
MAINE STATE LEGISLATURE 

The following document is provided by the 

LAW AND LEGISLATIVE DIGITAL LIBRARY 

at the Maine State Law and Legislative Reference Library 
http://legislature.maine.gov/lawlib 

Reproduced from scanned originals with text recognition applied 
(searchable text may contain some errors and/or omissions) 



- ~-. ' 

)-.___ -

( 

·I 

,·-

\· 

/! 

\\' _t 

--!, 

{• 

STAlE OF, MAIN[ 

LEGISLATIVE RESEARCH COMMITTEE 
I 

REPORT 
TO\ . 

103rd .LEGIS LA TOR~ 

, . , I , . , , . ' , 

A,'p·ROROSED SALARY PLAN FOR 
. STA T'E EMPlOYEES . .. 

r', I _. , 

\ ( 

( 

I - \ , . 

Pub. No>l03-6 
- I - ' I' 

JanuaryJ967 
" \' ,' '. ' 

-\, 

' I 

('/ 

'y-

·CRESAP: MCCORMICK and PAGET 
' ' _/ '--- ·~' 

·-- . MafJtlgement Consultants -

- '/ 

- r,, 

J 

i 

New York • Chicfago 1 

• San Fran~isco Los Angel~ •
1 Munich 

'\ 

'"'' 



CRESAP, MCCORMICK and PAGET 

~~-~---~-c':\1anaqement t?rmsu1tants~-~--------~~~~--~~~---------

342 MADISON AVENUE, NEW YORK, NEW YORK 10017 

MURRAY HILL 7-5450 

CABLE ADDRESS: CONSULTANT-NEWYORK 

The Honorable Louis Jalbert 
Chairman 
Legislative Research Committee 
State Capitol 
Augusta, Maine 04330 

Dear Mr. Jalbert: 

NEW YORK-CHICAGO-SAN FRANCISCO-LOS ANGELES-MUNICH 

We are transmitting herewith the second volume of the overall study of 
personnel administration for the State of Maine. 

This volume deals with the proposed salary plan, the suggested method 
for putting the plan into operation, and the procedures which we recommend 
be adopted in order that the proposed plan be properly administered using 
modern principles of salary administration. 

It is recommended that the Legislative Research Committee review the 
proposals contained in this report, approve them in principle and in detail, 
and recommend to the 1 03rd Legislature their adoption and implementation. 

It has been a pleasure to serve the Legislative Research Committee on 
this phase of the overall study. While this has been a long undertaking, we 
believe that the plan of compensation and administration which is presented 
herein will enable the State of Maine to attract and retain the qualified 
employees it needs. 

Very truly yours, 

~~J¥-
CRESAP, McCORMICK and PAGET 

MEMBER ASSOCIATION OF CONSULTING MANAGEMENT ENGINEERS 
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I - INTRODUCTION 

This report presents the findings and recommendations of the second 
part of an overall study of personnel administration, position classification 
and a grade and salary plan for the State of Maine. As was reported in 
Volume I of this total report, the report is issued in three separate volumes 
and a number of Appendixes. 

Volume 

I 

II 

III 

Report Title 

State of Maine-
A proposed classification plan 

State of Maine -
A proposed salary plan 

State of Maine -
Proposed organization and policies 
for personnel administration. 

In Volume I of this report, the basic objectives and scope of the over
all study were described and the detailed methods of study for the reclass
ification phase of the study were presented. Volume III describes the 
problems in the present organization and policies for State personnel admin
istration and proposes a new plan for the State. 

In addition, in December 1965, at the specific request of the Legislative 
Research Committee, a preliminary comparison of the salary plan of the 
State of Maine was made with the plans of other governmental jurisdictions. 
This study was conducted because of the concern of Committee members 
over numerous reports from department heads about difficulties encountered 
in hiring and retaining qualified personnel due largely to low salaries paid 
by the State of Maine. This preliminary report resulted in a two -stage addi
tional increase effective December 25, 1965, and June 25, 1966, being 
passed by the special session of the 102nd Legislature. This report is 
contained in Appendix A. 



OBJECTIVES AND SCOPE OF 
THIS PHASE OF THE STUDY 

This report, Volume II, presents a study of the present salary structure 
for State employees and the development of a proposed salary plan for both 
the classified service and a large number of unclassified positions. The 
original study contract provided that all members of the classified system 
in the State of Maine were to be included. In addition, the subsequent contract 
was intended to include all of the unclassified employees of the State with 
specific exclusions as follows: 

- Farmington State College 

- Gorham State College 

- Washington State College 

- Fort Kent State College 

- Aroostook State College 

- University of Maine 

- Officers and employees of the House of Representatives and the 
Senate 

- Part time Commissioners and Board Members of State Com
missions and Boards 

- Employees chosen by popular election or appointed to fill an 
elective office 

Officers and employees in the judicial service of the State 

- Officers and enlisted men in the National Guard and Naval Militia 
of the State 

-Governor's staff. 

In total, the study covered approximately 10,500 positions or about 
90 per cent of all State government positions. 
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METHODS 
OF STUDY 

The specific steps taken to carry out the salary study for the State of 
Maine were as follows: 

- A salary survey was conducted in industry and government to 
secure salary data on positions comparable to those existing 
in the classified and unclassified service of the State. 

- The proposed classifications for all positions in the State of Maine 
were reviewed and separated into their major occupational group
ings such as clerical, administrative and fiscal, legal, health, 
social welfare and corrections and so forth. 

-The classifications were then slotted into grades according to 
their occupational groupings, which compared favorably with 
the job requirements of classes in other occupational groupings 
assigned to the same grade level. 

-Salary ranges were assigned to the grades and final positioning of 
the classes was accomplished to meet the monetary demands of 
the labor market. · 

- The positions in the unclassified service were slotted into similar 
pay levels assigned to the classified service. 

ORGANIZATION 
OF THIS REPORT 

Following this introduction, this report is organized into the following 
chapters: 

II - Development Of The Salary Plan - discusses the background 
information that was necessary for developing the grade 
structure and the salary ranges for the proposed salary plan 
for the State Of Maine. 

III - Salary Administration Policies And Procedures - recommends 
the procedures to be used in implementing the proposed salary 
plan and the policies and procedures recommended for admin
istering the salary plan in its entirety. 

IV - Summary - summarizes the basic concepts of the proposed 
grade and salary structure and recommends the course of 
action to be taken by the Legislative Research Committee. 
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II - DEVELOPMENT OF THE SALARY PLAN 

This chapter describes in detail the process used in the development of 
a proposed salary structure for all positions in the State service. 

MAJOR CONSIDERATIONS 
IN DEVELOPING THE PLAN 

Many complex factors and influences have a bearing on the development 
of a salary plan for a jurisdiction of the size, diversity and complexity of 
the State of Maine. All of the following factors were taken into consideration 
in developing the proposed salary plan: 

- The need for a consistent relationship with the pay levels of other 
public and private employers with whom the State of Maine com
petes for employees. 

- The need for sound and consistent relationships within the depart
ments themselves. 

- The need for reasonable consistency across department lines 
for similar or relevant types of work. 

It was also recognized that a number of salaries are fixed by one of the 
following methods: 

- Salaries fixed b.y law 

- Salaries fixed by Governor and Council and/or by Department 
Head (subject to approval of the Governor and Council) 

-Salaries fixed by Commissioner of Finance and Administration -
subject to approval of Governor 

Salaries fixed by miscellaneous boards, commissions, committees 
and other authorities. 

It was decided that if the present salaries of such higher -level positions 
were allowed to control the salaries proposed for subordinate positions, the 
effect would be to establish an artificial and unrealistic ceiling on the proposed 
salary structure. It was concluded that the recommendations made for these 
higher -level positions would have to be dealt with by appropriate changes to 
existing legislation. 



GRADING OF 
CLASSIFICATIONS 

The initial step in the development of the overall salary plan was to 
assign each classification in the classified service to a grade level which 
would properly represent its relative position in the total class hierarchy. 
All classifications within a broad occupational grouping such as clerical, 
administrative and fiscal were ranked into a sufficient number of grades to 
reflect properly the differences between classes in duties and responsibilities, 
qualification requirements, organizational relationships and other relevant 
factors. All of the classes in a single occupational grouping were assig~ed to 
grades in this manner so that comparisons could be made readily among 
classifications most closely related to each other. 

Classifications in other groups then were similarly ranked and graded, 
first by comparison with other classifications within their respective occupa
tional groups, then with those in other groups which had been graded 
previously. The ranking and grading were done on the basis of the duties 
and responsibilities assigned and the qualifications required, without regard 
to the personal qualities and characteristics of the incumbents. As the grad
ing process progressed, adjustments were made in the number of tentative 
grades established to provide adequate recognition of the relative values 
represented among the approximately 850 classifications i\1-cluded and to 
establish a pattern of grades which would satisfactorily accommodate all 
of the differences in value that could be identified. 

As a result, each of the approximately 850 proposed classifications was 
assigned to one of 27 grades, a number regarded as adequate to recognize 
all of the significant differences in the relative values of the work represented 
and to provide a satisfactory basis for the development of the proposed salary 
structure. A decision, which will be explained later in this chapter, was 
made to establish a separate salary plan for Physicians and Dentists. Thus, 
Grades 25, 26 and 27 were vacated of positions, leaving a resultant structure 
of 24 pay grades to cover the regular classified service. 

The present grade structure of the State of Maine consists of 47 grades. 
However, some of these grades are sparsely populated, as seen by the 
following example: 

Present 
Pay Grade 

41 
42 
43 

47 

Classes Allocated 

Physician IV 
Pathologist 
Superintendent, Hospital for 

Mentally Ill 
Director, Bureau of Mental Health 
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Thus, there are only four classes allocated to eight pay grades above Grade 39 
in the present structure. It should be noted that Director, Bureau of Mental 
Health was only recently upgraded from Grade 45 to 47. 

Under the proposed plan the same classes would have been allocated as 
follows: 

Proposed 
Pay Grade 

25 

26 

27 

Classes Allocated 

Pathologist 
Physician IV 
Superintendent, Hospital for 

Mentally Ill 
Director - Mental Health 

Following the ranking of the classified service, all positions in the 
unclassified service, including department heads, were similarly ranked 
in the same grade structure to fully establish the relative rank of all posi
tions in any organizational unit. 

As a final step in the ranking process, the relative placement of posi
tions throughout the grade structure was checked against the labor market 
values after a salary structure had been developed from all survey data. 

Appendix B, Proposed Grade Levels, showing the class code number 
and the proposed grade level, presents in alphabetical order a listing of 
all titles in the classified service with the exception of those classes which 
have as a basic requirement the possession of a medical or dental degree. 
The latter are listed in another section of this chapter. Appendix C is 
a listing of all class titles in each proposed grade. 

PROPOSED 
SALARY STRUCTURE 

Upon completion of the grading of all positions, salary ranges were 
developed for each pay grade. 

Background Information 

A number of elements have come to be accepted as standard character
istics of any systematically developed salary range structure. 

- Each range in the structure should be of sufficient breadth to 
allow reasonable salary increases to be granted as employees 
develop proficiency in performing their assigned duties and 
thereby increase the value of their services to their employer. 
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- The breadth of all ranges should be established on a logical and 
consistent basis to afford all employees approximate! y equal 
opportunities to increase their earnings in relation to their 
individual contributions to the successful operation of the 
organization of which they are a part. 

- The differences in value from one range to another should be 
sufficient to recognize significant differences in the value of 
work performed at each successive level and to provide adequate 
rewards to employees promoted from one grade to another. 

Each range, of course, has a minimum and a maximum rate. The 
minimum rate is intended to be the hiring rate, subject to certain latitude 
provided in the policies proposed for the administration of the plan. The 
maximum rate is intended to be che highest amount paid for any position in 
the grade to which it applies. 

Salary Survey 

An extensive survey was conducted among the following private employ
ers, public jurisdictions and other sources to collect data upon which to 
base the proposed salary structure for the State of Maine: 

- States of Connecticut, Massachusetts, New Hampshire, 
Vermont, Rhode Island and New York 

- United States Government 

- Maine Hospital Association Survey 

- Maine State Teachers Association Survey 

- Knapp Brothers 

- Kenne bee Journal 

- Keyes Fibre Company 

- Hathaway Shift Company 

- B & M Company 

- Bliss Electronic Company 

- Hudson Pulp and Paper Company 
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- Scott Paper Company 

- Central Maine Power 

- S. D. Warren Company 

- Radio Corporation of America 

- National Survey of Professional, Administrative, Technical 
and Clerical Pay 

- Pay Rates In The Public Service, Public Personnel Association, 
July 1966 

- A survey of salaries in higher education for the 1965-66 school 
year published by the National Education Association 

-Survey of Teachers 1 Salaries, American Federation of Teachers, 
AFL-CIO 

- A survey of starting salaries offered to college graduates in the 
1965-66 school year published by the College Placement Council 

- Data available from the files of Cresap, McCormick and Paget. 

The survey, which was conducted among the leading private employers 
in the State of Maine, was of less value than expected since many of these 
employers lacked established salary plans normally encountered in a survey 
of this nature. In addition it was very difficult to establish true compara
bility between the classes in the State of Maine and the jobs existing in pri
vate employment except at the lower levels. With few exceptions the classes 
in public jurisdictions above the lower levels are unique to government and 
are not to be found in business and industry. Nevertheless, the results of 
this survey were analyzed and proved most useful in establishing the salary 
trend line at the lower end of the salary plan. 

The salary data from the 11 participating firms which proved most 
acceptable was averaged and is reported in the following tabulation: 
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Maine Industrial Salary Data 
Average Average Average 

Class Title Minimum Single Rate Maximum 

Clerk I 62 51 76 
Clerk Stenographer I 67 70 85 
Clerk Typist I 66 52 83 
Administrative Secretary 90 110 119 
Keypunch Operator 65 85 
Draftsman 85 112 
Custodial Worker 70 74 81 
Plumber 85 103 
Storekeeper I 93 
Switchboard Operator I 69 76 86 
Warehouseman 78 
Machinist 89 108 
Electrician 89 90 102 
Bookkeeping Machine Operator I 74 65 86 
Civil Engineer I 142 
Account Clerk I 73 88 106 
Laborer I 75 
Accountant I 128 96 157 

Exhibit II-A, on the following page, presents a series of salary trend lines 
for the public jurisdictions surveyed which were developed by using the 
formula of least squares. Since there was a scarcity of data available above 
proposed Grades 21, the salary trend lines for New York State, the 
United States Government and the average of the other five New England 
states have only been extended through Grade 21. For comparison purposes, 
however, the existing Maine salary trend line was extended through pro-
posed Grade 27 (present Grade 45) which has a minimum salary of $409 
per week, a maximum of $497 and a "Y" longevity of $548. Also, the 
maximum United States Government salary trend line was extended through 
the equivalent of Maine 1s proposed Grade 2 7 to a salary of $498 per week 
which is the single rate paid in Grade GS-18, the highest grade in the federal 
classified service. 

This representation of the various salary trend lines shows that the 
State of Maine at present is consistently below both the minimum and maxi
mum salary trend lines of all other juris dictions through proposed Grade 21, 
except between Grades 16 to 21 where it is slightly above the minimum line 
of the average of the five New England states. 
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It should be noted that Rhode Island and Vermont are expected to 
implement a significant increase in their salary plans in the near future. 
It is also expected that New Hampshire will increase salaries soon and 
the State of Connecticut is presently undergoing a salary study which could 
result in an increase in its salary plan. Ail of the foregoing point to the 
fact that Maine will fall even further behind the other states if positive 
action is not taken. 

Development Of The Salary Ranges 

Digressing from the usual method of establishing a proposed salary 
plan - that is, using the grade midpoint as a starting point and developing 
a minimum and maximum salary from that grade midpoint - the proposed 
salary trend was developed by using the minimum salary as the starting 
point. The salary study performed in the State showed that the salaries of 
employees at the lower and middle levels of State employment were farthest 
from comparability than were the salaries at the upper grade levels. For 
this reason, the minimum salaries at the lower and middle levels were 
increased more as a proportion of the salary amou?ts than was the minimum 
salary at the upper levels. 

All of the data that had been accumulated in various surveys were taken 
into account in the process of developing the proposed salary plan. At the 
lower end of the scale the main emphasis was placed on the data that had 
been accumulated from industrial and business firms within the State of 
Maine. Since the State of Maine recruits employees in the lower salary 
,grades locally, little concern was paid to rates paid for these positions in 
other States. 

For many other types of positions, particularly at responsible technical, 
professional and administrative levels, the State of Maine draws employees 
from a much broader area, making both the local and the national pay levels 
significant; data was evaluated both from local employers and from other 
states in such cases. 

Exhibit II-B, on the following two pages, presents Schedule A, the 
proposed grade and salary structure for the regular classified service. 

The present plan consists of 47 pay grades consisting of five steps to 
the maximum plus two longevity steps. The normal spread in the range 1s 
approximately 22 per cent to the maximum and 34 per cent to the final 
longevity step which is reached after 15 years. 
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Grade 

2 
3 
,! 

5 

6 
7 
8 
9 

10 

11 
12 
13 
14 
15 

16 
17 
18 
19 
20 

21 
22 
23 
24 
25 

26 
27 

Annual Salaries 

$ 2,96-±-$ 3,900 
3, 016- 3, 952 
3. 120-
3,328-
3. 53 6-

3,8-±8-
4, 160-
-±, 472-
4,836-
5. 200-

5, 616-
6,032-
6, 500-
7,020-

4,056 
4, 26-± 
4,78-± 

5,096 
5,-±08 
5, 720 
6,396 
6, 7 60 

7,-±88 
8.216 
8, 68-± 
9,516 

7. 592- 1 o. -±00 

8, 216- 11, 02-± 
8,892- 12,012 
9. 620- 13, o5i 

10,-±00- 14,144 
11. 232- 15, 288 

12,220- 17,212 
13,364- 18,668 
14,716- 20,6H 
16, 17 2- 22, 72-± 
17,732- 24,908 

19.448- 27,248 
21, 42-±- 29. 8-±8 

Increment 

$ !56 
!56 
!56 
!56 
208 

208 
208 
208 
260 
260 

312 
3 6-± 
3 6-± 
416 
-±68 

468 
520 
572 
624 
676 

832 
884 
988 

1,092 
1, 19 6 

1. 300 
l,-±04 

Weekly Salaries 

STATE OF MAINE 

PROPOSED SALARY PLAN 
SCHEDULE A- CLASSIFIED SERVICE 

Weekly Salaries At The: 
Sixth 1-1/2 2-l/2 3-l/2 Fifth Seventh 

Increment Minimum Month Years Years Years Year Year 

$ 57-$ 75 
58- 76 
60- 78 
64- 82 
68- 92 

7-±- 98 
80- 104 
86- 110 
9 3- 123 

100- 130 

108- lH 
116- 158 
125- 167 
135- 183 
1-±6- 200 

158- 212 
171- 231 
185- 251 
200- 272 
216- 29-± 

235- 331 
257- 359 
283- 397 
311- 437 
341- 479 

374- 524 
412- 574 

$ 

4 
4 
4 
5 
5 

6 
7 
7 
8 
9 

10 
11 
12 
13 

16 
17 
19 
21 
23 

25 
27 

Step A 
-$57 

58 
60 
64 
68 

74 
80 
86 
93 

100 

108 
116 
125 
13 5 
1-±6 

158 
171 
185 
200 
216 

235 
257 
283 
311 
341 

374 
412 

B 
$60 

61 
63 
67 
72 

78 
84 
90 
98 

105 

114 
123 
132 
1-±3 
!55 

167 
181 
196 
212 
229 

251 
274 
302 
332 
364 

399 
439 

c 
$63 

64 
66 
70 
76 

82 
88 
94 

103 
ll 0 

120 
130 
139 
!51 
16-± 

176 
191 
207 
224 
242 

267 
291 
321 
3 53 
187 

424 
466 

D 
$66 

67 
69 
73 
80 

86 
92 
98 

108 
115 

126 
137 
l-!6 
159 
173 

185 
201 
218 
23 6 
255 

283 
308 
340 
374 
410 

449 
493 

E 
$69 

70 
72 
76 
84 

90 
96 

102 
113 
120 

132 
144 
153 
167 
182 

194 
211 
229 
2-±8 
268 

299 
325 
359 
395 
433 

474 
520 

F 
$72 

73 
75 
79 
88 

94 
100 
106 
118 
125 

138 
!51 
160 
175 
191 

203 
221 
240 
260 
281 

3!5 
342 
378 
416 
456 

499 
547 

G 
$75 

76 
78 
82 
92 

98 
10-± 
110 
123 
130 

144 
158 
167 
183 
200 

212 
231 
251 
272 
294 

331 
359 
397 
437 
479 

524 
574 

Premium Range 
Weekly Annual 

$ 78 
79 
81 
85 
95 

103 
109 
115 
128 
135 

151 
165 
174 
190 
207 

222 
241 
261 
282 
304 

346 
374 
412 
452 
494 

539 
589 

$ 4,056 
4, 108 
4,212 
4,420 
4,940 

5, 3 56 
5,668 
5, 980 
6,656 
7,020 

7,852 
8,580 
9.048 
9,880 

10,764 

11, 544 
12. 53 2 
13. 572 
14,664 
15,808 

17,992 
19,448 
21,424 
23,504 
25, 688 

28,028 
30,628 
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The proposed plan, as shown in Schedule A, is composed of 27 pay 
grades, each comprised of seven steps with a spread ranging from minimum 
to maximum of between 30 and 40 per cent. The increment between steps 
ranges from $3 per week in the lowest pay grades or approximately 4. 0 to 
5. 3 per cent to $2 7 or 4. 7 to 6. 6 per cent in Grade 2 7. The final step 6, 
considering normal performance, would be reached seven years after 
employment. 

In addition, the proposed salary range has a premium range which will 
be explained later in Chapter III of this report volume. 

The breadth of the ranges, from the minimum to the maximum, begins 
at 30 per cent in Grades 1 through 10, increases to 35 per cent in Grades 11 
through 20 and 40 per cent above Grade 20. This increase in breadth in the 
higher grades is provided to recognize the wider latitude for improved per
formance generally possible in positions at the more responsible management 
levels and the greater impact that effective performance at such levels has 
on successful operations. In contrast, the difference between satisfactory 
and outstanding performance at the lower organization levels does not influence 
the success or failure of the total organization in any way approaching a 
similar difference at the responsible management level, although such dif
ferences in performance even at the lower levels do have a clear difference 
in value. Moreover, as employees move to higher organization levels, their 
opportunities for promotion become less and less frequent and some greater 
latitude for salary increases within their respective ranges must be provided 
to retain them and to motivate them to continue to perform effectively on a 
career basis. 

A decision to propose a m1n1mum salary of $57 a week was on the basis 
of past salaries in State service, This salary would place the minimum 
salary for Maine above the minimum salary of $1.40 per hour ($56 per week) 
proposed by the Federal Fair Labor Standards Act to go into effect in 
February 1967. By February 1968 the hourly minimum is to be increased to 
$1. 60 ($64 per week); the State of Main~, which is not officially included, 
may have to reevaluate its minimum salary ranges or consider hiring 
employees in the lowest three ranges above the salary minimum shown. 

Once the minimum rate of $57 was established as the minimum salary 
of the lowest range, the successive ranges were tentatively established in a 
consistent pattern at appropriate higher levels to conform to survey data, 
The step-up from the minimum of one range to the minimum of the next 
higher range begins at 7 per cent inGrades 1 through 10, 8 per cent in Grades 
11 through 20 and 9 per cent in the remaining grades. 
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Alternative Handling Of Grades 1, 2 And 3 

In their evaluation of this proposed salary plan, should the Legislative 
Research Committee and the 103rd Legislature feel that the minimum salary 
of $57 per week for Grade 1 would be impracticable when compared to the 
proposed plans of neighboring states, such as Vermont, the following 
alternative action could be recommended. 

- Positions in proposed Grades 1 and 2 could be reallocated to 
Grade 3 in the proposed plan; these include: 

Title 

Dishwasher 
Domestic Worker I 
Laundry Worker I 

Seamstress I 
Food Service Worker I 

Maid 
Clerical Aide 

Proposed 
Grade 

1 
1 
1 
1 
1 
1 
2 

Employees classified as Clerk I which is proposed for Grade 3 
could be reallocated to Grade 4, 

In this way, the proposed minimum salary for the State of Maine 
employees would be $60 per week, which is more competitive with the 
neighboring states, although it would be higher than the minimum salary of 
private business and industry within Maine. 

Salary Trend Lines 

Exhibit II-C, on the following page, presents a graph showing the 
present and proposed salary trend lines and a salary trend line represent
ing the minimum salary of the organizations included in the salary survey, 
This exhibit shows two different groups of salary ranges and they are 
identified in the right -hand mar gin, 

The present salary ranges are shown between the two solid lines and 
the proposed salary ranges are represented by the broken line. This 
salary plan also includes 45 grades for salary levels and is the plan under 
which the State of Maine employees are presently operating. The position 
of Director, Bureau of Mental Health was left in Grade 45 in order to be 
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consistent throughout. As noted above, this position was just reclassified 
from Grade 45 to 47. This salary range includes the two salary increases 
provided for the State employees, the second as a result of a special session 
of the Legislature in January 1966. The dotted line starting at a level of 
about $67 and extending at Grade 45 to $548 represents the highest salary 
level for each grade for employees in the "Y 11 longevity step. 

Proposed Salary Ranges 

All of the proposed ranges are intended to represent full cash pay for 
40, hours of work per week. 

- An employee working less than full time is intended to be paid 
a salary within the range applicable to his position, but reduced 
to equal the percentage of full time worked. 

- An employee working more than 40 hours per week, except for 
those on nonstandard work schedules, is intended to be paid for 
the hours over 40 according to a formula detailed in Chapter III. 

- Wher_e any portion of an employee 1s total compensation is paid 
in the form of housing, meals or similar allowances, it is 
intended that his salary be established within the applicable 
salary range and a deduction made for the fair value of such 
allowances, 

In addition, each range has an additional premium range, above the 
maximum, access to which is intended to be limited to those employees 
whose performance is judged to be outstanding over an extended period of 
time. This premium range would be a step forward in the development of 
an advanced concept in salary administration for state service employees, 

The completed plan is believed to be sound and equitable from the 
standpoint of the employees affected and to be workable as a useful management 
tool from the standpoint of the agencies. It is believed to provide a compen
sation structure and a plan for its administration which will aid significantly 
in improving the State 1 s ability to attract and retain high-caliber employees, 
well qualified to render important public service, 

PHYSICIANS 
AND DENTISTS 

It is recommended that due to the uniqueness of positions which have 
as a basic requirement possession of a medical degree or dental degree, 
that a separate grade and salary structure consisting solely of these classes 
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should be established within the classified service. Since the incumbents of 
positions such as these are regarded as being professionals to an extent 
unmatched by the incumbents of other positions, a more sophisticated salary 
structure and plan for administration were evolved. In addition, isolating 
this highly professional group of positions in an extremely tight labor market 
allows adjustments to be made in this special structure which might very well 
be greater than that needed to keep the remainder of the classified service in 
a competitive position in the labor market. 

Exhibit II-D, on the following page, presents Schedule B, the proposed salary 
structure for physicians and dentists. 

TEACHING 
POSITIONS 

It is recommended that all employees whether now in the classified or 
unclassified service, who are as signed to classroom instruction or admin
istration, be assigned to a separate salary plan, Exhibit II-E, on the second 
following page, presents Schedule C, the proposed salary structure for 
teaching positions. 

Teachers and teaching administrators have traditionally both nationally 
and locally been compensated on a salary plan which has the following unique 
features: 

- Varying salary ranges depending on the level of education. For 
example, a teacher or administrator with a Master 1 s degree plus 
30 credits is in a higher salary range than one with only a 
Master's degree who in turn is in a higher range than one with 
only a Bachelor's degree 

-A progression throughout these salary ranges of equal increments 
over a period of ten years. 

It was felt that the schedule for the State of Maine teaching positions in 
the unclassified service s·nould be structured with identical features since it 
is so widely used in the teaching profession. 

UNCLASSIFIED 
SERVICE 

Further analysis made of the remaining positions in the unclassified 
service of the State of Maine indicated that these positions could best be 
considered in two separate groups, those very similar to positions in the 
classified service and those whose nature prescribes a single salary rate. 
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STATE OF MAINE 

PROPOSED SALARY PLAN 

SCHEDULE B - PHYSICIANS AND DENTISTS 

Annual Salary Ranges 
First Third 

Grade Title Minimum Quartile Midpoint Quartile Maximum 

A. Director, Mental Health $22,000 $24, 000 $26, 000 $28, 000 $30, 000 

B. Superintendent, Hospital for 

Mentally Ill 20,000 22, 000 24, 000 26, 000 28, 000 

c. None 18, 000 19, 750 21,500 23,250 25, 000 

D. Physician IV 16,000 17,750 19,500 21, 250 23, 000 
Pathologist 

E. Physician III 
Superintendent, Tubercula sis Hospital 15, 000 16, 500 18, 000 19,500 21, 000 

Obstetrician Consultant 
X- ray Consultant 

F. Physician II 13, 500 14, 875 16, 250 17,625 19,000 
Public Health Physician II 

G. Physician I 12,500 13,750 15,000 16,250 l 7' 500 
Public Health Physician I 

M 

H. Resident tx: 
11,500 12,500 13, 500 14, 500 15,500 ::r: 

H 
Public Health Dentist tJj 

H 

f-3 
I. Dentist 10, 500 ll, 375 12,250 13,125 14,000 H 

H 
I 

tj 

--- -- ~~~-·------ ---



STATE OF MAINE 

PROPOSED SALARY PLAN 

SCHEDULE C - TEACHING POSITIONS 

Grade 

I Teachers (without degrees) 
Vocational Trades Instructors 

II Teachers D. C. (with degree and with certifi
cation) 

III 

IV 

Teacher Exceptional Children 
Instructor 
Special Education Teacher 
Vocational Trades Instructor D. C. 
Teacher of the Deaf 

Principal- Teacher 
Assistant Principal 
Institutional School Principal I 
Curriculum Coordinator 
Department Chairman 
Assistant Director 

Principal 
Director 
Assistant Superintendent 
Institutional School Principal II 

60 CR. 

min.$ 90 
max. 

min. 

max. 

min. 
max._ 

min. 
max. 

130 

No Degree 
90 CR. 120 CR. 

$100 $110 
150 160 

Bachelor Master 

$120 

180 

140 
200 

150 
210 

$130 

190 

150 
210 

160 
220 

Master+ 
30 

$135 

195 

155 
215 

165 
225 

Note: This schedule would be used for all personnel who are in classroom instruction or administration. 

- It does not include the educational specialists of the Department of Education. 

Doctorate 

$145 

210 

165 
225 

175 
235 

H 
H 
I 

M 



Positions Similar To Classified Service 

There are a number of positions in the unclassified service which in 
all respects resemble positions found in the classified service. Therefore, 
in the course of the study, these positions were reallocated to classes which 
already exist in the classified service, For example, there are several 
positions which could be classified as Clerk Stenographer II, Clerk Steno
grapher Ill, Clerk Ill, Administrative Secretary and Informational Repre
sentative, but which are presently called a number of different titles such 
as Exhibit Program Expediter, Informational Specialist and Executive 
Af!sistant. In addition, there are a number of positions in the unclassified 
service which do not presently exist in the classified service but which are 
very closely related to existing classes. Examples of this type of position 
are Publica~ions Supervisor, Practical Nursing Instructor I, II and ~II and 
Cook 1s Helper, 

Therefore, it is recommended that all of the positions which can be 
categorized in one of the two examples shown above should be retitled 
according to the concept used in the classified service and assigned a 
corresponding salary grade. 

Exhibit II-F, on the following page, presents a listing of all of these 
titles and grades presently in the unclassified service which we recommend 
be included in the classified service in the future. The salary ranges indi
cated refer to the ranges shown in Exhibit II-B. 

A section of the end of a computer print-out entitled State of Maine 
Allocation of Positions to Proposed Classifications, which was submitted 
with Volume I of the overall report in September 1966, lists the individual 
positions which have been classified in this manner. 

Single Salary Rate Positions 

In the classified service, there are also a number of positions with 
salaries fixed by the following: 

-Law 

- Governor and Council and/ or Department Head (subject to 
approval of the Governor and Council) 

- Commissioner of Finance and Administration (subject to 
approval of Governor) 

- Miscellaneous Boards, Commissions and Committees. 
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STATE OF MAINE 

PROPOSED SALARY GRADES FOR 
UNCLASSIFIED POSITIONS TO BE PLACED 

IN THE CLASSIFIED SERVICE 

Title 

Administrative Secretary 
Aircraft Pilot I 
Aircraft Pilot II 
Assistant Director Information and Education 
Assistant Supervisor 
Bus Driver 
Bus Driver- Custodian 
Campsite Coordinator 
Clerk III 
Clerk Stenographer II 
Clerk Stenographer III 
Clerk-Typist I 
Cook I 
Cook's Helper 
Forest Ranger I 
Forest Ranger III 
Forest Ranger V 
Forest Towerman 
House Mother 
Informational Representative 
Janitor- Bus Driver 
Photography Laboratory Assistant 
Planner I 
Practical Nursing Instructor I 
Practical Nursing Instructor II 
Practical Nursing Instructor III 
Publications Supervisor 
Publicity Representative II 
Publicity Writer 
Radio Technician 
Secretary - Public Utilities Commission 

Grade 

11 
13 
14 
15 
14 

3 
2 

14 
8 
7 

9 
4 
4 
3 
8 

11 
17 

6 
4 

13 
2 

6 
14 

9 
10 
11 
14 
16 
12 
10 
13 

EXHIBIT II-F 



All of these positions were included in the overall ranking of all positions 
in the State service with the exception of part-time positions, Recognizing 
that it would be more practical to continue the practice of as signing a single 
rate to these positioll:s, a rate for each position was developed which approx
imates the midpoint of the range in which the position was slotted, The 
exception to this proposal is in the case of the Assistant Attorney General 
positions, Here it is felt that two levels of Assistant Attorney Generals 
should be recognized. Level I would be less experienced and would be 
assigned to cases of a more routine nature. Level II would be for a more 
experienced individual who would be assigned more difficult and complex 
cases. 

Exhibit II-G, on the following pages, presents Schedule D, a proposed 
salary plan for these single salary rate positions in the unclassified service. 

In order to ensure that movement into the proposed salary plan be 
within reasonable limits, it is suggested that increases be limited to no 
more than $2,000 per year. 
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Annual 
Salary 

$21,000 

$17,500 

$15,000 

STATE OF MAINE 

PROPOSED SALARY PLAN 
SCHEDULED -UNCLASSIFIED SERVICE 

Title 

Chairman - Highway Commission 
Commissioner - Economic Development 
Commissioner -Education 
Commissioner - Finance and Administration 
Commissioner - Health and Welfare 
Commissioner - Mental Health and Corrections 

Attorney General 
Chairman - Employment Security Commission 
Chairman - Public Utilities Commission 
Commissioner - Banking 
Commissioner - Forestry 
Commissioner -Inland Fisheries and Game 
Commissioner -Sea and Shore Fisheries 
Legislative Research Director 
Personnel Director 
Public Improvements Director 
State Budget Officer 
State Controller 
State Police Chief 
State Tax Assessor 

Adjutant General 
Assistant Director - Legislative Research 
Business Administrator - Liquor Commission 
Chairman - Industrial Accident Commission 
Commissioner - Agriculture 
Commissioner - Insurance 
Deputy Attorney General 
Director - Aeronautics Commission 

EXHIBIT II -G 
Page 1 of 2 

Director Transportation - Public Utilities Commission 
Director - State Parks and Recreation 
Employment Security Commission Member (2) 
Executive Secretary - Sardine Tax Committee 
Legislative Finance Officer 
Manager - Industrial Building Authority 
Public Utilities Commission Member (2) 
Purchasing Agent 

Secretary - Retirement Board 
Secretary of State 
State Auditor 
Treasurer of State 



Annual 
Salary 

$12,000 

$10,000 

$9,000 

$9, 500 -
$13,000 

$7' 500 -
$10, 500 

$6,000 

Title 

Assistant Legislative Finance Officer 
Chairman, Liquor Commis sian 
Civil Defense Director 
Commissioner - Indian Affairs 
Commissioner - Labor and Industry 
Commissioner - Veterans Services 

EXHIBIT II-G 
Page 2 of 2 

Examiner - Chief Accountant - Public Utilities Commission 
Commission 

General Counsel- Public Utilities Commission 
Industrial Accident Commission Member (2) 
State Librarian 
State Police - Deputy Chief 

Deputy Adjutant General 
Executive Director - Board of Registry of Nurses 
Executive Secretary - Committee on Problems of 

Mentally Retarded 
Executive Secretary - Highway Safety Committee 
Liquor Commis sian Member ( 2) 
Manager - Maine State Ferry Service 

Chief Inspector of Boilers and Deputy Inspector of 
Elevators 

Supervising Elevator Inspector and Deputy Boiler 
Inspector 

Assistant Attorney General II 

Assistant Attorney General I 

Highway Commissioner (2) 



III - SALARY ADMINISTRATION 
POLICIES AND PROCEDURES 



III -SALARY ADMINISTRATION 
POLICIES AND PROCEDURES 

This chapter discusses the various procedures to be followed by the 
State of Maine to implement the proposed salary structures and the policies 
and procedures recommended for the most effective use of the plan in the 
future. 

PLACEMENT INTO 
THE PROPOSED PLAN 

As previously noted, the classification and grading process for the State 
of Maine resulted in the development of four different salary schedules cover
ing: 

- Regular classified service and certain unclassified positions 
which very closely resemble the classified service 

- Physicians and dentists 

- Teachers 

- Single rate unclassified positions. 

Since the groups of positions allocated to these schedules are essentially 
different from the others, it was deemed desirable to develop separate pro
posed plans for repositioning the employees in each schedule from their 
position in the current salary plan into a new position in the proposed salary 
plan. 

Classified Service - Schedule A 

Positions in the regular classified service allocated to Schedule A should 
be placed at the lowest salary step in the proposed pay grade which is greater 
than their current salary, If the new salary step should result in a salary 
increase which is less than the regular step-to-step increment for that pay 
grade, the position would be moved to the next highest step in the proposed 
pay grade. No position at the C, D or E steps of the present plan would be 
repositioned lower than the B step of the proposed plan. No position at 
either the X or Y steps of the present plan would be repositioned lower than 
the C step of the proposed plan. 



For example, a Clerk-Stenographer II at Step C of Grade 8 presently 
earns $77. 50. According to the above formula, the incumbent would move 
to the next higher rate in proposed Grade 7 which is Step A, $80. However, 
this is only an increase of $2. 50, which is less than the normal step-to-step 
increase of $4 for Grade 7. Therefore, the move is made to Step B, $84. 
Also, this incumbent would be positioned no lower than Step B since she is 
presently in Step C of the present plan. 

An Informational Writer presently in Grade 17, Step A at $109 would 
move to Step A in proposed Grade 12 or $116. Since this increase equals 
the normal step-to-step increase of $7 for Grade 12, this is the final place
ment in the new structure. 

Highway Maintenance Personnel 

Highway Maintenance personnel are presently paid on a special system 
which includes only three salary steps; a starting salary Step A; a salary 
increase after eight years (Step B) and a salary increase after seven addi
tional years (Step C). It is proposed that these personnel be included in the 
regular classified service salary plan. 

Positions presently assigned to the classes of Highway Maintenance Man I, 
II, IIA, III and IV and Highway Foreman I and II which have been reallocated to 
the classes of Highway Maintenance Man I, II, III, IV, and V and Highway 
Foreman I and II should be repositioned in the proposed salary plan according 
to the following procedure: 
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Proposed Present Proposed 
Class Title Grade Step Grade Step 

Highway Maintenance Man I 5 A 4 A 
Highway Maintenance Man I 5 B 4 B 

Highway Maintenance Man I 5 c 4 c 
Highway Maintenance Man II 7 A 5 B 

Highway Maintenance Man II 7 B 5 c 
Highway Maintenance Man II 7 c 5 D 
Highway Maintenance Man III 8 A 6 A 
Highway Maintenance Man III 8 B 6 B 

Highway Maintenance Man III 8 c 6 c 
Highway Maintenance Man IV 10 A 7 B 

Highway Maintenance Man IV 10 B 7 c 
Highway Maintenance Man IV 10 c 7 D 
Highway Maintenance Man V 14 A 9 c 
Highway Maintenance Man V 14 B 9 D 
Highway Maintenance Man V 14 c 9 E 
Highway Foreman I 14 A 10 B 
Highway Foreman I 14 B 10 c 
Highway Foreman I 14 c 10 D 
Highway Foreman II 19 A 11 D 
Highway Foreman II 19 B 11 E 
Highway Foreman II 19 c 11 F 

For purposes of repositioning and for future use in computing earnings 
of Highway Maintenance personnel, the weekly salaries shown in Schedule A 
should be divided by 40 and rounded to the nearest cent to arrive at the equiv
alent hourly rate. There is no intent to imply here that Highway Maintenance 
personnel who normally work in excess of 40 hours per week be changed to a 
40-hour schedule. 

Classified Service - Schedule B 

Positions in the classified service allocated to Schedule B should be 
repositioned in the proposed salary plan according to the following procedure: 

- Employees whose present salaries are below the minimum of the 
proposed pay scale would move to the minimum of the proposed 
pay scale. 

- Employees whose salaries are between the minimum and the first 
quarter point of the proposed pay scale would move to the first
quarter point. 
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- Employees whose salaries are between the first-quarter point and 
the midpoint would move to the midpoint. 

- Employees whose salaries are between the midpoint and the third
quarter point would move to the third-quarter point. 

- Employees whose salaries are between the third-quarter point and 
the maximum would move to the maximum. 

- Employees whose salaries are above the proposed maximum would 
remain at their present salaries. 

- Any employee being moved from the present to the proposed struc
ture should receive no less than a 5 per cent increase. 

- No increase should result in a salary beyond the maximum of the 
pay scale. 

For example, a Physician III presently in Grade 3 7, Step C at $3 05 would 
move to the first-quarter point or approximate! y $317. Since this does not 
represent a 5 per cent increase, his new salary would be increased to 5 per 
cent above $305 or approximately $320. 

Unclassified Service, Teaching Positions - Schedule C 

Teaching and administrative positions in the unclassified service which 
have been allocated to Schedule C should be repositioned in the proposed 
Schedule C in exactly the same relative position as they hold in the present 
plan. For example an individual on the eighth step of the present plan would 
be repositioned to the eighth step of the proposed plan. 

Teachers whose positions are presently in the classified service should 
be placed into the proposed Schedule C at the next highest salary level. If, 
as for the other classified service positions, the salary increase which results 
is less than the regular annual increment for that teacher's salary category, 
the position should be moved to the next higher step on Schedule C. 

Unclassified Service - Positions Similar To Classified Service 

It has been noted already in this report that there are a number of posi
tions presently in the unclassified service which are notably similar to anum
ber of positions in the classified service. It is felt that some of these posi
tions were originally placed in the unclassified service in order to circumvent 
the salary restrictions which would be imposed had the position been properly 
allocated to the classified service. Since the proposed salary structure for 
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the classified service should place the State of Maine in a competitive position 
in the labor market, it is recommended that these positions (listed in Exhibit 
II- F) be reallocated into-the classified service. There is no apparent reason 
for having them included in the unclassified service when considered from the 
standpoint of position content. 

Repositioning the incumbents of these positions into the new structure 
should be accomplished by the procedure described for positions in the regular 
classified service - Schedule A. 

If a decision is made to retain these positions in the unclassified service, 
repositioning should be done by the p!'ocedure recommended for the Physicians 
and Dentists in Schedule B. 

Unclassified Service - Schedule D 

It is recommended that those positions in the unclassified service whose 
salaries are fixed by various laws, committees, boards, etc. mentioned in 
Chapter II be the subject of proper administrative and legislative action to 
bring these salaries into line with the proposals made in this report. In many 
cases, a statutory change will be required to effect the proposed salary. 

ADMINISTRATION OF 
THE PROPOSED PLAN 

The orderly administration and continued maintenance of the proposed 
salary plan requires the establishment of specific policies and procedures 
designed to accomplish these purposes. The recommendations proposed for 
the administration of the salary plan have been formulated with the basic 
premise that the monetary values as signed in the various salary schedules 
make them extremely competitive and so the policies and procedures by 
which the salaries are a.dministered must also be modern and less restrictive 
than the old policies. 

In the following section of the chapter are recommendations concerning 
the administration of positions assigned to the various schedules. 

Hiring Rates 

The minimum salary of the range assigned to a class in Schedule A 
should normally be a satisfactory rate at which to recruit and hire new employ
ees in the class. Most hiring at present is done at the minimum, although the 
mechanics exist in the rules for hiring at a higher step. However, to adjust 
to economic changes in the labor market, it is recommended that the appoint
ing authorities be permitted to hire at Step B or C, if necessary, to secure 
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qualified employees. The prior approval of the Personnel Director should be 
required to hire an individual above Step C. Similarly, appointing authorities 
should be permitted to hire up to the midpoint of Schedule B to secure qualified 
physicians and dentists with the Personnel Director 1 s approval required above 
the midpoint. 

In hiring for teaching positions on Schedule C, the appointing authority 
should give credit on the pay scale for the number of years of valid teaching 
experience the new employee brings to State service. 

Similar authority should be granted the appointing authorities to compen
sate for valid prior experience. Thus, the Commissioner of Health and 
Welfare would be permitted to hire a Social Worker I with several years of 
equivalent experience as a Social Worker in another public jurisdiction at a 
rate higher than that offered to individuals with only a bachelor's degree and 
no experience. 

New employees with marginal qualifications, or new employees engaged 
as trainees, should be hired at rates up to 10 per cent below the minimum; 
however, their salaries should be increased to the minimum by the end of 
their probationary period, or they should be demoted or dismissed. 

Economics or competitive conditions in specific local areas should be 
compensated for by hiring at above the minimum salary when necessary. 
This procedure eliminates the need for so-called area differentials where it 
is suspected that the labor market is higher than in the rest of the State. For 
example, a Clerk-Stenographer II could be hired in the Portland area, if neces
sary, at Step B, while the hiring rate remained at Step A for the rest of the 
State. 

Performance Appraisal And Salary Increases 

It is essential that an employee evaluation system be made an integral 
part of the salary administration program. Presently, salary increases are 
awarded on an automatic basis in the following manner. 

- Step A - Hiring Rate 

- Step B - Six months after employment 

- Step C - One and one-half years after employment 

- Step D - Two and one-half years after employment 

- Step E - Three and one-half years after employment 
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- Step X - Eight years after employment 

- Step Y - Fifteen years after employment. 

Salary increases are seldom, if ever, either withheld or denied. All 
employees receive the same increases with no consideration given to individ
ual levels of performance on the job. Since there is no formal system to 
appraise the performance of employees in conjunction with their salary 
increases, the employees are not motivated to strive for higher levels of 
performance. This becomes a more critical problem in the higher levels 
of the classified service where employees are regularly required to exercise 
independent judgment, make decisions and accept greater responsibilities in 
the management of State government. It is in these levels, particularly, that 
higher performance is desired ~o achieve the greatest possible efficiency in 
government administration. 

It is recommended that performance be appraised and salary reviewed 
according to the following schedule in the proposed plan. 

Step A - Normal hiring rate 
Step B - Six months after employment 
Step C - One and one-half years after employment 
Step D - Two and one-half years after employment 
Step E - Three and one-half years after employment 
Step F - Five years after employment 
Step G - Seven years after employment 

When an individual is hired at a rate above the mm1mum, it should be 
assumed for review purposes that he has had the amount. of employment repre
sented by that step. Thus, if a person was hired at Step C, his next review 
would come in one year. 

Salary increases should only be granted to those employees whose per
formance meets standards of satisfaction which have been established by the 
departments. It should not be an extremely rare and unusual occurrence for 
increases to be denied because a supervisor is dis satisfied with an employee's 
level of performance. Similarly, salary increases should be denied to super
visors who, in the opinion of their supervisors, have not properly appraised 
their subordinates and practiced a system of true merit increases. 

Each employee's performance should be appraised by his immediate 
supervisor and reviewed by at least the next highest supervisor. However, 
a m1n1mum organization level such as division head should be established for 
making and reviewing appraisals and salary increase recommendations. 
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In those instances when an increase has been denied or delayed because 
of an unsatisfactory level of performance, the employee should only be granted 
the privilege of requesting a review of the decision at the next higher supervi
sory level than those already involved in the decision. 

Exceptional performance within the salary range could be recognized by 
granting a two-step increase or by shortening the review period at the recom
mendation of the department head with the approval of the Personnel Director. 

In the future, when all levels of supervision have become effective in the 
use of the personnel evaluation system, and gain experience in making sound 
administrative judgments (such as withholding or doubling increases), it is 
hoped that the State could consider changing its entire salary plan to one with 
no specific steps based on length of service, but rather one in which various 
per cent salary increases are awarded based solely on the employee's. level 
of performance and the position of his salary in the range. In a plan such as 
this, an employee might be rewarded with salary increases as shown in the 
following guidelines: 

Salary Increases Should Be Granted 
Where The In Approximately The Following Amounts, 
Employee's Depending On Whether The Employee 1 s Salary Is In: 

Performance The Lower Half The Third Quartile The Fourth Quartile 
Is Rated: Of The Range Of The Range Of The Range 

Outstanding Up to 8% Up to 6o/o Up to 5%, 
not to exceed 
the maximum 

Fully 
Up to 3%, 

Up to 6% Up to 4% not to exceed 
Adequate 

the maximum 

Up to 2%, 

Up to 3% not to exceed 
No increase Acceptable 

the maximum of 
the third quartile 

No increase, 
Unsatisfactory or discretionary No increase No increase 

up to 2% 
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The Premium Range 

In Chapter II, reference was made to the introduction of a significantly 
new concept in public salary administration known as the premium range. 
This is a special kind of salary added to the maximum of the range, which 
only a very limited number of employees will attain because of the strict 
standards imposed, i.e. , performance judged to be outstanding over an 
extended period of time. 

The premium range would be placed into effect only after a personnel 
evaluation system is well developed in Maine. Then, supervisors and 
department heads would be responsible for doing a special evaluation on 
employees who have reached the maximum of their salary range. After 
being at the maximum of their salary range for three years, employees 
would be eligible for a salary increase to somewhere within the premium 
range. However, only up to 50 per cent of the employees in any department 
who are at the maximum would be eligible for advancement into the premium 
range at any given time. In addition, no more than 5 per cent of the total 
number of employees in the department could ever be in the premium range 
at one time. Those employees who are recommended by their supervisor as 
providing superior service over an extended period, as documented by per
formance appraisal records in their personnel files, and approved by the 
department head could be advanced into the premium range. The increase 
into the premium range should normally only be a partial move and not to 
the upper limit of the premium range. 

Promotional Increases 

Under the present system, when an employee is promoted to a class in 
a higher pay grade, his new salary is the step in the new pay grade which is 
just higher than his present salary or the minimum of new grade, whichever 
is greater. Due to the different number system of the proposed salary plan, 
it would mean that an employee could receive an extremely small increase, 
even as low as 2 or 3 per cent. Promotional increases are normally awarded 
to recognize an increase in responsibility being placed on an individual moving 
into a new position. Therefore, it is recommended that an employee receiv
ing a promotional increase be moved to the next higher salary in the new pay 
grade. However, should this movement result in an increase of less than 
5 per cent, he should be moved to the next higher step thereby assuring the 
individual that he will be properly rewarded for his increased responsibilities. 
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Reclassification Of Positions 

There are occasions when it is decided to reallocate a position to 
another pay grade based on a reanalysis of the duties and responsibilities 
of the position. In the cases when a position is reallocated to a higher pay 
grade, the employee should be repositioned in the new grade at the salary 
step just higher to his present salary. Upon the recommendation of the 
appointing authority and the approval of the Personnel Director, additional 
credit for years of service might be recognized. Thus, if a position with 
an employee at Step C, Grade 3, $66 per week, was reallocated to Grade 4, 
the employee would normally move to Step B, Grade 4, or $67 per week. 
With proper recommendation and approval, the employee could be reposi
tioned in the same Step C he occupied in the lower grade. In no case should 
he be repositioned at a higher step. 

In the unlikely or rare event that a position is reallocated to a lower 
pay grade, the employee should be repositioned in the lower grade at his 
present salary, even though this is not one of the steps of the new grade. 
If the salary was raised to the next higher step in the lower grade, it would 
in reality cause the employee to receive a salary increase when in effect 
he is involved in a demotion. 

Pay Differential 

Under the present c01npensation plan in the State of Maine, there is no 
provision for the payment of any extra compensation for working during hours 
designated as rtsecond shift" or "third shift. 11 Since no employees receive this 
extra compensation, there is, of course, complete equity at this time. It is 
further recommended that this concept of equity be retained in the future. 
Therefore, should any employees who work a second or third shift be consid
ered for a differential, all employees (with the exception of law enforcement 
officers) who work such a schedule should be granted the differential. 
Inequities in this area occur when nurses and psychiatric aides are granted 
extra compensation for the inconvenience experienced by working other than 
the normal ''first shift" but data processing personnel who regularly work 
from 5:00p.m. to 1:00 a.m. are completely ignored. 

In lieu of all getting the differential, none should be so compensated. 

Hours Of Work 

It should be noted that there is no intent in this study, by design or by 
implication, to. convey the impression that a total 40 hour week should be 
worked by all employees. It is realized that many institutions and depart
ments require extended work weeks due to a number of factors such as 
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inability to hire sufficient numbers of people to properly staff the institution. 
Any reference made to a salary or work week, however, is on the basis of 
40 hours for the sake of consistency. Therefore, if it is necessary to have 
employees work 48 hours per week to staff a hospital at present or to work 
a nonstandard work week, it can only be assumed that it will be necessary 
to continue to work 48 hours or a nonstandard work week in the future. It 
may very well be that the improved salary plan will be sufficiently attractive 
to prospective employees that an increased staff may result in a reduction in 

the hours worked each week sometime in the future. 

Appointing authorities should be continually studying the need for increased 
or decreased hours of work. It was not within the scope of this present study, 
however, to report on this aspect of personnel management. 

Special arrangements are recommended for administration of the hours 
of work for the Highway Department personnel. 

- For Highway Maintenanceman I - V the employees would continue 
to be paid on an hourly basis. I£ the Department wishes to continue 
the standard work week as 45 hours they should do so, calculating 
the salary on the basis of the hourly rate. However, employees 
should receive time-and -one- half salary for all time over 40 hours. 

- The salary administration for employees in the classification of 
Highway Foreman I and II, who are now on a weekly salary for 
any hours worked as necessary, should be placed into a revised 
system. These employees should be expected to work a five -day 
week. During some times of the year it is understood that the 
work day may extend to 10 or 12 hours, but is considered as a 
single working day. This concept of a day should continue. How
ever, if a foreman works an extra half day or full day, he should 
be paid for this time on a straight time basis, in the same manner 
as Engineers. I£, because of rain or other weather reasons, the 
employee does not work on a regular week day, and a Saturday 
becomes his fifth day, he would be paid his basic five-day weekly 
salary. I£ he works the full five days plus added time, he would 

be paid on the basis of a full day or half day for overtime. 

- The work day and plan for pay for the Civil Engineer classes would 
be the same as at present, using the standard work day and extra 
hal£ day or full day as the basis for paying overtime for them. 

Overtime 

Approved overtime is ordinarily liquidated under the present rules by 
compensatory time of£, or, when this proves to be impossible, by a cash 
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payment at a straight time rate. There are, however, a large number of 
employees in classes such as Highway Maintenance Man I and Psychiatric 
Aid I whose ordinary work week exceeds 40 hours on a regular basis. Em
ployees on an hourly rate are presently compensated on a straight time 
basis for hours worked in excess of 40. Those employees on a weekly salary 
rate are advanced one pay grade for each two hours of overtime worked, or 
just slightly in excess of straight time for hours worked in excess of 40. 

It is recommended that the rule be changed to provide cash payment for 
all properly approved overtime worked according to the following schedule: 

- Employees'whose base salaries are less than $150 per week should 
receive time and one-half for all overtime which has been approved 
in advance by two immediate levels of supervision. 

- Employees whose salaries range from $150 to $225 per week 
should receive straight time for all overtime which has been 
planned and approved in advance by the appointing authority. No 
cash payment should ever be made for casual overtime but com
pensatory time off for casual overtime could be granted at the 
discretion of the appointing authority. Compensatory time off on 
an hour-for -hour basis should not be practiced. 

Employees whose salaries exceed $225 per week should not receive 
cash payment for overtime. Compensatory time off should be 
granted at the discretion of the appointing authority for extended 
overtime of a tedious nature. 

- Seasonal or part-time employees should be paid on the basis 
of straight time for overtime. 

Employees who use earned sick leave for part of the work week and 
work overtime in another part of the work week should receive overtime 
payment for the overtime worked. Employees should not be required to 
substitute any or all overtime for sick leave. Thus, an employee who 
worked eight hours on Monday, was ill on Tuesday and used eight hours 
of sick leave to cover Tuesday and then worked eight hours on Wednesday, 
Thursday, Friday and Saturday would have a basic 40- hour work week 
plus eight hours of overtime on Saturday for which he should be compen
sated at the full overtime rate for his salary level. 

It should be realized that as employees rise in the job hierarchy of the 
State of Maine, they assume duties and responsibilities of a management 
nature not all of which may be fuliilled in exactly 40 hours. These employees 
should be made to realize that it becomes their responsibility to see that these 
duties are performed in ...;.n expeditious manner even though it means extending 
the work day when required. It should not be expected that this overtime 
would be compensated for on an hour-for- hour basis. 
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On the lower end of the hierarchy, however, it is reasonable for employ
ees to expect to be compensated for overtime on a cash basis. All modern 
trends, including public administration, point toward compensation on the 
basis of time and one-half, after 40 hours. 

Payment For Work Performed 

There are occasions when an employee is required to work temporarily 
in a classification which is higher than the one at which he is normally paid. 
As an example, a Highway Maintenance Man II may be required to perform 
the duties of a Highway Maintenance Man IV. 

It is recommended that, in any pay period, an employee should be paid 
at the rate at which 50 per cent or more of the work was performed. Thus, 
if the Highway Maintenance Man II worked 23 or more hours as a Highway 
Maintenance Man IV in a week in which he worked a total of 45 hours, he 
would be paid the Highway Maintenance Man IV rate. If he worked less than 
23 hours as a Highway Maintenance Man IV, he would be paid the Highway 
Maintenance Man II rate. 

It should be noted that this situation refers only to the labor and trade 
classes. It does not mean that a Clerk II who performs as a Clerk III will 
be paid at the Clerk III rate. It also refers only to situations in which an 
employee performs work at a level higher than his normal rate. In no case 
should the Highway Maintenance Man IV be dropped to the Highway Maintenance 
Man II rate unless it is a permanent demotion. 

Anniversary Date 

Because of the changes in the proposed plan, it is suggested that all 
employees already employed when the plan is put into effect, have their 
employment anniversary date for pay purposes changed to the date of imple
mentation of this plan. New employees would use their employment date for 
this purpose. 

SPECIAL SALARY 
ADMINISTRATION 
PROVISIONS 

In the review of the varying classes compns1ng service for the State of 
Maine, there are several areas wherein it is proposed that special adminis
trative techniques be instituted which vary somewhat from the normal for all 
State employees. The specialized nature of these areas makes the proposed 
recommendations a more logical manner in which to attain a high level of 
modern administration in these areas. 
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Education Specialists 

In the reclassification part of this study, it was suggested that the positions 
of Educational Specialist I and II be combined, as there has been no real dif
ference in the work of each. However, for salary purposes, it is suggested 
that Education Specialists, who deal on a daily basis with academic admin
istrators and teachers in the local school districts, many of whom hold 
advanced degrees and are paid on a salary scale according to the degree held, 
be paid in a similar manner. Although it is suggested that these personnel 
continued to be paid as classified personnel, i.e., on the basis of Schedule A, 
it is recommended that they be paid at higher rates for attaining advanced 
degrees, as follows: 

- Four per cent additional compensation for the earned Master 1 s 
degree 

- Ten per cent additional compensation for the earned Doctorate 
degree. 

In this way, the State Department of Education may be able to attract and 
keep personnel in the Education Specialist positions, who have completed 
advanced education, a recognized achievement in the education field. 

Although advanced education does not automatically mean that one employee 
is better than another who does not have it, advanced degrees are an accepted 
achievement in the education field and should be so recognized. 

Physicians 1 And Dentists 1 Salary Plan - Schedule B 

As mentioned in Chapter II, the professional standing of physicians and 
dentists is such that a completely different salary plan was developed which 
consists solely of a minimum rate and a maximum rate. A first and third 
quarter point and a midpoint are useful as guidemarks for salary administration. 

It is recommended that all physicians and dentists whose positions are 
assigned to Schedule B have further salary considerations conducted on a 
purely merit basis with per cent increases being awarded solely related to 
the level of performance on the job and the present position in the salary 
range. Guidelines for this procedure have been presented in the section 
above wherein performance appraisals and salary increases were described. 

As an incentive to attain higher professional standing, it is recommended 
that any physicians below the level of Physician IV who are certified by the 
American Board of Psychiatry and Neurology should receive an additional 
$1, 000 per annum above and beyond the proposed salary range. 
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Teaching Positions 

The salary ranges proposed in Exhibit II-E for the teaching positions 
consist of a minimum and a maximum salary. It is proposed that progress 
from the minimum to the maximum proceed in 10 equal increments which 
would be awarded in l 0 consecutive years based on normal satisfactory 
performance. As with the classified service, it is recommended that these 
increments not be awarded solely on the basis of tenure but on the basis of 
performance on the job. Therefore, normal performance should result in 
the normal increment. Outstanding performance might result in a double 
increment being awarded. Less than satisfactory performance might result 
in an increment being withheld for a certain period of time or until perform
ance reaches a satisfactory level. 
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IV- SUMMARY 

This chapter summarizes the proposed salary structures of the State of 
Maine and the basic policies and procedures which have been proposed for 
salary administration. 

SUMMARY OF 
RECOMMENDATIONS 

The following conclusions and recommendations emerged from this study. 

Salary Structures 

As a result of the detailed study of all classified and most unclassified 
positions in the State of Maine, separate salary structures were developed 
for the following groups of positions: 

Salary Plan 

Schedule A 

Schedule B 

Schedule C 

Schedule D 

Type Of Positions 

All regular classified positions including posi
tions currently unclassified but which should be 
classified. 

All physician and dental positions m the classified 
service. 

All teaching and education administrative positions 
in the unclassified service. 

Top -level, single rate positions in the unclas si
fied service. 

As shown, a number of positions in the unclassified serv1ce were found 
to be directly related to the classified service and so were proposed for 
Schedule A salary ranges. 



Salary Administration Policies And Procedures 

Specific recommendations on policies and procedures were proposed 1n 
the area of salary administration and covered the following: 

The repositioning of all positions in State service from their 
present salary plan to the proposed plan 

- Hiring new employees 

- Performance appraisal and its relationship to salary increases 

- The premium range which has been added to the maximum of the 
normal range 

- Promotional increases 

- Reclassification of positions 

-Differentials for working second or third shifts 

- Hours of work 

- Overtime payment 

Pay for work actually performed 1n certain classes 

-Anniversary Date 

Special salary administration prov1s10ns for Education Specialists, 
physicians, dentists and teaching positions in the unclassified 
service. 

It is believed that the proposals contained in this report constitute a total 
pay plan which is equitable at all pay levels, competitive in the labor markets 
in which the State competes, and enables the State to attract, retain, motivate 
and reward a competent work force. 

,o. . ,, ,o. .,, ,o. .,, ,o • .,, 

It is recommended that the Legislative Research Committee approve the 
recommendations contained in this report in principle and in detail and 
recommend to the Legislature their immediate adoption. 
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STATE OF MAINE 

PRELIMINARY COMPARISON OF 
SALARY PLAN WITH 

OTHER GOVERNMENTAL JURISDICTIONS 

December 1965 

This report is confidential and intended solely for the 
information and benefit of the immediate rec.ipient hereof. 



CRESAP, MCCORMICK and PAGET 
________ JHana.cJement Consultants __________ .:__ _________________ _ 

342 MADISON AVENUE, NEW YORK, NEW YORK 10017 

MURRAY HILL 7-5450 

CABLE ADDRESS: CONSULTANT-NEWYORK 

The Honorable Louis Jalbert 
Chairman 
Legislative Research Committee 
State Capitol 
Augusta, Maine 04330 

Dear Mr. Jalbert: 

NEW YORK-CHICAGO-SAN FRANCISCO-LOS ANGELES-MUNICH 

December 29, 1965 

We are pleased to forward herewith the report of our preliminary com
parison of the salary plan of the State of Maine with the plans of other govern
mental jurisdictions. 

This project was conducted at the beginning of the overall study of per
sonnel administration at the specific request of the Legislative Research 
Committee because of the concern of the Committee members over reports 
from various agency heads of their inability to hire and retain qualified per
sonnel. This inability was attributed, in large measure, to the low salaries 
paid by the State of Main as compared with those paid by other governmental 
jurisdictions and private business. 

The Committee wanted to have a preliminary salary study conducted in 
order to have some facts available for possible use during the special session 
of the Legislature called for January 1966. 

We have enjoyed serving the Legislative Research Committee in this 
initial phase of the study and wish to express our appreciation for the coopera
tion extended to us. 

Very truly yours, 

~~aJ,yc 
CRESAP, McCORMICK and PAGET 

MEMBER ASSOCIATION OF" CONSUL.TINO MANAGEMENT ENGIN~ERS 



INTRODUCTION 

- 1 -



INTRODUCTION 

This chapter states the objectives of this preliminary phase of the overall 
study of personnel administration for the Legislative Research Committee 
of the State of Maine, the approach employed, and the organization of this 
report. 

OBJECTIVES 
OF THE STUDY 

• The basic objectives of the study included the following: 

To conduct a preliminary survey of neighboring governmental juris
dictions to determine the salaries paid to the employees in the 
classified service of these jurisdictions 

- To compare these data with the salary plan of the State of Maine 
implemented on December 25, 1965, and to determine the extent 
of the deviations, if any, in general salary levels 

- To recommend an immediate plan of action for possible use by the 
Legislative Research Committee during the special session of the 
Legislature called for January 1966 

- To estimate the approximate cost of any recommendation. 

APPROACH 

e The following approach to the study was employed, 

- Salary data for all New England States, the United States Govern
ment and three other states were extracted from the annual survey 
conducted by the Public Personnel Association entitled Pay Rates 
In The Public Service - Survey Of 78 Common Job Classes In A 
Selected Group Of Governmental Jurisdiction In The United States 
And Canada. 

e A personal survey was conducted by members of the Personnel Depart
ment, under the direction of the consultants, in the states of Connecticut, 
New Hampshire, Rhode Island and Vermont, 
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INTRODUCTION (Cont'd) 

e All of the salary data thus collected were analyzed by the consultants. 

e Comparative data were also collected for these states on 1964 per 
capita personal income from the Survey Of Current Business, 
United States Department of Commerce, Office of Business Economics, 
to determine if other factors were important to consider in appraising 
salary comparisons. 

ORGANIZATION 
OF THIS REPORT 

e Following this introduction, the balance of this report is organized 
into the following sections: 

- Analysis Of Salary Survey Data 

- Recommended Plan Of Interim Action. 
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ANALYSIS OF SALARY SURVEY DATA 

This chapter presents the results of the analysis of the data collected 
from the Public Personnel Association Survey and the personal survey 
conducted in Connecticut, New Hampshire, Rhode Island and Vermont. 

SALARY 
TREND LINES 

A series of salary trend line exhibits has been calculated, using the 
formula of least squares, 'to illustrate the mathematical variance 
between the State of Maine salary plan approved by the 1 02nd Legislature, 
effective December 2 5, 1965, and the salary plans of the other govern
mental jurisdictions. 

- Exhibit 1, on the following page, shows the State of Maine salary 
plan effective December 25, 1965, showing the minimum and 
maximum rates at Salary Grades 5, 20, 35 and 45, 

- Exhibit 2 compares the same salary trend lines for the State of 
Maine with the salary trend lines representing the average of the 
New Hampshire and Vermont salary plans, 

o Minimum and maximum rates have been shown at Grades 5, 
20, 35 and 45 also. 

o Overall, the combined New Hampshire and Vermont salary 
structure is somewhat higher than Maine, particularly at the 
lower grades, 

o At Grade 5, the New Hampshire and Vermont levels are about 
15 per cent higher than Maine levels, while at Grade 35, the 
other two states are only about 2 per cent above Maine, 

o Of the two states, the New Hampshire salaries are higher 
than Vermont. 
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ANALYSIS OF SALARY SURVEY DATA (Cont'd) 

- Exhibit 3 compares the State of Maine salary plan with the salary 
trend lines representing the average of the salary plans of the other 
five New England States. 

o Massachusetts and Connecticut are considerably higher than 
New Hampshire and Vermont, with Connecticut the highest. 

o Rhode Island is lower than New Hampshire and Vermont. 

o It is interesting, however, that Rhode Island is higher than 
Maine at the lower grades, but lower from Grade 20 and up, 

- Exhibit 4 compares the State of Maine salary plan with the salary 
trend lines representing the United States Government, which, 
as expected, is significantly higher than Maine. 

OBSERVATIONS 

e Without exception, the salary trend lines cited above, depicted in 
Exhibits 2, 3 and 4, appear to fall above the salary trend lines for the 
State of Maine through Salary Grade 35. 

Only 30 of the 7, 822 Maine employees in the classified service, as 
reported by the Personnel Department on December 15, 1965, are 
classified above Salary Grade 35, or less than 0. 5 per cent of the 
total. 

Where the Maine trend lines appear to rise above the other lines, 
it should be noted that a minimal amount of data was collected 
in this survey on these higher-level job classes above Salary 
Grade 35. 
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ANALYSIS OF SALARY SURVEY DATA (Cont'd) 

• The deviation between the Maine trend lines and the other trend lines 
at various salary grade levels is as follows: 

Per Cent Higher Or (Lower) Than Maine 
New Hampshire -

Vermont New England United States 
Salary Average Average Government 
Grade Minimum Maximum Minimum Maximum Minimum Maximum 

5 
10 
1 5 
20 
25 
30 
35 
40 
45 

14. 5o/o 1 7. 9o/o 21. 8o/o 2 5. 4o/o 34. 5o/o 43. 3o/o 
7.8 14.6 12. 1 17. 0 1 9. 1 27. 5 
5. 6 10. 1 8.9 14,7 14.4 22.9 
5,7 9.4 9.2 14.4 16. 2 23.7 
6.2 7.6 9.6 12.7 18. 5 25.6 
5. 6 4.6 7.8 9.9 19.0 25.7 
3,3 1.2 5,4 6.4 18,4 24.3 
1.0 ( 3. 5) 1.. 0 1.3 15. 7 21. 3 

(3. 2) (9. 5) ( 3. 7) (4. 7) 11.2 3,2 

- The comparison above shows that Maine is generally lower in each 
case, with the largest difference at the lower grades. 

- At the upper grades (35 to 45), Maine is competitive with both the 
New Hampshire-Vermont and the New England averages. 

- In a more detailed and extensive salary survey, this pattern would, 
in all probability, continue. 

• A further analysis of salary data from New York, Colorado and Iowa, 
three extremely different states, showed Maine to be far below their 
salary levels. 
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RECOMMENDED PLAN OF INTERIM ACTION 

This section contains a recommended plan of interim action for the State 
of Maine, The increased salary levels included below are presented for con
sideration by the Legislative Research Committee for use for the special 
session of the Maine Legislature that has been called for January 1966. 

e The Legislature Should Consider An Immediate Increase In The Salary 
Plan Covering The Classified Service Of The State Of Maine 

- Since the overall study, of personnel administration for Maine has 
just been initiated, and will cover the salary area in much more 
detail, the increase recommended at this time should be considered 
an interim and partial step toward correcting the wide difference 
between the salary plan of Maine with those found in other New 
England States and the United States Government. 

-,The 1964 per capita income figure for Maine was $2, 130, Vermont 
$2, 144, New Hampshire $2, 343 and the other New England States 
even higher. 

o Therefore, Maine salaries are most comparable with the two 
states of New Hampshire and Vermont. 

- Exhibit 5 shows the present and recommended salary plans for 
Maine, including the Highway Commission. 

o For Grades 1 through 25, the minimum and maximum salaries 
should be increased by two steps. 

o This increase would result in a 10 per cent increase in salary 
for employees in these grades. 

o For Grades 26>:< through 45, the minimum and maximum salaries 
would be increased by one step of the salary plan. 

>:<For Grade 26, an increase of one-and-one-half steps would be required to 
differentiate this salary level from Grade 25, 
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Salary 
Grade 

1 
2 
3 
4 
5 

6 
7 
8 
9 

10 

11 
12 
13 
14 
15 

16 
17 
18 
19 
20 

21 
22 
23 
24 
25 

26 
27 
28 
29 
30 

31 
32 
33 
34 
35 

36 
37 
38 
39 
40 

41 
42 
43 
44 
45 

Salary Plan As Of 12/25/65 
Minimwn Midpoint Maximum 

$ 50 
50 
50 
52.50 
55 

58 
61 
64 
67 
70.50 

74 
77.50 
81. 50 
85.50 
90 

94.50 
99 

104 
109 
114. 50 

120 
126 
132. 50 
139 
146 

153.50 
161 
169 
177.50 
186.50 

196 
206 
216.50 
227. 50 
239 

251 
263.50 
276.50 
290. 50 
305 

320.50 
336.50 
353.50 
371 
389.50 

$ 52.50 
54 
55 
58 
61 

64 
67 
70.50 
74 
77.50 

81. 50 
85.50 
90 
94.50 
98 

104 
109 
114. 50 
120 
126 

132.50 
139 
146 
153.50 
161 

169 
177.50 
186.50 
196 
206 

216. 50 
227.50 
239 
251 
263.50 

276.50 
290. 50 
305 
320.50 
336.50 

353.50 
371 
389.50 
409 
429.50 

$ 55 
58 
61 
64 
67 

70.50 
74 
77.50 
81. 50 
85.50 

90 
94.50 
99 

104 
109 

114.50 
120 
126 
132. 50 
139 

146 
153. 50 
161 
169 
177. 50 

186.50 
196 
206 
216. 50 
227.50 

239 
251 
263.50 
276. 50 
290.50 

305 
320.50 
336.50 
353.50 
371 

389.50 
409 
429.50 
450.50 
473 

STATE OF MAINE 

PRESENT AND :tECOMMENDED SALARY PLAN 

$ 55 
58 
61 

64 
67 
70.50 
74 
77.50 

81. 50 
85.50 
~0 

94.50 
99 

104 
109 
114.50 
120 
126 

132.50 
139 
146 
153.50 
161 

165 
169 
177.50 
186.50 
196 

206 
216.50 
227.50 
239 
251 

263.50 
276.50 
290. 50 
305 
320.50 

336.50 
353.50 
371 
389.50 
409 

Classified Service 

Proposed Salary Plan 

$ 55 
58 
61 
64 

67 
70.50 
74 
77.50 
81. 50 

85.50 
90 
94.50 
99 

104 

109 
114.50 
120 
126 
132.50 

139 
146 
153.50 
161 
169 

174 
177. 50 
186. 50 
196 
206 

216.50 
227.50 
239 
251 
263.50 

276.50 
290. 50 
305 
320.50 
336.50 

353.50 
371 
389.50 
409 
429.50 

$ 55 
58 
61 
64 
67 

70.50 
74 
77.50 
81. 50 
85.50 

90 
94.50 
99 

104 
109 

114. 50 
120 
126 
132.50 
139 

146 
153.50 
161 
169 
177. 50 

183 
186.50 
196 
206 
216.50 

227.50 
239 
251 
263.50 
276.50 

290.50 
305 
320.50 
336.50 
353.50 

371 
389.50 
409 
429.50 
450.50 

$ 58 $ 61 
61 64 
64 67 
67 70. 50 
70. 50 74 

74 
77.50 
81. 50 
85.50 
90 

94.50 
99 

104 
109 
114. 50 

120 
126 
132.50 
139 
146 

153.50 
161 
169 
177.50 
186.50 

192 
196 
206 
216.50 
227.50 

239 
251 
263.50 
276.50 
290.50 

305 
320.50 
336.50 
353.50 
371 

389.50 
409 
429.50 
450.'>0 
473 

77.50 
81. 50 
85.50 
90 
94.50 

99 
104 
109 
114. 50 
120 

126 
132. 50 
139 
146 
153.50 

161 
169 
177.50 
186.50 
196 

201 
206 
216. 50 
227.50 
239 

251 
263.50 
276.50 
290. 50 
305 

320.50 
336.50 
353.50 
371 
389.50 

409 
429.50 
450. 50 
473 
497 

Increase 

$ 6. 50 
5. 50 
6 
6 
6 

6.50 

7 
7.50 
8 

8. 50 
9 
9 
9.50 

10 

10.50 
11 
11. 50 
12.50 
13 

13.5 0 
14.50 
15 
15.50 
16.50 

14 
9 
9.50 

10 
10.50 

11 
11. 50 
12 
12.50 
13 

14 
14.50 
15.50 
16 
17 

17.50 
18.50 
19.50 
20.50 
21 

Total 

Cost 
Employees Per Week 

28 
202 
373 

77 
874 

267 
928 
494 
557 
279 

454 
213 
117 
304 
731 

364 
230 
160 
136 
227 

128 
120 

94 
76 
85 

133 
22 
18 

3 
47 

18 
13 

10 

1 
22 

7,822 

$ 182 
1, 111 
2,238 

462 
5,244 

1, 735.50 
6,496 
3,458 
4,177.50 
2,232 

3,859 
1, 917 
1,053 
2,888 
7,310 

3, 822 
2,530 
1, 840 
1, 700 
2, 951 

1, 728 
1, 740 
1,410 
1, 178 
1,402.50 

1, 862 
198 
171 
30 

493. 50 

33 
207 
156 

87.50 
130 

14 
319 

55. 50 
58.50 

21 

$68,500.50 



RECOMMENDED PLAN OF INTERIM ACTION (Cont'd) 

o This increase would rest;.lt in a 5 per cent increase in salary. 

o Those Highway Commission personnel not included in the 
regular grade scale would also receive a 10 per cent 
increase. 

o The cost of implementing this recommendation would be 
approximately $3,562, 000 annually, based upon the distribu
tion throughout the salary plan of the 7, 822 classified em
ployees reported by the Personnel Department, and $440, 000 
for the 1, 350 Highway Department employees, or a total of 
$4, 002, ooo. 

- The unclassified employees are not included in the above estimates. 

o However, it would seem that an increase of 10 per cent would 
be appropriate at this time. 

- These data are shown graphically on Exhibit 6. 

- This increase is recommended, since it appears clear that Maine 
salaries are so low, even with the adjustment made effective on 
December 25, 1965, that a further increase should be made to 
ensure securing qualified employees in the nine-month time lapse 
before the full salary study and classification plan are available, 

- 10 -
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APPENDIX B 

ALPHABETIC LISTING OF CLASS TITLES AND 
PROPOSED SALARY GRADE 
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ASSISTANT DIRECTOR FI~~ PREVENTION 14 
ASSISTANT OTHFCTOR HOSPJlAL SfRVJCES 17 
ASSISlANT DIRECTOk ~~~P~CTION 16 
ASSISTANT DIRECTOR ~ROaATION A~D PAROLE 16 
ASSISTANT DIRECTOR, HIGHWAY EQUIPME~f 14 
ASSISTANT IITRFCTOR, IVlOfOR VEHICLES 15 
ASSISTANT DIRECTOR, PLAN! INOUSIRY 16 
ASSISTANT EXECUTIVE SECRETARY, NSRS 17 
ASSISTANT MANAGER LIQUOR STDR~ II 08 
ASSISTANT MANAGER, LIQUOR STDRF I 01 
ASSISTANT MANAGER, PRISON RETAIL STOR~ 07 
ASSISTAi\IT i"1ILITARY CDN.STRUCTICJi\, MAINTC:i~Ai'IJCE AND iJRO~ERTY 12 
ASSISTANT PLANS AND TRAI~ING OFFICER CJ COUNTY 10 
ASSISTANT SECRETARY, PUBLIC UTILITIES COMMISSION 11 
ASSISTANT SUPERINTENOENT, ~ENS REFORMATORY 17 



CODE NO 

'J24'3 
s 2 'J6 
8255 
93'33 
0749 
92 32 
9226 
4061 
2022 
0616 
0617 
06Hl 
81'31 
8 3 (, 2 
83C6 
8 '3 t.l4 

1241 
1242 
0341 
0342 
0343 
8502 
8501 
6404 
9351 
9352 
9353 
9341 
8311 
5052 
9405 
9402 
9322 
9323 
0111 
0112 
0113 
8141 
8142 
8152 
0381 
0382 
1013 
8251 
0041 
0042 
0050 
9017 
0251 
02 52 

7315 

CLASS TITLE 

ASSISfANT SUPERINTENDENT WOME~S RE~ORMATORY 

ASSISTANT SUPERINTENDENT TRAINING SCHOOL 
ASSISTANT SUPERINTENG~NT BUILGINGS 
ASSISTANT SUPERINTENDENT GAME FARM 
ASSISTANT SUPERVISOR UF BENEFITS 
ASSISTANT SUPERVISOR STAT~ PARKS 
ASS I S T A i\1 T S lJ F E R V I S 0 R , 0 U T G G 0 R R E C REA T I 0 i'-l 
ASSISTANT TO NURSING INSTRUCTOR 
ATTORNEY EX~MINFR 

AUDITOR I 
AUDITOR II 
AUDITOR I I I 
AUTOMOTIVE EQUIPMENT SUPERVISOR 
AUTOMOTIVE MECHANIC 
AUTOMOTIVE MECHANIC FOR~MAN 

AUTOMOTIVE REPAIR~AN 

BAKER I 
BAKER II 
BAr\JK EXAMINER I 
8ANK EXAtv1INf.l~ II 
BANK EXAMINFR III 
BARBER 
BEAUTICIAN 
BIO CHEMIST 
RIOLOGIST I 
BIOLOGIST II 
BIOLOGIST I I I 
BIOLOGY AIDE 
BLACKSMITH 
BLIND CHILDREN COUNSELOR 
BLISTeR RUST DISTRICT LEADER 
BLISTER RUST FIELD ASSISTANT 
BOAT CAPTAIN I 
BOAT CAPTAIN I I 
BOOKKEEPING MACHINE OPERATOR I 
BOOKKEEPING MACHINE OPERATOR II 
BOOKKEEPING MACHINE OPERATOR III 
BRIDGE OPERATOR I 
BRLDGE OPERATOR II 
BRIDGE SUPFRVISOR 
BUDGET EXAMINER I 
BUDGET EXAMINER II 
BUILDING CUSTODIAN 
BUILDING MAINTENANCE SUPERVISOR 
BUSINESS MANAGER I 
BUSINESS MANAGER II 
BUSINESS MANAGER III 
BUTCHER 
BUYER I 
BUYER II 

CAPITOL BUILDING AND GROUNDS OFFICER 

PROPOSED SALARY GRADE 

17 
17 
13 
08 
14 
15 
15 
07 
16 
12 
13 
15 
11 
08 
10 
07 

08 
10 
12 
13 
15 
06 
06 
20 
14 
15 
17 
11 
08 
13 
13 
07 
12 
14 
05 
07 
09 
04 
06 
12 
13 
15 
07 
11 
14 
16 
17 
08 
10 
14 

06 



CODE NO 

8201 
8202 
6004 
5132 
6405 
6401 
6402 
6403 
0338 
2002 
U941 
9504 
0947 
0946 
205'3 
2056 
7016 
0390 
6461 
6348 
6313 
6451 
91.39 
9515 
0949 
7307 
4123 
5024 
0404 
4129 
0944 
0956 
0959 
0943 
3084 
7304 
3085 
0945 
094.2 
0986 
8611 
8622 
0953 
0954 
6341 
6342 
6343 
6344 
6346 
0737 
0738 
0739 
5222 

CLASS TITLE 

CARPENTER 
CARPENTER FOREMAN 
CARTOGRAPHF:F< 
CHAPLAIN 
CHEMIST AIDE 
CHEMIST I 
CHEI\1IST I i 
CHEMIST I I I 
C H I E F A C C 0 U 1--J T A N T 
CHIEF APPEALS REFEREE 
CHIEF C~R SFRVICES, CIVIL DEF~NSE 
CHIEF COASTAL WARDEN 
CHIEF COMMUNICATIONS, CIVIL DEFENS~ 
CHIEF COMMUNITY SERVICES, CIVIL DEFENSE 
CHIEF COUNSEL LAND DAMAGE bOARD 
CHIEF COUNSEL, HIGHWAY 
CHIEF CRIMINAL INSPECTOR 
CHIEF DATA PROCESSING AND SYSTEMS 
CHIEF ENGINCE:R AERCJf~AUTICS 

CHIEF ENGINEER HIGHWAY 
CHIEF ENGIN~ER PUBLIC UTILITICS 
CHIEF ENG!(~~[R, \IUHr::r~ IwJr~ov~:;'·1 ::.~~T C·Jf·~'<ISEIC>~ 

CHIEF FOREIGN TRAD~ ~~V~LOPM~NT 
CHIEF GAME WARDEN 
CHIEF H~ALTH M08ILIZATIO~ SE~VIC~S CD 
CHIEF MOTOR VEH!CL~ INV~STICATOR 

CHIEF OCCLJPliTIO~~.liL Hl~f~:.l\.PIST 

CHIEF OF VOLUNTEER SERVICES 
CHIEF PERSONNEL TECHNICIAN 
CHIEF PHYSICAL THERAPIST 
CHIEF PLANS AND TRAINING, CIVIL DEFENSE 
CHIEF PROTECTIVE SERVICES CD 
CHIEF RESOURCES MANAGE~~NT, C~ 

CHIEF SUPPLY SERVICES, CIVIL DEFENSE 
CHIEF, DETERMINATIONS UNIT 
CHIEF, DRIVER LICENSE EXAMINER 
CHIEF, REHABILITATION SERVICES 
CIVIL DEFENSE ADMINISTRATIVE OFFICER 
CIVIL DEFENSE AGENT 
CIVIL 'DEFENSE AGENT COUNTY 
CIVIL DEFENSE COMMUNICATIONS TECHNICIAN 
CIVIL DEFENSE INSTRUMENT REPAIRMAN 
CIVIL DEFENSE OPERATIONS OFFICER 
CIVIL DEFENSE PUBLIC AFFAIRS OFFICER 
CIVIL ENGINEER I 
CIVIL ENGINEER II 
CIVIL ENGINEER III 
CIVIL ENGINEER IV 
CIVIL ENGINEER V 
CLAIMS INTERVIFWER I 
CLAIMS INT~RVIEWER II 
CLAIMS INTERVI~WER III 
CLASSIFICATION AND REHABILITATION OFFIC~R II 

PROPOS t::D SALARY GRADE 

08 
10 
13 
14 
08 
12 
14 
16 
17 
15 
13 
17 
14 
13 
18 
20. 
16 
20 
20 
22 
21 
21 
16 
17 
12 
13 
15 
13 
16 
15 
13 
12 
12 
13 
15 
13 
16 
13 
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09 
12 
08 
14 
14 
16' 
17 
18 
20 
21 
07 
09 
10 
13 



CODE NO 

5223 
~221 

0001 
0002 
() 00 :-l 
0004 
;) 0 21 
v \j 2 2 
CJ 0 2 3 
,j Cl l 1 

0012 
j \) 1 3 
9'Jul 
9'JG2 
8521 
9'166 
l)l q l 
CJ 19 2 
(1 9 H 2 
8591 
6061 
6 ()6 2 
3054 
0 345 
1231 
1232 
1233 
9230 
3 0 3"8 
3039 
5204 
5231 
5232 
5233 
5245 
7015 
1011 
1012 
101G 

9102 
9101 
9026 
9 021 
9022 
4~50 
4340 
4341 
4342 
3068 
0405 
0406 

CLASS TITLE PROPOSED SALARY GRADE 

CLAS~lFICATJON AND REHABILITATION OFFICER I 
CLASSIFICATION SP~CIALIST 
CLFRICAL AI!!E 
CleRK I 
CLE"RK I I 
(LFRK III 
CLFRK IV 
CLERK ST~NOC~APHER 

CLERK STENdS~A?H~R II 
C u: R K S T EN 0 G R A P !~ ~ ~ I I I 
C L ERr.:. T 't' P I S T I 
CLFRK TYPIST II 
cu:·KK TYPIST III 
C 0 AS T A L 'w' A R [J E N 
COASTAL WA~~EN SUP~RV!SOR 

r088LFR 
COMMERCIAL MARINE FISHERY EXTENSION AGENT ASST 
COMPUTER OPERATOR I 
COMPUTER OPFRATOR II 
CONSERVATION EDUCATION SPECIALIST 
CONSTRUCTION FORE~AN 

CONSTRUCT I0r.; I>iSPC:CT::Y< 
C 0 i'J S T R U C T I 0 ;,: I I~ S P c: C T 0 R I I 
CONSULTANT, FEDERAL GRANTS FOR EDUCATION 
CONSUMER CREDIT EXAMINER 
COOK I 
COOK I I 
COOK I I I 
COORDINATOR KEEP MAIN: SCENIC r~aGRAM 

COORDINATOR, EDUCATIONAL RESEARCf-: Af~J :::v:.LU.I\.TIO~~ 

COORDINATOR, FEDFRAL STATf R~LATICNS 
CORRECTIONAL INF ATTEND 
CORRECTIONS O~FIC~R I 
CORRECTIONS OFFIC~P II 
CORRECTIONS OFFIC~R III 
CORRECTIONS PROGRAM OFFICER 
CRIMINAL INSPECTOR 
CUSTODIAL WORKER I 
CUSTODIAL WORKER II 
CUSTODIAL WORKER III 

DAIRY INSPECTION SUP~RVISOR 
DAii~Y INSPECTOR 
DAIRY PLANT OPERATOR 
DAIRYMAN I 
DAIRYMAN II 
DENTAL ASSISTANT 
DENTAL HYGIENIST ASSISTANT 
DENTAL HYGIENIST I 
DENTAL HYGIENIST II 
DEPARTMENT TRAINING OFFICER 
DEPARTMENTAL PERSONNEL OFFICER I 
DEPARTMENTAL PERSONNF.L OFFICFR II 

11 
08 
02 
03 
06 
08 
11 
05 
07 
09 
04 
06 
08 
11 
14 
06 
13 
08 
09 
15 
10 
14 
16 
18 
12 
06 
08 
10 
16 
19 
10 
09 
07 
09 
11 
11 
14 
04 
06 
08 

16 
11 
08 
06 
08 
07 
07 
10 
12 
16 
13 
15 



CODE r-.Jn 

0348 
0971 
08/'9 
301)8 
9516 
094R 
9461 
031)4 
5224 
0038 
o-::q"i 

0 39 l 
1263 
9381 
0043 
0045 
0337 
4425 
5255 
301)9 
64f32 
0541 
0513 
9191 
0049 
9'371 
0611 
1:?64 
0983 
0551 
02111 
0531 
301)2 
'103C 
50].9 
'304A 
')0')4 
0414 
30?R 
526R 
<1182 
5272 
91')6 
50?6 
0'=144 
5269 
U96"i 
'-304 7 
:3U43 
ll7?6 
ij 0 18 
5042 

CLASS TI TLf PROPOSED SALARY 

DEPUTY BANK COMMISSIONER 
DFPUTY COMM LABOR AND INDUSTRY 
DEPUTY COMMISSIONER, ECONOMIC DEVELOPMENT 
DEPUTY COMMISSIONER, EDUCATION 
DEPUTY COMMISSIONER, INLAND FISH AND GAME 
DEPUTY DIRECTOR, CIVIL DEFENSE 
DEPUTY FOREST COMMISSIONER 
DEPUTY INSURANCE COMMISSIONER 
DEPUTY PRISON WARDEN 
DEPUTY SECRETARY OF STATE 
DEPUTY STATF AUDITOR 
DEPUTY STATF TRFASURFR 
DIETARY CONSULTANT 
DIR PUBLIC RELATIONS AND MARKtTING SEA AND SHORE 
DIRECTOR ADMINISTATIVE SERVICES T 
DIRECTOR ADMINIStRATIVE SERVICES II 
DIRECTOR AUDITS 
DIRECTOR CHILDRENS PSYCHIATRIC HOSPITAL 
DIRECTOR COTTAGF PROGRAM 
DIRECTOR DRIVFR FDUCATTON 
DIRECTOR FCONOMIC DEVFLOPMFNT PLANNTN~ 

DTRFCTOR FXCISF TAX 
DIR~CTOR INHERITANCE TAX 
DIRECTOR MAINF MILK PROGRAM 
DIRECTOR MALT LIQUOR AND LICENSES 
DIRECTOR MARINE RESFARCH 
DIRECTOR MOTOR VEHICLES 
DIRECTOR NUTRITION SFRVICFS 
DIRECTOR OF CONSERVATION INFORMATION AND EDUCATION 
DIRFCTOR PROPFRTY TAX 
DIR~CTOR PURLIC PRINTTNG 
DIRECTOR SALES TAX 
DIRFCTOR SECONDARY FDIJC,liTJON 
DTRFCTOR SOCIAL SFRVTCFS. 
DIRFCTOR SOCIAL WFLFARF 
DIRECTOR SPtCIAL EDUCATION AND GLJIDANCf 
niRFCTOR SPFCJAL S~RVICES 
DIRECTOR STATISTICS 
DH~ECTOI~ VOCATIONAL FDLJCATTON 
DIRECTOR, AFTERCARE PROGRAM 
OIRECTOR, ACiRIClJLTLJf-<AL MARKFTif\IG 
OTRFCTOR, ALCOHOLISM SFRVICFS 
OTRFCTOR, ANIMAL JNDUSTRY 
DJRFCTOR, CHILO W~LFARF 
D!RFCTQR, CO~SUMfR CRFDJT 
DTR~CfOR• CORRECTI0NS 
DIPtCTOR' DlVISlON OF SPECIAL.SERVICES 
DIRFCTOR, EDUCATION FTFLD SFRVICFS 
DIRECTOR• ELEMENTARY EDUCATION 
DIRECTOR, EMPLOYMENT SFRVICF 
DIRECTOR, FAMILY SERVICFS 
DIRECTOR, GFNFRAL ,liSSJSTANCF 

17 
15 
21 
24 
17 
15 
19 
17 
18 
19 
17 
15 
1'; 
16 
18 
21 
16 
18 
17 
17 
19 
17 
15 
16 
14 
17 
18 
15 
17 
17 
15 
18 
1 9 

17 
21 
19 
]7 

J 7 
19 
17 
17 
14 
1 7 
19 
15 
23 
15 
/1 
19 
lA 
19 
17 



CODF NO 

tJ8 (Jl 

72')'~ 

9184 
7292 
7261 
441'5 
9lti7 
qLHl 
52h4 
40">6 
4·~ 2'3 
62)4 
087.6 
0816 
1?72 
0146 
7 2'·H 
0~74 

0746 
7 1 \)] 
':306'? 
'301)7 
1007 
86(J') 
9?.24 
9225 
10H-
1015 
6006 
6UU7 
60U8 
730?_. 
7303 
7305 
01/11 
oun 

c;Oc:;9 
'3 (J 4 2 
8213 
8.:?11 
8212 
4?31 
07 21 
07?3 
07?.5 
'1U"il 
U70·1 
078?_ 

0711 
0712 
J 7 J '1 
0722 

CLI\.SS TITLF 

DJ~ECTOR' INDUSTRAIL D~VELOPMENT 

DIRFCTQR, INDUSTRIAL SAFETY 
fJIR~CTOR' INSPECTION 
DIRECTOR, ~ABOR AND SAFETY 
DTRFCTQR, LJQUOR FNFORCFMENT 
DIRECTOR' PARA MFniCAL SFRVJCFS 
DIRECTOR' PLANNING AND RESEARCH 
CIRFCTOR, PLANT INGUSTRY 
DIRECTOR, PROBATION AND PAROLE 
DIRFCTQR, PUBLIC HFALTH NURSING 
DIRECTOR, ?U8LIC HEALTH LABORATORY 
DIRECTOR, PLJ8LIC HfALTH FNGINEFRII\IC7 
ntRFCTOR, PURLJC RFLATTONS 
fJIRECTOR, RFCRFATJON 
CIRfCTOR SCHOOL FOOD SFRVTCFS 
UIRECTOR, SFCURITIES DIVISION 
DIRECTOR' STATE FIRF PRFVENTION 
CIR~ClOR' TRANSPORTATION ENFORCEMENT 
DIRECTOR, UN~MPLOYMENT COMPENSATION 
DIRfCTOR, WATERCRAFT REGISTRATION AND SAFETY 
DISA81LilY CLAIMS AOJUDICATOR I 
DISARILilY rLAIMS ADJUDICATOR II 
rn.SHWASHFR 
nrSPATrHER 
nr.STRICT PARK SUPFRVTSOR T 
DISTRICT PARK SUPFRVISOR It 
DOMESTIC WOPKFR I 
DOMESTIC WORKER II 
DRAFTSMAN I 
DRAFf~MAN IJ 
DI~AFTSMAN I I I 
DRIVER LICENSE FXAMINFR I 
DRIVFR LICENSF FXAMINFR II 
DRIVER LICENSE FXAMINFR AtnF 
DUPLICATING EQUIPII.'FNT OPERATOR 
DUPLICATING EQUIPMENT OPFRATOR II 

F D U C A T T 0 1\l A f\1 f) T R A T 1\! I "-I G C 0 U N S F L 0 R 
FDUCATJON SPFCJALTST 
fLFCTRICAL JNSPFCTOR 
FLFC TR,J C I AN 
FLFCTRICIAN FOREMAN 
ELECTROENCEPHALOGRAPH TECHNICIAN 
EMPLOYM~NT COUNSELOR III 
EMPLOYMENT COUNS~LOR Jt 
FMPLOY'v1FNT COIJ~,ISFLOf< I 
FfV1PL.OYMrNT C0lJ1\ISfLOR FOR THF RLII\111 
FMPLOYM~NT INTFRVJFW~R T 
EMPLOYMENT TNTERVJFWER II 
F-~ 1\1 P L()Y ~A F. i"\ T S t R V 1 C F S I J P F R V I S () R I 
EMPLOYMFNT SERVICF- SU~~RVISOR II 
HviPLOY~H:: 1\IT ,':)1::-RVICt SUPF=RVISOR TIT 
FMPLOYMFNT SPFCJALTST T 

PROPOSFD SALARY GRAfJF 

19 
15 
17 
15 
17 
?0 
16 
18 
18 
17 
21 
21 
1 9 
1q 

17 
15 
16 
17 
18 
15 
13 
14 
01 
()7 
1 2 
J 3 
01 
04 
OR 
11 
12 
09 
10 
07 
06 
08 

15 
1 7 
12 
08 
10 
08 
).4 
1_3 

1 2 
J-:1, 
12 
1'3 
14 
15 
16 
14 



(Q[)F NO 

0724 
63:-11 
6~B2 

6~l3 

6~~4 

/i?,~Cj 

A3~1i 

9411 
q 4.12 
8594 
8 I) CJ'3 
U'~ 13 (J 

09H7 
9186 
0026 
0035 
098] 
RrJ-:>,1 
8~41 

9012 
901'3 
\)7?0 

9001 
8 4-f l 
847~ 

8477 
8472 
8475 
84/iR 
8474 
84(-,9 
8470 
8 4 ., A 

0744 
() ~ '-11 

0 ~-32 
0 ~ -~ ·~ 
·; ) /. 1 
7/?5 
')001 
rJCJO? 
0976 
097-, 
7? ·n 
7232 
9 'J,(J l 

9'..1, l? 
9 '-l.l '3 
9 ·~ I l 
<-) ] J Ll-

'711"> 
9111 

CLASS fiTLF PROPOSEb SALARY GRAOF 

~MPLOYMFNT SPECIALIST IT 
~NGJNFFRING ATOF T 
FNGJNF~RING AJDF II 
~NGlNEFRING AIDE III 
FNGINEFRING TECHNICIAN I 
ENGIN~ERING TECHNICIAN II 
FNGIN~FRING TFCHNTCTAN TTT 
FNTOMOLOGlST T 
FNTOMOLOGTST T T 

FXFCUTJVE ATRCRAFT CO PTLOT 
FXECUTIVE AIRCRAFT PJLOT 
EXECUTIVE SECRETARY MAINE INSURANCE AOVISORY ROARO 
~XECUTIVE SECRETARY MAINE MILK COMM 
EXFCUTIVE SECRETARY MF SOIL AND WATER CONSERVATION 
~XFCUTIVE SFCRE.fARY RFAL ~STATF COMM 
EXECUTIVE SECRETARY, BOARD OF HAIRDRFSSERS 
FXHIBIT SPECIALIST 
EXHIRTT T~CHNICJAN 

~X~IRJT TFCHNTCT~N IT 

FARM MA"-IAGF'P I 
FAqY! ~~A.I\!AGER I I 
FARM PLACFMFNT SPECIALIST 
FARM \1./0Rk.F-R 
FERRY SERVICE ABLE SEAMAN 
FERRY SERVIC~ CAPTAIN I 
F~RRY SFRVIC~ CAPTAIN IT 
FERRY SE~VICE ~NGTNFFR 

FFRRY SERVJCF MANAGFR 
FERRY SFRVICF ORnTNARY SFAMFN 
FERRY SFRVICE PORT ENGINFFR 
FERRY scRVICf TFR~TNAL AGENT 
FERRY S~RVIC~ TERMINAL AGF~T II 
FERRY SERVICE TERMINAL AG~NT ITI 
FIELD ADVISOR ANr) FXM1INF-"R 
FJFLD FXi\Mir--.!ER I 
FIELn EXAMINER II 
FIELD EXAMINFR III 
FP.-LD INSPf-~rTOR 

~JFLD INSPFCTOR SUPERVISOR 
FIELD INVFSTIGATOR 
FJELD INVESTIGATOR SUPERVISOR 
FINGERPRINT CLASSIFIFR I 
FINGERPRINT CLASSJFIFR TT 
FTRF JNSPFCTOR T 
FT~~ INSPECTOR IT 
FJSH HATCHERY AtnF 
FISH HATCHERY FOREMAN 
FISH HATCHERY FOREMAN ASSISTANT 
FISH HA fCHEr-<YMAN 
F-. 0 0 1) I "-1 .S P f: C T I 0 N S U P F R V I S 0 R I 
F 0 (} I) l N S P F C T I 0 ~J S l J P F R \1 I .S 0 R I I 
F00f1 INSPFCTOR T 

16 
05 
08 
14 
J] 

1 2 
1 ~ 
12 
15 
14 
16 
18 
15 

COMM 17 
1 1 
11 
16 
f)q 

11 

10 
13 
08 
04 
09 
14 
15 
13 
15 
OR 
14 
or; 
08 
09 
1.1 
12 
13 
15 
08 
13 
11 
13 
05 
('t7 

10 
11 
05 
09 
08 
07 
12 
14 
()8 



CODE NO 

9112 
1261 
12fl2 
1201 
12tj 2 
9401 
Y4CH 
9444 
9431 
94'1 :1 
Q44l 
94'-14 
9421 
9450 
9451 
94')2 
9453 
9454 
8l<:Jl 
R57J 

9510 
9511 
95].9 
9517 
9512 
9'131 
90~1 

90].1 
6411 
64]2 
641~ 
6409 
8256 
9041 
904? 
5201 
5214 
5213 
5215 

4381 
4391 
0052 
0051 
8121 
8122 
9024 
9023 
2051 
2048 
2052 
8128 

CLASS TITLF 

FOOO INSPECTOR TT 
FOOO SFRVTCF MANAGFR 
FOOD SFRVICF MANAGFR Tl 
FOOD SERVICF WORKER I 
FOOD SFRVIC~ WORKER II 
FOR~ST INSECT RANGER I 
FOREST INS~CT RANGFR TI 
FOR~ST NURSERYMAN 
FORFST RANGFR JI 
FORFST RANGFR TV 
FORFST RANGFR MFCHANTC 
FORFST RANGFR V 
FOf~FST WATCHMAN 
FORESTER AIDE 
FORESTER I 
FORF.STFR II 
FORESTER I I I 
FORESTER TV 
FOUNDATION SURVEY FORFMAN 
FURN I TlJRE RFPA T RMAI\1 

GAMF WARDFN ATDF 
GAMe WARDF.N I 
GAMF IIJARDEN I I 
GAME 1.-JARDcN I I I 
GAME WARDEN IV 
GAMFKFFPER 
GA.ROEN FARMFR 
GENERAL FARMER 
GEOLOGIST I 
GEOLOGIST IT 
GEOLOGIST ITI 
GEOLOGY ATDF 
GROUNDSKEEPER FOREMAN 
GROUNDSI(EEPER I 
GROUI\lf!SKEFPFR T T 
r,lJARn 
GLJARfl CAPTAIN 
GUARD LTFUTFNANT 
GUARD SERGEANT 

HEALTH SERVICES CONSULTANT 
HEALTH SERVICES SUPERVISOR 
HEARINGS REPORTER I 
HEARINGS RtPORTER II 
HEAVY EQUIPMENT OPFRATOR I 
HEAVY EQUIPMENT OPFRATOR II 
HERDSMAN 
HERDSMAN ASSISTANT 
HIGHWAY ATTORNEY 
HIGHWAY ATTORNEY AIDE 
HIGHWAY ATTORNEY ASSISTANT 
HIGHWAY DFPT SAFETY SUPERVISOR 

PROPOSED SALARY GRAOF 

10 
1l 
12 
()] 

04 
07 
09 
07 
09 
11 
09 
1 7 
07 
()C) 

11 
14 
16 
17 
ll 
()7 

06 
11 
12 
1'3 
14 
07 
06 
06 
13 
14 
16 
12 
09 
04 
07 
07 
11 
10 
09 

1'3 
14 
09 
11 
07 
09 
09 
07 
16 
08 
13 
14 



CODE "10 

8171 
7'309 
9901 
9902 
990'~ 

81 7 r:, 
7110 
5005 
91 2 ,, 
42~5 

1016 
1020 
5?S1 
52 52 
5254 
9904 
990') 
9906 
99U7 

6001 
6002 
600'3 
5004 
0810 
08]1 
6421 
n422 
72'11 
09')8 
0R?.1 
0820 
1120 
7 2 41 
7242 
0044 
0046 
00~8 

0'352 
0351 
4251 
0964 

0141 
0142 
0143 

0424 
0417 
0420 
0418 
4201 
4 2] 1 

CLASS TITLE 

HTGHWA.Y DISTRTCT .SlJPFRVISnR 
HIGHWAY FOUIPMENT SPFCTALT~T 
HJGHWAY FOR~MAN T 
HIGHWAY FOREMAN II 
HIGHWAY ~AINTFNANCF MAN T 
HTGH'IiAY MAI"ITFNA"ICF=" SlJPFr~vr.c;OR 

HTGHWAY SAFETY FXAMINFR 
HOMFMAKFRS AifJF 
HORTICIILTURJST T 
HOSPITAL SERV I CFS CONSlJL T A lilT 
HOUSEKEEPER 
HOUSEMOTHER 
HOLJSEPA.RENT I 
HOUSCPARFNT IT 
HOUSEPARENT ITI 
HWY MAINT MAN IT 
HWY MAINT MAN ITT 
HWY MAINT MAN TV 
HWY MA H'IT MAN V 

tLLUSTRAT0R 
ILLUSTRATOR IT 
ILLUSTRATOR III 
INDIAN DEVELOPMENT RFPRFSfNTATIVf 
INDUSTRIAL fJEVELOPMENT REPRESFNTATIVF 
INDlJSTRJAL [JEVELOPMENT RFPRF;:SF"HATIVF 
INDUSTRIAL HYGIENF ENGJNFER I 
INDUSTRIAL HYGIE"IE ENGI"IFFR II 
INDUSTRIAL INSPFCTOR 
INFORMATI0N OFFICER CIVIL nFFFNSF 
TNFORMATIONAL REPRFSFNTATJVF 
INFOR~ATIONAL WRITER 
INSTITUTION CLOTHING ATTENDANT 
TNSTITUTION FIRF MARSHAL T 
INSTITUTION FIRE MARSHALL II 
INSTITUTIONAL BUSINESS MANAGER II 
INSTITUTIONAL BUSINESS MANAGER I 
INSTITUTIONAL BUSINESS MANAGER III 
INSURANCE ANALYST 
INSURANCE EXAMINER 
tNTERNF 
INVESTMENT OFFICER 

KEY PUNCH OPERATOR 
KEY PUNCH OPERATOR JI 
K.EY PUNCH SUPERV I ~OR 

LABOR MARKET ANALYST Y 
LABOR MARKET ANALYST II 
LABOR MARKET ANALYST III 
LABOR STATISTICAL ANALYST 
LABORATORY ASSISTANT 
LARORATORY TECHNICI~N T 

PROPOSED SALARY GRADF 

12 
09 
10 
11 
()4 
14 
09 
n7 
1:Z 
1'1 
07 
04 
06 
nR 
1n 
05 
06 
07 
09 

07 
ll 
12 
13 

I I 17 
I 16 

16 
17 
1? 
12 
14 
12 
04 
05 
07 
15 
10 
17 
14 
12 
10 
18 

05 
06 
08 

12 
13 
15 
13 
05 
07 



CODE NO 

4212 
4213 
8001 
8002 
0919 
6435 
6432 
64'1:3 
6438 
1105 
1104 
1103 
1101 
1102 
2C46 
5003 
2044 
2045 
3111 
3112 
3113 
3101 
9201 
R 1 ll 
72A1 
7262 
0 241 
0?44 
0236 
0247 
820"3 

8321 
8'322 
1211 
0085 
8281 
8?8? 
0392 
0393 
8411 
0819 
8 421 
6328 
9142 
8461 
8462 
8 431 
R4111 
0729 
3014 
9 363 
9 364 

CLASS TITLF 

LABORATORY TECHNICIAN II 
LABORATORY TECHNICIAN TIT 
LABORER I 
LABORER I I 
LAND ACQUISJTJON SPFCIALtST 
LANDSCAPE ARCHITECT AIDE 
LANDSCAPE ARCHITECT I 
LANDSCAPE ARCHITFCT IJ 
LANDSCAPE ARCHJTFCT JTI 
LAUNDRY SUPERVISOR I 
LAUNDRY SUPERVISOR IT 
LAUNDRY V.IA.SHMAN 
LAUNDRY WORKER T 
LAUNDRY WORKER II 
LEGAL RFSFARCH TFCHNT~TAN 

LFGAL RFSOURCFS AGENT 
LEGISLATIVE RESEARCH TECHNICIAN T 
LEGISLATIVE RESEARCH TECHNICIAN II 
LIBRARIAN I 
LIBRARIAN IT 
LJRRARIAN ITI 
LIRRARY ASSISTANT 
LIFF:GUARD 
LtGHT FOUIPMFNT ODFR6TOR 
LIQUOR INSPECTOR T 
LIQUOR INSPECTOR !I 
LIQUOR STORF CLFRK 
LIQUOR STORE MANAGER 
LIQUOR STORE MANAGER II 
LIQUOR STORE SUPERVISOR 
LOCKSMITH 

tv1ACHINIST 
MACHINIST FOREMAN 
MAID 
M.AIL CLFRK 
MAINTENANCE MECHANIC 
MAINTENANCE MECHANIC FOREMAN 
MANAGEMENT ANALYST I 
MANAGFMFNT ANALYST II 
MANAGER CLOTHING .SHOP 
MANAGER EXHIBITS AND DISPLAY 
MANAGER FURNITURE SHOP 
MANAGER HIGHWAY EQUIPMENT MAINTENANCE 
MANAGER POULTRY TEST 
MANAGE~ PRISON INDUSTRIES 
tv1ANAGER PRISON RETAIL STORF 
tv1ANAGER SANDING ROOM 
MANAGER WOOD SHOP 
MANPOWER MOBILIZATION COORDINATOR 
tv1ANUAL TRAINING TEACHER 
MARINE RESOURCES SCIENTIST II 
MARINE RESOURCES SCIENTIST III 

PRnPOSFD SALARY GRAD~ 

10 
13 
04 
06 
15 
12 
13 
15 
17 
08 
11 
05 
01 
IJ5 
10 
11 
09 
11 
11 
13 
15 
07 
06 
05 
11 
12 
06 
09 
11 
13 
08 

08 
10 
01 
06 
08 
10 
15 
17 
10 
17 
10 
17 
10 
12 
09 
10 
10 
14 
11 
15 
17 



CODE NO CLASS TITLE PROPOSED SALARY GRA~E 

9:161. MARINE RESOliRCFS SPECIALIST 11 
9~60 MARINE RESOURCES TFCHNTCTAN 09 
9362 MARINE RESOURSES <;<IEI\ITIST I 14 
9163 MARKETTNG AGENT 11 
91A4 MARKETING SPECTALIST T 10 
9Jf.,1 MARKETING SPECIALIST IT 12 
916? MARKETING SPECIALIST III 14 
8221 MASON 08 
8??2 MASON FORFMAN 10 
0255 MATERIALS TFSTING FNGINFFR 14 
1251 MEAT CUTTER 08 
6471 MECHANICAL ENGINEER 19 
0201 MECHANICAL STORFS CLFRK 07 
0?02 MECHANICAL STORES CLERK II 09 
0204 MECHANICAL STORFS SUPFRVTSOR 11 
4234 MEDICAL PHOTOGRAPHFR 12 
3?21 MEDICAL RECORDS LIBRARIAN 13 
3222 MEDICAL RECORDS TECHNTCTAN 09 
5283 MEDICAL SFRVICFS SlJPFR\/TSOR 16 
5281 MEDICAL SOCIAL \AIORK CONSlJLTANT I 1'3 
5282 MEDICAL SOCTAL WORK CONSULTANT IT 15 
4237 ~EDICARF CONSULTANT 15 
4320 MENTAL HEALTH PLANNER 17 
4319 MENTAL RETARDATION PLANNING COURDINATOR 17 
844] METAL SHOP FOREMAN 08 
8442 METAl SHOP MANAGFR 10 
0732 METHODS AND TRAINING SPECIALTST 14 
0028 MILITARY ADMINISTRATION SPECIALIST 08 
821)4 MILITARY CONSTRlJCTIO"\' MAINTENANCF AND PROPERTY OFFTCFR 14 
0215 MILITARY OPFRATTONS SPFCTALTST I 06 
02)6 MILITARY OPERATIONS SPECIALIST II 08 
0214 MILITARY PROPERTY AUDITOR 09 
0211 MILITARY PROPERTY CLFRK 07 
3032 MILITARY TRAINING OFFICER I 13 
3031 MILITARY TRAINING OFFICER II 16 
4226 MOBILE X RAY SUPERVISOR 13 
0137 MOTION PICTURE SPECIALIST 15 
7306 MOTOR VEHICLE HEARINGS OFFICER 14 
7301 MOTOR VEHICLE INVESTIGATOR 09 

4031 NURSE I 09 
4032 1\IURSE I I 10 
403':1 NURSE" YII 11 
4034 "I UR SF tV 1 ~ 
4035 NURSE V 15 
4021 NURSING ASSTSTANT I 06 
4022 NURSING ASSISTANT JI 07 
4054 NURSING EDUCATION CONSULTANT 16 
406 2 NURSING INSTRUCTOR 10 
4063 NURSING INSTRUCTOR II 11 
4143 NUTRITIONAL AIDF 05 
4141 NUTRITIONTST 14 
4140 NUTRITIONIST ASSISTANT 11 



COf)F r--.10 

4142 

4121 
4122 
4111 
41 1? 
U18'S 

8231 
8232 
Ll952 
9/121 
9222 
9223 
6411 
9? 1 1 
9'!..10 
9'!.. ·:n 
0401 
04U2 
0403 
4241 
424~ 

4?19 
01~1 
(Jl ':\ 2 
0135 
01':16 
4127 
4126 
648"':3 
64Rl 
6~16 

6'317 
6118 
0984 
~? 71 
8272 
8275 
8241 
7271 
0081 
008:? 
9051 
5220 
0980 
0979 
5226 
5261 
5262 
9173 
9174 
9175 

C L ll S S T I TLF PROPOSED SALARY GRAnF 

NUTRITIONIST SUPFRVTSOR 

OCCUPATIONAL THFRAPIST I 
OCCUPATIONAL THFRAPIST TI 
OCCUPATIONAL THERAPY AIDF 
OCCUPATIONAL THFRAPY ATf)~=' IT 
ORGANI?ATTON ANn MFTHOnS EXAMINFR 

PAINTFR 
PAINTER FORFMAN 
PARI-~UTUEL SUPFRVISOR 
PARK HAr-.IAGtR I 
PARK MANAGER IT 
PARK MANAGER I I J 
PARK PLANI\IEP 
PARK RANGFR 
PARK RFCEPTTONIST 
PARKS AND STTES HISTORIAN 
PERSONNEL TECHNICIAN I 
PERSONNEL TECHNICIAN II 
PERSONN~L TFCHNTCTAN TTT 
PHARMACIST T 
PHARMACIST TI 
PHARMACY ASSISTANT 
PHOTOCOPY MACHINE OPERATOR I 
PHOTOCOPY MACHINf OPERATOR II 
PHOTOGRAPHER I 
PHOTOGRAPHER I I 
PHYSICAL THFRAPTST I 
PHYSICAL THFRAPIST II 
PLANNER I 
PLANNER It 
PLA.NNING AlfiE 
PLANNING ASSISTANT I 
PLANNING ASSISTANT IT 
PLANS AND TRAINING OFFICER, CIVIL f!FF~='NS~=' CO!JNTY 
PLANT MAINTENANCE FNGINFFR T 
PLANT MAINTENANCE FNGINFFR TI 
PLANT MAINTENANCE FNGINFFR ITT 
PLUMBER 
PLUMBING INSPECTOR 
POST OFFICE CLERK I 
POST OFFICE CLERK II 
POULTRYMAN 
PRISON MAlL CFNSOR 
PRISON STF\.'.IARD T 
PRISON STEWARD II 
PRISON IAIARDFN 
PROBATION PAROLE OFFICFR 
PROBATION PAROLF OFFJCER II 
PRODUCE INSPECTION SUPERVISOR I 
PRODUCE INSPECTION SUPERVISOR II 
PRODUCE INSPECTION SUPERVISOR III 

15 

1 2 
1-:l. 
05 
07 
l~ 

OR 
1() 
l3 
OR 
OCJ 
11 
16 
(')6 

04 
14 
12 
1~ 

15 
15 
16 
06 
06 
08 
11 
1~ 

12 
13 
14 
16 
05 
08 
11 
11 
] 2 
14 
16 
08 
10 
05 
08 
06 
()6 

08 
12 
21 
11 
12 
12 
14 
16 



COOl=' NO 

9171 
9172 
CH88 
O~Rq 

050) 
0':)0/ 
0503 
0,;;04 
4 ()(, l 
4002 
4004 
4005 
4006 
4041 
4042 
4043 
'3031 
5 c ~~ 2 
5033 
'30l4 
5121 
5122 
51 2 -~ 
5124 
C) 1 1 ? 
51] 1 
4'~ 73 
4 -~ 72 
4 -~ 71 
4051 
4055 
4053 
401?7 
03~8 
03?9 
o -:qo 
0 ·~ 7 2 
0824 
0827 
0 2 'i6 

R601 
8602 
09")0 
0316 
4102 
4050 
0966 
0967 
Oqll 
0912 
0913 
0914 

CLASS TITLF 

PRODUCF INSPECTOR I 
PRODUCE INSPECTOR II 
PROGRAMMER T 
PRflGRAMMER TI 
PROPFRTY ASSFSSMFNT ADVTSOR T 
PROPFRTY ASSFSSMFNT ADVISOR TT 
PROPERTY ASSESSMFNT ADVISOR IIJ 
PROPFRTY ASSESSMFNT ADVISOR tV 
PSYCHIATRJC AIDF I 
PSYCHIATRIC AIDF II 
PSYCHIATRTC AID!=" C:.lJPF.R\ITSOR 
PSYCHIATRIC A.TDF .C:.IIPI='RVISOR TT 
PSYCHIATRIC AIDF SUPFRVISOR TIT 
PSYCHIATRIC NURSING INSTRUCTOR 
PSYCHIATRIC NURSING INSTRUCTOR II 
PSYCHIATRIC NURSING INSTRUCTOR IJI 
PSYCHIATRIC SOCIAL WORKFR T 
PSYCHIATRIC SOCIAL WORKER II 
PSYCHIATRIC SOCIAL WORK ASSTSTANT 
PSYCHIATRIC SOCIAL WORK SUPERVISOR 
PSYCHOLOGTST T 
PSYCHOLOGIST I I 
PSYCHOLOGIST III 
PSYCHOLOGTST TV 
PSYCHOLOGY FELLOW 
PSYCHOLOGY TNTERNE 
PUBLIC HEALTH EDUCATOR 
PUF\LIC HEALTH FDLJCATOR TI 
PURLIC HEALTH FDUCATOR III 
PlJALIC HEALTH NURSE I 
PURLIC HEALTH NURSF II 
PUBLIC HEALTH NURSING CONSULTANT 
PLJRLIC HEALTH NURSING EDUCATIONAL CONSULTANT 
PUBLIC UTILITY ACCOUNTANT I 
PUBLIC UTILITY ACCOUNTANT II 
PUBLIC UTILI}Y ACCOUNTANT III 
PUBLIC UTJLJTY INVFSTIGATOR 
PUALICITY RFPRESENTATTVF I 
PUBLICITY REPRESFNTATTVE II 
PURCHASING STANDARDS ENGINFi="R 

RADIO OPERATOR 
RADIO TECHNICIAN 
RADIOLOGICAL MAINTENANCE OFFICER CD 
RATE AND TARIFF EXAMINER 
RECREATION AIDE 
REGISTI:RED NURSE 
RETIREMENT SEPC!ALIST I 
RETIREMENT SPECIALIST II 
RIGHT OF WAY AGFNT I 
RIGHT OF WAY AGENT II 
RIGHT OF WAY APPRAISER I 
RIGHT OF WAY APPRAISER IT 

PROPOSED SALARY GRAOF 

08 
10 
12 
14 
12 
1'3 
15 
1 6 
05 
06 
07 
QQ 
11 
11 
12 
1~ 

14 
15 
1'3 
16 
15 
16 
17 
lR 
()9 

06 
12 
1'3 
15 
11 
12 
1 6 
15 
13 
14 
16 
12 
14 
16 
14 

06 
10 
12 
15 
07 
10 
12 
1':3 
12 
13 
15 
17 



CODE NO 

0917 

9518 
0521 
052?. 
0';23 
01)~3 

0530 
~'311 
7'312 
7313 
621+ 
6?.12 
9118 
9116 
9117 
1111 
1112 
0955 
8561 
8563 
856? 
3070 
5038 
5013 
5014 
5015 
5007 
5012 
501] 
500A 
5016 
5020 
8194 
6415 
4151 
4128 
9414 
6414 
9124 
1018 
1017 
7004 
7012 
7003 
7002 
7001 
826 2 
8261 
0419 
0411 
0412 
0413 

CLASS TITLE PROPOSE~ SALARY GRAD~ 

RTGHT OF WAY APPRAISER JIJ 

SAFETY CO ORDINATOR 
$ALES TAX EXAMTNFR I 
SALES TAX EXAMINER IT 
SALES TAX EXAMINER III 
SALES TAX EXAMINFR I·v 
SALES TAX EXAMINER V 
SANITARIAN T 
SANITARIAN II 
SANITARIAN SUPERVISOR 
SANITARY ENGINEER I 
SANITARY ENGINEFR II 
SARDINE GRADING LABORATORY SUPERVISOR 
SARDINE QUALITY GRADER I 
SARDINE QUALITY GRADER II 
SEAMSTRESS T 
SEAMTRESS II 
SECTOR DIRECTOR, CIVIL DEFFNSF 
SIGN PAINTER 
SIGN SHOP ASSISTANT 
SIGN SHOP FORFMAN 
SM.ALL RUSINFSS FNTFRPRTSFS ("OliNSFL.OR \II.C:,IJALLY IMP.I\IRFD 
SOCIAL RESEARCH SCIENTIST 
SOCIAL WORK SUPERVISOR I 
SOCIAL WORK SUPERVISOR II 
SOCIAL WORK SUPERVISOR III 
SOCIAL WORKER ATDF 
SOCIAL WORKFR CONSULTANT 
SOCIAL WORKFR T 
SOCIAL WORKFR TI 
SOCIAL WORKFR Ttl 
SOCIAL WORKER TRAINEE 
SOILS LAB FOREMAN 
SOILS RFSFARCH SCIENTIST 
SPF:f-:CH CONSULTANT 
SPEECH·THFRAPIST 
STATE FNTOMOLOGTST 
STATE GEOLOGIST 
STATE HORTICULTURIST 
STATE HOUSE EXE"ClJTIVF HOUSFKFFPFR 
STATE HOUSE HOUSFKFEPING FOREMAN 
STATE POLICF CAPTAIN 
STATE POLICE DETECTIVE 
STATE POLICE LlElJTENANT 
STATE POLICF SFRGFANT 
STATE POLICE TROOPER 
STATIONARY ENGINEER 
STATIONARY FIREMAN 
STATISTICAL CLFRK 
STATISTICIAN I 
STATISTICIAN II 
STATISTICIAN III 

18 

12 
12 
13 
15 
16 
17 
09 
J. () 
1?. 
16 
17 
12 
07 
11 
01 
05 
13 
08 
08 
JO 
13 
16 
15 
16 
17 
09 
16 
12 
13 
14 
06 
11-
17 
15 
13 
17 
18 
16 
11 
09 
16 
13 
15 
13 
12 
09 
07 
06 
12 
13 
15 



CODE NO 

0231 
0?~? 
0221 
U09H 
F325? 
9229 
0233 
s1 -.n 
5 ~0] 
9334 
'?2-=16 
3071 
5257 
'3244 
0 '12 7 
5267 
9228 
0031 
0747 
0?,].4 
0734 
6430 
9165 
0324 
0963 
0?5R 
074-=1 
50 1 7 
OU33 
U163 
730R 
9119 
0748 
006'j 
0978 
30116 
8192 
90,44 
1 1 2 1 
4101 
9015 
5041 
0535 
0735 
9227 
6322 
7272 
5263 
0364 
4052 
405R 
8603 
0916 

CLASS TJTLF 

STORFKf:"FPFR J 
ST(lRFKf:"FPFR T J 
S HlRFS CLFRK 
STUDENT TECHNICIAN HIGHWAY 
SUPERINTENDENT BUILDINGS 
SUPERINTENDFNT OF PARKS AND HJSTORJC SITES 
SUPFRINTENDFNT WARFHOlJSF 
SUPERINTENDFNT, CENTRAL HIGHWAY GARAGE 
SUPERINTENDENT, CHILDRENS HOMF 
SlJPFRINTENDFNT, GAMf FARM 
SUPFRHHENDFNT, MENS REFORMATORY 
SUPERINTENDENT, SCHOOL FOR THE DFAF 
SUPERINTENDENT, TRAINING SCHOOL 
SUPERINfENDFNT, WOMENS REFORMATORY 
SUPf=RVISOR ACCOUNTING 
SUPERVISOR AFTERCARE PROGRAM 
SUPERVISOR BOATING FACILITIES 
SUPJ=RVISOR CENTRAL RECORDS 
SUPERVISOR CONTRIRUTIONS 
SUPERVISOR DELINQUENT ACCOUNTS 
SUPERVISOR METHODS AND TRAINING 
SUPF~VISOR PARK DESIGN AND DFVf=LOPMENT 
SUPERVISOR POTATO MARKETING 
SUPf=RVISOR PRF AllDIT 
SUPERVISOR RETIREMENT CLAIMS 
SUPERVISOR SURPLUS FOODS 
SUPERVISOR UNEMPLOYMENT RENEFITS 
SUPERVISOR, CASEWORK QUALITY 
SUPERVISOR, CORPORATION DIVISION 
SUPFRVISOR• DATA PROCFSSING 
SUPERVISOR, DRIVER IMPROVEMENT 
SUPERVISOR• FEED AND FERTILIZER REGULATION 
SUPERVISOR, FIELD ADVISORS AND EXAMINERS 
SUPtRVISOR, FINANCIAL RFSPONSIRILITY 
SUPERVI-SOR, FINGFRPRINT CLASSIFICATf()l\! 
SlJPERVlSOR, FIRE FIGHTING TRAINING 
SUPERVISOR• FOUNDATION SlJRVFYS 
SUPFRV I SOR' C1ROUNnS 

·sUPERVISOR, INSTITUTION CLOTHING 
SUPERVISOR• INSTITUTIONAL RECREATION 
SUPERVISOR, INSTITIJTIONAL FARMS 
SUPERVISOR, JEFFERSON CAMP 
SUPERVISOR, MOTOR VEHICLES SALES TAX 
SUPERVISOR• OFFTCE SERVICES 
SUPERVISOR, OUTDOOR RECREATION 
SlJPERV I SOR, PLANNING SURVEYS 
SUPERVISOR, PLUMBING INSPECTORS 
SUPERVISOR, PROBATION AND PAROLE 
SUPERVISOR• PROPFRTY RECORDS 
SUPERVISOR• PUBLIC HEALTH NlJRSJNG I 
SUPERVISOR, PUBLIC HEALTH NURSING II 
SUPERVISOR, RADIO COMMUNICATIONS 
SUPERVISOR, RIGHT OF WAY APPRAISERS 

PROPOSFf) SALARY GRADF 

08 
10 
06 
04 
16 
L7 
11 
12 
14 
10 
20 
21 
20 
20 
16 
16 
16 
12 
15 
13 
15 
17 
J_c; 

14 
12 
11 
16 
16 
11 
15 
15 
14 
15 
12 
09 
15 
12 
12 
06 
12 
14 . 1' 
13 
11 
16 
13 
12 
14 
13 
13 
14 
14 
19 



CODE NO 

CJ911 
0'334 
1 ? 71 
91 '3 5 
3045 
52'31 
0161 
0162 
0185 
0834 
042'3 
3062 
4025 
0257 
0101 
0102 
01C3 
0187 

01'31 
0152 
051)4 
30::16 
3035 
3016 
00?9 
4130 
007? 
0073 
007). 
6'3.?4 
8621 
5266 
5258 
5259 
5260 
2055 

0716 
0740 
0741 
0745 
8572 
6311 
6312 
6309 

0125 
0833 
0831 
9151 
9152 
0422 

CLASS TITLE 

SUPERVISOR, RIGHT OF WAY AGENTS 
SUPERVISOR, SALES TAX AUDIT 
SUPERVISOR SCHOOL FOOD SERVICES 
SUPERVISOR, SFFD POTATO PROGRAM 
SUPERVISOR, SPECIAL EDUCATION 
SUPERVISOR' STUDENT LIFE SCH FOR nEAF 
SUPERVISOR, TABULATING EQUIPMENT I 
SUPERVISOR, TABULATING EQUIPMENT II 
SUPERVISOR, TRAINING SHOP 
SUPERVISOR, VETFRANS SFRVICES 
SUPERVISOR, VITAL STATlSTirS 
SUPERVISOR, VOCATIONAL RFHARILITATION 
SURGICAL TECHNICIAN 
SURPLUS PROPERTY FIELD AGENT 
SWITCHBOARD OPERATOR I 
SWITCHBOARD OPERATOR IT 
SWITCHBOARD OPERATOR SUPERVISOR 
SYSTFMS ANALYST 

TABULATING FQUlPMFNT OPERATOR I 
TABULATING EQUIPMENT OPERATOR II 
TAX CONSULTANT 
TEACHER EDUCATION ADVISOR 
TEACHER EDUCATION COORDINATOR 
TEACHER MENTAL RETARDED CHILDREN 
TELFTYPE OPERATOR 
THFRAPTST ASSISTANT 
TOLL BRIDGE MANAGER I 
TOLL BRIDGE MANAGER 1t 
TOLL COLLECTOR 
TRAFFIC PLANNER 
TRAFFIC RFCORDER TFCHNJCTAN 
TRAINING CENTER CASEWORKER 
TRAINING SCHOOL COUNSELOR I 
TRAINING SCHOOL COUNSELOR II 
TRAINING SCHOOL COUNSELOR III 
TRIAL ATTORNEY 

UNEMPLOYMENT COMPENSATION SUPERVISOR 
UNEMPLOYMENT COMPENSATION SUPERVISOR II 
UNEMPLOYMENT COMPENSATION EXAMINER 
UNEMPLOYMENT COMPENSATION SUPERVISOR III 
UPHOLSTERER 
UTILITY ENGTNFFR T 
UTILITY ENGTNFER Tl 
UTILITY ENGINEERING AIDE 

VARI TYPIST 
VETERANS CLAIMS SPECIALIST 
VETERANS COUNSELOR 
VETERINARIAN I 
VETERINARIAN I I 
VITAL STATISTICS FIELD AGENT 

PROPOSED SALARY GRADF 

16 
13 
16 
16 
17 
11 
1 l 
12 
09 
14 
13 
1 5 
07 
09 
04 
06 
08 
16 

07 
(')9 

16 
16 
17 
11 
06 
03 
07 
08 
05 
14 
08 
12 
07 
09 
11 
18 

14 
15 
11 
16 
07 
17 
19 
14 

07 
13 
12 
16 
17 
08 



CODf=" NO 

30Rl 
10A? 
3083 

0234 
1001 
827R 
7280 
7281 
8114 
5 Ol) 6 
8291 
8450 
84'i? 
50A? 
501)1 
5058 
04~1 

4222 

8126 

CLASS TITLF 

VOCATIONAL REHABILITATION COUNSELOR 
VOCATIONAL REHAAILITATTON COUNSFLOR IT 
VOCATIONAL REHARILITATION COUNSELOR III 

lAJ A R E H 0 U SEMAN 
WATCHMAN, 
WATER AND SEWAGE PLANT OPERATOR 
WEIGHTS AND MEASURf="S INSPECTOR 
WEIC1HTS AND MEASURES INSPECTION SlJPERVISOR 
WELDER 
WELFARE RESOURCES AGENT SUPERVISOR 
WINDOW MAINTENANCE MECHANIC 
WOOOSHOP ASSISTANT MANAGER 
WOODSHOP FOREMAN 
WORK EXPERIENCE AND TRAINING SPFCTALTST I 
WORK EXPERIENCE AND TRAINING SPECIALIST II 
WORK EXPERIENCE SPECIALIST 
WORKMENS COMPENSATION SPECIALIST 

X RAY TECHNICIAN 

YARD FOREMAN 

PROPOSED SALARY GRADE 

12 
1'1 
14 

n6 
04 
09 
10 
13 
08 
13 
08 
09 
08 
12 
13 
14 
12 

08 

09 



APPENDIX C 

LISTING BY GRADE OF CLASS TITLES AND 
PROPOSED SALARY GRADE 



con~ "'o 

J()()7 
1()14 
1 Fl J 
11 1 1 
l ? () 1 
1? 11 

('L~,c:.s TITLF 

r)TSHWASHFR 
nOMFSTI( WORKFR t 
LAUNnRY WORKFR T 
SFAMSTRFSC:, t 
FOOn SFRVJ(F WORK~R T 
MAir) 

APPENDIX C 

1/3/67 

01 
01 
Ol 
01 
()1 ,., 



C ODI=' ~10 CLASS TITLe 

CLFRICAL AfnF 

PR()D()~Fn SALAqy GRAnF 

02 



PROPO~ED SALARY GRA~F 
COf)f= NO CL A S.S TI TI..F 

(LFRK T 
THFRAPJ.ST A~~T~TANT 



CODF NO 

n rn 1 

0098 
0101 
1001 
1011 
1015 
1020 
1120 
1202 
800] 
8141 
9001 
9041 
9?.10 
9903 

(LliS.c, TITLF 

rL~RK TYP!C,T T 
STUDFNT TFCHNTCTAN HIGHWAY 
SWITCHROARD OPERATOR 
W.ATCHMAN 
CUSTODTAL WORKFR I 
DOMESTIC WORKER II 
HOUSEMOTHFR 
INSTITUTION CLOTHINt ATTENDANT 
FOOD SERVICE WORKER II 
LARORFR I 
RRIDGE OPFRATOR I 
FARM WORKFR 
CiROIJNDSKEFPER I 
PARK RFCEPTJONIST 
HIGHWAY MAINTENANCE MAN I 

PROP0SFD SALARY GRAD~ 

()4 

04 
04 
04 
()4 

04 
04 
04 
04 
04 
04 
04 
04 
04 
04 



CODE NO 

0021 
0071 
OORl 
Ulll 
0141 
0976 
t 10 2 
110::3 
1112 
4001 
4111 
4143 
4201 
6316 
6331 
7?. 4 J 
8111 
8469 
930 1' 
99(.14 

CLASS TITLE 

CLFRK ~TENOGRAPHFR I 
TOLL COLLFCTOR 
POST OFFICE CLFRK I 
BOOKKEEPING MACHINE OPERATOR 
KEY PlJNCH OPERATOR I 
FINGERPRINT CLASSIFif.R 
LAUNDRY WORKER II 
LAUNDRY WASHMAN 
SEAMTRFSS II 
PSYCHIATRIC AIDE I 
OCCUPATIONAL THERAPY AIDE I 
NUTRITIONAL AIDE:. 
LABORATORY ASSISTANT 
PLANN I N(_j A I DE 
ENGINEERING AIDE I 
INSTITUTION FTRF MAR~HAL 
LTGHT FQUTPMENT OPFRATOR 
FERRY SERVICE T~RMINAL AGENT 
FISH HATCHERY AlOE 
HWY MAINT MAN ll 

PROPOSED SALARY GRADE 

05 
05 
05 
05 
05 
05 
05 
05 
05 
05 
05 
05 
05 
05 
0':> 
05 
05 
05 
05 
05 



CODF NO 

0002 
'OCJ17 
0029 
0085 
Jl02 
0121 
01~1 
0142 
(J 21 5 
0~71 

(J 2 34 
0241 
U41q 
1012 
1121 
1231 
4002 
40?1 
4239 
5020 
5 111 
'1 :no 
'12'11 
7315 
A(;O? 
Rl47 
R"i0J 
8502 
8521 
8601 
9011 
9021 
9031 
901)1 
9~01 
9211 
93]8 
9~]0 

9905 

CLASS TTTLF 

CLFRK TT 
CLFRK TYP!ST T I 
TfLFTYPF 0PFRATOR 
MA TL ll.FRK 
SWTTCHROARD OPFRATOR II 
DUPLICATING ~QUIPMENT OPERATOR 
PHOTOCOPY MACHINE OPERATOR I 
KEY PUNCH OPERATOR IT 
MILITARY OPERATIONS SPFCIALIST 
STORES CLERK 
WARFHOUSFMAN 
LIQUOR STORF CLFRK 
STATISTTCAL CLFRK 
CUSTODIAL WORKFR TI 
SUPeRVISOR, INSTITUTION CLOTHING 
COOK I 
PSYCHIATRTC ATDF TI 
NURSING ASSTSTANT T 
PHARMACY ASSISTANT 
SOCIAL WORKER TRAINEE 
PSYCHOLOGY INTFRNF 
PRISON MAIL CENSOR 
HOUSFPAREiH I 
CAPITOL BUIIDJ"-lG A1\ID GROIINDS OFFICFR 
LARORFR IT 
RRIDGF OPFRATOR II 
RFAUTT!IAN 
RARBER 
!ORRLfR 
RAniO OPERATOR 
GeNERAL FARMER 
I')AIRYMAN T 
(;ARDEN FARMFR 
POULTRYMAN 
LIFFGUARD 
PARK RANGFR 
AQUARIUM ATTENDFNT 
GAMf \oJARDFN A J DF 
HWY MAJNT MAN TTI 

PROPOSfn SALARY GRADF 

06 
()6 

()6 

06 
()6 
06 
06 
06 
06 
()6 

06 
()6 
06 
06 
()6 

()6 

06 
1')6 

06 
06 
06 
06 
06 
06 
06 
06 
()f, 

06 
06 
06 
06 
06 
06 
06 
06 
06 
06 
06 
()6 



CODE NO 

002? 
0072 
()1]? 

0125 
0151 
0 2 01 
0211 
0242 
0311 
07?.,7 
0977 
1013 
1016 
3101 
4004 
4022 
4025 
4061 
4102 
4112 
4211 
4'340 
4150 
5005 
5?01 
52' 1 
'J:?I)R 
600] 
7242 
7105 
8121 
8261 
8304 
846~ 

8571 
8 5 72 
8605 
9023 
9042 
911n 
9311 
9331 
9401 
9402 
9421 
9444 
9906 

CLASS TITLF. 

CLERK STENOGRAPHER II 
TOLL BRIDGE MANAGER I 
BOOKKEEPING MACHINF OPERATOR IT 
VARI TYPIST 
TABULATING FQLJIPMF"IT OPFRATOR T 
MECHANICAL STORES CLERK J 
MILITARY PROPERTY CLER 
ASSISTANT MANAGER, LIQUOR STORF I 
ACCOUNT CLc:RK I 
CLAIMS INTERVIFWFR I 
FINGERPRINT CLASSIFIER II 
BUILniNG CUSTODIAN 
HOlJSEKFEPFR 
L!RRARY ASSISTANT 
PSYCHIATRIC AIDF SlfPERVISOR 
NURSING ASSISTANT II 
SURGICAL TECHNICIAN 
ASSISTANT T() NURSING TNSTRliiTOR 
RFCRfATIO"I AIDF 
OCCUPATIONAL THERAPY AIDE II 
LABORATORY TFCHNICIAN T 
nENTAL HYGIFNTST ASSISTANT 
DENTAL ASSISTANT 
HOMEMAKERS AIDF 
GUARf) 
CORRECTIONS OFFICFR 
TRAINI"'G .SCHOOL COliN.C:.FI_nR 
I L UJ S T R A T () R I 
TNSTITliTION FJRF MAR.c;HALL TT 
DRIVER LICENSE EXAMINER AinE 
HEAVY EQUIPMENT OPFRATOR I 
STATIONARY FIREMAN 
AUTOMOTIVE REPAIRMAN 
ASSISTANT MANAGER, PRISON RFTAIL STORF 
FURNITliRE REPAIRMAN 
UPHOLSTFRFR 
DJSPATCHFR 
HERDSMAN ASSISTANT 
GROlJNDSKFFPFR IT 
SARDINF QUALITY GRADFR 
FISH HATCHERYMAN 
GAMEKEEPER 
FOREST INSECT RANGER I 
BLISTER RUST FIELD ASSISTANT 
FOREST WATCHMAN 
FOREST NURSERYMAN 
HWY MAINT MAN IV 

PROPOSED SALARY GRAD~ 

07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
()7 

()7 

07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
()1 

07 
()7 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 
07 



CODf=: NO 

000~ 

001'3 
0028 
00"('~ 

008? 
()l 0 '3 
0112 
I) 1 4 '3 
0 181 
0191 
0 216 
0231 
0 241 
0422 
0 7 20 
0980 
l 0 l 0 
110 5 
1232 
1?41 
12'11 
2048 
4222 
4231 
'1221 
5252 
6006 
6 317 
6312 
6405 
7 2 2..1 
8201 
8205 
8211 
8221 
8231 
8241 
8 281 
8291 
8302 
8 311 
8 314 
8321 
8441 
8452 
8468 
8470 
8 561 
8511~ 

8621 
8622 
9017 
9022 

CLASS TITLE 

CLFRK III 
CLFRK TYPIST III 
MILITARY ADMINISTRATION SPECIALIST 
TOLL HRIDGE MANAGER TJ 
POST OFFICE CLERK II 
SWITCHBOARD OPERATOR SUPERVISOR 
PHOTOCOPY MACHINE OPERATOR II 
KEY PUNCH SUPf=:RVISOR 
DUPLICATING EQUIPMENT OPERATOR II 
COMPUT~R OPERATOR I 
MILITARY OPERATIONS SPFCTALTST IT 
STOREKEEPER I 
ASSISTANT MANAGFR LIOlJOR STORF IT 
VITAL STATISTICS FIFLD AGFNT 
FARM PLACEMENT SPECIALIST 
PRISON STE'JJARD I 
CUSTODIAL WORKER III 
LAUNDRY SUPERVISOR I 
COOK I I 
RAKER I 
MEAT CUTTFR 
HIGHWAY ATTORNFY ATDF 
X RAY TECHNICIAN 
ELECTROENCEPHALOGRAPH TECHNICIAN 
CLASSIFICATTON SPECIALIST 
HOUSFPARFNT IT 
DRAFTSMAN I 
PLANNING ASSISTANT 
ENGINEERING AIDF II 
CHEMIST AIDF 
FIELD INSPECTOR 
CARPENTER 
LOCKSMITH 
F='LECTRICIAN 
MASON 
PAtNTER 
PLUMBER 
MAINTENANCE MECHANIC 
WINDOW MAINTtNANCE MECHANIC 
AUTOMOTIVF MECHANIC 
BLACKSMITH 
WELDER 
MACHINIST 
METAL SHOP FOREMAN 
WOODSHOP FOREMAN 
FERRY SERVICE ORDINARY SEAMEN 
FERRY SERVICE TERMINAL AGFNT IJ 
SIGN PAINTER 
SIGN SHOP ASSISTANT 
TRAFFIC RECORDER TECHNICIAN 
CIVIL Df=:FENSE INSTRUMENT REPAIRMAN 
RUTCHFR 
DAIRYMAN I I 

PROPOSED SALARY GRADE 

08 
OR 
08 
OR 
OR 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
!)8 

08 
08 
08 
08 
OR 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 
08 



CODE NO 

90?6 
9111 
9171 
9?.21 
9~1~ 

9~3'3 

CLASS TITLE 

f/AIRY PLANT OP~RATOR 
FOOD INSPECTOR I 
PROfllJCf INSPECTOR I 
PARK MANAGF:R I 
FISH HATCHERY FOREMAN ASSISTANT 
ASSISTANT SlJPFRINTFNfiFNT GAMF FARM 

PROPOSED SALARY GRADE 

08 
OR 
08 
08 
OR 
08 



CODE NO 

0023 
ons2 
0113 
01S2 
0185 
OlQ? 
0202 
0214 
0244 
0;::>57 
0312 
0738 
0978 
0986 
1017 
2044 
3227. 
4005 
4031 
5007 
51] 2 
5204 
5215 
5232 
5259 
7301 
7302 
7309 
FHO 
7311 
8122 
8126 
8256 
8262 
8278 
8450 
8462 
84 71 
8476 
8531 
9024 
9222 
9312 
9360 
9403 
9431 
9441 
9450 
9907 

CLASS TITLF 

CLFRK STENOGRAPHER III 
HEARINGS REPORTFR J 
BOOKKEEPING MACHINE OPFRATOR III 
TABULATING FQlJIPMENT OPERATOR I I 
SUPERVISOR, TRATNJNG SHOP 
COMPUTER OPERATOR II 
MECHANICAL STORES CLFRK 11 
MILITARY PROPERTY AlJf11TOR 
LIQUOR STORE MANAGER I 
SURPLUS PROPERTY FIELfl AGFNT 
ACCOUNT CLERK TT 
CLAIMS INTERVTFWFR IT 
SUPERVISOR• FINGERPRTNT CLASSIFICATION 
CTVJL f!EFFNSE AGFNT COUNTY 
STATE HOUSE HOUSEKEEPING FOREMAN 
LEGISLATIVE RESEARCH TECHNICIAN I 
MEDICAL RFCORDS TECHNICIAN 
PSYCHIATRIC AIDE SUPERVISOR II 
NURSE I 
SOCIAL WORKER AIDE 
PSYCHOLOGY FELLOW 
CORRECTIONAL INF ATTEND 
GUARD sf~RGEANT 
CORRECTIONS OFFICER II 
TRAINING SCHOOL COUNSELOR II 
MOTOR VEHICLE INVESTIGATOR 
DRIVER LICENSE EXAMINER I 
HIGHWAY EQUJPMfNT SPECIALIST 
HIGHWAY SAFETY EXAMJNFR 
SANITARIAN T 
HEAVY EQUIPMENT OPERATOR II 
YARD FOREMAN 
GROUNDSKEEPER FOREMAN 
STATIONARY ENGINEER 
WATER AND SEWAGE PLANT OPERATOR 
WOODSHOP ASSISTANT MANAGER 
MANAGER PRISON RETAIL STORE 
FERRY SERVICE ABLE SEAMAN 
F,ERRY SERVICE TERMINAL AGENT III 
EXHIBIT TECHNICIAN I 
HERDSMAN 
PARK MANAGER 1 I 
FISH HATCHERY FOREMAN 
MARIN~ ~ESOURCES tECHNICIAN 
FOREST INSECT RANGER II 
FOREST RANGFR II 
FOREST RANGER MECHANIC 
FORESTER A.If!E 
HWY MAINT MAN V 

PROPOSED SALARY GRADe 

09 
()9 
09 
09 
09 
09 
09 
09 
Oq 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
()9 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 
09 



CODE NO 

0046 
0?'32 
0 2 '1] 
0 '3 () 5 
0739 
0942 
09RS 
1233 
1?.4? 
?.04A 
403? 
401)0 
4062 
42J2 
42Sl 
4341 
51 C)l 
5213 
5254 
7?31 
7271 
7280 
7303 
7312 
82l!2 
8212 
8222 
8232 
8282 
8'306 
8322 
R 4lJ 
84?1 
8431 
8442 
8 4'51 
8562 
8591 
8602 
9 012 
9112 
9142 
9164 
9172 
9334 
9901 

CLASS TITLE 

INSTITUTIONAL BUSINESS MANAGER I 
STOREKFEPER I I 
BUYER I 
ACTUARIAL CLERK 
CLAIMS INTERVIFWFR ITt 
CIVIL ~EFFNSE AGFNT 
ASSISTANT PLANS AN~ TRAINING OFFTCFR CD COUNTY 
COOK I I I 
RAKFR TI 
LEGAL RESEARCH TFCHNJCTAN 
NURSF II 
RFGISTFRED NURSF 
NURSING INSTRUCTOR I 
LABORATORY TECHNICIAN II 
INTERNE 
DENTAL HYGIFNTST I 
PSYCHOLOGY ASSTSTANT 
GUARD l I EUTFI'IJANT 
HOUSEPARENT I I I 
FJRF INSPECTOR T 
PLUMBING INSPECTOR 
WEIGHTS AND MFASURFS INSPECTOR 
DRIVER LICENSE EXAMINER II 
SANITARIAN TI 
CARPENTER FOREMAN 
ELECTRICIAN FOREMAN 
MASON FOREMAN 
PAINTER FOREMAN 
MAINTENANCE MECHANIC FOREMAN 
AUTOMOTIVE MECHANIC FOREMAN 
MACHINIST FOREMAN 
MANAGER CLOTHING SHOP 
MANAGER FURN ITURF SHOP 
MANAGER SAN~ING ROOM 
MElAL SHOP MANAGER 
MANAGFR WOOD SHOP 
SIGN SHOP FOREMAN 
CONSTRUCTION FOREMAN 
RADIO TECHf'HCIAN 
FARM M.ANAGER I 
FOOD INSPECTOR II 
MANAGER POULTRY TEST 
MARKETING SPECIALIST 
PRODUCE INSPECTOR II 
SUPERINTENDENT, GAME FARM 
HIGHWAY FOREMAN I 

PROPOSED SALARY GRADE 

10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 
10 



CODE NO 

UOU4 
(J()~4 

U02':> 
0026 
own 
0 ~) 3 5 
00t:;l 
0135 
0161 
0204 
02'33 
0236 
0258 
(J735 
CJ741 
0744 
09H4 
101R 
1104 
J 2A 1 
2045 
3Cl14 
3016 
3111 
4006 
40'33 
4041 
4051 
4063 
4J40 
50u J 
5003 
5214 
5223 
5233 
5245 
5253 
5260 
5261 
5273 
6002 
6007 
6318 
6':\34 
7232 
7261 
8131 
8191 
8194 
8 251 
8541 
8580 

CLASS TITLE PROPOSED SALARY GRADE 

CLF:RK IV 
ADMINISTRATIVE SEC~ETARY 

ASSISTANT SECRETARY, PUBLIC UTILITIES COMMISSION 
EXECUTIVE SECRETARY RFAL ESTATE COMM 
Sl.IPFRVISOr~, CORPOF~ATJON DI\/TSTON 
EXFCLJTIVE SECRETARY, BOARD OF HAIRDRFc;;SFRS 
HEARINGS REPORTFR II 
PHOTOGRAPHER I 
SUPERVISOR, TABULATING EOUIP~ENT 

MECHANICAL STORFS SLJPFRVISOR 
SUPERINTENDENT WARFHOlJSF 
LIQUOR STORE MANAGER II 
SUPERVISOR SURPLUS FOODS 
SUPERVISOR~ OFFICE SERVICES 
UNEMPLOYMENT COMPENSATION EXAMINER 
FIELD ADVISOR AN0 EXAMINFR 
PLANS AND TRAINING OFFICER, CIVIL DFFFNSF COUNTY 
STATE HOUSE EXECUTIVE HOllSEKEEPFR 
LAUNDRY SUPFRVTSOR IT 
FOOD SFRVICt MANAGER I 
LEGISLATIVE RESEARCH TECHNICIAN II 
MANUAL TRAINING TEACHER 
TEACHER MENTAL RETARDED CHILDREN 
LIRRARIAN I 
PSYCHIATRIC AIDE SUPERVISOR III 
NURSE III 
PSYCHIATRIC NURSING INSTRUCTOR 
PUBLIC HEALTH NURSE I 
NURSING INSTRUCTOR II 
NUTRITIONIST ASSISTANT 
FIFLD INVFSTIGATOR 
LEGAL RESOURCES AGFNT 
GUARD CAPTAIN 
CLASSIFICATION AND REHABILITATION OFFICER I 
CORRECTIONS OFFICER III 
CORRECTIONS PROGRAM OFFICER 
SUPERVISOR, STUDENT LIFE SCH FOR DEAF 
TRAINING SCHOOL COUNSELOR III 
PROBATION PAROLE OFFICER I 
ALCOHOLISM REHABILITATION COUNSELOR 
ILLUSTRATOR I I 
DRAFTSMAN IT 
PLANNING ASSISTANT IT 
FNGINEF.RING TECHNICIAN 
FIRE INSPECTOR II 
LIQUOR INSPECTOR I 
AUTOMOTIVE EQUIPMENT SUPERVISOR 
FOUNDATION SURVEY FOREMAN 
SOILS LAB FOREMAN 
BUILDING MAINTENANCE SUPERVISOR 
EXHIBIT TECHNICIAN II 
AIRCRAFT MECHANIC 

11 
11 
11 
11 
11 
11 
11. 
11 
11 
11 
11 
11 
11 
11 
11 
11 
1.1 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 
11 



CODE NO CLASS TITLE PROPOSED SALARY GRADE 

9101 DAIRY INSPECTOR 11 
9117 SARDINE QUALITY GRADER I I 11 
91'5'3 ANIMAL INDUSTRY SPECIALIST I 11 
9163 MARKETING AGENT 11 
9223 PARK MANAGER I I I 11 
9 341 BIOLOGY AIDE 11 
9,61 MARINE RESOURCES SPECIALIST 11 
9451 FORESTER I 11 
9501 COASTAL WARDEN 11 
9511 G.AME WARDFN I 11 
9902 HIGHWAY FOREMAN I I 11 



CODE NO 

1)065 
016~ 
0321 
0':331 
0031 
0 341 
034'5 
0351 
0':372 
038R 
0401 
0411 
0424 
0431 
0501 
0521 
0616 
0 701 
0725 
0820 
0831 
0 911 
0949 
0950 
0956 
0958 
0959 
0963 
0966 
0979 
1262 
3081 
4042 
4055 
4101 
4121 
4127 
4234 
4342 
4373 
5011 
5062 
5262 
5 266 
52 71 
6003 
6008 
6335 
6401 
6409 

1 6435 
1 1001 
~ 7251 

CLASS TITLE 

SUPERVISOR, FINANCIAL RFSPONSIRILITY 
SUPERVISOR, TABULATING EQUIPMENT II 
ACCOUNTA.NT T 
FIELD EXAMINER I 
SUPERVISOR CENTRAL RECORDS 
BANK EXAMINER I 
CONSUMER CRFDIT FXAMINFR 
INSURANCE EXAMINER 
PUBLIC UTILTTY INVESTIGATOR 
PROGRAMMER I 
PERSONNEL TECHNICIAN I 
STATISTICIAN I 
LABOR MARKET ANALYST I 
WORKMENS COMPENSATION SPECIALIST 
PROPERTY ASSESSMENT ADVISOR I 
SALES TAX EXAMINER I 
AUD !TOR I 
EMPLOYMENT INTERVIEWER 
EMPLOYMENT COUNSELOR I 
INFORMATIONAL WRITER 
VETERANS COUNSELOR 
RIGHT OF WAY AGENT I 
CHIEF HEALTH MC~ILIZATION SERVICES CD 
RADIOLOGICAL MAINTENANCE OFFICER CD 
CHIEF PROTECTIVE SERVICES CD 
INFORMATION OFFICER CIVIL DEFENSE 
CHIEF RESOURCES MANAGE~ENT, CD 
SUPERVISOR RETIRE~~NT CLAIMS 
RETIREMENT SEPCIALIST I 
PRISON STEWARD II 
FOOD SERVICE MANAGER II 
VOCATIONAL REHABILITATION COUNSEL0R I 
PSYCHIATRIC NURSING INSTRUCTOR II 
PUBLIC HEALTH NURSE II 
SUPERVISOR, INSTITUTIONAL RECREATION 
OCCUPATIONAL THERAPIST I 
PHYSICAL THERAPIST I 
MEDICAL PHOTOGRAPHER 
DENTAL HYGIENIST II 
~UBLIC HEALTH EDUCATOR 
SOCIAL WORKER I 
WORK EXPERIENCE AND TRAINING SP~CIALIST 
PROBATION PAROLE OFFICER II 
TRAINING CENTER CASEWORKER 
ASSISTANT DIRECTOR ALCOHOLISM SERVICES 
ILLUSTRATOR I I I 
DRAFT S!v!AN I I I 
ENGINEERING TECHNICIAN II 
CHEMIST I 
GEOLOGY AIDE 
LANDSCAPE ARCHITECT AIDE 
STATE POLICE TROOPER 
INDUSTRIAL INSPECTOR 

PROPOSED SALARY GRADE 

12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 
12 



CODE NO 

7262 
7272 
7313 
8133 
8152 
8173 
8192 
8213 
8253 
8271 
8461 
8611 
9044 
9114 
9118 
9123 
9161 
9173 
9224 
9322 
9411 
9518 
9519 

CLASS TITLE PROPOSED SALARY GRADE 

LIQUOR INSPECTOR II 12 
SUPERVISOR, PLUMBING INSPECTORS 12 
SANITARIAN SUPERVISOR 12 
SUPERINTENDENT, CENTRAL HIGHWAY GARAGE 12 
BRIDGE SUPERVISOR 12 
HIGHWAY DISTRICT SUPERVISOR 12 
SUPERVISOR, FOUNDATION SURVEYS 12 
ELECTRICAL INSPECTOR 12 
ASSISTANT MILITARY CONSTRUCTION, MAINTENANCE AN~ PROPERTY 12 
PLANT MAINTENANCE ENGINEER I 12 
MANAGER PRISON INDUSTRIES 12 
CIVIL DEFENSE COMMUNICATIONS TECHNICIAN 12 
SUPERVISOR, GROUNDS 12 
FOOD INSPECT IOi~ SU~-'L:i-<:VISOR 12 
SARDINE GRADING LABORATORY SUPERVISOR 12 
HORTICULTURIST I 12 
MARKETING SPEC~ALIST II 
PRODUCE INSPECfiON SUPERVISOR 
DISTRICT PARK SUPERVISOR I 
BOAT CAPTAif\J I 
ENTOMOLOGIST I 
SAFETY CO ORDINATOK 
GAME WARDFi~ I I 

12 
12 
12 
12 
12 
12 
12 



CODE NO 

0136 
0247 
0314 
()'3 2 2 
0 328 
0 332 
0334 
0342 
0364 
l) 3 81 
0385 
0402 
0405 
0412 
0417 
0418 
J423 
0502 
0522 
U535 
0617 
lJ7 (J 2 
0723 
0833 
0912 
0941 
0943 
0944 
0945 
0946 
0952 
0 955 
0967 
2001 
2052 
3032 
3065 
3069 
3070 
3 082 
3112 
3221 
4034 
4043 
4052 
4122 
4126 
4128 
4213 
4226 
4235 
4372 
4381 

CLASS TITLE PROPOSED SALARY GRADE 

PHOTOGRAf)HER I I 
LIQUOR STORF SUPERVISOR 
SUPERVISOR DELI f\jQl.Jt:i~T ACCOUNTS 
ACCOUNT Af'JT I I 
PUBLIC UTILITY ACCOUNTANT I 
FIELD EXAMINER II 
SUPERVISOR, SALES TAX AUDIT 
BANK EXAivlii'lFR I I 
SUPERVISOR, PROPERTY RECORDS 
BUDGET EXAMINER I 
ORGANIZATION AND NETHODS EXAMINER 
PERSONNEL TECHNICIAN II 
DEPARTMENTAL PERSONNEL. OFFICER 
STATISTICIAN II 
LABOR MARKET ANALYST II 
LABOR STATISTICAL ANALYST 
SUPERVISOR, VITAL STATISTICS 
PROPERTY ASSESSMENT ADVISOR II 
SALES TAX EXAMINER II 
SUPERVISOR, MOfOR VEHICL~S SALES TAX 
AUDITOR I I 
EM P L 0 Y M E t\l 1 I f~ T E R V I E W E R I I 
EMPLOYMENT COUNSELOR II 
VETERANS CLAIMS S~ECIALIST 

RIGHT OF WAY AGENT II 
C H I E F C 5 R S r::: R V I C E S , C I V I L i> E F- E N S E 
CHIEF SUPPLY SERVICES, CIVIL DFFFNSE 
CHIEF PLANS AND TRAININ~, CIVJL ~frCNSE 
CIVIL DEFEi~SE ADI',1If'.:I:;T;:;t,TIVC: 'j'!'""!C:~~R 

CHIEF COfviMUNITY SERVIC::s, ·:-IVTL ~'P--~1-', 1 

PARI-MUTUEL SUPERVISOR 
SECTOR DIRECTOR, CIVIL DEFENSE 
RETIREMENT SPECIALIST II 
APPEALS Rt:F-EREE 
HIGHWAY ATTORNEY ASSISTANT 
MILITARY TRAINING OFFICER I 
DISABILITY CLAIMS ADJUDICATOR I 
ADULT EDUCATION SPECIALIST, VISUALLY IMPAI~ED 
Si-"iALL BUSINES~ UJTE'~'=>r~Is:::s CJU~~c,r~!_:;~ 'JISU.A.LLY I'~ 0 tl_!;;~f) 

VOCATIONAL REHABILITATION COUNSELOR II 
LI8RARIAN II 
MEDICAL R~CORDS LIBRARIAN 
NURSE IV 
PSYCHIATRIC NURSING INST~UCTOR III 
SUPERVISOR, PUBLIC HEALTH NURSING I 
OCCUPATIONAL THERAPIST II 
PHYSICAL THERAPIST II 
SPEECH THERAPIST 
LABORATORY TECHNICIAN III 
MORILE X RAY SUPFRVISOR 
HOSPITAL SERVICES CONSULTANT 
PUBLIC HEALTH EOUCATOR II 
HEALTH SERVICES CONSULTANT 

13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
, 'l 
l.J 

13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 
13 



CODE NO CLASS TITLE PRQPOSED SALARY GRAD~ 

5002 FIELD INVESTIGATION SUPERVISOR 13 
50G4 INDIAN DEVELOPMENT ~fPRESENTATIVE 13 
5 lhJ 6 WELFARE RESOURCES AGENT SUPE~VISOR 13 
5008 SOCIAL WORKER II 13 
5024 CHIEF OF VOLUNTEER SERVICES 13 
5033 PSYCHIATRIC SOCIAL WOR~ ASSISTANT 13 
5041 SUPERVISOR, JEF~fkSON CAMP 13 
5051 Ei•1PLOYiv1fi\iT COUNSELOi~ FOR THE RL II~D 13 
5052 BLIND CHILDREN COUNSELOR 13 
5061 ARMED FORCES REJECTEES SPECIALIST I 13 
5063 WORK EXPERIENCE AND TRAINING SPECIALIST II 13 
5212 ASSISTANT DEP~TY WARDEN 13 
5222 CLASSIFICATION AND ~EHA5ILITATIO~ OFFICER II 13 
5281 MEDICAL SOCIAL WORK CONSULTANT I 13 
6004 CARTOGRAPHER 13 
6322 SUPERVISOR, PLANNING SURVEYS 13 
6336 F:NGINEERING TECHNICIAN I I I 13 
6411 GFOLOGISf I 13 
6432 LANDSCAPE ARCHITECT I 13 
6434 ARCHITECTUAL AIDE 13 
7002 STATE POLICE SERGEANT 13 
7012 STATE POLICE DETECTIVE 13 
7225 FilLD INSPECTOR SUPERVISOR 13 
7281 WEIGHTS AND MEASURES INSPECTION SUPERVISOR 13 
7304 CHIEF, DRIVER LICENSE EXAMINER 13 
7307 CHIEF MOTOR VEHICLE INVESTIGATOR 13 
8255 ASSISTANT SUPERINTENDENT BUILDINGS 13 
8472 FERRY SERVICE ENGINEER 13 
8581 AIRCRAFT PILOT I 13 
9013 F AR1v1 iVIANAC1ER I I 13 
9225 DISTRICT PAI~K SUPERVISOR I I 13 
9'166 COMMERCIAL MARINf FISHERY EXTENSION AGENT ASST 13 
9405 BLISTER RUST DISTRICT LEADER 13 
94'33 FOREST RANGER IV 13 
9517 GAME WARDEN I I I 13 



CODE NO 

0041 
L)049 
02'52 
0255 
0256 
0259 
0324 
0329 
0352 
0389 
0711 
0722 
\) 7 29 
l) 7 21 
0732 
0 736 
0749 
0821 
0824 
0834 
0947 
0953 
0954 
3 CJ 6 7 
3083 
4058 
4141 
4391 
5016 
5 031 
50 '58 
5 060 
5132 
5263 
5272 
5 301 
6 061 
6309 
6324 
6333 
6402 
6412 
6483 
7015 
7234 
7306 
8128 
8132 
8175 
8254 
8 2 72 
84 73 
8474 

CLASS TITLE 

BUSINESS MANAGER I 
DIRECTOR MALT LIQUOR AND LICENSES 
BUYER II 
MATERIALS TfSTING F~GINEER 
PURCHASING STANDARDS ENGINEER 
ADMINISTRATOR DONATED FOODS Af\11) PROPEi<TY 
SUPERVISOR PR~ AUDIT 
PUBLIC UTILITY ACCOUNfANT II 
INSURANCE ANALYST 
PROGRAMMER II 
EMPLOYMENT SERVICE SUPERVISOR I 
EMPLOYMENT SPECIALIST I 
fvi AN PowER ;,; o e. I L 1 zr. T I~~,'! ,~c.: CJ [:: c: r ''i r.. T ~:": 
EMPLOYMENT COUNSELOR III 
METHODS AND TRAINING SPECIALIST 
UNEMPLOYMENT COMPENSAtiON SUPERVISOR 
ASSISTANT SU?ERVISOR OF BENEFITS 
INFORMATIONAL REPRESENTATIVE 
PUBLICITY R~PRESENTATIVC I 
SUPERVISOR, V~T~~~~3 S~R~IC~S 
CHIEF COf·11'-!UinCATIO~lS~ ll•ilL :y;::~r·!~;~: 
C I V I L D C:: F C:: ~~ S t 0 P f ::< .A T I 0 ,'! S 0 ~: 1- I C [ r.:: 
CIVIL DE~ENSf PUBLIC AFFAIRS GFF!C~R 
DISABILITY CLAIMS ADJUDICATOR II 
VOCATIONAL REHAaiLITATION COUNSELOR III 
SUPERVISOR, PUL3LI~ H:::t,LTH ~lUnSU\G ~I 

NUTRITIOI~IST 

HEALTH S~RVIC~S SUP~RVISCR 
SOCIAL WORKEK III 

PROPOSED SALARY GRADE 

14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
lLJ 
14 
14 
14 
14 
1 It 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 

PSYCHIATRIC SOCIAL WORKER I 14 
WORK EXPERIENCE SPECIALIST 14 
ARMES FORCES REJECT~ES SPECIALISl II 14 
CHAPLAIN 14 
SUPERVISOR, PR03ATICN AN~ PAROLE 14 
DIRECTOR' ALCOHOLISM SERVICES 14 
SUPERINTENuENI, CHI:...DRI:.~~S 1Wi~E 14 
CONSTRUCT IOi~ I i~SrC:CTOR I 1lf 

UTILITY ENGINEERING AIDE 14 
T~AFFIC PLANNER 14 
ENGINEERING AIDE III 14 
CHEMIST II 14 
GEOLOGIST II 14 
PLANNER I 14 
CRIMINAL INSPECTOR 14 
ASSISTANT DIRECTOR FIRE PREVENTION 14 
MOTOR VEHICLE HEARINGS OFFICER 14 
HIGHWAY DEPT SAFETY SUPERVISOR 14 
ASSISTANT DIRECTOR, HIGHWAY EQUIP~ENT 14 
HIGHWAY MAINTENANCE SUPERVISOR 14 
MILITARY CONSTRUCTION, MAINlENANCE AND PROPERTY OFFICER 14 
PLANT IV\AINTENANCE EI~GINEC:R II 14 
FERRY SERVICE CAPTAIN I 14 
FERRY SERVICE PORT ENGINEER 14 



CODE NO 

8584 
8594 
8603 
9015 
9115 
9119 
9154 
9162 
9174 
9233 
9323 
9 351 
9 362 
9452 
9502 
9Sl2 

CLASS TITLE 

AIRCRAFT PILOT II 
EXECUTIVE AIRCRAFT CO PILOT 
SUPERVI~OR, ~ADIO COMMUNICATIONS 
SUPERVISOR, INSTITUTIONAL FARMS 
FOOD INSPECl ION SUPC:RVbOk. II 
SUPERVISOR, FEED A~C FERTIL~ZE~ REGLLATIC~ 

ANIMAL INDUSTRY SPECT II 
MARKETI~G SPECIALIST III 
PRODUCE INSPECTION SUPFRVISOR II 
PARKS AND SITES HISTORIAN 
ROAT CAPTAIN II 
KIOLOGIST I 
MARINE RESOURSES SCIENTIST 
FORESTER II 
COASTAL WARDEN SUPERVISOR 
GAiv1E WARDEN IV 

PROPOSED SALARY GRADE 

14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 
14 



CODF NO 

0044 
0137 
016' 
0261 
0 316 
0 32 3 
0333 
0 343 
0344 
0346 
0 38 2 
0 391 
0392 
4237 
0403 
0406 
0413 
0420 
0503 
0513 
0 52 3 
0610 
0618 
0 712 
0734 
0740 
0747 
0 748 
0913 
0919 
0 948 
0 965 
0971 
0982 
0987 
1263 
1264 
1272 
2002 
3062 
3066 
3084 
3113 
4035 
4057 
4123 
4129 
4142 
4151 
4241 
4371 
5013 
5032 

CLASS TITLE 

INSTITUTIONAL BUSINESS MANAGER II 
MOTION PICTURE SPECIALIST 
SUPERVISOR, DATA PROCESSING 
DIRECTO~ PURLIC PRI~TING 
RATE AND TARIFF EXAMINER 
ACCOUfH ANT I I I 
FIELD EXAMINER III 
BANK EXAMINER III 
DIRECTOR, CONSUMER CREDIT 
DIRECTOR' SeCURITIES DIVISION 
BUDGET EXAMINER II 
DEPUTY STATE TREASURE!~ 
MANAGEMENT ANALYST I 
MEDICARE CONSULfANT 
PERSONNEL TECHNICIAN Ill 
D E P A R T M E i~ T A L P E R S 0 i ~ i ~ E L 0 F F I C c R I I 
STATISTICIAN III 
LABOR MARKET ANALYST III 
PROPERTY ASSESSMENr ADVISOR III 
DIRECTOR INHERITANCE TAX 
SALES TAX EXAMINER III 
ASSISTANT DIRECTOR, MOTOR VEHICLES 
AUDITOR I I 1 
EMPLOYMENT SERVICE SUPERVISOR II 
SUPERVISOR METHODS AND TRAINING 
UNEMPLOYMENT COMPENSATION SUPERVISOR II 
SUPERVISOR CONTRIBUTIONS 
SUPERVISOR, FIELD ADVISORS AND EXAMINERS 
RIGHT OF WAY APPRAISER I 
LAND ACQUISITION SPECIALIST 
DEPUTY DIRECTOR, CIVIL DEFENSE 
DIRECTOR, DIVISION OF SPECIAL SERVICES 
DEPUTY COMM LABOR AND INDUSTRY 
CONSERVATION EDUCATION SPECIALIST 
EXECUTIVE SECRETARY MAINE MILK COMM 
DIETARY CONSULTANT 
DIRECTOR NUTRITION SERVICES 
ADMINISTRATOR, SCHOOL LUNCH PROGRAM 
CHIEF APPEALS REFEREE 
SUPERVISOR, VOCATIONAL REHABILITATION 
SUPERVISOR• FIRE FIGHTING TRAINING 
CHIEF• DETERMINATIONS UNIT 
LIBRARIAN III 
NURSE V 
PUBLIC HEALTH NURSING EDUCATIONAL CONSULTANT 
CHIEF OCCU?ATIONAL THERAPIST 
CHIEF PHYSICAL THERAPIST 
NUTRITIONIST SUPERVISOR 
SPEECH CONSULTANT 
PHARMACIST I 
PUBLIC HEALTH EDUCATOR III 
SOCIAL WORK SUPERVISOR I 
PSYCHIATRIC SOCIAL WORKER II 

PROPOSED SALARY GRADE 

15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
1S 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
1? 
15 
15 
15 
li 
lli 
15 
11 
11 



CODE NO 

5056 
5059 
5121 
5282 
6433 
700-:l, 
7101 
7201 
7253 
7292 
7308 
8475 
8477 
8585 
9165 
9226 
92:12 
9'152 
9363 
9412 
9514 

CLASS TITLE PROPOSED SALARY GRADE 

AREA DIRECTOR WORK EXPERIENCE TRAINING PROGRAM 
EDUCATION AND TRAINING COUNSELOR 
P'S Y C H 0 L 0 G I S T I 
MEDICAL SOCIAL WORK CONSULTANT II 
LANDSCAPE ARCHITECT II 
STATE POLICF LIEUTFNANT 
DIRECTOR, WATERCRAFT REGISTRATION AND SAFETY 
AERONAUTICS INSPFCTOR 
DIRECTOR' INDUSTRIAL SAFETY 
DIRECTOR, LABOR A~D SAFETY 
S UP ER V I S 0 R , DR I V E R Ii'~ P R 0 V E; 1 E ;n 
FERRY S~RVICE MANAGER 
FERRY SERVICE CAPTAIN II 
AIRCRAFT PILOT III 
SUPERVISOR POTATO MARKETING 
ASSISTANT SUPERVISOR, OUTDOOR RECREATION 
ASSISTANT SUPERVISOR STAT~ PARKS 
BIOLOGIST II 
MARINE RESOURCES SCIENTIST II 
ENTOMOLOGIST II 
ASSISTANT CHIEF GAME WARDEN 

15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 
15 



CODF NO 

528:3 
0042 
0325 
0327 
0 3 30 
0 3 3 7 
0387 
0404 
0504 
0 5 33 
0554 
0713 
0724 
0743 
0 7 4'J 
0811 
0827 
0 931 
0 981 
1271 
2022 
2051 
3031 
3036 
3068 
3085 
4053 
4054 
4243 
5012 
5014 
5017 
5034 
5 038 
5122 
5265 
5267 
6062 
6211 
6 341 
6403 
6413 
6 421 
6431 
6481 
7004 
7016 
7233 
8252 
8 275 
8593 
9102 
9124 

CLASS TITLF 

MEDICAL SERVICES SUPERVISOR 
RUSINESS MANAGER II 
ACCOUNTING SYSTEMS ANALYST 
SUPERVISOR ACCOUNTING 
PUBLIC UTILITY ACCOUNTANT III 
DIRECTOR AUDITS 
SYSTEMS Ai~ALYST 
CHIEF PERSONNEL TECHNICIAN 
PROPERTY ASSESSMENT ADVISOR IV 
SALES TAX EXAMINER IV 
TAX CONSULTANT 
EMPLOYMENT SERVICE SUPERVISOR III 
EMPLOYMENT SPECIALIST II 
SUPERVISOR UNEMPLOYMENT BENEFITS 
UNEMPLOYMENf COMPENSATION SUPERVISOR III 
INDUSTRIAL DEVELOPMENt REPRESENTATIVE 
PUBLICITY REPRESENTATIVE II 
SUPERVISOR, RIGHT OF WAY AGENTS 
EXHIBIT SPECIALIST 
SUPERVISOR SCHOOL FOOD SERVICES 
ATTORNEY EXAMINER 
HIGHWAY ATTORi\JEY 
MILITARY TRAINING OFFICER II 
TEACHER EDGCATION ADVISOR 
DEPARTMENT TRAINING OFFICER 
CHIEF, REHARILITATION SERVICES 
PUBLIC HEALTH NURSING CONSULTANT 
NURSING EDUCATION CONSULTANT 
PHARMACIST II 
SOCIAL WORKER CONSULTANT 
SOCIAL WORK SUPERVISOR II 
SUPERVISOR, CASEWORK QUALITY 
PSYCHIATRIC SOCIAL WORK SUPERVISOR 
SOCIAL RESEARCH SCIENTIST 
PSYCHOLOGIST I I 
ASSISTANT DIRECTOR PROBATION AND PAROLE 
SUPERVISOR AFTERCARE PROGRAM 
CONSTRUCTION INSPECTOR II 
SANITARY ENGINEER I 
CIVIL ENGINEER I 
CHEMIST I I I 
GEOLOGIST III 
INDUSTRIAL HYGIENE ENGINEER 
PARK PLANNER 
PLANNER II 
STATE POLICE CAPTAIN 
CHIEF CRIMINAL INSPECTOR 
DIRECTOR, STATE FIRE PREVENTION 
SUPERINTENDENT BUILDINGS 
PLANT MAINTENANCE ENGINEER III 
EXECUTIVE AIRCRAFT PILOT 
DAIRY INSPECTION SUPERVISOR 
STATE HORTICULTURIST 

PROPOSED SALARY GRADE 

16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 



CODE NO 

9135 
9137 
9139 
9151 
9155 
9175 
9181 
9183 
9191 
9227 
q228 
9230 
9357 
93ti1 
9453 

CLASS TITLE 

SUPERVISOR, SEED POTATO PROGRAM 
ASSISTANT DIRECTOR, PLANT INDUSTRY 
CHIEF FOREIG~ TRAOE DEVFLOPMENT 
V E T E R I N A R I A i~ I 
ASSISTANT DIRECTOR ANIMAL INDUSTRY 
PRODUCE INSPECTION SUPERVISOR III 
ASSISTANT UIRECTOR AGRICULTURAL MARKETING 
ASSISTANT DIRECTOR INSPECTION 
DIRECTOR MAINE MILK PROG~AM 

SUPERVISOR, OUl.DOOR RECREATION 
SUPERVISOR BOATING FACILITIES 
C 0 0 R D I N A T 0 ~ K E C P ;·,: A ~ N E S :: E I~ I C P R ::; G ;:z ;, ,\~ 
DIRECTOR, ?LANNING Af\JD RESEARCH 

PRO~OSED SALARY GRADE 

D I R PUB LI C R C: LA T I 0 i'J S AN;) H A r\ K E T I N G S E .4 ,; N;) S ;--{0 R C: 

16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 
16 FORESTER III 



CODE 1\1 () 

t:Jl-,4 7 
0048 
u \J s ll 
,_) 3 3 5 
1272 
u 3 38 
0348 
0354 
0374 
0384 
0393 
03'1~ 

CJ414 
0 530 
(1 541 
t) ::>51 
ll727 
l)cllO 
U819 
0914 
0961 
0983 
12 7 2 
3035 
3U42 
3 () 45 
3059 
4056 
4236 
4319 
4:320 
5015 
5030 
5042 
5054 
5123 
5235 
5243 
52 55 
52":!6 
5268 
6212 
6311 
6328 
6342 
6415 
6422 
6430 
6438 
7 2 63 
9152 
9156 
9182 

CLAS.S TITLE PROPOSED SALARY GRADE 

ASSISTANT DJRECTC~ AC~I~ISTRATIV~ SE~V!Ccs 

INS T ITUT I C,'tt L c~:JS n;:-_::;s r~ \~U\G~:.~ I I! 
BUSINESS MANAGER III 
DEPUTY STATE AUDITOR 
DIRECTOR SCHOOL FOOD SERVICES 
CHIEF ACCOUNTANT 
DEPUTY BANK COMMISSIONER 
f)EPUTY INSUf~ANCE C01"'11v1ISSIO,~Er~ 
0 I i~ E C T 0 R , T i~ Ar~ S P 0 R T A T I 0 ;, E i ~ F 0 R C E Jvi [-=- i\1 T 
ASSISTANT BUDGET OF~ICER 
MANAGEMENT ANALYST II 
ASSISTANT CONfROLLFR 
DIRf(TOR ST~TISTICS 
SALES TAX EXAMINER V 
DIRECTOR EXCISE TAX 
DI~ECTOR P~OFE~TY TAX 
ASSISTANT DJR~CTOR EMPLOY~FNT SERVICES 
INDUSTRIAL DEV~LOPMENT REPRESENTATIVE II 
MANAGER EXHIBITS AND DISPLAY 
RIGHT OF WAY APPRAISER II 
ASSISTANT EXECUTIVF SECRErARY, MSRS 
Dii~ECTOR OF COi'-l.SERVATION Ii~FORfVIATIOi~ AND EDUCATIOi'-l 
ADMINISTRATOR .SCHOOL LUNCn 
TEACHER EDUCATION COORDINATGR 
EDUCATION SPECIALIST 
SUPERVISOR, SPECIAL EDUCATION 
DIRECTOR DRIVER EDUCATION 
DIRECTOR' PUBLIC HEALTH NURSING 
ASSISTANT DIRECTOR HOSPITAL SERVICES 
MENTAL RETARDAfiON PLANNING COOR~INATOR 

MENTAL HEALTH PLANNER 
SOCIAL WORK SUPERVISOR III 
DIRECTOR SOCIAL SERVICES 
DIRECTOR, GFNERAL ASSISTANCE 
DIRECTOR SPECIAL SERVICE~ 
PSYCHOLOGIST III 
ASSISTANT SUPERINTFNDENT, MENS RFFORMATORY 
ASSISTANT SUPERINTFNDEN~ WOMENS REFORMATORY 
DIRECTOR COTTAGE PROGRAM 
ASSISTANT SUPERINTENDFNT TRAINING SCHOOL 
DIRECTOR, AFTERCARE PROGRAM 
SANITARY ENGINEER II 
UTILITY ENGINEER I 
MANAGER HIGHWAY EQUIPMENT MAINTENANCE 
CIVIL ENGINEER II 
SOILS RESEARCH SCIENTIST 
I N DUST R I A L H Y G I EN C: EN 0 l f'! c E P I I 
SUPERVISOR PARK DESIGN AND DEVELOPMENT 
LANDSCAPE.ARCHITECT Jl! 
DIRECTOR' LIQUOR ENFORCEMENT 
VETERINARIAN II 
DIRECTOR, ANIMAL INDUSTRY 
DIRECTOR, AGRICULTURAL MARKETING 

17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
1 7 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 
17 



CODE NO CLASS TITLE PROPOSED SALARY GRADE 

9184 DIRECTOR, INSPECTION 17 
9186 EXECUTIVE SECRETARY ME SOIL AND WATER CONSERVATION COMM 17 
9229 SUPERINTENDENT OF PARKS Ai~0 HISTORIC SIT~S 17 
9353 BIOLOGIST II I 17 
9364 MARINE KESOURCES SCieNTIST Ill 17 
9371 DIRECTOR MARINE KcSEARCH 17 
9414 STATE ENTOMOLOGIST 17 
9434 FOREST RANGER V 17 
9454 FORESTER IV 17 
9504 CHIEF COASTAL WARDEN 17 
9515 CHIEF GAME WARDEN 17 
9516 DEPUTY COMMISSIONER, INLAN~ FISH AND GAM~ 17 



CODE NO 

0043 
0 380 
0531 
0611 
0726 
0746 
0917 
0964 
2053 
2055 
30')4 
4425 
5124 
5224 
5264 
6343 
6414 
9138 

CLASS TITLE PROPOSED ~ALARY GRADE 

DIRECTOR ADMINISTATIVE SERVICES I 
EXECUTIVE SECRETARY ~AINE INSURANCE !QVISORY ~OARD 

DIRECTOR SALES TAX 
DIRECTOR MOTOR VEHICLES 
DIRECTOR' EMPLOYMENT SERVICE 
DIRECTOR, UNEMPLOYMENT COMPENSATION 
RIGHT OF WAY APPRAISeR III 
INVESTtv1ENT OF~ ICi::.R 
CHIEF COUNSEL LAND DAMAGE oOARD 
H<IAL ATTORNEY 
CONSULTANT, FEDERAL GRANTS FOR EDUCATION 
DIRECTOR CHILDRENS PSYCHIATRIC HOSPITAL 
PSYCHOLOGIST IV 
DEPUTY PRISON WARDEN 
DIRECTOR, PROBATION AND PAROLE 
CTVIL FNGINFER III 
STATE GEOLOGIST 
DIRECTOR, PLANT INDUSTRY 

18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 
18 



CODE "I 0 

0038 
08(j1 
0816 
0826 
0916 
3028 
30 38 
3039 
3043 
3046 
3052 
5018 
5026 
6312 
6436 
64 71 
6482 
9461 

C:L.IISS TITLE PROPOSED SALARY GRADE 

DEPUTY S~CRETARY OF STATE 
DIRECTOk, IN0USTRAIL DFVFLUP~FNT 
DIRECTOR, ~ECREATION 
DIRECTOR, PUBLIC ~ELATIONS 
SUPERVISOR, RIGHT OF WAY APPRAISERS 
DIRECTOR VOCATIONAL EDUCATION 
COORDINATOR, ~DUCATIONAL RESEARCH AND EVALUATION 
COORDINATOR, FEDERAL STATE RELATIONS 
DIRECTOR, ELEMENTARY EDUCATION 
DIRECTOR S?ECIAL EDUCATION AND GUIJANCE 
DIRECTOR S~CCNDARY EDUCATION 
DIRECTOR, FA~ILY SERVICES 
DIRECTOR, CHILD WELFARE 
UTILITY ENGINEER II 
ARCHITECT 
MECHANICAL ENGINEER 
D I R C: C TOR ECOi~Oivi I C D EV ELOri'-i c:rq P LAI~N 11\i G 
DEPUTY FOf~EST COi'-'i'viiS.SIOf\ifR 

19 
19 
19 
19 
19 
19 
19 
19 
19 
19 
19 
19 
19 
19 
19 
19 
19 
19 



CODF NO 

0390 
2056 
4415 
5236 
5244 
5257 
6344 
6404 
6461 

CLASS TITLF 

CHIEF DATA PROCESSING AND SYSTEMS 
CHIEF COUNSEL, HIGHWAY 
DIRECTOR, PARA MEGICAL SERVICES 
SUPERINTENDENT, MENS REFORMATORY 
SUPERINTENDENT, WOMFNS PEFOR~ATORY 
SUPERINTENDENT, TRAINING SCHOOL 
CIVIL ENGINEER IV 
RIO CHFMIST 
CHIEF ENGINEER AERONAUTICS 

PROPOSEn SALARY GRADE 

20 
20 
20 
20 
20 
20 
20 
20 
20 



CODE NO CLASS TITLF PROPOSED SALARY GRADE 

0045 DIRECTOR ADMINISTRATJVF SERVICES I( 21 
0829 DEPUTY COMMISSIO~~R, ECONO~IC DEVELOPMENT 21 
3044 ASSISTANT COMMlSSIO~ER SCHOOL ADMINISTRATIVE SERVICES 21 
3047 DIRECTOR, EDUCATION FIELD SERVICFS 21 
3064 ASSISTANT COMMISSIONER VOCATIO~AL REHAaiLITATION 21 
3071 SUPERINTENDENT, SCHOOL FOR THE DEA~ 21 
4323 DIRECTOR' PUBLIC HEALTH LAGORATORY 21 
5019 DIRECTOR SOCIAL WELFARF 21 
5226 PRISON WARDEN 21 
6214 DIRECTOR' PUBLIC HEALTH ENGINEERING 21 
6313 CHIEF ENGINEER PUBLIC UTILITIES 21 
6346 CIVIL ENGINEER V 21 
6451 CHIEF ENGINFER, WATER IMPROVEMENT COMMISSION 21 



COD~ NO 

3053 
3C56 
6348 

CLASS TITLE PROPOSED SALARY GRADE 

ASSISTANT COMMISSIONER INSTRUCTION 22 
ASSISTANT COMMISSIONER P~C~ESSIONAL SERVICES 22 
CHIEF ENGINEER HIGHWAY 22 



CO[)F 1110 

5269 

CLASS TITLF 

DIRECTOR' CORRECTIONS 

PROPOSED SALARY GRADE 

23 



CODE NO 

3058 

CLASS TITLE 

DEPUTY COMMISSIONER, EDUCATION 

PROPOSED SALARY GRADE 

24 




