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FOLEWORD

This study was initiated by the Agency for Interna-
tional Development and carried out by Hay Associates pur-
suant to Contract No. AID/otr-C-1766 under the direction
of the AID's Office of Personnel Management. The project
was directed by the Washington Office of Hay Associates
between September 1979 and February 1980; and the members
of the Hay Project Team are as follows:

Mr. David J. Wimer, Partner and General Manager,
Officer-in-Charge

Mr. Gregori Lebedev, Director, Government Consulting
Services, Project Director

Dr. Allan H. Fisher, Jr., Senior Consultant
Mr. Thomas M. Gregg, Associate
Mr. Michel F. Guay, Principal
Mr. Timothy S. Helsing, Research Assistant

Mr. Norman Lange, Partner and Director of
Correlation

Ms. Mary C. Riley, Principal

Mr. Abram Zwany, Associate

The assistance of Mr. Frederick W. Hahne, Associate
Director of AID's Office of Personnel Management (PM),
and Mr. Gerald L. Nell, Personnel Management Specialist,
PM, was instrumental in the performance of the study.
‘Mr. Henry A. Ulrich, Jr., Chief, Position Management and
Classificaticon Division (PM/PMC), and Mr. Timcthy Beaty,
Supervisory Personnel Management Specialist (PM/PMC) also

contributed to this effort.
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SUMMARY
The management consulting firm of Hay Associates was
retained by the Agency for International Develcpment to
assess particular elements within its human resources
structure and thereby assist the Agency respond to partic-
ular internal and external personnel management opportuni-
ties which directly impact upon AID. A central element of
such an examination is the intent of the Pay Comparability
Act of 1970:
° AID Foreign Service work, i.e., job content,
should be defined;
' AID Foreign Service pay should relate to
levels of work;
® AID Foreign Service levels of pay and work
should be, respectively, comparable to that
of the private sector; and
° AID Foreign Service pay levels shoulgd be
interrelated with the Federal (GS) pay
system.
The results of such assessments would provide meaningful
data and insights which AID could, as appropriate, use to
fashion constructive personnel management initiatives.
To this end, the consultants were requested to under-
take three primary objectives:
® Employ Hay Job Evaluation techniques to deter-

mine the relative job content of selected AID

_Vi_
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positions, domestic and overseas, and the rela-
tionship of AID Foreign Service work and pay to
external employers, including the U.S. Civil
Service.

Utilize Hay's extensive data bases to determine
the comparability and competitiveness of AiD
Foreign Service compensation (base salary, bene-
fits, and total remuneration) to that of the
General Schedule; the domestic private sector,
and 13 selected U.S. multinational corporations
with expatriate employees.

Apply Linkage Analysis statistical techniques

to selectively test relationships between the
AID FSR/FSS and General Schedule pay grade/
classification systems on the basis of evaluated

job content.

As Hay undertook each of the foregoing, it consis-

. tently introduced three elements which, in the consultants’

opinion, were critical to the quality and utility of the

end results:

Sensitivity to the uniqueness of foreign assis-
tance activities in particular and the overseas
service in general;

Concern for the quality of data gathering, analy-
sis, and presentation; and the

Involvement of AID personnel in all project phases.

- vii
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Since its inception as the Marshall Plan more than
thirty years ago, AID and its predecessor agencicc have
been possessed of a dual personality and all the contra-
dictions which follow. On one hand, AID has been and re-
mains a full member of the U.S. foreign affairs community
through its special relationship with the Department of
State. ©Cn the other, through legislative enactment and
uniqueness of mission within the Federal establishment,
AID has in many ways resembled an independent agency.
Over the years, AID's personnel management structure and
environment has evolved in response to both these insti-
tutional features. Although the recent legislative reas-
signment of AID to the IDCA jurisdiction gives support to
its quasi-independent identity, its continued coverage by
the Foreign Service Act maintains the special AID-State
relationship, especially in the areas of human resource
management. Consequently, the format, approach, and
methodologies of this report are, by design, similar to
those of the Hay report to the Department of State because
they are companion documents properly addressing comple-
mentary issues.

It is apparent that AID is the only U.S. Government
entity charged with the development and implementation of
U.S. development assistance. This uniqueness of purpose
joins a uniqueness of circumstance =-- overseas service --

to create a personnel management environment dissimilar to

- viii -
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most other governmental entities: rank-in-person; the
problems associated with the high mobility and reassign-
ment timetables; multiple classification systems; and the
circumstances attendant to living and working in less-
developed countries, many of which are classified as hard-
ship posts.

Necessary preconditions to linkage analyses and com-
pensation comparisons are carefully implemented -tatisti-
cal procedures and job evaluation techniques. Working
closely with AID personnel, the consultants designed a
statistical sampling approach which resulted in the iden-
tification of 64 positions represcntative of the AlD For-
eign Service domestically and overseas. These positions
were statistically drawn from the FSR and FSS schedules
(a) at selected grade levels which account for 93% of AID's
Foreign Service population world-wide, and (b) between the
major Backstop Codes which account for 8l1% of all Foreign
Service incumbents. Similarly, the consultants, in con-
cert with a committee of AID personnel, 1/ evaluated the
job content of each of the positions in the study through
the use of the Hay Guide Chart-Profile Method of jobh evalu-
ation. This multistage job measurement process resulted
in a quantitative assessment, expressed in points, of each

AID position which, in turn, served as the foundation for

1/ See page 27 for a list of the members.

- ix -



HAY ASSOCIATES

the several analyses which were to follow.

Linkage analysis is a statistical process used to
establish the relative degree of difficulty of jobs in the
pay grades of different classification systems. This tech-
nique was emploved to determine the comparability between
positions in AID and Federal Civil Service at selected pay
grades. Among its several findings, this process identi-
fied two significant links -- FSR-1 to GS-18, and FSR-4 to
GS-14. Analysis of five FSR grades (FSR-1 to -5) and two
FSS grades (FSS-6 and -7) revealed statistical anomalies
suggesting possible classification or assignment 1/ irrequ-
larities, or inadequate job content data. The consultants
suggest that accurate job definition is a condition pre-
cedent to proper classification, a critical feature in
a rank-in-person system which necessitates the very care-
ful administration of the assignment process. Although
it must be recognized that historic position description
and/or classification or assignment irregularities cannot
be instantly corrected, they should be carefully appraised
in order that they might be diligently addressed in a re-
sponsible period of time.

Utilizing the Hay private and public sector data bases,
the consultants were also able to assess the competitive-

ness or comparability of AID Foreign Service compensation.

1/ AID Foreign Service personnel as assigned to posi-
tions in Washington based on their personal rank.
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In order to meaningfully equate AID to appropriate markets
and sectors, the AID Foreign Service cadre was examined at
two levels —-- Staff (FSS) and Officer (FSR). In terms of
base salary, the Staff Level is slightly but consistently
ahead of the General Schedule, and consistently competitive
against the Washington-based private sector and selected
Washington-based International Organizations. Such a com-
petitive posture in the private sector is clearly desirable
if an organization is to successfully hire, retain, and
motivate its personnel. These findings must alsc be inter-
preted in the context of other features, e.g., overseas
service, etc., which legitimately distinguish AID FSS em-
ployees from their traditional Staff counterparts, in both
the private and public sector.

At the Officer Level, the lower segment of AID's FSR
salary policy is competitively positioned against both
the GS and U.S. private sector; however, the mid-level
policy is less competitive against both survey groups.
The salary ceiling similarly impacts upon the AID Foreign
Service and General Schedule, but its effect is clearly
depicted in the American Business comparison where the
most senior officers (FSR-1 and -2) are competitively dis-
advantaged. Against selected International Organizations
in Washington, AID is congsistently noncompetitive and this
condition is highlighted at the statutory plateau. The

comparison of total cash compensation (the addition of

- xi -
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bonus and other cash payments to its base salary in the
private sector) revealed the FSR policy to be slightly
less competitive against American Business than it was in
the base salary-to-base salary examination.

In terms of total compensation (base salary plus
bonus/incentives plus benefits), the "oreign Service bene-
fits program (in which AID participates) is slightly above
that of the Federal Civil Service because of the difference
in pension systems. This results in a Staff Lesvel total
compensation policy which is consistently higher than the
Civil Service and an Officer Level posture which is compe-
titive except at the mid-level where it continues to appear
below the General Schedule.

Although the linkage and compensation findings are the
anticipated end results of this study, several additional
observations are worthy of note. The in-depth evaluation
of AID Foreign Service positions by the l0-member committee
produced useful findings about the nature and difficulty
of jobs at AID as well as several disquieting features of

Agency procedures in this regard. Essentially:

° AID job difficulty at certain levels, e.g.,
FSR-1, was found to be greater ithan some US
Government (USG) counterpart positions; and

° The less competitive posture of AID's Foreign
Service salary practice vis-a-vis the Genzsral

Schedule is a direct result of the job content
findings at the FFSR-3, -4, -5 and -6 levels.

The foregoing content and compensation f£indings draw

some interesting distinctions between AID and the Federal

- xii -
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community. It must also be noted that overseas factors,
such as mandatory reassignment, living conditions, and so
forth, in no way contributed to these findings. However,
they too, in some way, legitimately impact upon the AID
Foreign Service work environment (as they do in Department
of State) and must be acknowledged.

The precision of the analytic techniques employed by
the consultants also revealed a number of unanticipated
linkage anomalies, i.e., some AID Foreign Service job
grades were found to be out of synchronization with the
GS system. There are a number of interrelated explanations
for this, each of which is meritorious to some degree:

® Many AID Foreign Service positions are, because

of initial job design or evolution, less dif-
ficult than GS counterparts;

) Misclassification, however it occurred, certainly
accounts for some of these discontinuities; and

® Inadequately prepared and maintained job state-
ments probably are a principal contributor to
this condition.

The consultants suggest that all the foregoing are to
some degree valid, but that the state of AID Foreign Ser-
vice position descriptions must be immediately reviewed.
The Job Evaluation Committee, composed of senior AID per-
sonnel from throughout the Agency, independently concluded
that, while adequate for evaluation, job content statements
were, in themselves, weak.

The consultants urge that, as a first step in response

to the findings of this report, the AID position description

- xiii -
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procedures -- preparation, format, content, updating, etc.
-- be immediately examined to determine the extent of the
deficiency. Such an initiatiive is also the most appropri-
ate response to the recent designation of Foreign Service
positions in AID/Washington, will measurably assist in

the classification assignment process, and may, in fact,
directly lead to a resolution of the several linkage anom-

alies identified by this study.

- xiv -
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I. INTRODUCTION

This study was initiated by the Agency for Inter-
national Development to independently establish a credible
data base and analytical framework with which it could
appropriately respond to a number of significant internal
and external personnel management opportunities. Specifi-
cally, the legislative relocation of AID from the Depart-
ment of State to the newly created (in 1979) International
Development Cooperation Agency (IDCA), in tandem with the
Agency reorganization effort of the Babb Task Force, clear-
ly presented the opportunity and need to begin to examine
particular Agency-wide aspects of AID's personnel manage-
ment system. Furthermore, although the Agency is organi-
zationally rooted in the Foreign Assistance Act of 1961,
as amended, AID's Foreign Service compensation is governed
by the Foreign Service Act of 1946, as amended. Conse-
quently, the ongoing Executive Branch legislative propo-
sals to revise the Foreign Service Act also directly im-
pacts upon AID and further created the need for an inde-
pendent assessment of selected aspects of AID compensation
and classification. Mindful of these circumstances,
senior officials in AID's Office of Personnel Management
(PM) recognized that to maximize the effect of legislative
initiatives AID must appropriately examine several very
fundamental human resource management elements: the com-

parability of AID work, pay, and classification system.
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It was properly recognized that only with reliable data
in those very basic areas could PM responsibly and con-
structively pursue personnel management initiatives with-
in the Agency.

AID's recognition of the propriety of such an inde-
pendent examination was further buttressed by two consid-
erations. First, in éarly 1979, the Office of the Direc-
tor General of the Foreign Service at the Department of

State commissioned a similar study to, inter alia, credi-~-

bly contribute to the considered revizsion of the Foreign
Service Act. The study was concluded in May 1979. It
played a significant part of the public examination of
Foreign Service compensation, and made several recommen-
dations which, because of the statutory relationship be-
tween State and AID regarding pay, have bearing upon the
Agency for International Development. Second, the mean-
ing of the Pay Comparability Act of 1970 is central to
the intra—-governmental dialogue about Foreign Service
pay.

The essence of this 1970 enactment is that within the
Federal statutory pay system, which includes all AID per-
sonnel (Foreign Service and GS), (a) there is equal pay
for substantially equal work; (b) pay distinctions be
maintained in keeping with work and performance distinc-
tions; (c) Federal pay rates are comparable with those of

private enterprise for the same levels of work; and (d)
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pay levels for the statutory pay systems be interrelated.
The direct effect of this Act upon AID in the context of
legislative reorganization and Foreign Service Act re-
vision is clear:

® AID Foreign Service work, i.e., job content,
should be defined;

°® AID Foreign Service pay should relate to
levels of work:;

° AID Foreign Service levels of pay and work
should be, respectively, comparable to that
of the private sector; and

° AID Foreign Service pay levels should be
interrelated with the Federal (GS) pay system.

AID recognized that to do these things would require
data bases and relevant experience not readily available
in-house. It was also clear that substantial credibility
must attach to the study findings if they are to be con-
structively received both in and out of the Agency. Con-
sequently, AID retained Hay Associates, the international
management consulting firm which had conducted compensa-
tion and classification studies for a number of Federal
departments and agencies including the Department of State.

At the outset of the project both AID and Hay were
conscious of the need to appropriately recognize AID's
unique and sometimes contradictory role. Since its in-
ception as the Marshall Plan more than thirty years ago,
and through its various legislative designations (e.g.,
International Cooperation Administration from 1955 to

1961), AID has been a full member of the United States
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Foreign Affairs community. Its traditionally close re-
lationship with the Department of State is a matter of
record: overseas, AID and State work and sit together as
members of the Country Team; major AID objectives are con-
sultatively shaped with the Department; and the legisla-
tive ties of the two organizations have been mentioned.
Alternatively, AID, at least since the enactment of the
Foreign Assistance Act of 1961, has also had a standing

as an independent agency because its principal mission --
overseas development assistance -- is unlike that of the
Department or any other Federal entity. The most recent
IDCA initiatives reinforce this independent posture; and
AID's worldwide development assistance agenda is and has
been directed and re-directed through extensive interac-
tion with committees of the Congress much like other stand-
alone agencies of the U.S. Government. AID's dual insti-
tutional personality has, of course, resulted in a human
resource environment with characteristics and problems
both similar to and understandably different than those

of the Department.

To not only recognize but appropriately respond to
this complex and long-standing relationship with the De-
partment, the examination which follows addresses AID in
terms of an agency independent of the Department of State.
However, since there is clearly an institutional relation-

ship on matters such as pay comparability, the format,



HAY ASSOCIATES

approach, and methodologies of this report are, by design,
very similar to that of th= State Department Report 1/ be-
cause they are companion documents properly addressing
complementary issues.

Mindful of these considerations, the major project

objectives were to:

° Employ the Hay Method of Job Evaluation
to determine the relative job content of
selected AID Foreign Service positions,
domestic and overseas, and the relation-
ship of AID Foreign Service work and pay
to external employers, including the U.S.
Civil Service.

[ Utilize llay data bases to determine the
comparability and competitiveness of AID
Foreign Service compensation (base salary,
benefits, and total compensation) to that
of the General Schedule, the domestic
private sector, and 13 representative U.S.
multinational corporations.

e Apply the Linkage Analysis statistical
techniques developed by Hay to selectively
test relationships between the AID Foreign
Service and General Schedule pay/grade
classification systems on the basis of
evaluated job content.

Throughout the study, llay sought to introduce three
critical elements:

° Sensitivity to the specifically unique
nature of foreign assistance activities
and generally unique (to the foreign
affairs community) aspects of overseas
service;

1/ A Study to Assist the Department of State in an
Evaluation of the Compensation System of the United
States Foreign Service, Hay Associlates, 2 volumes,
Washington, D.C., 1979.
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° Concern for the quality of data gather-
ing, analysis, and presentation; and the

°® Involvement of AID personnel in all pro-
ject phases.

There is, of course, nothing novel in these elements;
they are, in fact, integral to the Hay approach which is
founded upon the ability to adapt methodologies and fashion
solutions to meet the special needs of a client. 1In our
view, however, the absence of any of the foregoing dimin-
ishes the significance of study results since all, together,
are essential ingredients of technical and judgmental cre-
dibility which is properly to be expected.

Although its mission has been traditionally misunder-
stood in the United States, AID is the only Federal entity
charged with the development and implementation of U.S.
development assistance activities. This singularity of
purpose 1is joined by the uniqueness of circumstance -- over-—
seas service 1/ -- recognized in the Department of State
study. As identified at the State Department, these condi-
tions necessitate a personnel management environment unlike
those commonly found throughout the Federal establishment:
rank-in-person; frequent internal reorganization and/or
programatic re-direction; multiple classification systems;

frequent personnel rotation; and the necessary mix of

1/ It should be observed that of the 59 current AID
Missions and AID Offices abroad, all, by defini-
tion, are located in the developing world. More-
over, 47 of these are demoninated hardship posts.
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specialist and generalists.

In the area of quality control, the study is as ex-
plicit as possible with respect to the origin of data,
the raticnale for approach, and the nature of analysis.
With respect to AID participation, the consultants inter-
acted frequently with AID personnel for two principal
reasons: (1) to gain as much insight about the client
personnel management environment as possible; and (2) to
develop AID understanding of and facility with Hay tech-
niques to enable it to not only utilize but also build
upon the findings of this study.

The report which follows relates consultant activi-

ties in five major areas:

° Statistical Sampling

° Job Evaluation

° Linkage Analysis

° Cash Compensation Analysis

e Total Remuneration (including Benefits) Analysis

The findingys in these areas by no means provide immed-
iate answers to every complex issue identified. Hopefully,
however, this report has appropriately focused a personnel
management telescope upon key elements within AID, and has
given prudent and responsible direction to those charged
with the management of AID's complex human resource envir-

onment.
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II. THE HAY GROUP
Founded in 1943, with headquarters in Philadelphia,
THE HAY GROUP is today the largest human resources consult-
ing firm in the world. With 68 offices in 21 countries,
the Hay Group presents a unique collection of complemen-
tary consulting capabilities:

® HAY ASSOCIATES, the parent firm, is a pio-
neer in the field of reward management;

° HUGGINS & COMPANY, actuarial, pension, and
benefits consultants since 1911;

e MSL INTERNATIONAL, LTD., the London-based
world-wide management recruitment and
developnent firm;

® HAY COMHMUNICATIONS, a company specializing
in management communication;

° GROUPE CAMMA, a Paris-based management
strategy company; and

] RESEARCH FOR MANAGEMEHNT, a survey research
organization assisting management to iden-~
tify and solve problens;

The Hay Group is extensively involved in the inter-
national community, and the 1976 United Nations Conference
on International Compensation resulted from our profes-
sional association with the UN, and in fact was chaired
by a Hay General Partner. The Hay methods of position
evaluation and compensation comparison have been employed
in more than 5,000 public and private institutions through-
out the world; and lay was recently described by Fortune

magazine as having " . . . the most celebrated . . . method

[of job evaluation]." For example, the Hay System has been

- 8 -
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influential in determiring U.K. Government compensation;
and our methodologies are used to evaluate military occu-
pations in both the British Armed Forces and the Austra-
lian Permanent Defense Forces. The Government of Canada
is presently implementing Hay job evaluation procedures;
and the U.S. Department of State recently employed Hay
techniques to evaluate Foreign Service jobs and analyze
Foreign Service cash, benefits and expatriate compensa-
tion; and the World Bank and International Monitary Fund
are currently employing Hay systems to conduct their tri-
ennial compensation survey in the U.S., France, and the
Federal Republic of Germany.

In the United States, Hay clients range from AT&T to
Zenith; and of the corporations listed in the 1979 Fortune

Directory:

[ ) 40% of the 500 largest industrials are Hay
clients;
' 22 Hay clients are among the 50 largest com-

mercial banks (including three of the first
five: Citibank, Chase Manhattan, Manufacturers
Hanover); and

® 26 of the 50 largest insurance companies have
adopted the Hay system.

Hay techniques have also been utilized by a variety
of international organizations and U.S. Government entities
including the Council of International Economic Policy, the
Department of Labor, the U.S. Secret Service, the Inter-
American Development Bank, the Congressional Budget Office,

HEW, and so forth. Other recent governmental activities
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of pertinence here include:

For DOD's 1975 Quadrennial Review of Military
Compensation (QRMC) -- a study to test and
evaluate linkages between military and Civil
Service pay grades for pay conparability pur-
poses.

For the International Civil Service Commis-
sion -- a comparison of selected U.S. Civil
Service and UN positions.

For the Organization of American States -- a
comparative study of the classification and
compensation systems of selected international
organizations.

For the U.S. Civil Service Commission (now
OPI) —-- a research project comparing Hay
evaluation techniques and compensation com-
parisons to those of the USCSC.

For the President's Commission on Military
Compensation -- a study of the comparability
of military pay and benefits to the U.S.
private sector.

For the Pederal Aviation Administration -- an
evaluation of the feasibility of adopting a
classification and compensation system sepa-
rate from the General Schedule.

Hay's research and development capabilities are

particularly unique in the sense that both government and

private sector clients throughout the world are served.

This allows Hay to maintain and easily interchange the

latest data and experiential techniques between sectors.

In addition, Hay maintains current computerized data bases

on thousands of clients which permit a variety of compar-

isons unavailable anywhere else in a way which protects

the confidentiality of both participants and the data.

The range of Hay's technologies and services is ex-
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tensive and flows from its substantial experience, unique
data bases, and highly trained professional staff. Hay's
pioneering efforts in such fields as job measurement,
reward management, and compensaticn administration have
given rise to the ever-broadening dimension of the firm;
and an organization chart and a discussion of total Hay

capabilities is found in Volume II, Appendix A.

- 11 -
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ITI. APPROACH

A. BENCHMARK SAMPLING

A precondition to any meaningful linkage or compen-
sation analysis is a representative sample of jobs in the
pay grades of the client population. 1In order to gain
such an appropriate and defensible organizational "snap-
shot" of Foreign Service Reserve Officer positions, the
consultants employed statistical sampling techniques de-
signed specifically to identify a sufficient number of
positions to recognize and accomodate the specific char-
acteristics of the AID's Foreign Service population: two
grade/classification systems, 1/ overseas and domestic
service, and job families requiring different skills, as
denoted by the Backstop Code 2/ distribntion. The final
sample of AID Foreign Service (FSR and FSS) employees
totaled 64 positions; and was sufficient to accomplish
the study objectives, linkage and compensation analysis.

1. Sampling Approach

A three-stage statistical sample of FSR and FSS

1/ The AID Foreign Service cadre is composed of two
grade/classification systems: FSR (Foreign Ser-
vice Reserve Officer), an 8-grade pay system; and
FSS (Foreign Service/Staff), a separate l0-grade
system.

2/ Backstop Codes denote job families within the FSR
system, e.g., Program Management (02), Agricul-
ture (10), Capital Project (94), etc., as well as
job families within the FSS system, e.g., Secretary
(05), Executive Assistant (07), etc.

- 12 -
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positions was undertaken employing the consultant-designed

approach.

) Stage I identified benchmark positions for
the compensation analysis study phase.

) Stage II identified benchmark positions for
the linkage analysis study phase.

) Stage IIT identified positions which, on an
empirical basis, supplemented the first
two samples, consistent with the overall
sampling plan.

The following sequential sampling design was employed:

Stage 1 - Jobs were sampled to represent benchmark pay
grades (1 to 2 jobs per grade per system) for
the pay comparability analysis.

Stage II - Jobs were selected to increase job represen-
tation at the selected pay grades used in the
linkage analysis, i.e., to achieve a total of
6 johs per such grades.

Stage III - Jobs were selected, on an empirical basis,
to supplement the first two samples in accor-
dance with the sampling plan's definition of
representativeness of the population.

2. Sampling Criteria

A series of sampling criteria were developed to guide
the selection of representative jobs for Sample Stages I
and II. For the purpose of this study, "representative"
is defined in terms of numbers of incumbents, not numbers
of billets. Using incumbent distribution data from the
Agency for International Development (compu’cr runs as of
July 1979), samples were selected to represent the follow-
ing parameters:

° Classification Systems - FSR and FSS.

o Pay Grades - 8 grades in the FSR system, and

_13._
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10 grades in the FSS system.
] Location - domestic versus overseas positions.

° Backstop Codes - job family designations.

Pursuant to these criteria, highly populous jobs were
selected at specified grades, locations, and Backstop
Codes. Jobs were not included which were considered non-
representative or too few in number to represent the FSR
or FSS population in total. Subject to the above specifi-
cation, AID personnel carried out the actual identifica-
tion of positions to be included since they were familiar
with both the positions and the incumbent classirication
and inventory data from which the samples were taken.

Findings from the initial analyses to determine the
representativeness of the samples within the selected
Backstop Codes for each system and grade are found in
Volume II, Appendix B.

3. Stage I - Compensation Analysis Sample

Having established the specifications for benchmark
jobs to support the compensation analyses, positions were
selected according to the following rule: "Within each
classification schedule, select the one (1) job per pay
grade which has the most incumbents in a Backstop Code at
that general location."

The sampling design was intended to provide a sample
of eight (8) to ten (10) benchmark positions, one (1) per

yrade in each of the two (2) classification systems, sep-
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arately for domestic and overseas locations. Since there
are two schedules with a total of 18 grades, the resultant
sample size was anticipated to be 36 positions. This esti-
mate assumed one (1) job in each of eight (8) grades in
the FSR system (with one Backstop Code per grade) at two
(2) locations (Washington/Overseas): 8x2 = 16; and the
same design for the ten (10) FSS grades: 10x2 = 20. How-
ever, it was necessary to exclude certain pay grades where
no (or very few) incumbents were found and/or where no
position descriptions or definable jobs existed (e.g.,

FSS personnel temporarily in Washington jobs pending re-
assignment overseas; FSR-7 International Develovment In-
tern's (IDI's) encumbering undefined jobs in the field).
For these reasons, the final sample for Stage I numbered
15 positions.

4. Stage IT - Linkage Analysis Sample

The second sample consisted of 30 representative jobs
selected for the linkage analysis phase. The most popu-
lous jobs were selected in terms of the distribution of
incumbents among Backstop Codes; and positions were drawn
from selected grades in AID's FSR and FSS classification
system targeted for this selective analysis. To ensure
adequate representation, six or more jobs were drawn with-
in each grade selected for the linkage analysis. Table 1
provides the total number of jobs sampled in the selected

grades and Backstop Codes of the FSR and FSS schedules
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used for linkage analyses.

5. Stage III - Supplemental Sample

The sampling design for the linkage analysis com-
prised 30 positions, and these Stage II jobs were selec-
tively added to the Stage I sample. An additional 19 jobs
were drawn by the Agency pursuant to Stage III, 1/ and
these positions were also employed in the compensation
analysis. Consequently, although the Stage I sample was
sufficient for the compensation aspect, it was usefully
and appropriately increased by the Stage II and III sam-
ples.

The number of AID Foreign Service jobs sampled was
thus increased to a total of 64 (15 from Stage I, 30 from
Stage II, and 19 from Stage III). However, while the com-
pensation analysis was based on all 64 jobs, as indicated
in Table 1, the linkage analysis was based upon 61 posi-
tions. The difference is explained by the fact that no
linkage analysis was conducted for the FSR~6, FSS-4 and
FS5-5 grades, where only one job per grade was sampled for

compensation analysis purposes.

1/  These positions were selected consistent with
the objective of sample representativeness and
were selected in accord with the consultants'
sampling plan.
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SAMPLE SIZE BY STAGE

: Stage I Stage II Stage III Total :
: Grade (Compensation) (Linkage) (Linkage) :
: FSR-1 2 4 - 6 :
: 2 2 4 2 8 :
: 3 2 4 9 15 :
: 4 2 4 1 7 :
: 5 2 4 6 12 :
: 6 1 - - 1 :
: FSS-4 1 - - 1 :
: 5 1 - - 1 :
: 6 1 5 - 6 :
: 7 1 5 1 7 :
: Total 15 30 19 64 :
Table 1

A detailed description of the jobs in the sample on Back-

stop Code and grade appears in Volume II, Appendix B.
Analyses were made to establish that Stage II augmented

Stage I in such a way that Stage II jobs built upon the jobs

selected at the same pay grades in Sample I. The Stage II

sample was also supplemented by jobs drawn for Stage III.

The selection of jobs in Stage III was performed pursuant

to maintenance of the overall sample's integrity. All

Stage I, II and III jobs used for the linkage analyses

are included in Volume II, Appendix C.
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B. JOB CONTENT DOCUMENTATION

Current and accurate job content statements are not
only essential personnel management instruments but a sine
qua non to the process of position evaluation. Consequen-
tly, the collection of job content data for each of the
AID positions identified by the sample was undertaken with
great care.

It was the consultants' view that the jcb documenta-
tion must reflect those institutional characteristics and
functional requirements which are unique to the Agency
for International Development. To this end, the consul-
tants sought position information which:

® described the critical thrust or purpose
of the job;

° identified the areas of essential and key
interaction with both AID, State, and ex-
ternal positions;

® presented the elements which differentiated
the position from others within the Agency;
and

°® highlighted the vital end results or account-

abilities to be achieved by the job.

In making this request, and pursuant to extensive
discussions with AID officials, the consultants were well
aware of the variable quality job documentation for AID
Foreign Service positions. It is recognized that the main-
tenance of current position information is difficult in
a large and dynamic organization like AID, with approxi-

mately 5500 employees. However, it is understood that
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current position descriptions are the most basic and fun-
damental ingredient of a sound personnel management sys-
tem.

Mindful of both the necessity of accurate data and
the understandably mixed quality of available position in-
formation, especially for FSR and FSS personnel assigned
to AID/Washington, the consultants, in concert with PM, de-
veloped a variety of written and oral data collection pro-
cedures which built upon the base position data to ensure
the most complete presentation of job content elements.

® Existing job descriptions were obtained for
each position;

° Organizational charts, staffing patterns,
and Congressional Presentation (CP) narra-
tives were utilized, as needed;

° Internal memoranda were selectively employed
to highlight the most recent structural or
functional changes;

® Seasoned AID personnel, representing major
functional and specialized areas, were
selected to serve on the Job Evaluation
Committee; and

o "Generic Interviews" -- dialogues between
Hay consultants, the Evaluation Committee,
and AID personnel specifically knowledge-
able about a type of position (although
not the incumbent) or activity -- were
selectively undertaken to further refine
the quantity and quality of the position
information.

Although optimal job content data is collected through
an incumbent-interview process conducted by skilled con-
sultants cor ccnsultant-trained client personnel, the fore-

going alternative approach, although time consuming, hasg
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been employed by the consultants in other situations, such
as the State Department, and proved suitable. Although th
base position data provided by AID was, in some areas, ex-
cellent, it was generally mixed in content and currency.
Consequently, the supplemental written materials usefully
buttressed the base position information, as did the "gen-
eric interview" process.

The necessity for accurate information on all posi-
tions subject to this study dictated an approach which
was both thorough and sensitive; and the responsiveness
of AID to the data requirements and tediously structured

approach imposed by the consultants is worthy of note.
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C.

FOSITION EVALUATION PROCESS

1. The Hay Guide Chart Method

The basis for all analyses in this study is the de-

termination of the content of each job; and the methodol-

Oogy employed to accomplish this is a point-factor compar -

ison system of job measurement known as the Hay Guide

Chart-Profile Method. This technique, which has been

employed in public and private sector organizations

throughout the world, evaluates the total content of any

job through the discrete analysis of eight factors of a

position falling within three job dimensions -- Know-How,

Problem Solving and Accountability. 1/

® Know-How: Under the major heading of "Know-How, "
each job was studied for the depth of its tech-
nical knowledge requirements; for the leadership,
administrative or supervisory demands of the po-
sition; and for the quality of human relations
skills required.

® Problem Solving: Similarly, under a major head-
ing of "Problem Solving," the positions were
studied with regard to their problem challenges
and to the procedural constraints involved in
solving problems as part of the ongoing flow
of work.

It should be emphasized that these dimensions are
used only to evaluate the content of the jobs.

When AID positions were thus evaluvated, there was
no need to refer -- and thus no reference was made
==~ to the incumbent, his or her performance, or the
present level of pay; consequently, the methodology
is inherently raceless, sexless, and so forth. Al-
thouyh these techniques do not preclude on-the-job
discriminatory practices, they favorably impact
upon the very foundation of a personnel managemant
System and further reinforce the AID established
intent to carry out an effective ELO program.
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° Accountability: Under the major heading of
"Accountability," the job content was studied
to determine the levels of freedom to act to
fulfill job objectives, the nature of the im-
pact of these actions upon the Agency for
International Development as a whole, and the
order of magnitude of that impact.

The exhibit which follows depicts these three dimen-
sions and eight factors by which they are defined. Know-
How is defined by: (a) the extent of knowledge required
by the job; (b) the breadth of managerial skills; and (c)
the human relations requirements. Problem Solving is de-
fined by: (a) the degree of original thought required on
the job; and (b) the degree of limitations imposed on think-
ing. Accountability is the impact of the job on end re-
sults, and is defined by: (a) the extent of freedom to
act on the job; (b) the nature of the impact of the posi-
tion on end results, and (c) the magnitude (size) of the
job in relation to its impact. A detailed discussion of

the Hay Method is presented in Volume II, Appendix D.
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HAY JOB EVALUATION CRITERIA

SUBSTANTIVE DEPTH
KNOW-HOW ADMINISTRATIVE AND MANAGERIAL LEADERSHIP
HUMAN RELATIONS SKILLS

THINKING ENVIRONMENT

PROBLEM SOLVING
THINKING CHALLENGE

FREEDOM TO ACT
ACCOUNTABILITY IMPACT

MAGNITUDE

Exhibit 1

The instruments for measuring these elements are known
as Guide Charts; and there is one Guide Chart for each of the
three dimensions. They are referred to as Guide Charts be-
cause they serve as "guides" to the Committee evaluating the
content of each job in an organization; and examples of the
Guide Charts designed for the Department of State and employ-
ed at AID are found in Volume II, Appendix E.

These instruments are used to evaluate the relative
difficulty and importance of positions within any organiza-
tion. This job content measurement technique results in a
semantic or qualitative judgment about the job content as
well as a quantification of that judgment expressed in points.
Thus, values are assigned for each of these three elements

and added to obtain a total numerical value for each job,
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which then becomes the basic measure of its content and
worth.

The numbering system used in the Guide Charts is a
geometric scale with a ratio of approximately 15 percent
between terms in the series. That is, the value of each
aspect grows in 15 percent increments. For example, the
terms in the series include 50, 57, 66, 76, 87, 100 and
so on, up and down the scale. The selection of a gecmet-
ric scale rather than an arithmetic scale is justified by
empirical considerations and also by the fact that in both
the public and private sectors salary changes from jobs
of low content to jobs of high content are geometric in
character.

Each AID position was evaluated by these measurement
tools in the context of the following guidelines:

° Current job content only (as opposed to what
the job should be or could be) was considered.

) Non-job content overseas factors were not
considered.

® The qualifications or current performance of
job incumbents were disregarded -- each posi-
tion was evaluated on the assumption of
acceptable, satisfactory performance.

® Evaluaticns were made without consideration
of the job's current classification.

The Guide Charts used by the AID Evaluation Committee
contain, by design, the standard elements of all Hay Guide
Charts. However, certain aspects of the Charts were speci-

fically tailored so as to sensitively measure certain unique
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aspects of the Foreign Service environment.

Language used in defining a number of factors was
adapted to reflect the way the foreign affairs community
perceives work relationships. Further, the Accountability
Guide Chart was modified to refine definitions of job im-
pact or end results which would take into account the "col-
legial" or "consultative" nature of seeking and achieving
end results within the foreign affairs community. Speci-
fically, the Impact definitions broadened the multiple
levels of involvement of jobs in terms of their answer-
ability for actions.

The Magnitude dimension of the Accountability Guide
Chart was also adapted to reflect characteristics of each
job beyond common monetary dimensions to acknowledge the
reduced control (vis-a-vis the private sector) which
Foreign Service positions, principally at the State De-~
partment, have over the acquisition and disposition of
budgetary resources. When money magnitudes were appro-
priate measures, they were employed; however, the Account-
ability Guide Chart provided a geographical alternative
which permitted an assessment of magnitude in terms of
domestic and overseas considerations. It must be empha-
sized, however, that all Guide Chart modifications were
made in such a way that the underlying consistency of
the instruments and the technique were maintained.

Over the course of 35 years, the terminoloygy of Hay
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Guide Charts has become part of the language of human re-
source management arnd salary administration. This came
about quite logically since this terminology can so pre-
cisely define, in capsule form, the weight and character
of a job at any level or within any function.

This language is naturally used within public and
private institutions, but it is also widely used between
organizations when persornel administrators seek to un-
derstand just what are the essentials of a job by any
title.

Interesting evidence of the applicability of the Hay
system is illustrated by the accompanying advertisement

from a'recent Wall Street

Journal. It is strikingly ﬂﬂlkpd!\(EEfFQ

clear how profoundly these ()F:
| COMPENSATION
short coded symbols define
Fil 3 460 . :
the organizational rela- \ F4 (50) 230
) ) E4 C, 200
tionships and the nature . 890
and challenge of the job 'mxcuﬁﬁﬂiixﬂxmlfjmmml

in question. The consul-

tants learned that this ad had great "pull," an indication

that it must have broadly conveyed a clear message.

2. The Evaluation Committee

A central element to the Hay Method is the total in-
volvement of selected client personnel in the Job Evalua-
tion process. Hay experience has established that client
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participation invaluably enhances the sensitivity of the
process to the structural and functional characteristics

of a position which are unique to that organization. This
is especially true with respect to the AID since it is ‘he
only U.S. Government entity charged with shaping and imple-
menting U.S. foreign assistance policy. Consequently, its
domestic and international organizational framework, inter-
governmental relationships, rank-in-person personnel sys-
tem, and so forth, cannot be ignored by any meaningful

job evaluation process.

For these reasons AID was asked to form an Evalua-
tion Committee composed of individuals representing the
major functions and specialties within its organization.
Each individual was to possess a breadth of understanding
with respect to Agency domestic and international opera-
tions in order to further reinforce the job description
material with which the Committee would work. The fol-
lowing individuals were selected by AID to serve on the
Position Evaluation Committee:

Mr. C. Blair Allan

Agronomy Advisor

Office of Development Resources

Latin American and the Caribbean Bureau

Mr. Donald Atwell

Program Analysis Officer

Office of Program and Management Support '

Bureau for Private and Development Cooperation

Mr. Harold W. Collamer

Financial Analyst

Office of Development Planning
Asia Bureau
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Mr. Leonard Durcso

Assistant Director

Office of Development Resources
Africa Bureau

Mr. Lewis Faoro

Employee Development Officer

Office of Rural Development and Development

Administration

Development Support Bureau

Ms. Mary Jane Heyl

Security; Assistance Coordinator

Bureau four Program and Policy Coordination

Mr. Dana A. Lund

Chief, Employee Relations and Services Division

Office of Personnel Management

Mr. Blaine C. Richardson

Director

Office of Jordan/Lepanon/Syria Affairs

Near East Bureau

Mr. Stanley J. Siegal

Coordinator for African Refugees and Humanitarian

Affairs

Africa Bureau

Mr. Arthur Smith

Chief, Loan Management Division

Office of Financial Management
Mr. Gerald L. Nell, PM, served as Committee Rapporteur.

This Evaluation Committee was led thoughout the pro-
cess by two Hay consultants: Mr. David J. Wimer, Partner and
General Manager Hay/Washington, and Mr. Gregori Lebedev,
Director of Government Consulting Services, Hay/Washington.
Both consultants possess particularly relevant experience
in the U.S. Government and the international community,
and each participated in the process of tailoring the mea-

surement instruments -- the Guide Charts -- to the organi-

zaticnal characteristics of the Foreign Service community.
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The AID positions were evaluated by the consultant-led
Committee over a period of several weeks; and the following
multi-step procedure was employed during that time.

© Orientation - The consultants thoroughly instruc-

ted the Committee in the use of the Guide Charts. Each of

the measurement elements was defined in terms of its appli-
cation to a given position. The intra-factor relationships
were established as was the need for consistency in inter-

pretation of job elements and the assignment of points.

° Content review - Each member of the Committee was

provided the job description and supplemental materials
for each position u- .2r study.

° Initial Evaluation - Upon reviewing the position

content materials, each Committee member, including the
consultants, independently evaluated each job on the eight
dimensions represented in the three factors of Know-How,
Problem Solving and Accountability. Each member assigned
appropriate Guide Chart points to each of the three factors,
and computed a total score expressed in points.

° Profiling - Each member also computed the “pro-
file" for each position, which assigns percentage values
to each of the three principal factors —-- Know-~How, Pro-
blem Solving and Accountability.

o Consensus Scores - After each evaluator indepen-

dently completed an evaluation, all scores were reviewed

by the Committee. Since zome members of the Committee had
first~hand experience with many of the jobs under discussion,
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they were able to clarify position description ambiguities
or omissions. As mentioned earlier, if questions remained
with respect to particular job elenents, specifically know-
ledgeable AID personnel joined the deliberation, but only
for the purpose of content clarification. Once the Commit-
tee was satisfied with its depth of understanding of the
position under discussion, the differences between the
scores were extensively reviewed, and a final consensus

was reached which constituted the single best judgment of
the group. This considered judyment was recorded in terms
of the rating on each of the eight components, and three
scores for Know-How, Problem Solving, and Accountability,
the total point value, and the Profile. This procedure
resulted in a single estimate of the job content of each

of the AID positions under study. The consensus procedure
was followed for each position and was carried out under
the direct supervision of the Hay consultants.

® Sore Thumbing - After consensus scores were ob-

tained for each of the evaluated jobs, all the jobs were
ordered by total point value, pursuant to a consistency
control procedure called "sore-thumbing." This review con-
sisted of an inspection of the extent of consistency of
component ratings of each job (by level), relative to an
expected Profile for each job. For example, the percent-
age of Know-How generally decreases for higher-level posi-

tions, while the percentage of Accountability increases.
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This does not mean that, for example, an International
Development Intern (IDI) requires more Know-How than a
Program Officer. It does mean, however, that the IDI's
Know-How can be a larger part of his job because the more
significant problems, decisions, etc., are passed on to
others. The Sore-Thumb analysis was used to identify any
discrepancies in the measurements in terms of the relation-
ships between jobs at each level. This analysis was made
with respect to Know-How relationships, Problem Solving
relationships, Accountability relationships, suitability

of Profile, as well as the overall position of the job

with respect to the other jobs at fhat level. Any discre-
pancies noted were corrected by making changes in the Know-
How, Problem Solving, and/or Accountability measures, which
changed the total point value and the Profile. When this
process had been completed, the final point value for each
of the jobs had been determined; and the final evaluations
for all AID positions are presented in Volume II, Appendix F.

3. The Correlation Process

One of the unique features of the Hay Guide Chart-
Profile Method is the ease with which the salary structure
of an organization can be compared with external pay prac-
tices. A key to this capability is called “"correlation"
which is not to be confused with the term correlation used
in statistics.

Hay correlation is simply the extension of the measure-
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nent process of job evaluation in one organization onto
the evaluation structure of another. For example, two
jobs of similar weight located in different organizations
might be evaluated at different point levels due to the
distinct analytic approaches of two different Job Evalua-
tion Committees. To identify and compensate for such a
condition, consultants skilled in this process establish
an index or rate for each client which permits the trans-
lation of the numerical measurement of job content to a
numerical value on a common scale. It is not unlike phy-
sical conversions in science -- pounds to kilograms, for
example.

The AID correlation was carried out by Hay's Direc-
tor of Correlation, Mr. Norman Lange. A Partner in the
firm, Mr. Lange met in Hay's Philadelphia headquarters
with Messrs. Richardson and Siegel of the AID Evaluation
Committee, Messrs. Hahne and Nell of PM, and Messrs. Wimer
and Lebedev, the Evaluation Committee leaders, in order
to gain the fullest appreciation of the nature of the
Agency and the evaluation process as it was conducted for
this study. Against a norm of 2.4, a conversion factor
of 2.43 was established for AID. Thus, when AID salary
levels are compared to a variety of other organizations,
the comparison is based upon salary levels for like job
content in all organizations.

The correlation rate or conversion factor is a nu-
meric statement of the relationship between the evaluation
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tructure in onc organization and the standard evaluation
structure developed from Hay experience and the Hay data
bank. Correlated point values are referred to as Hay
Points, e.g., 230 H, while uncorrelated point values are
referenced as P or client points. With thec common struc~-
ture as a link the correlation factor serves to relate
one organization's evaluation structure to that of another
or a group of others. The ratio has, as mentioned earlier,
no interpretive significance such as correlation has in

statistical analysis.
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IV. LINKAGE ANALYSIS

3

A. METHODOLOGY

Linkage Analysis is a statistical process used to
establish the relative degree of difficulty of jobs in the
pay ygrades of different classification systems, e.g., AID
Foreign Service and General Schedule. Establishing com-
parability between jobs in the pay grades at AID and in
the Federal Civil Service is complicatel by the fact that
AID classification systems do not have the same number of
pay grades as the Federal Civil Service System. There are
18 grades in the General Schedule systemn, compared to 8
and 10 grades in AID's FSR and FSS classification systems,
respectively.

While historic attempts at linkage analysis relied
upon title comparisons or general classification methods,
the techniques employed by Hay Associates have proven to
be much more precise and defensible. The Hay approach is
predicated on evaluating a representative sample of jobs
in the selected pay grades using the Hay Method of job
evaluation. Having so evaluated the sample positions, it
is possible to analyze the results by applying statistical
techniques to determine if two grades have jobs of equi-
valent difficulty. Such a condition demonstrates a sta-
tistical linkage between the two pay grades. This approach
was used in the present study, and is summarized below:

] Representative samples of positions were
drawn from FSR and FSS pay grades and pay
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grades of the Federal Civil Service General
Schedule classification system.

° Each job was assiyned points using the Hay
Method of job evaluation.

o Quantitative compariscns of job difficulty
by pay grade were made using these point
values.

The end-result of the analysis was a determination
of the relationship between selected AID Foreign Service
pay grades and Civil Service pay grades.

B. QUANTITATIVE ASSESSMENTS OF LINKAGES

A series of descriptive statistics were employed to
summarize the findings of the job evaluations. The same
analyses were made separately for the AID positions and
for the Civil Service positions.

In particular, the following statistics were computed
for jobs at each pay grade, using the Hay Point data:

° Range (High value and Low value), i.e., the

top and bottom scores in a rank (indicative

of the extremes in job difficulty at each
pay grade); and

° Median Hay Point value (indicative of the
median job difficulty at each pav grade;
1/2 of the values are higher and 1/2 of the
values are lower than the median).

After the data were summarized, statistical tests

were made to determine linkages between pay grades in the

two systems.

1. Statistical Tests

A series of tests of the statistical significance of
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differences in job content were made. 1/ These tests were
performed for each pair of pay grades where a link was pro-
posed between one pay grade in either the FSR or FSS system
and another pay grade in the General Schedule.

Thus, an cperational definition of a linkage is when
the distributions of job content for an FSR or FSS and a
Civil Service pay grade at a certain level are equivalent
=— Or more precisely, when they are not different, based
on a statistical analysis. For example, if FSR-4 jobs and
GS-14 jobs have the same job content when tested statis—
tically, they may be said to "link." Conversely, if their
job content is significantly different, then they do not
"link."

Note that all the sample jobs at a level are tested
in this procedure, not just those jobs which have similar
titles and/or job descriptions. Hence, the results of the
statistical tests performed on representative job samples
can be extrapolated to all the jobs at that grade level,
producing a more stringent test of the proposed linkages

at each particular pay level than one would obtain by

1/ The Fisher Exact Probability and the Wilcoxon Rank
Sum Tests were employed (Hollander and Wiolfe, 1973;
Siegel, 1956). Non-parametric techniques are appli-
cable when one cannot assume that the data are
normally distributed. 1In the present study, the
data do not satisfy the assumptions required in
the use of parametric tests, e.g., a "t" test.

Both the Fisher and Wilcoxon tests were performed
in all cases: their results were always in agree-
ment.
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comparing only single jobs which might or might not repre-
sent all the jobs in a particular pay grade.

Further, when the jobs in two pay grades are found
to be different based on statistical analysis, the results
may be used in determining relative difficulty as opposed
to linkages. Thus, if GS-14 jobs are significantly less
difficult than FSR-3 jobs, then the GS-14 level may be
interpreted as a lower bound for the FSR-3 level.

For this reason, even the finding that jobs in two
pay grades do not link is important and useful. 1If a
link was previously suspected or determined, the findings
of the present study might well reject this linkage, since
improved job sampling and evaluation techniques were em-
ployed. However, such a finding still has a salutary
effect since it helps to show the relationship between
pay grades in the two systems. Indeed, it provides an in-

dication of the relative positioning, i.e., the relative

job difficulty (content) in various pay grades of the FSR/
FSS and Federal Civil Service pay systems. If a statis-
tical test shows that the job content in two pay grades
differs significantly, then a statistical basis also exists
for declaring that one pay grade bounds the other, i.e.,

is an upper or lower limit.

2. Other Analyses of Relationships Between Pay
Grades

The statistical test results are generally precise
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and unambiguous. However, it is occasionally found that a
single link between two pay grades cannot be established.
In some cases, it may be impossible to link the pay grades
in two different systems because of a "gap" between pay
grades (e.g., FSR-3 may not link to GS-14 or GS-15, but may
be positioned between the two). 1In other cases, more than
one pay grade of one system may link to a single pay grade
in the other system (e.g., both FSR-1 and FSR-2 might link
to GS-18).

When these problems are noted, the data are evaluated
by inspection. This analysis considers the median job
difficulty of each pay grade, as well as the range of dif-
ficulty of jobs in the pay grade. Where data do not exist
for a certain pay grade, they are interpolated for analy-
tic purposes.

A graphic presentation of the results is then made
to indicate the linkages determined by statistical analy-
sis and inspection. This depiction uses the median Hay
Point values for each pay grade in which sample jobs were
evaluated. The end results are presented as a series of
"ladders" depicting the actual/expected relationship be-
tween pay grades in AID's FSR and FSS and the Federal
Civil Service systems.

C. FSR AND FSS POSITIONS

Descriptive statistics are presented below for the
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selected FSR/FSS pay grades included in the linkage analy-
sis. These data are reported separately as follows:
1) Officer Level pay grades (these include posi-
tions at the FSR-1, FSR-2, FSR-3, FSR-4, and
FSR-5 pay grades); and

2) Staff Level pay grades (these include posi-
tions at the FSS-6 and FSS-7 pay grades).

For each data set, the median job difficulty was com-

puted at each pay grade. This is the typical job ditficulty
for the sample positions at that pay dgrade, expressed as a
Hay Point (HP) value. 1In practice, half the jobs are more
difficult than the median HP value, while the remaining

jobs are less difficult. The range (highest and lowest

HP values) is also reported at each pay grade to illus-
trate the extent of differences in job difficulty at each
pay grade. Finally, the sample size (number of sample posi-
tions) at each pay grade is reported.

1. Foreign Service Reserve Officer Level (FSR) Pay
Grades

Descriptive statistics for the FSR positions included
in the linkage analysis appear in Table 2.

Inspection of the descriptive statistics for these
sample FSK pay grades indicated that the job difficulty
tended to increase directly as a function of pay grade.
The median HP value for the FSR-5 level was 231 HP's,
for the FSR-4 level was 319 HP's, for the FSR-3 level
was 379 HP's, for the FSR-2 level was 461 HP's, and for

the FSR-1 level was 769 HP's.
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HAY POINTS FOR THE OFFICER LEVEL
(FSR) JOB S5AMPLE PAY GRADES OF THE
AGENCY FOR INTERNATIONAL DEVELOPMENT

HAY POINTS

: SAMPLE : :
¢ PAY GRADES 5
: : _Range Median Sample Size :
; FSR-1 ; 451-973 769 g :
; FSR-2 ; 393-621 461 8 :
; FSR-3 ; 279-621 1/ 379 15 :
: FSR-4 ; 279-379 319 7 :
f FSR-5 ; 178-319 231 12 :
Table 2

Inspection for the distribution of scores in proxi-

mate pay grades revealed instances of overlap in job

difficulty between each of the different pay grades. For
example, some jobs at the upper end of the FSR-5 distri-
bution (up to 319 HP's) are more difficult than jobs at
the lower end of the FSR-4 distribution (as low as 279

HP's). Some jobs at the upper end of the FSR-4 distri-

1/ It is noted that the range of evaluated FSR-3
jobs is relatively large. This is due to the
existence of two (2) outliers, which are defined
as extreme values falling far from the main body
of the distribution of job evaluations. In this
case, there 1s one at the low end of FSR-3 (279
HP's) and one at the high end (621 HP's). The
other thirteen (13) FSR-3 jobs all fall between
342 and 451 HP's. It is appropriate to note the
existence of these outliers because they distort
the range of job difficulty in grade FSR-3, al-
though they do not affect the estimate of the
median.
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bution (up to 379 HP's) are more difficult than some jobs
at the lower end of the FSR-3 distribution. 1/ Other
instances of overlap were found between FSR-2 and FSR-3,
as well as between FSR-1 and FSR-2, where some jobs at
the upper end of FSR-2 (up to 621 HP's) are more diffi-
cult than jobs at the lower end of the FSR-1 distribution
(as low as 451 HP's).

Finally, inspection of the range of scores at each

pay grade revealed differences in the range of job diffi-
culty at certain pay grades. Thus, there is a wide var-—
iation in job difficulty at the FSR-5 level (178 HP's to
319 HP's). 1In contrast, job difficulty is less variable
at the FSR-& level (279 HP's to 379 HP's), and in the
FSR-3 level when adjusted for outliers (342 HP's to 451
HP's). There is also fairly wide variation in job diffi-
culty at the PSR-l and FSR-2 levels. This analysis sug-
gests a rational classitication system in that, on the
average, FSR positions of increasing difficulty are ac-
corded higher pay grade classifications.

It should be noted that the conditions cited above
are not unique to the Agency for International Development.
The 1975 Quadrennial Review of Military Compensation (QRMC)

Study done by Hay Associates identified similar situations

1/ This finding still holds even after excluding the
outlier at the lower end of the FSR-3 distribution
(see footnote on previous page).
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for both the military and the Federal Civil Service. For
example, the military officer pay grades (e.g., 0-1 and
0-2) overlap, as do Federal Civil Service professional pay
grades GS-14 and GS-15, and even pay grades GS-15 and
GS-18. 1/ These Civil Service data are presented later in
this chapter for comparison purposes.

2. Staff Level (FSS) Pay Grades

Descriptive statistics for the FSS positions included

in the linkage analysis appear in Table 3.

HAY POINTS FOR THE STAFF LEVEL (FSS) JOB SAMPLE
PAY GRADES OF THE AGENCY FOR INTERNATIONAIL DEVELOPMENT

se

HAY POINTS

: SAMPLE : :

: PAY GRADES : :

: : Range Median Sample Size :

: FSS-6 ¢ 110-133 123 6 :

: FSS-7 : 94-133 96 7 :
Table 3

1/ Pappas, Fisher, and Martin (1976).
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Inspection of the descriptive statistics for the sam-
ple Staff Level grades indicated that the job difficulty
tended to increase directly as a function of pay grade.
The median HP value for the FSS-7 level was 96 HP's and
for the FSS-6 level was 123 HP's.

Inspection for the distribution of scores in proxi-

mate pay grades revealed an instance of considerable over-

lap in job difficulty between the two pay grades. Thus,

some jobs at the upper end of the FSS-7 distribution (up

to 133 HP's) are as difficult as jobs at the upper end of
the FSS-6 distribution (also up to 133 HP's).

Finally, inspection of the range of scores at each

pay grade revealed differences in the degree of job dif-

ficulty between the pay grades. Thus, there is a rela-
tively wide variation in job difficulty at the FSS-7 level
(94 HP's to 133 HP's). 1In contrast, the job difficulty

is less variable for the FSS-6 pay grade.

While limited to two pay ~rzdes, this analysis again
suggests a rational classification system in that FSS
positions of increasing difficulty are typically accorded
higher pay grade classifications (see the medians). How-
ever, the FSS data also suggest that the FSS classifica-~
tion system may not differentiate very well between adja-
cent pay grades, i.e., FSS-7 and FSS-6 have considerable
overlap. Again, the consultants caution that problems of

overlap are not unique to AID Foreign Service personnel.
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The QRMC study found similar results. Overlap between
military enlisted pay grades (e.g., E-5 and E-7 overlap),
and overlap between staff positions in the Federal Civil
Service (e.g., GS-5 and GS-7). 1/ These Civil Service
data are presented in the following section for compari-

son purposes.

1/ See Pappas et al., 1976.
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D. FEDERAL CIVIL SERVICE (GENERAL SCHEDULE) POSITIONS

The table below presents descriptive statistics for

General Schedule white~collar occupations.

HAY POINTS FOR THE CIVIL SERVICE JOB SAMPLES
IN THE GENERAL SCHEDULE

* Civil Service Commission study (Pappas, Fisher
and Doren, 1976). All other data are 1975 QRMC
(Pappas, Fisher and Martin, 1976).

; ; HAY POINTS ;
: SAMPLE : :
: PAY GRADES s :
: : Range Median Sample Size :
. Gs-1s . 526-985 627 20 i
:  Gs-15 :  333-587 420 12 :
P Gs-14 . 264-346 293 20 ;
P Gs-13% . 210-302 287 6 ;
: Gs-12% : 183-237 230 5 :
P Gs-11% . 151-193 185 5 ;

GS-9 P 124-174 145 20 ;

GS-7 . 85-143 112 20 .

GS-5 P 79-97 89 10 :

GS-3 P 43-69 53 10 ;

Table 4

Inspection of the descriptive statistics for the Gen-

eral Schedule positions revealed that the job difficulty
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tended to increase directly as a function of pay grade.

The median HP evaluation score for the GS-3 level was 53
HP's, for the GS-5 level was 89 HP's, for the GS-7 level
was 112 HP's, for the GS-9 level was 145 HP's, for the
GS-11 level was 185 HP's, for the GS-12 level was 230 HP's,
for the GS-13 level was 287 HP's, for the GS-14 level was
293 HP's, for the GS-15 level was 420 HP's, and for the

GS-18 level was 627 HP's.

Inspection of the distribution of scores in proxi-

mate pay grades revealed several instances of overlap in

job difficulty between different pay grades. For example,
some jobs at the upper end of the GS-E distribution (up

to 97 HP's) are more difficult than jobs at the lower end
of the GS-7 distribution (as low as 85 HP's). Some jobs
at the upper end of the GS-7 distribution (up to 143 HP's)
are more difficult than jobs at the lower end of the GE-9
distribution (as low as 124 HP's). Other instances of
overlap were found between GS-9 and GS-11, GS-11 and GS-12,
GS-12 and GS-13, GS-13 and GS-14, GS-14 and GS-15, as well
as between GS5-15 and GS-18. The latter finding logically
implies an overlap of GS-15, GS-16, GS-17 and GS-16.

Finally, inspection of the range scores at each pay

grade documents differences in the degree of job difficulty
at certain grade levels. Thus, there are wide variations
in job content at the GS-18 level (526 HP's to 985 HP's)

and at the GS-15 level (333 [P's to 587 HP's). Wide
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variation in job difficulty was also found at the GS—7
level (85 HP's to 143 HP's) and the GS-13 level (210 HP's
to 302 HP's). 1In contrast, the variation in job content
is much less evident at the GS-14 level (264 HP's to 346
HP's) and the GS-5 level (79 HP's to 97 HP's). The ranges
at the other levels are fairly similar, in contrast to
these extreme instances.

It is noteworthy that the wide variation in job dif-
ficulty at the GS-18, GS-15 and GS-7 levels is comparable
to the wide variation found at the FSR-1, FSR-2, and FSR-5

levels, but not at the others.
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E. PRELIMINARY ANALYSIS OF JOB LiINKAGE DATA

Prior to performing statistical analyses of the data,
an inspection was made of expected Civil Service job link-
ages and the relative position of selected FSR/FSS and
Civil Service pay grades. A separate analysis was made
for: (1) the FSR pay grades and the Civil Service pay
grades judged to be similar; and (2) the FSS pay grades
and the Civil Service pay grades judged similar.

1. Inspection of FSR Linkage Data

Inspection of the median HP values at the FSR pay
grades revealed the following:

° At certain levels where linkages were
expected, the present median HP values
differed, based on inspection. For examnple,
FSR-2 and GS5-15 were comparable, although
FSR-2 was expected to fall nearer GS-18.

® FSR~-1 jobs were evaluated at a higher
level than GS-18 positions, while FSR-2
jobs were evaluated at a lower level than
GS5-18. The FSR-2 median (461 HP's) fell
close to an interpolated median of 481
HP's for GS-16.

® FSR-3 jobs seemed to be similar in diffi-
culty to GS-15, as expected.

) FSR-4 jobs seemed to be similar to GS-14
jobs, as expected.

® FSR-5 jobs were evaluated at approximately
GS-12, while a link at GS-13 was expected.

Table 5 presents the median and range HP values at

selected FSR grades and GS grades.
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COMPARISON OF MLDIAN HAY POINT VALUES
AT THE PROFESSIONAL PAY GRADES:
AID VERSUS CIVIL SERVICE POSITIONS

FSR SERVICE POSITIONS ¢ CIVIL SERVICE POSITIONS

®s oe o0 00 e¢ oo
.
ss *o se se o

Pay Median : Pay Median
Grade Value Range : Grade Value Range :
: FSR-1 769 451-973 : GS-18 627 526-985 :
: FSR-2 461 393-621 : GS-15 420 333-587 ;
: FSR-3 379 279-621 : GS-14 293 264-346
: FSR-4 319 279-379 : GS-13 287 210-302 :
: FSR-5 231 178-319 : GS-12 230 183-237
Table 5

2. Inspection of FSS Linkage Data

Inspection of the median HP values at the selected
Staff Level grades revealed the following:

° FSS-6 jobs were evaluated as less difficult than
GS-9 jobs, although it was expected that they
would link at GS-9/11. The FSS-6 median (123
HP's) fell between the median value for GS-9
(145 HP's) and the median value for GS-7 (112
(HP's).

) FSS5-7 jobs were evaluated as less difficult than
G5-7 jobs, although a link was expected at GS-7/9.
The FSS5-7 median job difficulty (96 HP's) fell
between GS-5 (89 HP's) and the median value for
GS-7 (112 HP's).

The following table presents the median and range HP

values at the Staff Level pay grades.
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COMPARISON OF MEDIAN HAY POINT VALUES
AT THE STAFF GRADES:
AID VERSUS CIVIL SERVICE POSITIONS

FSS POSITIONS CIVIL SERVICE POSITIONS

: Pay Median : Pay Median

: Grade Value Range : Grade Value Range

: : GS-9 145 124-174

: FSS—6 123 110-133 : GS-7 112 85-143 :

: FSS-7 96 94-133 : GS-5 89 79-97
Table 6

3. Implications of Findings

These preliminary analyses suggest that FSR positions,
on the whole, are as difficult as anticipated, relative to
positions at the professional level of the General Schedule. 1/
However, positions in the FSS system (FSS-6 and FSS-7) are
less difficult than expected, relative to staff positions
of the General Schedule.

However, these conclusions are tentative, since they
are predicated on only an inspection of the descriptive
statistics. A rigorous test of the linkages is needed to

determine if these conclusions are warranted. To provide

1/ With the apparent exceptions of the FSR-2 to
GS-17/18 and FSR-5 to GS-13 relationships, all
those expected were found.
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this test, a series of formal statistical analyses were

performed to determine if these tentative conclusions were

sound.
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F. STATISTICAL ANALYSES OF THE DATA

This section presents the results of a series of sta-
tistical analyses performed to test the job linkages pro-
posed by the Agency for International Development. Sepa-
rate statistical analyses were made for: (1) the FSR grades
and the Civil Service pay grades judged to be similar; and
(2) the FSS grades and the Civil Service pay grades judged
to be similar.

1. Statistical Analysis at the GS Professional/
Foreign Service Reserve Officer Pay Grades

The Fisher exact probability test 1/ (Siegel, 1956)
was applied to test the linkages. In the analysis, where
the diffcrences between the medians are small (suggesting
a link), the probability of obtaining a difference this
large by chance is indicated by the value of "p". Thus,
a "p { .05" means that a difference this large could be
expected to occur by chance no more often than five times
in 100. Hence, a statistically significant difference can
be assumed.

In addition, the Wilcoxon Rank Sum test (Hollander
and Wolfe, 1973) was also applied in every case. This
test determines the probability that the job evaluations
could have resulted from sampling a single underlying

distribution. Similar to the results of the Fisher test,

1/ The test compares the central tendencies (medians)
of the job content in the selected FSR and Civil
Service pay grades.
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a probability less than or equal to .05 indicates that
the hypothesis of a link is not supported.

Based on this statistical analysis, the hypothesis

that the sample of FSR/FSS and Civil Service jobs come
from pay grades having the same job content was suppor-

ted at the following levels:

° FSR-1 and GS-18

° FSR-2 and GS-15 1/

) FSR-4 and GS-14

° FSR-5 and GS-13 or GS-12

Differences in sampled job content at these levels
were minor and hence, statistical linkages may be pro-
posed at these levels. Note that the tests indicate that
FSR-5 can be linked to either GS-13 or GS-12.

The fact that FSR-1 (median = 769) links with GS-18
(median = 627) is explained by the wide variation in job
difficulty of positions at both levels. Similarly, FSR-5
links to both GS-13 and GS-12 because of the relatively
large range in job content for FSR-5 vis-a-vis the ranges
in job content of GS-13 and GS-12.

The results of the statistical tests suggest that

linkages do not exist at the following levels:

1/ The tabular data on page 49 and the graphical analy-
sis facing page 58 suggest that FSR-2 may link to
GS-16 or even GS-17 as well as GS-15. The data to
conduct linkage tests at GS-16 and GS-17 is not avail-
able.
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STATISTICAL TESTS: RESULTS OF THE STATISTICAL TESTS
FOR THE PROFESSIONAL PAY GRADES

FOREIGN SERVICE STATISTICAL
RESERVE OFFICER FOSITIONS CIVIL SERVICE POSITIONS TEST RESULTS
Pay No. of Median Pay No. of Median
Grade Jobs HP Value Grade Jobs HP Value Median Wilcoxon Decision Rule
1/ .
FSR-1- 6 769 GS-18 20 627 NS NS Link
FSR-2 8 461 Gs-18 20 627 p<.001 p{.02 No Link
GS-15 12 420 NS NS Link
GS-14 20 293 p{.001 p{.001 No Link
. 2/
FSR-3 15 379 GS-15 12 420 p<{.05 p{.02 No Llnk—/
Gs-14 20 293 p{.001 p{.001 No Link=
FSR-4 7 319 GS-15 12 420 pd.002 p<.01 No Link
GS~-14 20 293 NS NS Link
GS~13 6 287 p<{.02 p<.02 No Link
FSR-5 12 231 Gs-14 20 293 p<.001 p{-001 No Link
GS-13 NS NS Link
GsS-12 NS NS Link
GsS-11 p<{.02 p<.05 No Link
1/

FSR-1 does not 1link to GS-15.
2/

— This result holds for a test on FSR-3 without the two outliers as well.

TABLE 7
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° FSR-2 does not link to GS-18; FSR-2 jobs
are less difficult than GS-18 jobs. But
FSR—-2 also does not link tc GS-14 and FSR-2
jobs are more difficult than GS-14 jobs. 1/

° FSR-3 does not link to GS-14; FSR-3 jobs
are more difficult than GS-14 jobs; but
FSR-3 also does not link to GS-15; FSR-3
jobs are less difficult than GS-15 jobs.
Hence, FSR-3 difficulty falls between
GS-14 and GS-15. 2/

° FSR-5 does not link to GS-11; FSR-5 jobs
are more difficult than GS-11 jobs. But
FSR-5 also does not link to GS-14 and FSR-5
jobs are less difficult than GS-14.

In each case, the differences in medians were larger

than would be expected by chance either five times in 100,

or less; and the results appears on the facing page.

1/ See footnote, previous page.

2/ The tabular data on page 49 and the graphical analy-
sis facing page 58 indicate that FSR-3 is better po-
sitioned at GS-15 than at GS-14 in terms of evaluated

job difficulty.
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These findings can be interpreted as follows:

) FSR-1 jobs are of comparable difficulty to
® FSR-2 and GS-15 link. 1/
° FSR-3 jobs are positioned between GS-15 and

GS5-14 in terms of median job difficulty.

) FSR-4 and GS-14 jobs are of essentially simi-
lar difficulty.

° FSR-5 links to both GS-13 and GS-12. Based
on its relatively large range, FSR-5 contains
some jobs of GS-13 difficulty, and some jobs
of G5-12 difficulty. The FSR-5 median is al-
most identical to the GS-12 median. On the
whole, FSR~5 jobs are more difficult than
GS-11 jobs and less difficult than GS-14 jobs.
Application of this logic helps to position the pro-
fessional grades at the FSR-1 through FSR-5 levels, by
establishing their job difficulty relative to pay grades
in the General Schedule pay system. Thus, the relative
position of these professional pay grades can be deter-—

mined.

2. Statistical Analyses at the GS Support/FSS
Pay Grades

The same statistical tests were also employed to test

linkages at the Support Level proposed by the Agency for

1/ FSR-2 may link to GS grade levels higher than GS-15
(i.e., GS-=16 or GS-17). The data to conduct suchxw.

tests is not available.
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STATISTICAL TESTS: RESULTS OF THE STATISTICAL TEST

FOR THE SUPPORT LEVEL PAY GRADES

STATISTICAL
FOREIGN SERVICE STAFF POSITIONS CIVIL SERVICL POSITIONS TEST RESULTS
Pay No. of Median Pay No. of Median

Grade Jobs HP Value Grade Jobs HP Value Median Wilcoxon Decision Rule

FS5-6 6 123 GS-9 20 145 p<.001 p<.01 No Link
GS-7 20 112 NS NS Link
GS-5 10 89 p¢-01 p<-01 No Link

FSS-7 6 98 GS-9 20 145 p{.01 p{.01 No Link
GS-7 20 112 NS NS Link
GS-5 10 89 P01 p<-05 No Link

TABLE 8
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International Development.

Base¢ on this statistical analysis, the hypothesis
that the Foreign Service jobs and Civil Service jobs come
from the pay grades having similar job content was sup-
ported at the following levels:

o FSS-6 and GS-7

e FS5-7 and GS-7

Thus, statistical linkages were found between these
Staff Level pay grades and pay grades in the General
Schedule (white-collar) system of the Federal Civil Ser-
vice. However, the results of the statistical tests sug-
gest that linkages do not exist at the following levels:

. FS5-6 does not link to GS-9; FSS-6 jobs are

less difficult than GS-9 jobs. But FSS-6
also does not link to GS-5; FSS-6 jobs are
more difficult than GS-5 jobs.

® FS5-7 does not link to GS-9; FSS-7 jobs are

less difficult than GS-9 jobs. But FSS-7
also does not link to GS-5; FSS-7 jobs are
more difficult than GS-5 jobs.

° As could be expected from their overlap,

rSS5-6 and F'SS-7 linked together; hence,
both links to GS-7 are reasonable although
the medians indicate differences between
the two. Both the Median and Wilcoxon
tests support this internal relationship

between FSS-6 and FSS-7.

The results appear in Table 8.
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COMPARISON OF THE MEDIAN DIFFICULTY OF POSITIONS IN
SELECTED PAY GRADES OF THE FSR AND GS CLASSIFICATION SYSTEMS

FOREIGN SERVICE RESERVE
OFFICER PAY GRADES
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G. GRAPHIC ANALYSIS OF RELATIONSHIPS BETWEEN THE AID
FOREIGN SERVICE AND CIVIL SERVICE PAY SYSTEMS

A series of graphic analyses were made of the rela-
tionships between job content in the AID and Federal Civil
Service pay systems. 1In particular, a series of compari-
sons were made using the median HP values at each level
of each pay grade. Since the jobs at each level were eval-
uated on a common scale (Hay Points), it was possible to
analyze the data between pay grades within a system, as
well as between the various pay systems. Thus, one can
compare FSS5-6 to FSS-7 job content, as well as comparing
FS5-6 to GS-8 or FSS5-7 to GS-7. These analyses help to
integrate the results of analyses presented previously.

Separate analyses were made for: (1) the FSR pay
grades and the Civil Service pay grades judged to be sim-
ilar; and (2) the FSS pay grades and the General Schedule
(white-collar) pay grades judged to be similar. The analy-
ses took the form of graphic depictions of the relation-
ships between the job content in AID and the Civil Service.
The actual relationship between the various systems can be
inferred from inspection of the median HP values at each

level.

1. Professional/FSR Relationships

Figure 1 indicates the relationships at the FSR-1 and
FSR~2 versus GS-18 level which were found in previous analy-
ses in this study. The possibility that GS-18 is positioned

between FSR-1 and FSR-2 in difficulty is suggested by the
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graph. HMoreover, FSR-2's apparent similarity to GS-15 is
depicted. 1/

At the FSR-3 level, statistical analyses had suggested
that no linkage exists with GS-15 or GS-14, and this re-
sult is depicted in Figure 1. The statistical linkage of
FSR-4 and GS-14 is also shown, as is the relationship of
FSR~-5 to GS-13 and GS-12. Although there was a statisti-
cal linkage between FSR—S and GS-13, the medians are not
as similar as the FSR-5 to GS-12 link.

Inspection of Figure 1 also suggests that job content
in the FSR grades at the Agency for International Develop-
ment may increase geometrically. Thus, the range of HP
values from FSR-2 to FSR-1 is much larger than the range
of values from FSR-3 to FSR-2. A similar but less pro-
nounced finding is suggested for the GS system. Finally,
Figure 1 suggests that the increase in job content from
FSR-2 to FSR-1 is much greater than the increase from
GS-15 to GS-18.

2. GS Support/FSS Relationship

A separate analysis was made of the relationship be-
tween job content for the General Schedule pay grades and
FSS pay grades. 1In this analysis, the median HP values

for the AID pay grades (FSS-6 and 7) were compared to the

1/ It must be noted that the results suggest that
FSR-2 is more similar to GS-16 in job content,
as evidenced by its position on the chart.
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median HP values for the various Federal Civil Service

pay dgrades.

Figure 2 illustrates iLle statistical linkages observed
between FSS-6 and GS-7, although FSS-~6 jobs appear more
difficult than GS-7 jobs (they position near GS-8 1/).

The relative positioning of FSS-7 between GS-5 and GS=-7
is also shown in Figure 2; a positioning near GS-6 is sug-

gested by the graph. 1/

1/  Statistical tests to determine the validity of
this indication were not conducted because ade-
quate samples of Hay evaluations of GS-8 (or GS-6)
jobs currently do not exist.
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H. SUMMARY FINDINGS

The following linkages are suggested by the results

of the statistical tests and inspection of the medians:

FSR-1 jobs are as difficult as GS-18 jobs,
if not more so.

FSR~-2 jobs are similar in difficulty to GS-15
jobs, although a link at a higher grade is
suggested by the data. Due to FSR-2's large
range, the linkage result applies only to

the median.

FSR-3 jobs are positioned between GS-15 and
GS5-14 in terms of difficulty, although they
are better positioned at GS-15 than GS-14.

FSR-4 jobs are about as difficult as GS-14
jobs.

Some FSR-5 jobs are as difficult as GS-13
jobs, while others are as difficult as GS-12
jobs. The median difficulty is almost iden-
tical to GS-12.

F88-6 jobs link to GS-7 jobs, but are posi-
tioned near GS-8.

FSS-7 jobs link to GS-7, but are positioned
near GS-6.

As anticipated, it was not possible to establish a

precise correspondence between FSR/FSS classification sys-

tems and that of the General Schedule. However, the fore-

going results provide the initial basis for establishing

a relationship and/or integration of the two classifica-

tion systems, once the ambiquities of job definition have

been removed through a selective examination of current

classifications and/or position description materials.
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V. CASH COMPENSATION COMPARISONS

A. METHODOLOGY

The data generated by the job evaluations performed
in this study provide the bases for several types of analy-
ses which are presented throughout this section.

1. Analysis of Salary Practices

Job evaluations can be utilized for the creation of
scattergrams to depict base salary (and other compensation)
Practices relative to job content "weight." The Illustra-
tive Scattergram, Exhibit A, provides an example of such
an analysis through the comparison of base salaries with
the measured job content of positions. Each evaluated
position can be represented on the scattergram by locating
a dot at the intersection of the job content point value
(horizontal scale) and the annual salary (vertical scale).
Since rank-in-person prevails within AID's Foreign Service
personnel, the rank of the position's incumbent may or may
not accord with the classification of the job. 1/ Con-
sequently, in the subsequent analyses, AID salaries were
determined by using the midpoint of the range of the grade

at which the evaluated AID position was classified. 2/

1/ The Agency attempts to employ the "one over/one under"
appointment rule, i.e., the personal rank of position
incumbents would be no more than one grade over or
one grade under the position classification level.

2/ The Federal Pay Schedule as of October 1978 was used

in this study to maintain consistency with the study
brepared for the Department of State.
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Experience has shown that salaries generally bear a
reasonable relationship to the relative difficulty and im-
portance of positions; and the pattern of dots in Exhibit
A shows that, overall, salaries are increasing as job con-
tent increases. Naturally, the exactness of this relation-
ship will vary among organizations depending on their past
salary programs.

The relationship of salaries to job content points
can be further illustrated by the addition of a line of
central tendency, as shown in Exhibit B. Such a tendency
Or regression line (or lines) is developed from scatter-
gram patterns in order to fairly describe or represent
the salary practice or policy depicted by the pattern of
dots. This is accomplished by fitting a line to the pat-
tern of dots by taking into account the relative "pull"
of individual positions or groups of positions. The line
of central tendency representing AID's compensation poli-
cies was calculated by a linear regression analysis.

llay experience in the private sector is that with a
salary structure encompassing only exempt or management
level positions, we would expect the line of central ten-
dency on a scattergram to consist of one straight line.
There would be no bends (dogleys) or breaks. Such a sit-
uvation would reflect good internal consistency across the
job content spectrum in terms of relating dollars of com-

pensation to increasing job weight.
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In the public sector such a finding is not the norm.
Bends (doglegs) or brezksuin lines of central tendency are
usually evident, indicating that some force other than job
content and normal performance considerations is exerting
an influernce on the salary pattern. The particular cause(s)
of segmented or doglegged trend lines is sometimes diffi-
cult to identify, but commonly found influences include:

° An inconsistent approach, at various levels of
the job content spectrum toward the relation-
ship which should exist to external pricing
criteria (e.g., in the Federal Government, the
salaries paid to the positions at the higher
end of the job content spectrum are capped by
the Federal ceiling, and bear no relationship
to pay accorded jobs of similar "weight" in
the external market).

' ) A tendency to relax or become inattentive to
the "care and feeding" of certain personnel
levels from a compensation viewpoint, perhaps
prompted by the belief that the jobs involved
are not crucial or are relatively unmarketable;
and

3 Abnormal lack of seasoning, tenure or good per-
formance (or their opposites) with respect to
certain segments of employees when compared to
the "average" elsewhere in the job content
spectrum.

Under certain conditions a multiple salary practice

may also represent external forces other than the normal
market relationships. Thus, with respect to Federal Gen-

eral Schedule employees, pay reaches a maximum ceiling of

$50,112.50 because of legislative constraints. l/ In this

1/ The $47,500 ceiling of October 1978 is used for
this study.
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instance, the pay line is flat at some point, and all jobs
beyond that point are paid the same.

The degree to which salaries are increasing is repre-
sented by the "slope" of the line of central tendency.
"Slope" is the rate of increase in salary dollars for each
job content point increase. The angle of the slope indi-
cates how conservatively or liberally differences in job
content are rewarded. If the line is very steep, job con-
tent differences are rewarded at a relatively high rate;
if the line is flat, the organization would not be reward-
ing job content differences at all and would be paying the
same salary for all positions.

One other type of analysis employed in studying scat-
tergrams concerns the pattern of dispersion around the line
of central tendency. "Dispersinn" can be analyzed in two
ways: (1) by examining the "spread" between the low and
high salaries at a particular job content level (vertical
dispersion), or (2) by examining the "spread" of job con-
tent point assignments at a particular salary level (hori-
zontal dispersion).

Examination of the degree of dispersion in an exist-
ing salary practice scattergram provides information about:
) the degree to which previous methods of job
content assessment or classification for pay

purposes generally accord with job content

judgments that have been made using a sys-
tematized method of job evaluation; and
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° a "feel" of the variation in average pay caused
by factors such as length of service or per-
formance variations.

The translation of a scattergram of dots into a line
representing a "salary practice" is useful for a number of
reasons in examining AID's current pay policy. Primarily,
it permits analyses of the degree of internal equity and/or
areas of possible misclassification. Further, an cxamina-
tion of the breaks or bends in the line of central tendency
may permit an explanation of some of the salary practice
forces which have tended to influence compensation patterns
of certain levels of personnel. Finally, an examination
of the slope ot the line of central tendency indicates
how conservatively or liberally differences in job con-

tent are being rewarded.

2. Analysis of Compensation Comparability

The line of central tendency resulting from the scatter-
gram analysis also permits direct comparisons to be made
of the salary practice line(s) in the AID Foreign Service
with the salary practice lines, as well as other compensa-
tion practice lines (e.g., benefits), of external sectors
or marketplaces.

The analysis of external competitiveness is another
key step in maintaining a cash and noncash compensation
program in which all elements of a compensation structure
are kept up to date. Since this fact is clearly recog-

nized by the Pay Comparability Act, AID data were compared
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to the General Schedule, and the U.S. private sector, domes-
tic and overseas, using the methodologies discussed above.
For example, from General Schecdule positions, previously
evaluated and assigned job content "weights" by Hay, a
scattergram was developed to depict Professional and
Staff Level average pay practices and a line of central
tendency was developed from the scattergram. Similarly,
all Hay private sector data bases are maintained with the
Hay system of job evaluation. Thus, it is possible to
make direct comparisons between the AID salary practices
and the practices of both public and private sector em-
ployers in the Hay data base.

Exhibit C, on the facing page, provides an illus-
tration of base salary practices for a Hay private sector
survey group, with the multiple (solid) lines representing
the distribution of the survey participants, i.e., 25% of
the participants are between Low (L) and First Quartile
(Ql), between Ql and Average (Av), between Av and Third
Quartile (Q3), and between Q3 and High (H). Private sec-
tor comparisons in this study are presented in this fashion
in order to permit a more precise appreciation of market

posture relative to the survey group.
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B. CURRENT AID FOREIGN SERVICE SALARY POLICIES

1. Overview

As described earlier, the job content evaluation pro-
cess results in the assignment of job content points to
each position. It is then possible to represent each posi-
tion on a scattergram by locating a dot at the intersection
of the job content point value (horizontal scale) and the
annual salary (vertical scale) currently being paid to each
person holding a particular position.

Chart 1 presents a scattergram of the 64 AID positions
evaluated in the FSR and FSS schedules. The anrual salary
(vertical scale) plotted for each position reflects the
midpoint of the salary range for which the position is
classified. 1/ The data presented throughout the report
are expressed in both client (P) points and Hay (H) points.

One initial observation which can be made from this
scattergram is the wide dispersion of jobs along the hori-
zontal (job content) axis. "Dispersion" here refers to
the "spread" between low and high job content points of
positions at similar salary levels. For example, at the
FSR-5 level, job content varies from 432 to 775 points,

yet all of the positions have the same midpoint salary.

1/ For example, the FSR-5 position at 568 (P) job
content points currently has a midpoint salary
policy of $24,351, while an FSR-6 at 568 (P)
points has a midpoint salary of $19,997. All
midpoint salaries utilized by the consultants
are presented in Volume II, Appendix G.
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Similarly, an analysis of the vertical dispersion of
salaries at the same content level indicates that positions
at similar job weights are classified at different grade
levels. For example, at 568 points, one position is clas-—
sified as FSR-5 and one as FSR-6.

In a classical setting, salaries should increase in
relation to increases in job content. However, a number
of AID's traditional personnel practices can be considered
as explanations for this content dispersion at similar pay
grades: |

® Rank-in-person

This practice, traditional to the Foreign Service and
other organizations (military and academic), places a pre-
mium on individual expertise, versatility, and intra-
organizational mobility, and understandably assigns per-
sonnel to a variety of positions with varying job content
irrespective of grade. AID, in particular, with its need
for personnel mobility, utilizes rank-in-person, and this
is by no means an inappropriate practice so long as con-
siderations of internal equity are an element of the pro-
motion and career development process.

° Misclassification

Some of the dispersion depicted may also result from
the misclassification of positions. During the linkage
phase, the consultants noted instances of possible mis-

classification of some positions.
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® Statutory Salary Compression

The effect of the Federal pay cap at the senior levels
also contributes to the dispersion discontinuities, as will
be graphically shown in subsequent exhibits. One effect
of this condition is to "force" jobs with different con-
tent or degrees of difficulty intc the same salary levels.
This is highlighted within AID, a small cadre relative to
other Federal entities, where senior personnel, many of
whose salaries are statutorily capped, are frequently
moved between assignments which would otherwise be dif-
ferentiated but for the compression. Obviously, similar
situations exist at the senior levels throughout the Fed-
eral establishment.

It must be noted, however, that proper job classifi-
cation in rank-in-person systems should serve to define
not only the job but the appropriate range of personnel
ranks appropriate for incumbency. In other words, the
classification process should recognize that position X
may properly be encumbered by officers of rank B, C, or
[ This "banding" enhances the assignment process by re-
lating job content to a suitable range of capabilities
defined by rank.

In developing scattergrams to variously assess the
compensation policies of AID, it is important to consider
the "markets" from which employees are recruited and against

which they are intended to be comparably paid. Thus, in
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order to make appropriate compensation comparisons, AID
practices should be presented in ways which most meaning-
fully relate to the types of "markets" in which the Agency
competes for personnel. The most common means is to dif-
ferentiate staff positions (FSS) from professional posi-
tions (FSR) because market influences upon these positions
are often very distinct and the job content of these two
groups is understandably different in nature and scope. 1/
Staff positions are most often recruited from "local
markets," while the recruitment of professional positions
is generally defined and influenced by nationwide salary
competition. As would be expected, salary practice pat-
terns differ between these two markets, i.e., local ver-
sus nationali. For example, at the staff levels a salary
practice line might have a "steeper" slope than a salary
practice line for professional-level positions. Often,
local market conditions permit a relatively low starting
salary for such staff personnel, but in order to retain

and motivate these employees, compensation increases must

.

1/ In the private sector, these two employee group-
ings are identified by reference to the Fair
Labor Standards Act, which stipulates provisions
for "exempt" and "nonexempt" positions. Non-
exempt or staff jobs are those which, because of
their routine nature, fail to meet the test for
exemption from the overtime requirements of the
Fair Labor Standards Act. Typically such jobs
perform secretarial, clerical or technical func-
tions.
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be more frequent and considerable within a smaller range
of job content than for professional positions.

Staff salaried jobs are not only compensated differ-
ently than professional positions, but are more limited in
scope and freedom to act than are professional-level jobs.
The emphasis, therefore, is on duties and skills, rather
than on broad accountability for end results. However,
the skills these jobs require should not be under-
estimated or inadeguately rewarded. The demand is high
for employees with such skills as is reflected in the
competitive compensation which must be offered to attract
and retain them.

For these reasons, the consultants determined that
the most meaningful salary compensation comparisons would
be achieved by differentiating AID Foreign Service jobs
in terms of job content distinctions for Professional
Level and Staff Level personnel.

Hay experience has generally established that a reason-
able "breakpoint" between Staff and Professional posi-

. tions is 280 client (P) job content points. For the pur-
poses of this study, therefore, Professional Level and
Staff Level are distinguished at the 2230 point threshold,
and are presented throughout in that fashion.

2. Staff Level Base Salary Policy

Chart 2 presents a scattergram and line of central

tendency for AID Staff Level positions. This scatter-
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gram is comprised of jobs in the FSS grades (between 275
and 228 P points). These jobs are from the secretarial
area, and include positions in both domestic and overseas
locations. Only 11 FSS jobs were evaluated below 275
points and, therefore, the conclusions from the Staff
analyses are somewhat limited. Nevertheless, at the
higher job content levels of the FSS group, the Chart
indicates a relatively tight dispersion of salaries for
positions with similar job content. For example, five
secretarial positions (classified at the FS5-4, 6 and 7
levels) are very similar in job content "weight" (268 to
275 P points), yet these are compensated at three diftfer-
ent levels. As discussed earlier, these conditions may
reflect either the legitimate effect of rank-in-person or
the less desirable circumstances of misclassification.

3. Professional Level Base Salary Policy

Chart 3 presents a scattergyram in P points and line
of central tendency for jobs at the Professional Level,
Here the dispersiom in job content for similar pay and the
disper:ion in salaries for positions of equal job content
are highlighted. The effect of the Federal ceiling on com-
pensation for jobs at FSR-1 and FSR-2 can also be observed.
This also accounts for the break in the line at 1056 points.
lowever, the effect ot rank-in-person is dramatically
portrayed on the horizontal axis, e.g., at $38,107, FSR-3's

range in job content from about 677 to 1096 points; at

- 72 -



HAY ASSOCIATES

$24,351, FSR-5's range in job content from about 432 to
775 points. Although rank-in-person is a fully accepted
and administratively responsible personnel management
approach, the consultants would suggest that the range
of job content at a given rank should be carefully and

consistently administered.
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C. STAFF LEVEL BASE SALAR™” COMPARISONS

The creation of lines of central tendency for both
Staff and Professional Level positions within AID's
Foreign Service permits a variety of compensation compar-—
isons. As discussed ecarlier, the ftay data base from which
all comparison data is derived is construc:ed upon the same
job content evaluation methodology as were all AID posi-
tions considered in this study. This, of course, acutely
sharpens the precision and meaning of comparisons between
the Agency for International Development and other public
and private entities.

As will be seen, the graphic presentations which fol-
low are built upon Hay Points (evaluated points which have
been correlated to achieve a consistent standard of com-
parison), although client (P) points (uncorrelated AID
evaluation points) are correspondingly shown.

With respect to the AID Foreign Service Staff Level
positions, the consultants identified three separate com-
parison groups which are appropriate for a meaningful
understanding of the nature, needs and relative market
position of the current FSS policy as represented by its

current tendency line:

e General Schedule Staff Positions

] Washington Metropolitan Area Nonexempt Salary
Survey

° Selected International Organizations

These three Staff Level comparisons are considered
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to be germane because of the implications of GS pay compar-
ability, the baseline similarity between private sector
nonexempt positions and those of the Foreign Service, and

a commonality of purpose and environment of International
Organizations and the Agency for International Development.

1. General Schedule Staff Level

Chart 4 presents the AID Staff Level base salary
policy against comparably cvaluated positions within the
General Schedule. The GS policy line was derived from Hay's
data base of evaluated GS positions, and, as mentioned
earlier, the salary levels employed are the midpoint of
range in GS grade as of October 1978. As Chart 4 depicts,
the entire AID Staff level policy runs consistently
ahead of the General Schedule, i.e., for identical levels
of job content, FSS base salaries exceed those of the Gen-
eral Schedule. The consultants suggest, however, that it
is appropriate at this juncture to appreciate certain sys-
temic conditions which are unique to the Foreigyn Service
and occur, in the main, at the Foreign Service Staff
level.

° The incumbents of the evaluated Foreign Ser-

vice Staff positions must have the capacity

to "transfer between cultures," e.g., a career
will typically encompass job assignments in
multiple locations. This is a characteristic
which is not commonly found at the Support
levels throughout the Federal Government.

° The demands of an assignment abroad warrant

at the very least recruitment standards and

levels of compensation adequate to meet this
need.



5(.

7

CHART 5

Agency for International Development

WASHINGTON METROPOLITAN APIA NOUEXDNPT LALARY

35 35

30 30
=)

S 25 25
@
w
@<
<
-
-

2 20 20
[a
-
<
2
2

Z 15 15
<

10 10

5 5

© HAY ASSOCIATES 1979
25 50 75 100 125 IjO
Client Points P = 61 122 182 243 304 365

HAY I

HAY ASSOCIATES
WASHINGTON, D.C.



HAY ASSOCIATES

The conmparison between ATD Foreign Service and Gen-
eral Schedule Staff Level positions is appropriate and
necessary since both are components of the Federal statu-
tory pay system. However, for a comparison to be meaning-
ful, the characteristics of the comparlison ¢roup nust be
recognized in order to fairly distinqguish an otherwise
comparable job content comparison. With respect to the
AID FSS positions, competent performance and acceptable
levels of overseas adaptability are best attained through
the recruitment of Staff Level personnel, especially in
the secretarial category, with substantially higher levels
of educational achievement than would normally be required
or generally found in the Federal establishrent. Similarly,
the cumulative experience of AID operations gained through
continuous reassignment of Staff personnel betwecn Washing-
ton and missions abroad suggests an impetus for AID to
legitimately seek ways to retain this institutional exper-
ience. This is a valid consideration for other Federal
agencies, but it would appear to be less significant given
the constancy of location in Washington. Lastly, FSS hir-
ing practices generally have a national as well as a local
orientation.

2. Washington Metropolitan Area Nonexempt
Salary Survey

Chart 5 compares the AID Foreign Service Staff Level
positions to the nonexempt salary practices in the Greater

Washington Area. This comparison group is derived from Hay's
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Annual Nonexempt Salary Survey which is conducted in spon-
sorship with the Washington Personnel Association. The
participating companies represent the business, financial
and non-profit institutions which form the Washington com-
mercial community; and a list of these participants is
found in Volume II, Appendix H.

The utility of this comparison is two-fold:

° It recognizes the fact that, ir our economy,
the support level or nonexempt salary prac-
tices, are, unlike professional or exempt
levels, influenced by local rather than
national market practices. This is due in
great part to the recognition that positions
at this level are generally recruited locally
and incumbents inherently tend to move between
similar job opportunities in the same locale.
Consequently, the market practices of a par-
ticular jurisdiction are traditionally and
properly looked at as the controlling in-
fluences upon hiring and promotion levels.

° It serves to highlight the differences be-
tween two groups (AID Staff and GS Support)
which would otherwise quite properly be seen
as similar and suitable for comparison.

As can be seen on Chart 5, the AID Foreign Service
base salary policy line is found between the Q3 and the
High of the Washington nonexempt practice -- a very com-
petitive position in private sector terms. It is appro-
priate to again observe, however, certain inherent dif-
ferences between the AID Foreign Service Staff Level
and those nonexempt positions represented by the Survey
group. Given AID's requirement to seek Staff personnel

with a substantial educational background and ability to

adapt to multiple cultures, there is a clear distinction
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'

between the needs of the local market and this particular
governmental entity. Although the Pay Comparability Act
considers private sector comparisons to be useful and valid
in determining Federal pay, a local market comparison with
private sector personnel at the same level nay not be en-
tirely appropriate for such Foreigyn Service personnel. If
AID were a private sector entity, its special needs and
characteristics might lead the consultants to recommend a
Staff Level practice at the Third Quartile. Our exper-
ience has established that this is a competitive position
whicn appropriately permits management to hire, motivate
and retain its employees. Since AID is a public institu-
tion, the consultants would urge that position classifi-
cations, institutional needs, and recruitment capabilities
be closely examined in order to properly assess the effi-
cacy of its market position.

3. Selected International Organizations

A third comparison is against the composite base sal-

ary practice of General Service (Support Level) personnel

of selected International Organizations found in Washington,
D.C.: the Inter-American Development Bank, the World Bank
(IBRD), the Organization of American States (OAS), and the
United Nations as represented by the Pan American Health
Organization (PANO). These organizations have, to some
degree, a similarity of purpose to that of AID -- develop-

ment assistance -- and indeed, for many of the employees
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encumbering General Service positions, a job in Washington
constitutes an overseas assignment. It is also clear, how-
ever, that these International Organizations possess the
private sector's ability, unlike the Federal system, to
compensate employees in a fashion unencumbered by the
restrictions of the General Schedule. As Chart 6 illus-—
trates, compared with this international group, the AID
Foreign Service Support personnel are slightly below the
Third Quartile market posture. If AID were a private sec-
tor entity, the consultants would suggest again that posi-
tioning around the Third Quartile might be an appropriately
competitive level and that, in this particular circumstance,
a policy located at or slightly above Q3 is a suitable re-

sponse to market practices given AID's special staff needs.
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D. PROFESSIONAL LEVEL BASE SALARY COMPARISONS

Looking next to the Professional Level, three major
analyses are presented. - The General Schedule again is
clearly an appropriate point of comparison since the AID
is part of and structured by the Federal pay schedule and,
upon occasion, Professional Level personnel undertake
tours of duty in other Federal departments and agencies.
A second comparison is made with the nationwide salary
practices of a broad sample of private sector organiza-
tions termed American Business. Presented in conjunction
with this latter comparison group is an analysis of AID
Foreign Service practice relative to a selected sample
of U.S. multinational companies. Finally, a comparison
is made between AID and selected International Organiza-
tions.

1. General Schedule Professional Level

Chart 7 presents AID's Foreign Service Professional
Level policy against the General Schedule base salary policy
for professional positions. As in previous cumparisons,
both populations were evaluated on the basis of job content
using standardized methodologies, and the salary levels
for each were established by using the midpoint of range
in grade. As can be seen, the AID/FSR Professional Level
base salary policy intersects the General Schedule policy
at the lower end of the job content continuum (approximately

180 H points). However, the AID policy then falls below
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that of the General Schedule and grows consistently less
competitive until the statutory pay ceiling takes effect.
Beyond 180 H points, the AID line is markedly influenced
by the introduction of FSR-4, -3, and -2 positions which
control the practice up to 420 H points. Beyond that,
the statutory ceiling is simply interpreteu co mean that
at comparable job content levels the AID Foreiqn Service
Professional positions are compensated commernsurately
with their job content counterparts in the General Sche-
dule. Between 420 and 980 H points, the Chart does not
distinguish salary differences because of the pay cap.

2. American Business Exempt Level

Looking next to the U.S. private sector, Chart 8 pre-
sents the practices of the American Business community as
represented by the 306 multisectoral companies that partici-
pated in Hay's 1978 Cash and Noncash Compensation Surveys.
(The participants range from AT&T to Zenith; and a complete
listing is found in Volume II, Appendix I.)

As with every Hay compensation comparison, all jobs
comprising the data base have been evaluated and standarized
using like methodologies. The dashed line, denominater M,
represents the base salary practice for 13 selected multi-
national companies (listed in Volume II, Appendix J). The
consultants have highlighted these multinati nals to estab-
lish that each of the 13 companies participate in all cash

and noncash private sector comparisons employed in this
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study. Consequently, their compensation practices, like

those of the AID, can be independently noted at each addi-
tional level of compensation an:lysis. They are also iden-
tified to establish their hase compensation practice vis-a-vis
the American Business survey group in its entirety, i.e.,

they are large, representative multinational companies

which understandably compensate at competitive levels
throughout their structures.

Chart 8 shows that against the American Business sur-
vey group, the AID Foreign Service Professional Level base
salary policy line closely parallels the Third Quartile (Q3)
survey practice up to approximately 420 H points. The 03
market posture is slightly above the average practice of
the selected multinational companies (M) u» to approximately
300 H points, where the multinational practice exceeds the
Q3 and maintains that position throughout the remainder of
the job content spectrum. After about 420 H points, the
artificial statutory ceiling takes effect, and the AID
Professional Level policy line -- composed entirely of FSR-1
and -2 -- begins slightly above the average of multinational
companies; however, job content increases quickly carry the
line below the multinational companies' average, and the
Q3, Average, and Ql of American Business. The uncompeti-
tive nature of the Professional Level policy ait FSR-2 and
-1 is a constant fact of Federal life at that level; and

this effect will be consistently depicted throughout the
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Professional Level comparisons.

Chart 8A presents the same results as Chart 8 for posi-
tions in the 100 H to 600 H point range only. This Chart
permits a closer examination of salary practices for these
positions.

3. Selected International Organizations

The final comparison is against the composite base
salary practice of professional personnel in selected Inter-
national Organizations {IQ). (This comparison group is
essentially the same as presented in Chart 6 for Support
Level positions, and includes the Inter-American Develop-
ment Bank, the World Bank, the Organization of American
States, and the United Nations.) Chart 9 compares the AID
Professional Level policy with the average pay practice
for this international group. The Chart illustrates that
the AID policy falls approximately 22% below the IO prac-
tice at the low end of the job content continuum and then
moves consistently closer to the IO practice until, at
approximately 420 points, it almost interesects the IO
practice. Again, thg effect of the statutory pay ceiling
begins at 430 H points where the AID policy is approxiately
8% above the IO practice (e.g., at 600 1 points, the AID
policy is approximately 7% below the IO practice). Over-
all, AID is consistently competitively disadvantaged

against this group.
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E. TOTAL CASH COMPENSATION COMPARISON

Total Cash Compensation is comprised of base salary
plus incentive/bonuses paid in cash, and the following graphic,
Chart 10, depicts this level of compensation for the same
American Business survey group presented earlier. Total
cash is a compensation practice which, until the enactment
of the Civil Service Reform Act with its pay-for-performance
concept, was found only in the private sector. Today, a
large number of U.S. industrial companies include a bonus
policy as part of their cash compensation program while
few of the non-industrial companies do.

Looking to Chart 10, the incentive/bonus generally
begins to influence the survey group compensation levels
at about 400 H points; and a substantial impact of bonuses
on the cash compensation of private sector professionals
occurs in the average bonus at 1000 H points, which Hay's
1978 survey revealed was 32% of base salary.

Incentive/bonus amounts are generally related to com-
pany practice and individual performance, and normally are
fashioned by a pre-established formula. For example, a
company may establish a formula which provides for a $2
million bonus fund for having achieved 132% return on invest-
ment. This amount would then be distributed to all execu-
tives eligible on the basis of their personal performance.

With respect to Chart 10, the overall effect of the

addition of a bonus payment to the survey group base com-
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pensation is a slight modification of the competitive pos-—
ture of the AID Professional Level up to about 450 H points.
At the FSR-1 and -2 level, the impact is more obvious --
the AID line is, in private sector terms, only competitive
between 450 and 520 H points, after which it moves below

the American Business Average, and concludes approaching

the Low line. Chart 10A presents the same results for
positions in the 100 H tc 600 H point range only, permit-—
ting a better appreciation of the compensation differences

at those levels.
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VI. TOTAL REMUNERATION COMPARISONS

A compensation program includes more than base salary
and, in some cases, incentive/bonuses. A significant por-
tion of the total compensation program (and therefore the
total compensation dollars spent) is provided in the form
of employee benefits; and a recent survey of 743 businesses
by the U.S. Chamber of Commerce indicates that, on average,
benefits now total 36.7% of payroll. Therefore, to properly
assess a compensation program, Hay believes it is proper
and meaningful to compare all elements, a major aspect of
which is employee benefits.

Such employee benefits generally include life insur-
ance, medical and disability insurance programs, retire-
ment plans, sick leave, holidays and vacations. For pri-
vate sector executives, they may also include special items
sonetimes referred to as "perquisites" such as company-provided
automobiles, club memberships, and so forth. By adding the
compensation provided through employee benefits to the cash
compensation paid (salary plus incentive/bonuses) the con-
sultants are able to reach a comparison of the Total Remun-
eration provided domestically. In the opinion of the con-
sultants, this is the most appropriate measure to use in
comparing compensation pPrograms since it includes all ele-
ments of compensation for which the employer incurs costs

and the employee receives value.
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A. METHODOLOGY

In order to achieve a meaningful comparison, an appro-
priate compensation "value" must be placed on the various
employee benefits offered. The first measure which Hay
Associates  .isidered when it pioneered the development of
Total Remuneration comparisons some years ago, was the
"actual" costs incurred by employers for each benefit pro-—
vided. However, closer examination of those costs indi-
cated that they are not always representative of the level
of benefits provided to the employees, €.g9., two companies
with identical life insurance programs were incurring sub-
stantially different costs. This was due to a number of
factors, among which were the average age of the employees
insired and the insurance purchasing "ability" of the two
employers. By "standardizing" the factors which impact
on the cost without impacting on the value of the benefit
to the employees Hay was able to establish compensation
values for each benefit and permit meaningful comparisons
while being representative of the employer cost for such
benefits in a typical U.S. company.

It should be noted that the Office of Personnel Man-
agement (OPM) is now designing a total compensation com-
parability system which is quite similar to the one Hay
has employed for a number of years. The principal dif-
ference between the two systems is that OPM bases its "stan-

dardized costs" on the costs to the Federal Civil Service
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if they were to adopt the benefits program of each employer
in the comparison group, whereas the Hay Benefit Valuation
System is based on the costs to an average U.S. employer.
However, based on Hay's experience in the utilization of
different "standards," we would expect the compensation
“value" of the AID/State Service benefits program to main-
tain the same position relative to the benefit programs

in our comparison groups when using the OPM or Hay system.

A discussion of the Hay Benefit Valuation System and
the representative values for the various benefits in the
system are given in Volume II, Appendix K.

Lire its data on cash compensation practices, Hay has
also obtained from the 30€ American Business Companies (pre-
sented in Chart 8) detailed information on their employee
benefits frowm which compensation values were established
utilizing the methodology just described. The consultants
followed this same procedure in valuing the Civil Service
and AID benefits programs; and Volume II, Appendix L sum-
marizes the benefits provided by (a) the American Busi-
ness Survey participants, (b) the 13 selected multination-
al companies, (c) the Federal Civil Service, and (d) AID.
Since a number of benefits, such as sick leave and pensions,
are related to salary or total cash compensation, the values
were established at the appropriate compensation levels
applicable for each organization at specified levels of Hay

evaluated job content.
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The compensation value for the total benefit program
at each specific level of job content was then added to
the compensation practice at that job level (base salary
Or total cash compensation, as applicable), to obtain a
Total Remuneration practice for each organization in the

comparison group as well as for AID.
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B. GENERAL SCHEDULE SUPPORT LEVEL

Chart 11 provides a comparison of the Total Remuner-
ation for the Support Level positions in the Civil Service
and AID Foreign Service. Included in Total Remuneration
are the base salary policies shown on Chart 4, plus the
compensation value of employee benefits as calculated by
Hay.

As the chart indicates, AID's Total Remuneration is
slightly higher (or improved) relative to the GS base sal-
ary policy comparison (Chart 4). This is due to the fact
that although the AID Foreign Service benefits are gener-
ally identical to the Civil Service benefits, the Foreign
Service Pension Plan (in which AID participates) is more
generous than that of the Civil Service. This difference
is reflected by the fact that AID's Staff Level Total
Remuneration policy is approximately 17% higher than the
GS practice at all levels of job content addressed in
this study.

The differences in the Civil Service and Foreign Ser-
vice pension plans are found in (a) the benefit formula,
with the Foreign Service plan providing 2% per year for all
years of service while the Civil Service plan provides less

than 2% per year for the first 10 years of service and (b)
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the

actuarially expected retirement age, 1/ 60 for most

Foreign Service employees versus 62 for Civil Service.

The actuarially expected retirement age is technical
terminology for the age at which an employer normally
expects employees to retire. It also represents the
age at which an employee may retire on a full accrued
pension, although many pension plans now offer full

pensions prior to expected retirement age, subject
to certain conditions.
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c. GENERAL SCHEDULE PROFESSIONAL LEVEL

Chart 12 provides a comparison of the Total Remunera-
tion for the Professional Level positions within AID and
the General Schedule. Again, Total Remuneration includes
the base salary policies shown on Chart 7 plus the compen-
sation value of employece benefits as computed bv the Hay
Benefit Valuation System.

The chart indicates that AID's Total Remuneration for

its Foreign Sevrvice Professional Level positions is slightly
higher relative to the GS base salary policy comparison.
As noted carlier, this is due to the fact that the Foreign
Service pension plan is more generous than the Civil Ser-
vice pgnSion plan, and the effect is most clearly seen at
the statutory plateau.

Consistent with earlier findings, however, AID remains
competitive with Civil Service, only until about 180 H
points and progressively less competitive through 420 H
points, above which AID is slightly higher than GS because

of the statuteory plateau in base salary.
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D. AMERICAN BUSINESS EXEMPT LEVEL

Chart 13 provides a comparison of the Total Remunera-—
tion practice for Professional Level employees of AID ver-
sus the range of practices of American Business as well
as the average practice of the selected 13 multinational
companies. The Total Remuneration depicted includes the
Total Cash Compensation policies/practices shown on Chart
10, plus the compensation value of employee benefits.

Up to 450 H points, the Chart indicates that AID's
Total Remuneration policy is approximately the same rela-
tive to the American Business practice as AID's base sal-
ary policy is relative to the American Business Total Cash
Compensation. This reflects the fact that the Foreign Ser-
vice benefit program (which is the same for AID and State)
is of equivalent employer-paid value to the average Amer-
ican Business programs for those positions levels.

Up to 250 H points, the AID policy parallels the Q3
of American Business, but then falls to slightly above the
average of American Business up to 450 H points. Above
450 H points, AID's Total Remuneration policy is notice-
ably better relative to the American business practice than
its base salary practice is relative to the American Busi-
ness Total Cash Compensation. However, its position after
about 560 H points is again progressively less competitive.
The relative improvement is due to the fact that Foreign

Service benefits are substantially more generous for those

- 93 -~



HAY ASSOCIATES

position levels than those provided by American Business.
This is clearly reflected in the compensation value placed
on the AID benefits versus the value placed on the average
American Basiness benefits. For example, for an individual
earning $45,000 per year, the compensation value of the
Foreign Service and average American Business benefits repre-
sent 37.5% and 33.0% of earnings, respectively. This result
is particularly interesting in light of the fact that per-
quisites (such as cars, clubs, etc.), which are often pro-
vided to American Business executives at that earning level,
are not generally available to AID personnel.

The reason that the Foreign Service benefit program
is equivalent to the average program of American Business
at the lower job levels, yet better at the higher job levels,
is due to the mix of benefits. At the lower levels, the
higher pension plan value of AID is balanced by the large
employer-paid medical plan value of the private sector.
While the medical plan values are the same at all levels,
and therefore the difference in such value between the
AID and American Business is constant at all salary levels,
the'pension p%an$ are salary related and a pension value
difference dfiS% of pay has therefore much yreater value
at higher base salary levels.

The position of the AID Foreign Service Professional
Level Total Remuneration relative to the 13 selected multi-

national companies is of interest. Chart 13 shows that the
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AID's Total Remuneration policy is equal to the selected
multinationals' practice up to approximately 250 H points,
but becomes progressively less competitive up to 450 H
points where the AID practice is 7% lower than the multi-
nationals' average practice. At the statutory ceiling,
the AID position begins above the average of the selected
multinationals but gradually loses ground up to 500 H
points where the two practices are equal. Thereafter, it
becomes less and less competitive so that at about 900
points, AID's Total Remuneration practice is 87% below the
selected multinationals' average practice due to the statu-
tory cap on base salaries.

Chart 13A presents the same results as Chart 13 for
positions in the 100 H to 600 H point range only, permitting
a better appreciation of the compensation differences at

those levels.
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VII. FINDINGS AND OBSERVATIONS
A.  BACKGROUND

Since its inception as the Marshall Plan more than
thirty years ago, AID and its predecessor agencies have
been possessed of a dual personality and all the contra-
dictions which follow. On one hand, AID has been and re-
mains a full member of the U.S. foreign affairs community
through its special relationship with the Department of
State. On the other, through legislative enactment and
uniqueness of mission within the Federal establishment,
AID has in many ways resembled an independent agency.

Over the years, AID's personnel management structure and
environment has evolved in response to both these insti-
tutional features. Although the recent legislative reas-
signment of AID to the IDCA jurisdiction gives support to
its quasi-independent'identity, the continued applicability
of the Foreign Service Act sustains the special AID-State
relationships, especially in the areas of human resource
management.

It is apparent that AID is the only U.S. Government
entity charged with the development and implementation of
U.S. development assistance. This singularity of purpose
joins a uniqueness of circumstance -- overseas service --
to create a personnel management environmentAdissimilar to
most other governmental entities:‘yrank-in—pefsén; the

problems associated with the high”mobility and reassignment
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timetables; multiple classification systems; and the cir-
cumstances attendant to living and working in various over-
seas environments. In particular, all of the AID posts
are in developing countries. As a consequence, AID per-
sonnel assigned overseas are frequently granted hardship
differentials. The consultants are sensitive to the his-
tory and characteristics of AID; and this study has exam~
ined a number of personnel management conditions which
are a consequence of such an environment. It must be em-
phasized that personnel issues in complex institutions
like AID are rarelv one-dimensional or of recent origin.
The consultants, therefore, urge that particular circum-
stances or potential problem areas identified by this
study are due a considered response, i.e., an apprecia-
tion of all contributing factors leading to constructive,
scaled institutional solutions in a reasonable period of

time.
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B. LINKAGE AND COMPENSATION FINDINGS

This study for the Agency for International Develop-

ment was built upon the methodological evaluation of 64

AID Foreign Service positions statistically selected from:

) two current classification systems -- FSR and
FSS;
° at selected grade levels -- sampled grades

account for 93% of AID's Foreign Service
population worldwide; and

) between the major functional areas and special-
ties -- the 13 Backstop codes selected account
for 81% of all AID Foreign Service incumbents
(87% after adjusting for grade exclusion). 1/

This comprehensive approach was undertaken to permit

three different analyses addressing the reward mechanisms

of the AID's Foreign Service system.

1. Linkage Analysis

This statistical technique utilized the FSR and FSS
job content evaluations to determine if there is a com-
parability (linkage) of job content between selected Gen-
eral Schedule and AID Foreign Service grades. The Hay
approach responds to the intent of the Pay Comparability
Act, and has been employed for this purpose elsewhere
within the Federal Government.

With respect to the Foreign Service Reserve Officer

level, this analysis concluded that links or grade/content

1/ Namely, the 13 Backstop codes selected account for
87% of all incumbents in grades FSR-1 to FSR-6 and

FS5-4 to FSS-7.
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relationships clearly exist between FSR-1 and GS-18; and
FSR-4 and GS-14. A relationship of similar difficulty
was also found between some FSR-2 jobs and the lower band
nf GS-18. FSR-3 positions were found to be less diffi-
cult than GS-15 positions but more difficult than GS-14
positions. FSR-3 is better positioned at GS-15 than
GS-14, although no FSR-3 to GS-15 link was found. FSR-5
positions linked to both GS-13 and GS-12, due to the rela-
tively large range in difficulty of jobs in FSR-5. How-~
ever, FSR-5 is better positioned at GS-12. The median
FSR-5 job difficulty is almost identical to GS-12.

The relatively large ranges of job difficulty found
for FSR-5, FSR-3 (uncorrected), FSR-2 and FSR-1, together
with the overlap between grades that is found at every
step, suggest, inter alia, possible historical classifi-
cation errors or problems associated with inadequate job
documentation (position descriptions).

Due to their overlap, FSS-6 linked to FSS-7, and
both linked to GS-7. However, the median job difficul-
ties found suggest the FSS-6 is better positioned at GS-8,
while FSS~7 is better positioned near GS-6.

A precise relationship between the two classifica-
tion systems (FSR and FSS) and the General Schedule was,
as anticipated, difficult to establish, especially at the
Staff Level. This resulted from the wide range of job

content which was found to exist in both the GS and AID
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Foreign Service systems. The linkage findings, however,
lead to three observations:

° A preliminary basis for establishing a relation-
ship (and/or the integration) of the two AID
Foreign Service pay systems (FSR and FSS) has
been developed.

°® A valid relationship with the General Schedule
has been identified at particular levels,
especially for the FSR system.

® A need exists for a selective examination of
Foreign Service job definition and classifi-
cation. Specifically, it appears that poten-
tial problems may exist in the following areas.

- Maintaining accurate and current
job descriptions for all positions,
especially those FSR and FSS in
ATD/Washington, and those FSS slots
overseas which may be held by officers’
dependents (about 30 positions).

- Classifying FSR and FSS positions
accurately, in view of the large
ranges of job content within grade
levels and the intergrade overlaps
found.

2. Cash Compensation Analysis

The assessment of AID Foreign Service job content and
pay in relation to a variety of survey data was undertaken
to examine the competitiveness or comparability of AID
Foreign Service compensation. With respect to the AID
Foreign Service system as a whole, the degree of vertical
and horizontal "dispersion," i.e., the differences in job
content at identical levels of pay, raises questions about
internal equity. However, traditional personnel practices
within AID, coupled with well-established external influ-

ences, may account for these initial observations:
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o Rank~in-person is, by intent, a flexible per-~
. sonnel management approach which responds to
special organizational needs, such as high
mobility, which 1s a key consideration in the
U.S. Foreign Service personnel system gener-
ally.

° The statutory salary compression obviously
contributez to government-wide discontinui-
ties in personnel relationships, and this is
no less significant within AID.

° Market practices also tend to affect salary
levels, especially for secretarial and cleri-
cal positions.

With respect to the issue of external competitive-
ness or comparability, AID Foreign Service positions were
examined at two levels -- Professional (FSR) and Staff
(FSS) ~- in order to meaningfully equate these positions
to other appropriate sectors and markets. 1In terms of
base salary policy, the Foreign Service Staff Level is:

° slightly but consistently ahead of the Gen-
eral Schedule;

° competitively positioned against the Wash-
ington Metropolitan Area Nonexempt Salary
practice; and

° slightly less competitive with respect to
selected International Organizations (IO),
but approaching the third quartile.

Such findings of competitive positioning relative to
the above data bases would, in the private sector be re-
garded as most appropriate since a legitimate organiza-
tional objective is to hire, motivate and retain employees.
These should be no less significant in the Foreign Service

given AID's personnel needs at this level, which, in them-

selves, substantially distinguish the FSS cadre from these
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comparative groups:

) Staff Level employees, unlike their counter-
parts in either sector, serve abroad; and

° Recruitment standards are unusually high to
ensure, among other things, overseas adap-
tation.

An assessment cf FSR positions was made with similar-
ly evaluated positions in both the General Schedule and
the U.S. private sector as represented by Hay survey data
from the industrial, financial, and service sectors through-
out the nation. Against the General Schedule, AID's FSR
base salary policy begins slightly ahecad of the GS pro-
fessionals but quickly moves below the GS average. This
latter position reflects greater job difficulty at com-
parablé levels of pay and would, in the private sector,
be regarded as slightly less competitive. In comrarison
with the American Business survey data, AID Professional
Level positiors are competitively positioned until about
600 H points where the FSR policy nears the survey aver-
age. The effects of the statutory ceiliny, however,
sharply distinguish AID Foreign Service from the private
sector; and the greatest portion of the AID policy at
the statutory plateau falls below the market average.

At the most senior job content levels, the AID practice
approaches the private sector low line.

In comparison with selected International Organiza-
tions, the AID Professional level positions are falling

considerably below the IO average practice, until

- 102 -



HAY ASSOCIATES

approximately 420 H points where the AID policy almost
intersects the IO practice. Again, the effect of the
statutory pay ceiling at AID is beginning at 430 H points,
where the AID policy is approximately 8% above the I9
practice. However, as job content increases at AID, the
policy falls below the IO practice (e.g., at 600 H points,
the AID policy is approximately 5% below that of the
International Organizations).

With respect to the comparison of total cash compen-
saticn -- base salary plus incentive/bonus paid in cash
to private sector professionals =-- the competitive base
salary posture of AID FSR is modified to some degree,
The private sector utilization of this compensation ele-
ment is emphasized by the fact that the average bonus (at
1000 points) was 32% of base salary. The impact of this
additional element is empahsized at the salary ceiling
where AID's Professional Level policy is increasingly less
competitive.

3. Total Remuneration Analysis

The Foreign Service Benefits Program (in which AID
participates) is slightly more generous than that of the
Federal Civil Service because of the higher benefit for-
mula and earlier retirement age under the Foreign Service
pension plan. At the lower FSR level positions, the AID/
Foreign Service program is of comparable employer-paid

value to the average benefit program of the private sector,
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while at the more senior levels, the Foreign Service Bene-
fit Program is of greater employer-paid value than the
American Business average. This suggests that the lack of
perquisites (such as cars and clubs) which are often pro-
vided to private sector executives (but not to those in the
Federal Government) are balanced by the more generous bene-
fits, particularly retirement, provided by AID.

In terms of Staff Level Total Remuneration (base sal-
ary plus benefits) the AID compensation level is approxi—
mately 17% higher than the Civil Service. At the Profes-
sional Level, the AID compensation level is cdmpetitive
with the General Schedul. (GS) only until about 180 H
points- and progressively less competitive through 420 H
points. At 450 H points, AID assumes a competitive pos-
ture vis-a-vis the Civil Service, due to the benefits'
program differential.

Relative to the American Business average, the AID
Foreign Service policy is slightly higher up to about 450
Hay points. At 450 Hay points they are well above the
average American Business practice, but from that point
the AID policy flattens because of the cap in sala;ies

and thereafter becomes increasingly less competitive.
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C. OTHER OBSERVATIONS

Although the linkage and compensation findings are
the anticipated end results of this study, several addi-
tional observations are worthy of note. The in-depth
evaluation of AID Foreign Service positions by the 10 mem-
ber committee produced useful findings about the nature
and difficulty of jobs at AID as well as several disquiet-
ing features of related agency procedures. Essentially:

° AID job difficulty at certain levels, e.g.,

FSR-1, was found to be greater than some
United States Government counterpart posi-
tions; and

° The less competitive posture of AID's Foreign

Service Salary practice vis—-a-vis the General
Schedule is a direct result of the job content
findings at the FSR-3, -4, -5 and -6 levels.

The foregoing content and compensation findings draw
some interesting distinctions'betWeen‘AID and the Federal
community. It must also be noted‘thafubyefséas factors,
such as mandatory reassignment, living conditions, and so
forth, in no way contributed to these findings. However,

mpéct upon the AID

they too, in som§ Q§y§  if
Foreign Service QQ£. I"“”“ _ §ﬁéy do in the De-
partment of State) éﬁé*hugt; aqknoﬁledged.

The precision of ﬁhé éhéthiéitechniques employed
by the consultants also reveéieé‘a numbet‘of unanticipated
linkage anomalies, i.e., some,AID jqb grades were found to
be out of synchronization with.tﬁé*éS;QYStem. There are a

number of interrelated explanatiﬁnéyfgr,this, each of which
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is meritorious to some degree
) Many AID Foreign Service positions are, because
of initial job design or evolution, less diffi-
cult than GS counterparts;

° Misclassification, however, it occurred, cer-
tainly accounts for many of these discontin-
uities; and

. Inadequately prepared and maintained job state-
ments probably are a principal contributor to
this condition.

The consultants suggest that all the foregoing are

to some degree valid, but that the state of AID Foreign
Service position descriptions must be immediately reviewed.

The Job Evaluation Committee,ﬂcomposed of senior AID per-

sonnel from throughout the Agency, independently concluded

that job content statements were n themselves, insufficient

The consultants urge tha ,as a first step in response

to the findings of this repor th fAID position descrlpelon

procedures --— preparatlon;f" ,content,'updatlng,’etc.'

-~ be immediately examined’t etermlne the extent of the

deficiency. Such an 1n1t1at~ve 1s“also the most approprl—

ate procedural respOnse o the! recent designation of For—

ID/Washlngton, will measurably
nd assignment procesé;

and may, in fac a resolution offﬁhe

ied by this sgué§57

could selectively_ekem;qee;he;‘obfdonteﬁtmdocumentatldﬁe
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and assign job "weights" or points to each position. The
use of a quantitative method of job content measurement
has proven to be a sound and defensible method for both
classifying positions and checking the precision of a
classification system. A sound basis would then exist
for the internal integration of AID's two Foreign Service
pay systems (FSR and FSS) if desired, as well as the er
ternal integration of positions and grade systems ﬁhfoUgh-
out the foreign affairs community, as appropriaté}H'Suéh
an approach to classification (or integration) is ﬁlti—
mately most suitable because it establishes internally
equitable relationships through a participatory and fully

explicit process.

- 107 -



HAY ASSOCIATES

VIII. REFERENCESS

Hollander, M. and Wolfe, D. A. Nonparametric Statistical
Methods. New York: John Wiley & Sons, 1973.

Pappas, L. D., Fisher, Jr., A. H., Doren, M. J. A Compar-
ison of the Civil Service Classification System

and the Hay Method of Job Evaluation. Washington,
D.C.: Hay Associates, 1976.

Pappas, L. D., Fisher, Jr., A. H., and Martin, Jr., F. B.
An Analysis of Selected Linkages Between Mili-
tary and Civil Service Occupations, Volume 1.
Washington, D.C.: Hay Associates, 1976.

Siegel, S. Nonparametric Statistics for the Behavioral
Sciences. New York: McGraw-Hill, 1956.

Hay Associates. A Study to Assist the Department of State
in an Evaluation of the Compensation System of
the United States Foreign Service, Volume 1.
" Washington, D.C., 1979.

- 108 -



Atlanta
Auckland
Barcelona
Birmingham
Bogota
Boston
Brussels
Calgary
Capetown
Caracas
Chicago
Dallas
Dublin
Dusseldorf
East London
Edinburgh
Frankfurt
Glasgow
Hartford

44 A

VOLUME II

K SEHGER TG b
~LMEHA G

A STUDY TO ASSIST THE

OF ITS COMPENSATION SYSTEM

AGENCY FOR INTERNATIONAL DEVELOPMENT

IN AN EVALUATION OF SELECTED ASPECTS

Helsinki
Houston
Johannesburg
Kansas City
London

Los Angeles
Lyon

Madrid
Manchester
Melbourne
Mexico City
Milan
Minneapolis
Monterrey
Montreal
Newcastle-Upon-Tyne
New York
Paris
Philadelphia
Pittsburgh
Port Elizabeth
Rio de Janeiro
San Francisco
Sao raulo
Seattle
Singapore
Sydney
Toronto
Utrecht
Vancouver
Washington, DC
Wellington
Zurich

Prepared for the
Agency for International Development

Pursuant to

March 1980

HAY ASSOCIATES

Contract No. AID/otr-C-1766

Member - The Hay CGroup
1100 Seventeenth Street
Washington, D. C.

/L]



HAY ASSOCIATES

APPENDIX/VOLUME II1

Hay Capabilities

Sampling Analyses

Linkage Sample Distribution by Grade and Backstop Code
Hay Guide Chart Method of Job Evaluation

State Department Guide Charts

AID TForeign Service Evaluations

Midpoint Salaries as of October 1978

Participants, 1978 Hay Washington Metropolitan Area
Nonexempt Salary Survey

Participants, 1978 Hay Cash Compensation/Noncash
Compensation Survey

Selected Multinational Companies
Hay Cash Equivalent Benefit Values Method

Summary of Foreign Service, General Schedule, American
Business and Selected Multinationals' Benefits

/]



BEST AVAILABLE DOCUMENT

/1!

Hay-Huggins
Research
HEWITT

Hay-Huggins

e Benefits

Management Continuity

Banking
WALEK

Implementation

A = Hay Policy Committee
& = Compensation Committee

West South Washington D. C. North Canada North Europe South Europe Australasia Japan Latin America Brazil
_lnsu_r’:nc_e BULL STIX WIMER BELLAK MOFFETT YOUNGER BELL! KERR McCLOSKY MORFIN OBERTANCE
BAKER AA A A A A A
Chlcago—Porat Atlanta—Muelter Lebedev Bosten—Balrd Central-Matthews Brusseis-Weekes Madrid—Illueca Melbourne—Clark Bogota-Otio! Rlo de Janerio~
Health Care Dates Philadelphla—Quinson N New York—Beliak Toronto Frankfurt-Tuckman Barcelona—Comas Sydney-Drakeford Caracas—-Valie S0 Pauie—
————— Keane Simpson Dver Eastern—-Guibeault Helsinki-Evokari Milan-Pclilzzonl Wellington - Roberts Menico City-Tercern
ROARK Dallas-Erickson Nadel Montreal Londun—~Anderson Paris—Belli Auckiand Martinez
Britz Ryterband Western—Horn Crofton Monterrey~Pozes
Decherd Plttsburgh—Jacabs Calgary Rawlinsan
e 3Semirars/Training Kansas City —Grant Rosenfeld Vancouver Dublin~Kingham
* VP Personnel Los Angeles-Nash Edinburgh-McBride
oEFP Menneapolis—Dutf Manchester—Murry
sLEQ San franaisco-Lipp Utrecht-Budde
sCommunications Seattle-Quay L
R International {nternational
U.S.A. Operations fo) i (0] i
STIX perations perations
{ B \ ) N
AA AADINSMORE . SMOLINSKY
OPERATIONS Planning Managing Partner
Finance ROCK EMPHASIS CHART
CENTERS & BUSINESSES FIERO a
Reward
Management
SYM-SMITH
AL
T
!
|
REWARD | . HUGGINS
- h . . MSL ABS
MANAGEMENT Surveys | Ha;:;ii'sn:n!:“a Actuarial [Pension Business Strategy \Rdis::;:] fg: Academia ROSFF POLICY
. h e
POLICY RISRDAN ] BURRALL FIERO INGSTER
PORTER GORDON LONG BOARD
BOARD | aa TURBERG A
e HCC | o HRMS * SMITH o Business Planning e Climate e Selection
e NCC Lo e — o HEARST ¢ Organization Design o Market e Recruitment
e ECC —[ e MUDRY e Maragement Development s Social e OCrganization
o Quality Assurance .




_ : Feckiroiad ""’"’] o
i |

R
Sl

emprone=,

T e e v

J"“ &’//—-“'_'"

i

‘ 4::-n (N3
NEEN
R TARE
L

SR HAY ASSOCIATES

P w/} ‘ / / !



MANAGING IN THE 80's

Successful management in the 80’s will require
knowledge, processes and technology barely con-
ceptualized two decades earlier. Sweeping socio-
economic change throughout the world will create
problems as well as opportunities of a magnitude
never before experienced. Each company or institu-
tion—whether it be a far-flung transnational in-
dustrial complex or a local health clinic—is a
microcosm of this world of change, and will be
chaltenged to optimize the opportunities that such
change presents.

Hay Associates stands ready to assist in this process
of change through its unique range of professional
services developed over 33 years and offered from
its present network of 34 offices in 17 countries.

Hay’s entire effort has been directed toward pro-
viding support, analysis, and implementation ser-
vices to client management through application of
its wide ranging specialized products. A unique
“capital,” upon which its consultants and clients
draw, is its basic data bank comprised of two care-
fully balanced and interwoven elements: knowl-
edge and technology.

The concept is straightforward: Hay knowledge
translates into Hay technology and, from there,
into learned processes. These processes, communi-
cated and refined through experience and applica-
tion, are transmitted to Hay consultants worldwide,
and thus ultimately constitute our range of con-
sulting services.

But while the concept may sound relatively simple,
the extent of knowledge and the forms that Hay
technology takes, which give the concept sub-
stance, are not. For example, survey knowledge of
reward management transfers into a technology
which, as transmitted to Hay’s compensation center
staff, enables it to supply clients with information
not available elsewhere. Its knowledge of actuarial
science and mathematics, to take another example,
translates into a technology of benefits, pensions
and actuarial studies which is transmitted to clients
through a staff of highly skilled professional actu-
aries. The list goes on, including measurement
(social, market, opinion, climate, human resource
assessment), business planning and strategy, be-
havioral science and communications.

Hay Associates, with its vast storehouse of knowl-
edge and technology and its creative and results-
oriented professional and support staff, looks
forward in the 80’s to extending the “edge” in
human resources consulting that it has earned over
the years. Th's brochure was designed to provide
an overview of the kinds of services that we offer;
the range of organizations we continue to serve;
and, more importantly, the kind of consulting
philosophy that has guided Hay in the past and
which will allow its staff to maintain its position of
consulting leadership with future generations of
management.
O
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REWARD MANAGEMENT

Hay’s position of leadership and acknowledged
accomplishment in total compensation planning is
unique throughout the developed countries of
the world. During its more than 33 ycars of inten-
sive experience and advancement of innovative
and results-oriented concepts, Hay’s participation
in the development of total reward management
systems has earned unequalled recognition.

Some of its principal services in reward manage-
mentinclude:

Job analysis and evaluation

Cash compensation surveys
Management incentives

Employee benefit and actuarial services
Sales incentives

Salary planning and administration
Communications

© ©¢ o © 0 o ©

JOB ANALYSIS AND EVALUATION

Through its extensive experience and pioneer work
in job measurement, which formed the fourdation
of Hay’s original consulting efforts, a specialized
measurement and process knowledge and tech-
nology was developed. Its copyrighted Guide
Chart-Profile Method of Job Evaluation evolved as
the standard against which other job measurement
systems would be compared. Providing a systema-
tized approach to measuring job worth for any and
all positions in an organization, pay comparisons
between companies on the basis of common stand-
ards of job content could finally be accomplished.
Hay mecasurement technology showed that some
elements of job content are present in varying
levels in all jobs, from maintenance staff to chief
executive and operating officers. As expressed in
Hay language, these elements are Know-How,
Problem Solvir.g and Accountability. Each of these
components is measured in points, with the total
being an expression of the position’s weight rela-
tive to all other jobs within the particular organi-
zation.

The Hay job analysis and evaluation technique is
unmatched in experience, with well over hundreds
of thousands of individual jobs having been ana-
lyzed and evaluated all over the world. While job
evaluation has been employed primarily in com-
pensation work, other uses include applications to
assure EEO compliance, assess organization eftec-
tiveness, assist in manpower planning, and the
customization of developmental programs,

BEST AVAILABLE DOCUMENT

CASH COMPENSATION SURVEYS

Once the backbone of Hay consulting, cash com-
pensation work is firmly anchored in the concept
that pay must be externally competitive and inter-
nally equitable. Achievement of these objectives is
increasingly difficult to attain by the changing
values and objectives within companies as well as
ever-increasing pressure from their various publics.
Defining an appropriate strategy for an organiza-
tion and subsequently ensuring that it is suppor-
tive of its other long-term organization and busi-
ness plans can no longer be left to chance.

To assist clients assess their relative levels of pay
practice against both general and specific industry
norms, Hay annually provides comprehensive com-
pensation surveys. These Compensation Compari-
sons, now nearing the quarter-century mark, form
the foundation for compensation planning for
nearly 1500 participating companies in over two
dozen countries.

Additionally, the Hay Executive Compensation
Comparison provides a detailed analysis of cash
and noncash compensation standads for key man-
agement positions representing both operating and
staff functions. This survey is complemented by
annually conducted special industry, job-family,
clerical, higher education, and regional surveys.

MANAGEMENT INCENTIVES

In addition to the basic commitment represented
by salary and noncash plans, variable compensa-
tion schemes form an integral part of the industrial
executive’'s total reward management program.
Designed to stimulate overall excellence and to
provide significant economic opportunity to key
management and professional executives, such
plans can offer a variety of cash or cash-equivalent
payment methods to achieve an optimum balance
among the needs of the executive and those of the
enterprise and stockholders.

EMPLOYEE BENEFIT AND ACTUARIAL SERVICES

Wwith the creation of Hay-Huggins, resulting from
the affiliation with Huggins & Compny, Inc., Hay
provides consulting and actuarial assistance in
benefit plan design backed by a research arm that
keeps abreast of employee benefit trends, innova-
tions and statutory requirements. A Hay-Huggins
Noncash Compensation Survey which covers the
benefits, personnel policy, perquisite and commu-
nications practices of over 450 industrial, financial
and service firms is produced annually.



Benefit value comnarisons, total remuneration (“R”
Charts), communications programs, and employee
preference studies are all part of the Hay-Huggins
service armamentarium.

SALES INCENTIVES

Over the years, Hay’s leadership in sales incentive
design has become apparent. Itis firmly committed
to the concept that sales motivational systems
should accurately reflect and recognize the sales-
man’s individual contribution to the achievement
of company or corporate sales goals. Design and
application of systems that trulv motivate are Hay
hallmarks of compctence in such diverse and com-
plex marketing environments as health care, trans-
portation and banking.

SALARY PLANNING AND ADMINISTRATION

Recentdevelopments have stepped up the demands
upon salary administrators to resolve persistent
problems of inequity in employee pay practices.
Greater sophistication in the manner in which
salary programs are conceived, planned and im-
plemented is now demanded. Too often, man-
agement is caught short between a stated salary
policy and an apparent inability to implement it.
From its vantage point, Hay assists clients in their
salary planning, program implementation and ad-
ministration needs by developing policies, pro-
cedures and administrative guidelines, and offers
technical assistance in designing and implement-
ing formalsalary planning and budgeting processes.

COMMUNICATIONS

Companies make major investments in their com-
municalions and henefits programs. Often these
programs are not well understood and, frequently,
even misunderstood both by employees and the
managers accountable for their administration. An
effectively structured and professionally prepared
communications program, using a variety of media,
can cnhance the value of existing programs and
simultancously create the climate for capitalizing
on new ones.

a
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BUSINESS PLANNING

Hay's Center for Business Planning combines its
knowledge and technology of both the manage-
ment sciences and the hehavioral sciences. In the
complex technology of planning management, Hay
helps its clients assess market opportunities, evalu-
ate strategy options, and implement agreed-upon
business plans and programs.

Services of this Center are both process- and
content-oriented: process services are developed
for client organizations to apply in making strategic
decisions, tipon which the lifeblood of the organi-
zation may depend; content services develop spe-
cific strategy recommendations, with further Hay
guicdance for implementation as required. Major
counseling areas are these:

e Strategic planning
Marketing analysis
Financial strategy
Organization design
Performance assurance
Performance measurement

STRATEGIC PLANNING

Effective strategic planning results in decisions:
what to do and how to do it. The critical function is
first, to identify mission and goals and subsequently
to devise appropriate pclicies and business strate-
gies to achieve them. Strategic planning is an
integral part of an enterprise’s management pro-
cess; it is a management tool designed to help
make today’s critical decisions with tomorrow in
mind—a process by which tomorrow’s decisions
will be beneficial and flow logically from those
made today.

Hay helps design strategic planning processes
which reflect the style and characteristics peculiar
to the client’s business; each process is tested fcr its
efficacy in facing the specific issues which require
decisions. Hay’s professional, experienced strategy
specialists are notably well-versed in helping or-
ganizations assess their basic mission, examining
market opportunities, evaluating business mix and
diversification options, formulating positioning
goals, reviewing allocation of resources, develop-
ing appropriate programs and policies and evaluat-
ing economic development programs.

MARKETING ANALYSIS

Hay’s capabilities in conducting marketing analysis
range from determining requirements for com-
mercialization of new products to comprehensive
evaluation and redefinition of marketing strategy
for the business as a whole. Illustrative studies and
isstes include:

—Fvaluation/formulation of pricing policies;

—Identification/evaluation of competitors’ strate-

gies and strengths;

—Measurement of product and market potentials;
share of market and marketing penetration ob-
jectlives;

—Evaluation of sales practice (e.g., territory assign-
ments, sales quotas);

—Appraisal of product life-cycle positions;

—Analysis/redesign of distribution methods and
practices.

FINANCIAL STRATEGY

Every business plan must be backed by a financial
strategy in support of its achievability. Such strategy
must not only make provision for the necessary
funding of the business but, equally important, be
responsive to corporate goals with respect to its
various financial publics. Hay has skilled personnel
to help formulate such strategies and goals.

» Organization Design

- Appropriate organization structure is also
essential to the success of business plans. The
criteria of effective structure are derived from
the objectives of the enterprise or organiza-
tion, and how well those objectives are being
achieved. How responsively and flexibly the
organization meets externally-created oppor-
tunities and threats constitutes an appraisal
of the structure—and indicates whether it is
sound or whether it needs change.

Hay has long experience in assisting clients
increase their organizational effectiveness. Its
capabilities in design of organization struc-
tures and processes for accomplishing organi-
zational change are unusually strong. Major

BEST AVAILABLE DOCUMENT
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projects are staffed by teams of specialists in
business strategy, organization structure and
organization development.

PERFORMANCE ASSURANCE

Executive performance agreements have been used
by companies for years. Hay’s skills run to identify-
ing where they are appropriate, assuring that they
are in support of corporate objectives and business
strategies, and designing rewards commensurate
with the achievement desired.

PERFORMANCE MEASUREMENT

The critical problem here is tc arrive at acceptable
yardsticks by which to measure performance and
on what to base incentives, Not all objectives are
measurable in financial terms: many require sub-
jective evaluation.

Hay has many years’ experience in working with
companies in the design of measurement standards
and management processes for the utilization of
such standards in practical business environments,

O
BEST AVAILABLE DOCUMENT



HUMAN RESOURCES AND MEASUREMENT TECHNOLOGY

Using its data bank as a base, Hay has developed
an extensive range of professional services which

are
and

essentially highly-sophisticated measuring
appraisal processes. These processes are de-

signed to detect weaknesses, as well as strengths,
of individuals with respect to selection, training

and

development, work performance, and for

determination and assessment of the performance
of the enterprise as a whole and of individual units

and

functions within it. Hay classifies these ser-

vices as follows:

HUMAN RESOURCES SELECTION,
TRAINING AND DEVELOPMENT

©

°

()

Parsonnel assessment and selection
Test appraisal and validation

Test construction and development
Manpower assessment

Manpower training and development

EMPLOYEE RELATIONS SERVICES

Hay employment systems analysis
Labor relations and strategy

COMPUTER TECHNOLOGY

Human resources management systems
Information systems
Pensurdata

RESEARCH FOR MANAGEMENT

L]

Public opinion and marketing research
Management and organizational
climate studies

Employee attitude surveys
Management practices surveys

HUMAN RESOURCES SELECTION,
TRAINING AND DEVELOPMENT:

Personnel Assessment and Selection

Selecting, transferring, promoting and other-
wise changing the status of personnel on
qualifications only, without regard to race,
religion, sex, age or national origin, are diffi-
cult at best. The scarch for tools and methods
that provide a legal basis for judging the worth

of an applicant or employce has, for many
firms, been a challenge of the highest order.

Today, as the result of practical experience
balanced by ongoing research and study, Hay
provides a full range of services, each of
which is designed to increase the impact and
effectiveness of personnel practices and docu-
menting them with hard facts about each job.

Test Appraisal and Validation

This is an analytical service for evaluating and
improving personnel testing procedures to
aid in selecting candidates for employment or
promotion. Companies are under continuing
obligation to demonstrate and document the
validity of tests and procedures used. Hay can
assist clients in ascertaining that their testing
procedures and devices meet both the spirit
and the intent of legal requirements designed
to provide equal employment opportunities.
Hay evaluates and reports the technical
quality of the personnel system currently
used. The reliability, validity and utility of the
system arc examined from the dual standpoint
of whether it makes good business sense and
complies with governmental regulations.

Test Construction and Development

Hay’s Test Development Service is a custom-
tailored process for designing and construct-
ing tests and other performance measures for
assessing current or prospective employces.
Additionally, if deficiencies detected in cur-
rent testing procedures are too substantial for
modification, Hay will recommend or develop
new tests and procedures as well as train client
staff to continuously monitor the resulting
selection procedures. Hay offers cost effec-
tive programs which measure and aid in the
selection of best qualified candidates for on-
going or anticipated jobs, while simultane-
ously meeting governmental directives and-
guidelines.

/1



¢ Manpower Assessment "
Hay’s manpower assessment planning and
development programs represent systems by
which both jobs and their incumbents are
evaluated using common yardsticks of mea-
surement. By assessing managers, not in
isolation but within the context of real organi-
zational units and against specific position
requirements, and utilizing information from
the employee’s past and current performance
along with other predictive techniques, Hay
counseling can help clients learn to forecast
future manpower requirements and capa-
bilities.

Manpower Training and Development

This service provides for the development—
preceded by appropriate assessment—of in-
dividuals in executive positions. It seeks to
instill in the individual an understanding of
broad managerial content and purpose, while
advancing an understanding of himself and his
capabilities. In achieving personal develop-
ment, a carcer path is formulated for the
executive through counseling which maxi-
rnizes his strengths in line with his aspirations
and the needs of the enterprise.

VIPLOYEE RELATIONS SERVICES:

» Hay Employment Systems Analysis

A key facet of Hay’s human resources con-
sulting organization is its Employee Relations
Services Center. This unit has developed the
Hay Employment Systems Analysis (“HESA”),
an exhaustive audit process expanding on the
concept of “adverse impact” which includes
discrimination, government regulations, and
Hay technology. Although HESA is designed
to cover the entire human resources system of
the organization, it is equally responsive to
auditing one or more portions of that system
—e.g., employment—and the HESA audit is
thorough in its ability to meet the most string-
ent external compliance requirements.

e Labor Relations and Strategy

Hay provides a unique management service
for employers already engaged in collective
bargaining who wish to improve the quality
of the decision-making process used by man-
agement in their relationships with unions.
The services are particularly usefu! in govern-
mental, educational, and health-care organi-
zations because of the rapid transfer of con-
sulting expertise to the personnel or labor
relations professionals within these organiza-
tions, Client administrative strength is ex-
tended in activities such as preparing for
negotiations, contract administration, griev-
ance management, and preparing for arbitra-
tion.

COMPUTER TECHNOLOGY:
* Human Resources Management Sysiems

Hay’s Human Resources Management Systems
Center was formed in response to the need
expressed by clients for implementation of
compensation studies and related programs.
The professional staff of the HRMS Center
engages in systems planning, design and de-
velopment related not only to compensation
projects but also to every functional area of
the personnel department. Two distinct prod-
ucts have been developed by the HRMS
Center: The Hay Compensation Monitor
(HCM) and the Hay Automated Personnel
Systems (HAPS).

The Hay Compensation Monitor is a system-
atic method for collecting, maintaining, and
reporting information required to plan and
control the administration of salaries and eval-
uation of jobs. It is an in-depth computer-
based application ranging from status and
exception reporting to salary planning, and
even provides basic formats for input to Hay
compensation comparisons. The Hay Com-
pensation Monitor is a modular system in that
any of five major processing modules can
be delivered and installed independently of
the others.

(20



factors change with shifts in specific func-
tional or operational units. -
Employee Attitude Surveys

The most productive first step in addressing
such problems as absenteeism, breaches of
discipline, sabotage, low productivity or high
turnover is often through an attitude survey
of nonexemptworkers,

Attitude surveys are used to gauge employees’
feelings about many issues which affect them
and their jobs. Some issues regularly studied
~are general satisfaction with work, relation-
ships with management and supervision, com-
municatiors, cooper2*ian, clarity of work
assignments, opportunities for promotion,
compensation and physical facilities. This in-
formation often leads directly to the solution
oi the specific problem(s) facing the organiza-
tion. Hay has conducted numerous such
studies and maintains a data bank useful for
viewing the company in the context of work
environments generally found in U.S. industry.

Management Practices Surveys

Hay applies survey technology to studies of
management practices and policies in both
functional and topical areas. An example is
the Hay Survey of Human Resource Practices.

With initiai participation numbering more
than 850 firms, this comprehensive informa-
tion base of personnel practices and policies
serves as a valuable aid in the planning and
~management of human resources programs.
The Survey unfolds insights, supported by
facts, into such important issues as the impact
of EEO and OSHA legislation on firms’ human
resources planning, trends in personnel pro-
grams for employees at different organiza-
tional levels, and programs being undertaken
in the critical area of assuring management
continuity. It is believed that the wealth and
validity of human resources information re-
sulting from this Survey are not duplicated by
or available from any other source.
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SPECIALIZED SERVICES

Hay has organized a number of professional ser-
vices in response to the highly specialized nature
of major projects assigned to it by clients in
selected industries and service categories and by
the demands of today's sophisticated computer
technology. These services are grouped in the
following categories:

e Industry centers

° Computer-based comparisons
* Hay publications

* Hay seminars

INDUSTRY CENTERS

The rapid pace of specialization within industries
and other sectors of our economy in recent years
has led to the establishment of a number of
industry ““centers,” which offer counseling services
expressly designed for organizations within their
selected business areas. Industry specialist staffs
with major project management capabilitics, aug-
mented by trained support units and Hay’s con-
sulting staff, are organized into key industrial,
financial, service and nonprofit knowledge centers.
Included among these are:

® Retailing

® Banking

* Insurance

Utilities

Higher education
Government (Federal and local)
Health care

COMPUTER-BASED COMPARISONS
s PERF/COMP

Utilizing advanced technology and exhaustive
data on industrial firms’ executive compensa-

-tion policies, Hay has designed a technique
for determining how much companies pay for
high-level job performance. “Perf/Comp,"” as
it is termed, correlates performance and size
of companies with compensation levels found
within companies in the sample,

* BANCOMP Survey
A computerized extension of Hay’s Compen-
sation Comparison and its Executive Compen-
sation Comparison is found in the BANCOMP
survey. This is a comprehensive survey system
supplying specific base and total compensa-
tion data for 81 functional areas found in
banking. Participating banks are guaranteed
quick access to functionally-specialized com-
pensation information at any time during the

year, permitting the user to compare his
bank’s compensation and evaluation practices
with others in the BANCOMP survey.

HAY PUBLICATIONS

In keeping clients and the business public at large
informed of important new concepts, develop-
ments and Hay services, Hay’s communications
department publishes a monthly business discus-
sion, “Management Memo,” which brings such
information to readers in an easy-to-read two-page
format. Now in its 27th year of unbroken publica-
tion, “Management Memo"' is received by thou-
sands of executives,

_ Additionally, Hay publishes a biennial report,

focusing on Hay’s worldwide network of offices
and professional personnel, with brief descriptions
of its available services. Service brochures, describ-
ing in detail one or more of Hay’s specialized con-
sulting services, are also distributed.

Further, a complete reprint service is maintained in
Philadelphia with reprints and articles of value and
interest available upon request. A listing of these
items is published periodically, and distribution is
made without charge upon simple request to any
of Hay's domestic offices.

HAY SEMINARS

Hay seminars are an ongoing year-round service,
which communicate knowledge and technology of
Hay processes and principles in a wide ranging
spectrum of specialized business areas to hundreds
of participants each year.

Seminars offered on an ongoing basis include the
following:

* Job analysis and evaluation (basic, inter-
mediate and advanced)

® Salary administration

* Executive compensation planning :

* Communicating compensation and bene-
fit programs ‘

Estate and personal tax planning

Design of employee benefit programs

Human resources management

Performance analysis

A complete list of seminars, presented in major
cities around the country with dates, locations, and
descriptions of the content, is available upon
request.

O
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SAMPLING ANALYSES

The consultants conducted initial analyses to determine the represen-
tativeness of sampling within the Backstop Codes (Job Families) for each
classification system., Table I illustrates the representation of the AID
Foreign Service in terms of the distribution of jobs by classification system

in this category.

TABLE I

DISTRIBUTION OF JOBS BY CLASS FOR BACKSTOP CODE GROUPS

Selected Backstop Codes

Classification Total Total *
System Pop. Sampled 3 01 02 ‘03 04 05 06 07 a8 09 10 29 50 94

FSR 1781 1418 80% 87 310 100 143 -- 52 -- 94 148 191  B7 52 154
FSs 182 180 99% == == == a= 132 == 4B me em e oo am oo

Total 1963 1598 81% 87 310 100 143 132 52 48 94 148 191 . 87 52 154

The thirteen (13) Backstop Codes currently représent 81%’of the AID
Foreign Service in the two classes (FSS and FSR) and this sample is there-
fore considered representative for the purposes of this study.

After dermining that a representative sample could be drawn from the
occupational group category, as Table I indicates, a second analysis was
conducted to determine if a representative sample could be drawn from selected
grades within the Backstop Codes and classification systems. This analysis,
as Table II portrays, concluded that a representative sample could be drawn
on the proposed grade/code basis. That is, the selection of Backstop Codes
within grades produces a representative sample for each grade, by class and

overall.



Classitication

TABLE 2

DISTRIBUTICN OF JOBS BY BACKSTOP CODE (BSCT) WITHIN GRADES CLASSIFICATION SYSTEM

Syetem Crage 3 Ceade 2 Grage 3 Crade & Crade Crade 6 Crade 7 Crade 8 Crade 9 Craze 19

rp. Sa~ple BsC o Sasple asc Pop. Sample BSC Pop. Sample BSC  Pop. Sample BSC  Pop. Sample BSC  Pop, Somple BSC  Pop, Sanple BSC  pop, Sanple 25¢ Pop. Sarple BsSC

op Sanple B Pop, Secple == ke 2, 3 Y
=" .“ st 1.2 2 150 1.2, su 350 2,4, 686 3 2,0, 162 107 2,3 13 PV so ” [ /A . o wa  wad ®/
- 4.9, 9,10, 10.9¢ 6,20,

18 25,94 "
ey n/A wA
% Septesentation m & .6 sty [y
s
rss¥ [ w/a u o w/A A 1 o u/A ] 0 s 20 16 s 2 2 5.7 a0 a0 5,7 Y [ wa 1Y 0 n/A 0 - -
1 Representation -— -— [ 13 44 £34) 100% 100%
TOTAL “ 51 23y 139 32 80 31 3 190 123 " " 138 .0 n ° 14 o ° - -
¥ Representation k2 (31 (13} Siv (119 (31} 2% oL os 13
Total Organization: % Representation for Backstop Codes Within Grades = 58%

1/ . ; :

=" FSR-6 was included solely for compensation analysis purposes.

2/ . . . . . C . . .

= Grades FSR-7 and -B consist essentially of level trainees (IDI's) who are not assigned definitive positions until their

period of training ends. They were not included in this study because no job documentation exists for IDI positions.

3/ :

=" The FSR system ccnsists of grades FSR-1 to FSR-8.

y Samples were drawn only from positions designated as being overseas, since “"domestic" FSS positions do not really exist

except insofar as incumbents await reassignment performing, on an ad hoc basis, whatever jobs are available.
5/

FSS-8 and FSS-9 positions were not included in the study.
such positions are typically encumbered by officers' wives.

No formal position descriptions exist for these grades since
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HAY ASSOCIATES

LINKAGE SAMPLE DISTRIBUTION
BY GRADE AND BACKSTQOP CODE

GRADE BACKSTOP CODE
1]2|3la)s]e}7]8]9]10]| 25| 94| ToraL
FSR-1 5 11 6
FSR-2 311 1 2 1 8
FSR-3 6 2 9 3 1 1 15
FSR-4 3 1 2 1 7
FSR-5 6 | 1 2 1 2 12
FSS5~6 3 3 6
FSS~7 6 1 7

The Backstop Codes (Job Families) used for linkage analysis
are defined by the nature of their most populous jobs as follows:

1 - Senior Manager (e.g., Mission Director)

2 - Program Management

3 - Executive/Manager

4 - Accounting

5 - Secretary

6 - General Service

7 - Executive Assistant

/) -



HAY ASSOCIATES

8 -

9 -
10 -
25 -
94 -

One

Auditing

General Development
Agricultural
Engineering

Capital Projects

additional code (50 - Nutrition) was included in the

total sample of 64 jobs, but was not used in the linkage analy-

sis because it identified the three (3) FSR-6 jobs not subject

to the linkage aspects of the projects.
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The Hay Guide Chart-Profile Method of Job Evaluation




THE KNOW-HOW GUIDE CHART
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The Know~How factor of specialized and technical knowledge 1s representad

in the facing illustration by a continuous vertical line increasing in value
in the direction of the arrow. The line represents a continuum of specialized
knowledge content among a group of positions. The range is from a very
limited need for formal knowledge to the most advanced levels of understanding
of a subject matter. The line can usually be divided into levels such as:
A
B

Similarly, the factor of administrative leadership is represented by a

continuous horizontal 1line indicating dincreasing complexity in managerial
demand in the direction of the arrow. Once again, the line can usefully be
divided into levels such as:

I IT IIT IV V VI . ..

Finally, the factor of human relations is represented as crossing the

matrix of the other two factors. In each case, human relations skills are
seen as belng at one of three levels: (1) ordinary courtesy; (2) important;
or (3 critical for effective job performance.

Each of these facters has a qualitative, operational definition éppro—
priate for the client institution in which the'charts are being used. It is
possible to gquantify the semantic (or qualitative) analysis by designing
a scale of numbers that 1s 1mposed upon the zones of intersection of the

factors.



THE PROBLEM-SOLVING GUIDE CHART

DECREASING

INCREASING CHALLENGE TO
FIND INNOVATIVE AND
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In the facing 1llustration, the numbering pattern is represented by the
three values of 350, 400, and 460. Each is approximately 15% different from
the next. (Lower uumbers would, of course, appear closer to the points of
intersection of the two lines.)

Thus, the content of a position, analyzed for Know-How, might be sym—
bolized as:

F IT 3 460 (Points)

The "F" represents a defined level of specialized and technical knowl~

edpe, the "IT" represents a defined level of administrative leadership and "3"

represents critically important human relations skills, and the "460" an

appropriate quantituative representation of these judgments.
A like process is used with the Problem-Solving Guide Chart, except that
two different factors are involved as shown in the facing illustration.

The thinking challenpe is shown on the horizontal line. The line repre-

sents a factor in job content that is a continuum from positions involving
repetitive problem challenges to positions in which the problem challenges
consistently require pathfinding solutions because the situations are novel.
The line can usefully be divided into levels (shown on the illustrative
charts) such as: ‘
1 2 3 4 5

Similarly, the thinking environment factor is shown as a vertical line in

which there is a decrease in the guidance for problem-solving in the direction
of the arrow. The line represents a continuum from highly circumscribed
problem-solving because of the need to follow detailed instructions to a level
where thinking is guided only by the ultimate goals of the organization. Once

again, the line can usefully be divided into levels such as:

*:\



THE ACCOUNTABILITY GUIDE CHART
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INFORMATION MEMORANDUM FOR THE ADMINISTRATOR
THRU : ES
e /
FL.OM : Ldna A. Doorady, Director, PM Aé?pv»7égé¢- \’rx§Z7/

SUBJECT: Hay Associates Study of Selected Aspects of AID'H
Compensation System

In August 1979, the Office of Personnel Management contracted wiith the
Hay ASSOleLGo, a well-known international management consulting firm,
to conduct a study of selccted aspeets of AID's compensation system.
The propesad revision in the foreipn service prade structure included
in the Forcign Service Act, and a similar compensation study completed
by the Hay Associates for the Department of State prompted us to start
a parallecl review within AID to establish:

1. +the relative fiob conteut of sclected AID pesitions,
domestic and averseoac | ond the melatienship of ATD
Foreign Service work ¢nd pay to that outside of
ATD's foreign service, including the U.S. civil
service,

TP ot oy ety

2. the comparability and competitiveness of AID Foreign
Service compensation (base salary, benefits, and
total remuneration) to that of the General Schedule,
-the domeslic private sector, and selected U.S.
multinational corporationz with overseas employce
and

O S R -

3. the linkage, using Linkage Analysis statistical
techniques, beiween the AID FSR/V'SS and government
wide General Schedule pay gradc/cla351ﬁlcqt¢on
systems on 1he basis of evaluated job content.

So that the rcsults of the AID study could Lc conmpared with those of the
bDepartment, the consuliants were asked to use the same techniques as
those voed in the Department study. Accordingly, the concultants, along
with a panel of ten ALL scnior employces from the Foreign and Civil
Services, reviewed 6k AID Foraign Scrvice domestic and overseas positions.

ES Note: Report filed in Report lile
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These positions represented a carefully-drawn statistically valid sample
from the ISR and I'SS at selected grade levels and in major Backstop Codes.

Some of the more significant findings of the study (summarized on pp 96-
108) show that: '

1. 1In terms of base salary, AID's FSS are slightly but consis-
tently ahead of the GS, and consistently competitive against
the Washington based private sector and selected Washington
based International Organizations.

2., At the Officer level, the lower segment of AID's FSR's in
terms of sulary is competitive against both the GS and U.S.
private sector; however, at mid-levels salaries are less
competitive against both groups. The legislated salary
"cap" similarly impacts upon the AID FS and GS and i s
effect is clearly seen where the most senior officerc
(R-1 and R-2) are competitively disadvantaged.

3. Against sclected International Organizations in Washington,
AID is consistently non-competitive and this condition is
agein highlighted for thosc cfficcors abeve the statutory
plateau,

4. The comparison of total cash compensation showed the Foreign
Service total compensation to be less competitive against
American business than it was in the base-salary-to-base
salary comparison. The Foreign Service benefits progran
was shown slightly above the GS benefit program only
because of the difference in the somewhat more generous
foreign service retirement system.

5. The analysis o« -.d that links or grade/content re-
lationships c¢i. ' exist between AID's FSR-1 and the govern-
ment wide GS-18, and 4 .D's FSR-4 and government wide CS-1h.
AID's FSR-3 pesitions were found to be less difficult than
the government-wide GS-15 but somcwhat more difficult than
government wide GS-14 positions. AID's FSR-5, while linking
to both the government wide GS-12 and GS-13, was better
positioned at the govermaent wide GS-12. The review showed
that many of the Foreign Service Staff positions overlapped.
Because of this overlap the FSS-6 linked to the FS$53-7 and
both linked to the government wide GS-7.

A copy of the final report is attached. Fvﬂéw\

&S
Attachment:

1. Volume * and II "A Study to Assist AID in an Evaluation of Selected
Aspects of its Compensation System"
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In the zone of intersection of these two factors in a matrix, quantifi-
cation of the semantic judgments is once again possible. 1In this process,
Problem~Solving is considered to be functionally related to Know-low, and this
functional relationship is symbolized quantitatively by using a percentage to
be applied to the Know-How points previously determined. The percentage
values are also in a scale with each number being approxzimately 157 different
from the next.

In the facing illustration, the percentage values are represented at 50%
and 57%. (Lover values would appear closer to the points of intersection of
the two lines.)

Thus, the content of a position, analyzed for Problem-Solving, might be
symbolized as:

F 4 (50%) 230 (Points)

The "F'" represents a defined level of the thinking environment, the "4"

represents a defined level of the thinking challenge, the 50% is the appro-

priate quantification of these judgments, and the 230 points result from
taking 50% of the previously determined 460 points of Know-How.

A like process 1s used once again with the Accountability Guide Chart,
except that here thiree different factors are involved as shown in the facing
illustration.

The most dimportant accountability factor is the freedom to act, the

freedom to frame and to execute management decisions. The direction of the
arrow shows increasing freedom to act, and the job content point values
increase in this direction. This line may also be divided into levels of:
A
B

The second most important accountability chtor is the nature of the
impact of the position on specified end results. Every position may be viewed

as having either an indirect impact on organizational results—-symbolized by




THE PROFILE OF A POSITION

SLOTTING POINTS

SUMMARY EVALUATION: KH - FlI3 460
PS — F4(50%) 230

ACC —~ F3C 230

TOTAL POINTS 920

THE PROFILE

PROBLEM
KNOW-HOW SOLVING

130/

50% 25%

ACCOUNTABILITY
25%




either "R" (Remote impact) or "C" (Contributory impact)=~-or a direct impact--

symbolized by either "S" (Shared impact) or "P" (Primary impact).

The least significant .accountability factor is the magnitude (in annual
dollars) of the area(s) most clearly or primarily affected by the position.
The magnitude line is shown horizontally and can be divided for levels of:

(1Y (2) (3) )y 5) « .« .

The impact factor is represented as crossing the matrix of the other two
factors, and the person evaluating a position must make a "best" judgment as
to the most appropriate way in which to characterize a particular position.

As with the Know-How and Problem Solving Charts, at the zones of inter-
section of the three factors, the same 15% dinternal scale of numbers used
previously may be imposed upon the charc.

Using the facing illustration, the content of a position, analyzed for
accountability, might be symbolized as:

F 3 C 230 (Points)

The "F" represents a defined level of freedom to act, the "3" represents

the magnitude of the area affected by the position, and the "C" indicates a
judgment that the position is best described as having an indirect, contribu-
tory impact upon end reuslts, and the "230" is an appropriate quantification
of these judgments.

The summary evaluation of the "illustrative" position we evaluated
previously is shown at the top of the facing illustration.

Under the title of slotting, we find the symbols for each of the loca-
tions on the semantic (or qualitative) scale where we decided the content of
the position could be properly assigned.

Under the title of points, we find the quantitative representations for
the semantic judgments of the evaluator.

The profile of a position is simply the characterization of the job

factors as percentages of the entire job content. For example, the entire job
content of our illustrative position was value at 920 points.

Of these 920 points, it turns out that 50%‘(460 points) are assigned to
Know-How content, while 25% (230 points) are assigned to Problem-Solving and
25% (230 points) to Accountability. In this position, the content of the job
pertaining to problem—-solving is valued equally with the content pertaining to

accountability.



table below shows standard steps
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STEPS
6400
5¢eC0
4BE4
4224
Jegd

3200 —

2830
2432
2112
1840

1600 —

1400
1216
1056

920

880 —

700
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528
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400 —

350
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264
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152
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100 —

87
76
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43
38
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It is probably clear to the reader by implication that a job within the
same organization might be "twice the size" in content but have the same
profile. That 1is, an 1840 point position might consist of 920 Know-How points
(50%), 460 Problem-Solving points (25%) and 460 Accountability points (25%).

The same profiles for different "size" positions indicate that the
position have similar functional characteristics within the organization. For
example, when problem solving equals accountability, the position tends to be
supportive or in a staff role for primary or line management.

As indicated earlier, however, the actual design and language used for
such charts must be established for each client institution separately; and
the fully effective and appropriate application of these charts derives from
their use under the guidance of an experienced evaluator.

The charts may be used for evaluating positions not included in a first
study, for evaluating new positions designed after the close of a study, and
for evaluating the changed content of positions that currently exist within an
organization.

This process requires that the evaluation of one position within an
organization be consistent with and related to other evaluations of positions
within that institution. Once a group of positions within a particular
organization have been evaluated with the Guide Charts, the language of the
charts acquires a special meaning that is applied in the same manner each time
a position is evaluated.

PROFILES AND STEP DIFFERENCES
Profiles and the Step Scale

There are really only two key rules for the evaluator to remember when
job profiles are being prepared:
© The profile percentages must always add up to 100 percent; and
o The Problem-Solving percentage cannot equal or exceed the Know-How
percentage.
Rather than have evaluators burdened with the detailed calculations, the
"Characteristic Hay Profiles" chart facing this page includes practically all

of the usual numerical factors handled during evaluation.

s



In order to use the chart effectively, however, some additional comment
is required about the numbering system.

At the left of the Profiles Chart is a series of numbers ranging fron
"4" to "6400." The column {is titled "Steps,” and in this process each number
is called a "Step." Starting at the bottom of the scale, if you move from 4"
to '"5" you have moved one step. If you move from "4" to "6" you have moved
two steps. If you move from "4" to "10" you have moved six steps.

Tou may also move down the scale as well as up the scale, so that moving
from "100" to "S0" means you have moved five steps down.

On the lower half of the Profile Chart, all of the variations of profiles
are showm.

In the center column, AC = P§ (Accountability = Préblem-Solving) means
that the point totals for each of these factors are equal. Using the illus-
trative evaluation discussed on pages 5 through 8 of this report, PS points =
AC points (230 = 20), as shown below. _

Total

KH PS AC Points
FII 3 460 F 4 (50%) 230 F3C 230 920

The Problem-Solving percentage is 50%. Reading the facing‘chért, where
50% appears at the outermost column on the left, and moving to the column
headed AC = PS, the profile for the illustrative job is: 50-25-25, the same
percentages presented in the discussion of Illustration 4, page B-5.

If an evaluation were as follows:

Total
Ki PS AC Points
G ITII 3 700 G 4 (57%) 400 G5C 528 1628

Then, the Accountability points (528) are two steps higher than the

Problem-Solving points--note that the step scale on the left side of the chart
progresses as follows: 400 460 528. The profile can be found by locating
57% in the column with the heading "% PS/KH"-—the 577 being the percentage in
the evaluation itself--and moving rightward to the column lubeled "2 UP."
Thus the profile for this position is: 43-25-32.

The technique is probably at this point evident to the reader.

One other useful application of the Profile Chart is found in the table
of step values at the upper part of the chart. The evaluator can find the

point totals for Problem-Solving directly from this chart.

)i



In the 1llustration above, the position has been evaluated for Know-How
at G I1I 3 700 (Points). The 700 points can be located on the uppermost
horizontal line. In the vertical column, labeled "% PS/KH," the percentage
value of 577--the value chosen in the evaluation itself--can be found. The
number 400 appears at the intercept of 57% and 700 (Points). Thus, the point
total for Problem-Solving is 400.

The profiles of positions help to serve as a "check" on the judgment of
the evaluator. In the report, it was stated that "level" profiles are char-
acteristic of support or staff positions. Hajor executive positions, with
very heavy "line" responsibilities and an overwhelming level of primary
accountability for the performance of the organization, tend to have "3 up" or
"4 up" profiles--that is, Accountability point totals are much hizher chan
Problem-Solving totals.

On the other hand, intemsively research-oriented positions will t-=nd to
have "2 down" or "3 down" profiles-~that is, Accountability point totals are
much lower than Problem-Solving totals.

Step Differences

Another set of important evaluation rules involves judgments that result
in step differences. In comparing the Know-How or Problen~Solving or Account-

ability aspects of two positions, if after thorough consideration:

o You cannot see any difference, there is none and both jobs are at the
same step.

0 You detect a just noticeable difference in the factors being compared,

it is a one-step difference.

o The difference is quite evident, it is about two steps.

o If, even without consideration, there clearly is a difference, then it

is a matter of three or more steps. (Add some intermediate jobs for

smoother progression.)

The key task of the evaluator is to locate a position properly along the
semantic or qualitative dimensions of the Guide Charts. Then, the choice of
a step numbcr can be used to "finely adjust" the judgment. That is, if you
choose the lower or "top if the box number" step, your sense of the appro-
priateness of the judgment is not overly strong. If your choose the higher
or "bottom of the box number" step, your sense of the appropriateness of the
judgment is that you may really be considering placement into the next highest
level. Of course, the Problem-Solving Chart gives you only two choices, but

the "sensing" patern indicated above is the same.
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EFINITION: KnowHow 13 the tum 1013l of every kind of

shils, howe ver acquired, necaed for acseptadle job performance.
Know How has three dimens.cns — the requirements 1or:

® Practical procrdures, sdeciaized techniques, and tearned
O Dnes

® & Knca-How of integeating and harmonizing the diversified
tunchions involved 10 Manaeral $iT2aL.0ng {operating,
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MEASURING KNOW-HOW: All thiee elemenn of Know-How occur
in varying degrees of depth and breadin. The totat weight of Know-
How is the job content of the combined elements. in terms of:
"HOW MUCH KNOWLEDGE ABOUT HOW MANY THINGS™.
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STEP In camparing the KH, ar the PS5, or the AC points

DIFFERENCES independently, {but not their cambined total points),
and it after tharough consideration
T e g e
0 -~ Youcannot see any ditference, tnese 13 none and both jobs
are at the same step.

1 ~ You detect a just-noticeable difference, it it one step.

2 — Thedifference is quite evadent, it i1 about twa steps.

3+ - f, even wumoulcnnxlde_ra_tian,!heve clearly is 3 aifference, then

itis a matter of three or more steps. (Add sore intermediate
jobs for smoather progression.)
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DEFINITION: Problem Solving is the origins!, self-stacting thinking
required by the job to: (1} identity, {2} define, and (3} rasclve a proy-
fem. “¥You think weth what you know™... this is true 0. even tha most
creative work. The raw material of any thinking 18 knowledge of facts,
ponciples, and means. Ideas are put together from somethirg aterady
there.  Therefora, Problem Solving 15 treated B8 & percentaga ulilization
of Know-How.
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MEASURING PROBLEM SOLVING: Problem Solving measures the in-
tensity of the mental process which employs Know-How in snalyzing,
evaluating, creating, re2soning, S:niwing at and making conclusions. To
the extent that thunkirg s circurmscribed by standards, covered by prec-
edents, o reterred 12 othens, Prob'em Solwing is diminished, sand the
emphasis carrespe s dingly 15 cn Know-How.

Problem Solving b two dmensions:
ee THINKING CHALLENGE ©
© The environment in which thinking takes place.
1. REPETITIVE 2. PATTERNED 3. INTERPOLATIVE 4. ADAPTIVE 5. UNCHARTED
® © The chatlenge presented by tha thinking to be done. Identical wtustions fe- Similas  utuations  re Ditfering smituations re Vaeriable situations se- Concegtual and imag
Qquinng sclution by #im- quiring solutior: by dis- cuinng search for solu- quiring  snatytical, in- inative thinb ing in £ath.
ple chowe of learned crniminating choics of tuons within  srea of terpret.ve,  evaluative, fining  sitvations  re-
things. learned things. learned things. aaxdfor constructive Quirng new pproaches
thinking and concepts
. Thinking guided or clrcumicribed by:
A, STAICT ACUTINE 10% 14% 19% 25% 3%
Simple rules and detailed Instructions. A
12% %% % 29% 38%
8. ROUTINE 12% 16% 2% 29% 38%
Established rcutines snd stending Instruc- B
tions.
" ' 1% 19% 25% 3% a%
2l ¢ SEMI-ROUTINE 14% 19% 25% 33% 43%
w
s Somewnnat diversified procedures and pre- c
2 cedents. %% 22% 29% 38% 50%
° 5
D. STANDARDIZED 16% 2% 29% 8% S0%
[
- Sotstartially diversitisd procedurss and °
> 1pecialized standards. 19% 25% 33% £3% 5%
z
w E. CLEARLY DEFINED 19% 25% 3% 43% S7%
Clearly defined policies and principles. E
Qo 2% 9% 38% S0% 66%
z
- F BROADLY DEFINED 2% 29% 38% 50% 66%
x
z Broad pohicies and specitic objectives. F
- 25% 3% 43% 57% 6%
T
- G. GENERALLY DEFINED 5% 3% 43% S7% 76%
Genersl palicies and uitimate go. G
29% 8% 50% 66% 7%
H. ABSTRACTLY DEFINED 20 38% S0% 66%
Within » framework ol ethical, culturst, 7% H
Ny pobitsc el standards and valuer. 2% 43% 57% 6%

v

A

ILABLE BOCUMENT

PS
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CHARACTERISTIC PROFILES

In thecolumn cotresponding to step difference between AC & PS paints, enad profile oppoarits PS%

Accounteniity lomur then pronlem saleany KH PS AC[ Accauntsbiity Higher than problem saieing
-4 -3 -2 ~1 - +1 +2 +3 4
— — —— — —— ——— — — —_—
0% 8 9 & 8510 5 8e 9 81 3 8 B2 98 B1 910 8 91y I’ en 77 815 10%
AZald gatt s 8311 8 8210 8 8110 9 80 1010 ™Mot 1710113 M 918 % 916 Abed
1% 8212 6 8112 7 8011 9 7911 1y |t n 761113 7610 14 7410 16 721018 x
%% 80 1) 7 1913 8 713710 1IN 161212 141714 121216 701218 £9 11 20 16
1% 115 B 815 9 M Mz APATRTY 721318 13ty 681319 6612 72 19
™ 1518 9 1416 10 121812 171513 101515 681417 6815 19 651401 6214 24 ™ :
El Y 1.0 1018 17 N 611715 66 1717 €316 19 6116 21 621511 %9 15 26 FELY
29% 69 20 1} €4 19 13 619 16 £51918 (2RI 1180 €017 73 AT %618 20 9%
PSX 6 ne ] 6 M el PS %
s 653212 6521 14 63 2116 512019 [GRIPD] 53197 o619 2 5% 18 27 511730 i
£ 5224 14 52218 602) 17 92219 56 27 27 5% 21 24 w2 6119 30 491512 8%
are 5926 19 5825 17 56 7319 552411 471 521276 9 M a1 4530 3% an
0% 62816 5527 14 17120 832 ©0 2% 25 an 3438 4621 31 442730 Qnun 0%
sI% $3 127 813019 [V IPFS 24 w2727 a9 412902 428 ¥nn LIAY
L33 493219 aun 802 4538 442828 ann 4026 34 38 1418 FLEIRT] 8%
Te% “npo 442472 43122 ann 4230 30 81 36 28 16 342840 13543 8%
“x% ayan 4115 23 40 1426 wIN 161 17 1510 3% 3198 A 2926 45 (123

KH% + PS% + AC% = 100%

BEST AVAILABLE DOCUMENT




OEFINITION Accountebility i the answarability for sction. It is the measured
eftect of the (0B On (s objectives. it hay three dimennons in the following

arder of /mportance

REST AVAILABLE DOCUMENT

@ Fraedom to Act — tha degree of personasl or rrocecdurasl contral snd
§ui0anie #1.8ehned in the left Rend column below.

@ ¢ Jobtmpacton End Reguits — es gelined ot upper
CghtCorner Cf thisneet

DEPARTMENT OF STATE
A - REMOTE:

JANUARY 1973
C —~ CONTRIBUTORY:

Tentative

IMPACT OF JOB ON OBJECTIVES

Informationsl, recording Of routine services f0r ule by Othery 1n taking action

Interpretive, or facilitating services 101 use by others in 1aking action

A — ADVISORY: Advisory or consultative services for uie by other: '~ _king action,

$ ~ SHARED: Participeting equally with several others (except ow. suboIGinates and sLpeninr’

injont conniderstions, propossls or actians.

GUIDE CHART

nflugnce (n 101Nt CONIDEIations, Propossls or scLions.

ACCOUNTABILITY [

- PRIMARY:
15 subosdinate.

Sx ~ SHARED {Strongly}. This pontion typicaity exercises dominant {but not solely determaining)

Cantrolling impact 0n end result where Imared accountsbility of oihers

® 00 Magnituas — indicated by the genars! bire of the prociaTes 1879
mostcleatly cr peumaniy attected by the job:
‘Uait Region
= 1 morey manitudes ary inaporopriate or i adiadadia il i A B T e
IMECILLIE 10 ORtan. Uss UDPII DING ———m— Country
= ! Zeparcatie money messrements sre VERY SMALL SAMALL MEDIUM LARGE OVEAALL DEPARTMENTAL ACTIVITY
avaian e ang vig  lowre M,
tard twrere general e anitude 1 I 2 I 3 ] 4 ] 5 1
dreesenderen conttant du.ian 1579 base) —————en Under $200 W $2 wm $20 MM $200 MM S MMt $20 MuM
*impact A Cc A s sa P R c A S  Sa # R €c A s Sz P L PN s  sa P R ¢ a s S« P R c A S S« P
A PRESCRIBED 10 14 s 19 22 25 ALY I £ B 29 M 1w 2 29 33 38 @ 25 313 38 a3 so 57 33 43 S0 sT 66 76 a3 57 &8 76 87 0
YEun 1oL are subject to. 12 . 18 2 25 29 % 2 28 29 33 38 22 29 33 38 43 S50 29 38 43 S0 57 66 a8 s S§7 €6 76 87 S0 66 76 87 1w s |A
tLl an2 detaled (NIruchiOne
Ciose 1vpervinon “ 19 22 3 29 33 1 25 33 33 a3 25 33 38 43 50 57 33 43 50 67 66 786 43 57 66 76 B7 100 ST 16 87 100 1S 132
B. CONTROLLED % 22 25 23 33 18 22 29 13 38 43 50 29 38 43 60 57 B o ST €5 76 67 %0 & 716 87 100 115 66 87 100 115 132 152
Tnese icby are subject to- 19 25 29 33 s [ 15 132 152 175
Tastructiont 8.3 et 401 ahed work routines R 25 33 38 43 50 8§71 33 4 50 57 66 76 43 57 e 76 87 1wo0| S7 78 B7 100 115 132 | 76 100 1 3 B
il - .t
Clow wperemon MW W+ 4 80| 9 3 41 50 57 e8| 3m 50 s7 66 T 8 | 55 gg 78 a7 100 ms| 66 87 10 s w2 w2 | @ us w2z 82 s 200
C. STAL.DARDIZED 25 3 18 43 50 57 33 43 50 5?7 66 76 43 ST 68 76 87 w0 57 76 87 100 115 132 76 100 115 13 182 118 190 132 152 175 20¢ 230
- Tn Oy aie subect nol n part, to:
° STanseraired oo e ooy an Bt 10 23 38 43 50 57 €| 38 50 57 6 6 82| so €8 26 87 100 11§ 66 87 100 115 132 152 B7 115 132 152 175 200 | 115 152 175 200 230 284 |C
Senerar wmorn o uttiony
< Superenan of progreass and resuits 33 43 50 57 65 78 43 57 &6 76 87 160 s? 76 87 100 115 132 76 09 115 132 152 175 100 1312 152 175 200 230 | 132 175 200 230 254 304
D. GENERALLY REGULATED 38 56 57 66 76 87 S0 66 76 87 100 115 66 87 100 115 132 152 87 115 132 152 135 200 115 182 §75 200 230 264 | 152 200 230  25¢ 304 380
Tre .t 3 Biect, whaoil r 1.t
o Pttt s ;,‘jo“.',‘ﬂ_‘,:" ovared By Brecosents a3 57 68 76 87 100 57 76 87 100 15 132 76 300 115 132 152 175 | 100 132 152 175 200 230 | 132 175 200 230 264 204 | 175 230 264 304 350 400 |D
Of welidetired palicy
Sepervicry e 50 6 76 87 100 115 S8 BT 100 115 132 2| 87 M6 1327 152 W5 200 ) 1S 152 175 200 230 254 | 152 200 230 268 304 350 | 200 204 304 350 400 460
E. DIRECTED $7 7% 87 103 115 132 7€ 100 115 132 152 W5 [ 100 1327 152 175 200 230 { 132 175 200 230 264 304 | 75 230 264 304 50 400 | 230 304 350 400 463 528
3 Treis 1coy, Dy their nature ory are subiect to-
Broa3  practie  snd  peocedures  Covered By 68 87 100 115 132 152 87 115 132 152 175 200 | M5 152 175 200 230 264 | 152 200 T30 264 304 350 | 200 264 304 350 400 460 | 264 1350 400 460 528 602 |E
° functunal precedents ang pahcies
a e S h Sy cumIcrBed pReralonal sctivity 76 100 115 132 157 375 | 100 132 152 175 200 230 | 132 175 200 230 264 304 | 175 230 264 304 350 400 | 230 304 350 00 460 528 | 304 400 460 528 608 co
- __
w |F. GENERALLY DIRECTED: &7 1ns 131z 152 175 220 115 152 175 200 230 264 152 200 23¢ 264 304 350 200 2G4 304 250 400 460 264 350 400 460 528 608 350 460 528 633 700 0O
< Trese 0Lt By 1Fer nsture ©F sze, are broadly N
- Jubrect to 100132 352 175 200 230 | 132 175 200 230 264 304 | 175 230 264 304 350 400 [ 230 I IS0 400 460 $28 | 356 400 450 578 608 7J00 | 200 528 €08 702 80 sz0 (F
Functiorst po. and gasils
Genersi menagenal durection 115 152 175 200 230 264 | 152 200 230 284 304 350 200 264 304 350 400 460 | 264 350 400 460 528 608 | 350 £60 528 €58 700 €00 | 460 €08 700 80O 920 10%6
1 ks o 2 2 5 528 700 820 920 105 1216
G. GENERAL GUIDANCE: 32 175 200 230 264 304 | 175 230 284 304 350 400 30 304 350 400 460 528 | 304 400 4560 528 6ca JCA ) 400 528 €08 700 eop 820 | 5
These obs e innerenthy  tubject only to breed 152 200 230 264 304 350 220 264 304 350 dv0 480 264 350 400 460 628 608 350 460 528 608 700 BOC 460 608 700 B2C 920 1056 602 BOQ $20 1056 1216 400 {G
poicy and general gu.dance.
175 130 264 304 350 400 | 230 304 350 400 460 28| 304 403 460 528 608 700 | 400 528 60O 700 800 520 | S28 700 800 520 1056 1216 | 700 820 1055 1216 1400 1650
3 2 z 5 5 ¢ 2 5 56 121 400 1600 1840
H. BROAD GUIDANCE 200 26 304 350 423 4co 264 350 400 460 528 628 350 450 523 608 700 8CO 460 308 700 800 920 1056 €c8 300 920 1056 1218 1400 800 1056 1216 140
Tress jubt by fearan of thewr sire. independent com- 230 324 350 400 400 528 | Jo4 400 460 528 €08 700 | 400 I8 €13 700 BOG 920 | 528 750 800 820 1058 1216 | 700 920 1058 1216 1400 1693 | $20 1216 1400 1600 1840 2112 | H
plesity and hgn degres of effect cn Oeparimental
BCtivites are subgect Only 10 Broad guidence. 364 350 400  4C0 528 608 | 350 46D 528 608 700 BOO | 460 608 700 OO 920 1055 | GO 800 820 1056 1216 1490 | 800 1006 1216 1400 1600 1840 1056 1400 1600 1840 2112 2432

Sihustrat ve of xinds tand boucderies) ©f impact sreas
10 Be Ceiermined duning evaluation.

AC


http:io.biy.et

AID Foreign Service Evaluations
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Projects

, . BACK STOP TOTAL PTS.,
JOB# FSR/FSS CODE CLIENT/HAY MIDPOINT
1 FSR 1 Senior 2364 973 47,500
Manager
2 FSR 1 Senlor 2148 884 47,500
I\1an§1q°r
3 FSR 1 Sentor 1868 769 47,500
Manager
Senior
4 FSR 1 Manager 1868 769 47,500
Program -
5 FSR 2 vanagement |51 621 47,392
Program
6 FSR 3 Management | |1510 621 38,107
Senior
7 FSR 1 Manager 1450 597 47,500
General
8 FSR 2 bevelopment 1312 540 47,392
Senior
9 FSR 2 Manager 1142 470 47,392
10 FSR 2 Senior 1142 470 47,392
Manager
11 FSR 3 Program 1096 451 38,107
Manadgenment
12 FSR 1 Program 1096 451 47,500
Management
13 FSR 2 General 1096 451 47,392
Development
14 FSR 3 General 1096 451 38,107
Development
15 FSR 2 senior 1056 435 17,392
Manager
Program
16 FSR 3 Management | 994 400 38,107
17 FSR 2 ngricultural | 994 409 47,392
18 FSR 3 Accounting | 959 393 38,107
Program
19 FSR 3 Mapagement | 954 393 38,107
Capital
20 FSR 3 954 393 38,107




BACK STOP TOTAL PTS,
JOB# 1" FSR/FSS CODE CLIENT/HAY MIDPOINT
21 FSR 2 Accounting 954 393 $ 38,107
22 FSR 3 Accounting 920 379 30,198
Program
23 FSR 4 Management 920 379 38,107
Program
24 FSR 3 Management 920 379 38,107
Program
Program
26 FSR 4 Management 890 366 30,198
27 FSR 3 Agricultural | 830 342 32,107
28 FSR 3 Agricultural | 830 342 38,107
29 FSR 3 General 830 342 38,107
Development
30 FSR 3 Agricultural | 830 342 38,107
31 FSR 4 Agricultural | 805 331 30,198
Capital
32 FSR 5 bracects | 775 219 24,351
Program
33 FSR 4 Management | 775 319 30,198
Program
34 FSR 5 Management | 775 319 24,351
35 FSR 4 Agricultural 775 319 30,198
36 FSR 4 pggg’gg@é 775 319 30,198
27 FSR 4 Auditing 677 279 30,198
38 FSR 3 Engineering | 677 279 38,107
39 FSR 5 Mapadeaent | 588 242 24,351
Program
40 FSR 5 Management 588 242 24,351

/

o N

S U



) ' BACK STQOP TOTAL PTS.,
JOB# FSR/FSS CODE CLIENT/HAY MIDPOINT
41 FSR 6 Nutrition 568 234 13,997
42 FSR 5 Executive/ | ;cq 234 24,351
pianager
43 IFSR 5 Agricultural 568 234 24,351
44 FSR 5 Program 551 227 24,351
Managgment
45 FSR 5 Mapnr;’ggmaé“nt 479 197 24,351
Program
46 FSR 5 Management | 479 197 24,351
) General " -
47 FSR 5 Service 466 192 24,351
General .
48 FSR 5 Service 466 192 24,.,51
Program
49 FSR 5 Management 432 178 24,351
50 FSS 6 Executive | 4,4 133 16,743
Agsistant
51 FSS 7 Executive 323 133 14,998
Ansistant
52 FSS 6 Ixecutive 323 133 16,743
Agsistant
Executive
53 FSS 6 Assistant 323 133 le,743
54 FSS 6 Secretary 275 113 16,743
55 7SS 4 Secretary 275 113 20,906
56 'SS 6 Secretary 275 113 16,743
57 F58 © Secretary 268 110 16,743
58 FSs 7 Secretary 268 110 14,998
59 rss 7 Secretary 233 96 14,998
60 FSS 5 Secretary 233 96 18,704




, BACK STOP TOTAL PTS.,
JOB# FSR/FSS CODE CLIENT/HAY MIDPOINT
6l Fs§8 7 Secretary 233 96 $ 14,998
62 FSs 7 Secretary 233 96 14,9098
63 FSS 7 Secretary 233 96 14,998
64 Fss 7 Secretary 228 94 14,998




Participants, 1978 Hay Washington Metropolitan

Area Nonexempt Salary Survey




HAY/WASHINGTON, D.C. and SUBURBS SALARY SURVEY — NONEXEMPT POSITIONS JUNE 1978

WASHINGTON, D.C. PARTICIPANTS

INDUSTRIAL

Army Times Publishing Company
Communications Satellite Corporation
Computer Network Corporation
Garfinckel's

McGraw-Hill, Incorporated

TRT Telccommunications Corporation
U.S. News & World Report

Woodward & Lothrop

FINANCIAL

Acacia Mutual Life
Amecrican Sccurity Bank, NA
Federal National Mortgage Association
Government Employees Insurance Company
Industrial Bank of Washington
International Group Plans, Incorporated
Metropolis Federal Savings & Loan
Mortgage Corporation
National Permanent Federal
Savings & Loun Association
National Rural Utilities Cooperative
Financial Corporation
National Savings & Trust Company
Northwcstern Federal Savings
Pennamco
Perpetual Federal Savings & Loan
Price Waterhouse & Company
Riggs National Bank
Security National Bank
Union First Nationzl of Washington
United Services Life Insurance Company
Washington Federal Sa.ings & Loan

NONPROFIT & GOVERNMENT

Air Line Pilots Association

Aluminum Association

American Association for the
Advancement of Science

American Bankers Association

American Chemical Society

American Geophysical Union

Amcrican Institute for Research

American Petroleum Institute

American Psycholegical Association

American Public Transit Association

American Trucking Associations, Inc.

B'nai Brith

Blue Cross and Blue Shield Associations

Brookings lnstitute

Chamber of Commerce of the United States

Gallaudet College

George Washington University

Group Health Association, Inc,

National Academy of Sciences
National Agricultural Chemicals Association
National Association of Home Builders
National Assuciation of Securities

Dealers, Incorporated
National Council on the Aging
National Forest Products Association
National Geographic Society
Mational League of Cities
National Milk Producers
National Railway Labor Conference
National Retired Teachers Association
Natural Rural Electric Cooperative Association
Overseas Development Council
Republican National Commiittee
United States Brewers Assaciation, Inc.
United States Catholic Conference
Urban Committee
Visiting Nurse Associations
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HAY/WASHINGTON, D.C. and SUBURBS SALARY SURVEY — NONEXEMPT POSITIONS AUGUST 1978

MARYLAND PARTICIPANTS

INDUSTRIAL . FINANCIAL

Aspen Systems Corporation American Bank of Maryland

Automatic Data Processing of Washington, D.C,, inc. Amecrican Finance Managemcnt Corporation
Dart Drug Corporation Annapolis Federal Savings & Loan

Giant Food, Incorporated B.F. Saul Company

Informatics, Incorporated Chevy Chase Savings & Loan, Incorporated
Kiplinger Washington Editors, Incorporated Citizens Bank & Trust Company of Maryland
Marriott Corporation Citizens National Bank

NUS Corporation Citizens Savings & Loan Association

Pfizer Medical Systems, Incorporated Equitable Savings & Loan Association, Inc.
Roper Eastern Equitable Trust Company

Rouse Company First National Bank of Maryland

Tracor Jitco, Incorporated Government Services Savings & Loan

Potomac Valley Bank
Sandy Spring National Bank
State National Bank
University National Bank

NONPROFIT & GOVERNMENT

American Society of Hospital Pharmacists
American Speech & Hearing Association
Holy Cross Hospital

Montgomery County Government
Montgomery County Public Schools
National Geographic Society

University of Maryland at College Park
Washington Suburban Sanitary Commission



HAY/WASHINGTON, D.C. and SUBURBS SALARY SURVEY — NONEXEMPT POSITIONS JUNE 1978

INDUSTRIAL

Dynalectron Corporaticn

VIRGINIA PARTICIPANTS

Gulf Oil Real Estate Development Company

Time-Life Books, Incorporated

FINANCIAL

Equitable Life Insurance Company

Fidelity American Bank NA Northern Virginia
First Americen Bank of Virginia

First & Merchants Corperation

First Virginia Banks, Incorporated

National Bank of Fairfax

Navy Federal Credit Union

Northern Virginia Bank

United Virginia Bank/National

Virginia National Bank

NONPROFIT & GOVERNMENT

American Automobile Association

American Gas Association
Center for Naval Analyses
Mitre Corporation

United Way of America

~—
LT



Participants, 1978 Hay Cash Compensation/Noncash

Compensation Survey

/



INDUSTRIAL -

Addressograph-Multigraph Company
Alabama Power Company

Alexander & Baldwin, Inc.
Allen-Bradley Company

Amerada Hess Corporation

American Proadcasting Companies
American Hospital Supply Corporation
American Society of Civil Engineers
Anerican Standard, Inc.

American Telephone & Telegraph Company
AMF, Inc.

Anchor Hocking Corporation
Arderson~Clayton & Cowpany

Arcata National Corporation
Avastrong Cork Company
Birber—-Greene Company

Barry Wrignt Corporation

Bell Telephone Cempany of Pennsylvania
Braden Steel Corporation

Brooxlyn Union Gas Company

Brown & Williamson Tobacco Company
Buckeye International Corporation
H.E. Butt Grocery Company

Buttes Gas & 01l

California & Hawaiian Sugar Company
Carrier Corporation

Ceco Corporation

Celanese Corporation

Chemical Abstracts Services
Chesebrough-Pond's, Inc.

Church & Dwight Company, Inc.
Cibz-Geigy Corporation

Clow Corporation

Cole Hational Corporation

Columbia Cas System, Inc.

Columbia Nitrogen Corporatinn
Commercial Shearing Inc.

Conagra, Inc.

Consolidated Rail Corporation
Container Corporation of America
Continental~Emsco Company

Coulter Electrunics

Crousc-Hinds Cempany

Cutler Haomer

Cyclops Corporation

Danly Machine Company

Dayton Pover & Light Company
Dayton Press Inc.

Dead River Company

Debron Corperation

Dentsply International

Detroit Edison Company

Dexter Corporation

A.B. Dick Companv

Dixie Yarns, Inc.

Dow Badicche Company

Dow Chemical Company

Dow Corning Corporation

Dravo Corporation



k.l dubont de Nemours & Company
Ecolaire, Inc.

Lconomics Laboratocy

ELTRA Corporvration

ESB, TInc.

Ex-Cell-0 Corporation

Factory Mutual Engincering Corporation

3
lederal Fxpress Company
Florida Power & Light Company
Florida Steel Corporation
Franklin Mint Corporation
Frantz Manufacturing Company
Freeport Miucerals Company
Freightliner Corporation
Frito-Lay

General Crude

General Electric

Ceneral Foods Corporation
General Mills, Inc.

General Public Utilities
General Shale Products Corporation
General Signal Cerporation

GF Business Equipment

Cold Kist, Inc.

Graham Manufacturing Company
Graybar Electric Company
Green Ciant Company

Hallmarlk Cards. Inc.

Hanes Corporation

Hart, Schaffner and Marx

iH.J. Heinz Company

Hooker Chemical Company
Houghton Mifflin Company

J.M. Huber Corporation

ICI United States, Inc.
Illinois Tcel Works, Inc.
Inmont Corporation
International Multifoods Corporatio
International Packing Corporation
S.C. Johnson & Son

Joy Manufacturing Company
Kawasali Motors Corporation, USA
Kellopgg Company

Kendall Company

Kennametal, Inc.

Kennecott Copper Corporation
Kent-!oore Corporation
Kerr-McCGee Corporation
Kimberly-Clark Corporation
Lamb-Weston, Inc.

Leeds & Northrup Company
Leggett & Platt, Inc.
Libbey-0Owens-Ford Company
Lipe Rollww.y Corporation
Thomas J. Liptow Inc.

Loral Electronics Systems
Mack Trucks, Inc.

Magnetic Controls Company
McGraw-Edison Company
McQuay-Perfex, Inc.



Mead Corporation

Memorex Corporation

Miles Laboratories, Inc.

Mitre Corporation

Mitsubishi International Corporation
Modine Manufacturing Company -

Moog, Inc.

Moore Business Forms

Morrison's, Inc.

Nalco Chemical Company

Narco Scientific Industries
National Can Corporation

National Gypsum Company

NCR Corporation

Nerfolk and Western Railway

North American Philips Corporation
Northern States Power Company
Northwest Industvies, Inc.
Northwestern Bell Telephone Company
Norton Company

Oglethorpe Electric Membership Corporation
0lin Corporation

Omaha Public Power DNDistrict

Optical Coating Labs, Inc.

Otis Enginecring

Owens-Corning Fiberglass Corporation
Owens-I1linois, Inc.

Pako Corporation

Peavey Company

Pennsylvania Mines Corporation
Pennsylvania Power & Light Company
Pennwalt Corporation

Pepsico, Inc.

Perkin-Elmer Corporation

Pi’lsbury Company

Pitney Bowes, Inz.

Pizza Hut, Inc.

Portland General Electric

Potomac Electric Power Company
Powver Authority - State of New York
Price Brothers Company

Pullman, Inc.

Puritan-Bennett Corporation
Recognition Equipment, Inc.
Resource Sciences Corporation
Rexnord, Inc.

Rogers Foods

Ryder System, Inc.

SCH Corporation

Scott Paper Company

Sears Roebuck & Company

Sonoco Products Company

South Carolina Public Service Authority
Southern Airways, Inc.

Southern Company Services, Inc.
Southern Railway System

SPS Technologies, Inc.

A.E. Staley Manufacturing Company



INSURANCE

Acacia Mutual Life Insurance (Wash., D.C.)
Allendale Mutual Insurance (Johnston, R.I.)
American Reserve (Chicago)

Bankers Life (Des Moines)

Bankers Life Nebraska (Lincoln)

Central Life Assurance (Des Meoines)
Commercial Union Assurance (Boston)
Corroon & Black of Tennessce (Nashville)
Cotton States Insurance (Atlanta)

Farm Family Life (Albany)

Great Southern Life (Houston)

Hartford Steam Boiler Inspection & Insurance (Conn.)
Liberty National Life (Birmingham)
Lutheran Mutual Life (Waverly, Iowa)
Metropolitan Life (NYC)

Midland Mutual Life (Columbus)

Minnesota Mutual Life (St. Paul)

Mutual Life of New York (NYC)

Mutual Trust Life (Oak Brook, I11.)
National Life & Accident (Nashville)
New England Mutual Life (Boston)

NN Corporation (Milwaukee)

North Central Companies (St. Paul)
Northwestern Mutual Life (Milwaukece)
Northwestern National Life (Minneapolis)
Preferred Risk Mutual (West Des Moines)
Sentry Insurance (Stevens Point, WI)
Southwestern Life (Dallas)

St. Paul Fire & Marine (Minnesota)

St. Paul Title (Troy, Mich.)

Title Insurance & Trust (Los Angeles)
United Insuran:e of America (Chicago)
"Western Life Insurance (St. Paul)

/ .

/



Standard Register Company
Studebaker Worthington, Inc.
Sun Company

Talon

Tetley, Inc.

Texas Instruments, Inc.
Tonka Corporation

Trans Union Corporation
Uarco, Inc.

Union Carbide Corporation
Urnion Pacific

Uniroyal, Inc.

United Telecommunications
"pjohn Company

U.S5. Gypsum Company

Valmont Industries

Victor Equipment Company
Wagner Electric

Wausau Homes

Western Company of North America
Western Electric Company, Inc.
Western Publishing Company
Win Schuler's, Inc.

Wool Bureau, Inc,

Zenith Radio Corporation



NONPROFIT/HOSPITALS

"

Allegheny Intermediate Unit (Pittsburgh)
Anerican Bankers Association (Wash., D.C.)
The American College (Bryn Mawr, Pa.)
American Heart Association (Dallas)
Harcford Hospital (Connectlout)

LIMRA (Hartford, Conn.)

MacNeal Memorial Hospital (Berwyn, I11.)
Samaritan Health Services (Phoenix)
Anherst H. Wilder Foundation (St. Paul)

BLUE CROSS/BLUE SHIELD

BC Association (Chicago)

BC of Greater Philadelphia (Pa.)
BC of Northeast Ohio (Cleveland)
RC of Southern California (L.A.)
BC of Southwest Ohio (Cincinnati)
BC/BS of Florida (Jacksonville)
BC/BS of Iowa (Des Molines)

BC/BS of Kansas City (Mo.)

BC/BS of Michigan (Detroit)

BC/BS of N. Carolina (Burham)
BC/BS of Rhode Island (Providence)
BC/BS of Texas (ballas)

. BC/BS of Virginia (Richmond)

" BC/BS of W. Virginia (Charleston)
BS of California

Colorado BC/BS (Denver)

Delaware BC/BS (Wilmington)
Maryland BC/BS (Towson)
Massachusetts BC/BS (Boston)

Ohio Medical Indemnity (Worthington)
Pennsylvania BS (Camp Hill)



Arizone Bank (Fhoenix)

Bank of the Southwest (Houston)

Chase Federal Savings & Loan (Miami Beach)
Chase Manjattan Bank (NYC)

Citibank (NYC)

Colwell Company (Los Angeles)

Community Fedaral Savings & Loan (Riviera Beachk, TFla.)
Crocker National Rank (San Francisco)
Federal Naticnal Movtoape Association (Wash., n.C.)
Federal Reserve Bank (San Francisco)

First Bank System (Minneapolis)

First Financial Group of New Hampshire (Manchester)
First National Bank (Dallas)

First National Bank of Marylqnd (Baltimore)
First Pennsylvania Bank (Philadelphia)
Mutual Federal Savings & Loan (Norfolk)
National Bank of Detroit (Micna.)

Mew England Merchants National Bank (Boston)
Northwest Dancorporation (Minneapolis)
Northuestern National Bank (Minncapolis)

01d Stone Bank (Providence)

Peoples Savings Bank (Bridgeport, Conn.)
Percy Wilson Mortgage & Finance (Chicago)
Pittsburgh National Bank (Pa.)

Rainier National Bank (Seattle)

Shawvmut Bank of Boston (Mass.)

SI¥CO (Salt Lake City)

Socicty for Savings (Hartford, Conn.)

South Carolina Mational Bank (Columbia)
State Street Bank & Trust (Boston)

Valley National Bank (Phoenix)

FINANCIAL

American Express (NYC)

Dial Financial (Des Moines)

Farm Credit Banks of Springfield (Mass.)
Tnvestors Diversified, Services (Minneapolis)
Postal Finance (Sioux City, Iowa)

St. Paul Companies (Minnesota)

Student Loan Marketing Association (Wash., D.C.)
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Selected Multinational Companies

Chase Manhattan Bank
Cheesborough - Ponds
Dow Chemical

Dow Corning

ESB, Inc.

General Electric
General Foods
Honeywell

Inmont
Kimberly-Clark
Pepsico

Union Carbide

Uniroyal



II.

HAY CASH~EQUIVALENT BENEFIT VALUES

BASIS FOR THE VALUATION

For benefits which are conditional on the occurence of an event such as
death, disability or continuous employment in the organization, the cash-
equivalent has been calculated on the basis of the probability of receiv-
ing the benefit, using a representative employee population and appropriate
actuarial assumptions. For benefitz such as company cars and subsidized
meals, (which have an immediate value), the cash-equivalent has been cal-
culated on the basis of the most probable replacenent cost in 1978.

It should be noted that the Total Remuneration Comparisons portray annual
rates of pay, not annual actual pay. Included in an cmployee's actual
pay are payments for time not worked such as sick leave, vacation and
holidays. The cash-~equivalent of these plans has been included in the
charts since they arec clearly add-ons to the annual salary or cash com-
pensation rate, and there is a difference in compensation between jobs
with identical cash compensation but which provide different vacation

and holiday policies, e.g., a position which pays $30,000 per year with
two weeks vacation clearly is worth less than a position at the same
compensation but which provides five weeks of vacation per year.

ASSUMPTIONS USED FOR SPECIFIC CALCULATIONS

The following are the specific assumptions used for calculating the
cash—equivalent benefit values.

1. OPTIONAL PLANS

For optional plans or plans offering optional amounts of coverage,
it was assumed that the employees opted to varticipate and chose
the highest amount of coverage available exceot for Veluntary 2D&D,
where the amount of coverage was limited to 300% of salary.

2, COST-SHARING

Where employees contribute to the cost of a plan, the value was
reduced by the percentage of the cost or the portion of the cover-
age paid by the employee to obtain the employer paid cash-equivalent
benefit value. The Emnployer Paid cash-equivalent benefit values
under insurance plans were increased by 10%.of the total cash-equiva-
lent value in order to recognize an additional value for offering
such plans on a group purchase basis even if cmployce paid (to assure
equitable results, this credit was given independently of who pays
the cost).

- / / [



III.

REPRESENTATIVE VALUES

Representative values placed on various benefits are shown below:

PERQUISITES

de

Executive Dining Room

The cash-equivalent tor an executive dining room was valued at $750

per year for cmployer paid meals.,

Lower values were used where meals

were not fully paid by the employer.

Company Cars for Executives

The cach-equivalent varied from $3,000 to $5,000 per year depending

on the Hay point: level.

Physical Examinations

A cash-eguivalent of $200 was applied for annual company paid exami-
nations with lower values applied for biennial exams.

Executive Medical Expense Reimbursement

The cash-equivalent was determined at $1,100 per year.

Club Memberships

A cash-equivalent of $750 was applied for club memberships.

Personal Financial Counseling

The cash-equivalent ranged from $2,500 to $3,600 based on the salary

level.

Excess Personal Liability

A cash-equivalent of $100 was applied for company paid coverage.

Stock Options

Stock options were not included in the calculation of cash-equivalent

values.



DEATH BENEFIT PLANS

a. Group Life Insurance

-

The cash-equivalent was based on the amount of coverage before and
after retirement and the disability provision. Yearly rates per
$1,000 of insurance varied from $5.04 to $7.87.

b. Dependents' Group Life Insurance

A cash-equivalent of between $3 and $30 was applied based on the amount
of coverage for the spouse and children.

c. Group Survivor Income Benefit Insurance

The cash-cquivalent was based on the amount of benefit provided for
the spouce and children, the duration of payments and the remarriage
provision. For example, a rate of 0.81% of salary was applied for a
benefit of 25% of salary to the spouse for life terminating on re-
marriage with no remarriage payment.

d. Group Accident Insurance

A standard cost of between $0.07 and $0.66 per year per $1,000 of
insurance was used depending on the type of coverage.

e. Business Travel Accident Insurance

A rate of $0.27 per year per $1,000 of insurance was used.

DISABILITY INCOME PLANS

a. Sick Leave/Salary Continuance

Formal plans were valued under a schedule based on a weighted service
assumption with rates up to 3.64% for 52 weeks' sick leave. Informal
sick leave plans were calculated on the basis of the waiting period

for Long-Term Disability benefits, if an LTD plan was reported. Infor-
mal plans were assumed to provide 13 weeks' sick leave at full pay
followed by up to 13 weeks at partial pay but not to exceed the LTD
waiting period.

For plans which provide for an accumulation of days per month of ser-
vice, the benefit was converted to an equivalent benefit under a
scheduled basis.

b. Sickness & Accident (Weekly Indemnity) Insurance

Plans were valued on the basis of the elimination period for non-
hospitalized and hospitalized accidents and sicknesses, the benefit
formula, maximum weekly benefit and maternity benefits, if any.

For example, a 4-4-26 plan (with first day in event of hospitalization)
was valued at $10.94 per year per $10 weekly benefit. 2 six week
maternity benefit would add $1.20 per year per $10 weekly benefit.



Long Term Disability Insurance

A schedule was used which relates to a standard rate per year per
dollar of monthly benefit, varying by elimination period and duration,
less an offset for plans integrated with Socisl Security. For example,
an individual earning more than the Social Security maximum would pro-
duce a rate of $13.50 per $100 of excess monthly benefit, payable to
age 65, with a six month elimination period.

HEALTH PLANS

Q.

Hospital/Medical Coverage

The cash-equivalent value for a Basic/Major Medical or Comprehensive
plan varied from $200 to $1,200 depending on benefits covered, deduc-
tible and coinsurance.

Dental Coverage

The cash-equivalent value for dental coverage was based on the expenses
covered, amount of deductible and percent coinsurance with rates up to
$330.

Optical Coverage

The cash-equivalent value for optical care was calculated between $2
and $40 depending on expenses covered and percent of charges covered.

Retirece Hospital/Medical Coverage

Medicare premiums paid by the employer were given an annual value of
up to $55, depending whether the subsidy covers the dependent spouse
premium, and depending on the percent of the premium paid by the
employer.

Employer post-65 hospital/medical plans supplementing Medicare were
given an annual value of up to $137.

RETIREMENT BENEFIT PLANS

Qe

Pension Plan

The cash-equivalent values were related to the type of plan, the
latest update (for career average plans), the benefit formula, maxi-
mum years of credited service (if any), payment of the pension, normal
and ecarly retirement provisions, spouse's pension, Social Security
integration, disability provision and cost-of-living adjustment.

For example, the rate for a 1% final five-year average benefit, not
integrated with Social Security, payable unreduced from age 62, fully
indexed per the CPI, with no maximum credited service and no company
paid spouse pension, is 8.64% of salary.



Profit Sharing/Stock Bonus Plan

The cash-equivalent value was calculated based on the company contri-
bution (as a percent of pay) for the last five years (or years since
effective date if less).

Thrift/Savings Plan

Contributions to thrift or savings plans were listed at the rate
produced from the maximum matching, e.g., 6% of pay matched at 50%
produces a 3% cash-equivalent value.

PERSONNEL POLICIES

Qe

Holidays and Vacations

These values were calculated at the rate of .384% of salary per
holiday and 1.92% of salary per week of vacation. The cash-equivalent
value for vacations whose length depends on service was i»ased on a
weighted service assumption.

Company Cafeterias

A rate of $350 was applied for company paid meals, with lower values
if not fully subsidized.

STATUTORY BENEFITS

Three statutory benefit plans were included in the cash-equivalent values
for private sector organizations.

a.

Social Security

The 1978 rate was used, namely, 6.05% of the first $17,700 or a
maximum of $1,070.85.

Worker's Compensation and Unemployment Insurance

A cash-~equivalent value of $100 was used for these two programs.


http:1,070.85
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Perquisites

Stock Options

Stock Appreciation Rights
Stock Bonus Plan

Executive Stock Purchase Plan
Deferred Compensation Plan

Non-Qualified Supplemental
Retirement Plan

: Executive Dining Room

Employer - Provided Car
Parking

Physical Examinations

Special _xecutive Vacations
Country Club Memberships
Lunciieon Club Memberships
Mortgages/Loans

Personal Legal Services
Perscnal Financial Counseling

Employer Paid Spouse Travel on
Company Business

SUMMAFY OF EMPLOYEE BENEFITS

American
Business
62%
178
63
43
20%

20%
20%
65%
79%
843
363
49%
54%
13%

7%

7%

47%

The Tables below indicates the prevalence of the major benefit practices among the 306 American Business
companies and the 13 selected multinational companies.
Foreign Service practices are denoted by an *,

In addition, the Federal Civil Service and the

Prevalence of Practice

Selected
Multinationals

58%
18%
18%

33%

67%
17%
-33%
75%
72%
25%
67%
36%
27%

8%
413

64%

Federal Civil
Service

no

no

no

no

no

no

no

no

no

no

no

no

no

no

no

no

Foreign

Service

no

no

no

no

no

no

no

no

no

no

no

no

no

no

no

no



American ) Selected Federal Civil Foreign

Business Multinationals Service Service
Life and Accident Insurance
Basic Group Life Plan Provided 100% 100% ' * *
Cost: - Employer Paid 72% 62%
— Shared 26% 38% * *
- Employee Paid 2% 0%
Coverage: - Under 100% of
Earnings 2% 0%
- 100% of Earnings 25% 50% * *
- Over 100% of
Earnings 73% 50%
Coverage at
Retirement : - Terminated 31% 8% * *
- Continued in
Part 66% 92%
- Continued in
Full 3% 0%
Supplemental Group SR
Life Insurance. . Plan Provided - 5lg 692 I AR : *
Cost: - Employer Paid 7% 0%
- Shared 343 44%
- Employee Paid 59% 56% * *
Group Survivor Income
Insurance : 13% 8% no no
Dependents Group Life 27% 46% - ) no no
Accidental Death and
Dismemberment Insurarnce 84% 92% * *
Voluntary AD&D Insurance 25% 46% no no

Business Travel Accident
Insurance . . 77% T.92% no no



American Selected Federal Civil Foreign

Business Multinationals Service Service
Sickness and Disability Income
Sick Leave/Salary
Continuance Type of Policy:
- Specified weeks per 72% 7%

illness or per vear

- Accumulation of days
per month or vear 18% 15% * *

~ Other 0% 8%

Accumulated Days

Per Year
- Under 13 Days 88% 100%
- 13 Days 63 - * ) *
-~ Over 13 Days 63 -
Long Term Disability
Insurance Plan Provided 91% 92% no no

Earnings Related

» Coverage: 50% 23% 42%
603 543 ' 508 N/A N/A
65-69% 13% -
Other 10% 8%
Cost: - Employer Paid 59% 33%
- Shared 24% 25% ‘ N/A N/A

- Employee Paid 178 - 42%



American Selected Federai Civil Foreign

Business Multinationals Service Service
Health Insurance
Hospital/Medical - Covered Expenses
not subject to
Deductible:
- Hospitalization 813 100% * *
- In-Hospital Medical 61% 77% * *
- Surgical 79% 100% * *
- X-Rays, Lab. Tests 61% 85% * *
- Doctors' Office . ‘
Visits 10% 0% L * *
- Extended Care
Facilities 25% 31% * *
— Maternity 763 100% * *
- Optical 5% 0%
Cost of
Employee Coverage: - Employer Paid 64% 54%
- Shared 363 463 B *
: - Emplcocyee Paid - -
Cost of
Dependent Coverage:- Employer Paid .40% 233
~ Shared 57% 773 * *
- Employee Paid 332 -
Dental Insurance Plan Provided 44% 54% , no no
Cost: - Employer Paid 68% 57% ‘
- Shared 29% 433 N/A ' N/A
- Employee Paid 33 -



5/

Retirement Income

Pension Plan

Provided

Type of Plan:

= Final Averade ‘Earnings

- Career Average Earnings
- Other

Percent Benefit

Per Year

of Service:

Under 2.0% of Earnings

2.0% of Earnings

Over 2.0% of Earnings

Varies with Service
~ Varies with Age
Other

Years for Final
Average Earnings:

— 3 Years
- 5 Years

- Other

- Maximum Years
Credited Service:

— Under 35 Years
- 35 Years
- Over 35 Years

-~ No Maximum

American
Business

93%

81%
12%
7%

59%
133
23
20%
13
5%

3%
903
7%

21%
1lg
13%
55%

Selected Federal Civil Foreign
Multinationals Service Service
1003 * *
85% * *
15%
68%
- x
17%
15% *
- * *
100%
7%
7% - *
17% *

T . 69%



.

American

Business
Cost-of-Living
Pension Increases
for Pensioners:
- Yes: Guaranteed 11
- Yes: Informal 41%
- No - 48%
Required Employee
Contributions:
- Under 7% of pay 12%
- 7% of pay C3
- Over 7% of pay 0%
- No Required Contri-
butions 88%
Normal Retirement
Age:
- 60 0%
- 62 2%
- 65 98%
Profit Ssharing Plan Plan Provided - 22%
Employer Contribution
as % of Employee
Compensations:
~ Under 5% 20%
- 5-9% 46%
- 10% Plus 34%
Thrift/Savings Plan 36%

Selected
Multinationals

85%
15%

8%

92%

100%

14%

50%
50%

62%

Federal Civil
Service

- no

N/A

no

Fcreign
Service

no

N/A

no



L1

Holidays and Vacations

Holidays

Vacation
(Anpual Leave)

Numbers of Days:
-~ Under 9

-9

— Over 9

Service Required for
3 Weeks Vacation:

~ Under 5 years

- 5 Years

— Over 5 Years

Service Required for
4 Weeks Vacation:

Under 3 Years

3 Years

Over 3 Years

Service Required for
5 Weeks Vacation:

- Under 13 Years

- 13 Years

- Over 13 Years

Business

11%
26%
63%

123
433

45%

1%
0%
993

2%
3%

95%

Maximum Weeks Vacation:

3 Weeks

4 Weeks

5 Weeks

6 Weeks

7%
343
44%
15%

ruicinactionals

8%
8%
88%

16%
61%

23%

0%
8%
92%

9%
0%

100%

27%
65%
8%

Service

(Immediate

13 days)

*

(24 days)

b

rvice

1)

(Immediate
13 days)

*
(24 days)



