Professional Equity for Texas State Chaplains -- Parity

Help Chaplains Facilitate Human History’s Greatest Resource


Recent Texas Chaplaincy History

1.  Chaplaincy in Texas

Four agencies in Texas employ state chaplains:

Texas Department of Criminal Justice – TDCJ, the largest
Mental Health and Mental Retardation – MHMR
Texas Youth Commission – TYC
University of Texas Medical Branch - UTMB

Among these four, TDCJ has employed state chaplains by far greater numbers and for the longest time.
  And the original Chaplain Core Group that began the Chaplain Professional Equity cause came from the TDCJ Chaplaincy Services.

The current Texas classification system has Chaplain I, II & III positions listed.  No other degree bearing profession in an even remotely similar category has less than 6-7 levels.  It has been this way from the beginning when the chaplaincy services were very small.  At the beginning, the TDCJ Chaplains were paid equally with the other degree bearing professions – equally.  We have not been able to get exact figures, just testimony that this was so as much as 35+ years ago.
  Since those long past decades, throughout the last half of the twentieth century, chaplains have been hired and retired with no adjustments – none.  That is:  there have been "no" adjustments comparable to the other professions – none.
  

In 1999 a few chaplains banded together, and in the wind of reluctance (as documented in the next section) were able to highlight the "value" of Chaplaincy and Chaplain Equity.  This was done a fashion never done before.  Even in old TDCJ Executive Summaries, the extraordinary statistics on the "basics" Chaplaincy services were highlighted, but those numbers have been left out in recent years.  Furthermore, if the Chaplaincy HQ continues with its current records retention schedules, basic aggregate stats on the number of cumulative contacts and volunteers and volunteers will be destroyed after three years.
  Not fully the subject of this proposal, but certainly relevant is Why someone would NOT want to compare the cumulative stats on hours, contacts and volunteers from 15, 10 and 5 years ago with TODAY.  Of course, this is another reason why a Professional Chaplain should be at the head, we suppose, to be able to identify the "value" of huge numbers of human contacts and huge number of Texas citizen volunteers that are facilitated each year.  Their growth or decline.  Bear in mind again, Chaplain Professional Equity as a cause, and vis-à-vis with the Actuary's and Finance ministers of Texas – just what is really important.  Are not Texas citizen participation in criminal justice, the law abiding families of clients and the care given to Texas' most troubled persons more important than money and numbers?

The esteemed congresspersons of the 77th Legislature of Texas granted the first pay group adjustment in Texas State Chaplaincy history in 2001.

This step forward was significant and most welcome.  Clearly, to all parties involved on side of "Equality," the step forward did not approach Chaplain Professional Equity.  Even as the legislative processes proceeded throughout the 77th Legislature, there was angling within the several agencies as they rather reluctantly began to posture themselves.  Some of the information on the exact nature of that "posturing" is certainly hearsay.  Nevertheless, some unusual and formative things happened—not all good.

At the close of the Twentieth Century, around January 2000, TDCJ Chaplains were at a pay rate that had remained the same for 35+ years, with one Chaplain III position and some Chaplain II’s who had been at the same pay group and at the low end of that pay group for 17 years.  Furthermore, as utterly strange as it may sound, there were no plans to change;  that is, there were NO PLANS to change (by official memorandum from Director of Chaplains Don Kasper).
  Ironically, MHMR had 17 chaplains, with 11 Chaplain III’s, compared to TDCJ's single Chaplain III.  Worse still, the average salary of those 11 MHMR Chaplain III chaplains was greater than the single Chaplain III who had responsibility for entire TDCJ Chaplaincy corps.  Even worse still, that greater average salary for those 11 MHMR Chaplain III chaplains had been greater for many years.  Furthermore, within TYC, they were short and had been short 10 chaplain positions for a long time, and only maintained one Chaplain III who oversaw the TYC Chaplaincy corps as well as provided Chaplaincy services to 4 TYC facilities at the same time.
  

These state of affairs are not pleasant to articulate.  For some of us chaplains who have literally given our lives to this profession, who would do some of this for free if we were economically solvent, we have a pride in our several alma maters and believe it an extraordinary place of service where we find huge degrees of job satisfaction in the practice of our profession, our chosen life's work.  Yet at the same time, those of us in the Chaplain Professional Equity Core Group believe in Texas and that we should be treated fairly and indeed have the expectation of fair treatment.  And we have long suffered the clear and increasing marginalization our profession, even its degredation in some areas.  

All the while, many a chaplain presses forward in duty and love for the delivery of care to souls in the deepest of trouble.  Indeed, giving a measure of devotion and loyalty to the agency, the agency's clients and the agency's own employees that a few at the heads of the agency or division have not seen fit to return.

We chaplains have been most reluctant to expose this.  We are by nature persons who hold confidentialities and who by nature are not confrontational.  And there is much to this cause that will REMAIN CONFIDENTIAL, much more things that have happened that will not be exposed as they are just not proper for "Chaplains" to engage in.  We work with some of the finest people in Texas on our units, yet our very profession has been treated in an unprofessional and very inequitable manner.

The above state of affairs becomes even more difficult to understand when one crosses the street.  The TDCJ Chaplain who worked at the UTMB Galveston facility was underpaid side-by-side with the other UTMB chaplains.  At noted later in the UTMB Chaplain Salaries, all their chaplains were significantly higher and their Coordinator of Pastoral Care, in charge of 2 chaplains is compensated far, far ahead of the current TDCJ Program Administrator—Director of Chaplains.  At UTMB, here is a Texas state facility that is attempting to fund on an equitable scale.
  

TDCJ, MHMR and TDCJ deal with some of the most troubled and in fact with the state’s most dangerous persons and their families.  They chaplains should be compensated equitably, and TYC should granted chaplains for each facility and TYC’s Chief Chaplain should have a dedicated office and a staff person to help.  

These records are open on the Texas Chaplaincy.  This is a Valid and Worthy profession doing some extraordinary work by some very dedicated persons – some of which will not say word for love of their place of service.  And due compensation and up-grading should have begun several decades ago, and that some like Mr. Carl Jefferies at this time at this late date still do not want to Professional Equity for chaplains is something only the legislature can do.

As the history of Chaplain Professional Equity unfolds in the pages below, it is good to see something being done, even though it has been reactionary and clearly was NOT intended.

Obviously, especially the TDCJ Chaplains who have carried the greatest part of this cause with their friends across the state, we chaplains are just wanting Equality and Professional Equity.  We are not experts in law and politics.  We come to our esteemed legislators for help and redress.  Many times in the past decades our predecessors have tried through regular channels.  

We would plead with you to help us attain Professional Equity – Equality.  So that those of us leading this can go back to work and just focus upon quality pastoral care and professional growth.

2.  Recent History of TDCJ Chaplaincy Services in Programs & Services

Those of us in the Chaplaincy Core Group only knew of what was taking place with TDCJ.  We watched, some at a distance, others seeking to discover a clearer picture.

At the beginning, this began with an informal conversation with Representative Dan Ellis.  One chaplain had put together a simple comparison among positions within TDCJ and how out-of-touch those positions were – especially with respect to chaplains.  How can a Chaplain with 3 earned and accredited degrees responsible for the total pastoral care of a 1,300 inmate facility make $12,000 LESS than the prison school teacher in charge of a rather regimented curriculum and rather static number of students?
  THIS IS NOT EQUITABLE TREATMENT.  Of course, no one in this Chaplain Equity cause thinks our teachers are overpaid.  We need teachers and they provide a needed service.  Yet with respect to chaplains and 40+ years distance since their last pay group adjustment – well, 

That distance is not just oversight anymore.  
That is UNEQUAL treatment, UNFAIR labor practices.

So one thing lead to another.  Honest questions were asked.  How does reclassification take place?  Where does it begin?  Who decides what and where can initiative originate?  Upon what criteria are classifications adjusted?

Just as we began, a new slot was posted:  Assistant Director for Religious Services.
  It posted at a B-13, and about ten experienced chaplains placed applications.  There were no interviews and Mr. Don Keil was hired.  When an open records request was done on his current salary, he was on the high end of the B-14 pay scale.  Here, TDCJ indicated the direction for Chaplaincy Services:  they hired an honorable man, and Mr. Don Keil is an honorable TDCJ dedicated man, but they hired man without interviews who had no Chaplaincy experience at all.

This is not fair treatment or equitable employment practices – especially regarding a profession with the kinds of roots and scopes of responsibility and the level of service the Chaplains give to the TDCJ.

At first, amazingly enough, it was very difficult to get answers.  Part the problem was with the chaplains themselves in the asking.  Where does one begin?  Just learning the questions was a sizeable task.
  We can only thank God for our many friends across the state.

Today, from a long trek through many and a complicated office, the story began to unfold over a couple of years ago—slowly, ambiguously.  One chaplain found his way to the offices of TDCJ Human Resources in Huntsville, Texas, and some answers came.  At that time, it was told to us that a desk audit would be required and that the Division Director was the one to initiate the desk audit.

Well, that pointed to Mr. Carl Jefferies, who was and still is the Director of Programs and Services for TDCJ.  From that distant time several years ago, very few of us had ever personally met Mr. Jefferies.  In fact, for all the years preceding this Chaplaincy Professional Equity Initiative, Mr. Jefferies never made an appearance at any of the annual Chaplaincy gatherings.  

However, after we went public with the Chaplain Equity Initiative, Mr. Jefferies has shown up at each annual gathering since and has even come to a few of the regional meetings that TDCJ Chaplaincy HQ used to hold quarterly.  However, the regional meetings that we chaplains had been having up to the beginning of the Equity Initiative were cancelled shortly after the Equity Initiative began to gather steam.  

On our own time, we used the regional meetings as the only place that we could get together as colleagues and brainstorm.  We have not had any regional meetings since their termination after the 2000 annual Chaplaincy Meeting.  Most of us cannot afford to get together on our own or go to any of other Chaplaincy venues for Chaplaincy development.

Did the TDCJ Chaplaincy HQ terminate the Regional Meetings because several of the chaplains in each region had banded together to work the Chaplain Professional Equity Initiative?  Of course, they would answer no.  But to others of us, ad hominem suspicions are inescapable at best, certain at worst.  

We began to ask questions and formulate responses.  None had the courage to approach Mr. Jefferies directly.  But we did approach several of his subordinates along way.  TDJC is a para-military/law enforcement operation – indeed a very hierarchical institution – and each one of us valued and indeed cherished our jobs and furthermore valued “respect” for authority most of all.  "Authority" -- there is not a chaplain in TDCJ who in almost every message does not have something pertinent to "authority" in a religious text.  We chaplains have been the most reluctant of all to step forward and lay claim to equality.  And we want "equality" based on our "value" to the agency most of all – a "value" that – sad to say, has been glossed over at best or hidden at worst by the Programs and Services Division of TDCJ, ultimately lead by Mr. Carl Jefferies.

To cut to the quick, and make a long story much, much shorter, we have come to ask this:  

Why does the Programs and Services Division of TDCJ want to 
so ardently to keep Program Administrators and Managers 
in charge of Chaplaincy Services?

Under Mr. Carl Jefferies, this is the posturing that has taken place, clear and with a most determined and documented passion.  Similarly and very much to the point are these questions:  

· What are the Best Arguments Against simple “Chaplain Professional Equity”?  What is the Best or the most significant argument that has not been more than adequately addressed and in the in the addressing does not then in return more than argue for equity?  

· In similar words, easier to apprehend, What are the arguments against 6-7 levels of chaplains?  Simpler still, Why does a chaplain have to give up being a Texas State Chaplain to move up into supervision over Chaplains?  If ALL the other major professions have 7 levels, why not Chaplains?

· Why does division under Mr. Jefferies in particular think we do not need equal treatment, or not need professional options or not need exposure of our incredible cost savings or not need exposure of our broad contributions?  

· Why does Mr. Jefferies feel we need secretaries at the expense of Professional Equity that has been left so very, very, very far behind for so very long?  Why would Mr. Jefferies want to give us secretaries now instead of HELP us toward a true Professional Equity that has so many other precedents around the country?

· What is wrong with equality for Chaplains in Texas State employment who have a larger claim to more than twice the recovery of their own operating costs than any other program by far within the Mr. Jefferies Programs and Services Division?  

· What is wrong with equality for Chaplains who manage programs that affect recidivism in a more demonstrable manner than any other single program under Mr. Jefferies' purview?
  And certainly Chaplains manage programs that more unilaterally affect all the other programs in the division in a manner that the other programs do not likewise affect Chaplaincy?  And arguably Chaplains manage programs that affect recidivism more than most of the other programs in the division put together? 

Flip the coin and some of the questions become:

· What is wrong with equality for persons in Texas State employment who have degrees and experience and make such a significant contributions to their agency's mission critical functions?

· What is wrong with equality for persons in Texas State employment who have a larger claim to more than twice the recovery of their own operating costs than any other single agency in Texas (except maybe the Lottery Commission)?

· What is wrong with equality for Chaplains in Texas State employment who as a profession facilitate human history's greatest resource for change in Texas' most troubled persons?   This alone should be reason enough to left the standard to full Professional Equity.

On top of all the above rhetoric and pleadings, what is still more amazing is that the above are NOT hard questions.  The above questions are simply and clearly – simply and clearly – indicative to WHAT has happened and to WHAT is happening.  

As the winds of true scrutiny blow over the TDCJ Chaplaincy and other Texas Chaplaincy services, impelled at this time as these winds are by a small handful of TDCJ Chaplains and their friends – as these winds of scrutiny overturn and reveal what has hitherto been hidden.  With each and every overturning and revelation, the value and contribution of the Chaplaincy Services increases;  and likewise in the negative, with every overturning, there is more revealed about how the Chaplaincy Services have been held back from professional development.  

Is the "holding back" negligence or malfeasance?  What difference does that make?  Were chaplains and know too much anyway.  What does make a difference is that the "holding back" has and is taking place.

Whoever is making the decisions with respect to the Chaplaincy Services has to – some extent – a Duty to answer the above questions – that is if “equality” is important to Texas.

One thing is clear and gets clearer, the more one looks the BETTER the TDCJ Chaplaincy Services look with respect to their contribution to the mission critical functions of their respective agencies.  Sadly, the closer one looks at the history and the current state of affairs and indeed some of the recent actions – the attempt to side-track the real issue of equality and to gloss over the claim to professional equity also grows larger.

Indisputably, a key person in this is Mr. Carl Jefferies, the Director of Programs and Services for TDCJ.  He was present in May of 2001 at the Texas House Appropriations Committee hearing for H.B. 2460.  He had a copy of the Chaplain Professional Equity—Parity Proposal, and his office was asked to evaluate our proposal.

Later in the year, in October of 2001, the TDCJ Chaplains were gathered together for their annual meeting at the Trinity Pines Conference Center in Trinity, Texas.  During one of last sessions of the conference, Mr. Carl Jefferies addressed the group of assembled TDCJ Chaplains, perhaps as many as 125+ chaplains, and talked about the Criminal Justice Policy Council and their effect upon the Programs and Services Division, indicating how some programs hang by a precarious thread as determined by that council.  Most of the chaplains present were unaware what the Criminal Justice Policy Council does, much less its relevance to Chaplaincy Services.  Only a few of the chaplains present knew of the council’s critical role in the Programs and Services Division.  Mr. Jefferies made – we guess – a reassuring statement that the Chaplaincy Services was exempt from the council’s review.

Dr. Mike Maness, a TDCJ Chaplain, asked Mr. Jefferies, “if the Criminal Justice Policy Council cancelled some programs within the Programs and Services Division and freed up some money, would you [Jeffries] support Chaplain Professional Equity and 6-7 levels of chaplains?”

Mr. Jefferies said he would not, then he made a remarkable statement that such money would go to “paying the light bill.”  There were a few laughs.  And then a minute or so later, Mr. Jefferies noted that he would like to see the chaplains get back their secretaries.
  There was a round of applause.  

With some respect to Mr. Jefferies and his broad scope of responsibilities, AND in the light of this ongoing effort and he perusal the Equity Proposal, how can he make light of Professional Equity by devoting money freed up to pay the light, yet in nearly same breath say he would support the chaplains getting their secretaries back – where that would certainly pay for Equity on the unit level?

Since the Chaplain Professional Equity—Parity Proposal went public – What has happened?

A TDCJ System wide audit of the Chaplaincy Department has been conducted.

A clear and unambiguous Official Memorandum Listing Questions and Answers of intent was made and distributed to all TDCJ Chaplains at the annual gathering in 2000, answering this question:  "Are there other significant changes expected in the structure or direction of the TDCJ Chaplaincy Department?"  The written answer was:  "None at this time."
 

Shortly after H.B. 2460 and S.B. 1607 got to Austin, in 2001, TDCJ Chaplaincy Positions begin to change.  _________ 

During 2001 

--

Clearly, there is not a single fully credentialed chaplain that would rather have a secretary over FULL Professional Equity – or even quality with a prison school teacher’s salary.  Mr. Jefferies knows this.  He also knows that our service and statistics are extraordinary without secretaries.  Yet he will not support Professional Equity FIRST.  We need secretaries, but we NEED Equity FIRST.  Preferable both.  

Mr. Jefferies is directly responsible for holding back Chaplain Professional Equity.  Even if the money was there, Mr. Jefferies wants “managers” who are NOT credentialed chaplains in direct supervision of the Chaplaincy Services in TDCJ.  That has been the history and is the current policy.  While that is one thing, the most troublesome for the Chaplaincy Profession is his support and stated intention to maintain the lowest levels of salaries for chaplains as he can:  of course, that is a personal interpretation.  But his clear statement to 125+ chaplains on October 16th 2001 and in the light of earlier Chaplaincy Proposal that he had in his possession for a year and just after the 77th Legislature brought the first s,  – as reflected in his opposition to review or take serious the claims in the previous Chaplain Professional Equity Proposal.

What is the purpose of this?  We are not accusing anyone of malfeasance.  

Mr. Carl Jefferies, whatever his role has been with respect to Chaplaincy, he clearly has his hands full.  At the TDCJ Web Site, the organizational chart for the Programs and Services Division is truly a lot to keep track of.  Yet that org. chart is in fact itself another reason for Chaplain Equity, indeed a very good reason for a separate Chaplaincy Division.  Very realistically, if all of the networks that the 125+ TDCJ chaplains currently interface with were to be similarly charted, it that chart would indeed be as large or larger than the Programs and Services Division org. chart.  While certainly not the same kind of relationships would exist, there is still a larger number with respect to the Chaplaincy Profession as outlined in this document.  That is the scope of a fully serviced Professional Chaplaincy attempting to deal with all that this proposal has only outlined.

1.  H.B. 2460 & Equity Proposal Discussion 

H.B. 2460 came up for review in the House Appropriations Committee.  Several testified about the bill, including Dr. Mike Maness,
 Emmett Solomon
 and Suzii Paynter.
  Juliet Torres spoke as a representative of the State Auditor’s Office.  Her two argument for maintenance of current chaplaincy salaries were low attrition and current market surveys.  She had not seen the earlier proposal (most of which is included here, though revised).  Also present were Carl Jefferies, Director of the TDCJ Programs and Services Division.  Both were asked if they could meet with the chaplains present to discuss the proposal.

A meeting was set a couple of hours later at the office building of the State Auditor’s office, to meet in the lobby.  The three above met with Dr. Timothy Simmons, Imam Omar Shakir and Chaplain Lloyd Morris, and the six of them went to the lobby of the State Auditor’s Office Building.  But no one from the State Auditor’s Office or from the TDCJ’s Programs Division showed up.  We located the office of Juliet Torres and had to seek her out.  After finding her, she led us to a conference room with two others from Torres’ staff.  No one from the TDCJ’s Programs and Services Division arrived.

We discussed at length the elements of the proposal.  Attrition was not discussed as very relevant, after “attrition” was pointed out to be more “reactive” than “proactive” and that persons should not be held back for loving their jobs.  

There was no comment on the 35+ year lack of adjustment in chaplaincy salaries.  When we discussed at length the issues of “equal pay for equal work” and the shear common sense of 6-7 levels of chaplains (as opposed to the current 3 levels), Juliet Torres simply and flatly stated:  “I just don’t see the need.”  There was no other rationale for her “not seeing the need” or in countering our claims to complexity and fully professional nature of our profession (which certainly existed long before many of the current professions that we lay equitability claims to in this cause).

When asked about the “survey” she used, it was apparent she had only looked at a few other prison chaplaincy departments.  We asked about why the Federal Bureau of Chaplains and the military chaplains schedules were not used.  There was no comment.  When we mentioned church salary surveys that we could obtain, there was no comment.

Emmett Solomon asked Juliet Torres directly if she would report to House Appropriations Committee that no one from the TDCJ Programs and Services Division had come.  She said, “no.”

We shared over an hour and a half.  She had nothing to say with respect to any of our arguments – NOTHING.  None of the arguments were seriously entertained.  None the issues of scope of responsibilities, boundary spanning, numbers of persons with whom chaplains have to interface made a difference to her.  

Most especially and painfully, she gave us the attitude that she simply did not value the contribution of the chaplaincy services.  MOST CLEARLY she refused to even discuss or consider the incredible complexities of the job itself as informative to any pay schedule.  She would not even discuss this, though this was brought up several times in several ways.  Namely, as indicated in the proposal, those issues of great complexity included the religion of the individual chaplain him or herself, the religions of others, crisis counseling, leadership, volunteer networking, staff and inmate and inmate family and program maintenance.  The “JOB” itself did not appear to be relevant, and neither did the contribution or cost-effectiveness of the job (this was strange).

Since Juliet Torres and her two colleagues valued her “market analysis” as the definitive item for decision making, this section on the “market” was greatly expanded to complement the other sections.  Yet we pray the legislature knows that the “job itself” and the “contribution” of the job to the mission critical functions of the agency are the raison d’être of the job (not the market).  Though market is informative too, the “reason” and “complexity” of the job should precede the market in determining compensation in a fair market place.  And this should be especially so when the job recovers it cost several times over in a greatly demonstrable fashion.  

If GOOD Market Data is present, what prevents Chaplain Professional Equity?

Stranger still, the data indicative of the cost savings of the chaplaincy department was unimportant around that table that day.  The claim to the TDCJ Chaplaincy services recover more than their entire operating costs, even if full equality was attained, was simply not important.  That was amazing and offensive to us. 

Moreover, the issue of “equal pay for equal work” was not entertained.  The issue of education was unimportant and it did not matter at all that many of us had advanced degrees, accredited Masters and Doctorates:  there was no comment.  The issue of experience was irrelevant and it did not matter how many years of service we gave, some with 10 and 15+ years of experience at the same pay schedule as chaplain with 2 years:  there was no comment.  The issue of complexity and broad responsibility to huge numbers of persons from clients to staff to the families of all did not mean anything:  there was no comment.  The issue of cost savings as indicated in the proposal was not relevant:  there was no comment.

We offered up argument after argument.  We asked for a response.  

There was a lot of looking at us and some nodding here and there.  But there was no comment.  Juliet Torres’ “market survey” seemed to be the ONLY thing important and informative.  

When asked about the Salary.com survey or the Federal Bureau of Prison salaries as informative of the “market”:  there was no comment.  When asked why these were “not” used:  there was no comment.  When asked why they could not be considered, there was a hedging and a defense of her own survey.  When asked if we could get a survey of church pastor salaries and whether that would make a difference, she did not think so.  

This was a sad meeting.  Essentially NOTHING of our proposal was seriously considered.  Nothing.  Nothing at all.  We were consuming her time.

At the close of the meeting, Imam Omar Shakir
 asked Juliet Torres directly, having listened to all what was presented, “how did she feel about it all?”  Juliet Torres responded rather nonchalantly that she felt her classification proposal sufficiently reflected the market data, reiterating the validity of the market survey.

Now we have brought some good market data that in an extraordinary manner supports our claim to equality.

Since Good Market Data was “imperative” and so “singularly” important to the State Auditor’s Office, then WITH irrefutable market data in hand, the granting of full Chaplain Professional Equity should be expedited, as outlined here in this proposal, from the market data alone, as well as for the “job’s” sake, and as well as for the 40+ years lapse of attention, the “job’s contribution” to the mission critical functions and of course because of it’s recovery of it’s own operating costs.

The REAL question becomes this:  

“Is There a CREDIBLE Reason NOT to Grant Equality?”

A “real” reason other than, “I just don’t see the need”?  By God, let us address it.  We Chaplains are citizens, too, and have a fundamental right to discuss it.

What the “Chaplaincy” Market Says

Introductory Remarks on Market Data

Introductory Remarks on Market Data 

A.  Military Chaplains ~ What the Market Says 

B.  Veterans Administration (VA) & Federal Bureau of Prison (FBOP) Chaplains
What the Market Says 

C.  National Church Staff Compensation Survey ~ What the Market Says 

D.  Association of Professional Chaplains (APC) ~ What the Market Says 

E.  UTMB Chaplain Salaries 

F.  Salary.com Survey ~ What the Market Says 

G.  Closing Remarks on “Market Data”:  Everywhere One Looks – 
There is a Clear Call for Chaplain Equality 

More than that – more than even our clear claims to an equitable “market” increase – let the record stand that we came FIRST and foremost and do stand today in this manner:  we laid claim AND demonstrated the VALUE of our job and love for our job FIRST, as a significantly more important “reason” for equality within TDCJ than the reason of “market value.”  That is:  We Value the Value more than the Market.

So in addition to and as a complement to the more important documentation of chaplaincy “value” to the agency and “value” to Texas and Texas’ own mission statements, we also include the following “Market Data” as substantiating the NEED for Chaplain Professional Equity.  

However, another element enters picture that also distinguishes the Professional Chaplaincy Services of Texas.  Unlike most of the other professions, were there are literally hundreds of thousands, determining “Market Value” of the comparatively rare specialty of “Government Sponsored Chaplaincy” can almost be accomplished in an absolute manner.  That is – the numbers are so much more clearly articulated.

Furthermore, from a “Market” standpoint, let it be noted where the Navy stands.  I asked an authority to verify and clarify my stats on the Navy, especially with respect to the Marines and Coast Guard:  

We have TWO Navy Admirals, a “2-star” (O-8) Chief of Chaplains and a “1-star” (O-7) Deputy Chief of Chaplains.  The Deputy Chief of Chaplains is also the Chaplain of the Marine Corps.  Additional we have one “1-Star” (O-7) Reserve Admiral who is the Deputy Chief of Chaplains Total Force.

I cannot give you a footnote as to the numbers but you can rest assured that total numbers you are using are close.  I hope this helps.

With respect to “Professional Equity” then we must look across the board – that is, a good assessment would include a thorough look at equivalent placements in the various superstructures of the organizations that employ chaplains in “today’s” market.  Here is a recent quote from the Houston Chronicle

WASHINGTON - President Bush fainted briefly Sunday evening after choking on a pretzel while watching a football game in the White House residence, an administration spokesman said. 

The president , who was examined by Dr. Richard Tubb, an Air Force colonel and physician at the White House, was not found to have any serious health problems and went to bed early after a dinner of soup and salad.

Of course, as the following most clearly shows, fully credentialed chaplains have been found to fill the top posts that look after the “Profession” of chaplaincy.  How is it that Texas cannot have a full spectrum of Chaplaincy Positions similar to that of Engineers and Lawyers?  If one really looks at the three professions, their responsibilities, networks and broad scopes, how can Chaplaincy be placed so very far below the other two?  In the light of the “Market” how can TDCJ or any state agency justify hiring those for chaplaincy positions with not even a bachelor’s degree to deal with the Texas’ most troubled persons with humanity’s greatest resource of change?  How is it “wise” or to the benefit of Texas that such a broad and multi-faceted profession as “Chaplaincy” with all of the complexities involved – HOW can the “Chaplaincy Profession” prosper or be secure without “Chaplains” as supervisors of Chaplains.  

 “Market Data” was exclusively important to the State Auditor’s Office, and so we offer the following items as clear and a near full analysis of the market of “Government Chaplaincy.”  

Introductory Remarks on Market Data
A.  Military Chaplains ~ What the Market Says
B.  Veterans Administration (VA) & Federal Bureau of Prison (FBOP) Chaplains ~
What the Market Says
C.  National Church Staff Compensation Survey ~ What the Market Says 

D.  Association of Professional Chaplains (APC) ~ What the Market Says 

E.  Salary.com Survey ~ What the Market Says 

F.  Closing Remarks on “Market Data”:  Everywhere One Looks – 
There is a Clear Call for Chaplain Equality ~ 

All the more credible is the market data supporting Chaplain Professional Equity when nearly the whole corpus of material on Government Chaplaincy is seen together – that is, “IF” the market data is actually as important as the State Auditor’s has claimed it to be.  

Even so – we would rather stand behind our defenses of the “value” of the Chaplaincy Profession to Texas and our agencies’ missions – that is, stand behind the higher value of “value” to the state, to the state’s clients and to the families and staff of all involved.  Of course, the services recover cost too.

     A.  Military Chaplains ~ What the Market Says:
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     B.  VA & FBOP Chaplains ~ What the Market Says:
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     C.  National Church Staff Compensation Survey ~ What the Market Says
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Chaplain “have” to have experience in the ministry prior to entering into any credible chaplaincy service.  This reflects the professional market in church ministry, from which the great preponderance of chaplains come.

     D.  Association of Professional Chaplains (APC) ~ What the Market Says:
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This is such a good survey, so VERY much indicating the need for Chaplain Professional Equity for TDCJ’s and the state’s chaplains.  So few – “4” – are in corrections.  The vast majority in hospitals and other places where their salaries are competitive.  Compared with the others above, clearly, the chaplains in Texas merit “Professional Equity” vis-à-vis the other professions in Texas.

     E.  UTMB Chaplain Salaries 
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Job Classification


Very informative the “Market” is the rather speedy evolution of the Chaplaincy Department at UTMB.  The current structure began in 1997 with one Chaplain I position, and in January of 1999, John Riley was hired at the Coordinator of Pastoral Care.  Currently, he is in the upper range of his pay group at $65,000+.  In October of 1999, a Chaplain II was hired to train and coordinate a lay ministry program, and this position came through two grants.
  

Currently, there is the Coordinator and two Chaplain II positions funded just above the mid-range.  And there are plans for UTMB to fully fund the grant program in the next year.  And he has an office with a receptionist.

When TDCJ was brought up to Chaplain Riley, he was somewhat familiar with the situation, noting that on TDCJ Chaplain recently left to assume a chaplaincy position at a considerably higher salary.  When Chaplain Riley was told what some TDCJ’s senior chaplains with 10+ years experience were making, and he immediately responded, “I could barely hire some an entry chaplain at that rate.”
 

The point of Chaplain Professional Equity with respect to UTMB is clearly with respect to a “State” funded position at an equitable rate, still below the national norm, but decent.  More specifically, when the size of the tasks are enumerated, one asks why does the TYC chief of chaplain, the single Chaplain III have to supervise the entire chaplaincy corps, with ten chaplains short, provide pastoral care for 4 independent TYC facilities and he has no separate office or help?

     F.  Salary.com Survey ~ What the Market has to Say:

A typical Chaplain working in the United States is expected to earn a median base salary of $43,410.  Half of the people in this job are expected to earn between $36,871 and $51,128 (i.e., between the 25th and 75th percentiles).  (This data is as of November, 2000).  A typical Chaplain working in metro Texas -- Houston is expected to earn a median base salary of $45,146.  Half of the people in this job are expected to earn between $38,346 and $53,173 (i.e., between the 25th and 75th percentiles).  These numbers are based on national averages adjusted by geographic salary differentials.  (This data is as of November, 2000)

	Chaplain
	Low
	Median
	High

	 United States Average
	$36,871
	$43,410
	$51,128

	 Houston – Texas 
	$38,346
	$45,146
	$53,173

	 Dallas – Texas 
	$37,682
	$44,365
	$52,253


As indicated, clearly, the state chaplains are “not” reflected here.  For the last 35 years our Chief of Chaplains made the low end of this scale, which leaves all the others in TDCJ Chaplains well below the lowest end.  Clearly, the large percentage of “government” chaplains makes a clearly EQUITABLE salary vis-à-vis the other professions in their respective branches.  

     G.  Closing Remarks on Market Data:  Everywhere One Looks – 
There is a Clear Call for Chaplain Equality in Texas
Everywhere one looks, everything points clearly to the justification of raising Texas’ chaplains to an EQUAL station with the other degree bearing professions.

And of course, Texas State Chaplains – ESPECIALLY with TDCJ – have the unique claim of recovering their entire operating costs 

TWICE over even AFTER equity was granted.

And Texas’ Chaplains are the ONLY profession that has been left so far behind for so many years.

With these then, as the many State Auditor’s reports clearly indicate, MANY sources of data makes the data more reliable.  And the data is most reliable when it does NOT have to be collected from a “survey” and is all the more reliable and informative when the date comes straight from the raw facts – like those above.  Though it is nice to have surveys too.

Now we have brought some good market data that in an extraordinary manner supports our claim to equality.

Since Good Market Data was “imperative” and so “singularly” important to the State Auditor’s Office, then WITH irrefutable market data in hand, the granting of full Chaplain Professional Equity should be expedited, as outlined here in this proposal, from the market data alone, as well as for the “job’s” sake, and as well as for the 40+ years lapse of attention, the “job’s contribution” to the mission critical functions and of course because of it’s recovery of it’s own operating costs.

The REAL question becomes this:  

“Is There a CREDIBLE Reason NOT to Grant Equality?”

A “real” reason other than, “I just don’t see the need”?  By God, let us address it.  We Chaplains are citizens, too, and have a fundamental right to discuss it.

Introduction:  Texas State Chaplaincy Full of Superlatives
A.  Superlatives in Agency Contributions 
B.  Superlatives in Professional Irregularities  

A.  Superlatives in Agency Contributions

Chaplains cultivate the Precious Heart.  The time has come to grant to Texas’ own state chaplains Professional Equity—Parity.  The clients of Texas’ several agencies are among Texas’ most needy persons, and Texas State Chaplains facilitate the most, the most Significant Resource for Change in Human History--Religion.

Chaplains contribute enormously to every mission critical aspect of their agencies.  Yet they have been left far behind in compensation and logistical support and even out of the loop with respect to how their own profession can grow and develop.  The chaplaincy service is full of superlatives.  This is about the value of faith.


Here’s the question:  SHOULD  these --

· Highly trained and experienced persons with roots in some of the most esteemed schools on earth;

· Who access and facilitate human history’s and the world’s most significant resource for change—Religion—networking across Texas, the nation and the world;

· Who associate and network with scores of chaplaincy and religious associations;

· Who train and supervise  thousands of Texas’ most esteemed persons—volunteers;

· Who teach, create and can access  thousands of curricula and programs, many free;

· Who deal with the crises of Texas’ most needy persons—the agencies’ clients;

· Who deal with the crises and struggles of agency staff and their families, victims and their families as well as volunteers and their families;

· Who some deal with the meanest, most dangerous and most disturbed persons in Texas;

· Who by reducing recidivism recover their entire operating cost, then recover that cost again in their facilitation of volunteers who also reduce recidivism and then recover that cost yet again—a third time over in the of religious consumables chaplains resource from around Texas, the United States, Arabia and the world;

· Who do all of this without the clerical support granted to other programs and professions;

· Who have done all of this loyally for forty years without the loyalty of regular compensation upgrades and without increased logistical help;

-- SHOULD   Chaplains be granted professional equity, granted parity among Texas’ own professions for their experience, education and contribution?   
Why not?
B.  Superlatives in Professional Irregularities

Chaplains cultivate the Precious Heart.  No one doubts the effectiveness or need for a chaplaincy service at some level.  Yet over the last several decades the chaplaincy services have been tolerated, not truly allowed to keep pace with other professions in compensation and logistical support—in spite of the huge contributions.

With regard to TDCJ Chaplaincy here are some questions.

· Why do chaplains remain on the lowest end of their pay group for 10-17 years ?

· Why has there been no pay group reclassification for chaplains in 35+ years ?

· Why does the Director of Bingo Services make “8” pay groups more than the Head Chaplain for TDCJ ?

· Why does a Librarian IV make more than the Head Chaplain for TDCJ ?

· Why does a state Teacher’s Aide III make the same as a Chaplain I ?

· Why is the TDCJ chaplaincy department not keeping statistics on the huge numbers of general and special programs and attendance, numbers of crisis calls, numbers of inmate family crisis notifications and the huge numbers of statewide chaplains’ supervision of volunteers and volunteer hours in its three-year records retention/destruction schedule ?  (See Item 3 in back)
· Why are many chaplains unable to implement programs that the TDCJ board has long approved ?

· Why were the unit secretaries cut several years ago especially as TDCJ and chaplaincy underwent its largest growth in its history – in the world’s history ?

· How can chaplains network with hundreds of volunteers and learn more about extent volunteer networks if they have to go to statewide volunteer gatherings on their own time and at their own expense ?

· How can Chaplains facilitate their own profession if they cannot meet with and learn from fellow state Chaplains in other state agencies ?

· How can the Chaplaincy Profession develop if highly educated and experienced Chaplains cannot have a say in their own profession or own protocols ?

-- SHOULD   Chaplains be granted professional equity, granted parity among Texas’ own professions for their experience, education and contribution?   
Why not?

Note:  This is NOT to undermine ANY administrator past or present, but there is a need to point out neglect and that such neglect is not without reason but very understandable.  A lot of what chaplains do cannot appear on a report, so top level administrators cannot see the intricate and delicate contributions of chaplains, not nearly as easily as they can see the contributions of engineers and of teachers of raw curriculum.  Add the huge diversity of programs and broad spectrum of boundary spanning, only the professional chaplains themselves can evaluate some of their own services.  Add to that the following pages and there is reason to support Professional Equity—Parity.  Professional Equity can help accomplish this for the good of Texas and Texas’ clients.

1.  Texas State Chaplain Professional Equity--Parity

A.  Professional Equity for Texas State Chaplains: 

Reclassification Adjustments & Basic Equity


Pay

Title
Classification
Group
Minimum Requirements 
Director TDCJ Chaplaincy
Chaplain VII
B-19
same as below, w/ publication, doctorate pref.

Directors TYC & MHMR Chaplaincy
Chaplain VI
B-17
same as below, with associational membership
Regional Dir.s TDCJ Chaplaincy
Chaplain VI
B-17
M.Div. + 6 yrs Instit.* exp + 3 Units CPE Clinical

Senior Institution Chaplain Supervisor
Chaplain V
B-15
M.Div. + 6 yrs Instit. exp. + 3 Units CPE Clinical
      -- for institutions with multiple chaplains
Senior Institution Chaplain
Chaplain IV
B-14
M.Div./eqv. * + 6 yrs Instit. exp + 3 Units CPE
Senior Institution Chaplain
Chaplain III
B-13
M.Div./eqv. + 5 yrs Insitit. exp + 2 Units CPE
Institution Chaplain
Chaplain II
B-12
BA/eqv., 3 yrs Instit. or 1 yr Instit. + M.Div.
Entry Institution Chaplain
Chaplain I
B-10
BA/eqv. + 5 yrs. min. exp. or M.Div. + 3yrs



* “Instit.”  =  “Institution”;  “eqv.” = equivalency
      2 Admin. Tech. III  and  Office start up costs for the two offices of the
      Director of Chaplains for TYC and MHMR

     All Chaplains I-VII  start at the mid-range  of their respective pay groups, topping out 
     after 10 years of service with progressive promotion automatic to the Chaplain IV position 
     given the minimum qualifications.  

Full Professional Equity
would also include the following considerations

Reclassification Adjustments Above with the following or some portion of the following would help bring chaplaincy into the twentieth century

     TDCJ Chaplaincy Departments: 
__3-6% increase to Chaplaincy Budget for mailings, faith-based networking, 
              computer/office upgrades and for travel for the chaplaincy leadership 
__100+ Secretary III’s for each TDCJ Unit with 1000+ inmates

     TDCJ, TYC and MHMR Chaplaincy Departments:
__Chaplaincy Budget increases for State Chaplains to attend an annual Professional
            State Chaplains Colloquium 

Resolution

Full Professional Equity is merited after 30+ years of no reclassification.  This is especially so given the enormous contributions that chaplains give to a broad spectrum of each agency’s mission critical functions as well as their cost-effective delivery.  Because of the decades past, we ask for the following resolution:













� This was all of the data we could get at this time.  There maybe other agencies, however only TDCJ, MHMR and TYC use the State Classification System job descriptions.


� No official record has yet been obtained on the official origin and development of the beginnings of the Chaplaincy Services in these three.


� As reported by Emmett Solomon in the Chapter ___, “History and Value of Chaplaincy.”


� This is shown most clearly in other places and in the examples from the Auditor's Proposed Classification Schedule from the last 3 legislative sessions;  that is, in just the last "three" many professions and many with less basic requirements have had pay group adjustments.  


� See Item ____ on records retention _____


� But as usual, we are not saying the Actuary or the Financial gurus are making anything less that what they should, only that compensation should be comparable to the task and comparable to the "value" of the tasks to Texas as a whole.


� Chaplain I, II and III positions were raised one pay group, to B-6, B-9 and B-11 respectively;  very welcome;  compare in the appendixes with the other professions.


� Insert reference to Item on memorandum __________


� By the way, this was and is being done with "no" office help.


� Even UTMB could do better to bring their chaplains up to the national average.


� You can still see this comparison in the “Chaplaincy Documents” section of � HYPERLINK "http://www.preciousheart.net" ��www.preciousheart.net� .


� Insert note on why on Keil ---   ----  ----


� And we had to do all this without a full time lobbyist, without soft money funding (whatever that is) and struggling from the ground up.  We are still not sure of ourselves in the political arena and most uncomfortable with the hierarchy as we value our positions so much.


� This is particularly noteworthy, even crucial, since over the last decade some programs in the Programs and Services Division have been started, and funded with a larger budget than Chaplaincy and then cut simply and solely because of their negligible affect on recidivism.  Everywhere one turns there are superlative that highlight the value of Chaplaincy.


� Just because the full effects of the Chaplaincy Services is the hardest of all to statistically validate does not in the least decrease their value or decrease their obvious contributions to the reduction of recidivism.  See section on "measuring complexity _____________ .  Nor does the difficulty change the fact that Chaplaincy is facilitating HUMAN HISTORY's greatest resource of for change.


� The TDCJ Chaplain Secretary position was deleted 3-4 years earlier during the TDCJ Reduction in Force.  And not all chaplains had them at that time, only those units that had come on line 5-6 years prior to that.  Worse still, the position was the lowest paid on the prison unit, which meant the secretaries at most farms moved on quickly to other positions, often only after 6 months, almost defeating the purpose of having a secretary when the chaplain could barely get one trained then have to train another.


� See item ________ dated Sept. 6, 2000.


� TDCJ Prison Chaplain, Woodville, Texas.


� President, Restorative Justice Ministry Network, Huntsville, Texas.


� Representative, Christian Life Commission, Baptist General Convention of Texas.


� TDCJ Islamic Chaplain, supervising the Islamic communities of the MANY prisons of an entire TDCJ region at a pay scale LESS than a prison school teacher.


� Quoted from an e-mail response after several conversations with Chaplain Terry Gordon,  Webmaster / Staff Action Officer, Office of the Chief of Chaplains, Chaplain Resource Branch, 9591 Maryland Avenue, Norfolk, Virginia 23511-2993.


� Houston Chronicle, Monday, 01-14-02;  Section:  A;  Page: 01;  Edition: 3 STAR;  "President OK after choking / Pretzel causes fainting spell" by Bennett Roth, Houston Chronicle Washington Bureau Staff


� The Episcopal Health Charities and the major portion from the Moody Memorial Methodist.


� Per phone conversation with Dr. M.G. Maness on 01-16-02.
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		US Officers -- Regular Military Compensation (RMC)

		<    Years of Service    >

		Grade		Over 12		Over 14		Over 16		Over 18		Over 20		Over 22		Over 24		Over 26

		O-8		--		--		--		--		--		--		--		145,290

		O-7		--		--		--		--		--		131,434		131,434		131,954

		O-6		89,213		91,494		99,419		103,094		106,766		108,854		110,971		115,075

		O-5		86,874		91,142		93,090		94,964		97,076		97,076		97,076		97,076

		O-4		64,903		67,524		68,892		68,892		68,892		68,892		68,892		68,892

		O-3		67,524		68,892		68,892		68,892		68,892		68,892		68,892		68,892

		O-2		52,633		52,633		--		--		--		--		--		--

		O-1		42,651		42,651		42,651		--		--		--		--		--

		Grade		Under 2		Over 2		Over 3		Over 4		Over 6		Over 8		Over 10

		O-6		--		--		--		--		85,953		88,838		89,213

		O-5		62,395		--		73,983		74,704		77,086		78,960		82,425

		O-4		53,150		61,002		63,916		64,573		67,420		69,805		62,926

		O-3		48,134		52,524		55,368		58,504		60,591		62,926		64,903

		O-2		41,349		45,565		50,638		51,859		52,633		52,633		52,633

		O-1		35,699		36,800		42,651		42,651		42,651		42,651		42,651

		From the Uniformed Services Almanac™ & includes BAH, not special benefits

		www.military.com/Resources
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		Association of Professional Chaplains (APC) Survey **

		~   What the Market Has to Say About   ~

		Positions		Average		Housing Allowance				Receive Insurance		Institution Paid Pension		Paid Social Security

				Salary		% Yes		% Reported		% Yes		% Yes		% Yes

		Corporate/Admin Staff (n=47)		69,170		83%		28%		91%		94%		68%

		Department Heads (n= 334)		56,220		75%		30%		96%		95%		80%

		Staff  (n= 352)		40,970		65%		32%		97%		93%		85%

		CPE Supervisors (n=50)		59,340		82%		27%		96%		96%		84%

		Pastoral Counselors (n=6)		41,670		67%		33%		83%		83%		67%

		Other Care Givers (n=22)		47,880		82%		32%		92%		92%		75%

		Salary in Relation to Setting

		SETTING		Salary				SETTING				Salary

		General Hospital		(n=570)		50,140		Hospice				(n=51)		39,020

		Mental Health		(n=27)		49,440		Military - VA				(n=17)		61,180

		Corrections		(n=4)		38,750		Other				(n=98)		54,490

		Specialty Institutions		(n=65)		49,540

		** Completed July 13, 2001 by APC						** www.professionalchaplains.org
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		Military Chaplains -- What the Market Says*

		Chaplains in the Military:  Numbers & Ranks

								O-1		O-2		O-3		O-4		O-5		O-6		O-7		O-8

						US Army						656		406		207		95		1		1

						US Air Force		1		20		224		161		130		56		1		1

						US Navy				32		341		262		172		86		2		1

						Totals		1		52		1,221		829		509		237		4		3

		Military "Officer" Grades and Ranks

		Army -- Air Force

		O-8 Major General 2 Star												O-5 Lieutenant Colonel

		O-7 Brigadier General 1 Star												O-4 Major

		O-6 Colonel												O-3 Captain

		Navy -- Marines -- Coast Guard

		O-8 Rear Admiral (2 star)								O-5 Commander

		O-7 Rear Admiral (1 star)								O-4 Lt. Commander

		O-6 Captain								O-3 Lieutenant						O-2 Lieutenant Junior

		*From several sources in each branch
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		UTMB Chaplain Salaries

		Job Code		Job Classification				Number Positions

										Mid		Max

		1589				Coordinator, Pastoral Care		1		$53,732		$67,165

		1590				Chaplain II		2		$40,604		$50,755

		1591				Chaplain I		0		$37,234		$46,542
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		National Church Staff Compensation Survey**

		What the Market Says -- Selected Items 1999

		National Survey - Selected Positions

				Salary				Retirement				Insurance				Total Comp.

				High Average				High Average				High Average				High Average

		Senior Pastor		400,000		63,588		57,000		7,500		42,000		6,503		435,000		77,242

		Assoc. Pastor		250,000		47,244		21,859		4,927		16,000		5,603		275,500		57,642

		Music Minister		95,000		46,588		13,200		3,875		14,918		5,013		111,194		54,687

		Youth Minister		98,700		36,000		13,379		2,976		10,486		4,350		104,720		42,719

		Childrens Minister		75,000		34,646		12,166		2,816		12,175		3,824		83,532		40,103

		Singles Minister		76,871		41,937		21,833		37,199		10,309		4,864		103,240		50,485

		South Central Region Averages:   TX, OK, LA, MI, KA, AR

				Salary				Retirement				Insurance				Total Comp.

				High Average				High Average				High Average				High Average

		Senior Pastor		400,000		66,489		35,498		6,823		22,500		6,449		435,000		79,947

		Assoc. Pastor		250,000		50,021		21,859		5,512		15,000		5,743		12,203		4,346

		Music Minister		88,332		48,839		10,991		4,166		12,475		5,324		109,527		57,508

		Youth Minister		66,705		36,716		9,600		3,011		10,372		4,354		90,272		43,462

		Seniors Minister		77,250		143,338		13,38		4,376		15,276		5,307		90,387		52,934

		300 to 699 Worship Attendance - South Central Region

		Senior Pastor		187,457		62,078		12,650		5,759		19,550		6,429		203,572		73,888

		Assoc. Pastor		78,700		44,613		14,889		4,942		12,228		5,615		97,688		54,441

		Music Minister		62,655		43,117		7,400		3,425		10,509		4,914		80,525		49,723

		700 to 1499 Worship Attendance_- South Central Region

		Senior Pastor		158,097		79,733		32,610		8,498		19,800		7,194		203,572		96,512

		Assoc. Pastor		90,240		53,137		17,242		6,458		14,000		6,500		123,029		65,325

		Music Minister		80,500		50,659		9,665		4,353		12,475		5,491		96,689		60,344

		**1999-2000 National Church Staff Compensation Survey

		by the National Association of Church Business Adminstration (NACBA) --

		www.nacbanet.org



www.nacbanet.org
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		VA & FBOP Chaplains*

		~  What the Market Says  ~

				Chaplains				GS-9		GS-11		GS-12		GS-13		GS-14		GS-15		ES

				VA				- -		205		320		58		6		1		1

				FBOP				2		3		179		41		4		1		- -

						Totals		2		208		499		99		10		1		1

						VA Chaplaincy Director is above GS-15 - ES (Executive Schedule - Title 38 7306)

						The FBOP GS-9 & GS-11 Positions are training positions only

		VA & FBOP General Schedule (GS) - Selected Items 2001**

		Salary Table 2001 for Houston-Galveston-Brazoria, Texas

				Incorporating the 2.70% General Schedule Increase and a Locality Payment of 16.16%

				Net Increase:  4.37%  --  Effective January 2001  --  Annual Rates by Grade and Step

						1		2		3		4		5		6		7		8		9		10

		GS-11				46,939		48,504		50,068		51,633		53,197		54,761		56,326		57,890		59,455		61,019

		GS-12				56,257		58,132		60,006		61,881		63,756		65,631		67,505		69,380		71,255		73,129

		GS-13				66,899		69,129		71,360		73,590		75,821		78,051		80,282		82,512		84,743		86,974

		GS-14				79,055		81,690		84,325		86,961		89,596		92,231		94,867		97,502		100,137		102,773

		GS-15				92,990		96,089		99,189		102,289		105,388		108,488		111,588		114,687		117,787		120,887

		Salary Table 2001 for the Rest of the United States

				Incorporating the 2.70% General Schedule Increase and Locality Payment of 7.68%

				Net Increase:  3.57% --  Effective January 2001  --  Annual Rates by Grade and Step

						1		2		3		4		5		6		7		8		9		10

		GS-11				43,326		44,770		46,214		47,658		49,102		50,546		51,990		53,434		54,878		56,322

		GS-12				51,927		53,657		55,387		57,118		58,848		60,579		62,309		64,039		65,770		67,500

		GS-13				61,749		63,808		65,867		67,926		69,984		72,043		74,102		76,161		78,220		80,279

		GS-14				72,969		75,402		77,834		80,267		82,699		85,132		87,564		89,997		92,429		94,862

		GS-15				85,832		88,693		91,554		94,415		97,276		100,137		102,998		105,859		108,720		111,581

		* VA = Veterans Administration												~		* FBOP = Federal Bureau of Prisons

		** www.va.gov												~		** www.bop.gov



** www.bop.gov

** www.va.gov
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