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1.

INTRODUCTION

The Commission on California State Government Organization and Economy
studied the salary-setting base and internal rvelationships of approxi-
mately 200 exempt posirions, These positions were Deputy and Assistant
Deputy Directors, Executive Officers and Executive Secretaries of Boards
or Commissions, Agency Administrators staffs', and professional, tech-

nical and administrative personnel.

STUDY METHOD

A. The Commission first agreed upon five basic principles to provide a
conceptual guide for the objectives of this study:

1‘

2.

Salary levels for exempt positions should be based upon the
scope, duties, and level of responsibility of the positions.

A wniform compensation plan should be established for exempt
positions. Salaries should contemplate reasonable relation-
ships between various State positiomns. To the extent possible,
comparisons between positions should be made within a state-
widé context and not solely within the confines of a single

department or agency.

The salary rate paid to an exempt employee should not exceed
that of his statutory department head. Exempt positions which
have a salary rate that is compressed below its normal level
because of a statutory ceiling should be set immediately below
that salary rate. The exempt salary rate should be restored
to its proper relationship with other civil service and

exempt positions as soon as the statutory ceiling is lifted.

Within the limits set by statutory salaries, the salary of
an exempt employee should provide a meaningful supervisory
differential over the maximum rate of his immediate subordi-
nate. Unless compressed by a statutory salary, the salary
of exempt positions should not cause salary .compaction of
subordinate exempt or civil service positioms,




5.

The salary plan developed should be simple and clear, so that
it can be easily administered.

B. The Commission gathered information and data to obtain an understanding
of the relative relationships, duties, responsibilities and special
complexities of individual positions. Sources used to obtain informa-
tion and data included, but were not limited to: '

l.

Recent executive salary studies and the history of exempt
executive salaries.

Charts and tables developed and analyzed to compare present
salary levels of positions, and general information on staff-
ing patterns and organizational placement.

Questionnaires designed to obtain information about each
exempt official's duties and responsibilities. Interviews
were algo held with most incumbents to expand on this infor-
mation and to learn more about organizational and position
complexities. Agency, Board or Commission heads reviewed
the questionnaires and made appropriate comments. (Copies
of the questionnaire and interview guide are attached in

Appendix T and II).

C. After gathering the data, a guide was developed {(which is attached =
Appendix IIT) and each position was reviewed to ascertain the incum-
bent's responsibility in five general areas:

POLICY The level of responsibility in development,

final determination and iaterpretation of
policies and importance of the policies as
indicated by their breadth of application and
effect on public operations and expenditures.

PLANNING _ The level of responsibility in original develop-

ment, final determination and interpretation of
objectives and plans for tlie organization and
conduct of business, and importance of the plans
as indicated by the breadth of application and
effect on public operations and expenditures.

ADMINISTRATIVE  The amount of managément activity regquired in
MANAGEMENT the coordination, direction and evaluation of

personnel and program activities, the complexity
of the operations administered, the total number
of personnel in the organization and the report-
ing level of the incumbent.

PROFESSIONAL The responsibility for providing leadership over
EXPERTISE programs and functions which require subordinate

staff having a high degree of professional
expertise,




EXECUTIVE The importance of imnfluencing and obtaining co-
CONTACTS operative action of executives or officials and
the public as indicated by the frequency, level

and subject of these contacts.

Responsibility for fiscal expenditures was not identified as a separate
area for review. Information was obtained regarding an executives
fiscal responsibilities and recognition was given to this important
area because it is an implicit element of several of the designated
executive responsibilities. '

D. The Commission endeavored to obtain job information for all exempt posi-
tions included in the scope of this study. However, a number of posi-
tions were either vacant or the incumbent was unavailable for interview
during the time this study was conducted. These positions have been
included in this study and are identified by an asterisk whenever men-
tioned. Judgments made regarding them were based upon general knowledge
of similar positions reviewed.

TII. FINDINGS

On the basis of the information and data collected, reviewed and analyzed,
the Commission found that:

1. The salary levels of exempt executive and administrative positions
do not necessarily reflect the level of responsibility and/or the

scope of the positions.

2. There is an excessive number of exempt salary levels. There are
approximately 30 different rates or ranges for departmental execu-
tive positions and 25 for Executive Officers, Executive Secretaries
and other similar positions. The multiplicity of levels has evolved
through an unsystematic salary approach and internal departmental

compaction.

3. The range within which salaries for exempt employees can be adjusted
is quite narrow since the exempt salary structure must be reviewed
in the context of the existing statutory and civil service salary

structures.

4. Some exempt employees are assigned duties and responsibilities out—
side regular organizational or functional areas.

5. There is no established method or procedure for systematic or
recurring reevaluation of exempt salary levels.




IV.

SPECIFIC SALARY RATES

The Commisgion'is not recommending specific salary rates for individual
positions. At this point in time, it appears most appropriate to identify
a logical salary plan and relative salary relationships for individual
positions as outlined in the recommendations.

RECOMMENDATIONS ' : .

The Commission believes it is essential that a salary schedule exist for
exempt positions that allows the State to attract and retain executive
and administrative talent. These positions must be compensated appro-
priately on the basis of duties and responsibilities and must also have

a reasonable relationship to one another and to civil service and statu-
tory department heads. Since these latter positions, for all practical
purposes, set a limit on the rate that can be recommended for exempt posi-
tions, we believe that statutory salary rates must, also be regularly and

systematically reviewed.

The Commission recommends:

A. General

1.

That exempt executive and administrative positions with similar
management roles in organizations of similar size and complexity
be grouped together into specific categories for salary purposes.

That the Department of Finance, in collaboration with the State
Personnel Board, assign specific maximum rates to positions grouped
together in the same categories. This would provide the flexibility
of appointing an individual at the flat (maximum) rate or any lower
rate depending on individual qualificationms.

That incumbents of positions identified for a grouping that will
result in a lower salary rate not receive a reduction in their pay
but continue to be compensated at their present rate. At such
time as the position is refilled, the new salary level would apply.

That exempt executives or administrative staff assigned duties
and responsibilities outside regular organizational or functional
areas receive a salary rate based upon the position’s regularly
constituted functional role and duties and responsibilities.

That before a final placement is made for positions that were
vacant during the course of this study, the Department of Finance
review detailed duty statements to determine the position's proper

group and salary level.




B. Departmental Executives

1.

That departmental executive positions be grouped into eight sepa-
rate categories on the basis of the existing.salary rate of their
statutory department head, the scope and difficulty of their
organizational program, and their functional role.

That the basic considerations for identification of "Principal”

or "First Line" Deputy Director positions be in the context of

the incumbent's functional role within a Director's Cabinet rather
than class title or placement in the organizational hierarchy.

The Director should have primary responsibility for designating
these positions using the following guidelines:

a. The Principal Deputy is the position that is the primary
advisor and confidant of the Director. . While organiza—
tionally he may be one of several "deputies', in terms
of tole he is the individual identified by the Director
to be ''second in command".

b. The First Line Deputy is the position (or positions)
that functions as a member of the Director's -Policy or
Program Cabinet and has specific program responsibilities.
The incumbent participates in the formulation and inter-
pretation of policy, and on occasion may act for the
Director on specific matters. He may report to the
Director or the "Principal" Deputy.

The Director may change position designations if appropriéte to
reflect changes in functional roles. In such cases, corresponding
salary rate adjustments may occur.




3. THAT THE FOLLOWING TABLES WHICH

-

ILLUSTRATE THE PLAN BE ADOPRTED,

POSITIONS IN THE

SAME NUMBERED RELATIVE GrRoOUPING (1, 2, 3....8) ARE RECOMMENDED FOR A COMMON
MAXIMUM SALARY RATE.

TABLE i

EXEMPT DEPARTMENTAL EXECUTIVE SALARY GROUPINGS MATRIX

Lever 11 B
732,916.66/M0

or $35,000/vr}

Level EE

{$2,708.33/mM0

"or $32,500/vr)

Eevel 1V A
(32, 500/mM0
or $30,000/YrR)

Lever, IV B
132,500/ mo
_or $30,000/Yr)

AGENCY ADMINISTRATCORS
LT. GovERNOR!S OFFICE

SECRETARY OF STATE
TREASURER

MENTAL HYGIENE
PuBtLic HeaLTH

PusiLic WORKS
WATER RESOURCES

CORRECTI ONS

GENERAL SERVICES
HzaLTH CARE SERVICES
HuMmAN - RESOURCES

SoC 1AL WELFARE

YouTH AUTHORITY

Lever V :
T%2,291.66/m0
or $27,500/YRr)

LEVEL Vi
or $25,000/vRr)

DIRECTORIS
STATUTORY GENERAL GROUPINGS
SALARY FuncTionAL CONCEPT
LEVEL ofF PosiTjoN 1 2 3 b | 5 6 7 8
Lever | PRiNCIPAL DEPUTY X
1sT Line DEPUTY X
Lever 11 A PrINCIPAL DEPUTY X
Lever |1 '
1st Line DePuTY X
LEver 1V A PrinciPAL DEPUTY X
1st1 Line Deputy X
LEVEL v B PrinciPAL DEPUTY X
1stT Line DEPUTY X
Lever 1t B PeinciPAL DEPUTY X
Lever {V C .
157 Line DEPUTY X
Lever V PRINC [PAL DEPUTY X
1sT LINE DEPUTY X
Lever VI PrincIPAL DePUTY - X
1st Line DEPUTY A
STATUTORY  3aLARY LEVELS AND RATES: ,
Lever | JUusTiIcCE Lever IV C AGRICULTURE
($3,EE1.66/M0 (§2,500/M0 ALcoHoL1c BeEvERAGE COMTROL
or $42,500/vr) or $30,000 ¥rR) Banking
CaiLIFORNIA HigHWAY PATROL
Lever FI_A CONTROLLER CORPOGRATI ONS
{$2,916,.66/M0 EDUCATION INDUSTRIAL RELATIONS .
or $35,000/yr)  FINANCE . INSURANCE

MoTor VEHICLES
- REAL ESTATE
SaviNes ano LOAN

CONSERVAT[ON
ConNSUMER AFFAIRS
FisH AND GAME

PARKS AND RECREATION
REHABILITATION
VETERANS AFFAIRS

EMERGENCY SERVICES

FirE MARSHAL

Housing anD ComMunITYy DEVEL.
NavicATioN aND Ocean Devel..
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TABLE 11

EXECUTIVE AND ADMINISTRATIVE POSITIONS

LisTing OF THE
VARtoUus Posi1TIONS

GENERAL DEPARTMENT

PRESENT
MaximMum Mo.
SALARY RATE

Assi1GNED TO
GROUP INGS

CHIEF DeEPuUTY ATTORNEY GENERAL JusTice $26501 1
¥ASST. TO THE AGENCY SECRETARY Acr, & Svs. AcENCY 2267
*AsST. To THE AGENCY SECRETARY Bus. & TRANS. AGENCY 226?1
*¥AssT. 70 THE AGENCY SECRETARY HumaN RELATIONS AGENCY 226‘{1
#AsSsST, TC THE AGENCY SECRETARY RESOURCES AGENCY 226?1
DEPUTY STATE CONTROLLER CONTROLLER 2hq0¢
CHIEF DEPUTY SUPERINTENDENT EDUCATION 24103¢ 2
*DepuTy DirscTor (1 oF 3] FINANCE 2u6p3¢
#¥CH1EF DEPUTY DIRECTOR MENTAL HyaiENE 25061
*%CH1eF DePuty DIRECTOR PusLi1c HearLTH 25051
ASSOCIATE SUPERINTENDENT & CHF.,
Div, of ScHooL ApM. & FINANCE EbucaTrion 241'03C
AssoCIATE SUPERINTENDENT & CHF.,
Division oF INSTRUCTION EDUCATION 2&103C
AssSOCIATE SUPERINTENDENT & CHF., 3c
DivisioN oF SpecraL EDUCATION EpucaTion ~2h103c 3
#DEpUTY DIRECTOR {OTHER 2) FINANCE 2462
CHter Deputy DirRecToOr, ADM. MaT. MENTAL HYeieNE 21%91
CH1eF DePUTY DIRECTOR PusBL1C WoORKS 2361
DepuTy Direcvor (1 oF 3) ‘WaTER RESOURCES ' 23611
DepuTy DirecTor (1 oF 3) GENERAL SERVICES 2266
Ass15TANT DIReECTOR, LEGAL HRD 21E91
*DepuTy DirecTor, ENvirON, PLNG. PuBLiC WoRKS 2347,
Deputy DIRECTOR, MANAGEMENT PusLi1c Works 2.601
DePuTY DIRECTOR, SoclAL WELFARE SociaL WELFARE 2503 y
DepuTy DirecTor (OTHER 2) WATER RESOURCES 2361#
DEPUTY DiReCTOR YOUTH AUTHORITY 2266
Deputy Director (1 oF 2} AGR1ICULTURE 2266ﬁ
DepuTy DIRECTOR ABC 2076
CHier DEPUTY SUPERINTENDENT BankiInG 217 1
DepuTy COMMISSIONER CHP 223
CHIEF DEPUTY COMMISSIONER CORPORAT!IONS 2179
Deputy DIRECTOR, SPECIAL Svs. CORRECTIONS 22 5°
Dep. DiR., CorR. CONS., CMP. Svs, CORRECT 1 ONS 22655
DeruTy DIrecTOrR (OTHER 2) GENERAL SERVICES 22661 5
DepuTy DIRECTOR, JoB Trne,., ' T
DEVELOPMENT & PLACEMENT HRD 2288
Deruty DirRecTor, FARM LaBorR Svs, HRD- 2076
DepuTY DIRECTOR INDUSTRIAL RELATIONS 2026 .
CHier DepPuTy INsS, CoMMISSIONER I NSURANCE '21Z9h
DepuTy DirecTor (1 oF 2) MoTor VEHICLES 22667¢
CHIEF As3157ANT COMMISSIONER ReaL EsTATE 1976
CHIEF DePuty COMMISSIONER Savines & LoaN 2179h
DerpuTY SECRETARY OF STATE (1 OF 2} SECRETARY OF STATE 1976+C
DepuTY DIRECTOR, OPERATIONS SociAL WELFARE 22
TREASURER 2076

DEPUTY STATE TREASURER

¥Pos|TION VACANT OR [INCUMBENT UNAVAILABLE FOR INTERVIEW DURING THE PERIOD OF STUDY.

®¥¥WHEN THIS POSITION IS FILLED BY A MEDICAL PERSON,

COMPENSATING THE INCUMBENT IN RELATION TO OTHER MEDICAL EXECUTIVES.

SINGLE STEP SALARY RATE
TWO-STEP SALARY RANGE
THREE~STEP SALARY RANGE
FOUR-STEP SALARY RANGE
COMPRESSED 3ALARY RATE OR RANGE

O O =

SPECIAL CONSIDERATION SHOULD BE GIVEN TO
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: PRESENT
LISTING OF THE Max1MuM Mo, Ass)GNED TO
Various PosITIONS GENERAL DEPARTMENT SAaLARY RATE GROUP I NGS

DepuTy DIRECTOR (THE OTHER) AGR1CULTURE L eglal
Ass|sTANT DirecTor {3) ABC 1976
DepuTY DIREGTOR CONSERVATION 216a9¢
CH1eF DEPUTY DIRECTOR CoNSUMER AFFAIRS 1976
DepuTy DiRECTOR FIsH AND GAME \ 21695
CHiEF, Div. oF InD. WELFARE INDUSTRI1AL RELATIONS 202 ke
CHter, Div., oF 'InD. SAFeTY INDUSTRIAL RELATIONS 2026k°
CureF, Div. OF APPRENTICE STDS. [NDUSTRIAL RELATIONS 20p63¢C
CHteF, Div. oF Laeor Law EwF, INDUSTRIAL RELATIONS 2026%¢
CH1EF, Dtv. oF LABOR STATISTICS

AND RESEARCH : INDUSTRIAL RELATIONS ’ 20264C
CHier, Div. oF FaIrR EMPL., PRACT. INDUSTRIAL RELATIONS . 2026%¢
CHIeF AssiSTANT COMMISS|ONER INSURANCE 2179
*DepuTy DIRECTOR OF COMMERCE LIEUTENANT GOVERNOR 2026 6
DePuTY DIrRecTOR (THE OTHER} MoToOR VEHICLES 2856
CHier DepuTy DIRECTOR PaRKS & RECREATION 2169¢
*CH1EF DEPUTY DIRECTOR REHABILITATION 2076
DePuTY SECRETARY OF STATE

{THE OTHER) SECRETARY OF STATE 1976
DePUTY DIRECTOR VETERANS AFFAIRS 2076
DIRECTOR AERONAUTICS 1882
Deruty DiIrRECTOR CoNSUMER AFFAIRS 1%%6
DeruTty DIRECTOR EMERGENCY SERVICES 1002
AssT,. STATE FIRe MARSHAL Fire MARSHAL 1587.
CuF., Div, oF Bupg. & Hse., Svos. Housina & Com. DEvEL. 19293 T
#CHur,, Div. ofF Hse. & Com. DevEeL. Houstng & CoM. DEVEL. 1%%23

" PepuTY DIRECTOR NavigaTioN & Ocean DeEvVEL 1

DepuTy DIRECTOR PARKS & RECREATION 2076.
DeruTY DIRECTOR AERONAUTICS 1626
AssT, Dir., ADM. & MaT, EMERGENCY SERVICES 1793
AssT. Dir., FI£L0 OPERATIONS EMERGENCY SERVICES 1793 8

v

0S| T.ION VACANT OR INCUMBENT UNAVAILABLE FOR INTERVIEW DURING THE PERIOD OF STUDY.

1 SINGLE STEP SALARY RATE

2 TWO-STEP SALARY RANGE

3 THREE-STEP SALARY RANGE
FOUR-STEP S5ALARY RANGE

c

COMPRESSED SALARY RATE OR RANGE

.
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C. Executive Officers, Executive Secretaries and other administrative

pogitions

1. That Executive Officer, Executive Secretary and administrative
positions be grouped into four broad catepgories:

a.

Those positions that are comparable to heads of depart-
ments who do not report. to full time Boards or Commis—

sions and who for all practical purposes are comparable
to chief executives of small departments.

Those positions In departments that are for all practical
purposes comparable to departmental executives (i.e.,
pr1nc1pa1 or first line deputies).

Those positions that regquire specialized technical
credentials (i.e., legal, engineering).

Those positions that are special advisors, representa—
tives, advocates and assistants who do not regquire spec1al
credentials but rather general admlnistratlve and com-
municationg skills and abilities.

2. That the following positions be grouped in Category A and compared
to statutory executives and statutory salary levels:

PRESENT ProrposeD SaLary TIE
Maximum Mo, STATUTORY StaTuTorY Mo,
PosiTION ORGANTZAT]ON SALARY RATE =~ SALARY LEVEL  SALARY RATE

ExecuTive OFFJCER StaTe Lanps CoMMISSION $2290 v $2291.50
Executive OFFICER AR Resources BoARD 2266° v 2291.50
Executive OFFICER WaTER Resources ConTRoL BOARD, 2179 v 2291.50
ExecuTive DIRECTOR Councit oN CRIMINAL JUSTICE 2107.50 v 2291.50
ExecuTive DIRECTOR  TEACHERS! RETIREMENT SYSTEM 2179 v 2291..50

C COMPRESSED SALARY RATE
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3. That the following positions be grouped in Category B and compared
to positions in the proposed exempt executive salary matrix
(Page 6): .

PRESENT
Maximum Mo. Proposep SataAry TIE
Posivion ORGANIZATION SALARY RATE {SEE PaGE 6)
EXECUTIVE SECRETARY Boarp OF EQUAL1ZATION $2410¢ LEver IV A DepT
: . PrincipaL Deputy
{Grourine #3)
SECRETARY Pustic UTtLiTiESs COMMISSION 2360c. Lever 1V B Deer
PrINciPaL DerPuTy
{Grouring #4)
CHI1EF, TRANSPORTATION BusInEss & TRANSPORTATION 2158C Lever tv C DepT
PLANNING & RESEARCH AGENCY 1st LINE DePuTy
{Group NG #6)
Reclonat DEPUTY HuMaN RESOURCES DEVELOPMENT 2179 Lever 1V C Deet
Directors, JTD & P (2) ’ 1sT Line DepuTy
{GrourI1Ne #6)}
EXECUTIVE ASSISTANT LT, GoveRrNOR!s OFFICE 2291‘I Level il A DeeT
: : - PRINCTPAL DEPUTY
{Grouring #2)
c
EXECUTIVE SECRETARY CoMMISSION FOR TEACHER 24103 D/EDUCAT I ON
PREPARATION AND L)CENSING 1sT Line Deputy
{(GrourIng #3)
1
CHANCELLOR CaLiFornia ComMuniTY CoLLEcEs 2297 D/EbucaTion
1sT Line DePuTY
(GrouriIng #3)
MANAGER, CaL. ExPo. GENERAL SERVICES 22971 D/GENERAL SERVICES
1sT LinE DEPUTY
{GrouPing #5)

4. That the following positions be grouped in Category C and compared
to established civil service levels for similar spec1allzed posi-
tions within their occupational grouping:

PrRESENT
Maximum Mo, _
PosjTioN ORGANIZATION 3 SALARY RATE  ProroscD SALaRy Tie

GEN Msr & CHIEF ENG
ExecuTivE OFFIGER |}
ExecuTive OFFiceEr T

(6)
(3}

CurF Counser & Exec OFc
EXECUTIVE SECRETARY
ExEcuTive OFFICER
SECRETARY

CHi1er COUNSEL

STaFr LEcaL & LEGISLATIVE

RECLAMATION BOARD
WATER QuALITY ConTrOL BOARD
WaTer QuariTy ControL Boarp

ABC AprEALS BoARD

CaLiF LAW Revision CoMMission
OFFiIcE oF ApM PROCEDURE
UnemPL INSURANCE APPEALS Bp
PustLic UTiLITies CoMMiIssSION
INDUSTRIAL RELAT!ONS

AssT. {APPRENTICESHIP STDS)

StTaFF Asst, Division oOF
INDUSTRIAL WELFARE

Ass1sTANT DIRECTOR,
COMMUNECATIONS

EXECUTIVE SECRETARY

DireCTOR

{NDUSTRIAL RELATIONS

HumaN Resoureces DevEL.

INTERGOVERNMENTAL BDARD ON

EDP (LT. GoveErnor's OFFice)
Coorp CounciL For HigHErR Evouc

SINGLE STEP SALARY RATE
TWO-STEP SALARY RANGE

PR AV E

COMPRESSED SALARY

THREE-STEP SALARY RANGE
RATE OR RANGE

$2076
179
197

2076
22
2179
2179
2261 ©
1626

950
1976

1976
3211

PriNCIPAL ENGINEER
SUPERVISING ENGINEER
PRINCIPAL ENGINEER

PrincipaL Counser, ABC

PriN DErP Leg Counser |l
CHieF Rereree, UIAB

CHieEF ReFeree, UIAB

CHIeEF Dep LEg Couns., C.E.A.
Assoc1ATE COUNSEL

AssT. INFORMATION OFFICER
AssT, DIrR. (CIVIL SERVICE
LEvVEL 1N HRD)

DATA ProcEssing MaNAGER |V

TOP LEVEL MANAGEMENT POSITIONS
IN THE STATE UNIVERSITY HIGHER
EDUCATION FIELD
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‘That positions in Category D be compared to civil service positions
(especially the "Staff Services" Occupational Group).

Since this group includes such a broad range of positions, it has
been subdivided into five levels (D1, D2, D3, D4, and D5). General
definitions for these levels are as follows:

Level D1 Positions

This level describes positions that are:

.8

Responsible to a Board or Commission widely acknowledged as
one of the most highly complex and sensitive. The activities
of this Board or Commission can have a major impact on State
Government. The incumbent plays a major advisory role and
is given unusually complete responsibility and authority; or

Responsible for a technical program wirh above-average pro-
gram variety, sensitivity, or technical specialization.
Subject matter and funding make this & potentially high-

 impact program; or

In the nature of a confidential executive assistant to a
Director of a large department of above-average sensitivity
(statutory salary level $30,000/year [$2500/mo.] or more) to
function as confidential advisor and recommend on matters
having major program impact. Incumbent is considered a
member of the Director's policy-making Cabinet.

Leﬁel D2 Positions

This level describes positions that are:

.

C.

Responsible to a Board or Commission of above-average size
and/or sensitivity. Studies may have an important impact
on a specific governmental activity; incumbents have fre-
quent legislative contacts and testify occasionally; or

Responsible for a moderate-sized program (10 or more
technical staff) with above-average program variety and
sensitivity or a larger program of average sensitivity; or

In the nature of a confidential executive assistant to a
Director of a department (statutory salary level $30,000/
year [$2500/mo.] or more) or to a memwber of a Board or
Commission with above-average program sensitivity. Incum-
bents conduct special confidential investigations and
advise on legislative and policy matters. Generally,

_not a member of the Director's policy-making Cabinet.
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Level D3 Positions

This level describes pogitions that are:

a.

Regponsible to a Board or Commission of average size and/or
sensitivity. Duties include providing advice (and technical

agsistance) on matters having potential impact on State

departments or other governmental jurisdictions; or

Responsible for a moderate-sized program of somewhat greater
variety and complexity in a department, agency, etc. Subject
matter, funding and program sensitivity make this an "average"
program; or '

In the nature of a confidential executive assistant to a
Director of a small department or to an Executive Officer
of a Board or Commission with average semsitivity. In-
cumbents conduct special confidential investigations and
advise on legislative and policy matters.

Level D4 Positions

This level describes positions that are:

a.

C.

Responsible to a small Board or Commission whose program
is of limited scope, but either the subject matter or
funding source increase potential program impact or
sensgitivity; or

Responsible for a variety of public relations or general
administrative assignments for a Director, Board or
Commission member; or '

Responsible for a technical program specialty (i.e.,
industrial relations, employer—employee relations, etc.).
Incumbents are professional technical specialists in a
field receiving minimal supervision,

Level D5 Positions

This level describes positions that are:

e

Responsible to a small, noncontroversial Board or Commission
whose program is of limited scope and complexity. Incumbents
make relatively routine decisionss or

Responsible for a variety of routine administrative assign-
ments of limited scope and complexity. Incumbents perform
a variety of routine assignments, make technical studies
and schedule hearings, meetings, etc.
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5b. That for salary purposes positions assigned to Category D
be grouped together as shown below:

GROUP INGS OF EXECUTIVE OFF ICER
EXECUTIVE SECRETARY AND OTHER ADMINISTRATIVE POSITIONS

PRESENT MAX IMUM

Pos fFION DEPARTMENT/AGENCY/BOARD MC. SALARY RATE
LEVEL D1
SPECIAL ASSISTANT DOoARD OF CORRECT IONS $212
EXECUTIVE SECRETARY CALIFORNIA HIGHWAY COMMISSION 197
Museum DIRECTOR (MUSEUM OF : o 1
SCIENCE AND INDUSTRY) ) COMMERCE 1976

COMMISSION ON CALIF. STATE GOvT.

EXECUTIVE SECRETARY
. ORGANIZATION AND EcCONOMY 1976 -

DEPUTY STATE ARCHITECT GENERAL SERVICES 21!23c ’
*PROCUREMENT OFF ICER GENERAL SERVICES 2076
*SPECIAL ASSISTANT TO THE

ATTORMEY GENERAL JusTICcE 1976

ASS ISTANT SECRETARY STATE PERSONNEL BOARD 2179

Ass |ISTANT || LT. GOVERNOR'S OFFICE 2000 !
LeveL D2

ADMINEISTRATIVE OFFJCER ADULT AUTHORITY 1793

EXECUTIVE SECRETARY ArRTs COMMISSION 1793

DEPUTY To B/E MEMBERS () BuarRp OF EQUALIZATION 1793

CA CrIME TeECH RES FOUNDATION 1793

EXECUTIVE QFFICER
EXEcuTIVE OFFICER ComMM1SSION ON PEACE OFFICER
STANDARDS & TRAINING 1793
Ass jSTANT DEPUTY STATE CONTROLLER CONTROLLER 1802
EXECUTIVE SECRETARY COUNCIL ON INTERGOVTL, RELATJONS ]%33
STATE LIBRARIAN EDUCATION 1082
LocaL AssSISTANCE OFFICER GEMNERAL SERVICES 1376h
SUPERINTENDENT, PRINTING PRODUCTION  GENERAL SERVICES ‘ ’ 1 7410
GENERAL SERVIGES PLANNING OFF ICER GENERAL SERVICES 1926
EXECUTIVE OFFICER, OFFICE OF
ALCOHOLISM PROGRAM HUMAN RELATIONS AGENCY 1882
COORDINATOR, OFFICE OF NARCOTICS ®
AND DRUG ABUSE HuMAN RELATIONS AGENCY 1882
STATE COORD., MENTAL RETARDATION HumAN RELATIONS AGENEY ‘ 1882
%¥As5515TANT DepuTY DirecTOrR, TCIP HumaN Resources DEVELOPMENT 1793
ASSISTANT To DEPUTY DIRECTOR (3} JoB TRAINING, DEVELOPMENT &
PLaceMENT {HRD) 1882
EXECUTIVE SECRETARY JoB TRAINING, DEVELOPMENT &
: PLACEMENT Svs ADVISORY BOARD 1882
¥EXECUTIVE ASSISTANT MENTAL HYGSIENE 1;83
EXECUTIVE DIRECTOR ScHOLARSHIP & LoAaN COMMISSION
EXeEcuTiIvE DIRECTOR SF Bay Cons. & DEVEL. COMMISSION 2
ASS1STANT STATE TREASURER TREASURER" : o 1 g
¥SPECIAL REPRESENTATIVE WATER RESOURCES . 1oo2
EXECUTIVE SECRETARY WILDLIFE CONSERVATION BOARD 1882
YOUTH AUTHORITY BoarD : 1793

ADMINISTRATIVE REPRESENTATIVE

*¥POSITION VACANT OR INCUMBENT UNAVAILABLE FOR INTERVIEW DURING THE PERIOD OF STUDY.

SINGLE STEP SALARY RATE
TWO=-STEP SALARY RANGE
THREE=-STEP SALARY RANGE

FOUR-STEP SALARY RANGE
COMPRESSED SALARY RATE OR RANGE

O 4=t N wa




PGSITION

LEVEL Di

#EXECUTIVE
EXECUTIVE
EXECUTIVE
ASS ISTANT
EXECUTIVE

EXECUTIVE
EXECUTIVE

SECRETARY
DIRECTOR
OFFICER

STATE LIBRARIJAN
SECRETARY

SECRETARY
SECRETARY

SECRETARY

*SPECKAL ASSISTANT TO THE DIRECTOR
AssT. CHF., DIVISION OF BulLDINg

AND HOUS ING STANDARDS

ASSISTANT TO THE CHIEF, Division

OF [NDUSTRIAL SAFETY
AssSiSTANT CHIEF, DIvisioNn oOF

LABOR | AW ENFORCEMENT
AssIsSTANT CHIEF, DIVISION OF

FAIR EMPLOYMENT PRACTICES
ASSISTANT |

EXECUTEIVE OFFICER
AssIsTANT DEPUTY DIRECTOR
EXECUTIVE SECRETARY
EXECUTIVE OFFICER

LEVEL Db

EXECUTIVE OFFICER

ASSISTANT To B/E Memsers (4)
SPECIAL ASSISTANT TO SECRETARY

EXECUTIVE SECRETARY
INDUSTRIAL RELATIONS CONSULTANT

*LoCAL LAW ENFORCEMENT COORD INATOR
"SPECIAL ASST. TO THE SUPERINTENDENT
ASSISTANT LOCAL ASSISTANCE OFFICER

¥SUPERVISOR, LOCAL PusLIC WORKS
ALEOCAT!ON PROGRAM
*AssT, EXEcCUTIVE OFFICER, OFFICE
OF ALCOHOLISM PrOG. MaGMT.
*AssT., COORDINATOR, OFFICE
oF NARcotics & DRUG ABUSE
CHiEF, MiGrRANT PROGRAM
SPECTAL CONSULTANT FOR REHAB.
STATE INTERGROUP COORD INATOR
COMMUNITY RELATIONS OFF ICER
SPECIAL REPRESENTATIVE
¥SPECiAL REPRESENTATIVE

INTERGOVERMMENTAL MaMT,. AssT,. |l

*SPECJAL REPRESENTATIVE
SPECIAL REPRESENTATIVE
EXECUTIVE SECRETARY

LEvEL D5

ASS1STANT TO THE BOARD
EXECUTIVE SECRETARY
*ExecuTive OFFICER

CONTRACT ADMINISTRATION ASSISTANT

*SPECIAL REP., INDUSTRIAL SAFETY BD.

*SPECIAL REPRESENTATIVE, WCAB
EXECUTIVE SECRETARY
INTERGOVERNMENTAL MGMT. ASST. |

DEPARTMENT /AGENCY /BOARD

ADVISORY COUNCIL ON VOCATIONA
EDUCATION

CatIF, JoB DEVELOPMENT CORP.
LAw EXECUTIVE BOARD

CALIFORNIA WATER COMMISSION

EpUcaTION

ENVIRONMENTAL QUALITY STUDY
Counclit {LT. GOVERNOR])

Fi1sSH AND GAME COMMISS1ON

HEALTH PLANNING COUNCIL

HorseE Racing BoarD

Hous tng

Hous InG
INDUSTRIAL RELATIONS
INDUSTRIAL RELATIONS

INDUSTRIAL RELATIONS
[T. GOvERNOR'S OFFicCE

OFFICE OF |INTERGOVERNMENTAL
MANAGEMENT (LT. Gov. OFFICE)

PARKS AND RECREATION

SociAl WELFARE BOARD

WoMENTS PAROLE COMMISS EON

ADV1SORY COMMISSION ON MARINE
AND COASTAL RESOURCES

BOARD OF EQUALIZATION

Bus., & TrRaNs. AGcy. TOLL
BRIDGE AUTHORITY

COMMISS10N ON AGING

CORRECTIONS

CORRECTIONS

EDUCAT ION

GENERAL SERVICES

GENERAL SERVICES
HuMman RELATIONS AGENCY

HUMAN RELAT IONS AGENCY
HUMAN RESOURCES DEVELOPMENT
INDUSTRIAL RELATIONS
InDUSTRIAL RELATIONS
INDUSTRIAL RELATIONS
JusTicE

Mivi1TARY DEPARTMENT

LT. GoveRNOR'S OFFICE

PARKS & RECREATION COMMISSION
STATE FORESTRY BOARD

STATUS OF WOMEN

CALIFORNIA VETERANS BOARD

CorLorapo River Boarp -

COMMISSION OF THE CALIFORNIAS

COUNCIL ON INTERGOVTL. RELATIONS
{LIEUTENANT GOVERNOR's OFFICE)

INDUSTRIAL RELATIONS

INDUSTRIAL RELATIONS

JusTice

LT. GOVERNOR'S OFFIiCE

PRESENT MaXIMUM
MO, SALARY RATE

1048
1405

1273

12?31
1111
1213
1405
1100

#POSITION VACANT OR INCUMBENT UNAVAILABLE FOR INTERVIEW DURING THE PERIOD OF STUDY.

1 SINGLE STEP SALARY RATE
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STATE OF CAL?FORNIA APPENDIX I RONALD REAGAN, Governor

COMMESS!ON ON CALIFORMNIA STATE GOVERNMENT ORGANIZATION AND ECONOMY

11th & L BUILDING, SUITE 550, (916} 445-2125
SACRAMENTO 95814

Chairmon

H. HERBERT JACKSON ' .
Sacramenia

Yica-Chairman

|  September 20, 1971

ALFRED E. ALQUIST
Senafor, San Jose

HOWARD A, BUSBY
San Diego

JACK R. FENTON
Assemblyman, Montebelio

HAROLD FURST
Berkelay

FAROLD C. HENRY

Rosemen

JAMES E. KEMMNEY
Pasodeng

ANDREW L. LEAVITT
San Moteo .

WALTER H. LOHMAN
Los Angeles

g;n:gg::: RS ncisco This Commission, under a subcommittee headed by James T. Kenney, is
ﬂﬁﬁgﬁﬁﬁfﬁﬁh conducting a study of executive compensation in the Ca}ifornia state
MATHAN SHAPELL _ service, The scope of the study is limited to exempt administrative
Boverly Hills positions, such as Deputy Direetor and Executive Secretary whose salary

(Il oy rates are set administratively by the Department of Finance and not
fixed by statute.

Since the position to which you are appointed falls within the scope
of our study, you are askad to complete the attached gquestionnaire so
that we will have a better understanding of your responsibilities. A
staff member of the State Personnel Board who is assisting the Commis-
sion in this study will contact you in the near future to schedule an
interview to discuss your position., The questionnaire should be com-
pleted and on hand for this ipnterview, If you have questions on any
‘items in the questlonnalre you may wish to clarify them at that time.

Immediately following this interview, a copy of the completed question-
naire will be furnished to your Director or Board/Commission Chaitman
for additional comment which may be necessary for a fair evalunation of

your position.

It is our goal to complete this study by the end of October, therefore
your cooperation will be appreciated.

Respecitfully,

H., HERBART JACKSON
Chairman

Attach,
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COMMISSION ON CALIFORNTIA STATE GOVERNMENT ORGANIZATION AND ECONOMY

Salary Survey of Exempt Positions in Departments, Boards, and Commissions

Position Questionnaire

Please indicate your involvement in each of the following areas. Answer each
item with reference to the duties of your present position.

ja]

- es
1. This position has responsibility for: —

a. a line pregram
; b. staff supportive services

2. This position performs an independent, nonsupervisory functicn:

3. This positionrincludes responsibility for direct supervision

1f yes, give total pumber of subordinate staff

O oogd

4. The organizational unit or function for which you are
respensible is: '

5. To whom do you report? =~ Title

6.  What is the Fiscal Year 1971-72 Budget for your area of
responsibility?

$

7. Do you become involved in developing, planning, organizing,
and coordinating the fiscal functions of the department or [:]
commission?

If yes, please explain extent of involvement and cite
specific examples.

®
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8. Do you become involved in devéloping, planning, organizing, and
coordinating the planning functions of the department or
commission?

If yes, please explain extent of involvement and cite
specific examples.

9. Do you become involved in developing, planning, organizing, and
coordinating the personnel functions of the department or

commission?

1f yes, please explain extent of involvement and cite
specific examples. :

10. Do you have responsibility for the establishment and implementa-
tion of. administrative programs, policies, and procedures?

Tf yes, explain extent and give examples.

11. Does this include responsibility for evaluation of programs and
resource utilization?

If yes, explain.

Yes No

O O

LI

[1 L
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12. Are all proposals in the following areas routed through your
office prior to decision?

departmental policy
deparitmental budget
program planning

departméntal internal management

13. Does successful performance in the position require frequent
(more than monthly) contact with representatives from:

a.

other departments or commissions within State service

other governmental jurisdictions
(City, County, Federal, etec.)

the Legisléture
private industry
employee groups and/or unions

local interest groups from the public sector

agency secretary and staff

Please explain extent of contact and give examples.

NN

OOOo0OOdO o O

RN

mininlninluls
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14, Does this position include independent responsibility for
decisions which:

a. affect and bind the policies of your owm
organizational unit? :

b. affect and bind the policies of the department or
commission?

¢, affect and bind the policies of other governmental
jurisdictions?

Please give examples of those areas covered.

15. Do you represent the department or commission before:
a. interdepartmental conferences?
b. public meetings?
¢. hearings?
d. legislafivg groups ?

e. agency administrators?

1f yes, give specific examples of each.

0 O O

nfulisluks

ot
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Yes No

16. Do you present budget submissions to the Department of Finance
and the Legislature as part of your assigned responsibilities? [:] [:]

If vyes, who accompanies you and what is your role in the
presentation?

17.  Please sketch below or attach an organization chart showing your
place in the organization, the person to whom you report, your
peers, and those who report to you.

Space below is reserved for: _
Additional information and endorsement by the Director or Commission Chairman.

[:] ‘Concur

[:] Concur except as noted below

-

Conments:

5 . (Signature) Director/Commission Chalrman
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APPENDIX 11
COMMISSION ON CALIYFORNIA STATE GOVERNMENT, ORGANIZATION AND ECONOMY

Salary Survey of Exempt Positions
in Departments, Boards, and Commissions

Interview Guide - Exempt Appointees

The primary objective of these interviews is to gain an understanding of the
. exemplt appointees' responsibilities within the organization. This informa-
tion will aid in comparing salary levels and duties among positions. Each
area except the section entitled Relsationship to Board or Commission should be
covered with all incumbents. The last section should be discussed only with
those reporting to boards or commissions.

For your convenience notes may be made directly on the interview guide.

MAJOR AREAS OF RESPONSTBILITY
| 1. What are the primary responsibilities of your position?
~ Are these assigned to you verbally, or in writing?

- Do they relate to the overall objectives of the department?

- Do you feel you have the needed authority to carry out each of
your responsgibilities?
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2. Which of your responsibilities do you delegate to your subordinates?
- Are these delegations verbal or in writing?
- Do you ask your subordinates to recommend or approve action?

- How do you control the delegation?
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3. To what extent are you involved in: (a) planning? (b) budgeting?
(¢) controlling? (d) policy decisions? (e) employee development?
(f) employer~employee relations? (g) departmental internal management?

Specifically, what are your activities in each?
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KEY DECISIONS

1. What are the five or six major decisions that you make in discharging
these responsibilities? How often does each decision have to be made?

2. Listed in descending order, what other decisions do you make in dis-
charging these responsibilities?

-




-2 5=

3. From what source do you derive the authority to make the decisions?

4., What innovative actions have you taken in your position?

5. Do you make decisions alone?. Recommend action? Committee action?
Is action recommended to you? (To whom? By whom? With whom?)
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ORGANIZATIONAL RELATIONSHIPS

1. To whom do you report?

(Class Title)

a. Does he review your work? For technical detall? ¥or policy
" implicationa? Give examples.

-

2. Are you a member of the departmental policy.making body?
Do you attend and actively participate in the meetings?

3. Do you serve as confidential assistant and advisor to the Director
regarding the organization and operation of the Department?
In other areas?
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4, To what types of action can you unilaterally commit the department?

5, To what boards, commissions, groups, etc., are you a member and
which meetings do you attend becanse of your position?




D B

POLICY GUIDANCE

1. Do you receive adequate policy guidance in making your decision?

- What is your primary source of policy guidance? If you have a
policy question to resolve, how do you do it?

- 1s this guidance explicitly stated in writing?

- Are these policies always in accord with overall organizational
objectives? '

- TIs this guidance received routinely, or only when you request it?
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RELATIONSHIP TO BOARD OR COMMISSION

1. What is the purpose of the Board or Commission?
- How many members? What levels?
- Full time or part time?
- How often are meetings held?

- Do you attend? What is your role?
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APPENDIX IIY

FACTOR EVALUATION GUIDE FOR ADMINISTRATIVE & EXECUTIVE POSITIONS

I, POLICY (1-25)

Appraise the position for its level of re5ponsibility in the development, final
determination, and interpretation of policies and for the importance of the policies
as indicated by their breadth of application and effect on public operatioms and

Degree

Decision as individual

Decision as part of a group
Final recommendation
Formulation and priﬁary
recommendation

Assist in formulation

Scope of Policy

Statewlde on variety of major programs

Statewide affecting development of a
single major program by other depart-
ments and jurisdictions

Total department programs with signifi-
cant impact on other departments or
jurisdictions

Departmentwide programs; or division-
wide programs with significant impact
on other depariments or jurisdictions

Departmentwide supportive services only

TOTAL

II. PLANNING (1-25)

Appraise the position for its level of responsibility in the original development,
final determination, and interpretation of objectives and plans for the organiza-
tion and conduct of business, and the importance of the plans as indicated by the
breadth of application and effect on public operations and expénditures.

Degree
Decision as individual

Decision as part of a group

Final recommendation

Formulation and primary
recommendation

Assist in formulation

Scope of Application

Statéwide on varietj of major programs

Statewide affecting execution of a
single major program by other depart-
ments and jurisdictions

Total department programs

Divisionwide programs

Departmentwide supportive services

TOTAL
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III. ADMINISTRATION (1-50)

Appraise the position for the amount of management activity required in the
coordination and direction of personnel, the complexity of the operations ad-
ministered, and the complexity in evaluating and controlling the results.

Difficulty of
Direction & Control

5. Four levels of subordinate
supervision inecluding
significant operations
outside of community

4, Four levels of subordinate
supervision mainly limited
to community

3. Fewer than four levels of
subordinate supervision
including significant
operations outside of com~
munity; or significant
nonsupervisory program
mapnagement responsibilities
requiring strong coordinating
role in program achievement

2, Fewer than four levels of
subordinate supervision
mainly limited to commmity

1. Nonsupervisory "staff" role
without significant program
management responsibilities

3.

Complexlty of Function

Diversified functions requiring
complex decisions

A single major function requiring
complex decisions

"Diversified functions with less

responsibility for complex
decisions

Diversified functions with routine
decisions

Single function with routine
decisions ’

TOTAL

Then, appraise the position for the importance of handling and development of

personnel as indicated by the total number of personnel in the entire organization

and the reporting level of the incumbent.

Size of Organization

5. 5000+
4. 1000 - 5000
3. 300 - 1000
2. 100 - 300

i. 0 = 100

5.
4,

3.

Reporting Level

1st level

2d level

3d level (or 2d level staff role)
4th level (or 3d level staff role)'

5th level
TOTAL
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IV, PROFESSIONAL EXPERTISE (05255

Appraise the position for its responsibility in providing leadership over programs
and functions, the complexity of which require subordinate staff having a high

degree of professional expertise acquired by advanced college study.

Degree Scope of Application
5. License or Certification 5. Various statewide programs
of professional expertise ,
required 4, Various deparimentwide programs
3. General knowledge of 3. Single statewide program

profession required
0. No expertise required 2, Single departmentwide prbgram

TOTAL

V. EXECUTIVE CONTACTS (1-25)

Appraise the position for its importance in influencing and obtaining cooperative
action of nonsubordinate executives or officials and the public as indicated by

the frequency, level and subject of these contacts,

Level of Contact Subject
5. The legislature and 5 others 5. Includes budget presentatlons to
Legislature
4. Agency Secretary and 5 others 4, Includes program plamning with
Agency Secretaries
3. Other governmental jurisdic- 3. Includes broad program contacts with
tions and 4 others other jurisdictions
2. Any 5 2, Includes program contacts with

the Legislature

1. Any 4 1. Includes program contacts with
other departments.

TOTAL




