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The E f fe c t s  o f  a Job E valuation  Program on S a la r ie s  o f  

S e le cted  Nursing and Non-Nursing P o s it io n s  in  a 

H osp ita l

Thesis d ir e c te d  by A ss is ta n t P ro fe sso r  Nona P air

The problem  was to  determine whether, in  a h o s p ita l 

where jo b  ev a lu a tion s  were done, ( l )  nursing se rv ice  s a la r ­

ie s  had in crea sed ; ( 2 ) the sa la ry  in crea ses  were comparable 

to  in cre a se s  f o r  non -nursing p o s it io n s ;  and ( 3 ) the in ­

crea ses  were a r e s u lt  o f  the jo b  eva lu ation  program.

The study was done at the U n iv ers ity  o f  Colorado 

M edical Center where job  a n a ly s is  and jo b  eva lu ation  stud­

ie s  had been made in  19^8 and 1957* Beginning s a la r ie s  

o f  s ix  nursing s e r v ice  p o s it io n s  and twelve non-nursing 

p o s it io n s  f o r  the years 1952 to  1962 were stud ied  and com­

pared . Each o f  the non -nursing p o s it io n s  had re ce iv ed  

the same beginning sa la ry  as the n u rsing  se rv ice  p o s it io n s  

w ith  which they were compared at some time during the ten - 

year p e r io d  s tu d ied .

The h i s t o r i c a l  review  o f  the changes in  beginning 

s a la r ie s  f o r  n u rsin g  se rv ice  and non -nursing  p o s it io n s  

showed that n u rsin g  se rv ice  sa la ry  in crea ses  were not 

comparable to  in crea ses  in  s a la r ie s  f o r  non -nursing  p o s i ­

t io n s .  The study o f  the job  eva lu a tion  program revea led  

that a l l  n u rsing  se rv ice  p o s it io n s  stud ied  were compensated



at a ra te  low er than the evaluated  worth o f  the p o s it io n s  

w hile on ly  one o f  the non -nursing  p o s it io n s  stud ied  was 

compensated at a wage low er than the evaluated worth o f  

the p o s it io n .  Several non -nursing  p o s it io n s  were compen­

sated at a ra te  h igh er than the evaluated  worth at the 

time o f  ev a lu a tion  y e t  were granted sa lary  in crea ses  f o l lo w ­

in g  the ev a lu a tion .

The f in d in g s  in d ica te d  that job  eva lu ation  would 

have le d  to  in crea sed  beginn ing s a la r ie s  f o r  nursing s e r ­

v ic e  p o s it io n s  i f  the h o s p ita l had based the s a la r ie s  upon 

the ev a lu a tion . However, a community wage survey was the 

d ec id in g  fa c t o r  in  the wage determ ination  f o r  both  nursing  

and n on -nu rsing  p o s it io n s .

This a b stra ct  o f  about 250 words i s  approved as to  form 
and con ten t. I  recommend i t s  p u b lic a t io n .
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CHAPTER I

THE PROBLEM AND DEFINITION OF TERMS USED

In the United S ta tes  the r a t io  between supply and 

demand has a f fe c te d  p r ic e s  whether the p r ic e  be f o r  goods 

o r  s e r v ic e s . During the years s in ce  World War I I ,  the 

a v a ila b le  supply o f  n u rsing  person n el has n ot matched the 

demand f o r  th e ir  s e r v ic e s . In 19ij-8, Brown d escrib ed  a 

c r i t i c a l  la ck  in  both  q u an tity  and q u a lity  o f  nursing s e r ­

v i c e . T h i r t e e n  years la t e r ,  a United S tates Department 

o f  Labor re p o r t  sta ted  that ” the a v a ila b le  supply s t i l l

f a i l e d  to  match the mounting demand from the American
„ 2peop le  f o r  more n u rses . However, th is  demand in  excess 

o f  a v a ila b le  supply has n ot had the e f f e c t  o f  in crea s in g  

n u rsin g  s a la r ie s  r e la t iv e  to  s a la r ie s  pa id  oth er types o f  

w orkers.

The forew ord o f  the United S ta tes Department o f  

Labor re p o r t  sta ted  that ” in  the search  f o r  ways to obta in  

a d d it io n a l nu rsing  p erson n e l, we must n ot underestim ate the 

in flu e n ce  o f  wage le v e ls  and working c o n d it io n s . ” 3 N ursing

■^Esther L u c ile  Brown, Nursing f o r  the Future (New 
York: R u sse ll Sage Foundation, 1514-87, pp. 8 -1 0 .

2Uhited States Department o f  Labor, Women's Bureau, 
Nurses and Other H osp ita l Personnel Their Earnings and 
Employment C on dition s (W ashington: United States Govern­
ment P r in tin g  O f f i c e ,  1961), p . 1 .

3I b i d . , p . i .
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le a d e rs  and oth ers con sid ered  that Increased  s a la r ie s  and 

improved working co n d it io n s  were needed to  a t t r a c t  persons 

to  n u rs in g A

During the same years , lea d ers  in  the h o s p ita l in ­

du stry  had recog n ized  the need f o r  h igh er s a la r ie s  and im­

proved working co n d it io n s  f o r  a l l  h o s p ita l p erson n e l.^  

H osp ita ls  had become a m ajor in d u stry  com peting w ith  b u s i­

ness and m anufacturing f o r  q u a li f ie d  p erson n el. Wage and 

sa la ry  s c a le s  began to  be re co n stru cte d . In an attempt to  

a d ju st s a la r ie s ,  some h o s p ita ls  turned to  jo b  a n a ly s is  and 

jo b  ev a lu a tion  programs as a means o f  develop in g  a sound, 

r a t io n a l wage s tru ctu re .

The U n iv ers ity  o f  Colorado M edical Center had used 

a jo b  ev a lu a tion  program to  prepare a wage and sa la ry  plan
•7

in  19J+8• The c la s s i f i c a t i o n  system, e s ta b lish e d  a fte r  the 

jo b  e v a lu a tion , had been used by the M edical Center s in ce

^ Ib id . ,  p . 2j and Samuel J . Gelraan and Joseph B. 
Smolens, ,#How to  Find N ursing S ta f f  f o r  80,000 New B eds,” 
The Modern H o s p ita l, 9 8 :9 6 , June, 1962.

^Norman D. B a ile y , H osp ita l Personnel A dm inistra­
t io n , Second e d it io n  (Berwyn, I l l i n o i s :  Physicians*
Record Company, 1959 ), p . 137*

^I b id . , pp . 137, 138* and Sidney Lewine, 11 Annual 
A dm in istra tive  Review s: p e rs o n n e l,” H osp ita ls , J .A .H .A ., 
35slifO» A p r il  16, 1961.

7U n iv ers ity  o f  Colorado P o s it io n  C la s s i f ic a t io n  
Plan (A Report Prepared by the P u b lic  A dm in istration  
S erv ice  o f  Chicago, 191^.8). (D u p lica te d .)
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that tim e. A second jo b  a n a ly s is  and jo b  eva lu ation  

study was made a t the M edical Center in  1957 .9

I .  THE PROBLEM

Statement o f  the problem . The problem was to  d e te r ­

mine w hether: ( 1 ) nursing  se rv ice  s a la r ie s  had in creased  

during the years 1952 to  1961 a t the U n iv ers ity  o f  Colorado 

M edical Centerj ( 2 ) nursing  se rv ice  s a la r ie s  had in creased  

in  amounts comparable to  o th er p o s it io n s ;  and ( 3 ) the id e n ­

t i f i e d  In crea ses  were a r e s u lt  o f  the jo b  eva lu ation  p r o ­
gram.

P u rposes. The purposes o f  the study were:

1 . To id e n t i fy  changes in  beginning s a la r ie s  f o r  

nu rsing  s e rv ice  p o s it io n s  that had occu rred  under the jo b  

c l a s s i f i c a t i o n  program at the M edical Center

2. To show changes that had occu rred  in  r e la t io n ­

sh ips between n u rsin g  se rv ice  p o s it io n s  and oth er s e le c te d  

h o s p ita l p o s it io n s

3* To determ ine the e f f e c t s  o f  the jo b  eva lu ation

8Throughout the remainder o f  th is  th e s is ,  the term 
M edical Center sh a ll mean the U n iv ers ity  o f  Colorado 

M edical Center, Denver, C olorado. The M edical Center in ­
cluded  Colorado General H osp ita l, Colorado Psychopathic 
H osp ita l, The U n iv ers ity  o f  Colorado School o f  Nursing and 
the U n iv ers ity  o f  Colorado School o f  M edicine.

9U n iv ers ity  o f  Colorado M edical Center P o s it io n  
C la s s i f i c a t io n  P lan , 1957• ( D u p lic a te d .T "^



k

program upon s a la r ie s  and the r e la t io n s h ip  between s a la r ie s  

pa id  f o r  s e le c te d  p o s it io n s .

Ij.. To id e n t i f y  fa c t o r s  oth er than jo b  eva lu ation  

which had in flu e n ce d  sa la ry  changes.

H ypoth esis . A lthough there was no d i f fe r e n c e  between 

the method o f  jo b  eva lu a tion  and wage determ ination  fo r  

n u rsin g  s e rv ice  p o s it io n s  and non -nursing p o s it io n s  during 

the ten years from 1952 to  1962 a t the U n iv ers ity  o f  C olo­

rado M edical Center, the percentage o f  in crea se  in  b eg in ­

n in g  s a la r ie s  had n ot been equal.

Need f o r  the stu d y . The re p o r ts  o f  jo b  eva lu ation  

programs that had appeared in  h o s p ita l magazines d escrib ed  

some methods o f  eva lu a tion  used and the f in a l  sa la ry  

s c h e d u le s .^  These re p o r ts  d id  n ot show whether the jo b  

ev a lu a tion  program had le d  to  in crea sed  s a la r ie s  f o r  n u rses. 

This study would show whether nursing  s a la r ie s  had in ­

creased  at the M edical Center as a r e s u lt  o f  the 1957 job  

a n a ly s is  and jo b  ev a lu a tion .

I f  the study revea led  that the M edical Center wage 

and sa la ry  program had le d  to  marked improvement in  nursing  

s a la r ie s  both  in  amount and in  r e la t io n s h ip  to s a la r ie s  f o r

^^Lester M. B ornstein  and J . A. Rosenkrantz, ” This 
Mage and S alary  Program i s  Easy to  A pp ly ,” H osp ita ls , 
J .A .H .A . , 35 :32 , A p r il 1 , 1961; and C. G. Davis,'" "P a ir  
S ta rtin g  Wages Turned the Key to  a Sound Wage Program,” 
H o s p ita ls , J .A .H .A . , 3k-»3k-$ June 16, I960 .
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comparable p o s it io n s ,  the in form ation  cou ld  be used in  

severa l ways. Some p o s s ib le  uses o f  the study were to  p r o ­

v ide  in form ation  fo r t  ( 1 ) p resen t and p ro sp e ctiv e  employ­

ees a t  the M edical Center and oth er in s t i t u t io n s  where sim­

i l a r  p lan s were used; ( 2 ) h o s p ita l adm inistrators*w ho 

wished to  in s t i t u t e  a wage and sa la ry  program based on jo b  

a n a ly s is  and jo b  ev a lu a tio n ; ( 3 ) recru itm ent o f  nursing 

stu d en ts; and (I4.) encouraging n o n -a c tiv e  nurses to  return 

to  a c t iv e  p r a c t ic e .  No oth er stu d ies  were found which p r o ­

v ided  in form ation  about the e f f e c t s  o f  a wage and sa la ry  

program on n u rsin g  s a la r ie s  over a p e r io d  o f  tim e.

I f ,  co n v e rse ly , the study showed that the nursing  

s a la r ie s  had n o t  in crea sed  in  p rop ortion  to  oth er s a la r ie s ,  

the fa c tu a l in form ation  cou ld  be used to  show in e q u it ie s  

and the need f o r  improvement.

R eports about h o s p ita l personnel adm in istra tion  in ­

d ica ted  that in te r e s t  in  wage and sa la ry  adm in istration  had

in crea sed  because h o s p ita l management was concerned about,
11and opposed t o ,  u n ion iza tion  o f  em ployees. One w riter  

sta ted  that ” the c o l l e c t iv e  bargain ing  o b je c t iv e s  o f  the 

American N urses1 A sso c ia t io n  are hard ly  more p a la ta b le  to  

a dm in istra tors  than those o f  the recogn ized  u n ion s . ” 125 In

H-Lewine, o p . c i t . , p . 138 .

^M ortim er W. Zimmerman, ^Personnel A d m in istra tion ,” 
H o sp ita ls , J .A .H .A ., 36 :129, A p r il 16, 1962.
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some In sta n ces , wage and sa la ry  programs which u t i l iz e d  

jo b  a n a ly s is  and jo b  eva lu a tion  were o f fe r e d  as a s u b s t i­

tu te  f o r  c o l l e c t iv e  barga in in g . I f  such programs were 

le g it im a te  su b s t itu te s  f o r  c o l l e c t iv e  barga in in g , i t  was 

expected  that a study o f  a wage and sa la ry  program which 

u t i l i z e d  those methods would show th at nursing  s a la r ie s  

had been improved by the ev a lu a tion .

L im ita tion s  and scope o f  study . The study was l im i ­

ted  to  the h i s t o r i c a l  review  o f  the wage and sa la ry  p lan s 

o f  the U n iv ers ity  o f  Colorado M edical Center f o r  the years 

1952 through 1961. Beginning s a la r ie s  o f  s ix  nursing se r ­

v ic e  p o s it io n s  were stu d ied  and compared w ith  twelve non­

n u rsin g  p o s it io n s .  The 1957 Job C la s s i f ic a t io n  Study was 

review ed to  a sce r ta in  i t s  e f f e c t s  upon the s a la r ie s  o f  

these eighteen  p o s i t i o n s .^

I I .  DEFINITIONS OF TERMS USED

P o s it io n . A p o s it io n  was any p h y s ica l or  mental 

work, s e rv ice  o r  d u tie s  perform ed by an in d iv id u a l employee. 

The terms position** and **job*' were con sid ered  to  be id e n ­

t i c a l  in  meaning f o r  the purposes o f  th is  study.

Job c l a s s i f i c a t i o n . Job or p o s it io n  c la s s i f i c a t i o n

■^Recommended S ta f f  C la s s i f ic a t io n  and Compensa­
t io n  Program fo r  the U n iv ers ity  o f  Colorado M edical Center, 
Denver" (An Unpublished Report o f  a Study D irected  by 
L eota l Pekrul and O tis  L ip streu , 1957).
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was the id e n t i f i c a t io n  o f  s p e c i f i c  job s  w ith in  an occupa­

t io n a l  group. For example, H osp ita l Attendant was one jo b  

c la s s  w ith in  the occu p a tion a l group o f  Nursing S e rv ice .

Jobs were separated and in d iv id u a lly  d e fin ed  accord in g  to  

jo b  con ten t con s id er in g  such fa c t o r s  as d u t ie s , education  

or tra in in g  re q u ire d , experien ce  req u ired , and r e s p o n s ib i l -  

i  t i  e s .

P o s it io n  o r  jo b  d e s c r ip t io n . A p o s it io n  or jo b  

d e s c r ip t io n  was a w ritten  statem ent o f  the con ten t and r e ­

quirem ents o f  an In d iv id u a l jo b  c la s s .  The p o s it io n  d e s c r ip ­

t io n s  f o r  the M edical Center contained  a d e f in it io n  o f  the 

p o s it io n s ,  examples o f  work, recommended q u a l i f ic a t io n s ,  

and any n ecessa ry  s p e c ia l requirem ents such as r e g is tr a t io n  

f o r  n u rs e s ."^

Job a n a ly s is . Job a n a ly s is  was "th e  p ro cess  o f  

gath erin g  in form ation  and determ ining the component e l e ­

ments o f  a job  by ob serv a tion  and s t u d y . T h e  a n a ly s is  

in vo lved  "a n a ly z in g  and re co rd in g  a l l  the d e t a i ls  con cern ­

in g  the t r a in in g , s k i l l s ,  requ ired  e f f o r t s ,  q u a l i f ic a t io n s ,  

a b i l i t i e s ,  ex p er ien ces , and r e s p o n s ib i l i t ie s  expected  o f  a

^ U n iv e r s ity  o f  C olorado Medic a l Center P o s it io n  
C la s s i f i c a t io n  P lan,~~T957. (D u p lic a te d .)

•^Adolph Langsner and H erbert G. Z o l l i t s c h ,  Wage 
and Salary A dm in istration  ( C in cin n atis  South-W estern Pub- 
l is h in g  Company, 1961 ), p . 2X4.2 .
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worker to  perform  a jo b  s a t is fa c t o r i ly *

Job e v a lu a t io n . Job eva lu a tion  was the p ro ce ss  o f  

determ ining the worth o f  a jo b  in  terms o f  wages to  be p a id . 

I t  was Mthe o v e r -a l l  a c t iv i t y  in v o lv in g  an o rd e r ly , system­

a t ic  method and procedure o f  ranking, grading, and w eight­

in g  o f  jo b s  to  determ ine the value o f  a s p e c i f i c  jo b  in  r e -
171a tion  to  oth er  j o b s . ”

F a ctor . A fa c t o r  was an elem ent which was con sid ered  

to  be o f  im portance in  eva lu a tin g  and comparing jo b s . For 

example, one fa c t o r  con sid ered  in  the 1957 Job C la s s i f i c a ­

t io n  Study a t the M edical Center was the minimum amount o f
18

edu cation  req u ired  f o r  a beginn ing worker on each jo b .

W eighted- in - p o in ts  p la n . A w e ig h ted -in -p o in ts  plan 

was a method o f  jo b  eva lu a tion  in  which each fa c t o r  was 

d iv id ed  in to  a number o f  degrees and a number o f  p o in ts  

assigned  to  each degree . For example, the study at the 

M edical Center used s ix  degrees f o r  each fa c t o r .  The fa c to r  

"ed u ca tion  req u ired " was w e ig h te d -in -p o in ts  as f o l lo w s :

( 1 ) f i r s t  degree , grammar sch oo l education  or  eq u iva len t, 

f i f t e e n  p o in t s ; ( 2 ) second degree , two years o f  h igh  sch ool 

o r  trade s c h o o l, o r  eq u iv a len t , tw en ty -fiv e  p o in ts ;

l 6I b id .

1^ I b id . , p . 128 .

^"Recommended S ta f f  C la s s i f ic a t io n  and Compensa­
t io n  Program f o r  the U n iv ers ity  o f  Colorado M edical Center, 
D enver," p . 33•
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(3 )  th ird  degree , graduation  from high  sch o o l, business 

s c h o o l, or  e q u iv a len t , t h i r t y - f iv e  p o in t s ; ( I4.) fo u r th  degree, 

two years o f  c o l le g e  tra in in g  o r  eq u iv a len t, w ith  cou rses 

a p p lica b le  to  d u t ie s , f o r t y - f i v e  p o in ts ; ( 5 ) f i f t h  degree, 

c o l le g e  or  u n iv e rs ity  degree or eq u iv a len t, w ith  tra in in g  

in  a s p e c ia liz e d  f i e l d  a p p lica b le  to  d u t ie s , s ix ty  p o in ts ; 

and ( 6 ) s ix th  degree , c o l le g e  or  u n iv e rs ity  degree p lu s  

one o r  more years o f  study r e la te d  to  the d u ties  o f  th is  

p o s it io n ,  e ig h ty  p o i n t s .^

P&y g rad e . A pay grade was a num erical des ign ation  

f o r  a sa la ry  range on the M edical Center pay s c a le . For 

example, pay grade seven designated  the sa la ry  range w ith  

a beginn ing sa la ry  o f  $220 and a maximum sa la ry  o f  $295 in  

the 1961 pay p la n .^ 0

Beginning s a la r y . The f i r s t  designated  sa la ry  o f  a 

pay range was the beginn ing sa la ry . The beginning sa la ry  

was a ls o  known as the w a ge-b a se -ra te .

Wage and sa la ry  program . The wage and sa la ry  p r o ­

gram in vo lved  "p la n n in g , d ev e lop in g , d ir e c t in g , and con ­

t r o l l in g  a l l  phases o f  employee com pensation and methods
«21o f  rem uneration.

19I b i d . ,  p . 3k-

^ " U n iv e r s ity  o f  Colorado M edical Center S ta f f  
C la s s i f i c a t io n  and Pav P la n ,"  Ju ly  1 , 1961, Schedule B, 
p . 1 . (M im eographed.)

21Langsner and Z o l l i t s c h ,  0£ . c i t . ,  p . 1 .
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C o lle c t iv e  b a rg a in in g . C o lle c t iv e  barga in ing  was 

the ’’ p ro cess  whereby re p re se n ta tiv e s  o f  employees n ego- 

ia te  w ith  em ployers to  ob ta in  a signed co n tra c t  coverin g

s a la r ie s ,  hours, and oth er terms o f  employment m utually
22agreeab le  to  em ployees and the em ployer.”

P ro fe s s io n a l p o s i t i o n . P ro fe s s io n a l p o s it io n s  a t 

the M edical Center Included  ” a l l  c l a s s i f i e d  p o s it io n s  hav­

in g  a general scope o f  d u tie s  and r e s p o n s ib i l i t ie s  which 

requ ired  p r o fe s s io n a l tra in in g  o f  u n iv e rs ity  g ra d e .” 2^

A dm in istrative  p o s i t i o n . A dm in istrative p o s it io n s  

a t the M edical Center in clu ded  ’’ a l l  c l a s s i f i e d  p o s it io n s  

having d u tie s  and r e s p o n s ib i l i t i e s  which in v o lv e  adm inis­

tra t io n  and su p erv is ion  in  the management and d ir e c t io n  o f  

a department or a m ajor d iv is io n  o f  a departm ent.” 2^

I I I .  ORGANIZATION OP REMAINDER OP THESIS

Chapter I I  con ta in s a review  o f  the l i t e r a t u r e  r e ­

garding wage and sa la ry  programs, th e ir  use in  h o s p ita ls  

and th e ir  e f f e c t  upon nursing  se rv ice  s a la r ie s .  Chapter I I I  

i s  a d e s c r ip t io n  o f  the m ethodology used in  c o l le c t in g  data

22m"A G lossary  o f  In d u s tr ia l R e la tion s  Terms,” p r e ­
pared by the s t a f f  o f  the Economic S e cu r ity  U nit, American 
Nurses* A s s o c ia t io n , The American Journal o f  N ursing.
6 1 :9 7 , March, 1961. ---------------------

- '"S ta f f  Personnel P o l ic i e s  o f  the U n iv ers ity  o f  
C olorado” (R evised  1959 ). S ection  2 . 1 . 1 .

2^ I b id . ,  S ection  2 .1 .2 .
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and preparin g  the t h e s is .  Chapter IV in c lu d e s  (1 )  a b r ie f  

h is t o r y  cov er in g  m ajor changes in  the wage and sa la ry  p r o ­

gram at the U n iv ers ity  o f  Colorado M edical Center, (2 )  a 

comparison o f  n u rsing  se rv ice  beginning sa la ry  changes to  

changes in  beginn ing s a la r ie s  o f  oth er se le c te d  p o s it io n s  

a t the M edical C enter, and (3 )  a d iscu ss io n  o f  the 195>7 

jo b  a n a ly s is  and jo b  eva lu a tion  study at the M edical Center 

w ith  i t s  e f f e c t s  upon beginning s a la r ie s  f o r  the s e le c te d  

p o s it io n s  stu d ied . Chapter V i s  the summary o f  f in d in g s , 

co n c lu s io n s  and recommendations f o r  fu rth e r  study.



CHAPTER II

REVIEW OF LITERATURE

The review  o f  l i t e r a t u r e  was d iv id ed  in to  three 

phases. The f i r s t  phase was a review  o f  l i t e r a t u r e  about 

wage and sa la ry  a d m in istra tion , job  a n a ly s is  and jo b  e v a l­

uation  to  determ ine methods used in  in d u stry . The second 

phase was a review  o f  h o s p ita l l i t e r a t u r e  in  which in f o r ­

mation was sought regard in g  a p p lica t io n  o f  in d u s tr ia l  

methods o f  wage and sa la ry  adm in istra tion  to  h o s p ita ls .

The th ird  phase was a review  o f  nursing  l i t e r a t u r e  to  f in d  

r e fe re n ce s  regard in g  the e f f e c t  wage and sa la ry  programs 

have had upon n u rsing  se rv ice  s a la r ie s .

I .  WAGE AND SALARY PROGRAMS IN INDUSTRY

Wage and sa la ry  adm in istra tion  has been d e fin ed  a s :

A management fu n ction  that in v o lv e s  p lan n ing , 
d ev e lop in g , d ir e c t in g  and c o n t r o l l in g  a l l  phases o f  
employee com pensation and methods o f  rem uneration.
I t  aims to compensate each employee adequately  and 
e q u ita b ly  as a b a s is  f o r  s a t is fa c t o r y  em ployer- 
employee r e la t io n s .  1

In form ation  was sought about methods used by in du s­

try  to  determ ine ( 1 ) the value o f  an in d iv id u a l job  and 

( 2 ) the adequate and eq u ita b le  wage f o r  the jo b .

Methods o f  jo b  e v a lu a t io n . Methods used in  jo b

•^Adolph Langsner and H erbert Z o l l i t s c h ,  Wage and 
S alary A dm in istration  (C in c in n a t i: South-W estern PuV ~ 
l is h in g  Company, 1961), p . 1 .
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ev a lu a tion  in  in d u stry  had va r ied  from a simple ranking

a ccord in g  to  the worth o f  a t o t a l  jo b  to  a w e ig h ted -in -
2p o in ts  method o f  ev a lu a tion .

Ranking, the s im plest and the o ld e s t  method used to 

determine the value o f  a jo b ,  was con sid ered  to  be extrem e­

l y  s u b je c t iv e  w ith  no d e f in it e  s tru ctu ra l b a s is .^  I t  con ­

s is te d  o f  a study o f  the jo b s  in  an in d u stry  in  which a l l  

jo b s  were ranked in  order a ccord in g  to  th e ir  im portance to 

the in d u stry . The wages assigned  depended la r g e ly  on 

” goin g” s a la r ie s  f o r  s im ila r  jobs.^" This method was used 

s u c c e s s fu l ly  in  sm all shops and o f f i c e s .

The jo b  c la s s i f i c a t i o n  method or  jo b  grading method 

grew out o f  the ranking method. Rather than ranking a l l  

p o s it io n s  in  an in d u stry  in  order o f  im portance, a number 

o f  predeterm ined c la s s e s  or  grades were s e le c te d . Jobs or  

p o s it io n s  were then analyzed and p la ced  in to  the c la s s e s  or 

grades. Thus an in d u stry  w ith s e v e n ty -fiv e  jo b s  which 

would have had se v e n ty -f iv e  jo b  ranks under the ranking 

method cou ld  se t  up a c l a s s i f i c a t i o n  method w ith twenty 

c la s s e s  or  grades and assign  the s e v e n ty -f iv e  jo b s  to  the

2Charles ¥. L y t le , Job E valuation  Methods (New 
York: The Ronald Press Company, 19i{.6), pp. 32-50.

^Langsner and Z o l l i t s c h ,  0£ . c l t . , p . IJ4.6 .

^ Ib id .

^I b id . t pp. II4.6 - I 5 0 .

I
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twenty c la s s e s .  C la s s i f ic a t io n  p laced  no l im it  on the 

number o f  p o s it io n s  in  each c la s s .

A fa ctor-com p a rison  method o f  jo b  eva lu ation  was 

in trodu ced  in  1926. In th is  method, sev era l key job s  that 

represen ted  a c ro s s  se c t io n  o f  a l l  jo b s  in  the in d u stry  

were s e le c te d  f o r  i n i t i a l  study. The key jo b s  were analyzed 

and com parisons were made on f iv e  fa c t o r s :  ( 1 ) mental r e ­

quirem ents, ( 2 ) s k i l l  requirem ents, ( 3 ) p h y s ica l re q u ire ­

ments, ( I4.) r e s p o n s ib i l i t y ,  and ( 5 ) working c o n d it io n s .

A fte r  determ ining the r e la t iv e  value o f  the fa c t o r s  f o r  an 

in d iv id u a l key jo b ,  the cu rren t wage f o r  the jo b  was d i ­

v ided  among the f iv e  f a c t o r s .  Por example, a p o s it io n  cu r ­

r e n t ly  r e c e iv in g  one d o l la r  an hour might have had a fa c to r  

comparison which in d ica te d  that the mental requirem ents 

were worth ten cen ts  an hour, the s k i l l  requirem ents worth 

f i f t y  cen ts  an hour, e t c .  The money values assigned  fa c to r s

in  key jo b s  served as a guide f o r  eva lu atin g  a l l  oth er job s
6in  the in d u stry .

The fo u rth  method o f  jo b  eva lu ation  was the p o in t  

method. The p o in t  method d i f f e r e d  from the fa c to r -co m p a r i­

son method in  that i t  d id  n o t  l im it  the number o f  fa c to r s  

used f o r  e v a lu a tio n . S k i l l ,  e f f o r t ,  r e s p o n s ib i l i t y  and 

jo b  co n d it io n s  were fo u r  w idely  accepted  fa c to r s  which had

6I b id . ,  pp. 150- 153 .
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been fu rth e r  subdivided  in to  sev era l oth er fa c t o r s  a cco rd ­

in g  to  the com plex ity  o f  jo b s  being  stu d ied . Once the 

fa c t o r s  which were to  be con sid ered  in  a jo b  eva lu ation  had

been determ ined, each fa c t o r  was d iv id ed  in to  sev era l de - 
7g re e s . In a s t r a ig h t  p o in t  method, a l l  fa c to r s  used were

con sid ered  to  be o f  equal im portance. In a w e ig h ted -in -

p o in ts  method, the number o f  p o in ts  v a r ied  accord in g  to

the r e la t iv e  im portance o f  the fa c t o r  in  r e la t io n  to  the 
8oth er fa c t o r s .  Thus the f i r s t  degree o f  the fa c t o r  ” s k i l l *1

may have had more assigned  p o in ts  than the f i r s t  degree o f

the fa c t o r  11 e f f o r t ” because in  the in d u stry  where jo b s  were

bein g  evaluated  s k i l l  was con sid ered  more im portant than

the e f f o r t  req u ired  to  perform  the jo b .

Langsner and Z o l l i t s c h  sta ted  th a t the p o in t  method

had gained the w idest acceptance as a means o f  jo b  eva lu a - 
9

t io n . In a d is cu ss io n  o f  the advantages o f  the p o in t  

method, they  saids

The p o in t  method i s  bein g  recogn ized  as le s s  
s u b je c t iv e  in  ra t in g  than any o th er  method, s in ce  
d e f in it io n  o f  su b fa ctors  and the d iv is io n  in to  
c le a r ly  d e fin ed  degrees are i t s  main fe a tu re s .
The b a s ic  fa c t o r s  lend them selves to  su b d iv is ion s  
that are sm all enough w ithout being too  narrow 
in  th e ir  in te r p r e ta t io n , and la rg e  enough n ot to

7see example given  on pages

^Langsner and Z o l l i t s c h ,  0£ . c i t . ,  pp. 15I4.-1 5 7 .

9I b i d . ,  p . 156 .
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be cumbersome or  I n f le x ib le .  D iv is io n  o f  the 
b a s ic  fa c to r s  in to  f iv e  to  e ig h t  degrees perm its 
the r a te r  to  judge q u ick ly , n ev erth e le ss  c a r e ­
f u l l y ,  to  avoid  d iscr im in a tio n s  and in e q u it ie s .

By ev a lu a tin g  the jo b  independently  o f  money 
r a te s , the a n a lyst o r  ra te r  i s  n o t  in flu en ced  by 
any pressu re from un ions, w orkers, o r  management.
A fte r  the number o f  p o in ts  has been assigned  a 
jo b  on an eq u ita b le  r a t in g , the number remains 
s t a t i c  u n t i l  the jo b  i s  changed. Bargaining f o r  
w age-ba se-ra tes i s  e a s i ly  accom plished s in ce  the 
jo b  ev a lu a tion  con tin u es as a measuring s t ic k .™

These fou r  methods o f  jo b  ev a lu a tion , ranking, 

c l a s s i f i c a t i o n ,  fa ctor-com p a rison  and p o in t  method, had 

been used in  in d u stry  to  evaluate jo b s  and a rr iv e  at wage 

and sa la ry  r a te s .

P rocess o f  jo b  e v a lu a tio n . What steps were fo llow ed  

by in d u stry  when a jo b  eva lu ation  was done? B elcher l i s t e d  

the fo llo w in g  f iv e  s te p s :

1 . Through the p ro cess  o f  jo b  a n a ly s is , fa c t s  
regard in g  the d u tie s  and r e s p o n s ib i l i t ie s  
o f  the jo b  are ob ta in ed , togeth er w ith in ­
form ation  regard in g  worker requirem ents f o r  
su c ce s s fu l perform ance o f  the jo b .

2 . The n ext step in  jo b  eva lu ation  i s  d ec id in g  
what the o rg a n iza tion  wis  paying f o r ” and 
c o n s is ts  o f  determ ining what fa c t o r  or  
fa c to r s  p la ce  one jo b  a t  a h igh er le v e l  in  
the jo b  h iera rch y  than another, and thus at 
a h igh er ra te  o f  pay.

3 . The th ird  step in  jo b  eva lu ation  in v o lv e s  
e ith e r  d eve lop in g  or ch oosin g  a system f o r  
a p p ra isa l o f  the jo b s  in  the orga n iza tion

10I b id . , p . 158 .
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a ccord in g  to  the fa c t o r  o r  fa c t o r s  chosen.

I4.. The fo u r th  step i s  making use o f  the 
system to  evaluate jo b s .

S* The f in a l  step i s  p r ic in g  the lob  stru ctu re  
to  a rr iv e  a t  a wage s t r u c t u r e . i l

M ichael d id  the jo b  a n a ly s is  a f t e r  he had e s ta b ­

l is h e d  the fa c t o r s  by which jo b s  would be evaluated . 

M ichael a ls o  suggested th at jo b  values determ ined by e v a l­

uation  should be compared to  cu rre n t ly  pa id  wages. He b e ­

l ie v e d  that the ev a lu a tion  should be review ed i f  marked 

d i f fe r e n c e s  were found between cu rren t wages and the jo b  

va lu es e s ta b lish e d  by e v a lu a t io n .^

Langsner and Z o l l i t s c h  l i s t e d  fou rteen  steps in  jo b  

e v a lu a tio n . The f i r s t  nine steps were p reparation  f o r  the 

a n a ly s is  o f  jo b s . They emphasized the need fo r  ob ta in in g  

t o ta l  coop era tion  beginn ing w ith  top management and in c lu d ­

in g  the workers and union members. P reparation  o f  an o ccu ­

p a tio n a l c l a s s i f i c a t i o n ,  d e c is io n  on the number o f  fa c to r s  

w ith  d e f in it io n s  f o r  each degree o f  the fa c t o r s ,  and 

p rep ara tion  o f  a manual to  be used in  jo b  a n a ly s is  and 

ra t in g  preceded the a ctu a l a n a ly s is  o f  the jo b s . A fte r  the 

jo b s  had been analyzed and jo b  d e s c r ip t io n s  w r itte n , money

13-David W. B elch er, Wage and S alary  A dm in istration  
(New York: P re n t ic e -H a ll, I n c . ,  1955)> PP* 130-132.

12L ion e l B. M ichael, Wage and Salary Fundamentals 
and Procedures (New York: McGraw-Hill Book Company, I n c . ,  
19 5 0 ), pp. 05, 86.
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va lu es were assigned  to  the jo b s  in  accordance w ith union
13agreements o r  a wage survey.

Mage d eterm in a tion . The goa l o f  jo b  eva lu ation  in

a wage and sa la ry  program was to  determine the wages which

would adequately  and eq u ita b ly  compensate the in d iv id u a l 
111em ployee. What determ ined the amount o f  money pa id  fo r

a s p e c i f i c  job ?  B elcher sa id  th a t:

Wage le v e l  determ ination  fo r  a s p e c i f i c  
o rg a n iza tion  i s  a decision -m aking  p ro ce s s . The 
d e c is io n  i s  reached u n ila te r a l ly  in  the case o f  
the nonunion em ployer, a t  the bargain ing  ta b le  
in  the case o f  the union em ployer. In e ith e r  
ca se , a number o f  fa c to r s  in flu e n ce  the d e c is io n  
reached . . . . ^

B elcher b e lie v e d  that com parative wage ra tes  probab ly

had the g re a te s t  in flu e n ce  on wages. Langsner and

Z o l l i t s c h  sta ted  that both  unions and management have used

a wage survey o f  comparable jo b s  in  s im ila r  in d u s tr ie s  to

help  in  determ ining th e ir  own beginning s a la r ie s .1  ̂ They

l i s t e d  as p a rt  o f  the p rocess  o f  eva lu ation  the assignment

o f  money va lu es to  jo b s  " in  accordance w ith  union a gree -

^L an gsn er and Z o l l i t s c h ,  0£ . c i t . , pp. 170,

ll^ Ib id ., p . 1 .

■^Belcher, 0£ . c i t . , p . 120. 

l 6I b id .

■^Langsner and Z o l l i t s c h ,  o p . c i t . , p . 287.
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ments o r  wage su rveys.

In a d d ition  to  com parative wage r a te s , B elcher 

l i s t e d  s ix  o th er  c r i t e r i a  which in flu en ced  wages. These 

w ere: ( 1 ) c o s t  o f  l i v in g ,  ( 2 ) a b i l i t y  to  pay, ( 3 ) produ c­

t i v i t y ,  (ij.) union p ressu res  and union s c a le s , ( 5 ) la b o r  sup-
19p ly ,  and ( 6 ) purchasing power. When they d iscu ssed  the 

assignment o f  a d e f in it e  sa la ry  to  an evaluated  su p e rv is ­

ory  p o s it io n ,  Langsner and Z o l l i t s c h  l i s t e d  the fo llo w in g  

fa c t o r s  which would a f f e c t  the wages:

. . . what the la b o r  supply and demand are j what 
com p etitors  are pay in g ; the p r o f i t a b i l i t y  o f  the 
b u s in ess ; geograp h ica l lo c a t io n ;  how im portant 
the jo b  i s ;  and what com pensation i s  being  r e -  
c e iv e d ^ o r  jo b s  above and below the su p erv isors  
l e v e l .

The wage and sa la ry  programs in  in d u stry  have be­

come very  com plex. They have progressed  from a com parative­

l y  simple ranking o f  jo b s  to  a program o f  jo b  a n a ly s is  and 

jo b  ev a lu a tion  which lea d s  to  wage determ in ation . Could 

these procedu res be adapted to  the h o s p ita l in d u stry  to 

p rov id e  a wage and sa la ry  program f o r  h o s p ita l personn el?

I I .  WAGE AND SALARY PROGRAMS IN HOSPITALS

The use o f  organized  wage and sa la ry  programs in

l 8I b id . ,  p . 1? 0 .
19B elch er, 0£ . c i t . , p . 120 .
pn

Langsner and Z o l l i t s c h ,  o£ . c i t . , p . 6i*JL.
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h o s p ita ls  appeared to  have in crea sed  in  recen t years. Sev­

e ra l reasons f o r  the use o f  newer techniques f o r  wage de­

term ination  in  h o s p ita ls  were id e n t i f ie d .  Problems that 

were unique to  the h o s p ita l f i e l d  were a lso  d iscu ssed  in  

the l i t e r a t u r e  review ed.

In trod u ction  o f  wage and sa la ry  programs in  h os­

p i t a l s . In September 1956, the House o f  D elegates o f  the 

American H osp ita l A sso c ia t io n  approved p o l i c i e s  on "H osp i- 

t a l  Management-Employee R e la t io n s4' which sa id  in  p a r t :

Modern h o s p ita l management i s  s t r iv in g  to  p r o ­
v ide  f o r  a l l  em ployees com pensation, working 
co n d it io n s  and oth er person n el p r a c t ic e s  at le a s t  
at le v e ls  p r e v a ilin g  f o r  eq u iva len t work in  the
community. 21

Among the s p e c i f i c  personnel p r a c t ic e s  l i s t e d  in  

the p o l i c i e s  was a statem ent that h o s p ita ls  s t r iv e  to  make

i t  a p r a c t ic e  to  apply te s te d  methods f o r  the se t t in g  o f
22proper s a la r ie s  and wages f o r  jo b s .

Lewine commented in  a 1957 American H osp ita l A s so c ia ­

t io n  re p o r t  on p erson n el that in crea sed  in te r e s t  in  wage

and sa la ry  a d m in istra tion  had produced in crea sed  in te r e s t
23in  jo b  ev a lu a tion . He a ls o  sta ted  that these techniques

21American H osp ita l A s s o c ia t io n , "An American Hos­
p i t a l  A sso c ia t io n  Statement on H osp ita l Management-Employee 
R e la t io n s ,"  (C h ica go : American H osp ita l A s so c ia t io n , P er­
sonnel R e la tion s  S e r ie s , Number 1 , March 1957)*

22Ib id .

2^Sidney Lewine, "P e rso n n e l,"  H osp ita ls , J .A .H .A .,
32 :78 , A p r il  16, 1958.
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were n o t  new to  h o s p ita ls  but that p rev iou s experience had 

shown e ith e r  a ’’ bogging down” or a " s t a r t  and stop** p r o ­

g r e s s i o n .^

I t  appeared that the con cept o f  wage and sa la ry  ad­

m in is tra tio n  which in clu ded  a program o f  job  a n a ly s is  and 

jo b  ev a lu a tion  was n ot new to  the h o s p ita l f i e l d  but was a 

con cept th at had re ce iv e d  in crea sed  a tte n tio n  in  the past 

f iv e  to  ten y ea rs .

Reasons f o r  in tro d u ct io n  o f  program s. B a iley  a t t r i ­

buted the growth o f  the in te r e s t  o f  h o s p ita ls  in  the wage 

and sa la ry  program to  the in crea sed  re co g n it io n  o f  the fa c t  

that h o s p ita l s a la r ie s  were low er then those o f  in d u stry  

and to  the re co g n it io n  o f  h o s p ita ls  as a m ajor in d u s t r y .^  

Lewine p o in ted  to  the th rea t o f  union a c t iv i t y  which he con ­

sid ered  an im p e llin g  fo r c e  f o r  a c t io n  on the p a rt o f  h os -
26p i t a l s .  During 1959 many h o s p ita l adm in istrators had 

changed th e ir  approach to  u n io n iz a tio n .

This more mature approach has in clu d ed  the 
acceptance o f  the fa c t  that o p p o s it io n  to  c o l l e c ­
t iv e  barga in ing  r ig h ts  f o r  h o s p ita l employees 
Imposes on the h o s p ita l em ployer an even g rea ter

2^ Ib id .

2%orraan D. B a ile y , H osp ita l Personnel A dm inistra­
t o r  vBerwyn, I l l i n o i s :  P h y s ic ia n s ’ Record Company, 1959), 
p . 137*

26Sidney Lewine, "Annual A dm in istrative Reviews: 
p e rs o n n e l,"  H o s p ita ls , J .A .H .A . ,  35 :138, A p r il 16, 1961.
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r e s p o n s ib i l i t y  to  m aintain proper wage schedules 
and person n el p r a c t ic e s .  . . .^7

The l i t e r a t u r e  revea led  that growth o f  the h o s p ita l 

in d u stry , r e co g n it io n  o f  sub-standard wage ra te s  in  h os­

p i t a l s  and the th rea t o f  union a c t iv i t y  were among the 

fa c to r s  which had in flu en ced  a growing in te r e s t  in  wage 

and sa la ry  programs among h o s p ita l a d m in istra tors .

Problems unique to  h o s p it a ls . B a iley  ou tlin ed  a 

program o f  jo b  a n a ly s is , jo b  eva lu a tion  and wage determ ina­

t io n  f o r  h o s p ita ls  that was very  s im ila r  to  the in d u s tr ia l
pO

program s. However, he p o in ted  out the fo llo w in g  p rob ­

lems w ith in  the h o s p ita l f i e l d :  ( 1 ) the wide range o f  jo b s

in  h o s p ita ls  in crea sed  the number o f  in d iv id u a l a n a lyses,

( 2 ) there was no standard nom enclature f o r  h o s p ita l p o s i ­

t io n s  so that jo b  t i t l e s  d id  n ot n e c e s s a r ily  d e fin e  job  

con ten t, ( 3 ) jo b s  va r ied  a ccord in g  to  lo c a t io n ,  s iz e , and 

type o f  h o s p it a ls ,  (if) sm aller h o s p ita ls  o fte n  combined 

jo b s , ( 5 ) there were no e s ta b lish e d  standards o f  p rod u ction , 

( 6 ) there was a p r o l i f e r a t io n  o f  jo b s  in  h o s p ita ls  which 

were n o t  r e la te d  to  o th er jo b s , and ( 7 ) demand f o r  se rv ice
29 ' -was u n p red icta b le .

Another m ajor d i f fe r e n c e  between h o s p ita ls  and most

27I b id . ,  p . llfO.

2® B ailey, o p . c i t . ,  pp . 170> 171*

29I b id .
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in d u s tr ie s  was the h igh er r a t io  o f  p r o fe s s io n a lly  educated

and h ig h ly  tra in ed  personn el to  u n sk illed  person n el needed
30in  a modern h o s p ita l .

In sp ite  o f  the problem s, some h o s p ita ls  reported

in s t a l la t io n  o f  wage and sa la ry  programs in  which they had
31used methods s im ila r  to  those used in  in d u stry . Some o f

the h o s p ita ls  used a m o d ifica t io n  o f  the in d u s tr ia l method
32because o f  the c o s t  o f  an ex ten sive  jo b  ev a lu a tion .

I I I .  THE EFFECT OF WAGE AND SALARY PROGRAMS UPON 

NURSING SERVICE SALARIES

Although is su e s  o f  h o s p ita l and nursing  jou rn a ls  f o r  

the years 1952 to  1962 were review ed, l i t t l e  in form ation  

was found regard in g  the e f f e c t  which wage and sa la ry  p r o ­

grams had had upon nursing  se rv ice  s a la r ie s .  Two o f  the 

a r t i c l e s  in  h o s p ita l  magazines in clu ded  a ch art o f  the 

n u rsing  se rv ice  pay grades and s a la r ie s  which had re su lte d  

from th e ir  wage and sa la ry  programs but d id  n o t  in d ica te  

whether the s a la r ie s  represen ted  an in crea se  over p rev iou s

3°C larence W. B ushnell, ” The Three Dimensions o f  
Personnel C o s ts ,” H o sp ita ls , J .A .H .A . , 36:1+6, January 1, 1962.

3^Paul K e lse r , ’’ This Planned S alary  Program Gives 
A l l  Employees a F a ir  S hare,” The Modem H o sp ita l, 9i+:88, 
May, 1950; and ” H osp ita l Reduces Rates A fte r  In crea sin g  
W ages,” H o s p ita ls , J .A .H .A . , 32 :111, O ctober, 1958.

3 ^ L e ste r  M. B oraste in  and J . A. Rosenkrantz, ” This 
Wage and S alary  Program i s  Easy to  A p p ly ,” H osp ita ls , 
J .A .H .A ., 35 :32 , A p r il 1 , 1961.
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s a la r ie s .

Nursing apparen tly  had n ot been g re a t ly  in vo lved  in

a study o f  wage and sa la ry  a d m in istra tion . However, the

American N urses ' A sso c ia t io n  had two programs that cou ld

have con tr ib u ted  to  the wage and sa la ry  programs in  h o s p i­
t a l s .

In 191^6, the American N urses' A ssoc ia tion  had e s ta b ­

lis h e d  an economic s e c u r ity  program " t o  improve the employ­

ment co n d it io n s  o f  nurses through group a c t io n ." 3^ Through 

the s ta te  n u rse s ' a s s o c ia t io n s , the American N urses' A ssoc­

ia t io n  had prov ided  guidance to  nurses who were attem pting 

to  b rin g  about improvements in  s a la r ie s  and working co n d i­

t io n s . In some in s ta n ce s , when the sta te  nurses* a s s o c ia ­

t io n  had served as a barga in ing  agent, c o n tra c ts  had been 

n eg o tia ted  f o r  nurses employed in  h o s p it a ls .3^As a p a rt o f  

the economic s e c u r ity  program, many sta te  a s s o c ia t io n s  had 

adopted minimum standards o f  employment. 36 These standards 

were a v a ila b le  to  anyone who d es ired  to  know the op in ion s

33

hn_  h t ^ S 1 f 6i f f r » S il* *  P* 92; and Robert A. Brad- 
5  * 4. ^ « a n Answers the 65-Cent Question fo r
H osp ita ls , H o sp ita ls , J .A .H .A . t 31J34, August 16, 1957.

^B arbara  G. S chu tt, "The ANA Economic S ecu r ity

S555: ^  ^
35m Gretchen Gerds and Adele H erw itz, 11 ANA f o r  Us

a *  k
36

Barbara G. S chu tt, o£ . c i t . ,  p . 521.
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expressed by nurses regard in g  th e ir  minimum wages and p e r ­

sonnel standards.

Another program o f  the American N urses' A ssoc ia tion  

had produced m ateria l which was a v a ila b le  to  a id  in  wage 

and sa la ry  program s. In 1952, the American N urses' A s so c ia ­

t io n  had e s ta b lish e d  com m ittees to  d e fin e  the fu n c t io n s , 

standards, and q u a l i f ic a t io n s  f o r  p r a c t ic e  in  the v a r iou s  

n u rsin g  p o s it io n s .  O f f i c i a l  statem ents o f  fu n c t io n s , stand­

ards and q u a l i f ic a t io n s  were adopted by the s e c t io n s  o f  the 

American N urses ' A s so c ia t io n  during the 195^-1956 b ie n ­

nium. 37 Those statem ents were a v a ila b le  to  persons who 

were doing jo b  analyses o f  n u rsing  p o s it io n s .  They would 

have aided in  determ ining whether or n ot the fu n ction s  

bein g  perform ed by nurses in  a given h o s p ita l were a c tu a lly  

the fu n ctio n s  which a r e g is te re d  nurse in  that p o s it io n  

should perform .

Although p r o fe s s io n a l nurses had stud ied  th e ir  fu n c­

t io n s  and had been in te r e s te d  in  economic s e c u r ity , the 

l i t e r a t u r e  in d ica te d  that they had ju s t  begun to  be in t e r ­

ested  in  jo b  a n a ly s is  as a means o f  determ ining s a la r ie s . 

There was one re p o r t  in  a 1961 nursing  jou rn a l o f  the use

37American N urses ' A s s o c ia t io n , P a st , Present and 
Future o f  FS&Q (A Guide f o r  the In te rp re ta t io n  and Im ple­
m entation o f  the Statements o f  F u nction s, Standards, and 
Q u a lif ic a t io n s  f o r  P r a c t ic e , New Yorks American N urses' 
A s s o c ia t io n , 1957)> P* !•
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o f  jo b  a n a ly s is  to  id e n t i fy  d i f fe r e n c e s  in  p o s it io n s  w ith ­

in  a n u rsin g  s e r v ic e . The study had re s u lte d  in  some 

sa la ry  changes.

At a December I960 con feren ce  on economic s e c u r ity ,

R is le y  t o ld  the assembled nursing  lea d ers  that*

. . .a  great deal o f  a tten tion  i s  being g iven  to 
d eve lop in g  jo b  eva lu a tion  program s, to  using a 
jo b  c l a s s i f i c a t i o n  p la n --th a t  i s ,  arranging a 
stru ctu re  o f  jo b s  based on r e s p o n s ib i l i t y ,  s k i l l  
requirem ents, jo b  demands, e t c .  From the p o in t  
o f  view  o f  the nu rse, the development o f  a jo b  
stru ctu re  based on r e s p o n s ib i l i t ie s  and elem ents 
o f  jo b  a p p ra isa l should , I  th in k , lea d  to  a more 
eq u ita b le  re tu rn . Such a wage program pegs 
h o s p ita l wages more c l o s e ly  to those e x is t in g  
in  ou tsid e  occu p a tion s and i s  one way o f  e s ta b ­
l is h in g  a more r e a l i s t i c  b a s is  f o r  wages w ithin  
h o s p i t a ls .39

IV. SUMMARY

The review  o f  the l i t e r a t u r e  had id e n t i f ie d  fo u r  

methods used by in d u stry  in  the a n a ly s is  and eva lu ation  o f  

jo b s . Those methods were ( 1 ) ranking, (2 ) c l a s s i f i c a t i o n ,

(3 )  fa c to r -co m p a r iso n , and (ij.) p o in t  method. F ollow ing 

e v a lu a tio n , oth er fa c to r s  such as com parative wage r a te s , 

la b or  supply , and union p ressu res  were con sid ered  in

38Donald D. A insw orth, "M easuring R e s p o n s ib il it ie s  in  
Nursing P o s it io n s ,"  The American Journal o f  N ursing. 6 l :6 9 . 
December, 1961. ------------------------------ -

39Robert F. R is le y , "Panel o f  F actors in  Personnel 
A dm in istration  in  H o s p ita ls ,"  American Nurses* A ssoc ia tion  
Economic S e cu r ity  Conference December  5-9> I960 (New York: 
American Nurses* A s s o c ia t io n , O ctober, 1961), p . 52.
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determ ining the wages f o r  an in d iv id u a l jo b .

Methods s im ila r  to  those used by in d u stry  have been 

used in  some h o s p ita ls  to  e s ta b lis h  wage and sa la ry  p r o ­

grams. The e f f e c t  o f  such programs upon nu rsing  se rv ice  

s a la r ie s  had n ot been rep orted .



CHAPTER III

METHOD

The p o s it io n s  a t the U n iv ers ity  o f  Colorado M edical 

Center were c l a s s i f i e d  and assigned  to  pay grades fo llo w in g  

a jo b  study done by the P u b lic  A dm in istration  S erv ice  in  

191+7-191+8. ̂  S ince that tim e, sev era l s t a f f  c la s s i f i c a t i o n  

and pay p lan s had been issu ed  f o r  the M edical Center which 

l i s t e d  the jo b  c l a s s i f i c a t i o n ,  the pay grade o f  each p o s i ­

t io n  and the sa la ry  range f o r  each pay grade. A copy o f  

each c la s s i f i c a t i o n  and pay plan was p laced  in  a " F i le  on 

M edical Center Pay S ca les  Since 19^8" which was kept in  

the Personnel O ff ic e  a t  the M edical Center. A second jo b  

c la s s i f i c a t i o n  study was made at the M edical Center in

1957-2
The U n iv ers ity  o f  Colorado Board o f  Regents was the 

ad m in istra tive  body re sp on s ib le  f o r  the t o t a l  U n iv ersity  

program. A l l  changes in  c la s s i f i c a t i o n  and pay p lan s were

^U n iv ers ity  o f  C olorado P o s it io n  C la s s i f ic a t io n  
Plan (A Report Prepared by the P u b lic  A dm in istration  
S erv ice  o f  C hicago, 191+8) (D u p lica te d .)

^"Recommended S t a f f  C la s s i f ic a t io n  and Compensation 
Program fo r  the U n iv ers ity  o f  Colorado M edical Center, 
Denver" (An Unpublished Report o f  a Study D irected  by 
Leota Pekrul and O tis  L ip streu , 1957).
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presented  to  the Regents f o r  approval.

Method s e le c t e d . The h i s t o r i c a l  method o f  research  

was s e le c te d  f o r  th is  p r o je c t  sin ce  the aim was to  tra ce  

the p rog ress  o f  the wage and sa la ry  program through severa l 

y ea rs .

P rocedu re. An in terv iew  w ith the personn el o f f i c e r  

o f  the M edical Center was conducted to  a sce r ta in  what m ater­

i a l s  were a v a ila b le  f o r  study. Having been assured the f u l l  

coop era tion  o f  the personn el o f f i c e r  and granted a ccess to  

a l l  re cord s  regard in g  p o s it io n  c la s s i f i c a t i o n  and wage and 

sa la ry  p lan s in  the person n el department, a pre lim in ary  

study was begun. The p re lim in a ry  study was ca rr ie d  out to  

determ ine (1 )  the ex ten t o f  a v a ila b le  in form ation  and (2 ) 

those p o s it io n s  w ith in  the h o s p ita l which cou ld , f o r  the 

purposes o f  th is  study, be compared w ith nursing se rv ice  

p o s it io n s .

A fte r  rev iew in g  the m a ter ia l, i t  was decided  to  l im it  

the study to  a ten -yea r p e r io d  from 1952 through 1961. S ix  

nursing  se rv ice  p o s it io n s  were se le c te d  f o r  study. These 

were (1 )  H osp ita l A ttendant, (2 )  P r a c t ic a l  Nurse, (3 )  Grad­

uate S t a f f  Nurse, ( 14.) Head Nurse, (5 )  C lin ic a l  S u pervisor, 

and (6 )  D ire c to r  o f  Nursing S e rv ice . While sev era l nursing  

se rv ice  p o s it io n s  were e lim in ated  from the study, these s ix

^Throughout the remainder o f  th is  t h e s is ,  ’’Regents'1 
s h a ll mean the U n iv ers ity  o f  Colorado Board o f  Regents.

3
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p o s it io n s  rev ea led  the sa la ry  range between the low est and 

h ig h est p o s it io n s  in  n u rsing  se rv ice  over the years at the 

M edical Center.*4" The study o f  beginning s a la r ie s  f o r  th is  

group showed changes w ith in  n u rsing  se rv ice  s a la r ie s  during 

the ten -y ea r  p er iod  which were compared w ith  such changes 

f o r  s e le c te d  non -nursing p o s it io n s .

C r ite r ia  f o r  ch o ice  o f  p o s it io n s  f o r  comparison w ith 

nu rsing  se rv ice  p o s it io n s  w ere:

1. The p o s it io n  was c l a s s i f i e d  in  the same pay 

grade a t some time during the ten y ea rs .

2. The p o s it io n  was one that would u su a lly  be found 

in  a h o s p it a l .

3* A comparable p o s it io n  might be found in  a business 

or  in d u stry  ou tsid e  the h o s p ita l  in d u stry .

I t  was decided  to  compare each o f  the s ix  nursing 

s e rv ice  p o s it io n s  w ith  two non -nursing  p o s it io n s .  The 

fo llo w in g  p o s it io n s  met the above c r i t e r i a  and were used 

f o r  com parison: ( 1 ) Clerk I  and J a n ito r  compared w ith Hos­

p i t a l  A ttendant! (2 )  Cook I  and S ecretary  I compared w ith 

P r a c t ic a l  Nurse j (3 )  X Ray T echnician  and M edical T ech nolo-

% u rs in g  S erv ice  p o s it io n s  l i s t e d  in  the ’’ U n iv ersity  
o f  Colorado M edical Center S ta f f  C la s s i f i c a t io n  and Pay 
P la n ,” Ju ly  1 , 1961, which were n ot in clu ded  in  th is  study 
w ere: A ss is ta n t  Head N urse, Nurse A n e sth e tis t  I I ,  Nurse 
S u perv isor in  Experim ental Surgery, R adiotherapy Nurse, 
Evening an d /or N ight S u p erv isor, A ss is ta n t  D ire c to r  o f  
N ursing, A sso c ia te  D ir e c to r  o f  N ursing, V is i t o r  Exchange 
Nurse, and Undergraduate Nurse.
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g i s t  I  compared w ith Graduate S ta f f  Nurse} (1̂ .) E le c tr ic ia n  

and D ie t it ia n  I  compared w ith Head Nurse; (5 )  M edical 

S o c ia l Worker I  and Accountant I  compared w ith  C lin ic a l  

S u p erv isor ; and ( 6 ) Personnel O f f i c e r  and D ire c to r  o f  Medi­

c a l  S o c ia l S erv ice  compared w ith  D ire c to r  o f  Nursing S er­

v ic e .^

C o lle c t io n  o f  d a ta * The beginning s a la r ie s  f o r  the

s e le c te d  p o s it io n s  were obta ined  from the pay p lan s issu ed

from 1952 through 1961 by the U n iv ers ity  o f  Colorado Medi- 
6c a l  Center. The Minutes o f  the Board o f  Regents were r e ­

viewed f o r  any re fe re n ce  to  the pay p la n s , in c lu d in g  

reasons f o r  changing or  n o t  changing a l l  or  p a rt o f  the 

p lan .

Personnel p o l i c i e s  were examined to  determine wheth­

er n u rsing  se rv ice  p o l i c i e s  and fr in g e  b e n e f it s  va r ied  in  

any way from those o f  the oth er groups.

The " F i le  on M edical Center Pay Scale Since 191^8, " 

was review ed f o r  oth er p e r t in e n t  in form a tion .^  When

^ P osition s  d e s c r ip t io n s  f o r  seventeen o f  these 
eighteen  p o s it io n s  at the U n iv ers ity  o f  Colorado M edical 
Center are in clu d ed  in  Appendix A. The p o s it io n  d e s c r ip ­
t io n  f o r  the p o s it io n  Personnel O f f i c e r  was n o t  w ritte n .

kpay p lan s were in clu ded  in  the ’’F i le  on M edical 
Center Pay Sca le  Since 19i|.8,M in  the Personnel Department, 
U n iv ers ity  o f  Colorado M edical Center, Denver.

^The MF ile  on M edical Center Pay Scale Since 191^8," 
in clu ded  co p ie s  o f  l e t t e r s  and memoranda which p erta in ed  
to  the wage and sa la ry  program as w e ll as co p ie s  o f  the 
pay p lan s is su e d .
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re fe re n ce s  were found to  l e g is la t iv e  a c t io n , the o r ig in a l 
b i l l  was examined.

The re p o r t  o f  the 1957 Job C la s s i f ic a t io n  Study was 
8

review ed. Beginning s a la r ie s  which were determined by 

eva lu ation  o f  jo b s  in  the study in  1957 were compared w ith 

the beginning s a la r ie s  granted in  the 1956 and 1958 pay 
p la n s .

A n a lysis  o f  d a ta . The data were presented  in  fou r  

m ajor d iv is io n s :  ( 1 ) h is t o r y  o f  the U n iv ers ity  o f  Colorado 

M edical Center wage and sa la ry  program from 1952 to  196l ;

( 2 ) comparison o f  n u rsing  se rv ice  sa la ry  changes to  changes 

in  s a la r ie s  o f  the s e le c te d  non -nursing  p o s it io n s ;  ( 3 ) the 

1957 Job C la s s i f i c a t io n  Study ev a lu a tion s o f  the p o s it io n s ;  

and (i|.) fa c to r s  o th er than jo b  eva lu a tion  which had a ffe c te d  

beginn ing s a la r ie s  a t  the M edical Center.

SUMMARY

F ollow in g  a review  o f  a v a ila b le  m ateria l in  the Medi­

c a l  Center Personnel O f f i c e ,  the h i s t o r i c a l  method was 

chosen f o r  th is  resea rch  p r o je c t .  The study in clu ded  a r e ­

view  o f  ( 1 ) wage and sa la ry  p lan s o f  the M edical Center,

( 2 ) Minutes o f  the m eetings o f  the U n iv ers ity  o f  Colorado

Off
Recommended S ta f f  C la s s i f ic a t io n  and Compensation 

Program f o r  the U n iv ers ity  o f  Colorado M edical Center, 
Denver (An Unpublished R eport o f  a Study D irected  by 
Leota Pekrul and O tis  L ip streu , 1957).
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Board o f  Regents, (3 )  re p o r ts  o f  jo b  c la s s i f i c a t i o n  stu d ies  

at the M edical C enter, (Ip) m isce llan eou s le t t e r s  and memo­

randa in clu ded  in  the ” F i le  on M edical Center Pay Scale 

Since 19i|.8,n and (5 )  l e g i s la t iv e  b i l l s  which in flu en ced  the
9

M edical Center wage and sa la ry  program.

^ L e g is la tiv e  b i l l s  reviewed were House B i l l  Number 
1+.73* P o r ty -P ir s t  General Assembly, S tate o f  C olorado; House 
B i l l  Number J+50, F orty -T h ird  General Assembly, S tate o f  
C olorado; and ” C iv i l  S erv ice  and State Em ployees,” Laws 
Passed at the F ir s t  Regular Session  o f  the F orty - Second 
General Assembly o f  the State o f  Colorado (Denver, Brad­
fo rd  -Robinson P rin tin g  Company, Published by A u th ority  o f  
George J. Baker, S ecretary  o f  S ta te , 1959), Chapter 80, 
pp. 309-313.



CHAPTER IV

WAGE AND SALARY PROGRAM OF THE UNIVERSITY 

OF COLORADO MEDICAL CENTER

The study o f  the wage and sa la ry  program o f  the Uni­

v e r s i t y  o f  Colorado M edical Center began w ith  an examina­

t io n  o f  the p lan  in  1952 and an attem pt to  id e n t i fy  f a c ­

to r s  which had determ ined the 1952 wage and sa la ry  s t r u c ­

tu re . Major changes in  the wage and sa la ry  program f o r  the 

ten -y ea r  p er io d  from 1952 through 1961 were id e n t i f ie d  and 

the fou r  y ea rs , 1952, 1955* 1958 and 1961 were chosen as 

the years that r e f le c t e d  m ajor sa la ry  changes. The years 

1952 and 1961 were chosen as the beginning and ending years 

o f  the study. The review  o f  the re cord s  showed that the 

years 1955 and 1958 r e f le c t e d  im portant changes in  the wage 

and sa la ry  program.

Beginning s a la r ie s  in  each o f  the fo u r  years fo r  

s ix  n u rsing  se rv ice  p o s it io n s  were compared w ith beginning 

s a la r ie s  f o r  twelve non -nursing p o s it io n s .  Salary  d i f f e r ­

ences and d i f fe r e n c e s  in  the percentage o f  sa la ry  in crea se s  

were then id e n t i f ie d .  Each n u rsing  se rv ice  p o s it io n  was 

compared w ith  two non -nursing  p o s it io n s  which had, at some 

time during the ten years , re ce iv e d  the same beginning 

sa la ry  as the nursing  se rv ice  p o s it io n .  R e la tion sh ip s
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w ith in  the t o t a l  group were stu d ied  by com paring, as p e r ­

centages o f  the 1952 beginn ing s a la r ie s ,  the d i f fe r e n c e s  

between the 1961 and the 1952 beginning s a la r ie s  f o r  each 

p o s it io n .  Reasons f o r  the d i f fe r e n c e s  that were id e n t i ­

f i e d  were sought w ith in  the re p o r t  o f  jo b  a n a ly s is  and job  

eva lu a tion  study made in  1957•1 When i t  was found that the 

jo b  eva lu a tion  study d id  n o t  adequately  exp la in  the changes 

which had occu rred  in  the beginn ing s a la r ie s ,  a d d it io n a l 

fa c t o r s  which had a f fe c t e d  the sa la ry  plan were sought and 

id e n t i f i e d .

I .  HISTORY OP THE MEDICAL CENTER WAGE AND 

SALARY PROGRAM

Status o f  program in  1952. A job  a n a ly s is  and jo b  

c la s s i f i c a t i o n  o f  a l l  non-academ ic p o s it io n s  on both the 

B oulder and M edical Center campuses o f  the U n iv ersity  o f  

Colorado had been com pleted by the P u b lic  A dm in istration
Q

S erv ice  in  19i|-8. In form ation  f o r  the a n a ly s is  o f  jo b s  

was obta ined  by the use o f  job  q u estion n a ires  com pleted by 

in d iv id u a l em ployees and review ed by su p erv isors  and members

^"Recommended S t a f f  C la s s i f i c a t io n  and Compensation 
Program f o r  the U n iv ers ity  o f  Colorado M edical Center, 
Denver** (An Unpublished Report o f  a Study D irected  by 
Leota Pekrul and O tis  L ip streu , 1957)*

2U n iv ers ity  o f  Colorado P o s it io n  C la s s i f ic a t io n  
Plan (A Report Prepared by the P u blic  A dm in istration  S er­
v ic e  o f  C hicago, I 9I4.8 ) .  (D u p lica te d .)
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o f  the survey s t a f f .  C la s s i f ic a t io n  o f  jo b s  was based upon

the s im i la r i t i e s  in  the nature o f  the work, the le v e l  o f

d i f f i c u l t y  and r e s p o n s ib i l i t y ,  and the requ ired  experien ce
3and tra in in g  f o r  beginn ing p erson n e l.

The c l a s s i f i c a t i o n  system prepared by the P u b lic

A dm in istration  S erv ice  had been in  use f o r  three years when

the 1952 wage and sa la ry  plan f o r  the M edical Center was

is su e d . The 1952 plan  in clu ded  c la s s i f i c a t i o n  changes

which had been made during the th ree -y ea r  p e r io d .^

M ajor gen era l changes. 1952 to 1961. The wage and

sa la ry  plan issu ed  f o r  Ju ly  1 , 1952 was based upon a f o r t y -

two hour week. In September o f  that year , the Regents

approved a fo r ty -h o u r  work week f o r  the p r o fe s s io n a l s e r -
q

v ic e ,  Boulder and Denver campuses. A new wage and sa la ry  

plan was issu ed  f o r  the M edical Center on O ctober 1 , 1952 . 6 

This plan  was based on a fo r ty -h o u r  week but the monthly

^ Ib id . ,  p . i i .

^ U n iv ers ity  o f  Colorado M edical Center Pay P lan, 
1952 (In clu d ed  in  the “ F i le  on M edical Center Pay Scale 
Since 19li-8,w in  the Personnel Department, U n iv ers ity  o f  
Colorado M edical C enter, Denver. )

q
U n iv ers ity  o f  C olorado Board o f  Regents, Minutes 

o f  M eeting, September 19, 1952 (In clu d ed  in  f i l e  o f  
^'Regents’ M inu tes,” Personnel Department, U n iv ers ity  o f  
Colorado M edical C enter, D enver), p . 1 .

L
U n iv ers ity  o f  C olorado M edical Center Pay Plan 

e f f e c t iv e  O ctober 1, 1952 (In clu d ed  in  the " F i le  on M edi­
c a l  Center Pay Sca le  S ince 1914.8, ” in  the Personnel D epart­
ment, U n iv ers ity  o f  Colorado M edical Center, D enver).
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s a la r ie s  remained the same as they had been fo p  the fo r ty -tw o  

hour week. This gave a l l  employees a ra is e  in  base pay 

equal to  two hours wages p er  week.

The pay plan issu ed  f o r  Ju ly  1 , 195^, ca rr ie d  s a la r ­

ie s  id e n t ic a l  to  the s a la r ie s  o f  1952 f o r  a l l  p o s it io n s  

stu d ied  excep t the D ir e c to r  o f  Nursing S e rv ice , the Person­

n e l O f f i c e r ,  and the D ire c to r  o f  M edical S o c ia l Service.*^

Each o f  these p o s it io n s  had an in crea se  in  the beginning 

sa la ry  o f  one hundred d o l la r s  per year .

A new pay s ca le  was e s ta b lish e d  f o r  the M edical 

Center in  1955* The new pay sca le  had few er pay grades w ith 

a g rea ter  d i f fe r e n c e  between grades and more p o s it io n s  

assigned to  each grade. S ta rtin g  s a la r ie s  f o r  some p o s i ­

t io n s  were in crea sed , some remained the same, and some de­

crea sed .^

During 1956-57, a Job C la s s i f ic a t io n  Study was 

ca rr ie d  out in  ord er that the U n iv ers ity  might q u a lify  f o r  

funds appropria ted  by House B i l l  ^7 3 .9 The B i l l ,  passed by

7 U n iv ers ity  o f  C olorado M edical Center Pay Plan 
e f f e c t iv e  Ju ly  1 , 195^ (In clu d ed  in  the ’’F i le  on M edical 
Center Pay S ca le  S ince 1914-8” 3.

8
U n iv ers ity  o f  Colorado M edical Center Pay Plan 

e f f e c t iv e  Ju ly  1 , 1955J and Statement o f  P o l ic y  on T ran si­
t io n s  to  New Pay Scale (In clu d ed  in  " F i le  on M edical 
Center Pay Scale S ince I 9I4.8" ) .

9House B i l l  Number 14-73, F o r ty -F ir s t  General Assem­
b ly , S tate  o f  C olorado.
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the F o r ty -F ir s t  General Assem bly, had prov ided  an appro­

p r ia t io n  to  in crea se  s a la r ie s  and wages in  s ta te  in s t i t u ­

t io n s  but had req u ired  that a rev ised  p o s it io n  c l a s s i f i c a ­

t io n  and pay p lan  be prepared b e fo re  the monies cou ld  be 

a l lo te d  to  an in d iv id u a l in s t i t u t io n .

The c la s s i f i c a t i o n  study at the M edical Center was 

c a r r ie d  out under the d ir e c t io n  o f  Leota Pekrul, Personnel 

D ire c to r  o f  the M edical Center, and Dr. O tis  L ip streu , 

P ro fe s so r  o f  Management a t  the U n iv ersity  o f  C olorado. A 

p o in t  method o f  jo b  ev a lu a tion  was u s e d .^

The Job C la s s i f i c a t io n  Study was com pleted in  A p r il

1957 f o r  a l l  employees at the M edical Center except the

graduate nurse group and p o s it io n s  in  the adm in istra tive  
11s e r v ic e . A more com prehensive study o f  nursing fu n ction s  

was done which delayed  com pletion  o f  the nursing p o s it io n s  

c la s s i f i c a t i o n  u n t i l  la t e r  in  the y ea r . A rep ort  o f  the 

f in d in g s  o f  the ev a lu a tion  study o f  n u rsin g  se rv ice  and 

ad m in istra tive  p o s it io n s  was n o t  w ritten .

The sa la ry  and wage plan prepared f o r  Ju ly  1 , 1958 

con ta in ed  a l l  the changes a f fe c te d  by the 1957 c l a s s i f i c a -

10,1 Re commended S t a f f  C la s s i f ic a t io n  and Compensation 
Program f o r  the U n iv ers ity  o f  Colorado M edical Center, 
Denver, 11 (An Unpublished Report o f  a Study D irected  by 
Leota Pekrul and O tis  L ip s tr e u ) , p . 19.

11I b ld . , p . 1 .
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t io n  f o r  a l l  person n el except the a d m in istra tive  s e r v ic e .

The changes f o r  the a d m in istra tive  se rv ice  appeared in  the 

1959 pay p la n .1^

No m ajor changes have occu rred  in  the wage and sa la ry  

program at the M edical Center s in ce  that tim e.

P ersonnel p o l i c i e s . The "P erson nel P o l ic ie s  o f  the 

U n iv ers ity  o f  C olorado M edical Center" were stu d ied  to  d e te r ­

mine whether b e n e f it s  were equal f o r  a l l  groups o f  em ployees. 

A lthough no m ajor d i f fe r e n c e s  were id e n t i f ie d ,  p o l i c i e s  

cov erin g  overtim e pay, v a ca t io n s , and premium pay f o r  eve ­

n in g  and n ig h t  s h i f t s  d id  p rov id e  d i f fe r e n t  con s id era tio n s  

f o r  in d iv id u a l employees and groups o f  em ployees.

D iffe re n ce s  in  overtim e pay and v a ca tion s  were based 

upon the d es ig n a tion  o f  the p o s it io n  as p r o fe s s io n a l or 

a d m in is t r a t iv e .^  The normal work week o f  the M edical Cen­

te r  was f o r t y  hours per week. Overtime f o r  personn el who 

were n ot designated  as p r o fe s s io n a l or  adm in istra tive  was 

compensated e it h e r  by allow ance o f  time o f f  or  by payment 

o f  wage3 both  o f  which were compensated a t a time and

12 U n iv ers ity  o f  C olorado M edical Center Pay Plan 
e f f e c t iv e  July  1 , 1958 (In clu d ed  in  the " P i le  on M edical 
Center Pay S ca le  Since 19i|.8").

U n iv ers ity  o f  C olorado M edical Center Pay Plan 
e f f e c t iv e  Ju ly  1 , 1959 (In clu d ed  in  the " P i le  on M edical 
Center Pay S ca le  S ince 19i4-8” ) .

•^See d e f in it io n s  o f  p r o fe s s io n a l and adm in istra ­
t iv e  em ployees on page 10 .

12
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o n e -h a lf  r a te .

A lthough p r o fe s s io n a l and adm in istra tive  personnel 

had p ro v is io n  f o r  a fo r ty -h o u r  week, the work week was n ot 

p re s cr ib e d  in  terms o f  c lo ck  hours and the overtim e p r o ­

v is io n s  d id  n ot app ly . Overtime f o r  p r o fe s s io n a l and admin­

is t r a t iv e  person n el cou ld  be compensated by time o f f  duty 

but n ot at the time and o n e -h a lf  r a te ."^

D iffe re n ce s  in  the amount o f  earned vaca tion  began 

w ith  the th ird  year o f  employment. During the f i r s t  two 

years o f  employment, a l l  employees earned twelve working 

days pa id  va ca tion  annually . Beginning w ith the th ird  year 

o f  employment, p r o fe s s io n a l and a d m in istra tive  personnel 

earned twenty-two working days paid  v aca tion  annually .

There was no in crea se  f o r  the amount o f  vacation  f o r  other

s t a f f  em ployees u n t i l  the e leven th  year o f  continuous s e r ­
v i c e . 1^

A th ird  fr in g e  b e n e f it  was id e n t i f ie d  which was given 

to  the p o r t io n  o f  the n u rsing  s t a f f  assigned to  evening and 

n ig h t duty. Those em ployees re ce iv e d  a d i f f e r e n t ia l  in  

wages a t the ra te  o f  one d o l la r  p er s h i f t  f o r  re g is te re d  

n u rses, s e v e n ty -f iv e  cen ts  p er s h i f t  f o r  l ic e n s e d  p r a c t ic a l

19

n •. / 5« S/t£f f , Person5e:|- Pol o f the University ofColorado, ’1 (Revised 1959), Section 6 . 3 . (Mimeographed.)
16 Ib id ., Section 6.1̂ ..
17Ib id . . Section 8. 5 .
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nurses and f i f t y  cen ts  per s h i f t  f o r  h o s p ita l a tten d a n ts .1® 

No oth er d i f fe r e n c e s  were id e n t i f ie d  which would 

a f f e c t  the b a s ic  sa la ry  o f  the employees o f  the M edical 

Center.

I I .  RELATIONSHIP OP SALARIES SELECTED NURSING 

AND NON-NURSING POSITIONS

H osp ita l A tten dan t. The H osp ita l Attendant s a la r ie s  

were compared w ith the s a la r ie s  o f  the Clerk I and the 

J a n ito r . ^

The H osp ita l Attendant perform ed elem entary nursing 

work in  the care and treatm ent o f  p a t ie n ts  in  the general 

o r  p s y c h ia t r ic  h o s p ita l under c lo s e  su p erv is ion  by nurses

or oth er p r o fe s s io n a l or  te ch n ica l p erson n e l. She rece iv ed
20o n -th e - jo b  t r a in in g .

The Clerk I  perform ed rou tin e  c l e r i c a l  or o f f i c e  p ro -K ! f ■ ' 1 ' '■
ced u res . She was n ot requ ired  to have tou ch -typ in g  a b i l i t y

21and worked under c lo s e  su p erv is ion .

The J a n ito r  perform ed manual work in  c lean in g  and

18mU n iv ers ity  o f  Colorado M edical Center Personnel 
P o l i c i e s ,  Nursing Service,** (M im eographed.)

^C om plete  p o s it io n  d e s c r ip t io n s  f o r  a l l  p o s it io n s  
stu d ied  are in  Appendix A.

20U n iv ers ity  o f  C olorado M edical Center P o s it io n  
C la s s i f i c a t io n  P lan , 1957, C lass Number 527F7

^1Ib id ., Class Number 122.



house-keeping  m aintenance.

Table I  shows the beginn ing s a la r ie s  f o r  these

M edical Center p o s it io n s  in  1952, 1955, 1958 and 1961 w ith

the t o t a l  amount o f  in crea se  in  the sa la ry  f o r  each p o s i ­

t io n  from 1952 to  1961 and the percentage o f  the 1952 s a l -
I " t * I J, ; V ; '

ary represen ted  in  the t o t a l  in cre a se .

Prom 1952 to  1961, the beginn ing s a la r ie s  f o r  these 

p o s it io n s  at the M edical Center in creased  as fo l lo w s :

(1 )  H osp ita l Attendant from $166 to  $230 per month, an in ­

crease  o f  s ix t y - fo u r  d o l la r s ;  (2 )  C lerk I  from $172 to  

$21̂ .0 per month, an in crea se  o f  s ix t y -e ig h t  d o l la r s ;  and 

(3 )  J a n ito r  from $172 to  $250 per month, an in crea se  o f  

se v en ty -e ig h t d o l la r s .  The percen tages o f  the 1952 b e ­

g inn in g  s a la r ie s  represen ted  in  the t o t a l  sa la ry  in crea ses  

were (1 )  H osp ita l A ttendant, t h ir ty -e ig h t  and s ix  tenths 

per ce n t ; (2 )  Clerk I ,  th ir ty -n in e  and f iv e  tenths per ce n t ; 

and (3 )  J a n ito r , f o r t y - f i v e  and three tenths p er  cen t.

P r a c t ic a l  N urse. The P r a c t ic a l  Nurse s a la r ie s  were 

compared w ith  the s a la r ie s  o f  the S ecretary  I and the 

Cook I .

The P r a c t ic a l  Nurse perform ed lim ite d  d u tie s  in  the 

care o f  the p h y s ic a lly  and m entally  i l l  p a t ie n ts . She 

worked under the d ir e c t io n  o f  the p r o fe s s io n a l nurse and was

^ I b i d . , Class Number 20i|..
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requ ired  to  have a l ic e n s e  to  p r a c t ic e  by the Colorado 

Board o f  L icensed P r a c t ic a l  Nurse Examiners. ^

The S ecreta ry  I  perform ed general c l e r i c a l  work 

w ith shorthand as an e s s e n t ia l  d u t y .^

The Cook I  worked in  genera l cook ing  and d id  volume 

cook ing  f o r  e ith e r  a sm all group or a la rg e  group. f,Work

i s  under c lo s e  su p erv is ion  or i s  s u f f i c i e n t ly  simple that
25lim ite d  cook ing  experien ce  i s  r e q u ire d .’*

Table I I  shows the beginn ing monthly s a la r ie s  f o r  

these p o s it io n s  at the M edical Center in  1952, 1955, 1958 

and 1961 w ith the t o t a l  amount o f  in crea se  in  the sa la ry  

f o r  each p o s it io n  from 1952 to  1961 and the percentage o f  

the 1952 sa la ry  represen ted  by the t o t a l  in cre a se .

Prom 1952 to  1961, the beginn ing s a la r ie s  f o r  these 

p o s it io n s  at the M edical Center in crea sed  as fo l lo w s :

( l )  P r a c t ic a l  N urse, from $179 to  $2ij.O per month, an in ­

crease  o f  s ix ty -o n e  d o l la r s  p er month; (2 )  Cook I ,  from 

$186 to  $ 250, an in crea se  o f  s ix t y - fo u r  d o l la r s ;  and (3 ) 

S ecretary  I ,  from $179 to  $280, an in crea se  o f  one hundred 

one d o l la r s .  The p ercen tages o f  the 1952 s a la r ie s  r e p re ­

sented in  the t o t a l  sa la ry  in crea se s  were (1 )  P r a c t ic a l

^ I b id . , C lass Number 521. 

^ T b id . , C lass Number 130, 

^ I b i d . , C lass Number 226.
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N urse, t h ir t y - fo u r  and one tenth  per ce n t ; (2 )  Cook I ,  

t h ir t y - f o u r  and fou r  tenths p er ce n t ; and (3 )  S ecretary  I ,  

f i f t y - s i x  and fo u r  tenths per ce n t .

Graduate S ta f f  N urse. The Graduate S ta f f  Nurse 

s a la r ie s  were compared w ith  the s a la r ie s  o f  the X-Ray 

Technician  and the M edical T ech n o log ist I .  These p o s it io n s  

were c l a s s i f i e d  as p r o fe s s io n a l .

The Graduate S ta f f  Nurse was a p r o fe s s io n a l nurse 

who was a graduate o f  an a ccre d ite d  sch oo l o f  nu rsing  and 

lic e n s e d  to  p r a c t ic e  in  C olorado. She perform ed general 

n u rsing  a c t i v i t i e s  and might be assigned charge re sp o n s i­

b i l i t i e s  f o r  a ward or  h o s p ita l area on any s h i f t .  She 

served as a team lea d e r  and d ir e c te d  the a c t i v i t i e s  o f  

o th er p r o fe s s io n a l and n o n -p ro fe s s io n a l p e r s o n n e l .

The X-Ray Technician  was a h igh  sch oo l graduate who 

had com pleted an approved tw o-year course in  x -ra y  te ch ­

n iques and was r e g is te r e d  by the American R eg is try  o f  

X-Ray T ech n icia n s. The work in vo lved  taking and d ev e lop ­

in g  x -ra y  f ilm s  as ordered by p h y s ic ia n s . The tech n icia n  

worked under d ir e c t  su p erv is ion  o f  a p h ysic ian  but was e x ­

pected  to  e x e rc is e  in i t ia t iv e  and judgment in  m odifying 

techn iques to  in d iv id u a l p a t ie n t  s itu a t io n s .

^ I b i d . , C lass Number 522. 

^ I b i d . , C lass Number 5&9.



The M edical T ech n o log ist  I  was a graduate o f  a c o l ­

leg e  or  u n iv e rs ity  and had com pleted an approved h o s p ita l 

a f f i l i a t i o n  in  M edical Technology requ ired  f o r  r e g is t r a t io n  

as a te c h n o lo g is t  w ith  the American S o c ie ty  o f  C l in ic a l  

P a th o lo g is ts . The d u tie s  in clu ded  perform ance o f  standard 

s e r o lo g ic a l ,  b a c t e r io lo g ic a l ,  h em a to log ica l, and biochem ­

i c a l  la b o ra to ry  t e s t s .  The te ch n o lo g is t  worked under gen­

e r a l su p erv is ion  and was n o t  re sp on s ib le  f o r  su perv is ion  
P fto f  o th e rs .

Table I I I  shows the beginn ing monthly s a la r ie s  f o r  

these M edical Center p o s it io n s  in  1952, 1955* 1958 and 

1961 w ith  the t o t a l  amount o f  in crea se  in  the sa la ry  fo r  

each p o s it io n  from 1952 to  1961 and the percentage o f  the 

1952 sa la ry  represen ted  by the t o t a l  in cre a se .

Prom 1952 to  1961, the beginning s a la r ie s  f o r  these 

p o s it io n s  a t the M edical Center in creased  as fo l lo w s :

(1 )  Graduate S ta f f  N urse, from $225 to  $325, an in crea se  o f  

one hundred d o l la r s ;  (2 )  X-Ray T ech n ician , from $225 to 

$295 per month, an in crea se  o f  seventy d o l la r s ;  and (3 )  

M edical T ech n o log is t  I ,  from $225 to  $355 per month, an 

in crea se  o f  one hundred th ir ty  d o l la r s .  The percentage o f  

the 1952 s a la r ie s  represen ted  in  the t o t a l  in crea ses  were: 

(1 )  Graduate S t a f f  N urse, f o r t y - f o u r  and fo u r  tenths per

^® Ibid ., Class Number 573*
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cen t; (2 )  X-Ray T ech n ician , th ir ty -o n e  and one tenth  per 

cen t; and (3 )  M edical T ech n o log ist  I ,  f i f t y -s e v e n  and e ig h t

tenths per ce n t .

Head N urse. The Head Nurse s a la r ie s  were compared 

with the s a la r ie s  o f  the D ie t it ia n  X and the E le c t r ic ia n . 

The Head Nurse and D ie t it ia n  I  were designated  as p r o fe s ­

s io n a l w hile the E le c t r ic ia n  was n o t  designated  as p r o fe s ­

s io n a l .

The Head Nurse was a r e g is te re d  p r o fe s s io n a l nurse 

who was re sp o n s ib le  f o r  the immediate su p erv is ion  o f  a h os­

p i t a l  ward or  s im ila r  u n it . I t  was recommended that the 

Head Nurse have a b a c h e lo r 's  degree and have two years 

o f  experien ce  in  h o s p ita l  n u rs in g . She was re sp on s ib le

f o r  d ir e c t io n  and su p erv is ion  o f  the work o f  a number o f
29p r o fe s s io n a l and n o n -p ro fe s s io n a l nu rsing  p erson n el.

The D ie t it ia n  I was recommended to  be a c o l le g e  

graduate who had served a d ie ta ry  in tern sh ip  and was a mem­

ber o f  the American D ie t e t ic  A s s o c ia t io n . Employees in

th is  c la s s  were re sp o n s ib le  f o r  the immediate su perv is ion
30o f  a number o f  em ployees who prepared and served fo o d .

The E le c t r ic ia n  was a graduate o f  a h igh  sch ool or 

v o ca t io n a l sch oo l who had had fou r  years o f  experien ce as

29I b id . ,  C lass Number 521}.. 

-^ °Ib id ., C lass Number 231}..



50

a s k i l l e d  e l e c t r i c i a n  o r  had com pleted a reco g n ized  ap pren ­

t i c e s h i p .  He perform ed s k i l l e d  e l e c t r i e a l  work in  the i n ­

s t a l l a t i o n ,  a l t e r a t i o n ,  m ain tenance, and r e p a i r  o f  e l e c ­

t r i c a l  system s and equipment. He u s u a l l y  worked in d ep en ­

d e n t ly  but m ight be asked to  s u p e rv is e  a p p re n t ic e s  and 
1̂h e lp e r s .

Table IV shows the beginn ing  monthly s a la r ie s  f o r  

these M edical Center p o s it io n s  in  1952, 1955, 1958 and 1961 

w ith  the t o t a l  amount o f  in crea se  in  the sa la ry  f o r  each 

p o s it io n  from 1952 to  1961 and the percentage o f  the 1952 

sa la ry  represen ted  by the t o t a l  in cre a se .

Prom 1952 to  1961, the beginning monthly s a la r ie s  

f o r  these M edical Center p o s it io n s  in creased  as fo l lo w s :

(1 )  Head Nurse, from $2?i^ to  $375, an in crea se  o f  one 

hundred one d o l la r s ;  ( 2 ) D ie t it ia n  I ,  from $2^3 to  $355, 

an in crea se  o f  one hundred twelve d o l la r s ;  and (3 )  E le c ­

t r ic ia n ,  from $271}- to  $5I|.0, an in crea se  o f  two hundred 

s ix t y - s ix  d o l la r s .  The percen tages o f  the 1952 s a la r ie s  

represen ted  in  the t o t a l  in crea ses  w ere: ( 1 ) Head Nurse, 

t h ir t y - s ix  and nine tenths p er  ce n t; ( 2 ) D ie t it ia n  I ,  

f o r t y - s ix  and one tenth  p er ce n t ; and ( 3 ) E le c t r ic ia n , 

n in ety -seven  and one tenth  per cen t.

C l in ic a l  S u p erv isor . The C l in ic a l  S upervisor

3̂ -Ib id . t Class Number 303*
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52

s a l a r i e s  were compared w ith  the s a l a r i e s  o f  the M edical 

S o c i a l  Worker I and the A ccountant I .  These th re e  p o s i ­

t io n s  were d e s ig n a te d  as p r o f e s s i o n a l .

The O l in ic a l  S u p e r v is o r  p o s i t i o n  was d e f in e d  as  

Ms u p e r v i s o r y  and a d m in is t r a t iv e  p r o f e s s i o n a l  n u rs in g  i n v o l v ­

in g  immediate s u p e rv is io n  o f  two o r  more c l i n i c a l  u n i t s •11 3^ 

The S u p e r v i s o r ' s  work in v o lv e d  r e s p o n s i b i l i t i e s  f o r  s t a n ­

d ard s o f  n u rs in g  c a r e ,  s t a f f i n g  to  meet the p a t i e n t  lo a d ,  

and p r o v i s io n  f o r  adequate s u p p lie s  and equipment. In 

a d d i t io n  to  b eing  a r e g i s t e r e d  p r o f e s s i o n a l  n u r s e ,  i t  was 

recommended t h a t  the C l i n i c a l  S u p e r v is o r  have a b a c h e lo r ' s  

degree  supplemented by g rad u ate  c o u rse s  in  n u rs in g  educa­

t io n  and a d m in is t ra t io n  and have fo u r  y e a r s  o f  ex p e rien ce  

in  n u r s i n g .33

The M edical S o c i a l  Worker I  perform ed  p r o f e s s i o n a l  

m ed ica l s o c i a l  work w i th  h o s p i t a l  and c l i n i c  p a t i e n t s .  The 

p r im a ry  r e s p o n s i b i l i t y  was f o r  a s s i s t i n g  i n d iv id u a l  p a ­

t i e n t s  w i th  s o c ia l  and em otiona l p rob lem s. Work was p e r ­

formed under d i r e c t i o n  o f  a s u p e rv is in g  case  w orker. The 

M edical S o c i a l  Worker was recommended to  have completed a 

m a s te r ' s  d egree  from a sch oo l o f  s o c ia l  work a c c re d i te d  by 

the  C ouncil on S o c i a l  Work E ducation .

32 I b i d . , C la ss  Number 5 2 6 .  

33i b i d .

3^-Ibid ., C la ss  Number 5W+*
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The Accountant I  was recommended to  be a graduate

from a fo u r -y e a r  c o l le g e  o r  u n iv e rs ity  w ith  a m ajor in

accou ntin g  and busin ess a d m in istra tion . His work in vo lved

. . .v a r ie d  assignm ents in  the opera tion  o f  a 
c e n tra l accou ntin g  system in c lu d in g  the 
assem bly and a n a ly s is  o f  data , the preparation  
o f  statem ents and re p o r ts , and. the rendering  o f  
te ch n ica l a ss is ta n ce  to  students and em ployees.35

He worked under the general su p erv is ion  o f  the C h ief A ccount­

ant and Accountant I I ' s .

Table V shows the beginn ing m onthly s a la r ie s  f o r  

these M edical Center p o s it io n s  in  1952, 1955, 1958 and 1961 

w ith  the t o t a l  amount o f  the 1952 to 1961 sa la ry  in crease  

and the percen tage o f  the 1952 sa la ry  represented  by the 

t o t a l  in c re a s e .

Prom 1952 to 1961, the beginning s a la r ie s  f o r  these 

p o s it io n s  at the M edical Center were given the fo llo w in g  

in c r e a s e s : (1 )  C l in ic a l  S u p erv isor , from $335 to  $14-15, an 

in crea se  o f  e ig h ty  d o l la r s ;  (2 )  M edical S o c ia l Worker I ,  

from $263 to  $14.1 5 , an in crea se  o f  one hundred f i f t y - t w o  

d o l la r s ;  and ( 3 ) Accountant I ,  from $253 to  $14-15, an in ­

crease  o f  one hundred s ix ty -tw o  d o l la r s .  The percen tages 

o f  the 1952 s a la r ie s  represented  in  the t o t a l  in crea ses  

w ere: (1 )  C l in ic a l  S u p erv isor , tw enty-three and nine tenths 

p er cen t; (2 )  M edical S o c ia l Worker I ,  f i f t y - s e v e n  and

35Ib id ., Class Number 166.
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e ig h t  tenths per ce n t ; and (3 )  Accountant I ,  s ix t y - fo u r  

p er  ce n t .

D ir e c to r  o f  Nurslng S e r v ic e . The D ire c to r  o f  Nursing 

S erv ice  beginn ing s a la r ie s  were compared w ith the s a la r ie s  

o f  the Personnel O f f i c e r  and the D ire c to r  o f  M edical S o c ia l 

S e rv ice . These were p r o fe s s io n a l and a d m in istra tive  p o s i ­

t io n s .

The D ir e c to r  o f  Nursing S erv ice  was a r e g is te re d  

p r o fe s s io n a l nurse re sp o n s ib le  f o r  d ir e c t io n  o f  a l l  nursing  

s e r v ic e s  in  the U n iv e rs ity  H osp ita ls , general and p sy ch ia ­

t r i c ,  and in  the c l i n i c s .  She was recommended to  have both 

a b a c h e lo r 's  and a m a ster 's  degree w ith  s p e c ia liz a t io n  in  

nursing ad m in istra tion  and to  have had nine years o f  exp er­

ien ce  in  n u rsin g . ̂

The D ir e c to r  o f  M edical S o c ia l S erv ice  was respon ­

s ib le  f o r  d ir e c t io n  o f  m edical s o c ia l  work s e r v ice s  in  the 

genera l h o s p ita l and c l i n i c s .  She was recommended to hold  

a m a ste r 's  degree in  m edical s o c ia l  work and to  have had 

e ig h t  years o f  e x p e r ie n c e .37

The 19 57  U n iv e r s i t y  o f  Colorado M edica l C en ter  P o s i ­

t io n  C l a s s i f i c a t i o n  P lan  d id  n o t  c o n ta in  a w r i t t e n  p o s i t io n  

d e s c r ip t io n  f o r  the  P e rso n n e l  O f f i c e r .  In 1959* the p o s i ­

t io n  o f  P e rso n n e l O f f i c e r  was p la c e d  in  a group o f  u n c la s s i -

^ I b id . , C lass Number 5k-0

37jb id . , Class Number 551+*
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f i e d  a d m in istra tive  p erson n e l. No sa la ry  ranges are pub­

lis h e d  in  the pay plan f o r  the u n c la s s if ie d  adm in istra tive
38person n el o f  the M edical C enter.

Table VI shows the beginning monthly s a la r ie s  f o r  

the D ire c to r  o f  Nursing S erv ice  and the D ire c to r  o f  M edical 

S o c ia l  S erv ice  in  1952, 1955, 1959 and 1961 w ith the t o t a l  

amount o f  the 1952 to  1961 sa la ry  in crea se  and the p e rce n t ­

ages o f  the 1952 s a la r ie s  represented  in  the t o t a l  in cre a se . 

The sa la ry  f o r  the P ersonn el O f f i c e r  in  1952 and 1955 i s  

a ls o  shown.

Prom 1952 to  1961, the beginning sa la ry  f o r  the 

D ir e c to r  o f  Nursing S erv ice  in crea sed  from $l|.66 to  $£85 

p er  month, a t o t a l  in crea se  o f  one hundred n ineteen  d o l la r s .  

The D ire c to r  o f  M edical S o c ia l  S e r v ic e 's  beginning sa la ry  

in crea sed  from $ij.00 to  $585 p er month, an in crea se  o f  one 

hundred e ig h t y - f iv e  d o l la r s .  The percen tages o f  the 1952 

s a la r ie s  represented  in  the t o t a l  in crea ses  were: (1 )  D i­

r e c t o r  o f  Nursing S e rv ice , tw en ty -fiv e  and f iv e  tenths per 

ce n t ; and (2 )  D ir e c to r  o f  M edical S o c ia l S e rv ice , f o r t y -  

s ix  and three tenths p er  cen t.

Comparison o f  t o t a l  group . The a ctu a l cash beg in ­

n ing s a la r ie s  in d ica te d  that a l l  personn el had re ce iv ed

U n iv ers ity  o f  Colorado Board o f  Regents,
Minutes o f  M eeting, June 26, 1959" (In clu d ed  in  f i l e  o f  
” R egents' M in u tes,” Personnel Department, U n iv ersity  o f  
Colorado M edical Center, D enver), p . l|..
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in cre a se s  in  wages at v a r iou s  times during the ten year 

p e r io d . To determ ine the changes in crea sed  s a la r ie s  had 

made in  the r e la t io n s h ip s  o f  the s e le c te d  p o s it io n s  to  each 

o th er , the p o s it io n s  were ranked accord in g  to  the beginning 

s a la r ie s  f o r  1952. A second ranking was done f o r  1961.

For the eighteen  p o s it io n s ,  where were twelve d i f f e r e n t  

s a la r ie s  p resen t both  y ea rs . The s a la r ie s  were arranged in  

order from h ig h est to  low est and assigned ranks from one, 

the h ig h e s t , to tw elve , the low est. I t  was assumed that 

the u n c la s s i f ie d  ad m in istra tive  p o s it io n s  would have r e ­

ce iv ed  a h igh er sa la ry  than the c la s s i f i e d  p o s it io n s .  There­

f o r e ,  the u n c la s s i f ie d  p o s it io n  o f  P ersonnel O f f i c e r  was 

p laced  in  rank one in  the 1961 rank o rd e r . The changes in  

the p o s it io n s  in clu ded  in  each rank were then n oted .

Table VII shows the rank order o f  p o s it io n s  fo r  1952 and 

1961.
The top rank which had been shared by the D ire c to r  

of_N ursing S erv ice  and the Personnel O f f ic e r  in  1952 was 

occu p ied  on ly  by the u n c la s s i f ie d  p o s it io n  o f  the P ersonnel 

O f f i c e r  in  1961. The D ir e c to r  o f  Nursing S erv ice  had moved 

from the top rank and shared the second rank p o s it io n  w ith  

the D ire c to r  o f  M edical S o c ia l S e rv ice . Other changes in  

rank w ere: (1 )  C l in ic a l  S u p erv isor, down one rank, from 

three to  fo u r ; (2 )  Head N urse, up one rank, from s ix  to  

f i v e ;  (3 )  E le c t r ic ia n ,  up three ranks, from s ix  to  th ree ;
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TABLE V II

RANK ORDER OF BEGINNING SALARIES FOR SELECTED POSITIONS 
UNIVERSITY OF COLORADO MEDICAL CENTER 

1952 AND 1961

1952 1961

Rank P o s i t io n S a la ry Rank P o s i t io n S a la ry

1 P e rs o n n e l O f f i c e r

D i r e c t o r  o f  N u rs in g  
S e r v ic e

$U66 1 P e rs o n n e l O f f i c e r

2 D i r e c t o r  o f  M e d ica l 
S o c ia l  Work

I4.OO 2 D ir e c t o r  o f  N u rs in g  
S e r v ic e

D i r e c t o r  o f  M ed ica l 
S o c ia l  Work

585

3 C l i n i c a l  S u p e r v is o r 3 3 5 3 E le c t r i c i a n 5U0

k M e d ica l S o c ia l  
W orker I

263 k M e d ica l S o c ia l  
W orker I

A ccou n ta n t I
C l i n i c a l  S u p e rv is o r

ia 5

5 A cco u n ta n t I 2 53 5 Head N urse 375

6 Head N urse 

E le c t r i c i a n

27U 6 M e d ica l T e c h n o lo ­
g i s t  I

D ie t i t ia n  I

355

7 D i e t i t i a n  I 21+3 7 G raduate S t a f f  N urse 325

8 G raduate S t a f f  Nurse
X -R ay T e ch n ic ia n
M e d ica l T e c h n o lo ­

g i s t  I

225 8 X-Ray T e ch n ic ia n 295

9 Cook I 18 7 9 S e c r e ta r y  I 280

10 P r a c t i c a l  N urse 
S e c r e t a r y

179

1

10 J a n it o r  
Cook I

250

11 J a n it o r  
C le rk  I

1 72  j 11 P r a c t i c a l  N urse 
C lerk  I

2I+0

12 H o s p it a l  A tte n d a n t 166 ; 12 H o s p ita l  A tten d an t 230

S ou rces U n iv e r s i t y  o f  C o lo ra d o  M ed ica l C en ter Pay P lan 1952 and 1961 .

a U n c la s s i f i e d  A d m in is tr a t iv e  p o s i t i o n  had n o p u b lis h e d  s a la r y  ra n g e .
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(if) Accountant I ,  up one rank, from f iv e  to  fo u r ; (5 )  

D ie t it ia n  I ,  up one rank, from seven to  s ix ;  (6 )  Graduate 

S ta f f  N urse, up one rank, from e ig h t to  seven; (7 )  Medi­

c a l  T ech n o log ist  I ,  up two ranks, from e ig h t to  s ix ;

(8 )  Cook I ,  down one rank, from nine to  ten ; (9 )  P r a c t ic a l 

N urse, down one rank, from ten to  e lev en ; (1 0 ) S ecretary  I ,  

up one rank, from ten to  n in e ; and (1 1 ) J a n ito r , up one 

rank, from eleven  to  ten .

The r e la t io n s h ip s  had changed in  the rank o rd e r .

The Head Nurse, Accountant I ,  E le c t r ic ia n , D ie t it ia n  I ,  

Graduate S ta f f  N urse, M edical T ech n o log is t , S ecretary  I 

and J a n ito r  had a l l  moved up one or  more ranks. The D ir e c ­

to r  o f  Nursing S e rv ice , C l in ic a l  S u p erv isor, Cook I  and 

P r a c t ic a l  Nurse had moved down one rank. The Personnel 

O f f i c e r ,  D ire c to r  o f  M edical S o c ia l S e rv ice , M edical 

S o c ia l Worker I ,  X-Ray T ech n ician , C lerk I  and H ospita l 

Attendant had remained in  the same rank p o s it io n  in 1952 

and 1961.

The p o s it io n s  were then arranged in  rank order a c ­

cord in g  to  the percentage o f  the 1952 s a la r ie s  granted as 

sa la ry  in cre a ses  from 1952 to  1961. The Personnel O f f i c e r  

was n ot in clu d ed  in  th is  group sin ce  there was no pu blish ed  

beginning sa la ry  in  1961. The rem aining seventeen p o s i ­

t io n s  re ce iv e d  the fo llo w in g  percentage in cre a s e s : (1 )  

E le c t r ic ia n ,  n in e ty -sev en  and one tenth  per ce n t ; (2 )  A c­
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countant I ,  s ix t y - fo u r  per ce n t ; (3 )  M edical S o c ia l Work­

er I  and M edical T ech n o log is t  I ,  f i f t y - s e v e n  and e ig h t 

tenths p er  ce n t ; (1+) S ecretary  I ,  f i f t y - s i x  and fou r  tenths 

p er  ce n t ; (5 )  D ir e c to r  o f  M edical S o c ia l S e rv ice , f o r t y -  

s ix  and three tenths p er  ce n t ; (6 )  D ie t it ia n  I ,  f o r t y - s ix  

and one ten th  p er c e n t ; (7 )  J a n ito r , f o r t y - f i v e  and three 

tenths p er ce n t ; (8 )  Graduate S ta f f  N urse, f o r t y - f o u r  and 

fo u r  ten th s per ce n t ; (9 )  Clerk X, th ir ty -n in e  and f iv e  

tenths p er  ce n t ; (1 0 ) H osp ita l A ttendant, t h ir t y -e ig h t  and 

s ix  tenths per ce n t ; (1 1 ) Head Nurse, t h ir t y -s ix  and nine 

tenths per ce n t ; (1 2 ) Cook I ,  t h ir t y - fo u r  and fou r  tenths 

p er  ce n t ; (1 3 ) P r a c t ic a l  N urse, t h ir ty - fo u r  and one tenth  

per ce n t ; (ll| ) X-Ray T ech n ician , th ir ty -o n e  and one tenth 

per ce n t ; (1 5 ) D ir e c to r  o f  N ursing S e rv ice , tw en ty -fiv e  

and f iv e  tenths p er  ce n t ; and (1 6 ) C lin ic a l  S u perv isor, 

tw enty-three and n ine tenths p er  ce n t .

The e igh teen  p o s it io n s  stud ied  had shown an in crease  

in  beginn ing s a la r ie s .  The t o t a l  amount o f  the in crease  

fo r  in d iv id u a l p o s it io n s  as w ell as the percentage o f  the 

1952 s a la r ie s  granted in  wage in crea ses  showed wide v a r ia ­

t io n s .  The amount o f  sa la ry  in crea se  from 1952 to  1961 

had ranged from s ix ty -o n e  d o l la r s  f o r  the P r a c t ic a l  Nurse 

to  two hundred s ix t y - s ix  d o l la r s  f o r  the E le c t r ic ia n . The 

percen tage o f  the 1952 sa la ry  granted as sa la ry  in crea ses  

during the same p e r io d  had ranged from tw enty-three and
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nine tenths p er  cen t f o r  the C l in ic a l  S upervisor to n in e ty -  

seven and one tenth  p er  cen t f o r  the E le c t r ic ia n .

One p o s s ib le  exp lanation  f o r  the v a r ia t io n s  which 

were found was that p o s it io n s  had been im properly  evaluated 

in  1952. I f  th is  was the ca se , i t  was expected  that a 

study o f  the ev a lu a tion s  done as a p a rt o f  the Job C la s s i­

f i c a t io n  Study in  1957 would in d ica te  e rro rs  in  p rev iou s 
•39

ev a lu a tio n s .

I I I .  EFFECTS OF 1957 JOB EVALUATION ON SELECTED 

MEDICAL CENTER BEGINNING SALARIES

The 1957 Job C la s s i f ic a t io n  Study used the w eighted- 

in -p o in ts  method o f  jo b  ev a lu a tion .^ -0 The eleven  fa c to r s  

used in  the ev a lu a tion  were: (1 )  p rev iou s  r e la te d  exper­

ien ce  req u ired , (2 )  education  req u ired , ( 3 ) scope o f  d u t ie s , 

( Jp) in i t i a t i v e  req u ired , (5 )  r e s p o n s ib i l i t y  f o r  su p erv is ­

in g , (6 )  r e s p o n s ib i l i t y  f o r  sa fe ty  o f  o th ers , (7 )  con ta cts  

re q u ire d , (8 )  m ental e f f o r t  req u ired , (9 )  r e s p o n s ib i l i t y  

f o r  e r r o r , (1 0 ) p h y s ica l e f f o r t  req u ired , and (1 1 ) working

39MRecommended S ta f f  C la s s i f ic a t io n  and Compensation 
Program f o r  the U n iv ers ity  o f  Colorado M edical Center, 
Denver1* (An Unpublished Report o f  a Study D irected  by 
Leota Pekrul and O tis  L ip streu , 1957)*

^ S e e  d e f in it io n  o f  w e ig h te d -in -p o in ts  method o f  
jo b  ev a lu a tion  on page 8.
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c o n d it io n s .^-1

Appendix B con ta in s  (1 )  the tab le  o f  the fa c to r s  w ith  

the number o f  p o in ts  assigned  to  each degree ; ( 2 ) the d e f i ­

n i t io n  o f  each degree o f  each fa c t o r ;  ( 3 ) the p o in t  con ver­

sion  ta b le  used to  con vert the number o f  p o in ts  awarded an 

in d iv id u a l p o s it io n  in to  a pay grade fo r  the p o s it io n ;  and 

(I4.) the sa la ry  sca le  used during the 1957 study.

The re p o r t  o f  the 1957 p o s it io n  c la s s i f i c a t i o n  

study at the M edical Center in clu ded  a l i s t  o f  the number 

o f  p o in ts  assigned to  the v ariou s p o s i t i o n s .^-2 However, 

the n u rsing  se rv ice  p o s it io n s  and the a d m in istra tive  p o s i ­

t io n s  had n ot  been evaluated  a t the time the re p o rt  was 

w r itte n . A fu n c t io n a l a n a ly s is  o f  nursing  se rv ice  was 

then in  p rog ress  and the eva lu ation  o f  the nursing se rv ice  

p o s it io n s  was to  f o l lo w  the com pletion  o f  the fu n ctio n a l 

a n a ly s is . The re p o rt  recommended that a d i f f e r e n t  approach 

be used f o r  a d m in istra tive  p o s i t i o n s .^

No w ritten  re p o r ts  o f  the eva lu ation  o f  nursing 

se rv ice  and ad m in istra tive  p o s it io n s  were made. The on ly  

re co rd  o f  the ev a lu a tion  p o in ts  awarded to  nu rsing  se rv ice

^lwRecoramended S t a f f  C la s s i f ic a t io n  and Compensa­
tio n  Program f o r  the U n iv ers ity  o f  Colorado M edical Center, 
Denver” (An Unpublished Report o f  a Study D irected  by 
Leota Pekrul and O tis  L ip streu , 1957)» P* 33*

^ I b l d . ,  pp. 8 -16 .

^3I b i d . , p . 1 .



p o s it io n s  was in  a f i l e  o f  three by f iv e  cards in  the o f ­

f i c e  o f  the P ersonnel O f f i c e r .  A card had been prepared 

f o r  each M edical Center p o s it io n  w ith  the p o s it io n  t i t l e  

and the t o t a l  number o f  eva lu ation  p o in ts  awarded the p o s i ­

t io n  w ritten  on the ca rd . Some ad m in istra tive  p o s it io n s  

o th er  than those in  nursing  se rv ice  and s o c ia l  se rv ice  were 

not in clu ded  in  the card f i l e .  .

With the use o f  the two sou rces , the rep ort  o f  the 

1957 study and the ca rd s , eva lu a tion  p o in ts  f o r  seventeen 

o f  the eighteen  p o s it io n s  in clu ded  in  th is  p r o je c t  were 

id e n t i f ie d .  There was no rep ort  o f  the eva lu ation  p o in ts  

f o r  the p o s it io n  o f  Personnel O f f i c e r .

A fte r  id e n t ify in g  the eva lu a tion  p o in ts  f o r  the 

seventeen p o s it io n s ,  the P o in t Conversion Table was used to  

determ ine the pay grade to  which each p o s it io n  would have 

been assigned  i f  wages were pa id  on the b a s is  o f  the e v a l­

u a t io n .^ -  The P oin t Conversion Table ended w ith pay grade 

seventeen which in clu d ed  p o s it io n s  th at had re ce iv e d  325 

to  338 p o in ts  when eva lu ated . Pour p o s it io n s  in  the group 

stud ied  re ce iv e d  ev a lu a tion  p o in ts  above 339. T h erefore , 

the P o in t Conversion Table was expanded to  make an e s t i ­

mate o f  eva lu a tion  pay grades f o r  the fo u r  p o s it io n s  p o s ­

s ib le .  S ince each o f  the seventeen pay grades in  the

W+ Ib id . , p . 17; A copy o f  the P oint Conversion 
Table i s  in clu ded  in  Appendix B, p . 13&.
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o r ig in a l  ta b le  had been assigned  to  in clu d e  a f i f t e e n  - 

p o in t  range, i t  was assumed that th is  s e r ie s  would have 

been con tin u ed . The expanded ta b le  contained  e ig h t a d d i­

t io n a l pay grades as f o l lo w s :

Pay Grade P o in ts Pay Grade P oin ts

18 31+0-351+ 22 I+00-I+1I+

19 355-369 23 1+15-1+29

20 370-381+ 21+ 1+30- 1+1+1+

21 385-399 25 1+45-1+59

No estim ate was made o f  the sa la ry  which would have been 

assigned  to  these e ig h t  pay grades.

Table V III  shows the fo llo w in g  in form ation  about 

seventeen o f  the p o s it io n s  s tu d ie d : ( 1 ) beginning s a la r ie s  

f o r  1956} ( 2 ) ev a lu a tion  p o in ts  awarded during eva lu ation  

study} ( 3 ) pay grades and beginn ing s a la r ie s  computed from 

eva lu a tion  p o in ts }  (If) pay grades given and beginning 

s a la r ie s  pa id  f i f t e e n  p o s it io n s  in  1958} and ( 5 ) pay grades 

given and beginn ing s a la r ie s  p a id  the D ire c to r  o f  Nursing 

S erv ice  and the D ire c to r  o f  M edical S o c ia l S erv ice  in

1959 .

In 1958, on ly  fo u r  o f  the seventeen p o s it io n s  were 

assigned  to  the pay grade determ ined by eva lu ation  p o in ts .

■̂5 U n iv ers ity  o f  Colorado M edical Center Pay Plan 
(In clu d ed  in  wF ile  on M edical Center Pay S ca les  Since 
191+8,w Personnel O f f i c e ,  U n iv ers ity  o f  Colorado M edical 
C enter, D enver).



TABLE V III

BEGINNING SALARIES IN 1956, RESULTS OF 1957 EVALUATION IN POINTS ASSIGNED. 
PAY GRADE AND BEGINNING SALARY COMPUTED BY CONVERSION OF 1957 

EVALUATION POINTS, AND THE PAY GRADE AND BEGINNING SALARY 
PAID IN 1958 FOR SEVENTEEN POSITIONS AT THE UNIVERSITY 

OF COLORADO MEDICAL CENTER

POSITION
I95& '

B egin-
nlng
Salary

1 9 F T "
Evalua­
tion  p 
Points

Fay Grade and 
Beginning Salary 
Computed from 
1957 Evaluation 
Points

"1958- 
Pay .
Grade1

— 1958...
Begin­
ning
Salary1

Pay
Grade

Begin­
ning
Salary

Janitor $197 133 1+ $209 1+ $209
Clerk I 197 11+5 5 222 1+ 209
H ospital Attendant 185 150 5 222 1+ 209
Cook I 209 156 5 222 5 222
Secretary I 222 169 6 236 7 251
Medical Technologist I 285 176 7 251 10 302
P ra ctica l Nurse 197 178 7 251 5 222
Accountant I 302 186 7 251 n 322
X-Ray Technician 251 206 9 281; 9 281*
D ie tit ia n 281; 221; 10 302 10 302
Medical S ocia l 

Worker I 322 231+ 10 302 11 3 22
E lectr ic ia n 1+01; 21+5 11 322 92a 1+21+
Graduate S ta ff Nurse 285 21;8 12 31+3 9 281;
Head Nurse 330 31+7 18 — 12 31+3
C lin ica l Supervisor 366 385 21 — 11+ 390
D irector o f  Medical 

S ocia l Service U25 1+36 21; 55a 51+1b
D ire c to r  o f  Nursing 

Service
j

U91 1+55 25 — 55a 51+ib

o1?0111,068 PaF Plnns in " F lle  on Medical Center Pay Scale Since 
191+8, Personnel O ff ic e , U niversity o f  Colorado Medical Center. 
Denver, Colorado.

p
Source: "Recommended S ta ff C la ss ifica t io n  and Compensation

Program fo r  the U niversity o f  Colorado Medical Center, Denver,"
(An Unpublished Report o f  a Study D irected  by Leota Pekrul and 
O tis L ipstreu , 1957), pp. 8 -16 ; and Card F ile  o f  Evaluation Points 
kept in  the Personnel O ff ic e , U niversity o f  Colorado Medical Center. 
Denver.

^Pay Grade and Beginning Salary were determined by use o f  the Point 
Conversion Table included in the Report o f  the Pekrul and Lipstreu 
Study, p . 17.

aSpecial pay grades were set up fo r  s k ille d  trades and adminis­
tra tiv e  p o s it io n s .

bThese fig u res  were taken from 1959 pay plan.
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These were the J a n ito r , Cook I ,  X-Ray Technician  and 

D ie t it ia n  I .  The Clerk X and H osp ita l Attendant were e v a l­

uated at $222 but were pa id  $209. The S ecretary  I  was e v a l­

uated at $236 but was pa id  $ 2 £ l. The M edical T ech n o log ist  I

and Accountant I  were evaluated  at $25l but were paid  $302 

and $322. The P r a c t ic a l  Nurse was a ls o  evaluated at $25l 

but was pa id  $222.  The M edical S o c ia l Worker I  was e v a l­

uated at $302 but re ce iv e d  $322. The E le c tr ic ia n  was e v a l­

uated at $322 but re ce iv e d  $ij.21j.. The Graduate S ta f f  Nurse,

evaluated  at $3^3» re ce iv e d  $28i|.. The Head Nurse and C lin ­

i c a l  S upervisor re ce iv e d  eva lu ation  p o in ts  which p laced  

them above the seventeenth  pay grade but they were p laced  

in  the tw e lfth  and fou rteen th  pay grade in  1958. Compar­

ison  o f  the s a la r ie s  f o r  the D ire c to r  o f  Nursing S erv ice  

and D ire c to r  o f  M edical S o c ia l S erv ice  was n ot p o s s ib le  

because the p o s it io n s  were n ot in clu ded  in  the 1958 pay 

plan and were p la ced  in  s p e c ia l  adm in istra tive  pay grades 

in  1959 .1+6

A comparison o f  the 1956 s a la r ie s ,  the eva lu ation  

s a la r ie s  and beginn ing s a la r ie s  in  1958 in d ica te d  fu rth e r  

d i f fe r e n c e s  w ith in  the group. The fo u r  p o s it io n s ,  J a n ito r , 

Cook I ,  X-Ray Technician  and D ie t it ia n  I  re ce iv e d  the 

sa la ry  in crea se  that had been in d ica te d  by the eva lu ation

^ I b id . , 1958 and 1959 pay p la n s .
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p o in ts . Pour o f  the p o s it io n s  stud ied  were a lready  being 

pa id  a sa la ry  above the sa la ry  in d ica te d  by ev a lu a tion . On 

the b a s is  o f  the ev a lu a tion , the 1956 beginning sa la ry  f o r  

the M edical S o c ia l Worker I  was twenty d o l la r s  a month 

above the value o f  the jo b . No sa la ry  in crea se  was given 

f o r  th is  p o s it io n  in  1958* However, the Accountant I  s a l ­

ary which was f i f t y - o n e  d o l la r s  above evaluated worth in  

1956 was in crea sed  twenty d o l la r s  a month in  1958. The 

E le c t r i c ia n 's  1956 sa la ry  which was e igh ty -tw o d o lla r s  p er  

month h igh er than the evaluated  worth o f  the jo b  was a ls o  

in crea sed  twenty d o l la r s  p er  month in  1958. The M edical 

T echnician  I sa la ry  was t h ir t y - fo u r  d o l la r s  above evaluated 

worth in  1956 but was in creased  seventeen d o l la r s  in  1958.

The S ecre ta ry  I  re ce iv e d  an in crea se  g rea ter  than was in ­

d ica ted  by ev a lu a tion . The S ecre ta ry  I ,  by ev a lu a tion , 

should have re ce iv e d  an in crea se  in  the 1956 sa la ry  o f  fo u r ­

teen d o l la r s  but was granted an in crea se  o f  tw enty-nine 

d o l la r s .

Three p o s it io n s  re ce iv e d  in crea ses  which were le s s  

than the in crea se  in d ica te d  by eva lu a tion  p o in ts . The 

Clerk I ,  evaluated  tw e n ty -fiv e  d o l la r s  above the 1956 sa la ry , 

r e ce iv e d  a tw elve d o l la r  in crea se  in  1958. The H osp ita l 

Attendant ev a lu a tion  sa la ry  was th ir ty -s e v e n  d o l la r s  above 

the 1956 sa la ry  but the beginning sa la ry  fo r  1958 was i n ­

creased  on ly  tw en ty -fou r d o l la r s .  The P r a c t ic a l  Nurse p o s i ­
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t io n  was evaluated  f i f t y - f o u r  d o l la r s  h igh er than the s a l ­

ary in  1956 but was in crea sed  tw e n ty -fiv e  d o l la r s  in  1958*

E valuation  o f  the Graduate S ta ff  Nurse p o s it io n  

p la ced  the beginn ing sa la ry  f i f t y - e i g h t  d o l la r s  above the 

1956 sa la ry . In s p ite  o f  t h is ,  the 1958 beginn ing sa la ry  

was one d o l la r  p er  month le s s  than the 1956 sa la ry .

Comparison o f  the 1956, 1958, and the evaluated 

s a la r ie s  was n o t  p o s s ib le  f o r  the rem aining fo u r  p o s it io n s  

s in ce  there were no s a la r ie s  determined f o r  the p o s it io n s  

evaluated  above pay grade seventeen . I t  was noted  that 

the sa la ry  in cre a se s  between 1956 and 1958 f o r  the nursing 

p o s it io n s  in  th is  group o f  fo u r  were con s id e ra b ly  le s s  

than the in crea se  f o r  the non -nursing  p o s it io n .  The amount 

o f  the in cre a s e s , 1956 to  1958, f o r  t h is  group were: Head 

Nurse, th ir teen  d o l la r s ;  C l in ic a l  S u pervisor, tw en ty -fou r 

d o l la r s ;  D ire c to r  o f  N ursing S e rv ice , f i f t y  d o l la r s ;  and 

D ire c to r  o f  M edical S o c ia l S e rv ice , one hundred s ix teen  

d o l la r s .

These data in d ica te d  th a t fa c to r s  o th er  than the 

o b je c t iv e  ev a lu a tion  o f  the worth o f  a p o s it io n ,  as d e te r ­

mined by jo b  a n a ly s is  and jo b  ev a lu a tion , in flu en ced  the 

wages and s a la r ie s  pa id  at the M edical C enter.

IV. OTHER FACTORS AFFECTING SALARIES AT THE 

UNIVERSITY OF COLORADO MEDICAL CENTER

Three fa c t o r s  were id e n t i f ie d  which had had a d ir e c t
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in flu e n ce  on sa la ry  determ ination  at the M edical Center.

Comparable ra tes  pa id  in  the community. The s a la r ­

ie s  which were recommended fo llo w in g  the 1957 s t a f f  c l a s s i ­

f i c a t io n  were n ot based t o t a l l y  upon eva lu ation  o f  p o s i ­

t io n s .  F ollow in g  the ev a lu a tion , wage survey data were

used and evaluated  ra te s  were ad ju sted  ’*to  become more
«1-1-7n e a r ly  com p etitive  w ith  the community r a t e s . 1

A review  o f  the R egents ’ Minutes showed the fo l lo w ­

in g  in sta n ces  in  which the ra te s  pa id  fo r  comparable work 

in  the community seemed to  have been a m ajor fa c t o r  in  

determ ining the ra te s  pa id  by the U n iv ers ity  o f  Colorado 

M edical Center.

At the February 25, 1955 R egents’ m eeting, an in ­

crease in  sa la ry  f o r  r e g is te r e d  nurses was approved when 

i t  was rep orted  that the Denver H osp ita l C ouncil had agreed 

to  r a is e  the beginning sa la ry  o f  graduate s t a f f  nu rses.

The m otion approved the r a is e  and stated  th at i t  was to  

become e f f e c t iv e  on the date that the ra is e  became e f f e c ­

t iv e  in  oth er Denver h o s p i t a l s .^

On May 20, 1955* a s ta r t in g  sa la ry  f o r  graduate 

nurses that was h igh er than the s ta r t in g  sa la ry  in  oth er

^ ’’ Recommended S ta f f  C la s s i f i c a t io n  and Compensa­
t io n  Program f o r  the U n iv ers ity  o f  Colorado M edical Center, 
Denver*1 (An Unpublished Report o f  a Study D irected  by 
Leota Pekrul and O tis  L ip streu , 1957)» PP* 21-25.

^ **U h iversity  o f  Colorado Board o f  Regents,
Minutes o f  M eeting, February 25, 1955»M P* 7*



71

Denver h o s p ita ls  was requested  by the M edical C en ter.1*9 

The m otion was not passed at that m eeting, but on June 10, 

1955, the sa la ry  in crea se  was approved when Denver Hos­

p i t a l  C ouncil approval o f  the new ra te  was re p o r te d .^ 0

In 1957* the Regents approved a request to move the 

M edical T ech n o log ist  I  and two o th er te c h n o lo g is t  c la s s e s  

up one pay grade, ,!th is  to  p a r a l le l  an upward trend in  the 

Denver community f o r  em ployees in  th is  ca teg ory . . .

On Ju ly  1, 1959, a l e t t e r  to  the Board o f  Regents 

from the M edical Center Personnel O f f i c e r  requested approv­

a l o f  changes in  pay grade fo r  some personn el and s ta te d :

Wage and sa la ry  data a v a ila b le  to  the Personnel 
department in d ic a te  that ce r ta in  jo b  c la s s e s  should 
be changed in  pay grade in  order to  keep the Medi­
c a l  Center com p etitive  w ith  i t s  community.52

At the May 20, I960 m eeting, the Regents approved

a r e - c la s s i f i c a t i o n  o f  p o s it io n s  because i t  was reported

that Denver pay s c a le s  had changed s in ce  the approval o f

the budget request f o r  the M edical Center the prev iou s 
O ctober

^9I b id . ,  May 20, 1955, p . 5 .

5QI b id . ,  June 10, 1955, p . 2.
5 l I b id . . November 23, 1957, p . 7.

 ̂ Prom a l e t t e r  to the Board o f  Regents which i s  
19ij.8U” tlie F* le  on Medica-1 Center Pay S ca les Since

5>3nU n iv ers ity  o f  Colorado Board o f  Regents, 
Minutes o f  M eeting, May 20, I9 60 ,” p . 12.
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A v a ila b le  fu n d s . The funds a v a ila b le  in  the cu r ­

ren t budget were a ls o  id e n t i f ie d  as a fa c t o r  in  determ in­

in g  sa la ry  ra te s  at the M edical Center. The change to  the 

fo r ty -h o u r  week was approved a f t e r  a study had shown that 

the change cou ld  be accom plished w ithout an in crea se  in  

the 1952-53 b u d g e t .^ -

In February 1955, the Regents approved a recommenda­

t io n  to  in crea se  s a la r ie s  o f  ca rp en ters , p a in te rs  and e n g i­

n eers at the M edical Center 11 to  take care o f  an in eq u ity  

in  th e ir  ra te s  that had a risen  because o f  recen t t ig h t  bud­

get s i t u a t io n s .* '^

Supply o f  p e rso n n e l. One example o f  the e f f e c t s  o f  

a person n el shortage upon s a la r ie s  was found in  the R egents1 

M inutes. R eference was made to  d i f f i c u l t y  in  m aintaining 

a s u f f i c ie n t  number o f  general duty nurses in  the May 20, 

1955 M in u te s .^  On June 10, 1955, a tw elve d o l la r  per

month in crea se  in  the s ta r t in g  sa la ry  f o r  Graduate S ta f f
57Nurses was approved. In sp ite  o f  the in crea se  in  sa la ry ,

a c r i t i c a l  n u rsing  s itu a t io n  at the M edical Center was r e -
58p orted  to  the Regents on August 11, 1955* At that

^ T b i d . , September 19, 1952, p . 1 .

^ I b id . , February 26, 1955, P« 2.

^6I b id . ,  May 20, 1955, PP- J-l-,5*

^7I b id . , June 10, 1955, p . 2 .

•^I b id . , August 11, 1955, P* 5*
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m eeting, i t  was re p o r te d :

As o f  the day o f  the m eeting, there were about 
33 v acan cies  in  the 92 budgeted p o s it io n s  in  the 
nursing  s e r v ic e . The ads in  the nursing  jou rn a ls  
had produced few in q u ir ie s  and no a p p lic a t io n s .
About lj.0 beds out o f  the 271 beds in  the h o s p ita l  
are c lo se d  because o f  the n u rsing  s h o r t a g e .^

The nu rsing  s itu a t io n  was d iscu ssed  again in  the 

m inutes o f  the September 2]+, 1955 m eeting o f  the R egen ts.60 

On O ctober 5 , 1955* the Regents approved an in crea se  in  the 

s ta r t in g  sa la ry  f o r  Graduate S ta f f  Nurses o f  th ir ty -th r e e  

d o l la r s  p er m onth.61 At the November 18, 1955, meeting 

i t  was reported  that fo llo w in g  the in crea se  in  s a la r ie s , 

the h o s p ita l  was Mat n e a r ly  f u l l  stren gth  in  nursing p e r ­
so n n e l.11̂

l i v i n g . Only one re fe ren ce  to a sa la ry  in ­

crease  f o r  M edical Center personn el which was based on 

the c o s t  o f  l i v in g  was noted  in  the Regents* M inutes. On 

November 23, 1957, the Regents approved a m otion to  11 grant 

a 3 p er  cen t adjustm ent p a r a l le l in g  the in crea se  in  the 

c o s t  o f  l i v in g  (J u ly  1956 to  Ju ly  1957) f o r  ad m in istra tive  

c la s s e s ,  e f f e c t iv e  Ju ly  1 , 1957 .11 ^

^9I b id .
60^, . -

I b id . ,  September 2i ,̂ 1955, pp. 3,l+.
61 

I b id . ,  O ctober 5 , 1955, p . 1.
62I b id . ,  November 18, 1955, p . 8.

63i b i d . , November 3 , 1957, p . 7 .
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Unions. While there were many re fe re n ce s  to  union 

wages and some re fe re n ce s  to  union a c t iv i t y  at the U niver­

s i t y  o f  C olorado in  the R egents' M inutes, there were no 

re fe re n ce s  found that in d ica te d  union a c t iv i t y  at the Medi­

c a l  Center between J u ly  1952 and July  1961.

V. SUMMARY

The wage and sa la ry  program had le d  to  in creased  

s a la r ie s  f o r  n u rsin g  se rv ice  p o s it io n s .  However, when the 

sa la ry  in crea ses  f o r  n u rsin g  se rv ice  p o s it io n s  were com­

pared to  n on -nu rsing  p o s it io n s ,  on ly  one o f  the non-nursing 

p o s it io n s  had a low er percentage o f  sa la ry  in crea se  than 

the n u rsin g  s e r v ice  p o s it io n  to  which i t  was compared.

The w e ig h te d -in -p o in ts  plan  o f  jo b  eva lu ation  had 

in d ica te d  th at nu rsing  se rv ice  s a la r ie s  should be in crea sed . 

Yet the pay grades in  which n u rsin g  se rv ice  p o s it io n s  were 

p la ced  were one to  seven grades low er than the eva lu ation  

grades f o r  the p o s it io n s .  The on ly  non -nursing  p o s it io n  

o f  the group o f  p o s it io n s  stu d ied  p laced  in  a low er pay 

grade than the pay grade determ ined by eva lu ation  was the 

Clerk I .

A m ajor fa c t o r  in  determ ining s a la r ie s  was the p re ­

v a i l in g  ra te  pa id  in  the community f o r  comparable work. 

Other fa c t o r s  id e n t i f ie d  which had in flu en ced  s a la r ie s  at 

the M edical Center w ere: (1 )  a v a ila b le  funds, (2 )  supply o f



p erson n e l, and (3 )  c o s t  o f  l i v in g .  Union a c t iv i t y  had 

n ot d i r e c t l y  in flu en ced  M edical Center s a la r ie s .



CHAPTER V

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

Higher s a la r ie s  f o r  nurses had been con sid ered  e s ­

s e n t ia l to  a t t r a c t  more peop le  to  n u rsing  as a p r o fe s s io n . 

H osp ita l lea d ers  were recommending jo b  a n a ly s is  and job  

ev a lu a tion  as a means o f  im proving s a la r ie s  f o r  a l l  h os­
p i t a l  p erson n e l.

The problem  was to  determ ine whether a jo b  a n a ly s is  

and job  eva lu a tion  program in a s p e c i f i c  h o s p ita l had le d  

to  improvement in  the n u rsing  s a la r ie s .  The U n iv ers ity  

o f  Colorado M edical Center was chosen f o r  the study. The 

M edical Center had had jo b  c la s s i f i c a t i o n  stu d ies  made in  

191+8 and in  1957.

The g oa ls  o f  the p resen t study were: (1 )  to  id e n t i fy  

changes in  beginning s a la r ie s  o f  nu rsing  se rv ice  p o s it io n s ;

(2 )  to compare n u rsin g  se rv ice  p o s it io n s  to  s e le c te d  non­

nursing p o s it io n s ;  (3 )  to  determ ine the e f f e c t s  o f  job  

eva lu ation  upon s a la r ie s ;  and (1+) to id e n t i fy  oth er fa c to r s  

which had in flu en ced  the sa la ry  changes.

The review  o f  l i t e r a t u r e  revea led  that jo b  a n a ly s is  

and jo b  eva lu a tion  were bein g  used in c re a s in g ly  by in du s­

t r y . H osp ita ls  were a lso  showing in crea sed  in te r e s t  in  

th is  method o f  wage and sa la ry  determ ination . Several 

reasons f o r  the in crea sed  in te r e s t  by h o s p ita ls  were
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d iscov ered  in  the l i t e r a t u r e  review ed. Some o f  the reasons 

f o r  h o s p ita l  in t e r e s t  in  jo b  a n a ly s is  and jo b  eva lu ation  

w ere: (1 )  growth o f  the h o s p ita l in d u stry , (2 )  re co g n it io n  

o f  sub-standard wages in  h o s p it a ls ,  and (3 )  th rea t o f  union 

a c t iv i t y  among h o s p ita l em ployees.

Nursing l i t e r a t u r e  in d ica te d  that the nursing p ro ­

fe s s io n  was ju s t  beginn ing to  show an in t e r e s t  in  job  a n a l­

y s is  and jo b  eva lu a tion  as a method to improve s a la r ie s .

No re p o r ts  were found which d iscu ssed  the e f f e c t  that job  

a n a ly s is  and ev a lu a tion  had had upon nursing  se rv ice  s a l -  

a r i e s .

The h i s t o r i c a l  method was chosen f o r  th is  study. The 

° P i le  on the M edical Center Pay S ca le  S ince 19l|8,H the 

m inutes o f  the m eetings o f  the U n iv ers ity  o f  Colorado Board 

o f  Regents and the re p o r t  o f  the 1957 Job C la s s i f ic a t io n  

Study at the M edical Center were in clu ded  in  the h i s t o r i c a l  

rev iew .

Beginning s a la r ie s  f o r  s ix  n u rsing  se rv ice  p o s it io n s  

were compared w ith  beginn ing s a la r ie s  f o r  twelve non -nu rs­

in g  p o s it io n s .  Each nu rsing  se rv ice  p o s it io n  was compared 

w ith two non -nu rsing  p o s it io n s .  The percentage o f  the 1952 

sa la ry  granted as sa la ry  in cre a se s  between 1952 and 1961 

was determ ined. With the excep tion  o f  the X-Ray Technician 

whose in crea se  in  sa la ry  was th ir te e n  and three tenths per 

cen t le s s  than the in crea se  granted the Graduate S ta f f
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Nurse, a l l  o f  the non -nursing  p o s it io n s  re ce iv e d  a h igher 

percentage o f  in crea se  in  sa la ry  than the in d iv id u a l n u rs­

in g  p o s it io n s  w ith  which they were compared. This was in  

s p ite  o f  the fa c t  that the non -nursing  p o s it io n s  were 

chosen because, at some time during the ten -yea r  p e r io d  

stu d ied , the n u rsing  p o s it io n  and the non-nursing p o s it io n  

to which i t  was compared had re ce iv e d  the same beginning 

sa la ry .

The Job C la s s i f i c a t io n  Study done in  1957 in clu ded  

nursing  se rv ice  p o s it io n s  although the eva lu ation  p o in ts  

f o r  n u rsin g  se rv ice  p o s it io n s  were n o t  in clu ded  in  the 

w ritten  re p o r t  o f  the study. The eva lu a tion  p o in ts  awarded 

to  n u rsing  se rv ice  p o s it io n s  were a v a ila b le . A l l  nursing  

se rv ice  p o s it io n s  were evaluated  above th e ir  assigned  pay 

grade. The Head N urse, C l in ic a l  S u pervisor and D ire c to r  

o f  Nursing S erv ice  p o s it io n s  re ce iv e d  t o t a l  eva lu ation  

p o in ts  which p la ced  them above the h ig h est  pay grade on the 

U n iv ers ity  o f  Colorado M edical Center Pay Plan f o r  1958.

In s p ite  o f  these ev a lu a tion s , n u rsing  se rv ice  p o s i ­

t io n s  were n ot g iven  sa la ry  in cre a ses  to  the le v e l  o f  the 

evaluated  worth o f  the p o s it io n s .  At the same tim e, three 

non -nu rsing  p o s it io n s  w hich, in  1958, were r e c e iv in g  

s a la r ie s  from twenty to  e igh ty -tw o  d o l la r s  per month h igh er 

than the evaluated  worth o f  the jo b , re ce iv e d  sa la ry  in ­

crea ses  in  1958. Other non -nursing p o s it io n s  whose
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s a la r ie s  were below  the evaluated  worth re ce iv e d  sa la ry  i n ­

crea ses  g rea ter  than the amount in d ica te d  by the eva lu ation  

p o in t s .

Pour fa c t o r s  oth er than jo b  a n a ly s is  and job  e v a l­

uation  were id e n t i f ie d  as having in flu en ced  the s a la r ie s  

at the M edical Center. These were: (1 )  comparable ra tes  

in  the community, ( 2 ) a v a ila b le  fun ds, ( 3 ) supply o f  p erson ­

n e l ,  and ( I4.) c o s t  o f  l i v in g .  The m ajor fa c t o r  in  d e te r ­

m ining M edical Center s a la r ie s  appeared to  be the compar­

ab le  ra te s  pa id  f o r  s im ila r  jo b s  in  the community.

I .  CONCLUSIONS

The data supported the h yp oth esis  that although 

the method o f  jo b  ev a lu a tion  and wage determ ination  was 

the same fo r  n u rsin g  se rv ice  p o s it io n s  and non-nursing  

s e rv ice  p o s it io n s  during the ten years from 1952 to  1962 

at the M edical Center, the percentage o f  in crea se  in  b e ­

ginn ing s a la r ie s  had n o t  been equ a l. The d if fe r e n c e  in  

amount o f  in crea se  in  beginning s a la r ie s  was not the 

d i r e c t  r e s u lt  o f  jo b  ev a lu a tion . The beginning s a la r ie s  

were n ot determ ined on the b a s is  o f  the evaluated worth 

o f  p o s i t io n ,  but were determ ined by the comparable wages 

in  the community. The use o f  tax monies to  fin an ce  the 

jo b  a n a ly s is  and jo b  eva lu ation  hard ly  appeared ju s t i f i e d  

s in ce  the r e s u lt in g  s a la r ie s  cou ld  p robab ly  have been
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determ ined by the community wage surveys a lon e .

I t  appeared from th is  study that a job  a n a ly s is  and 

jo b  eva lu a tion  program such as the one used at the M edical 

Center would r e s u lt  in  an in crea se  in  beginning s a la r ie s  

f o r  nu rsing  p o s it io n s ,  prov ided  the h o s p ita l  doing the 

ev a lu a tion s  cou ld  base the s a la r ie s  upon the evaluated 

worth o f  the jo b  ra th er  than upon community ra te s .

The study a ls o  in d ica te d  that the Denver H osp ita l 

C ouncil were un ited  in  s e t t in g  nursing s a la r ie s . There 

were no re fe re n ce s  found in  the R egents1 Minutes which 

in d ica te d  that the Regents sought the op in ion  o f  the Den­

ver H osp ita l C ouncil regard in g  any sa la ry  ra te s  oth er than 

those f o r  graduate n u rses. Since comparable n u rsing  s e r ­

v ic e  p o s it io n s  are n ot found ou tsid e  the h o s p ita l in d u stry , 

h o s p ita l adm in istra tors  cou ld  un ite  to c o n tr o l sa la ry  in ­

crea ses  f o r  th is  group.

I I .  RECOMMENDATIONS

On the b a s is  o f  the f in d in g s  in  th is  study, i t  was 

recommended th a t :

1. A d d ition a l stu d ies  o f  jo b  a n a ly s is  and jo b  

eva lu ation  as a method o f  determ ining nursing  se rv ice  s a l ­

a r ie s  be done;

2. H osp ita l ad m in istra tors be encouraged to use job
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a n a ly s is  and job  eva lu a tion  in  h o s p ita l wage and sa lary  

programs;

3. Ways be sought to  make i t  p o s s ib le  f o r  h o s p ita ls  

to  pay n u rsin g  se rv ice  em ployees the s a la r ie s  determined 

by ev a lu a tion ;

Ij.. S tu d ies be made o f  the fa c to r s  which should be 

con sid ered  in  eva lu a tin g  n u rsing  se rv ice  p o s it io n s .  Such 

stu d ies  should con s id er  the F u n ction s, Standards and Qual­

i f i c a t i o n s  which have been id e n t i f ie d  by the American 

Nurses* A s s o c ia t io n ;

5 . F indings o f  jo b  a n a ly s is  and job  eva lu ation  

o f  nu rsing  se rv ice  p o s it io n s  be used in  ed u ca tion a l and 

p u b lic  r e la t io n s  programs to  ju s t i f y  in creased  s a la r ie s  

f o r  n u rses ; and

6 . The p r o fe s s io n a l nurses be encouraged to  accept 

r e s p o n s ib i l i t y ,  e ith e r  in d iv id u a lly  o r  through th e ir  appro­

p r ia te  o rg a n iz a t io n s , to  develop  methods o f  analyzin g  and 

eva lu a tin g  nursing  se rv ice  p o s it io n s .
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HOSPITAL ATTENDANT

( C la s s i f i c a t i o n  Number 520)

DEFINITION

This i s  elementary nursing work in  the care and 
treatment o f  p a t ie n ts  in  a general or  p s y c h ia t r ic  h o s p it a l .

Emphasis o f  the work i s  on performance o f  rou tine  
nursing  d u t ie s  in a ward or  h o s p ita l  u n it  which do not r e ­
quire  p r o fe s s io n a l  nursing tra in in g  and can r e a d i ly  be 
learned on the jo b .  Work u su a lly  i s  su b je c t  to  the c lo s e  
su perv is ion  o f  nurses o r  other  p r o fe s s io n a l  or te ch n ica l  
h o s p it a l  personnel but more rou tin e  tasks may be performed 
w ith  con s id era b le  l e s s  su p erv is ion .

EXAMPLES OF WORK (These examples are intended on ly  as i l l u s ­
t r a t io n s  o f  the v ar iou s  types o f  work performed in p o s i ­
t io n s  a l l o c a te d  to t h is  c l a s s . )

A s s is t s  the nursing  s t a f f  in  perform ing a v a r ie ty  o f  
tasks such as s t e r i l i z i n g  equipment and r in s in g  and washing 
nasal su ction  tubes, b o t t l e s ,  r e c t a l  tubes and other appara­
tu s , wash b a s in s , bedpans, and u r in a ls ;  a s s i s t s  nurse make 
beds in  orth oped ic  or c r i t i c a l l y  i l l  p a t ie n ts .

A s s is t s  in  moving p a t ie n ts  who are heavy or h e lp le s s  
by turning them, by t ra n s fe r r in g  them from a bed to  a 
l i t t e r ,  or  in  other ways so as to  a s s is t  the nurses caring  
f o r  them.

Acts as messenger, tra n sp ortin g  various types o f  
equipment to  other departments, g e t t in g  and return ing  sup­
p l i e s  to  ce n tra l  supply and pharmacy.

Transport p a t ie n ts  on l i t t e r s  or  in  wheel ch a irs  to  
other departments o f  the h o s p ita l  and return them to  th e ir  
wards a f t e r  examination o r  treatm ent; may stay  with p a t ie n t  
during la b o ra to ry  o r  x -ra y  procedure .

Attends and cares  f o r  d isturbed  or a g ita ted  p a t ie n ts ,  
as d ir e c te d ,  and ex er ts  a l l  p o s s ib le  p reca u tion s  to  prevent 
p a t ie n ts  from in ju r in g  them selves.

Gives o ra l  hygiene, shampoos, shaves.
Reports ob serv a tion s  to  nurse.
P a r t ic ip a te s  in  r e c r e a t io n a l  therapy; g iv es  support 

and assurance to  p a t ie n t  by remaining with him as assigned 
by nurse . ^

Prepares p a t ie n t  f o r  meals and serves food  tra y s :  
f i l l s  water p i t c h e r s .

Takes temperatures, p u ls e s ,  and r e s p ir a t io n s  as 
in d ica te d  by nurse in  charge.

Performs such c u s to d ia l  tasks as c lean in g  and d u st­
in g  equipment, h o s p it a l  u n its  and u t i l i t y  rooms, a s s is t in g  
in  moving beds and bedside stands.
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HOSPITAL ATTENDANT (Continued)

Gives evening and morning care to  ch ron ic  and con ­
v a le sce n t  p a t ie n t s ;  g iv e s  tub baths and checks p a t ie n t  in 
shower; passes and c o l l e c t s  bedpans and u r in a ls ;  g iv es  
c lea n s in g  enemas in  uncomplicated ca se s .

A s s is t s  in  m aintaining ward v e n t i la t io n ,  l ig h t in g ,  
and other  environmental fa c t o r s  that con tr ib u te  to  the 
com fort o f  the p a t ie n t .

Performs re la te d  work as req u ired .

REQUIREMENTS OF WORK

Some experience  in  the care o f  the p h y s ic a l ly  or 
m entally  i l l ;  and graduation from high school or any equiva­
le n t  combination o f  experience  and tra in in g  which p rov id es  
the fo l lo w in g  knowledges, a b i l i t i e s ,  and s k i l l s :

Some knowledge o f  the procedu ra l requirements o f  
c le a n l in e s s  and p a t ie n t  care norm ally  expected in a h o s p it a l .

A b i l i t y  and w il l in g n e s s  to  do rou tine  c lean in g  and 
housekeeping work and to attend to the personal needs o f  
the p h y s ic a l ly  and m entally  i l l .

A b i l i t y  to understand and f o l lo w  simple o ra l  and 
w ritten  in s t r u c t io n s .

A b i l i t y  to  demonstrate empathy toward p a t ie n ts .
A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  working 

r e la t io n s h ip s  w ith p h y s ic ia n s ,  nursing  serv ice  personnel, 
students, p a t ie n ts  and the p u b l ic .

A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  p a t ie n t  
in form a tion .

A b i l i t y  to  work with p h y s ic a l ly  and m entally  i l l  
w ithout an x iety  and ten s ion .

S u f f i c i e n t  p h y s ica l  stren gth  to  work while standing 
and to l i f t  and ca rry  heavy o b je c t s .
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CLERK I 

( C la s s i f i c a t i o n  Number 122)

This i s  rou tin e  work requ ired  in  s p e c i f i c  c l e r i c a l ,  
o f f i c e  or  s im ila r  p rocedu res .

Work o f  an employee o f  th is  c la s s  i s  norm ally  
l im ite d  to  standardized d u t ie s  c o n s t i tu t in g  a p a rt  o f  a 
complete operatin g  procedu re . Though work may o c c a s io n a l ly  
in vo lve  the use o f  a typ ew rite r , such assignments are o r d i ­
n a r i ly  o f  a nature n o t  re q u ir in g  a q u a l i f ie d  to u ch -ty p is t  
f o r  t h e ir  ex ecu t ion . Work i s  performed under su p erv is ion , 
although a f t e r  a b r i e f  p e r io d  o f  in s t r u c t io n ,  r e p e t i t iv e  
assignments may be ca rr ie d  out with a minimum amount o f  
review  o f  work methods.

EXAMPLES OF WORK (These examples are intended on ly  as i l ­
lu s t r a t io n s  o f  the var iou s types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to t h is  c l a s s . )

S orts  and f i l e s  correspondence, vouchers, forms, 
h o s p ita l  record s  and oth er  m a ter ia ls  n u m erica lly , a lpha­
b e t i c a l l y ,  o r  by other predetermined c l a s s i f i c a t i o n s .

Acts as desk c le r k  or  r e c e p t io n is t  in  ward or  c l i n i c ;  
answers in q u ir ie s  accord in g  to  e s ta b lish e d  p o l i c i e s ;  
re co rd s  in form ation  on index ca rd s , ch a r ts ,  and var ious 
forms.

Compiles ta b u la t ion s  from record s  at hand and p r e ­
pares r e p o r ts  o f  a standardized and rou tin e  nature .

Performs simple typew ritin g  assignments not r e q u ir ­
ing  tou ch -typ in g  s k i l l ,  or  uses other o f f i c e  equipment n ot  
re q u ir in g  p rev iou s  t ra in in g  or experience  in  opera t ion .

Acts as ca sh ie r  in  food  se rv ice  u n it .
Operates postage meter; maintains simple record s  

and prepares charges f o r  s e r v ic e s .
Numbers, c o l l a t e s ,  punches and sta p les  forms and 

other papers ; cu ts  and f o ld s  paper.
May c o l l e c t  and d e l iv e r  la b o ra to ry  specimens, ch a rts ,  

r e p o r t s ,  time sh eets .
May take telephone messages and d i r e c t  v i s i t o r s .
Performs r e la te d  work as req u ired .

RECOMMENDED QUALIFICATIONS

Some o f f i c e  experience  and com pletion o f  h igh s ch oo l ;  
or any equ iva len t  combination o f  experience and tra in in g  
which p rov id es  the fo l lo w in g  knowledges, a b i l i t i e s  and 
s k i l l s :

DEFINITION
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Some knowledge o f  business E nglish  and arithm etic  
and o f  o f f i c e  p r a c t i c e s  and procedures.

A b i l i t y  to  understand and carry  out simple o ra l  and 
w ritten  in s t r u c t io n s .

A b i l i t y  to  a ccu ra te ly  so r t  and f i l e  a lp h a b e t ic a l ly  
and n u m erica lly .

A b i l i t y  to  deal t a c t f u l l y  with the p u b l i c ,  some o f  
whom may be in  d istu rbed  co n d it io n .

A b i l i t y  to  acquire  some s k i l l  in  operation  o f  o f f i c e  
machines.

A b i l i t y  to  make simple arithm etic  c a lc u la t io n s .
Accuracy and neatness in  re co rd in g  in form ation  

on re p o r ts  and form s.
May be in  p o s i t i o n  re q u ir in g  a b i l i t y  to  use d i s ­

c r e t io n  about c o n f id e n t ia l  p a t ie n t  in form ation .
A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  working 

r e la t io n s h ip s  w ith  su p e rv iso r ,  employees, m edical s t a f f  
and students.

CLERK I  (C on tin u ed)
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JANITOR 

( C la s s i f i c a t i o n  Number 2OI4.)

This i s  manual work in v o lv in g  the cu s to d ia l  care o f  
U n iv ers ity  b u i ld in g s  and prem ises.

Work in v o lv e s  the performance o f  c lean in g  and house­
keeping maintenance work in  an assigned b u ild in g  or  b u i ld ­
in g  area. Primary r e s p o n s ib i l i t y  i s  f o r  the use o f  proper 
methods and m ater ia ls  in  c lea n in g  and otherwise car in g  f o r  
b u i ld in g  areas and equipment. Employees work under c lo s e  
su perv is ion  or  work fo l lo w s  a w e ll  e s ta b lish ed  ro u t in e .  
Performance i s  evaluated by p e r io d ic  in sp e c t io n  o f  work 
area.

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the various types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Sweeps, mops, scrubs , and waxes f l o o r s j  dusts and 
c lean s o f f i c e s ,  h a l l s ,  c lassroom s, shops, and la b o r a t o r ie s .

Uses standard c lean in g  equipment; a ls o  p o l is h in g  
and scrubbing machines.

Cleans r e s t  rooms and rep len ish es  su p p lie s .
Moves o f f i c e  and dorm itory fu rn itu re  and equipment. 
Reports co n d it io n s  which may requ ire  major r e p a ir s .  
Removes snow from steps , doorways, and entry  s id e ­

walks.
May a s s i s t  w ith  other work in a department as time

a llow s .
May be c a l le d  on f o r  emergency c lea n in g .
Empties waste and trash  con ta in e rs .
May be re sp o n s ib le  f o r  lo c k in g  doors and windows 

a f t e r  c lean in g  area.
Employees in  t h is  c la s s  employed by Medical School 

departments may care f o r  animals.
Performs r e la te d  d u tie s  as req u ired .

RECOMMENDED QUALIFICATIONS

Some experience  in  j a n i t o r i a l  or r e la te d  cu s to d ia l  
work; and com pletion o f  e ighth  grade; or  any equ iva lent 
combination o f  experience  and tra in in g  which p rov ides  the 
fo l lo w in g  knowledges, a b i l i t i e s ,  and s k i l l s ;

Working knowledge o f  c lean in g  methods, m a ter ia ls ,  
and equipment.

DEFINITION
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JANITOR (Continued)

A b i l i t y  to make minor re p a irs  and adjustment to  
b u i ld in g  f ix t u r e s  and equipment.

A b i l i t y  to f o l lo w  simple o r a l  and w ritten  in s t r u c ­
t io n s .

A b i l i t y  to  e x e r c is e  care in the use o f  c lean in g  
m ater ia ls  f o r  d i f f e r e n t  types o f  b u i ld in g  su r fa ce s .

S a t i s fa c t o r y  appearance and personal c le a n l in e s s .
S u f f i c i e n t  p h y s ica l  strength  to withstand the 

s tra in  o f  working lon g  hours at manual tasks .
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PRACTICAL NURSE 

( C la s s i f i c a t i o n  Number 521)

This i s  nursing work o f  l im ited  general duty r e ­
s p o n s ib i l i t y  in  the care and treatment o f  the p h y s ic a l ly  
and m enta lly  i l l .

Under the su perv is ion  o f  a graduate nu rse , employees 
in  t h is  c la s s  perform  l im ite d  general nursing a c t i v i t i e s  
on a ward, in  an operatin g  room, in c e n tra l  supply or in 
a c l i n i c .  Work i s  performed in accordance w ith esta b lish ed  
ru le s  and re g u la t io n s  and sp e c ia l  in s t r u c t io n s  from m edical 
or  nursing su p erv isors .  Work i s  su b je ct  to  review and 
check by the p r o fe s s io n a l  nurse .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the v ar iou s  types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Takes and reco rd s  p u lse ,  r e s p ira t io n  and tempera­
tu re s ;  weighs p a t ie n t  and re co rd s .

Sets up c l i n i c s ;  prepares p a t ie n ts  f o r  d o c t o r 's  
examination and a s s i s t s  p h ys ic ian s  in examining and t r e a t ­
in g  p a t ie n t s .

C ircu la tes  with graduate scrub nurse; a c ts  as scrub 
nurse f o r  s e le c te d  cases with graduate nurse c i r c u la t in g ,  
a s s i s t s  graduate nurse in s e le c t in g  and s t e r i l i z i n g  in s t r u ­
ments and s e t t in g  up f o r  s e le c te d  op era t ion s .

Takes c a l l  w ith  a graduate nurse.
Gives s e le c te d  treatm ents such as u n s te r i le  hot 

packs, heat lamp, u n s te r i le  soaks, c a th e te r iz a t io n ;  g ives  
rou tin e  skin ca re ; g ives  c lea n s in g  enemas in uncomplicated 
ca ses .  Cleans and s to re s  instrum ents; a s s is t s  with in ven ­
t o r i e s .

Gives back rubs and baths to  uncomplicated or  con ­
v a le sce n t  p a t ie n t s ;  makes and stra igh ten s  beds.

Records in  p a t i e n t 's  chart behavior , c o n d it io n ,  
treatment g iven , Intake and output, T .P .R. and b lood  p r e s ­
sure, he igh t and w eight.

Observes and re p or ts  p a t ie n t  c o n d it io n ,  behavior, 
c o l o r  and con d it ion  o f  sk in , sta te  o f  con sc iou sn ess .

E sta b lish es  th erapeu tic  r e la t io n s h ip s  w ith p a t ie n ts .
A s s is t s  in  o v e r -a l l  nursing  care plan f o r  the p a t ie n t .
A s s is t s  in  s o c ia l i z a t i o n  o f  the p s y c h ia t r ic  p a t ie n t .
A p p lies  p r in c ip le s  o f  p sy ch ia try  to p a t ie n t  care 

under the d i r e c t io n  o f  the graduate nurse .
A s s is ts  the graduate nurse in  perform ing a v a r ie ty  

o f  te ch n ica l  d u t ie s .
Performs r e la te d  work as req u ired .

DEFINITION
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RECOMMENDED QUALIFICATIONS

Graduation from an a ccre d ite d  sch oo l o f  p r a c t i c a l  
nu rs ing , o r  any equ iva len t combination o f  experience and 
t ra in in g  which p ro v id e s  the fo l lo w in g  knowledges, a b i l i t i e s  
and s k i l l s :

Working knowledge o f  nursing theory , p r a c t ic e  and 
e th ic s  under su p erv is ion .

Working knowledge o f  h o s p ita l  d i e t e t i c s ,  sa n ita tion  
and p ersona l hygiene.

A b i l i t y  to  f o l l o w  o ra l  and w ritten  in s t r u c t io n s  in 
exact  d e t a i l  and to  re cord  a ccu ra te ly .

A b i l i t y  to  maintain and demonstrate empathy toward 
p a t ie n t s .

A b i l i t y  to  work w ith  the p h y s ic a l ly  and m entally  
i l l  w ithout an x iety  and ten s ion .

A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  p a t ie n t  
in form a tion .

A b i l i t y  to  e s t a b l is h  and maintain e f f e c t i v e  working 
r e la t io n s h ip s  with p h y s ic ia n s ,  nursing se rv ice  personn el, 
students, p a t ie n ts  and the p u b l i c .

S u f f i c i e n t  p h y s ica l  strength  to  work while standing 
and to  a s s i s t  or  move p a t ie n ts  and equipment f o r  an 
e ig h t -h ou r  p e r io d  or  lon ger  as n ecessa ry .

S k i l l  in  applying simple nursing techniques to  
s p e c i f i c  needs.

NECESSARY SPECIAL REQUIREMENT

P ossession  o f  a current l i c e n s e  as a p r a c t i c a l  nurse 
as issu ed  by the Colorado Board o f  Licensed P r a c t ic a l  
Nurse Examiners.

PRACTICAL NURSE (C on tin u ed)
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COOK I

( C la s s i f i c a t i o n  Number 226)

This i s  general cooking  work in  a U n ivers ity  and 
h o s p ita l  k itch en .

Work i s  p r im a r i ly  concerned with volume cooking 
f o r  a small group o r  supervised cooking f o r  a large  group 
and may in c lu d e  some general c lean in g  d u t ie s .  Work i s  
under c lo s e  su perv is ion  or i s  s u f f i c i e n t l y  simple that 
l im ite d  cooking experience  i s  req u ired .

EXAMPLES OF WORK (These examples are intended on ly  as i l l u s ­
t r a t io n s  o f  the v ar iou s  types o f  work performed in p o s i t i o n s  
a l lo c a te d  to  th is  c l a s s . )

A s s is t s ,  on a s h i f t  w ith other cooks, in  preparing 
v ar iou s  foods  in c lu d in g  v e g e ta b le s ,  meats and soups, o r  
prepares complete meals f o r  a small number o f  peop le .

May prepare s p e c ia l  food s  when preparation  in  
volume i s  req u ired .

Maintains sa n ita ry  co n d it io n s  in  k itch en s and 
k itch en  su r fa ce s .

Prepares b rea k fa sts  and evening lunches on a r e l a ­
t i v e l y  la rg e  s c a le .

O cca s io n a lly  re p la ce s  h igher le v e l  cooks on a r e l i e f
b a s is .

Performs re la te d  d u ties  as requ ired .

RECOMMENDED QUALIFICATIONS

One year experience  in  household cook ing ; and com­
p le t io n  o f  the e ig h th  school grade; or any equ iva lent com­
b in a tion  o f  experience  and tra in in g  which p rov id es  the 
fo l lo w in g  knowledges, a b i l i t i e s ,  and s k i l l s :

Some knowledge o f  m ater ia ls  and methods used in 
preparing  food  on a la rge  sca le  and o f  the care and use o f  
cooking u te n s i l s  and equipment.

Some knowledge o f  food  values and n u t r i t io n .
A b i l i t y  to  do general cooking on a large  sca le  and 

to  plan and prepare small meals on a household s c a le .
A b i l i t y  to  work long hours while standing on con crete  

or  t i l e  f l o o r s  and under co n d it io n s  o f  high temperatures.
A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  working 

r e la t io n s h ip s  w ith su perv isor  and fe l lo w  employees.
S k i l l  in  the use o f  k itchen  equipment.
Personal c le a n l in e s s .

DEFINITION
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SECRETARY I 

( C la s s i f i c a t i o n  Number 130 )

This i s  general c l e r i c a l  work which u su a lly  in v o lv es  
shorthand as an e s s e n t ia l  duty.

The c l e r i c a l  work fo l lo w s  p re scr ib e d  or w e ll  e s ta b ­
l is h e d  procedures and can be learned  on the jo b .  In s tr u c ­
t io n s  are given at the beginning o f  work and on subsequent 
new assignments. A fte r  employees become fa m il ia r  with 
p a r t i c u la r  procedures they work with some independence on 
more rou tine  aspects  o f  the work. Work in v o lv in g  more 
v a r ied  tasks i s  given c l o s e r  su perv is ion  than that which 
i s  r e p e t i t iv e  in  nature , although work i s  norm ally  reviewed 
or  v e r i f i e d  upon com pletion . A se cre ta ry  may make a r i t h ­
m etic or  other checks upon work o f  other employees f o r  
accuracy  and may be requ ired  to  learn  and use a l im ite d  
te c h n ic a l  vocabu lary .

EXAMPLES OF WORK (These examples are intended only  as 
i l l u s t r a t i o n s  o f  the var iou s  types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Takes and t ra n sc r ib e s  d ic ta t io n  c o n s is t in g  o f  c o r r e ­
spondence, memoranda, r e p o r ts ,  statem ents, and other mater­
i a l s ;  may cut d u p lica t in g  s t e n c i l s ;  types a r t i c l e s ,  r e p o r ts ,  
l e t t e r s ,  forms, ta b u la t io n s ,  and other m ater ia ls  from copy, 
rough d r a f t ,  o r  d i c t a t in g  machine.

Acts as r e c e p t io n is t ;  schedules appointments; 
answers o ra l and w ritten  requests  and in q u ir ie s  f o r  routine  
in form a tion ; r e c e iv e s  telephone c a l l s  and routes them to 
proper person .

Sorts and f i l e s  correspondence, vouchers, pamphlets, 
books, documents, and other  m ater ia ls  nu m erica lly , a lpha­
b e t i c a l l y ,  o r  by other predetermined c l a s s i f i c a t i o n ;  r e ­
c e iv e s ,  s o r t s ,  and d is t r ib u t e s  incoming and outgoing m ail.

Checks record s  and papers f o r  c l e r i c a l  and arithm etic  
accuracy , com pleteness, and compliance with w ell e sta b lish ed  
standards and procedu res ; makes e n tr ie s  o f  designated or 
obvious in form ation  to  various c o n tro l  re co rd s ;  o c c a s io n a l ly  
prepares standard re p o r ts  from such re co rd s .

Performs re la te d  d u t ie s  as req u ired .

RECOMMENDED QUALIFICATIONS

One year o f  experience in  general c l e r i c a l  work; 
and graduation from a standard high school in c lu d in g  or

DEFINITION
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SECRETARY I  (C on tin u ed)

supplemented by courses in  typing and shorthand; or any 
equ iva len t combination o f  experience and t ra in in g  which 
p rov id es  the fo l lo w in g  knowledges, a b i l i t i e s  and s k i l l s :

Working knowledge o f  business English , s p e l l in g  
and a r ith m etic .

Some knowledge o f  o f f i c e  p r a c t i c e s ,  procedures 
and equipment.

A b i l i t y  to  make computations and ta b u la t ion s  
r a p id ly  and a ccu ra te ly .

A b i l i t y  to  learn  assigned c l e r i c a l  tasks r e a d i ly ,  
to  adhere to  p re scr ib e d  r o u t in e s ,  and to  develop some 
s k i l l  in  the operation  o f  other common o f f i c e  app liances .

A b i l i t y  to deal t a c t f u l l y  w ith  the p u b l ic .
A b i l i t y  to learn  te ch n ica l  terms used in work 

assigned .
A b i l i t y  to perform d e ta i le d  tasks a ccu ra te ly .
A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  

in form a tion .
S k i l l  in  the rapid  and accurate taking and tra n scr ip  

t io n  o f  o r a l  d i c t a t io n .
S k i l l  in  the operation  o f  a typ ew riter .
C le r i c a l  aptitude and good general in t e l l i g e n c e .
A b i l i t y  to  e s t a b l is h  and maintain e f f e c t i v e  working 

r e la t io n s h ip s  w ith  su perv isor  and employees.
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GRADUATE STAFF NURSE 

( C la s s i f i c a t i o n  Number 522)

This i s  p r o fe s s io n a l  nursing o f  general duty r e ­
s p o n s ib i l i t y  in  the care and treatment o f  the m entally  and 
p h y s ic a l ly  i l l .

Employees in  th is  c la s s  perform  general nursing 
a c t iv i t i e s ^  on a h o s p ita l  ward, opera tin g  room, or  in a h os ­
p i t a l  c l i n i c .  Work i s  performed in accordance with e s ta b ­
l is h e d  ru le s  and r e g u la t io n s ,  standard p r a c t i c e s  o f  the 
p r o fe s s io n ,  and s p e c ia l  in s t r u c t io n s  from m edical or  n u rs ­
in g  su p erv isors . On any s h i f t ,  employees o f  th is  c la s s  
may have charge r e s p o n s i b i l i t i e s  f o r  an assigned ward or 
h o s p ita l  area. The treatment and care to  be given i s  
u su a lly  supervised and su b je ct  to  review and check by 
su p e r io rs .  Serves as a “nursing team leader*1 and d i r e c t s  
the a c t i v i t i e s  o f  o th er  p r o fe s s io n a l  and n o n -p ro fe s s io n a l  
personnel in  a v a r ie ty  o f  nursing  care a c t i v i t i e s .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the various types o f  work performed in  
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Sets up or  prepares and adm in isters , as m ed ica lly  
ordered , m edications o r a l l y ,  subcutaneously, in tram uscular­
l y ,  r e c t a l l y j  v e r i f i e s  dosage f o r  co r re c tn e s s ;  se ts  up and 
prepares m edications f o r  adm in istration  by d o c to r ;  tran ­
s c r ib e s  w ritten  d o c t o r 's  o rd ers ;  record s  in  p a t ie n t  chart 
m edications adm inistered.

Observes and re p o r ts  drug id io sy n c ra sy ,  d es ira b le  
and undesirable  e f f e c t .

Maintains c lo s e  constant observation  o f  v i t a l  s ign s, 
c o l o r  and co n d it io n  o f  sk in , dra inages , sta te  o f  con ­
sc iou sn ess .

A n tic ip a te s  and f u l f i l l s  d o c t o r 's  need f o r  m edica­
t io n s ,  instrum ents, f a c t s  about p a t i e n t 's  c l i n i c a l  c o n d i­
t ion  .

Takes and record s  temperature, p u lse ,  b lood  p ressu re , 
f e t a l  heart ton es ; measure and record s  intake and output; 
weighs p a t ie n t  and re co rd s .

Takes v a r ie ty  o f  cu ltu res  and specimens using 
s t e r i l e ,  u n s te r i le  or  sp e c ia l  technique as requ ired .

Sets up f o r  and a s s i s t s  d octor  w ith  d ressing  
changes, b lood  drawing, lumbar punctures, p h y s ica l  examina­

t io n s ,  in travenous therapy, p e lv i s  exam inations, g a s t r ic  
a n a ly s is  or  lavage , th o ro ce n te s is ,  b io p s ie s .

DEFINITION
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Gives treatm ents, as ordered , such as oxygen 
therapy, s t e r i l e  hot packs or  soaks, b ladder i r r i g a t i o n s ,  
d re s s in g s ,  c a t h e t e r iz a t io n ,  gavage, steam or p e n i c i l l i n  
in h a la t io n ,  prepared g a r g le ,  o ra l  a s p ira t io n ,  tracheotomy 
ca re .

E sta b lish es  th erapeu tic  r e la t io n s h ip s  with p a t ie n t  
by try in g  to  understand p a t i e n t 's  f e e l in g s  when m u lt ip le ,  
suppressed, denied, acted  out or  where opposite  f e e l in g s  
e x i s t ;  by communicating and r e la t in g  v e r b a l ly  and non­
v e r b a l ly  to  p a t ie n ts  with var iou s  mental i l l n e s s e s ;  by 
l i s t e n in g  a t t e n t iv e ly ;  by understanding and a ccep tin g  
p a t ie n t  as and where he i s ;  by p a r t ic ip a t in g  in nursing 
s k i l l s  such as r e a l i t y  t e s t in g ,  supportive or r e l a t i o n ­
ship therapy, a t t itu d e  therapy; by fu rn ish in g  opportun i­
t i e s  f o r  r e s o lv in g  an x iety  and minimizing f r u s t r a t io n .

In s tru c ts  p a t ie n t  in  urine examination, specimen 
c o l l e c t i o n ,  communication and prevention  o f  d ise a se ,  
d ie ta ry  p a tte rn s ,  premature in fa n t  ca re .

Observes symptoms, makes judgments based thereon, 
a c ts  as in d ic a te d ,  as g iv in g  p re scr ib ed  m edication or 
treatm ent, in s t i t u t e s  emergency measures, r ep o r ts  to  d o c to r .

EXAMPLES OF WORK

P a r t ic ip a te s  in  the d o c t o r 's  psychotherapeutic  plan 
f o r  the p a t ie n t .

P a r t ic ip a te s  in  and conducts team meetings in t o ta l  
p a t ie n t  ca re .

P a r t ic ip a te s  in  m edical and nursing research .
In s tru c ts  and in te r p r e ts  to and demonstrates to  

p a t ie n t  and /or fam ily  p lans regarding  care , about home care 
to  ch ro n ic ,  term inal, long  or  short term i l l n e s s .

A n t ic ip a te s  s a fe ty  p recau tion s  f o r  p a t ie n ts .
Supervises and p a r t i c ip a t e s  in  p a t ie n t  care in c lu d ­

in g  making beds, changing l in e n s ,  l i f t i n g  and moving 
p a t ie n t s ,  walking p a t ie n t ,  preparing  and serving  trays and 
s p e c ia l  fe e d in g s ,  g iv in g  baths and back rubs.

A cts as scrub nurse or c i r c u la t in g  nurse during 
o p era t io n s ; prepares operatin g  room; se ts  up ta b le s  and 
trays req u ired ; la y s  out instrum ents, sponges, sutures, 
n eed les  and other su p p lie s .

Prepares su p p lie s ,  instruments and other items f o r  
a u toc la v in g ; makes s o lu t io n s ,  packs and tra y s ;  checks 
dates o f  s t e r i l e  su p p lie s .

A s s is t s  student nurses in  learn in g  s p e c i f i c  t e c h ­
n iques o f  p a t ie n t  care on the se rv ice  to  which the student 
i s  assigned .

GRADUATE STAFF NURSE (C on tin u ed)
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Records in  p a t i e n t ’ s chart behavior and symptoms, 
c o n d it io n ,  treatments and m ed ica tion s , r e a c t io n  to v i s i t o r s ,  
verbatim  con versa tion , research  s tu d ie s .

Performs r e la te d  work as requ ired .

RECOMMENDED QUALIFICATIONS

Graduation from an a ccre d ite d  sch oo l o f  nursing j o r  
any equ iva lent  combination o f  experience and tra in in g  
which p ro v id e s  the fo l lo w in g  knowledges, a b i l i t i e s ,  and 
s k i l l s *

Working knowledge o f  p r o fe s s io n a l  nursing theory , 
p r a c t ic e  and e t h ic s .

Working knowledge o f  m ateria medica, h o s p ita l  
d i e t e t i c s ,  s a n ita t io n ,  and persona l hygiene.

Working knowledge o f  current and newer methods o f  
t o t a l  p a t ie n t  ca re .

Knowledge o f  le g a l  im p lica t io n s  o f  mental and 
p h y s ica l  i l l n e s s .

A b i l i t y  to fo l lo w  o ra l  and w ritten  d i r e c t io n s  in  
exact  d e t a i l  and to  maintain a h e lp fu l ,  empathetic a tt itu d e  
toward p a t ie n ts .

A b i l i t y  to  in s t r u c t  p a t ie n ts  and in te r p r e t  p lan s , 
procedures and p o l i c i e s  to  p a t ie n ts ,  fa m il ie s ,  students 
and other nursing  se r v ice  p erson n el.

A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  working 
r e la t io n s h ip s  w ith  personnel o f  other departments, nursing 
se rv ice  person n el, students, p a t ie n ts ,  and the p u b l ic .

A b i l i t y  to  use d i s c r e t io n  about c o n f id e n t ia l  
in form a tion .

A b i l i t y  to  maintain adequate and accurate  record s .
A b i l i t y  to  work w ith  the p h y s ic a l ly  and m entally  

i l l  w ithout a n x ie ty  and ten s ion .
A b i l i t y  to  grow p r o fe s s io n a l ly  through experience 

and edu cation .
A b i l i t y  to apply  p r in c ip le s  o f  p sych o logy , mental 

hygiene and mental i l l n e s s .
A b i l i t y  to  be f r ie n d ly ,  p leasan t and e n th u s ia s t ic .
A b i l i t y  to  be s ta b le  and em otion a lly  mature.
S u f f i c i e n t  p h y s ica l  strength  to work while standing 

and to  a s s i s t  or move p a t ie n ts  and equipment f o r  an e ig h t -  
hour p e r io d  or lon ger  when n ecessary .

S k i l l  in applying nursing  techniques to  p a t ie n ts  
who are m enta lly  and p h y s ic a l ly  i l l .

A b i l i t y  to  work e f f e c t i v e l y  under sustained 
p h y s ica l  and em otional s t r e s s .

GRADUATE STAFF NURSE (C on tin u ed)



GRADUATE STAFF NURSE (Continued)

NECESSARY SPECIAL REQUIREMENT

P ossession  o f  a current l i c e n s e  as a r e g is te re d  
nurse as issu ed  by the Colorado State Board o f  Nurse 
Examiners.



X-RAY TECHNICIAN

( C la s s i f i c a t i o n  Number 5&9)

DEFINITION

This i s  te ch n ica l  work in  the operation  o f  a v a r ie ty  
o f  x -r a y  equipment.

Work in v o lv e s  r e s p o n s ib i l i t y  f o r  taking and d e v e l ­
oping x -ra y  f i lm s  in accordance w ith  orders o f  p h y s ic ia n s . 
Although work fo l lo w s  a standardized procedure employee 
must e x e r c is e  i n i t i a t i v e  and judgment in  m odifying  te ch ­
n iques to  in d iv id u a l  p a t ie n t  s i tu a t io n s .  Employees in  th is  
c la s s  may operate x -r a y  and ra d ia t io n  therapy equipment 
under the d i r e c t  su perv is ion  o f  a p h y s ic ia n . Work may i n ­
clude a s s is t in g  w ith f lu o r o s c o p ic  exam inations. Work i s  
reviewed by those in te r p r e t in g  the f in is h e d  x -ra y .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the var iou s  types o f  work performed in  
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Prepares p a t ie n ts  f o r  x -ra y  exam inations; takes 
d ia g n o s t ic  x -ra y s  as d ir e c te d  by p h y s ic ia n ; a s s i s t s  in  
t r e a t in g  d iseased  areas by exposing p rescr ib e d  area to  
s p e c i f ie d  con cen tra t ion s  o f  rays f o r  s p e c i f ie d  p e r io d s  o f  
t im e .

P rocesses  the f i lm s  by d eve lop in g , r in s in g ,  f i x in g ,  
washing, and dry in g ; changes the p ro ce ss in g  s o lu t io n s  and 
makes new s o lu t io n s  by mixing prepared in g red ie n ts  f o r  each.

Records and f i l e s  x -r a y  f i lm s ,  r e p o r t s ,  and therapy 
re co rd s .

Makes appointments f o r  p a t ie n ts ,  takes case h i s t o r ­
i e s .

Operates x -ra y  machine f o r  f lu o r o s c o p ic  work, and 
mixes co n tra s t  media f o r  p a t ie n ts  to  drink.

Cleans the x -ra y  machine and f i lm  h o ld e rs .
P a r t ic ip a te s  in  teach ing  x -ra y  tech n ic ian  students.
Prepares and adm inisters barium s u l fa te ;  prepares 

other con tra s t  media f o r  d o c to r .
Performs re la te d  work as requ ired .

RECOMMENDED QUALIFICATIONS

Graduation from a standard high school w ith courses 
in  chem istry and p h y s ics  and com pletion o f  an approved two- 
year course in  x -ra y  techn iques ; or any equ iva lent combi­
n a tion  o f  experience  and tra in in g  which prov id es  the 
fo l lo w in g  knowledges, a b i l i t i e s ,  and s k i l l s :
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Working knowledge o f  techniques o f  x -r a y  technology} 
the operation  and care o f  equipment} and understanding o f  
hazards in vo lved  and safeguards.

Working knowledge o f  anatomy and p h y s io log y .
Knowledge o f  p sych o logy , p a t ie n t  care and s t e r i l e  

techn iques to  dea l w ith a l l  types and co n d it io n s  o f  
p a t ie n ts .

A b i l i t y  to  use con s id era b le  i n i t i a t i v e  and judg­
ment in  determ ining proper anatomical posture f o r  p a t ie n ts  
depending upon areas to  be radiographed.

A b i l i t y  to  e x e r c is e  s a fe ty  p recau tion s  f o r  p a t ie n ts  
undergoing treatment or  d ia g n o s is .

A b i l i t y  to  understand and e f f e c t i v e l y  carry  out 
complex o ra l  and w ritten  in s t r u c t io n s .

A b i l i t y  to  e s t a b l is h  and maintain e f f e c t i v e  working 
r e la t io n s h ip s  w ith  employees, p a t ie n ts ,  m edical s t a f f  and 
students.

A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  
p a t ie n t  in form a tion .

S k i l l  in  operatin g  x -ra y  machines and in  develop ing
f i lm s .

A b i l i t y  to  work long  hours while standing.

S p ec ia l requirem ent: R e g is tra t io n  by the American R eg istry  
o f  X-Ray T ech n ician s.

X-RAY TECHNICIAN (C on tin u ed)
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MEDICAL TECHNOLOGIST I 

( C la s s i f i c a t i o n  Number 573)

DEPIN ITIQN

This i s  te ch n ica l  a n a ly t ic a l  work in  a m edical 
d ia g n o s t ic  la b o ra to ry .

Emphasis o f  the work i s  on the performance o f  a 
great v a r ie ty  o f  standard s e r o lo g i c a l ,  b a c t e r i o l o g i c a l ,  
h em a to log ica l,  and b ioch em ica l la b ora to ry  t e s t s .  A te ch ­
n i c a l  or p r o fe s s io n a l  su perv isor  makes general work a ss ig n ­
ments to  employees o f  t h is  c la s s  and p rov id es  advice and 
a ss is ta n ce  in  complex work methods. These employees a ls o  
re ce iv e  in s t r u c t io n s  regarding  methodology in  connection  
with the a p p lica t io n  o f  new t e s t in g  techniques.

EXAMPLES OP WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the v ar iou s  types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Performs a v a r ie ty  o f  b a c t e r io l o g i c a l  examinations 
on such specimens as f e c e s ,  u r in e , sputum, sp ina l f l u i d s ,  
b lo o d , and other body f l u i d s ;  cu ltu re s  f o r  the presence 
o f  e n te r ic  d ise a se s ,  d ip h th er ia ,  and pneum ococcic, s t r e p t o ­
c o c c i c ,  and s ta p h y lo c o c c ic  in f e c t i o n s ;  prepares a v a r ie ty  
o f  cu ltu re  media f o r  the i d e n t i f i c a t i o n  and d e s c r ip t io n  
o f  organisms sought in  the examination o f  the c u ltu r a l  and 
m icro sco p ic  c h a r a c t e r i s t i c s .

In o cu la tes  animals as a method o f  cu ltu re  to  d e t e r ­
mine the p a th o g e n ic ity  o f  an organism.

Performs s e r o lo g i c a l  examinations o f  b lood  fo r  
typh oid , paratyphoid , dysentery , tularem ia, typhus, spotted  
f e v e r ,  in f e c t i o u s  m ononucleosis and s y p h i l i s .

S ta in s , smears and examines smears under m icroscope 
f o r  gonorrhea; p la n ts  and i s o l a t e s  the gon ococc i f o r  c u l ­
tu re s .

Makes chemical analyses o f  b lood  and other body 
f lu id s  to  determine the q u a n tita t iv e  presence o f  non­
p ro te in  n itr o g e n ,  c r e a t in in e ,  b lood  and sp inal f l u i d ,  
sugars, t o t a l  p r o t e in ,  b lood  calcium , and other  chemical 
components.

Examines urine specimens m ic r o s c o p ic a l ly  f o r  presence 
and I d e n t i f i c a t i o n  o f  such o b je c t s  as c a s ts ,  c e l l s ,  and 
b a c te r ia .

Performs hem ato log ica l exam inations, making complete 
b lood  counts, smears f o r  d i f f e r e n t i a l  count and b lood  
groupings; determines sedimentation ra te s  and b leed in g  and 
c l o t t i n g  tim es, making p l a t e l e t  and r e t i c u lo c y t e  counts and 
g r a v id i ty  t e s t s ;  and examines smears f o r  m alaria l p a ra s i te s .
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Performs skin t e s t in g  in  a l l e r g y  c l i n i c ;  prepares 
and s t e r i l i z e s  a v a r ie ty  o f  antigens ; makes p o l le n  count.

Makes b a c t e r i o l o g i c a l  and chemical examinations o f  
m ilk , i c e  cream, and other d a iry  produ cts .

Prepares w ritten  re p o r ts  o f  t e s t s  made and summaries 
o f  volume o f  work.

Draws b lood  from donors, types , t e s t s ,  and c r o s s ­
matches d on ors ’ b lood , a sp ira te s  plasma from s e t t le d  red 
c e l l s ,  and examines plasma cu ltu res  f o r  s t e r i l i t y .

A s s is ts  in  teach ing  p r a c t i c a l  work to  medical 
technology  students.

Performs r e la te d  work as requ ired .

RECOMMENDED QUALIFICATIONS

Completion o f  the c o l le g e  or  u n iv e rs ity  course work 
and approved h o s p ita l  a f f i l i a t i o n  in  m edical technology  
requ ired  f o r  A .S .C .P . r e g is t r a t io n ;  or  any equ iva lent com­
b in a tion  o f  experience  and t ra in in g  which p rov id es  the 
fo l lo w in g  knowledges, a b i l i t i e s ,  and s k i l l s :

Working knowledge o f  the p r in c ip le s ,  methods, 
m a ter ia ls  and techniques o f  m edical tech n ology .

Working knowledge o f  the b a s ic  p r in c ip le s  o f  chemis­
t r y ,  b io lo g y ,  and b a c te r io lo g y  as re la te d  to medical 
tech n ology .

A b i l i t y  to  perform assigned tasks accord ing  to ex ­
a c t ly  p re s cr ib e d  procedu res , and to make accurate observa­
t io n s  o f  t e s t  r e s u l t s .

A b i l i t y  to  prepare accurate record s  o f  la b o ra to ry
t e s t s .

A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  p a t ie n t  
in fo rm a t io n .

A b i l i t y  to e s t a b l i s h  and maintain e f f e c t i v e  working 
r e la t io n s h ip s  w ith  su p erv isor , employees and p a t ie n ts .

Eyesight s u f f i c i e n t l y  strong to perm it extended 
m icro sco p ic  work and normal c o l o r  p e rce p t io n .

S k i l l  in  la b o ra to ry  m anipulative techniques.

S p ec ia l requirem ent: Must have o r  be e l i g i b l e  f o r  A .S .C .P . 
r e g i s t r a t i o n .

MEDICAL TECHNOLOGIST I  (C ontinued)
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HEAD NURSE 

(C la s s i f i c a t i o n  Number 52.br)

This i s  p r o fe s s io n a l  nursing work in v o lv in g  immed­
ia t e  su perv isory  r e s p o n s ib i l i t y  f o r  nursing se rv ice  o f  a 
h o s p ita l  ward or s im ila r  u n it .

Work in v o lv e s  r e s p o n s ib i l i t y  f o r  the nursing serv ice  
o f  a nursing u n it ,  f o r  a s s is t in g  in the o v e r -a l l . s u p e r v i ­
s ion  o f  nursing  s e r v ice s  on an evening or  n igh t  s h i f t ,  or  
f o r  the operation  o f  a c e n tra l  nursing  supply un it  f o r  a l l  
wards. Employees in t h is  c la s s  are re sp o n s ib le  f o r  d i r e c t ­
in g  and su perv is ing  the work o f  a number o f  p r o fe s s io n a l  
and n o n -p r o fe s s io n a l  nursing person n el, f o r  a s s is t in g  in  
the execution  o f  a p r a c t i c a l  o n - th e - jo b  t ra in in g  program 
and f o r  a s s is t in g  in  the development o f  p r o fe s s io n a l  s k i l l s  
in  student nu rses . Work in v o lv e s  e x e r c is in g  con sid erab le  
independent judgment and i n i t i a t i v e  in accordance w ith e s ­
ta b l ish e d  re g u la t io n s  and p o l i c i e s  o f  the h o s p it a l .  Work 
i s  su b je c t  to  d a i ly  review  by nursing su perv isors  through 
ward v i s i t s  and rep ort  analyses and sp e c ia l  in s t r u c t io n s  
regarding  the care and treatment o f  p a t ie n ts  are re ce iv e d  
from m edical and nursing  su p er io rs .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the var iou s  types o f  work performed in  
p o s i t i o n s  a l lo c a te d  to  t h is  c l a s s . )

O rien ts , a ss ig n s , su p erv ises , and a s s i s t s  general 
s t a f f  nu rses , student nurses and n o n -p ro fe s s io n a l  s t a f f  
assigned to  the care and treatment o f  p a t ie n ts  o f  the unit 
and in  a s s is t in g  the m edical s t a f f  as req u ired ; evaluates 
performance o f  s t a f f  assigned . Performs s im ila r  fu n ction s  
in  r e la t io n  to v o lu n tee rs .

Gives in form al in s t r u c t io n  to nursing students 
regarding  su ita b le  methods and techniques o f  nursing s e r ­
v ic e s  in  the f i e l d  o f  s p e c ia l i z a t io n .

Confers with nursing- su perv isors  and ph ys ic ian s  
concern ing  the care o f  in d iv id u a l p a t ie n ts  and the adminis­
t r a t iv e  and su perv isory  problems o f  the u n it .

Reviews and prepares rep o rts  about the ward opera­
t io n ,  r e q u is i t i o n s  su p p lies  and equipment, and analyzes 
nursing  s e r v ic e s .

Prepares time schedules f o r  un it  personnel and keeps 
re cord s  o f  hours worked.

A s s is t s  evening or n igh t  su perv isors  in  making 
rounds o f  h o s p ita l  wards, observ ing  con d it io n  o f  p a t ie n ts  
s e r io u s ly  i l l ,  observ ing  general co n d it io n s  on wards; a cts  
as evening or n ig h t  su perv isor  in a r e l i e f  ca p a c ity .

DEFINITION
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Keeps re co r d s ,  w rites  c l i n i c a l  p rogress  record s  
on p a t ie n t s ,  r e p o r ts  to  p h y s ic ia n s .

Supervises nursing se rv ice  in  a group o f  c l i n i c  
s e r v ic e s  o f  the h o s p ita l  o u t -p a t ie n t  department} o r ie n ts ,  
a s s i s t s ,  and superv ises nursing se rv ice  personnel assigned 
to  c l i n i c  s e r v i c e s .

Supervises nursing  fu n ct io n s  and s p e c ia l  procedures 
In c id en t  to  m edical or  nursing research .

O r ien ts , superv ises and in s t r u c t s  student nurses, 
graduate nu rses , and h o s p ita l  attendants in  the s t e r i l i z a ­
t io n  o f  equipment and su pp lies  and the is s u in g ,  examination 
and in ven tory in g  o f  equipment in  a ce n tra l  supply un it ;  
examines and recommends use o f  new products  and equipment.

Makes re p o r ts  and ob serv a tion s  o f  p a t ie n t* s  co n d i­
t io n ;  observes p a t ie n t ’ s co n d it io n  and determines need f o r  
a ttend ing  p h y s ic ia n ; in s t i t u t e s  emergency procedures as 
needed.

In te rp re ts  community resou rces  a v a i la b le  f o r  
c o n t in u ity  o f  p a t ie n t  ca re .

Makes recommendation f o r  personnel and equipment 
f o r  budget p rep a ra tion .

Coordinates the se rv ice  o f  nursing personnel in  the 
unit w ith  other h o s p ita l  departments.

Performs re la te d  work as req u ired .

RECOMMENDED QUALIFICATIONS

Two years o f  experience in  h o s p ita l  nursing, in c lu d ­
in g  some su perv isory  ex p er ien ce ; and graduation from an 
a ccre d ite d  school o f  nursing with a b a c h e lo r 's  degree, 
supplemented by graduate t ra in in g  in the assigned f i e l d  o f  
s p e c ia l i z a t io n  or any equ iva lent  combination o f  experience 
and t ra in in g  which p rov id es  the fo l lo w in g  knowledges, 
a b i l i t i e s  and s k i l l s :

Considerable knowledge o f  p r o fe s s io n a l  nursing 
theory  and p r a c t i c e ,  in c lu d in g  knowledge o f  the f i e l d  o f  
s p e c ia l i z a t io n  to  which assigned .

Working knowledge o f  the adm in istrative  and super­
v is o r y  problems involved  in  nursing management.

Working knowledge o f  le g a l  aspects  in  f i e l d  o f  
s p e c ia l i z a t i o n .

Working knowledge o f  modern teaching methods applied  
to  in form al nursing  in s t r u c t io n  f o r  ward p erson n el, nursing 
and m edica l students.

Working knowledge o f  adm in istrative  and c l e r i c a l  
p o l i c i e s  and procedures o f  the h o s p i t a ls .

A b i l i t y  to supervise the a p p lica t io n  o f  nursing te ch ­
n iques to  rou tin e  and complex p a t ie n t  care s i tu a t io n s .

A b i l i t y  to  in s t r u c t  nursing  and attendant employees 
and to in te r p r e t  p a t ie n t  problems.

HEAD NURSE (C on tin u ed) ,
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A b i l i t y  to  maintain adequate records  o f  nursing 
s e r v ic e s .

A b i l i t y  to  e s t a b l is h  and maintain e f f e c t i v e  working 
r e la t io n s h ip s  w ith  the personnel o f  o ther departments and 
nursing  se rv ice  p erson n el,  and to  maintain a sympathetic 
a t t itu d e  toward p a t ie n ts  and th e ir  fa m il ie s  and v i s i t o r s .

A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  
i n f  ormati on .

A b i l i t y  to  work e f f e c t i v e l y  under sustained p h y s ica l  
and emotional s t r e s s ,

A b i l i t y  to  maintain f r i e n d ly  r e la t io n s h ip s  w ith the 
p u b l i c ,  in c lu d in g  re p re s e n ta t iv e s  o f  the rad io  and p re ss .

S u f f i c i e n t  p h y s ica l  strength  to  do o c ca s io n a l  l i f t ­
in g  and to  work lon g  p e r io d s  while standing or walking.

A b i l i t y  to  teach in te r -p e r s o n a l  s k i l l s  to  nursing 
p erson n e l.

A b i l i t y  to  demonstrate e f f e c t i v e  methods o f  p a t ie n t  
approach with s e r io u s ly  d istu rbed  p s y c h ia t r ic  p a t ie n ts .

A b i l i t y  to  be o b je c t iv e  in problem so lv in g  and fa c t  
f in d in g .

A b i l i t y  to  communicate p ro d u c t iv e ly  w ith  nursing 
se r v ice  and a l l i e d  d i s c ip l in e s .

S k i l l  in  demonstrating general and s p e c ia l iz e d  
nursing  techn iques.

NECESSARY SPECIAL REQUIREMENT
P ossess ion  o f  a current l i c e n s e  as a r e g is te re d  

nurse as issued  by the Colorado Board o f  Nurse Examiners.
A b i l i t y  to  work with m entally  and p h y s ic a l ly  i l l  

w ithout anx iety  and ten s ion .

HEAD NURSE (C on tin u ed)
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ELECTRICIAN 

( C la s s i f i c a t i o n  Number 303)

An employee in  th is  c la s s  performs s k i l l e d  e l e c t r i c a l  
work in  the in s t a l l a t i o n ,  a l t e r a t io n ,  maintenance, and 
re p a ir  o f  e l e c t r i c a l  systems and equipment. Assignments 
are r e ce iv e d  o r a l l y  or in w r it in g  and may be accompanied 
by p e n c i le d  sketches or b lu e p r in ts .  Work i s  u su a lly  p e r ­
formed independently  in accordance w ith standard trade 
p r a c t i c e s  but i s  in sp ected  by a su perv isor  upon com pletion . 
Supervision  may be e x e rc ise d  over ap pren tices  and h e lp ers .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the var iou s  types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to  t h is  c l a s s . )

I n s t a l l s  and m aintains primary d is t r ib u t io n  systems, 
c i r c u i t  breakers, and transform ers.

I n s t a l l s  secondary d is t r ib u t io n  systems in  new con ­
s tru c t io n  and rem odeling and maintains a l l  primary and 
secondary systems.

I n s t a l l s  and maintains e l e c t r i c  w ir in g , motor w ir ing , 
and l i g h t in g  systems in b u i ld in g s .

Maintains and r e p a irs  e le v a to r  equipment, oxygen 
te n ts ,  in h a la to r s ,  e l e c t r i c  ir o n s ,  c l o c k s ,  ovens, and small 
m otors.

Performs re la te d  d u ties  as requ ired .

RECOMMENDED QUALIFICATIONS

Four years o f  experience  as a s k i l l e d  e l e c t r i c ia n  
or  com pletion o f  a recogn ized  appren ticesh ip  in  t h is  work; 
and graduation from a standard h igh  sch oo l or v o ca t io n a l  
s ch o o l ;  or  any equ iva len t  combination o f  experience and 
tra in in g  which p rov id es  the fo l lo w in g  knowledges, a b i l i t i e s ,  
and s k i l l s :

Considerable knowledge o f  the t o o l s ,  m a te r ia ls ,  
methods, and p r a c t i c e s  o f  the e l e c t r i c a l  trade .

Working knowledge o f  the occu p ation a l hazards and 
sa fe ty  p reca u tion s  o f  the e l e c t r i c a l  trade.

Working knowledge o f  the e l e c t r i c a l  code o f  Denver.
A b i l i t y  to  work from p e n c i le d  sketches and b lu e ­

p r in t s .
A b i l i t y  to  keep work records  and prepare simple 

r e p o r t s .
S k i l l  in  using the standard t o o ls  and equipment o f  

the t ra d e .

DEFINITION
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ELECTRICIAN (Continued)

S k i l l  in  l o c a t in g  and c o r r e c t in g  d e fe c ts  in  e l e c t r i c a l  
systems and equipment.

A b i l i t y  to  work f o r  extended p er iod s  while  standing.
A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  working 

r e la t io n s h ip s  w ith su p erv isor , f e l lo w  employees and p erson ­
n e l  in  departments where work i s  being done.
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DIETITIAN I 

( C la s s i f i c a t i o n  Number 23I4.)

This i s  p r o fe s s io n a l  d ie ta ry  work in the prepara­
t io n  and serv ing  o f  foods  or  as therapeu tic  d i e t i t ia n  in  
the U n iv ers ity  h o s p i t a ls .

Employees in  th is  c la s s  have immediate r e s p o n s i­
b i l i t y  f o r  the preparation  o f  fo o d s ,  the san itary  serving 
o f  fo o d s  in the h o s p ita l  c a f e t e r ia s  and wards. Work i n ­
v o lv e s  the su perv is ion  o f  a number o f  employees in  food  
p reparation  or  food  serv in g . D ie t i t ia n  I ' s  conduct c la s s e s  
in  food  sa n ita t io n  f o r  Food S erv ice  Workers or  in d ie ta ry  
h a b its  f o r  h o s p ita l  p a t ie n t s ,  and a s s i s t s  in  t ra in in g  
d ie ta r y  in te r n s .  Work i s  performed under the general d i ­
r e c t io n  o f  and reviewed f o r  r e s u l t s  by the immediate 
su p e rv iso r .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the v ar iou s  types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Prepares m od ified  d ie t  menus f o r  p a t ie n ts  having 
d i a b e t i c ,  n e p h r i t i c ,  ca rd ia c ,  and other co n d it ion s  r e q u ir ­
in g  m od ified  d ie ta r y  treatm ent; superv ises the preparation  
and serving  o f  m od ified  d ie t  food s  in  order to  maintain 
con form ity  w ith  in d iv id u a l  d ie ta r y  p r e s c r ip t io n s .

Gives d ie ta r y  in s t r u c t io n s  to  p a t ie n ts  being  d i s ­
charged from the h o s p i t a l .

Gives o c ca s io n a l  le c tu r e s  to  student nurses and 
d ie ta r y  in tern s  on the theory  and p r a c t i c a l  a p p lica t io n  
o f  d ie ta r y  p r in c ip le s .

Supervises the serv ing  o f  food  in  h o s p ita l  c a f e ­
t e r ia s  and wards; makes o c ca s io n a l  rounds o f  food  serv ing  
u n its  and h o s p ita l  wards to  check the appearance o f  em­
p loy e e s  serv ing  fo o d ,  the appearance o f  food  and tra y s ,  
the manner in  which food  i s  served, and the amount o f  food  
served .

Performs r e la te d  work as req u ired .

RECOMMENDED QUALIFICATIONS

Graduation from a fou r  year c o l le g e  or u n iv e rs ity  
w ith major course work in d i e t e t i c s ,  and com pletion o f  a 
d ie ta ry  in tern sh ip  in  an approved in s t i t u t i o n ;  o r  any 
equ iva len t combination o f  experience and tra in in g  which 
p rov id es  the fo l lo w in g  knowledges, a b i l i t i e s ,  and s k i l l s *

DEFINITION



DIETITIAN I  (C on tin u ed)

Working knowledge o f  the modem p r in c ip le s  and 
p r a c t i c e s  o f  d i e t e t i c s .

Working knowledge o f  food  preparation  and food  
s e r v i c e .

A b i l i t y  to  analyze the problems inherent in  s a t i s f y ­
in g  the food, ta s te s  o f  h o s p ita l  p a t ie n ts  in accordance with 
d i e t e t i c  standards.

A b i l i t y  to  plan menus which w i l l  meet r i g id  r e q u ire ­
ments as to  c a l o r i c ,  m ineral, and vitamin food  con ten t.

A b i l i t y  to  supervise  a ss is ta n ts  in the preparation  
and serv ing  o f  food  to h o s p it a l  p a t ie n ts  and employees.

A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  working 
r e la t io n s h ip s  w ith p a t ie n ts  and h o s p ita l  personn el.

A b i l i t y  to  maintain record s  o f  food  served, d ie t s  
prepared, and other work performed in  the food  u n its .

S p ec ia l  requirem ent: Member o f  American D ie t e t i c  A s s o c ia t io n .
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CLINICAL SUPERVISOR 

( C la s s i f i c a t i o n  Number 526)

This i s  su perv isory  and adm in istrative  p r o fe s s io n a l  
nursing  in v o lv in g  immediate su perv is ion  o f  two or more 
c l i n i c a l  u n its .

Work in v o lv e s  r e s p o n s ib i l i t y  f o r  m aintaining good 
standards o f  nursing  ca re ,  su perv is ing  the nursing serv ice  
o f  two or more u n its  and coord in a t in g  nursing care with 
m edical ca re .  Employees in t h is  c la s s  are resp on s ib le  f o r  
adequate nursing  s e r v ice  s t a f f in g  to  meet p a t ien t  lo a d , 
f o r  adequate su pp lies  and equipment to  meet area needs.
A l l  work i s  performed under the adm in istrative  d ir e c t io n  
o f  the o f f i c e  o f  the Nursing Serv ice  D ire c to r .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the var iou s types o f  work performed in  
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Maintains general su perv is ion  o f  the nursing  care 
given to p a t ie n ts  and a l l  nursing a c t i v i t i e s  w ithin the 
nursing u n its .

Analyzes and eva luates  the kind and amount o f  n u rs ­
in g  se rv ice  requ ired  in  the nursing un its  and, in  coop era ­
t io n  w ith  the Head Nurses, planning f o r  e f f e c t i v e  adminis­
t r a t io n  in  each u n it .

Plans with the m edical s t a f f  and other department 
in  r e la t io n  to the care o f  p a t ie n ts .

In te rp re ts  the p r in c ip le s  o f  good management to  
Head Nurses and encourages them to apply these p r in c ip le s  
in  t h e ir  d a i ly  work.

Helps to prov ide  a com forta b le , o r d e r ly ,  c lean , and 
safe  environment f o r  p a t ie n ts .

A s s is t s  Head Nurses plan the time o f  nursing person ­
n e l  and the assignment o f  d u ties  so as to  f a c i l i t a t e  
prompt and e f f e c t i v e  performance.

Evaluates and record s  the q u a l ity  o f  the serv ice  
given by Head Nurses, a s s is t in g  them with the evaluation  
o f  other members o f  the nursing p erson n el,  and in d iv id u a l 
cou n se lin g  on the b a s is  o f  f in d in g s .

Plans f o r  and p a r t i c ip a t e s  in  the teaching  o f  a l l  
p r o fe s s io n a l  personnel in the program o f  s t a f f  education 
in c lu d in g  the in - s e r v i c e  education and o r ie n ta t io n  o f  new 
person n e l.

A s s is t s  in  the planning f o r  and p a r t ic ip a te s  in  
the tra in in g  and o r ie n ta t io n  o f  a u x i l ia r y  personnel.

DEFINITION
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A s s is t s  in  the development or teaching programs 
f o r  p a t ie n t s .

Coordinates the se r v ice s  rendered by other p r o f e s ­
s io n a l personnel w ith those o f  the nursing personnel within 
the nursing  u n its ,  in  the in t e r e s t  o f  adequate p a t ie n t  ca re .

In te rp re ts  and adm inisters p o l i c i e s  o f  the h o s p ita l  
and nursing  se rv ice  adm in istra tion ; prepares re p or ts  and 
analyses o f  s e r v ic e s .

Keeps the nursing se rv ice  adm inistration  informed 
o f  the needs o f  the nursing  u n its  and o f  any s p e c ia l  p rob -  
leras.

Supervises the secu rin g , ca re ,  and maintenance o f  
equipment and su p p lie s .

Assumes r e s p o n s ib i l i t y  f o r  d u ties  in  the Nursing 
S erv ice  O f f i c e  when requested .

Maintains l ia i s o n  w ith  various Public  Health and 
a l l i e d  agen cies ; superv ises a l l  r e f e r r a ls  to  P u b lic  Health 
S e rv ic e s .

A s s is ts  in  d i r e c t  p a t ie n t  care as a teaching  
d ev ice  or in case o f  s t r e s s .

A s s is t s  in applying s p e c ia l iz e d  nursing p r in c ip le s  
such as p s y c h ia t r i c ,  premature or m edical.

Maintains e f f e c t i v e  communication with a l l i e d  
d i s c ip l in e s  f o r  p a t ie n t  ca re .

Sets up goa ls  f o r  growth and development o f  i n d i ­
v idu al c a p a c i t ie s  in  person n e l.

U t i l i z e s  in te r -p e rs o n a l  s k i l l s  e f f e c t i v e l y .
Explains the meaning o f  behavior to  personn el.
In te rp r e ts  to  personnel d o c t o r ’ s psychotherapeutic  

plan f o r  p a t ie n ts  when in d ic a te d .
Demonstrates the o b je c t iv e  method in  f a c t  f in d in g  

when problems a r is e .
Performs re la te d  d u ties  as req u ired .

RECOMMENDED QUALIFICATIONS

Pour years o f  experience in  nursing , in c lu d in g  
su p erv isory  exper ien ce , graduation from an a ccre d ite d  
sch oo l o f  nursing  with a b a ch e lo r ’ s degree supplemented by 
graduate tra in in g  in  nursing  education and adm in istration ; 
or  any equ iva lent combination o f  experience and tra in in g  
which prov id es  the fo l lo w in g  knowledges, a b i l i t i e s ,  and 
s k i l l s :

Thorough knowledge o f  p r o fe s s io n a l  nursing theory  
and p r a c t i c e ,  in c lu d in g  knowledge o f  the f i e l d  o f  s p e c ia l i z a ­
t io n  to which ass igned .

CLINICAL SUPERVISOR (C ontinued)
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Thorough knowledge o f  psychotherapeutic  techniques 
and i t s  a p p lica t io n  to p s y c h ia t r ic  nursing .

Some knowledge o f  a l l i e d  th erap ies  in  p a t ie n t  ca re .
Considerable knowledge o f  the adm in istrative  and 

su perv isory  problems in vo lved  in  superv is ion  o f  two or 
more u n its .

Working knowledge o f  the r u le s ,  re g u la t io n s ,  and 
p o l i c i e s  o f  the other departments o f  the h o s p it a l .

Working knowledge o f  le g a l  a spects  in  f i e l d  o f  
s p e c ia l ! z a t i o n .

A b i l i t y  to  supervise  the a p p lica t io n  o f  nursing 
techniques to  rou tin e  and complex care s i tu a t io n s .

A b i l i t y  to  use p rev iou s  tra in in g  and experience in  
making rap id  and sound d e c is io n s  with re sp ec t  to  p a t ie n ts  
and h o s p ita l  personnel in  the absence o f  su p er io rs .

A b i l i t y  to in s t r u c t  nursing and attendant employees 
and to  understand and in te r p r e t  p a t ie n t  behavior and 
i l l n e s s  in order to  achieve b e t te r  p a t ie n t  ca re .

A b i l i t y  to  maintain adequate records  o f  nursing 
s e r v ic e s .

A b i l i t y  to e s t a b l i s h  and maintain e f f e c t i v e  working 
re la t io n s h ip s  with personnel o f  other departments, nursing 
se rv ice  p erson n e l,  and student nu rses , and to  maintain a 
sympathetic a t t itu d e  toward p a t ie n ts ,  in c lu d in g  fa m il ie s  
and f r ie n d s .

A b i l i t y  to  prepare and present a v a r ie ty  o f  rep orts  
on a c t i v i t i e s  in a c l i n i c a l  area.

A b i l i t y  to  maintain f r ie n d ly  r e la t io n s h ip s  with the 
p u b l i c ,  in c lu d in g  re p resen ta t iv e  o f  the rad io  and p ress .

A b i l i t y  to  work e f f e c t i v e l y  under sustained and 
em otional s t r e s s .

A b i l i t y  to grow p r o fe s s io n a l ly .
A b i l i t y  to  demonstrate good judgment, and i n t e l l e c ­

tu a l ,  em otional and s o c ia l  m aturity .
A b i l i t y  to  p a r t ic ip a te  in  research .
A b i l i t y  to  evaluate o b je c t i v e ly  in  problem s i tu a ­

t io n s .
A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  i n f o r ­

mation .
S k i l l  in  demonstrating general and s p e c ia l iz e d  

nursing  techn iques .

NECESSARY SPECIAL REQUIREMENT

Possession  o f  a l i c e n s e  as r e g is te r e d  nurse as 
issu ed  in  the Colorado State Board o f  Nurse Examiners.

CLINICAL SUPERVISOR (C on tin u ed)
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MEDICAL SOCIAL WORKER I 

( C la s s i f i c a t i o n  Number

This i s  p r o fe s s io n a l  m edical s o c ia l  work with 
h o s p it a l  and c l i n i c  p a t ie n ts .

Employees in th is  c la s s  are p r im a r i ly  resp on s ib le  
f o r  a s s is t in g  in d iv id u a l p a t ie n ts  in overcoming s o c ia l  and 
emotional o b s ta c le s  which prevent e f f e c t i v e  m edical t r e a t ­
ment and in  a d ju st in g  to the s o c ia l  and economic problems 
o f  p h y s ica l  d i s a b i l i t y .  Work in v o lv e s  the study and e v a l ­
uation o f  the environment, p e r s o n a l i ty ,  and a tt itu d e s  o f  
the p a t ie n t  toward h is  i l l n e s s ,  in te r p re ta t io n  o f  p e r t i ­
nent s o c ia l  and economic f a c t o r s  to  the m edical s t a f f ,  and 
p a r t i c ip a t io n  in the preparation  o f  adequate plans f o r  the 
adjustment o f  in d iv id u a l  p a t ie n ts  in  accordance w ith  the 
m edical and s o c ia l  fa c t o r s  in v o lv e d . Employees in  th is  
c la s s  are a ls o  re sp on s ib le  f o r  e f f e c t i v e l y  demonstrating 
to  p r o fe s s io n a l  m edical and nursing  personnel the importance 
o f  the s o c ia l  a spects  o f  m edical ca re . Work i s  performed 
under the d ir e c t io n  o f  a su perv is in g  case worker and i s  
reviewed in  s t a f f  con feren ces .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the various types o f  work performed in  
p o s i t i o n s  a l lo c a te d  to  th is  c l a s s . )

Interview s in d iv id u a l p a t ie n ts  and members o f  th e ir  
fa m il ie s  in the d ia g n os is  and eva luation  o f  personal p rob ­
lems; encourages p a t ie n ts  to  ta lk  about problems, and 
d is cu sse s  with the p a t ie n t  plans f o r  h is  m edical care and 
adjustment.

In te rp re ts  to  the m edical and h o s p ita l  s t a f f  those 
s o c i a l ,  economic, environm ental, and personal fa c to r s  o f  
a case r e la te d  to  the m edical care and r e h a b i l i ta t io n  o f  
the p a t ie n t .

In te rp re ts  the m edical co n d it ion  o f  the p a t ie n t  as 
r e la te d  to  h is  employment l im i ta t io n s  and f in a n c ia l  needs 
to  w elfare  agencies  and other groups whose cooperation  i s  
needed in  the planning and execution  o f  adequate p lans f o r  
the r e h a b i l i t a t io n  o f  the p a t ie n t .

A s s is t s  in  in te r p r e t in g  the m edical con d it io n  and 
treatment o f  the p a t ie n t  to  the in d iv id u a l p a t ie n t  and h is  
fa m ily  and arranges ta lk s  w ith  attending p h y s ic ia n s .

P a r t ic ip a te s  in  meetings o f  var iou s w elfare  agencies 
f o r  the development and u t i l i z a t i o n  o f  resou rces  to  meet 
the needs o f  p a t ie n t s .

DEFINITION
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Confers with case workers o f  h igher grade or the 
D ir e c to r  o f  Medical S o c ia l  S erv ice  on complfx p r o fe s s io n a l  
and p a t ie n t  problems and submits case re p o rts  f o r  review . 

Prepares case h i s t o r i e s  and w ritten  re p o r ts .
Performs re la te d  work as req u ired .

RECOMMENDED QUALIFICATIONS

„ , , - com pletion o f  a m aster ’ s degree from a recogn ized
school o f  s o c ia l  work with s p e c ia l i z a t io n  in h o s p ita l  s o c ia l  
s e r v ic e ;  or  any equ iva lent  combination o f  experience and
and s k i l l s ^  Prov ides the fo l lo w in g  knowledges, a b i l i t i e s ,

Working knowledge o f  the p r in c ip le s  and techniques 
ox s o c ia l  case work.

Working knowledge o f  the m e d ic a l - s o c ia l  im p lica t io n s
OX S G & S 8 •

Working knowledge o f  the b a sic  p o l i c i e s  and p ro ce ­
dures p r e v a i l in g  in  h o s p ita ls  governing m edical s o c ia l  
se rv ice  f o r  c l i n i c  and h o s p ita l  p a t ie n ts .

Working knowledge o f  m edical term inology  and o f  the
Sw T ? I .  f e c t s  o f  d l s e ases and p h y s ica l  and emotional d i s ­
a b i l i t i e s  upon the p a t ie n t  and h is  fam ily  with resp ect  to  
economic, environm ental, and s o c ia l  f a c t o r s .

A b i l i t y  to  work with and obtain  cooperation  o f  
p h y s ic a l ly  and m entally  i l l  p a t ie n ts  and t h e ir  fa m il ie s .  
a. Working knowledge o f  w elfare  resou rces  and a b i l i t y
to  u t i l i z e  these to meet p a t ie n t  needs.

^  A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  working 
r e la t io n s h ip s  w ith  h o s p ita l  p r o fe s s io n a l  personnel and 
with other  w elfare  a gen cies .
4. aPPly esse work techniques and p r a c t ic e sto  m edical s i tu a t io n s .

A b i l i t y  to prepare con c ise  and complete case records  
and re p o r ts .
 ̂ 4. A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  p a t ien t  in form a tion .

MEDICAL SOCIAL WORKER I (C ontinued)

(A recogn ized  school o f  s o c ia l  work sh a ll  mean a sch oo l 
a c c re d ite d  by the Council on S o c ia l  Work E du cation .)
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ACCOUNTANT I (MEDICAL CENTER)

( C la s s i f i c a t i o n  Number 166)
DEFINITION

d u tie s  Pr o f e f s i 5,nalJaccounting  work in v o lv in g  variedd u tie s  in f i s c a l  c o n tro l  and re p o r t in g .
» I n v o lv e s  var ied  assignments in  the operation  o f
a ce n tra l  accounting system in c lu d in g  the assembly and 
a n a lys is  o f  data, the preparation  o f  statements and rep orts  

the rendering o f  te ch n ica l  a ss is ta n ce  to  students and * 
employees. The te ch n ica l  d i f f i c u l t y  o f  work v a r ie s  among 
p o s i t i o n s  a l lo c a te d  to  t h is  c l a s s ,  but where accounting 
qOI\ . l e s s  d i f f i c u l t ,  there i s  added r e s p o n s ib i l i t y  f o r  
n l^ n ?ef  vf r *e ty  ° f  duti e s  r e la t iv e  to  re p or t in g  and te ch -
n h a s L  o?  t °  o th®r s * U htil the more com plicated° f  the workfare learn ed , employees work under c lo s e
are ? a f t e r , t M s  P eriod  s p e c i f i c  in s t r u c t io n s

«  given on ly  at the beginning o f  new work or
when new procedures are in s t i t u t e d .  Work i s  v e r i f i e d  by 
accounting checks and c o n t r o ls .  Works under general super­
v is io n  o f  Chief Accountant or Accountant I I ’ s . Work a ss ig n -
P o l i c e 87 a re ce iv ed  in  o ra l form as to  o b je c t iv e s  d e s ir fd .  
P o l i c i e s  and procedures are set  and an employee in  t h is
problems^ USS e sta b lis l ied  techniques to  examine s p e c ia l

EXAMPLES^OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the var iou s  types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to  th is  c la s s * )

Makes a d ju st in g  e n t r ie s ;  takes t r i a l  ba lan ces , 
v e r i f i e s  accounting e n tr ie s  f o r  p r o p r ie ty :  nreoares 

reporta  on f in a n c ia l  status o f  var ied  p r o je c t s .  prepare3 
Audits and v e r i f i e s  accounts.

aa 4. A s s is t s  C hief Accountant in  preparation  o f  monthly 
d ie ta r y  re p o r t  and cash r e p o r t .

A s s is ts  Accountant I I ’ s in  preparing rep o rts  and 
examination o f  amounts f o r  p r o p r ie ty .

Makes in te r n a l  audit o f  p a t i e n t 's  accounts r e c e iv a b le .  
Performs re la te d  d u ties  as requ ired .

RECOMMENDED QUALIFICATIONS

Some experience  in  governmental or  commercial 
accounting ; and graduation from a fou r  year c o l le g e  or  u n i­
v e r s i t y  w ith  major course work in  accounting  and business 
a d m in istra tion ; or  any equ iva lent combination o f  experience 
a?^_ t ra in in g  which p rov id es  the fo l lo w in g  knowledges, 
a b i l i t i e s ,  and s k i l l s :
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ACCOUNTANT I (MEDICAL CMTER) (Continued)

Working knowledge o f  the p r in c ip le s  and p r a c t ic e s  
o f  governmental and commercial accounting.

Working knowledge o f  modem o f f i c e  p r a c t i c e s ,  p r o ­
cedures, methods, and equipment.

A b i l i t y  to  examine and v e r i f y  f in a n c ia l  documents 
and r e p o r t s .

A b i l i t y  to  do some o r ig in a l  work in  the handling 
o f  s p e c ia l  accounting assignments.

A b i l i t y  to  prepare f in a n c ia l  statements and 
r e p o r ts .

A b i l i t y  to e s t a b l i s h  and maintain e f f e c t i v e  working 
r e la t io n s h ip s  w ith students, f a c u l t y ,  and other employees.
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NURSING SERVICES ADMINISTRATOR^  

( C la s s i f i c a t i o n  Number 0)

This i s  adm in istrative  and p r o fe s s io n a l  work in 
the d i r e c t io n  o f  a l l  nursing se rv ice s  in the U n ivers ity  
H osp ita ls  and C l in i c s .

Emphasis o f  the work in  th is  c la s s  i s  on the d i r e c ­
t io n  and su perv is ion  o f  a l l  nursing se rv ice s  in  the 
general and p s y c h ia t r ic  h o s p ita ls  o f  the U n ivers ity . Work 
in v o lv e s  r e s p o n s ib i l i t y  f o r  thorough a n a lys is  o f  nursing 
s e rv ice  procedures and methods and f o r  the development o f  
new techniques o f  adm in istration  and nursing se r v ic e .  In 
c o l la b o r a t io n  with School o f  Nursing personn el, the em­
p loyee  form ulates general p o l i c i e s  r e la t in g  to  the i n t e ­
g ra tion  o f  nursing s e r v ic e s  and nursing education o f  
student nu rses . Work in v o lv e s  con sid era b le  independent 
judgment and i n i t i a t i v e  based on prev iou s experience and 
t ra in in g  in  the f i e l d  o f  nursing adm in istra tion . Work i s  
s u b je c t  to  the general adm in istrative  d ir e c t io n  and super­
v is io n  o f  the Coordinator o f  P atien t  S e rv ice s .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the var iou s  types o f  work performed In 
p o s i t i o n s  a l lo c a te d  to t h is  c l a s s . )

Develops and executes p lans f o r  the o rg a n iza t ion , 
d ir e c t io n  and su perv is ion  o f  nursing se rv ice  and f o r  the 
improvement and reorg a n iza t ion  o f  e x is t in g  methods in the 
care and treatment o f  the m entally  and p h y s ic a l ly  i l l .

I n i t i a t e s  and supervises stu d ies  to  determine the 
v a l i d i t y  o f  e x is t in g  methods and procedures o f  nursing 
ca re ; co n fe rs  w ith Coordinator o f  P a tien t  S e rv ice ,  School 
o f  Nursing personnel and re la te d  department heads in  the 
development o f  new and reorganized  departments in c lu d in g  
the preparation  o f  p lans f o r  equipment and s t a f f  and the 
o u t l in in g  o f  p o l i c i e s  and techn iques.

Reviews and analyzes rep o rts  from adm in istrative  
nursing  p erson n el,  co n fe rs  w ith nursing personnel concern­
ing  problems o f  nursing s e r v ic e ;  and makes h o s p ita l  rounds 
with h o s p ita l  adm in istrators  and nursing  se rv ice  personn el.

DEFINITION

/p-The job  c l a s s i f i c a t i o n  t i t l e  f o r  th is  p o s i t io n  
was changed to D ire c to r  o f  Nursing S erv ice  on December 15, 
1961. A copy o f  the memorandum regarding the change i s  
in c lu ded  in  the ^F ile  on Medical Center Pay S ca les Since 
191 .̂8 .
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I n i t i a t e s  annual budget f o r  nursing s e r v ic e ;  d i r e c t s  
and superv ises  the p reparation  o f  s p e c ia l  adm inistrative  
re p o r ts  and s t a t i s t i c a l  s tu d ie s ;  prepares memoranda concern ­
in g  new nursing  se rv ice  p o l i c i e s  or changes in p o l i c i e s .

Interv iew s and recommends the appointment o f  adminis­
t r a t iv e  p erson n el;  supervises the s e le c t io n  o f  nursing 
personnel and makes recommendations concerning the s e l e c ­
t io n ,  placement, t r a n s fe r ,  and promotion o f  nursing p e r ­
sonnel .

Attends and p a r t i c ip a t e s  in  nursing and h o s p ita l  
s t a f f  con feren ces  and in l o c a l ,  s ta te ,  and n a t io n a l  n u rs ­
in g  in s t i t u t e s  and m eetings.

Conducts formal academic t ra in in g  c la s s e s  in  n u rs ­
in g  and in  nursing se r v ice  adm in istration  and serves on 
a d v isory  committees f o r  theses o f  graduate students.

Supervises and p a r t i c ip a t e s  in  the development o f  
o r ie n ta t io n  programs f o r  nursing personn el.

Performs r e la te d  d u t ie s  as requ ired .

RECOMMENDED QUALIFICATIONS

Nine years o f  experience in h o s p ita l  nursing in c lu d ­
in g  experience in nursing  adm in istra tion ; and graduation 
from an a ccre d ite d  sch oo l o f  nu rs in g , with a b a c h e lo r 's  
degree p lu s  a m a ster 's  degree with s p e c ia l iz a t io n  in  nurs­
in g  a d m in istra tion ; equ iva lent combination o f  experience 
and t ra in in g  which p rov id es  the fo l lo w in g  knowledges, 
a b i l i t i e s ,  and s k i l l s :

Extensive knowledge o f  p r o fe s s io n a l  nursing theory 
and p r a c t i c e .

Thorough knowledge o f  adm in istrative  and su p erv is ­
ory  problems in nursing  se rv ice  a dm in istra tion .

Working knowledge o f  le g a l  aspects  in nursing .
Considerable knowledge o f  modern teaching methods 

as app lied  to  graduate and student nurse in s t r u c t io n  w ith 
p a r t i c u la r  re fe re n ce  to  nursing techniques used in various 
f i e l d s  o f  s p e c ia l i z a t io n .

A b i l i t y  to plan and organize nursing  se rv ice s  to  
meet e f f e c t i v e l y  the needs o f  f lu c tu a t in g  c l i n i c  and h os­
p i t a l  p a t ie n t  lo a d s .

A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  and c o ­
op era t iv e  working r e la t io n s h ip s  with h o s p ita l  adm inistra­
t o r s ,  p h y s ic ia n s ,  Medical Center department heads, nursing 
se rv ice  personnel and the general p u b l i c .

A b i l i t y  to  perform a wide v a r ie ty  o f  adm in istrative  
and su perv isory  o f f i c e  tasks r e la te d  to the operation  o f  
a la rg e  nursing s e r v ic e .

NURSING SERVICES ADMINISTRATOR (C ontinued)



NURSING SERVICES ADMINISTRATOR (C ontinued)

A b i l i t y  to  supervise  the establishm ent and main­
tenance o f  adequate record s  r e la t in g  to nursing se rv ice s  
and person n el.

A b i l i t y  to e f f e c t i v e l y  guide nursing serv ice  com­
m itte e s  e s ta b lish e d  to  study and recommend various n u rs ­
in g  se rv ice  a c t i v i t i e s .

A b i l i t y  to  prepare and present e f f e c t i v e l y  a 
v a r ie ty  o f  re p o r ts  on nursing se rv ice  operation  and r e ­
search.

A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  i n f o r ­
mation .

A b i l i t y  to  work e f f e c t i v e l y  under sustained emo­
t io n a l  and p h y s ica l  s t r e s s .

A b i l i t y  to maintain f r i e n d ly  r e la t io n s  with the 
p u b l i c ,  in c lu d in g  re p re s e n ta t iv e s  o f  the press  and ra d io .

NECESSARY SPECIAL REQUIREMENT

Possession  o f  a current l i c e n s e  as a r e g is te re d  
nurse as issued by the Colorado State Board o f  Nurse 
Examiners.
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DIRECTOR OF MEDICAL SOCIAL SERVICE 

( C la s s i f i c a t i o n  Number 55b-)

This i s  adm in istrative  and p r o fe s s io n a l  work in v o lv ­
in g  the d ir e c t io n  o f  a l l  m edical s o c ia l  work se rv ice s  in  
the U n ivers ity  general h o s p ita l  and c l i n i c  con tr ib u t in g  
to  the t o t a l  c l i n i c a l  program r e la te d  to comprehensive 
m edical care o f  p a t ie n t s .

Emphasis o f  the work i s  on the development and the 
execution  o f  an o v e r - a l l  program f o r  m edical s o c ia l  s e r ­
v i c e  in v o lv in g  the development o f  uniform standards, 
p o l i c i e s ,  and procedures and the general superv is ion  o f  
m edical s o c ia l  workers. The person in  t h is  p o s i t io n  
p a r t i c ip a t e s  in  the development o f  teaching  programs when 
the s o c ia l  aspects  r e la t e  to  the m edical treatment program. 
In a d d it io n ,  p a r t i c ip a t e s  in  the teaching o f  m edica l, 
nursing , and paramedical students. I s  re sp on s ib le  f o r  
g iv in g  leadersh ip  in  community h ea lth  programs and p a r t i ­
c ip a t in g  in r e h a b i l i t a t io n  o rg a n iz a t io n s .  The broad ou t­
l in e s  o f  the program are planned in  co n su lta t ion  w ith  the 
D ire c to r  o f  H osp ita ls  and c h ie f s  o f  s e r v ic e ,  and work i s  
evaluated t h rough p e r io d ic  con feren ces  and the submission 
o f  r ep o rts  and s t a t i s t i c s  to su p er io rs .

EXAMPLES OF WORK (These examples are intended on ly  as 
i l l u s t r a t i o n s  o f  the var iou s  types o f  work performed in 
p o s i t i o n s  a l lo c a te d  to  t h is  c l a s s . )

Develops and executes an o v e r -a l l  program f o r  
m edical s o c ia l  s e r v ic e s  in  a general h o s p it a l .

Evaluates the o v e r - a l l  p rog ress  o f  the s o c ia l  s e r ­
v ic e  department, co n fe rs  w ith  the h o s p ita l  d i r e c t o r  and 
other s t a f f ,  and develops changes in  procedure and work­
load  when n ecessa ry .

R e cru its ,  recommends appointments and term inations, 
and o r ie n ts  new s o c ia l  workers.

Makes determ inations o f  personnel and s o c ia l  s e r ­
v ic e  needs and makes work assignments o f  p r o fe s s io n a l  
workers.

Consults w ith  and adv ises m edical s o c ia l  workers 
concern ing  case h i s t o r i e s ,  reviews w ritten  case h i s t o r i e s ,  
conducts s t a f f  co n fe ren ce s ,  and evaluates the q u a l ity  and 
q u an tity  o f  an in d iv id u a l  w orker 's  accomplishments.

Gives t a lk s ,  attends p u b l ic  m eetings, and otherwise 
promotes and in te r p r e ts  m edical s o c ia l  se rv ice  and h o s p ita l  
programs.

Gives le c tu r e s  to  m ed ica l, nursing , paramedical 
students, and to  post-gradu ate  students in  the s o c ia l  
aspects  o f  p a t ie n t  ca re .

DEFINITION
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P a r t ic ip a te s  in  planning the content o f  courses 
f o r  teach ing  the s o c ia l  aspects  o f  p a t ie n t  care in the 
m edical sch oo l curriculum .

P a r t ic ip a te s  in fu rth er in g  Medical Center p u b l ic  
r e la t io n s  by working with var iou s  community groups.

Recommends expenditure o f  funds r e s t r i c t e d  to 
meeting p a t ie n t  needs.

Evaluates and co n su lts  w ith  s o c ia l  work school 
adm in istra tors  on the f i e l d  work experience o f  s o c ia l  work 
students in  our s e t t in g .

Performs r e la te d  work as requ ired .

RECOMMENDED QUALIFICATIONS

Eight years o f  experience  in h o s p ita l  s o c ia l  case 
work, in c lu d in g  su perv isory  experience? and com pletion o f  
a m a ste r 's  degree in  a recogn ized  sch oo l o f  s o c ia l  work, 
with s p e c ia l i z a t io n  in  the f i e l d  o f  h o s p ita l  s o c ia l  s e r v ic e ;  
or  any equ iva lent combination o f  experience and tra in in g  
which p rov id es  the fo l lo w in g  knowledges, a b i l i t i e s ,  and 
s k i11st

Extensive knowledge o f  the p r in c ip le s  and techniques 
o f  m edical s o c ia l  s e rv ice  and case work.

Thorough knowledge o f  the m e d ic a l - s o c ia l  im p lica ­
t io n s  o f  d ise a se .

Thorough knowledge o f  the b a s ic  p o l i c i e s  and p ra c ­
t i c e s  p r e v a i l in g  in h o s p ita ls  governing m edical s o c ia l  
s e rv ice  f o r  c l i n i c  and h o s p ita l  p a t ie n t s .

Considerable knowledge o f  m edical term inology and 
o f  s o c ia l  e f f e c t s  o f  d ise a ses  and o f  p h y s ica l  and emotional 
d i s a b i l i t i e s  upon the p a t ie n t  and h is  fam ily  with resp ect  
to  economic, environm ental, and s o c ia l  f a c t o r s .

A b i l i t y  to  develop and execute a comprehensive and 
in te g ra te d  program f o r  m edical s o c ia l  s e r v ic e .

A b i l i t y  to  d i r e c t  and supervise m edical s o c ia l  
workers in  the a p p lica t io n  o f  case work techniques and 
p r a c t i c e s .

Extensive knowledge o f  w elfare  resou rces  and a b i l i t y  
to  u t i l i z e  these to  meet p a t ie n t  needs.

A b i l i t y  to  e s t a b l i s h  and maintain e f f e c t i v e  and c o ­
op era t iv e  r e la t io n s h ip s  w ith  h o s p ita l  p r o fe s s io n a l  person ­
n e l  and w ith  other w elfare  agen cies .

A b i l i t y  to  prepare complete and con c ise  case records  
and r e p o r t s .

A b i l i t y  to  present id ea s ,  f a c t s ,  and recommendations 
e f f e c t i v e l y  in  o ra l  and w ritten  form.

DIRECTOR OF MEDICAL SOCIAL SERVICE (C ontinued)
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DIRECTOR OF MEDICAL SOCIAL SERVICE (Continued)

A b i l i t y  to  use d is c r e t io n  about c o n f id e n t ia l  in -  
formation*

(A recogn ized  sch oo l o f  s o c ia l  work sh a ll  mean a school 
a c c re d ite d  by the Council on S o c ia l  Work E du cation .)



Job Evaluation Plan



The fo l lo w in g  m ateria l i s  taken from 

MRecommended S ta f f  C la s s i f i c a t i o n  and Compensation 

Program f o r  the U n ivers ity  o f  Colorado Medical 

Center, D enver,” An Unpublished Report o f  a Study 

D irected  by Leota Pekrul and O tis  L ip streu , 1957» 

p p .  5 ,  6 ,  1 7 ,  3 3 - 3 8 *



UNIVERSITY OF COLORADO

MEDICAL CENTER 

JOB EVALUATION PLAN 

1956
Job eva luation  i s  the p rocess  o f  making a thorough analy ­
s i s  o f  ce r ta in  fa c t o r s  which make up the requirements o f  
any jo b .

Because the u ltim ate o b je c t iv e  o f  job  evaluation  i s  to 
e s t a b l i s h  an eq u ita b le  schedule o f  wages or s a la r ie s ,  there 
must be a d e f in i t e  r e la t io n  between one job  and another, 
ranging from those o f  minimum d i f f i c u l t y  and r e s p o n s ib i l i t y  
to  those o f  maximum d i f f i c u l t y  and r e s p o n s ib i l i t y .  To de ­
termine th is  r e la t iv e  va lu e , i t  i s  n ecessary  to  make a 
j o b - t o - j o b  comparison con s id er in g  s in g le  f a c t o r s ,  rather 
than to  attempt an o v e r a l l  comparison o f  jo b s .  In order to  
reduce e rro rs  in judgment to  a minimum, each o f  the major 
f a c t o r s  i s  su b -d iv ided  in to  degrees with a co n c ise  d e f i ­
n i t i o n  f o r  each degree.

The fa c t o r s  l i s t e d  below form the b a s is  f o r  an a lys is  and 
eva lu a t ion , in  that they cover  phases o f  a l l  job s  which 
tend to j u s t i f y  sa lary  d i f f e r e n t i a l s .  The number o f  p o in ts  
to  be allowed f o r  the degrees in  each f a c t o r  has been 
adapted from ta b le s  developed in  evaluating  thousands o f  
jo b s .

1.

2 .
3-

i  
6 .

7.
8.
9.

1 0.
11.

FACTORS 1
Degrees 

2 3
and P oin ts

k 5 6

Previous Related Exper­
ien ce  Required 20 30 i4-0 55 75 100

Education Required 15 25 35 kB 60 8o
Scope o f  Duties 10 20 30 i+o 55 70
I n i t i a t i v e  Required 5 10 20 30 l+o 50
R e s p o n s ib i l i t y  f o r  

Supervising 5 10 15 25 35 50
R e s p o n s ib i l i t y  f o r  

S a fe ty  o f  Others 5 10 15 25 35 k5Contacts Required 5 10 15 20 30 ^0
Mental E f fo r t  Required 5 10 15 20 30 ^0
R e s p o n s ib i l i t y  f o r  Error 5 10 15 20 30 i+o
P h ysica l E f f o r t  Required 5 10 15 20 25 30
Working Conditions 5 10 15 20 25 30

PLEASE REMEMBER THAT THIS PLAN INTENDS TO EVALUATE THE JOB, 
RATHER THAN THE PERSON DOING THE JOB.
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The fo l lo w in g  pages su b -d iv ide  each fa c t o r  in to  degrees, 
w ith  comprehensive d e f in i t i o n s  f o r  the guidance o f  those 
who are eva luatin g  the jo b .  Points  allowed f o r  each 
degree are l i s t e d  in  parentheses.

F a ctor  1 Previous Related Experience Required

This f a c t o r  measures the amount o f  experience requ ired , 
in  a d d it ion  to the education req u ired , in  order to  s a t i s ­
f a c t o r i l y  perform the d u tie s  o f  the p o s i t i o n .

1st  degree ( 0 -20 ) Up to s ix  months
2nd degree (2 0 -3 0 )  Six to twelve months
3rd degree ( 30 —£(-0) One to two years
ij.th degree (ij.0-55) Two to three years
5th degree (5 5 -7 5 )  Three to  f iv e  years
6th degree (75 -100 ) Five years and over

F a ctor  2 Education Required

This f a c t o r  measures the amount o f  education requ ired , to 
perform the job  s a t i s f a c t o r i l y .

Grammar sch oo l education or  equiva lent 
Two years o f  high school or  trade 
sch o o l ,  or  equiva lent 
Graduation from high sch o o l ,  business 
s ch o o l ,  or equiva lent
Two years o f  c o l l e g e  tra in in g  or equ iva­
l e n t ,  w ith courses a p p lica b le  to 
d u t ie s .
C ollege  or  U n iv ers ity  degree or 
eq u iva len t , with tra in in g  in a
s p e c ia l iz e d  f i e l d  a p p lica b le  to  du ties
C ollege  or U n iversity  degree p lus 
one or  more years o f  study re la te d  
to  the d u ties  o f  th is  p o s i t io n

F actor  3 Scope o f  Duties

This f a c t o r  measures the o v e r a l l  com plex ity  o f  the jo b ,  
in c lu d in g  the fu n c t io n s  and r e s p o n s ib i l i t i e s .

1st  degree (1 0 )  Simple rou tin e  d u ties  req u ir in g  l i t t l e
in d iv id u a l judgment
Procedure i s  c l e a r ly  defined  and the 
work i s  performed under c lo s e  super­
v is i o n .

degree (15)
degree ( 2 5 )

degree (35)

degree U 5 )

degree (60)

degree ( 80)
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2nd degree (2 0 )  Routine d u tie s  req u ir in g  the a p p l i ­
ca t ion  o f  p re scr ib e d  methods and 
procedu res . Work in v o lv e s  the making 
o f  minor d e c is io n s  under su p erv is ion .

3rd degree (3 0 )  Duties are varied  and in vo lve  a
knowledge o f  fu n ct ion s  in a Department 
or  Budget Unit. Analyzes f a c t s  to  
determine proper a c t io n  within the 
l im i t s  o f  standard p r a c t i c e .

J+th degree ( i|.0) Varied d u ties  in v o lv in g  general
knowledge o f  U n iversity  p o l i c y  as 
r e la te d  to severa l departments. I n ­
dependent judgment i s  required  in 
d e v is in g  new methods or m odifying 
standard procedures to  meet e x is t in g  
co n d it io n s

5th degree (55 ) Complex d u ties  in v o lv in g  a general
knowledge o f  U n iversity  p o l i c y  and 
procedu re . Work i s  te ch n ica l  and 
p resents  new problems req u ir in g  above 
average a b i l i t y  in  the f i e l d .  Respon­
s ib le  d e c is io n s  are to  be made d e te r ­
mining the adm inistration  o f  a De­
partment or Budget Unit.

6th degree (70 ) Highly complex and var ied  d u ties  i n ­
v o lv in g  the determ ination o f  U n ivers ity  
p o l i c y  f o r  a C ollege or  large Budget 
Unit. May d i r e c t  and coord inate  the 
work o f  department heads and i s  r e ­
sp onsib le  on ly  to the P re s id e n t ’ s 
O f f i c e .

F actor  ij. I n i t i a t i v e  Required

This f a c t o r  measures the extent o f  the independent d e c is io n s ,
re co g n it io n  o f  problems and the c re a t iv e  a b i l i t y  required
to  perform the d u tie s  in  a s a t i s fa c t o r y  manner.

1 st  degree ( 5) Employee r e c e iv e s  d e ta i le d  in s t r u c t io n s
and i s  expected to  perform the job  
e x a c t ly  as in d ica te d ,  without d e v ia ­
t io n .

2nd degree (10) Requires the c lo s e  fo l lo w in g  o f  i n ­
s t ru c t io n s  and procedures with very  
minor d e c is io n s  made upon the b a sis  o f  
e s ta b lish e d  precedent.

3rd degree (2 0 )  Employee fo l lo w s  an es ta b lish ed  p r o ­
cedure and i s  o c c a s io n a l ly  required  to  
e x e r c is e  independent judgment as to  
s p e c i f i c  method. Plans and arranges 
a l l  work r e fe r r in g  on ly  unusual cases 
to  the su p erv isor .
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l+th degree (30 ) D i f f i c u l t  and complex type o f  work
re q u ir in g  the making o f  independent 
d e c is io n s  where on ly  general p r o c e ­
dures are a v a i la b le .

5th degree ( IpO) General o b je c t iv e s  are e s ta b lish e d ,
but the employee i s  required  to  s e le c t  
a method which w i l l  accom plish the 
task in the most e f f i c i e n t  manner. 
Supervision  i s  n ot  consu lted  unless 
U n iv ers ity  p o l i c y  i s  in vo lved .

6th degree (50 ) P o s it io n  req u ires  independent and
o r ig in a l  a c t io n  in  the so lu t ion  o f  
problems which would norm ally  be the 
r e s p o n s ib i l i t y  o f  the department heads 
or  adm in istrative  head o f  a Budget 
Unit. Works without supervis ion  and 
assumes f u l l  r e s p o n s ib i l i t y .

F actor 5 R e s p o n s ib i l i t y  f o r  Supervising  Others

This f a c t o r  measures the nature o f  su perv isory  r e s p o n s ib i l ­
i t y  the employee i s  expected to assume in a dd it ion  to  normal 
work assigned , and the number o f  employees supervised .

1st  degree ( 5) No actu a l su perv is ion  o f  o th ers , but
may o c c a s io n a l ly  show other employees 
how to perform ce r ta in  tasks .

2nd degree (1 0 )  R esponsible  f o r  in s t r u c t in g ,  ass ign ing
d u ties  and m aintaining the work flow  
o f  one to  three workers. Supervisory 
d e c is io n  based on precedent or p o l i c y .  

3rd degree (1 5 )  Responsible  f o r  in s t r u c t in g ,  a ss ign ing
d u t ie s  and m aintaining the work flow  
f o r  up to ten persons u su a lly  in  the 
same occupation  or p r o fe s s io n .  Super­
v is o r y  d e c is io n s  re la te d  to im ple­
mentation o f  e s ta b lish ed  p o l i c y .  

ij.th degree (25 ) R esponsib le  f o r  general superv is ion  in
which subordinates are resp on s ib le  f o r  
c lo s e  su perv is ion  o f  up to 20 persons . 
Responsib le  f o r  su perv isory  d e c is io n s  
which in te r p r e t  and /or implement e s ta b ­
l is h e d  o p era t ion a l p o l i c y .

5th degree (3 5 )  R esponsib le  f o r  adm in istrative  and/or
te ch n ica l  superv is ion  (n ot  l i n e )  o f  
o th ers ,  in s id e  or  ou tside  department 
or  u n it ,  who are re sp o n s ib le  f o r  c lo s e  
su perv is ion  o f  20 or more persons. 
R esponsib le  f o r  op era tion a l p o l i c y  
and c o n t r o l .
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6th  degree (5 0 )  R esponsib le  f o r  adm in istrative  d ir e c t io n
o f  severa l d iv is io n s  or se c t io n s  i n ­
v o lv in g  a t o t a l  o f  20 or more persons. 
R esponsib le  f o r  coord in a tin g  work 
with that o f  other departments and 
the establishm ent o f  general p o l i c i e s  
and standards within h is  adm in istrative  
area. Subordinates are re sp o n s ib le  f o r  
the general superv is ion  o f  d iv is io n s  
or  s e c t io n s .

F actor  6 R e s p o n s ib i l i t y  f o r  S a fe ty  o f  Others

This f a c t o r  measures the r e s p o n s ib i l i t y  o f  the employee 
f o r  the s a fe ty  o f  o thers  who can sustain  p h y s ica l  and/or 
emotional in ju r y  through con ta ct  with or prox im ity  to  the 
fu n ct ion s  o r  r e s u lt s  o f  the jo b  being ra ted .

1 st  degree ( 5) No d i r e c t  r e s p o n s ib i l i t y  f o r  the
s a fe ty  o f  o th ers .

2nd degree (1 0 )  Reasonable care with re sp e ct  to own
work w i l l  prevent in ju r y  to  o th ers .
I f  such in ju r y  should occur i t  would 
be minor in  nature .

3rd degree (15 ) Compliance w ith standard s a fe ty  p r e ­
cau tion s  necessary  to prevent lo s t - t im e  
a cc id e n ts ,  p h y s ica l or  emotional i n ­
ju ry  to  o th ers , 

l+th degree (25 ) Constant care n ecessary  to prevent
ser iou s  in ju r y  to  o th e rs ,  due to  the 
nature o f  the jo b .

5th degree (35 ) S a fe ty  o f  others freq u en t ly  depends
on c o r r e c t  a c t io n  o f  employee or r e ­
s p o n s ib i l i t y  i s  norm ally  shared with 
o th e rs .  Careless or  u n eth ica l conduct 
may r e s u lt  in ser iou s  in ju r y .

6th degree (ij-5) S a fe ty  o f  o thers  depends e n t i r e ly  on
c o r r e c t  a c t io n  o f  employee. C a re le ss ­
ness or  u n eth ica l conduct may r e s u lt  
in  extrem ely ser iou s  in ju r ie s  and/or 
f a t a l  a c c id e n ts .

F a ctor  7 Contacts Required

This f a c t o r  measures the r e s p o n s ib i l i t y  f o r  o f f i c i a l  con ­
t a c t s  w ith o th er  p eo p le .  C onsideration  should be given to  
the frequen cy , im portance, and type o f  in form ation  in vo lved .

1st degree ( 5 ) Employee has l i t t l e  or  no con ta ct
with o th ers .
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2nd degree (10 ) Employee has con ta cts  o f  a routine
nature with other persons in  the 
department and may have l im ite d  o u t ­
side con ta cts  by telephone.

3rd degree (15 ) The employee i s  required  to make i n t e r ­
departmental con ta cts  by telephone, 
correspondence, or  in  person to  obta in  

. or  supply fa c tu a l  in form ation .
4_th degree (20 ) Employee i s  re sp on s ib le  f o r  con ta cts

with other U n ivers ity  departments and 
w ith the p u b l ic  in  general in  supply­
in g  s p e c i f i c  in form ation  by telephone 
or  in  person .

5th degree (30) Employee i s  required  to  make frequent
or  reg u la r  con ta cts  req u ir in g  a high 
degree o f  ta c t  and te ch n ica l  knowledge, 
o r  the a u th or ity  to make commitments 

. . .  concern ing  f in a n c ia l  expenditure,
th degree (I|.0) The employee i s  requ ired  to  spend a

major pa rt  o f  h is  time con ta ct in g  
U n iv ers ity  o f f i c i a l s  or p a r t ie s  ou t ­
side the U n ivers ity  concerning matters 
which in vo lve  la rge  sums o f  money or 
important adm in istrative  d e c is io n s .

F actor 8 Mental E f fo r t  Required

This f a c t o r  measures the degree o f  mental e f f o r t  and a t te n ­
t io n  requ ired  to perform  the jo b  s a t i s f a c t o r i l y .

1 st  degree ( 5) Routine job  re q u ir in g  a minimum o f
mental e f f o r t .

2nd degree (1 0 )  R e p e t it iv e  job  req u ir in g  mental e f f o r t
- . . . _  but no orga n iza t ion  or planning.
3rd degree (15 ) R e p e t it iv e  jo b  re q u ir in g  con sid erab le

mental e f f o r t  w ith  o cca s ion a l organ iza - 
, t io n  or  p lanning.
4-th degree (20) Varied d u t ie s ,  req u ir in g  con sid era b le

mental e f f o r t  and frequent organ iza - 
. , . t io n  or  p lanning.

5th degree ( 3 0 ) Varied d u t ie s ,  re q u ir in g  sustained
mental e f f o r t  w ith c a r e fu l  organ iza - 

, t ion  and p lanning.
6th degree (i^0) H ighly d i v e r s i f i e d  complex work re q u ir -

in g  a high l e v e l  o f  sustained mental 
e f f o r t  and su perior  planning or o rg a n i­
zation  in  advance.
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F a ctor  9 R e s p o n s ib i l i t y  f o r  Errors

M s  f a c t o r  measures the r e s p o n s ib i l i t y  f o r  o f f i c i a l  
r e co rd s ,  c o n f id e n t ia l  in form ation , U n ivers ity  equipment 
and q u a l i ty  o f  s e r v ic e ,  con s id er in g  the f in a n c ia l  lo s s  or 
embarrassment to  the U n ivers ity  r e s u lt in g  from e r ro rs .

1 s t  degree ( 5) P o s it io n s  where e rro r  can be e a s i ly
d etected  and cou ld  seldom r e s u lt  in  
reduced q u a l ity  o f  s e r v ic e ,  embarrass­
ment to  the U n iversity  or lo s s  o f  
time or money. No r e s p o n s ib i l i t y  f o r  
c o n f id e n t ia l  in form ation .

2nd degree (10 ) P o s it io n s  where most o f  the work i s
su b je c t  to  checks and c o n t r o ls ,  and 
an e rro r  would r e s u lt  in  a minor 
redu ction  o f  q u a lity  o f  s e r v ic e ,  em­
barrassment to  the U n ivers ity  or lo s s  
o f  time or money. No r e s p o n s ib i l i t y  
f o r  c o n f id e n t ia l  in form ation .

3rd degree (15 ) P o s it io n s  su b ject  to  fewer checks and
c o n tr o ls  where undetected e rro rs  d e f i ­
n i t e l y  would reduce the q u a l ity  o f  
s e r v ic e ,  embarrass the U n ivers ity  or 
r e s u lt  in  f in a n c ia l  l o s s .  Limited 
r e s p o n s ib i l i t y  f o r  c o n f id e n t ia l  
in form ation .

ij.th degree (2 0 )  P o s it io n s  where the employee may share
r e s p o n s ib i l i t y  and work may be accepted 
without question  by o th ers . Unde­
te c te d  e r ro rs  would r e s u lt  in  a marked 
redu ction  o f  the q u a l ity  o f  s e r v ic e ,  
embarrassment to  the U n ivers ity  or 
s ig n i f i c a n t  f in a n c ia l  l o s s .  Limited 
r e s p o n s ib i l i t y  f o r  c o n f id e n t ia l  
in fo rm a t io n .

5 th  degree (30 ) P o s it io n s  where the employee makes
independent d e c is io n s  which may r e s u lt  
in  d isru p tion  o f  s e r v ic e s ,  ser ious 
embarrassment to  the U n ivers ity  or a 
la rge  f in a n c ia l  l o s s .  Unlimited 
r e s p o n s ib i l i t y  f o r  c o n f id e n t ia l  i n ­
form ation .

6th degree (ifO) P o s it io n s  req u ir in g  important adminis­
t r a t iv e  d e c is io n s  a f f e c t in g  the en t ire  
campus which may in vo lve  major d i s ­
ruption  o f  s e r v ic e s ,  extreme embarrass­
ment to  the U n iv ers ity  or a very  large  
f in a n c ia l  l o s s .  Unlimited r e s p o n s ib i l ­
i t y  f o r  c o n f id e n t ia l  in form ation .
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F a ctor  10 P h ysica l E f fo r t  Required

This f a c t o r  measures the p h y s ica l  e f f o r t  requ ired  to  p e r ­
form the job  s a t i s f a c t o r i l y .

1st  degree ( 5)
2nd degree (10)

3rd degree ( 1 5 )

I|th degree (20 )

5th degree ( 2 5 )

6th degree ( 3 0 )

Factor 11

Very l i g h t  p h y s ica l  e f f o r t  requ ired . 
L ight p h y s ica l  e f f o r t  required  in v o lv ­
in g  regu lar  work with ligh tw eigh t 
o b je c t s .
R e p e t it iv e  continuous p h y s ica l  a c t i v i t y  
req u ired , in v o lv in g  the handling o f  
l i g h t  or  average weight o b je c t s .  
M oderately heavy p h y s ica l  a c t i v i t y  i s  
req u ired . Average weight o b je c t s  
handled with o cca s io n a l  heavy l i f t i n g ,  
pushing or p u l l in g .
Strenuous p h y s ica l  la b o r  in v o lv in g  
heavy l i f t i n g ,  pushing or p u l l in g .  
Extremely strenuous p h y s ica l  la b or  or 
a very  d i f f i c u l t  work p o s i t io n  requ ired .

Working Conditions

This f a c t o r  appraises the environment and p h y s ica l co n d it ion s  
under which the work i s  performed. Consideration i s  given 
to unpleasant or hazardous s i tu a t io n s .

1 s t  degree ( 5)

2nd degree (10)

3rd degree ( 1 5 )

l -̂th degree (20 )

5th degree ( 2 5 )

6th degree ( 3 0 )

Work i s  performed in a qu iet  o f f i c e  
w ith c o n tr o l le d  temperature and no 
unusual d i s t r a c t i o n s .
O ccasional exposure to  one or more 
m ild ly  unpleasant c o n d it io n s .
Constant exposure to  one or more 
m ild ly  unpleasant c o n d it io n s .  
In term itten t  exposure to  one or  more 
d isagreeab le  or hazardous co n d it io n s .  
Continuous exposure to  several d i s ­
agreeable co n d it io n s  or  hazard. 
Continuous exposure to  severa l i n ­
te n s e ly  d isagreeab le  con d it io n s  or 
extreme hazard.
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POINT CONVERSION TABLE

Grade 1 85 - 99
2 100 - 11 lp

3 115 - 129

130 -  lljlp

5 iii5 - 159
6 160 - I7ip

7 175 - 189
8 190 - 20ip

9 205 - 219
10 220 - 23lp

11 235 -  2lp9
12 250 -  26ip

13 265 - 279
lip 280 -  29ip

15 295 -  309
16 310 -  32^

17 325 - 339

(Although some jo b s  evaluated h igher than Pay Grade 17 , 

on ly  17 grades are recommended f o r  use at the present t im e .)
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Beginning Monthly Salary f o r  Pay Grades 

at U n iv ers ity  o f  Colorado Medical Center, 1957

Pay Grade Beginning
Monthly
Salary

1 $171+

2 185

3 197

1+ 209

5 222
6 236

7 251

8 267

9 281+

10 302

11 322
12 31+3

13 366

111- 390

15 1+16

16 ).|.J|1|

17 1+71+


