a wide divergence between the  prac t ices  i n  various departments 
a s  t o  such matters a s  hours of work, f r inge benef i t s ,  record keeping, length of lunch 
hours, and re la ted  matters. Cffices c lose  a t  d i f ferent  times, making f o r  public con- 
fusion and employee morale problems. The lack of any uniformity o r  a policy on the  
pa r t  of the  independent e lected o f f i c i a l s  a s  t o  severance pay matters has resulted,  
f o r  example, according t o  County Attorney George Scott ,  i n  a recent s i tua t ion  i n  which 
a r e t i r e d  employee co l lec ted  in excess of $6,000 from the  County f o r  accrued vacation 
and s ick leave, when h i s  department was unable t o  produce records t o  counter h i s  
claim, and there  was no s e t  department policy. Quite often,  ~ ' k ,  Scott  reported t o  
us,  employees have been paid over $1,000 in  severance pay on leaving one department 
t o  take another job with the  county i n  a d i f f a r en t  department, 

5. The f a i l u r e  on the  pa r t  of the  independent e lected o f f i c i a l s  t o  s e t  o r  
enforce f ixed  sa la ry  ranges, and the  nature of t he  across-the-board r a i s e s  granted 
employees of the  independent e lected o f f i c i a l s  every two years  by the  Legislature 
r e s u l t s  i n  a number of unsat isfactory s i tuat ions ,  For example, i n  the  Clerk of D i s -  
t r i c t  CourtPs o f f i ce  a long-term employee i s  making $1,500 more per year than her 
supervisor, who holds a s ign i f ican t ly  more responsible job. lhch more ser ious  i s  the  
tendency of t h i s  p rac t ice  t o  r e s u l t  i n  a 'gpancakingsP e f f e c t ,  A l l  employees, regard- 
l e s s  of the  nature or  r e spons ib i l i t i e s  of t h e i r  .jobs, and re?-$rdless of t h e i r  ab i l i t y ,  
a r e  given percentage wage increases every year, with f ixed minimums and maximums, 
This appl ies  t o  everyone, from the  top deputy o r  Assis tant  County Attorney on down t o  
the  most junior c l e r i c a l  worker. For example, i f  t he  current  request before the  S ta te  
Legislature of the  independent e lected o f f i c i a l s  was granted, and the  same request was 
granted i n  two subsequent sessions,  we have computed below what the  e f f e c t  would be 
over a six-year period f o r  a c l e r i c a l  worker and f o r  a professional worker i n  depart- 
ments affected by t h i s  practice.  The f igures  a r e  a s  follows: 



Exhibit VII 
EFFECT OF PROPOSAL OF INDEPELIDE?Ti' 

ELECTED OFFICIALS TO 1965 STATE LEGISLA-TURE 

Proposal: 75 each yea r  with $30 mininum and $40 maximum, f i r s t  year, and $25 mini- 
mum and $35 maximum, second year, 

Tota l  increase  over 
6-year period 

C le r i c a l  Worker Professional  Worker 

Percentage increase  over 
6-year p e r i d  

Base $300 Base $900 
Year 1 30 

$330 
Year 2 25 

Year 3 3 
Year 4 27 

$412 
Year 5 
Year 6 

-3% 
- 3 - 6  

Year 1 

Year 2 
s 

Year 3 
33% 

40 $W 
Year 4 -d 
Year 5 40 

$logo 
year  6 3 5 

$1125 

Average increaseJyear 9.6$ 3 *75$ 

A s  can be seen, t h e  c l e r i c a l  worker w i l l  receive percentagewise s ign i f i can t -  
ly g r e a t e r  increases  than t h e  profess ional  worker. It is amply c l ea r  from a study of 
t h e  county budget t h a t ,  a f t e r  years  of t h i s  pract ice ,  rout ine  posi t ions  under the  in-  
dependent e lec ted o f f i c i a l s ,  such as c l e r i c a l  posit ions,  a r e  paid considerably i n  ex- 
cess of t he  community p t t e r n ,  but, on t h e  contrary, profess ional  posi t ions  a r e  poor- 
l y  paid, r esu l t ing  i n  d i f f i c u l t y  i n  a t t r a c t i n g  competent personnel t o  these  posi t ions ,  

6. I n  most departments there  a r e  no wr i t t en  job descr ip t ions ,  work ru les  
o r  standards f o r  performance. There i s  no assurance whatsoever t h a t  bas ic  sound per- 
sonnel p rac t i ces  w i l l  be followed. Whether t he r e  i s  any personnel administrat ion ac- 
cording t o  generally prescribed standards and, i f  so, whether it i s  sound and f a i r  
depends e n t i r e l y  on t he  individual  o f f i c i a l s  and on t h e  judges and t h e i r  appointees. 
A s  a r e su l t ,  unevenness e x i s t s  -- some departnients a r e  w e l l  administered and o thers  
poorly. 

7. A s  noted, the re  now e x i s t  severa l  s i t ua t i ons  i n  county employment i n  
xhich t h e  wage and s a l a ry  function with regard t o  groups of employees a r e  under t he  
independent e lec ted o f f i c i a l s ,  even though t h e  employees a r e  working fo r  appointed 
o f f i c i a l s  under t h e  County Board, t he  Surveyor and t he  Medical Examiner. I n  both of 
these  cases, t h e r e  a r e ,  however, o ther  employees who a r e  under the .  County Board. This 
means t h a t  people doing t h e  very same work f o r  t h e  same boss, and perhaps working s i de  
by s ide ,  a r e  paid according t o  a d i f f e r e n t  scale. 



8 .  It is  imp l i c i t  t h a t  t he  plan which has been operating under the  inde- 
pendent elected o f f i c i a l s  provides f o r  no incentives,  inasmuch a s  pay increases a r e  
granted across the  board by ac t ion  of t he  Legislature upon request of t h e  elected 
o f f i c i a l s  and union represent2tives. There i s  no merit concept whatsoever involved 
i n  tine ex is t ing  arrangemsnts. 

9. Recruitment t o  f i l l  vacancies i n  the  departments of t he  independent 
e lected o f f i c i a l s  and i n  some court-connected jobs follows no s e t  pat tern ,  according 
t o  the  testimony of t h e ' v a r i o ~ s  o f f i c i a l s  who addressed our, committee. There a r e  .no 
competitive examinations. Because of t h e  r e l a t i v e l y  high l eve l  of pay f o r  most work 
under t h e  elected o f f i c i a l s ,  there  i s  generally a waiting l i s t  of people seeking em- 
ployment i n  such departments. 

There a r e  no regulations o r  ru les  involving hir ing or  the  screening o r  
t e s t i ng  of applicants,  and therefore no protection t o  t he  public a s  t o  a minimum de- 
gree of competence on the  p a r t  of these  emplovees, or  t h a t  favoratism f o r  r e l a t i ve s  
or f r iends  of those responsible f o r  hi r ing ~~$11 not  be exercised, etc.  There is no 
protect ion whatsoever against  the  awarding of jobs on t h e  basis  of repayment of per- 
sonal o r  p o l i t i c a l  debts o r  because of p o l i t i c a l  contributicns e c h  have been made by 
the  prospective enploy6e on behalf of the  elected o f f i c i a l  z ~ p o i n t i n a  him t o  a job - 
with the county. 

10. The ex i s t i ng  scheme of things makes f o r  a lack of f l e x i b i l i t y  t o  meet 
changing personnel requirements a s  between departments and f o r  great  d i f f i c u l t y  i n  
effect ing movement o r  t r ans fe r  of employees from one department t o  another. 

11. The matter of in-service t r a in ing  is  l e f t  t o t a l l y  t o  chance. There 
appears t o  be  no cooperative e f f o r t s  on the  p a r t  of the  o f f i c i a l s  t o  develop programs 
i n  t h i s  area. 

12. No standards a r e  s e t  f o r  the evaluation of e i t h e r  posit ions o r  of t he  
performance of persons f i l l i n g  positions. 

The above discussion covers some of the  unsat isfactory aspects of t he  exis t -  
ing personnel administration, o r  lack of it, i n  some pa r t s  of county government. 
These a r e  def ic iencies  measured aga ins t  generally accepted sound personnel standards 
f o r  public employment. 

Legislat ive - b$ae Administration 

A second equally compelling argumect can be made f o r  t h e  urgent need t o  
change the  exis t ing s i tuat ion.  bath the  rapid growth of county government i n  terms 
of new functions,  numbers of jobs, costs  and complexity involved with many of the  
county operations, it no longer i s  f e a s i b l e  t o  continue the  pract ice  of biennial  se- 
parate l e g i s l a t i v e  appropriations f o r  so  many of t he  separated p a r t s  of county gov- 
ernment. The county l e g i s l a t o r s  should be concerned during the 120-day l e g i s l a t i v e  
session with matters of s t a t e  and areawi.de concern, and have no time t o  spend on the  
de ta i led  analysis  of various aspects of caunty government which should be necessary 
i n  order t o  make i n t e l l i g e n t  decisions a s  t o  appropriations f o r  these various depart- 
ments. 

The ex is t ing  pract ices  a r e  likewise increasingly unsatisfactory f o r  the  
coxnty o f f i c i a l s  themselves. The s t a t e  law af fec t ing  county government and the  
l o c a l  l a w  f o r  Hennepin County (5xhibi t  IX), o r ig ina l ly  passed i n  the  ea r ly  1940Ds, 



envisions a s t a t i c  s i t ua t i on  i n  which each department of county government i s  off by 
i t s e l f  doing i t s  c ~ m  job with a r e l a t i ve ly  s e t  number of personnel, so  t ha t  it is  
easy f o r  the  Legislature t o  review the  needs of the  various departments every two 
years. But t h i s  concept no longer f i t s  the  fac t s .  New functions a r e  being, and in- 
creasingly w i l l  be, shif ted t o  county government, o r  between ex is t ing  departments of 
county government. Automation and data  processing w i l l  v i t a l l y  a f f e c t  the  s t a f f i ng  
requirements i n  various par t s  of county government. 

It i s  very hard f o r  a department head t o  know two years ahead what h i s  re- 
quirements a r e  going t o  be. He has a na tura l  tendency t o  ask f o r  more people, just 
t o  protect  himself. But, even so, he can never be sure  t h a t  a new function w i l l  not  
be t h rus t  upon h i s  department, o r  possibly a function sh i f t ed  from h i s  department. 
For example, a t  t he  present time there  i s  a b i l l  before the  Legislature which would 
require t i t l e  reg is t ra t ion  f o r  a l l  vehicles i n  Hennepin County, t o  be administered by 
the Register of Deeds. The Register of Deeds has made no provision i n  h i s  l e g i s l a t i v e  
request f o r  personnel t o  handle such a new function, but it has been conservatively 
estimated t ha t ,  i f  the  b i l l  passes, the County Register  of Deeds might need as many 
a s  40 addi t iona l  employees jus t  t o  handle the  workload resu l t ing  from the  passage of 
t h i s  act .  

There i s  r i g i d i t y  i n  the  current pract ice ,  and a reluctance on the  p a r t  of 
elected o f f i c i a l s  who a r e  responsible t o  no one but the  Legislature t o  e f fec t  change. 
For example, it has generally been agreed by the  Hennepin County Judges and the  Sher- 
i f f  t h a t  it is no longer necessary t o  have a deputy she r i f f  present a t  a l l  times i n  
a l l  of t h e  many court  and hearing rooms i n  Eennepin County. The judges have sa id ,  
and the  Sheriff  has agreed, t h a t  a pool of deputy s h e r i f f s  could handle qu i t e  a number 
of courtrooms i n  which criminal and t r a f f i c  matters a r e  not being heard. Neverthe- 
l ess ,  i n  t h e i r  l e g i s l a t i v e  requests, nei ther  the  judges nor Yie Sheriff  have i n i t i a t e d  
any ac t ion  t o  reduce by even one man the  number of deputy she r i f f s  who serve a s  ba i l -  
i f f s .  Similarly, many judges and others have agreed t h a t  a courtroom clerk is not  
necessari ly needed a t  a l l  times i n  a l l  of the courtrooms i n  the  County, and tha t ,  a s  
has been done i n  many other par t s  of the  country, t he  number of c lerks  might be  re- 
duced. Nevertheless, i n  h i s  current request t o  the  Legislature,  the  Clerk of D i s t r i c t  
Court, who is not responsible t o  the  judges bc t  only t o  t he  Legislature, has requested 
f i v e  addi t ional  c lerks  f o r  the  upcoming biennium. 

S t i l l  another undesirable aspect  of the  ex is t ing  s i t ua t i on  i s  the  tendency 
of the  o f f i c i a l s  t o  request appropriations so a s  t o  br ing the pay of t h e i r  employees 
i n  l i n e  with t h a t  of other e lected o f f i c i a l s ,  even though there  i s  no coordination a s  
t o  c l a s s i f i ca t i ons  o r  pay a s  between t h e  various o f f i c i a l s .  For example, i n  h i s  re- 
quest t o  the  Legislature, the  Hennepin County Auditor t h i s  year s ta ted a s  follows: 

"I hereby respectful ly  request t h a t  an addi t iona l  $2,937.60 be alloca- 
t ed  t o  the  Auditorss Salary Allowance t o  enable the Auditor t o  ad jus t  
and equalize the  s a l a r i e s  of the  a i e f  Deputy, Chief Accountant, 
eleven (11) Counter and Deput~y County Auditors, and three  (3) Key 
Punch Operators. This request becosss necessary t o  bring these em- 
ployees, whose posit ions a r e  a t  l e a s t  comparable, t o  t h e i r  counter- 
pa r t s  employed i n  the  County Treasurer's Office. The inequal i ty  be- 
tween s a l a r i e s  paid f o r  these  posi t ions  r e s u l t s  from the  Treasurer 
submitting a s a l a ry  l is t  f o r  1965, spreading a blanket increase t o  
the  amount of $10,000 over t h i r t y - s ix  (36) posit ions.  q q  



Exhibit VIII 

HZNNEPIM CCWiTY CLASSIPICIITION, S W Y  AND TdirlTRE SYSTElvl 
Proposal t o  1965 Legislature 

Proposed 7$ increase f o r  1965 with a .&0.00 per month maximum and a $30.00 per 
month minimum, 

and f o r  1966 with a $35.00 per month maximum and a $25.00 per 
month minimum. 

Chapter 
782 9 New Total 
Reg, Laws 1963 Add 7$ Add 7% bpi. Mew 

Department Eqpl. Sa la r ies  1965 1966 Requested Increase New Law 

County Attorney 23 $203 439 10,875 9,810 2 35,321 238,760 

County Auditor 63 424,461 28,377 26,486 2 68,628 493,089 

Clerk of D i s t r i c t  
Court 5 7 367,226 24,755 24,444 5 87 , 979 4559205 

Medical Ekaminer 9 899248 6,230 6,102 0 12,332 101,580 

Civil-Legal 4 42,213 1,938 1,738 0 3 , 676 459 889 

Torrens T i t l e  
Examiners 2 13,170 922 929 0 1,851 15,021 

Probate Court 24 172,897 10,651 g9869 2 33 9 095 205 9 992 

Court Commis- 
s ioner  5 34,852 2,362 2,328 0 4.9 690 399542 

Sheriff 118 859,392 57,829 519 576 39 414,Uh 1,273,606 

County Supt. of 
Schools 4 2 7 , a  1,796 1,705 0 3 9 501 31 9 145 

County Surveyor 1 7  132 9 055 8,107 ?91k0 0 19,678 151,733 

deg. of Deeds & 
T i t l e s  74 449,782 30,448 30,430 2 72,652 522,434 

C o ~ n t y  Treasurer 36 259,050 179581 17,115 0 349 696 293 , 746 

Coanty Board 
Gler ical  2 13.545 949 862 0 1,811 15,356 



The Surveyor has requested $600 addi t ional  t o  bring the  salary of h i s  of- 
f i c e  secretary t o  $575.00 per  month, which he claims is the  s a l a ry  of other depart- 
ment headsa secre ta r ies .  Other requests on s imilar  grounds a r e  sprinkled through the  
wri t ten requests of o f f i c i a l s  t o  t he  Legislature. 

Overall 1965-66 personnel and pay increase requests of t he  e lected o f f i -  
c i a l s  t o  the  Legislature,  and t h e i r  projected increased costs f o r  these departments, 
a r e  s e t  out i n  Exhibit VIII. The general pat tern  of increases has been s imi la r  t o  
those granted i n  1963 when (Exhibit Ix) 55 pay increases across the  board f o r  a l l  
employees were granted, with a $25 minimum and a $35 naxinum ($20 and $30 the  second 
year). The e f f e c t  of t h i s  method of Pg leg is la t ive  wage and sa l a ry  administrat ionn on 
the  wage s t ruc tu re  has been discussed elsewhere i n  t h i s  report. 

Another f ac to r  i n  the  overa l l  p ic ture  i s  the  c lose  contact which has b u i l t  
up over the  years between some of t he  longtime l eg i s l a to r s  and county e lected o f f i -  
c i a l s  and t h e i r  employees and representatives. 

One speaker before our cormittee characterized the  personnel s i t ua t i on  a s  
re la ted  t o  the  independent e lected o f f i c i a l s  a s  "one of the  l a s t  vest iges  of old- 
t ime patronage remaining i n  any l a rge  county i n  t h e  United States." Whether t h i s  is 
t rue  o r  not, our committee does not know. 1j.k a r e  convinced, however, t h a t  the  cur ren t  
lack of sound personnel pract ices  i n  some areas  of county government and the  neces- 
i f  
county employees r e s u l t s  in inequity and unfairness t o  employees, i n  administrat ive 
chaos i n  county governnent, i n  improper safeguards against  corrupt practices,  i n  
inefficiency, i n  a dohagrading of the  public service, and i n  excessive costs t o  tt-e 
taxpayer. - 

That any established u n i t  of government a s  l a rge  znd s ign i f ican t  and per- 
forming such important functions a s  t he  county does, has been allowed t o  go along a l l  
these years with no un i f ied  personnel administration is  a poor re f lec t ion  on us a l l ,  
the  e lected and the  vo te rs  al ike.  

Advantages Unif o m  Werit - Plan - 
The ju s t i f i c a t i ons  f o r  changing t o  a uniform overal l  merit  plan a r e  t h a t  

such a plan w i l l :  

1. Prevent, o r  a t  l e a s t  reduce, use of public funds f o r  the payment of 
p o l i t i c a l  o r  personal debts through the  awarding of jobs. 

2. Guarantee t h a t  personnel employed w i l l  have the  necessary s k i l l s  t o  
perform the  du t i s s  f o r  which they a r e  paid. 

3. Give every c i t i z en  equal opportunity, according t o  h i s  aS i l i t y ,  f o r  
consideration f o r  public employment. 

4. prevent t he  l o s s  of t ra ined and experienced personnel a s  the  r e s u l t  
of s h i f t s  i n  p o l i t i c a l  fortunes. 

5. Give t he  County Board control  of overa l l  wage policy and t ighten 
t h e i r  control  of t he  expenditures of public funds f o r  personnel. 

6. Assure each employee equal treatment i n  a l l  areas  of personnel policy, 
regardless of department i n  which employed o r  the  influence which may 
o r  ray  not be exerted i n  t h e i r  behalf. 



7. In  county govemnent it produces a unifying e f fec t .  Present organiza- 
t i o n  of county government makes most departments autonomous. A merit 
plan helps i n  making em?loyees think of themselves as employees of the  
people of t he  county r a t h e r  than of the  auditor,  she r i f f ,  t reasurer ,  e t c .  

8. Encourage em~loyees t o  think of county emgloyment i n  terms of a career. 
Increase t h e i r  willingness t o  develop themselves f o r  fu ture  promotional 
opportunities. 

These a r e  e s sen t i a l l y  t he  arguments which have h i s to r i ca l l y  prompted 
changeover t o  merit  o r  c i v i l  service plans from the  t r a d i t i o n a l  "spoils  systemsPv 
of former days. These a r e  t he  arguments which caused St. Paul and Duluth i n  t h e  
e a r l y  f o r t i e s  t o  urge county c i v i l  service  and then t o  overwhelmingly endorse such 
plans by public referenda. They a r e  the  arguments which have held sway i n  almost 
a l l  urban counties of t i e  nation besides Hennepin when they sh i f ted  years ago t o  merit 
o r  c i v i l  servicepersonnel systems. Our committee f inds  these  arguqents equally va l i d  
f o r  Hennepin County today..as they have been f o r  most of t he  r e s t  of t h e  country i n  
the  past. 

Alleged Disadvantages - t o  S t r i c t  C i v i l  Service - 
But there  has now been long experience with c i v i l  service a t  a l l  l eve l s  of 

government, and ce r t a in  drawbacks t o  some c i v i l  service  plans have become apparent. 
For example, it can be argued that ce r t a in  r i g id ly  prescribed c i v i l  service  plans, 
when in f lex ib ly  administered, c2n produce the  following: 

. Restr ic t ions  on operating o f f i c i a l s  o r  department heads as t o  f l e x i b l e  
use of personnel. 

. Divorce of operating heads from the  personnel se lect ion process when 
r i g i d  "rules  of one," senior i ty ,  veterans preference, etc. i n  e f f ec t  
gives the operating head no choice on h i r ing  and promotion. 

. Diff icu l ty  i n  rewarding outstanding employees or  f i r i n g  o r  demoting 
incompetents. 

. Employees who a r z  too  "r ights  cons~ious . '~  

A s  a r e s u l t  of these  pos s ib i l i t i e s ,  o w  committee has very care fu l ly  meas- 
ured the  proposed plan aga ins t  these possible drawbacks, has l i s tened  t o  experts i n  
public administration and has s tudied cer ta in  model "flexible '@ plans which have been 
developed by nat ional  experts. It i s  our considered opinion t h a t  the  proposed plan 
w i l l  avoid these drawbacks and, i n  f a c t ,  i f  p s s e d ,  w i l l  provide f o r  a greater  degree 
of f l e x i b i l i t y  and sound administrat ion than now e x i s t s  , especial ly  with the  enact- 
ment of the  modified veterans preference, mandatory retirement, and other provisions 
of the  proposal, 

We have a l so  measured the  proposed plan against  t'ne e ight  above-listed a r -  
guments put forward on behalf of a sound merit  coqcept, and have found t h a t  t he  pro- 
posed plan w i l l ,  i n  our opinion, produce a l l  e ight  of t h e  desired r e su l t s  and mater- 
i a l l y  upgrade the  public service  i n  Eennepin County. 

Likewise, we have studied t h e  par t icu la r  sections of the  b i l l ,  pa r t i cu l a r ly  
those applying t o  the  proposed Personnel Board and Personnel Director and t h e i r  du t ies ,  
c lass i f ica t ion ,  and t h e  provisions f o r  ru les  t o  be established f o r  the  c lass i f ied  
service. I n  a l i  regards,- we f ind  the  proposal measures up well aga ins t  what we under- 
stand t o  be sound concepts f o r  personnel administrat ion i n  public employment. 



Arguments Against t h e  Prooosed B i l l  - --- - 
The committee affo-d-sd ample cpportunity f o r  a l l  in te res ted  pa r t i e s ,  pro- 

ponents, opponents, and those  without a publ ic  pos i t ion  t o  give us  t h e i r  views on 
t h e  b i l l  and t o  respond t o  a s e t  of questions ( ~ x h i b i t  X a t  t h e  back of t h i s  repor t )  
s en t  t o  e lec ted and appointed o f f i c i a l s ,  judges, business agents and others. Wk 
held  a public hearing Apri l  12, and a l s o  l i s t ened  t o  a number of in te res ted  parties 
a t  committee meetings, a l l  open t o  anyone who wished t o  attend. Cbpious minutes of 
a l l  meetings and hearings were kept, and mailed t o  a l l  p a r t i e s  who spoke a t  a par t i -  
cu la r  meeting o r  hearing. 

We wish here t o  analyze and give our react ions  t o  the  arguments agains t  
the  proposal. F i r s t ,  though, we should note t h a t  t he  main argument repeated time 
and again by opponents has t o  do not d i r e c t l y  with t h e  merits  o r  demerits of t h e  pro- 
posed plan i t s e l f ,  but  has t o  do with "power i n  t h e  courthouse." The opponents main- 
t a i n  t h a t  the  proposal is, i n  r e a l i t y ,  a move on t h e  p a r t  of t h e  County Board and i ts  
s t a f f  t o  "take overN operations of t h e  departments of t h e  objecting e lected o f f i c i a l s .  
Thus, we heard t h a t  %he men who con t ro l  t h e  computers w i l l  end up con t ro l l ing  us 
all,P' e tc .  Coupled with these  arguments were r ec i t a t i ons  on t h e  p a r t  of some of the  
opponents of t h e i r  d i f f i c u l t i e s  i n  g)get t ing along withf' t h e  County Board, which pro- 
vides t h e  operating wherewithal t o  t h e  o f f i c i a l s  over and above t he  s a l a ry  appropria- 
t i o n s  granted t o  them b ienn ia l ly  by the  Legislature.  

While we do not  f i n d  xost  of these  arguments germane t o  t h e  i s sue  of t he  
adequacy o r  inadequacy of t'ne proposed plan, we do wish t o  make the  following ob- 
servations.  

The 'Othey want t o  take  us overga argument shows a complete l ack  of under- 
standing of the  concept of a uniform merit plan. Central ized personnel administra- 
t i o n  does take away t he  personnel function from o f f i c i a l s  and department heads, b u t  
does not mean t h a t  the  persocnel board o r  d i r e c t o r  can d i r e c t  t h e  operations of any -- 
department. Working closepy with department heads and o f f i c i a l s ,  they w i l l  c l a s s i f y  
jobs and they w i l l  s e t  wage s ca l e s  and t i e  them t o  t he  c lass i f i ca t ions .  But they 
w i l l  not  under the  plan have t h e  power t o  reduce t h e  number of pos i t ions  i n  any de- -- 
partmsnt. They w i l l  set up posi t ion aud i t s  an6 job s t ud i e s  and c r i t e r i a  t o  a i d  de- 
partment heads and o f f i c i a l s  in evaluating employee performance, but they will no t  
do the  evaluating. The department heads w i l l .  S imi lar ly ,  i n  t he  area  of s a l a ry  
se t t ing ,  under t h e  merit plan, it is the  department heads and o f f i c i a l s  who recommend 
wage increases  f o r  employees based on perforrcance and within t he  wage s t ruc tu res  es- 
t ab l i shed  by t h e  Personnel Board, which w i l l  t ake  i n t o  account such o ther  f a c t o r s  a s  
longevity. 

On t h e  c r u c i a l  matter of h i r i ng  t o  fill vacancies, with t he  f l e x i b i l i t y  
provided f o r  i n  the  plan, the re  is every reason t o  be l i eve  t h a t  the officials ,* 
w i l l  do t h e  ac tua l  h i r ing,  w i l l  have an adequate number of qua l i f i ed  persons from 
which t o  make a selectio;. I f  the  l is t  of persons (nornal ly  th ree )  c e r t i f i e d  t o  
them doesnot i n  t h e i r  estimation include a qua l i f i ed  person, and they convince t he  
Personnel Board and Director,  they can r e j e c t  t he  names and have a new list c e r t i -  
f i e d  t o  them. There i s  every reason t o  bel ieve ,  however, t h a t  with an organized 
pol icy  of recruitment and with standards f o r  screening, t e s t ing ,  etc., a appl icants  
f o r  posi t ions  i n  county enployment h i l l  improve i n  qual i ty .  It should a l so  be noted - 
t h a t  o f f i c i a l s a n d  department heads under a merit plan work with t h e  Personnel D i r -  
e c t o r  and Personnel Board on employee recruitment plans, and should encourage poten- 
t i a l  qua l i f i ed  job appl icants  t o  make app l ica t ion  f o r  employment i n  t h e i r  departments. 



The Ramsey County e-xperience, it was reported t o  us, was that, desp i te  some 
i n i t i a l  f r i c t i o n  a t  t h e  s t a r t xp  of t h e i r  c i v i l  se rv ice  plan i n  1942, t he r e  i s  how 
very c lose  cooperation between o f f i c i a l s  and department heads and c i v i l  service  a s  
t o  a l l  aspects  of personnel administration, including recruitment, h i r ing,  job c lass-  
i f i c a t i o n ,  r u l e  mking,  etc., and, i n  f ac t ,  t h a t  it is t h e  Civ i l  Service Boardgs in-  
formal policy i n  Ramsey now that a l l  job c l a s s i f i c a t i o n  and sa la ry  matters be agreed 
t o  by t h e  administrator and Cze department head before t h e  C iv i l  Service Board adopts 
changes i n  these  areas. 

A s  t o  the  suggestions which have been made t h a t  t h e  independent e lected 
o f f i c i a l s  should have a major voice i n  the  appointment of a Personnel Board and D i r -  
ec to r ,  i n  passing on c l a s s i f i c a t i on  o r  s a l a ry  plans and i n  approving a l l  personnel 
rules ,  t h i s  runs completely counter to the  meri t  system concept and would be complete- 
l y  unworkable. No such involvement of indepsndent e lec ted  or  appointed o f f i c i a l s  o r  
judges e x i s t s  under any merit  o r  c i v i l  service  personnel plan i n  t h e  country, so  f a r  
as we know. The whole idea of a merit  plan i s  t o  take public personnel administra- 
t ion,  t o  t he  extent  possible,  out  of p o l i t i c s  and place it i n  t h e  hands of profess- 
i ona l l y  t ra ined  personnel experts under a personnel o r  c i v i l  service  board appointed 
by t h e  l e g i s l a t i v e  au thor i ty  f o r  t he  u n i t  of government involved, i n  t h i s  case  t he  
e lected Board of County Co~missioners. 

Another group of arguments which have been used by opponents of the  pro- 
posed b i l l  center  around the  idea  t h a t  there  has not  been enough time t o  consider 
t h i s  proposed major change i n  county personnel procedures and t h a t ,  therefore ,  the re  
should be a t  least a two-year study before any l eg i s l a t i on  is  enacted i n  t h i s  area. 
Covlpled with t h i s  argument i s  the  universal  be l ie f  on t h e  p a r t  of t he  opponents of 
t h i s  b i l l  t h a t  personnel administrat ion within t h e i r  own departments i s  current ly  
being well handled by them, and t h a t  they do no t  see any reason f o r  change. For ex- 
ample, i n  responding t o  a previously sen t  questionnaire from our committee  hibi bit 
X) a l l  announced opponents of t h e  proposed b i l l  s t a t ed  t ha t ,  as f a r  as t h e i r  depart- 
ments a r e  concerned, they bel ieve t h a t  t h e i r  ex i s t ing  methods of c lass i fying jobs, 
f i l l i n g  vacancies and es tabl ishing s a l a r i e s  are adequate. They a l s o  answered t h a t  
t h e y  did not  bel ieve t h a t  l eg i s l a t i on  i n  t he  personnel area  i s  needed, a t  l e a s t  h6th 
respect  t o  personnel administrat ion within t h e i r  own departments, 

A s  l a t e  as Apri l  30, some of the  e lected o f f i c i a l s  were cbmplaining a t  t h e  
Legislature t h a t  they had not had time t o  sks.*j' the  proposed b i l l  i n  de t a i l .  M i l e  
it i s  t r u e  t h a t  moving t o  a uniform merit  sys ten f o r  Hennepin County would be a major 
change, it is a l s o  t r u e  t h a t  t h e  proposal has been before t he  various affected people 
f o r  th ree  months. It i s  a l s o  t r u e  t h a t  t h e  proposed b i l l  follows na t iona l ly  accepted 
standards f o r  merit o r  c i v i l  service personnel plans which have evolved over a period 
o f  more th,an 30 years, during which time a l l  o r  near ly  a l l  urban counties outside of 
t h e  South have adopted unifsrm countywide personnel plans on a merit  o r  c i v i l  service  
basis .  It can hardly be sa id  therefore  t h a t  what i s  being talked about here i s  a 
new, revolutionary o r  untr ied concept; on t he  contrary,  it is a t r i e d  and t e s t ed  con- 
c e p t  which has come t o  be regarded as one of t h e  minimum prerequis i tes  f o r  sound op- 
e ra t ion  and administrat ion of government a t  any level .  

A s  t o  t h e  argument t h a t  the re  should be in ter im study, t h e  committee does 
not  be l ieve  t h a t  any c loser  agreement could be reached i n  t he  course of two years  
than  now ex i s t s  with regard t o  t h i s  matter, and t h a t  in ter im study would merely mean 
put t ing off  f o r  two more years tackl ing a pressing problem In county gover-ment t h a t  
should have been faced up t o  many years ago. What does have t o  be worked out with 



suf f ic ien t  time f o r  a frank exchange of ideas and a chance f o r  maximum cooperation 
i s  the  a c t u a l  implementation of t he  plsn, once l eg i s l a t i on  is  ~ a s s e d .  This means 
t h a t  a Personnel Board should be appointed and the  board should s e l e c t  a Personnel 
E r e c t o r .  Rules should be biorlted out i n  consultation with a l l  par t i es  i n  i n t e r e s t ,  
and the c l a s s i f i ca t i on  and l a t e r  the  wage and sa la ry  plans should be care fu l ly  deter- 
mined. The current proposal, ca l l ing  f o r  an e f fec t ive  date  f o r  t he  plan a s  of Janu- 
a r y  2, 1967, provides ample time f o r  these very important preliminary procedures t o  
take place. A s  f a r  a s  the  b i l l  i t s e l f  is concerned, t h e  committee is  convinced t h a t  
it is a sound proposal and well meets a l l  of the generally accepted standards fo r  a 
zood merit  system, including the  necessary protection f o r  a l l  county employees who 
go i n  under the  c l a s s i f i e d  system a s  of commencement of the operation o f thep l an .  

This necessary protection of a l l  ex i s t ing  job r i gh t s  f o r  employees has been 
confirmed t o  our committee by the  County Attorney and by other operating department 
heads and by personnel experts from Ramsey County c i v i l  service,  who have careful ly  
studied the  b i l l  and en thus ias t ica l ly  supported it before our committee. 

A s  noted elsewhere i n  t h i s  repor t ,  we believe t h a t  the  plan a s  now proposed 
provides f o r  ample f l e x i b i l i t y  i n  meeting the personnel needs of t he  various depart- 
ments wherein espec ia l ly  educated, t ra ined and qual i f ied persons a r e  needed f o r  par- 
t i c u l a r  jobs, such a s  i n  the  a reas  of probation, domestic re la t ions ,  law enforcement, 
hospi ta l ,  Boysq Home, the  of f ices  of Clerks of Court, County Treasurer, County Audi- 
t o r ,  etc. I n  t h i s  connection, we should r e f e r  t o  the  very f i n e  experience i n  Ramsey 
County under t h e i r  c i v i l  service  plan and the  complete acceptabi l i ty  on the  pa r t  of 
a l l  e lected o f f i c i a l s  and other  county department heads. It is  a l s o  worth noting 
t h a t  the  c i v i l  service aciministrators i n  Ramsey County have careful ly  studied the 
proposed b i l l  and a r e  of t h e  considered opinion t h a t  it provides an even b e t t e r  plan 
than they have i n  operation there ,  par t i cu la r ly  with regard t o  the  matter of f l ex i -  
b i l i t y .  Our committee was, however, spec i f ica l ly  warned against  any possible amend- 
ments which might make the  plan l e s s  f l ex ib l2  t o  operate. 'de believe t h a t  maintain- 
ing a f l ex ib l e  %-ule of threeGs i s  absolutely e s sen t i a l  t o  meeting t he  personnel needs 
i n  Hennepin County, and w i l l  work t o  the advantage of a l l  o f f i c i a l s  and department 
heads so f a r  a s  providing f o r  the  best  and nest qua l i f i ed  persons taking employment 
with the  county. 

Other suggestions which have been m d e  by some of the  elected o f f i c i a l s  
include s e t t i ng  up a separate  personnel system f o r  the employees of the  e lected o f f i -  
c i a l s ,  o r  writ ing a spec i a l  s e t  of qu i t e  de ta i led  ru l e s  and job c lass i f ica t ion  stand- 
ards f o r  the  employees of t he  e lected o f f i c i a l s  r igh t  i n to  any overa l l  law. I n  re- 
sponse t o  the  f i r s t  suggestion, we believe t h a t  t he  elected o f f i c i z l s  have, i n  e f fec t ,  
had t h e i r  own separate system a l l  of these years, and we have found t h a t  personnel 
operations, par t i cu la r ly  i n  these departments, a r e  l e s s  than sa t i s fac tory  a t  present. 
A s  f a r  a s  writ ing spec ia l  de ta i led  provisions i n t o  the  b i l l  f o r  par t i cu la r  groups of 
employees, we believe t h a t  t h i s  would run counter t o  the  whole purpose of t h i s  pro- 
posal ,  which i s  t o  f i n a l l y  bring about a uniform personnel administration i n  county 
government. We a r e  a l s o  convinced t h a t  the  proposal provides f o r  ample f l e x i b i l i t y  
so a s  t o  meet t h e  pecul iar  needs of the  various departments. While we would agree 
t h a t  there  a r e  unique and pa r t i cu l a r  needs i n  almost any department of county govern- 
ment, we a r e  no t  impressed with t he  argument t ha t  t he  needs might be more unique in ,  
say, t he  S h e r i f f P s  o r  Probate Courtas area  than they a r e  i n  the  County General Hospi- 
t a l  o r  County Highway Department. 

A s  t o  the argument t h a t  there  i s  a danger of po l i t i c s  ge t t ing  mixed up 
with county employment i f  t h e  proposed plan i s  put i n t o  effect ,  we merely note t h a t  



we have found t h a t  there  i s  absolutely no p;otection now against  employment, promo- 
t i o n  o r  the exercise of favored treatment t o  re la t ives ,  f r iends  o r  p o l i t i c a l  a l l i e s  
o r  supporters of e lected o f f i c i a l s  under ex is t ing  personnel operations i n  many pa r t s  
of county government. 

A number of the  elected o f f i c i a l s ,  including seveml  who a r e  themselves over 
55 years of age, or  i n  whose departments .reany of t h e  employees range i n  age up i n t o  
t he  70qs ,  objected t o  the  provision i n  the  proposed law ca l l ing  f o r  a mandatory age 
65 retirement with a plan t o  achieve t h i s  requirement within four  years a f t e r  the  
plan goes i n t o  effect .  Several of t he se  persons noted t h a t  retirement benef i ts  f o r  
some individuals who took county employment r e l a t i v e l y  l a t e  i n  l i f e  a r e  i n su f f i c i en t  
t o  provide a decent retirement a t  age 65. I n  t h i s  connection, t he  committee believes 
t h a t  it is l i k e l y  t h a t  a person who took a cowity job a t ,  say, age 50 is l i k e l y  t o  
have some other means of retirement beyond h i s  county pension. In  any event, the  
b i l l  provides f o r  ex i s t ing  employees serving beyond age 65 u n t i l  they achieve minimum 
retirement benefits .  I n  general, t he  committee believes t h a t  providing f o r  nandatory 
retirement a t  age 65 i n  county employment i s  a des i rab le  reform which should be enact- 
ed. 

Another objection which has been ra ised t o  the  plan i s  t h a t  it would be 
cos t ly  t o  operate, - I n  t h i s  connection, we note t h a t  t he re  a r e  already seven persons 
i n  overal l  county government exclusively concerned with personnel matters, and t h a t  
it would not  take many more persons t o  e f f i c i en t ly  operate a uniform countywide per- 
sonnel plan. Contrary t o  the  c r i t i c s  of t he  plan, we believe t h a t  implementation of 
a uniform county merit systern w i l l  r e s u l t  i n  no n e t  overal l  cost  increase t o  the  
county, but t h a t  t he  benef i t s  of the  plan i n  terms of upgrading the  county service ,  
providing f o r  order ly  personnel procedures, sound recruitment practices,  etc., w i l l  
mean t h a t  great  benef i t s  w i l l  r e s u l t  t o  county government fron! implementation of t he  
plan. It is not  inconceivable t ha t ,  when the  plan is  i n  operation, it could help 
r e s u l t  i n  o - ~ e r a l l  cost  savings i n  county government. In short ,  our committee believes 
t h a t  the  ' O i t  cos t  t oo  much'0 argument i s  a r e a l  red herring. 

9 e c i f i c  Recommendations F'urther Discussed 

Most of our spec i f i c  recommendations f o r  changes or  addit ions t o  the  law 
have been discussed elsewhere o r  a r e  self-explanatory. A word, however, i s  i n  order 
on one matter, t h e  s i z e  and makeup of the  Personnel Board and on f i v e  other matters, 

The committee spent considerable time considering the  desi rable  s i z e  of 
the  Personnel Board. A three-mn board has been almost standard under most merit o r  
c i v i l  service  plans, but we a r e  unaware of any plan i n  tinich Cqmanagement o r  laborw 
representation has been wri t ten r i g h t  i n t o  the  law. We consider t h i s  language poor, 
unneeded and possibly the cause f o r  fu ture  wrangling. What i s  a 'Omanagement repre- 
sentativeeq or  a qqlabor representative"? %at  management, tihat labor? If it means 
t h a t  there  must be a businessman and a union business agent on the  board, we f e e l  
t h i s  i s  much too r e s t r i c t i ve .  Beyond these  problems, however, i s  the  implication 
t h a t  there  w i l l  be two board members, one of whom w i l l  always vote f o r  the  employer, 
i n  t h i s  case t he  county, and one of whom w i l l  always vote f o r  a union posit ion o r  f o r  
any employee who r ay  have a grievance before the  board. This is a l so  undesirable, 
because, carr ied t o  i t s  log ica l  conclusion, it implies t h a t  the  t h i rd  man, a '7neutral  
party," i s  going t o  decide a l l  i s sues  of substance before t he  board. 

This i s  j u s t  not the  way a merit  system o r  c i v i l  service board should work. 
The board should be broadly representative,  of course, and, a s  a board, whether t he re  



a r e  three  o r  f i v e  men, it should be broadly ccceptable. I f  a three-man board i s  ap- 
pointed with a l l  th ree  members from the  Edim GOP o r  from the  Finneapolis Third Ward 
DFL Club, the re  w i l l  not  be broad acceptance and, ce r ta in ly ,  everyone, including t he  
County Board, understands th i s .  

There i s  much t o  be sa id  f o r  a five-man board which can be more d ivers i f i ed  
and more broadly representa t ive  than a three-man board. Certainly,  i f  the  l eg i s l a t i on  
i s  going t o  provide f o r  #'labor and management  representative^,^^ then t h e  Legislature 
should consider increasing t h e  s i z e  of the  board t o  f ive ,  so t h a t  t he  des i rab le  goal  
of having an impartial ,  well-accepted and broadly respected body can be ayhieved. 
Sound and impar t ia l  administrat ion of the  personnel plan i s  e s sen t i a l t o  i t s  effect ive-  
ness and t o  i t s  ul t imate  acceptance by county empl~yees,  o f f i c e r s  and t he  public. 

I n  addit ion t o  the  protections a l ready afforded i n  the  b i l l  agains t  s o l i c i -  
t a t i ons  of employees f o r  p o l i t i c a l  contributions,  etc.,  the re  ought t o  be i n  t h e  a c t  
spec i f i c  provision f o r  promulgation of a r u l e  governing l imi ta t ions  on employee - pol i -  
t i c a l  _activity. The o r ig ina l  d r a f t  had a prohibi t ion on employees serving i n  paid - 
e l ec t i ve  posit ions,  but excluded employees so serving a t  t he  time of implementation 
of the  a c t ,  It i s  only good sense f o r  both employees and the  publ ic  t h a t  an equi t -  
a b l e  r u l e  be worked out i n  t h i s  area,  

On t h e  matter of veterans preference i n  county employment, not  one public 
personnel administrator even t r i e d  t o  defend t he  ex i s t i ng  pat tern ,  On the  contrary, 
they a l l  believed t h a t  the  proposal i n  t he  b i l l  i n  t h i s  area  would go f a r  t o  upgrade 
the  qua l i t y  of public employment and improve employee morale. No opoonent of t he  
b i l l  objected t o  it on the  grounds of i t s  veterans preference provisions. 

A s  t o  the  matter of com e t i t i v e  exarr.inations and not ice  of same, the re  - -. should be discre t ion i n  t he  Personnel oard t o  decide whether promotional exams i n  
given s i tua t ions  should be opened t o  persons outside a given department i n  which a 
vacancy occurs, o r  not. 

Protection of pension r i gh t s  of persons i n  the  c l a s s i f i e d  service  who ac- 
cept  appointment i n  t h e  unclass i f ied service  and l a t e r  wish t o  re turn t o  t h e  c l a s s i -  
f i e d  service  i s  important. The committee doubts, however, with regard t o  i t s  recom- 
mendation 5 ( i ) ,  t h a t  t he  r i gh t  t o  re turn  t o  a given former c l a s s i f i ed  posi t ion should 
be guaranteed, 

A s  t o  t he  g)rule of three,0'  we understand employees0 wishes f o r  some guaran- 
t e e s  i n  t h i s  area  and believe t h a t  the  County BoardOs recent ly  adopted resolution 
covering t h i s  ratter (See Page 9 of t h i s  repor t )  i s  f a i r .  bh i l e  c e r t i f i c a t i on  of 
th ree  persons when ava i lab le  should suf f ice  i n  the  case of most posit ions,  f l e x i b i l i t y  
should be preserved f o r  those spec i a l  s i t ua t i ons  involving einployment o r  promotion 
where professional  and specia l  technical  posi t ions  a r e  concerned. 

I n  urging t he  Legislature t o  enact  t he  proposed b i l l  t h i s  session, we have 
i n  mind not only creating more orderly personnel p rac t ices  i n  spec ia l  a reas  of countv 
government, but- the  need-for l eg i s l a t i on  cover ing-a l l  county employment. A s  long a s  
these  matters now depend on a mere resolut ion of t h e  County Board, a s  w e l l  a s  on long- 
standing pract ices  of o f f i c i a l s  and t he  l eg i s l a to r s ,  the re  can be no guarantees t h a t  
such rudimentary, necessary p rac t ices  a s  thorough invest igat ion and screening of job 
applicants w i l l  take place, o r  even t h a t  such advances which have already been made 
i n  personnel administrat ion i n  the  county w i l l  be maintained. Legis la t ive  act ion 
on county personnel reform i s  needed, and it i s  needed now, 



Exhibit I X  

A BILL F33 8!\' ACT 

R U T I N G  TO A CLASSIFIC--I'IL_'!, W Y  Ah9  
TZNURi3 SYSTBYI FOR COUNTY PPLOYEES I N  TH2 
COUNTY OF HENNSPIN; FIXING SWIARIZS AlYD THE 
SUMS TO BZ APPROPRIATED AhID S P ~ L ~  THI=REFOR; 
AP~~QIIVG LAWS 1945, CHAPTdR 607, SECTION 4, 
AS &llENDED; AND Ai!iZNDING LATJS 1957, CHAPTB 
945, SZCTION 3, AS &%NDD. 

BE I T  ENACTZD BY THE LEGISLATURZ OF THE STAT3 OF MINNESOTA: 

Section 1. Laws 1945, Chapter 607, Section 49 as  

amended by Laws 1947, Chapter 455, Section 2, by Laws 1951, 

Chapter 636, Section 3, by Laws 1953, Chapter 7039 Section 1 9  

by Laws 1955, Chapter 544, Section 1, by Laws 1957, Chapter 

945, Section 2, by &tra session Laws 1959s Chapter 159 

Section 4, by Extra Session Laws 1961, Chapter 47, Section 

2, and by Laws 1963, Chapter 782, Section 1, i s  amended to  

read: 

Sec. 4. There may be expended annually fo r  salaries 

for  help i n  each of the following departments of the county, 

excluding common laborers but including part-time, seasonal, 

or  temporary employees, the sum set  opposite the t i t l e  of 

the department : 

County Attorney $2~3,43? $2233 , 760 

County Auditor 42bT46L 493,089 

Clerk of District Court 367,226 455.20.5 

C e r e ~ a s  County Medical 83,24% 101,580 
Examiner 



Civil-legal $403~223 $ 45,889 

Torrens t i t l e  examinations b7&?8 15,021 

Probate Court z?a,8g 205,992 

Court Commiss!.oner 34,852 zd&z 
Sheriff 85?,39a ~ 2 7 3 , 6 0 6  

County S~perintendent of 
schools 27444 31.1b 5 

County Surveyor 232,055 19.630 

Register of Deeds and 
Registrar of Ti t les  4(19y782 522,434 

County Treasurer 25?7QSQ 293,746 

County Board c l e r i c a l  ~ 3 ~ 9 4 5  15,356 

Sec. 2. Laws 1957, Chapter 945, Section 3, a s  amended 

by Extra Session Laws 1959, Chapter 15, Section 6, by &-bra 

Session Laws 1961, Chapter 47, Section 4, and by Laws 1963, 

Chaptar 782, Section 2, i s  amended t o  read: 

Sec. 3. Subdivision 1. The increases i n  the sums 

authorized t o  be expended for  sa lar ies  of employees i n  each 

county department l i s t e d  i n  section 1 of t h i s  act,  sha l l  be 

applied and used f i r s t  t o  increase t:;a salary of each 

employee i n  sach of said departments i n  a sum equal t o  fzve 

seven percent of h i s  salary, with a minimum increase of $25 - 
$30 per month and a maximum increase of $35 54.0 per month, 

retroact ive t o  January 1, ~ 4 6 3  1965; and on January 1, lo64 

1966, the salary of each employee i n  each of said county 

departments sha l l  be increased i n  an additional sum equal t o  

f j 4 r 8  seven percent of h i s  then salary, with a minirmrm 

increase of +2Q & p e r  month and a maximum increase of 4% 



$2fi per month; and each of s a i d  employees s h a l l  receive such 

increases  i n  sa lary .  

Subd. 2. The sum of $15,000 of t h e  authorized s a l a r y  

allowance f o r  t h e  s h e r i f f ' s  department s h a l l  be used f o r  t h e  

s o l e  purpose of providing e x t r a  and emergency he lp  f o r  s a i d  

department t o  c o l l e c t  del inquent  personal  property taxes. 

Sec, 3. This a c t  s h a l l  become e f f e c t i v e  only a f t e r  i t s  

approval by a ma,jority of t h e  governing body of t h e  county of 

Hennepin and upon compliance with thz provisions of IvIinnesota 

S ta tu tes ,  Section 645.0a. 

Copied by Ci t izens  League of 
Minneapolis and Hennepin County 
545 % b i l  O i l  Building 
I%nneapolis, 3finnesota 55402 
FE 8-0791 
Apri l  12 ,  1965 



Exhibit X Cit izens League 
545 Mobil O i l  Building 
Minneapolis, Minnesota 55&02, 
FE 8-0791 April  8, 1965 

TO: Judges, County Off ic~ ia l s ,  Union Cfficers and others i n v i t d  t o  the  Cit izens 
League Merit System Review Committeev s Hearing, 6: 30 p.m., Monday evening, 
Apri l  12, i n  -- Room 200, - Flour E x c h a n ~  -. BuTlc!inq, 310 Fourth Avenue South 

FROM: John W. Pulver, Committee Chairman 

Questions the  Committee is Particu!.arly Anxious t o  have Answered 
by Those Appearing a t  t h e  Hearing 

o r  Subrnittina Their Views t o  us  i n  Writinn by Mail 

1. Please answer with respect t o  your department o r  cour t  or,  i n  the case of union 
representatives,  those p a r t s  of county government i n  which your members work: 

a )  What aspects,  if any, of the  exis t ing personnel plans and procedures 
i n  o r  a f fec t ing  your department o r  cour t  o r  other  agency do you think 
could be changed by leg is la t ion?  

b )  Do you believe your exis t ing personnel c l a s s i f i ca t i on  plan, method of 
f i l l i n g  vacancies, and method of es tabl ishing s a l a r i e s  i s  adequate o r  
inadequate? I f  imdequate,  how should they be revised? 

c )  In  s e t t i ng  s a l a r i e s ,  does your department, court ,  agency o r  jurisdic- 
t i o n  attempt t o  r e l a t e  s a l a ry  assignments t o  the  community pat tern  
and, i f  so, hot:? 

2. The exis t ing s p l i t  personnzl jur isdic t ions  i n  county government have been c r i t i -  
cized f o r  resu l t ing  i n  d i f f e r en t  pay, fr inges,  hours, etc.  f o r  employees i n  d i f -  
f e r e n t  departments doing Cle same jobs. For example, keypunch operators o r  be- 
ginning stenos a r e  paid qu i te  d i f f e r en t ly  i n  d i f f e r en t  areas  of county govern- 
ment according t o  the  1965 County Bu6get. Fiease comment, par t i cu la r ly  with 
regard t o  your own department o r  jurisdiction.  

3. Do you f e e l  t h a t  a uniform county lperit personnel system is: a )  desirable,  o r  
b) feas ib le  f o r  Hennepin County a t  t h i s  time? Please explain. 

4. What i s  your posit ion on the  County Board B i l l  now before t he  Legislature? 
If you a r e  i n  favor of it w i t h  changes, please l i s t  and explain the changes 
you recommend. 

5. Please give your views on the  following aspects  of the  proposed b i l l :  

a )  C n r ? p u l s o ~  retirement requirements and workback plan. 

b) P o l i t i c a l  a c t i v i t y  res t r ic t ions .  

c )  hhat pos i t i sns  i n  your department o r  jur isdic t ion,  i f  any, should be 
i n  the  "Lrnclassified service," and why? 

ITe do no t  mean t o  r e s t r i c t  your hearing testimony o r  writ ten communications t o  
ciir committee t o  t he  above questions, but we a r e  anxious t h a t  these questions be 
covered i n  your presentations,  i f  possible. 


