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FOREWORD

This print contains the interim progress report of the U.S. Civil
Service Commission’s Job Evaluation and Pay Review Task Force
and its accompanying letter of transmittal to the Speaker of the
House of Representatives, Hon. Carl Albert.

The Task Force was established under the provisions of the Job
Evaluation Policy Act of 1970 (Public Law 91-216), which was signed
on March 17, 1970. The act requires a full interim report at the end
of 1 year and a final report with a draft of recommended legislation
within 2 years after date of enactment.

Public Law 91-216 was developed by the Subcommittee on Position
Classification chaired by Representative James M. Hanley. The func-
tions of this subcommittee were included in the jurisdiction of the
new Subcommittee on Employee Benefits established early in the
92d Congress.

The subcommittee intends to conduct a complete review of the in-
terim progress report during thissession.

A complete review of the steps leading to-the enactment of Public
Law 91-216 is included in the report.

Tuapprus J. Durskr,
Chairman.

(ITI)
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LETTER OF TRANSMITTAL

U.S. Crvin Service COMMISSION,
Washington, D.C., March 25,1971,
Hon. CArL ALBERT,
Speaker of the House of Representatives,
Washington, D.C.

Drar Mr. Sreaxir: The enclosed Interim Progress Report is sub-
mitted in compliance with Section 304 of Public Law 91-216, Job
Evaluation Policy Act of 1970.

The Job Evaluation and Pay Review Task Force, established in
and reporting to the U.S. Civil Service Commission, has reached the
halfway point in its development of a coordinated job evaluation
plan for Federal employees in the executive branch of the Government.
The major tentative findings of the Task Force can be summarized
as follows:

1. A variety of evaluation systems is needed in order to cover the
breadth and scope of positions occupied by Federal cmployecs.

2. Tentative models for each of several such systems have been
prepared and will be tested and revised as necessary.

3. An interrelationship system, through the use of common job
evaluation factors, is being developed to provide the common thread
among the various systems.

4. The executive branch will need expanded authority for the crea-
tion of salary schedules and salary administration rules to provide a
more direct relationship between evaluation and pay for the job.

5. The more than 500,000 clerical and other support personnel who
are primarily recruited and work in localities now covered by the
Coordinated  Federal Wage System should, for pay purposes, be
treated in like manner, i.e., to achieve comparability their pay should
be based on locality prevailing salaries.

Extensive discussions have been, and will continue to be, held with
representatives of Federal employees as well as with management
officials throughout the Government as the work continues to progress.
Liaison is being maintained with both the Military Personnel Direc-
torate at the Department of Defense and the Postal Service. The
former group is interested in the interface between its evaluation
program for officers and enlisted men and their counterparts in the
civilian Federal work force. The Postal Service is interested in the
evaluation systems being developed as guidance in the design of its
own job evaluation program.

: (V)
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Public Law 91-216 requires that the Civil Service Commission
submit this interim report to the Congress. In submitting it, my
colleagues and T wish to make it completely clear that we have not
come to any determinations at this time as to the soundness of the
tentative conclusions or thinking of the Task Force as expressed in
this report. It seems desirable, however, to bring these tentative ideas
into the public domain at this time so as to secure the views and
reactions of all interested parties during the months of refinement
and recommendation which lie ahead.

By direction of the Commission.

Sincerely,
Roeerr E. HamMprON,

Choirman.
(Enclosure. )
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SUMMARY

Public Law 91-216, enacted March 17, 1970, requires a two-year
study leading to the preparation of a plan for the establishment
of a coordinated system of job evaluation and ranking for civilian
positions in the Executive Branch. This law resulted from a
comprehensive review of Federal job evaluation and pay practices
conducted by the Subcommittee on Position Classification, House
Post Office and Civil Service Committee, under the chairmanship
of Representative James M. Hanley.

In accordance with the requirements of Public Law 91-216, a Job
Evaluation and Pay Review Task Force has been established within
the U.S. Civil Service Commission. This interim progress report
outlines the activities of the Task Force thus far, as well as
the work which lies ahead.

The Task Force has completed a thorough study of job evaluation
and compensation practices in private industry, State governments,
and certain foreign countries. Research projects have been
completed on a wide variety of topics basic to the establishment
of sound job evaluation and pay policies for the Federal
Government,

From an evaluation view, the tentative findings of the Task Force
appear to indicate that the Federal positions can be grouped into
five broad categories. Models for evaluating positions in these
categories appear in APPENDIX VII. These can be summarized as
follows:

1. Executive Evaluation System (EES). This includes
positions iﬂasiving basic responsibility for plan-
ning, developing, and directing programs or managing
organizational entities. This is directly related
to recently proposed legislation for a Federal
Executive Service.

2. Administrative, Professional and Technological Evaluation
System (APTES). This includes positions in the
physical and social sciences, managers, the

(5)
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administrative support positions, and the para-
professional or technological positions that support
full professional positions.

3. 1 1 ice Machine Operation. and Technici
Evaluation System (COMOT). This includes positions
that furnish clerical support, office equipment
operation, and technician support positions subordinate
to those in "2" above.

4. Coordinated Federal Wage System (CFWS). This includes
positions of trade, craft, and manual operation and
the supervisors of these types of positions.

5. Special Occupations Evaluation Systems (SOES). This
includes specialized subsystems related to "2" and
"3" gbove which emphasize rank-in-man elements.

Since proper pay policies are essential to the success of a job
evaluation system, the Task Force has concerned itself with the
subject of pay equity and pay relationships for Federal employees.
The following principles have evolved, thus far:

1. The Federal work force does not comprise a homogeneous
group of employees, similar in training and education,
career patterns, geographical and career mobility, and
labor market characteristics.

2. While common pay principles should undergird pay treat-
ment, a single Government-wide pay schedule cannot meet
the needs of all Federal agencies and employees.

3. Pay rates should be based on such factors as recruit-
ment sources; the mobility of groups of employees;
and industry practices. Thus, locality rates would
continue to apply to nonsupervisory wage board employees;
and could be extended to occupants of nonsupervisory
clerical, machine operation and technician positions.
Most other categories of employees could be compensated
on nationwide pay schedules.

4. Overlapping pay scales would be required to recognize

overlapping levels of responsibility among different
categories of employees. For example, pay rates for

Approved For Release 2002/01/10 : CIA-RDP73B00296R000100150001-4
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the Executive Evaluation System could overlap with
the bottom rates of the Federal Executive Schedule
and in turn be overlapped by the top rates of the
Administrative, Professional and Technological
Evaluation System.

Special occupational pay schedules may be required
for certain categories, e.g., medical professions,
attorneys, teachers.

Substantial work must be accomplished by the Task Force during
the duration of its assignment period. Among the projects to
be completed are the following:

1.

5.

An evaluation model for each of the five categories
of employees to be covered by the coordinated job
evaluation plan.

Field tests conducted to determine the validity of
the five evaluation systems, and necessary revisions
made where indicated.

Clearances of the proposed evaluation and pay systems
with all interested parties.

An administrative structure and a transition plan to
support the coordinated job evaluation and pay systems.

A final report with supporting legislation.
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| | SECTION | tovodoction

A, Historical Background

1, Origin of Study by Subcommittee on Position Classification

Public Law 91-216--The Job Evaluation Policy Act of 1970--had its
beginnings in the first session of the 90th Congress. In April 1967
the House Post Office and Civil Service Committee created a Sub-
committee on Position Classification, under the chairmanship of
Representative James M. Hanley, for the purpose of holding hearings
on proposals for the reclassification of certain positions in the
Postal Service, The Subcommittee's hearings and investigations
brought to light two significant facts about job evaluation in the
Federal Government:

-- a sound system for job evaluation is essential to
the maintenance of a good personnel system,
particularly in an organization the size of the
Federal Government., Proper job classification is
egsential to the recruitment of qualified employees,
the establishment of meaningful training courses,
the selection of employees for promotion, and the
payment of fair and equitable salaries for work
performed;

-- the classification systems of the Federal Government
are out of date and are not keeping pace with the
changing needs of society and the changing structure
of the Federal service.

! The Subcommittee then explored with employee organizations and with
the Executive Branch the possible approaches to a thorough review
of the job classification structures of the Federal Government, and
outlined an ambitious €tudy program for the second session of the
90th Congress.l/ The purpose of the study program, the Subcommittee
later stated ". . .was to determine whether the need for differing
independent classification and ranking systems still exists; the
effectiveness of the systems in meeting the current and future needs
of the Federal Government and the taxpayer; the need for changes in
the classification and ranking systems; and, where necessary, to
develop proposed changes in policy and procedures which will update

v House Committee Print "Summaty of Activities and Program of the
Subcommittee on Position Classification during the First Session of
the Ninetieth Congress, December 1967."

(9)
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2.

classification and ranking systems, correct inequities in the
systems, and to provide a basis for continuous maintenance of the
systems to meet future needs for adapting to the ever-changing
functions of the Fedexal Government, 2/

Findings of Subcommitfee on Position Classification

The basic study occupied the better part of the Subcommittee's
time during the second session of the 90th Congress, Members of
the staff of the Subcommittee compiled background and historical
information on each classification and ranking system used in the
Federal Government; solicited views of departments and agencies,
employee organizations, Federal executive associations and
personnel councils, and operating personnel officials; examined
the job evaluation systems of several state and foreign govern-
mental jurisdictions; and reviewed previous studies of the Federal
personnel system, The findings of the study group were:

"1, Since the studies of job evaluation and ranking
practices in the Federal servicerleading to the
enactment of the Classification Acts of 1923 and
1949, several additional studies have been made
by competent groups but 1little attention has been
paid them by the Congress. Also, the executive
branch hds not taken the initiative to implement
those phases of the studies dealing with the
basic systemsg, the methods of job evaluation, and
improvement of standards.

"2. Classification and ranking of positions is
accepted throughout the Federal service as
necessary to orderly personnel administration,

"3. Although job evaluation and ranking should pro-
vide the basis for good personnel management,
many believe it ig not doing so.

"4, Classification and ranking systems have not been
adapted to, maintained or administered to meet
the rapidly changing needs of the Federal
Government,

Report on Job Evaluation and Ranking in the Federal Government,
U. S, House of Representatives Report No. 91-28, February 27, 1969,
page 5.
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"5, The number.and variety of classification and ranking
gystems in ‘the Federal service create confusion and
result in-differences. in the methods of selection
and appointment, promotion, conditions of work, and
pay of employees in comparable positions,

"6, The different methods of evaluation or ranking for
specislized groups of positions are not related to
one another and therefore create inconsistencies in
pay. qualification standards and other personpel
practices,

"7. No effort has been made by the Congress or the

executive branch to bring all departments and-
agencies under a single system,"3/

Introduction of H, R. 13008

Representative Hanley introduced H, R, 13008 on July 22, 1969,

for himself and for the entire membership of the Subcommittee on
Pogition Clagsification, The language of Title I of the proposed
legislation summarized the major findings of the study, and stated
the intent of Congress that the Federal Government operate under a
job evaluation and ranking system which would be at once
coordinated--to assure equitable treatment to employees--and
flexible--to accommodate the wide variety of occupations and
employment conditions exigting in the Federal sexvice.

Hearings were held on H. R, 13008 over the course of several
months--from August to December 1969. Witnesses included repre-
sentatives of the major departments and agencies and employee
unions and associations, The testimony supported the findings of
the report on Job Evaluation and Ranking, and was overwhelmingly

in favor of enactment of H, R, 13008, With this demonstrated need
for in-depth review and overhaul of the Government's job evaluation
systems, the Post Office and Civil Service Committees of both
Houses of Congress reported favorably on H., R, 13008, 1In its
report, the House Committee wrote:

"Changing the :job evaluation and ranking systems of the
Federal Government is a delicate and time-consuming task.
It raises many questions and doubts in the minds of
employees subject to the systems, It breaks patterns of
thought and action with which personnel officials have
become comfortable--perhaps too comfortable--over the

3/ Ibid, page 11,
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past 47 years. Nevertheless, the task must be begun,

H. R, 13008 represents the first legislative step toward
much needed and major reforms in the structure of and
concepts behind job evaluation and ranking--as it is
utilized in the executive branch, The end result will
hopefully be a system or systems which will provide
greater cross-agency equity and will recognize the need
for modern and flexible personnel management in the
Federal Government today.“ﬁ/

On March 17, 1970, President Nixon signed H. R. 13008 as
Public Law 91-216.

4, Creation of Tagk Force

Within one month of the President's signature, implementation of
Section 301 of the Act was begun, The Job Evaluation and Pay Review
Tagsk Force was created within the Civil Service Commission as an
independent staff office reporting directly to the three
Commissioners, Mr. Philip M, Oliver was selected as Tagk Force
Director.

Mr, Oliver's first task was to recruit a small permanent
professional and administrative staff, Six professional personnel
were selected as well as two administrative support personnel.

John S. Bynon, formerly Chief, Planning and Analysis
Branch, Division of Personnmel, Tennessee Valley Authority

William S. Fradkin, formerly Deputy Chief, Compensation
Division, Department of Commerce

Jamesg A, Lambie, formerly Chief, Civilian Personnel
Division, U, S, Army in Europe

Barry E, Shapiro, formerly Personnel Management Specialist,
Bureau of Policies and Standards, Civil Service Commission

Harold Suskin, formerly Personnel Officer, Office of
Education, Department of Health, Education, and Welfare

Robert J. Trudel, formerly Chief, Salary Survey Support
Office, Bureau of Policies and Standards, Civil Service
Commigsion

&/ U, S, House of Representatives Report No, 91-823, February 3, 1970,
page 4.
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Mrg, Mildred B, Bell, Administrative Staff Assistant

Migss Ocie R, Fisher, Adminigtrative Assistant to the
Director

In addition, personnel have been detailed from other agencies for
short-term assignments with the Task Force. Several key Task
Force projects have been developed by these temporary personnel.
(See APPENDIX I for a listing of the temporary personnel.)

Under the terms of Public Law 91-216, the Task Force is required
to "consult with, and solicit the views of, appropriate employee
and professional organizations'" /Section 304(d)/. Furthermore, it
is clear from the legislative history of the Act that Congress
wished the Task Force to consult with all interested and concerned
parties, To this end, the Task Force created four advisory
committees representing, respectively, private industry, Federal
pergonnel directors, AFL-CIO unions and independent unionsg and
associations., (See APPENDIX II for a listing of the membership
of these committees,) Specific areas of interest varied from
committee to committee, but the same basic agenda was employed
for all four. Among the many topics discussed in varying degrees
among the committees have been:

1, Need for numerous job evaluation and pay plans
now in Federal service.

2, Alternative groupings of Federal positions for
job evaluation purposes.,

3., Traditional'®job evaluation techniques and their
usefulness in the Federal service,

4, Rank-in-Man vs, Rank-in-Job,
. 5., Job Evaluation as a management tool,
6. Professionalism in the Federal service.

7. The role of line management in the evaluation
process.

8., The role of employee unions and organizations in
the evaluation process.

9, Definition of the competitive position of the
Federal Government as an employer,

10, Methods for changing pay.
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11, Loecality vs. national salary schedules.
12, Open vs. stepped salary ranges,

The contributions made by the members of the four advisory
committees have been extremely helpful to the Task Force.

Also, in accordance with the desire of Congress to be kept abreast
of the activities of the Task Force, monthly activity reports

have been prepared for the Post Office and Civil Service Committees
of the two Houses of Congress. These reports have presented
specific topics being studied by the Task Force, brief summaries

of the topics discussed in advisory committee meetings, and an
indication of the scope of Task Force contacts with other Federal
agencies, as well as with a wide variety of public and private
organizations.

B, Task Force Approach to the Project

1. Review of Background Material

The Task Force approached the problem presented by Public Law 91-216
with an intensive review of background material (see APPENDIX III),
These materials have a common thread running through them, namely,

a continuing identification of the reed for an improved coordinated
job evaluation plan with supporting pay structures that would

enable the Federal Govérnment to maintain an effective work force
without disruption to the general economy (or unfavorable
competition with the private sector).

2. Review of Existing Svystems

The next step was to understand the existing job evaluation and
pay systemg, Upon cataloging, over 60 different systems were
found within the Executive Branch, These systems included not
only General Schedule, but, also all of the special systems
created by specific legislative acts for certain agencies and
departments within the Executive Branch, such as the Tennessee
Valley Authority, Veterans Administration Department of Medicine
and Surgery, Department of State Foreign Service, Atomic Energy
Commission, Central Intelligence Agency and the U. S, Information
Agency, to name a few,
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Because of the complexity of some of the systems in the Executive
Branch, and to assure that each of the separate and distinct
systems being used was thoroughly understood by the Task Force,
arrangements were made for individual briefings by appropriate
agency officials., Accordingly, a series of meetings was held with
and formal presentation$ made by many of the major independent
systems users. These briefings not only gave current information
to the Task Force, but also provided the agencies with an
opportunity to point out their own developmental plans for the
future, weaknesses in the existing systems, and their systems'
linkages with the General Schedule,

In addition, it was felt desirable to hold discussions with
appropriate officials in the Library of Congress, General Accounting
Office, Government Printing Office, and the District of Columbia
Government,

Contact was also established with the Department of Defense to
learn as much as possible about the job evaluation techniques
used for military personnel, A continuing liaison has been
maintained since there is a common interegt between the military
and the civilian components of the Executive Branch in job
evaluation, :

Conduct of Regsearch Projects

The review of background material and the briefings by agencies
placed the Task Force in a position to identify specific topics
for areas of study and research, and a series of work papers have
been developed. Thege work papers have formed the basis for
discussion and development of the specific evaluation approaches
and philosophies expressed in this report,

Certain fundamental precepts were established by the Task Force
and can be enumerated as follows:

a., A series of related evaluation systems would be needed to
cover broad horizontal and vertical strata of workers within
the total of approximately 2,100,000 Federal civilian
employeeg (this figure does not include the approximately
700,000 postal workers). Upon specific advice from the
General Counsels of both the Civil Service Commission and
the Postal Service, the approximately 700,000 postal workers
were excluded from the work of the Task Force. It was
determined that the intent of the Gongress in passing the
Postal Reorganization Act of 1970 was to permit that
organization the freedom and latitude to develop evaluation
and pay systems to meet its specific needs.

Approved For Release 2002/01/10 : CIA-RDP73B00296R000100150001-4




Approved For Release 2002/01/10 : CIA-RDP73B00296R000100150001-4
16

b. The evaluation systems would have to be simple enough for
managers and employees at all levels to understand.
Intensive training would be required at all levels to
achieve this objective.

¢. The evaluation systems would have to produce consistent and
accurate identifications of skill levels.

d. The basic evaluation systems would be built with master job
factors that measure uniform characteristics of jobs to be
covered. In each system the job factors would be specifically
tailored to the occupations to which applied by placing
emphasis on differing elements within the factors, depending
upon the positions to be evaluated.

e. Many career ladders in the Federal service start at fairly
low skill levels and rise to executive level positions. In
developing evaluation systems, therefore, provision would
have to be made for an interrelationship of grade levels
and pay ranges. This interrelationship would be needed to
facilitate an employee's movement from jobs in one evaluation
system to jobs in another.

f. The evaluation systems should be sufficiently flexible to
accommodate new occupations resulting from technological
developments and changing social values.

g. A wide range of manégement processes should be served by
the job evaluation systems. These systems would have to
be designed so that they could be utilized as tools to
improve the overall efficiency of Federal programs.

k. The pay systems that would be related to the evaluation

gystems should provide pay scales that would be appropriately
competitive with those of other major employers.

4, Consultation with Advisory Committees

As indicated above, and in compliance with Section 304(d) of
Public Law 91-216, the philosophical concepts and the workpapers
developed as a result of study and research have, during the

past year, been reviewed with the Advisory Committees. These
committees have given much assistance and advice and have been
instrumental in guiding the thinking of the Task Force in its
work. It is acknowledgéd that the work presented in the following
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sections of this report does not represent complete acceptance

by or unanimity of opinion of the Advisory Committee members, It
would be unrealistic to expect to develop proposals that would
carry the total endorsement of the diverse interests represented
by the Advisory Committees.

Propogsed Evaluation Systems

In the development of a coordinated job evaluation plan as
requested by Congress, evaluation systems for five broad categories
of positions have been tentatively identified as follows and
described in more detail in APPENDIX VII:

a. Executive Evaluation System (EES), This includes positions
where the basic responsgibility 1s for planning, developing,
and directing programs or managing organizational entities.

b, Administrative, Professional and Technological Evaluation
System (APTES), -This includes administrative support positions,
professional positions in the physical, engineering and social
sciences, and the paraprofessional or technological positions
that support full professional positions,

c. Clerical, Office Machine Operation, and Technician Evaluation
System (COMOT). This includes positions that furnish clerical
support, office equipment operation, and technician support
subordinate to those in "b" above.

d. Coordinated Federal Wage System (CFWS). This includes positions
of trade, craft, and manual operation and the first level
supervigors of these types of positions.

e, Special Occupations Evaluation System (SOES). This includes
specialized subsystems related to "b" and "c¢'" above which
emphasize rank-in-man elements as well as one of the rank-in-job
systems,

A relatively new plan is now in effect for item "d" above, 1l.e.,
the Coordinated Federal Wage System. The Task Force recommends
retention of that system, New systems are being designed for the
other four categories., After very careful consideration of the
many different techniques for measuring jobs, the factor ranking
evaluation method has been tentatively selected, with point values,
in some categories. (Descriptions of methodology appear in
APPENDIX VII.)
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'

6., Existing Civil Service Commigsion Standards

The Task Force is fully aware of the tremendous investment repre-
sented by standards development by the Civil Service Commission
for General Schedule positions. These standards are a highly
valuable asset, and it is proposed to utilize them to the greatest
extent possible.

Specifically, Civil Service Commission standards would serve as an
excellent source of occupational data. These documents are, and
will be utilized as, encyclopedias of work information providing
basic mateérials for constructing new job evaluation tools and
benchmark jobs by the Task Force now, and by the Commigsion at a
later date.

7. Exclusions from the General Schedule

Public Law 91-216 exempts no executive agencies or occupational
groups. Therefore, the Task Force made a study of the exclusions
listed in 5 U.S.C, 510(c) and (d), It was necessary to review not
only the background of the individual exclusions, but the history
of the purpose and implementation of the Classification Act of 1923
as well. It was found that the exclusions are defined in four ways:

a. There are entire organizations, within which all positions,
of whatever character, are excluded.

b, Certain kinds, classes, or groups of positions are excluded
under all circumgtances, :

c, There are certainrcircumstances‘or employment conditions under
which all positions are excluded,

d., Certain kinds, classes, or groups of positions are excluded
under certain designated circumstances.

In the foregoing categories, the term "excluded" refers to

positions not covered by Chapter 51 of Title 5, U, S. Code. Such
positions are not covered by the eighteen statutory grade definitions
and accompanying pay schedule for the General Schedule, or not
subject to regulation by the Civil Service Commission. Most of the
exclusions were originally written into law because of the
inappropriateness of the statutory grade definitions of the
Classification Acts of 1923 and 1949; the inappropriateness of the
fixed compensation schedules of those Acts as pay-setting mechanisms;
or problems connected with Civil Service Commission review of an
agency's clasgification program. Task Force recommendations as to
the continuation of any individual exclusions would, therefore,
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depend less on the validity of the exclusion under the present
system than on the practicality of application of the proposals
for new evaluation systems being recommended by the Task Force.
(APPENDIX VIII addresses this problem,)

In the following portions of this report, suggested authority by
the Civil Service Commission for post-audit and for approval of
benchmark positions would be worked out with agencies currently
having exemptions for reasons of national security,
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’ Develonment of Evuiuufion Systems
SEcnou " by the Task Force ‘

A. Background

1. Job Evaluation Systems Inside the Federal Government

The Report on Job Evaluation and Ranking in the Federal Government,
issued February 27, 1969, by the House Subcommittee on Position
Clasgification, states "There are at least 20 separate systems for
evaluating and ranking jobs."é/ The Report makes clear that this
multiplicity of systems underlies many (and perhaps most) of the
numerous problems identified and deseribed by the Subcommittee.

Actually, the number of separate "gystems" for evaluating and
ranking jobs is considerably greater than 20. These systems
differ from one another in many characteristics. Some of these
differences are of profound importance, others are often trivial.
it is the lack of coordinetion among.these many systems that has
produced the discrepancies in job evaluation, employee treatment,
and pay described throughout the Subcommittee's report.

The Task Force has listed the existing job evaluation and job
ranking systems and identified the major or significant character-
jstics of each. For purposes of this list, a job evaluation
system was assumed to exist in each instance in which:

a. A formal plan existed for sorting positions into classes,
grades, or levels for any purpose; or

b. An authority existed to f£ix pay for individual positions.

1t was assumed in the latter instance that the exercise of the
pay-fixing authority necessarily entailed some type of evaluation,
formal or otherwise, of the worth of the position relative to
other positions.

0of particular significance is the fact that 887% of the Federal
workers are included under three job evaluation systems, and
127 are scattered among about 60 other job evaluation and pay
plans. The three systems that cover almost all of the workers
are:

a. The General Schedule system, with approximately 447 of all
Federal employees;

élOp. cit., page 1.

(21)
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The Coordinated Federal Wage system, with approximately 197
of all Federal employees;

The Postal Service, with approximately 25% of all Federal
employees. Since this is excluded from the Task Force study,
no further mention will be made of this system.

Over 40% of the other'TZZ of the workers are foreign nationals
employed overseas in craft or labor occupations.

Two of the job evaluation plans that include the largest number
of workers are administered by the U.S. Civil Service Commission.
These are:

a.

The General Schedule System

This is a formal job evaluation system applicable to a wide
range of office, administrative, and professional positions

in most executive departments and agencies. This plan
utilizes job evaluation standards issued by the Civil Service
Commission for each occupation. A wide variety of factors
and job evaluation techniques are used in these standards,

and other evaluation techniques may also be used, provided

the resultant grade level for each position is the same as
that authorized by the standard. Standards have been provided
for about 65% of all occupational series and 90% of all employees
are covered by class standards or grade evaluation guides,
Approximately 1,300,000 positions are under the GS system.

The Coordinated Federal Wage System

This is a formal job evaluation system applicable to trades
and crafts, skilled mechanical crafts, and unskilled, semi-
skilled, and skilled manual labor positions (including foremen
and supervisors) in 60 executive departments a. ¥ agencies.

A factor-comparison plan is used, and job grading standards
are issued by the Civil Service Commission. As of June 30, 1970,
there were nearly 560,000 employees under this system,
exclusive of: (1) employees stationed in U.S. Territories;

and (2) foreign nationals. Also included under this system
are over 20 "special schedules" or subsystems that involve
separate job evaluation techniques and pay practices.

Other Executive Brawch Job Evaluation Systems

As indicated above, approximately 12% of the Federal workers
are distributed among about 60 separate and uncoordinated
job evaluation systems. These systems are of many different
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Some encompass

types and have many different characteristics,
Some are

entire agencies; others include only a few workers.
formal, highly structured systems; others represent nothing

more than an administrator’s judgment as to an appropriate

pay level for a type of job. Some are rank-in-job systems;

others are rank-in-man systems. Some are closely related to

the General Schedule system; others are entirely different.

highly individualistic plans. Some exist in only one agency;
others are to be found in several agencies, but with no
coordination of actions or results. Some cover permanent
full-time employees; others apply only to temporary employees

or jobs. (A full list of these categories appears in APPENDIX IV.)

Evaluation and Pay Systems Outside the Federal Government

As part of the development of additional background material, a
comprehensive survey was made of the practices and experience
of State governments, certain foreign governments, and a select
group of national private firms. 1t was found, particularly in the
public ~sector, that many of the governmental jurisdictions have
completed, or are in the process of making, major overhauls of
their job evaluation and pay systems. Others indicated the need
for improving their job evaluation systems.
in job evaluation and pay systems have been brought about by
changing requirements of modern government services, changing
social values and tradition, and by the impact of unionization
among government employees. Within the private sector, the
situation appears to be more stable. This may be due to the
fact that most private employers have a greater degree of flexi-
bility in their job evaluation and pay systems than is found in
the public sector, Therefore, adjustments are made without

general overhaul of the system itself.

Many of these changes

a. State Governments

With the assistance of the Jacobsg Company, Inc., Management
Consultants, the Task Force made a general survey of job
evaluation and pay systems of all 50 State governments. A
closer review was made by the Task Force of seven states whose
systems appeared to warrant more careful consideration. It was
found that experience of the states has provided the Task
Force with valuable background information. Traditionally,
there have been many parallels between the Federal and State

systems.

Each state, based on its own uniﬂue requirements, has a some-
what different aponroach to job evaluation and pay. However,
as our summary iudicates, there are common threads throughout
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both the Federal and State systems. The work of the Task
Force will, no doubt, have a significant impact on the
future course of job evaluation methodology in these
governmental jurisdictions. (See APPENDIX V for details of
this study.)

Foreign Countries

The Task Force has directed its attention primarily toward
developments in the Australian, British, and Canadian Civil
Service systems. Each system currently is undergoing change.

There are two common threads, however, which run through the
three foreign government systems which have been reviewed:

(1) The systems emphasize occupational groupings for job
evaluation and pay purposes rather than a single,
monolithiec structure such as that which exists in the
General Schedule in our country.

(2) Collective bargaining in determining comparability in
the setting of pay rates is recognized.

Additional information on job evaluation and pay practices
for pogitions in the public service in Canada, Great Britain,
and Augtralia is contained in APPENDIX VI.

Systems Used by Private Employers

A review was made of the literature on the practices of
American industry and in-depth investigations were made of
the practices of a selected group of major private concerns.
The information collected indicates certain patterns of
practice. In general, private corporations break their jobs
into the following major categories:

(1) Executives.

(2) Exempt employees (these are employees in managerial,
professional and administrative positions who are exempt
from the Wage and Hour requirements of the Fair Labor
Standards Act).

(3) Nonexempt employees (these are employees in nonsupervisory
positions who are subject to the Wage and Hour provisions
of the Fair Lasbor Standards Act).
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Within the nonexempt segment, private employers usually
group positions into nonexempt white-collar and nonexempt
blue-collar categories. These groupings are generally
used by private employers for both job evaluation and pay

purposes.

The three categories mentioned above overlap somewhat in both
evaluation and pay treatment, For example, it is common for
the upper levels of the nonexempt white-collar structure to
overlap one or more with the lower levels in the exempt status
grouping. A similar overlap normally exists between the exempt
status group and the executive group.

Most large, nationally organized employers use a factor ranking
system for evaluating or ranking white-collar positions in the

nonexempt category. These systems rank jobs by comparing each

job with all others in the same category, one factor at a time.
The process is normally facilitated by the use of rating scales
with point scores and benchmark jobs. The benchmark jobs serve
as guides or standards in applying the rating scales.

Factor ranking is also the most frequently used technique for
evaluating exempt status positions. While most jobs may be
evaluated under a single plan, certain specialized occupations
are frequently treated separately., For example, attorneys,
medical doctors, as well as research, engineering and scientific
positions are often evaluated under a rank-in-man system. Pay
rates for exempt status employees are generally tied to the
national market for administrative and professional personnel.

Executive positions in private industry are also systematically
evaluated and ranked. The two methods most frequently used are
factor ranking and simple 'whole job" ranking. In the rankings
of such positions, the impact and contributions of the individual
Pley an important role in determining the relative level of a

position.

B. Some Major Issues Reguiring Final Determination

The Task Force has taken the position that certain types of evaluation
systems are needed to resolve some of the operating problems and
inequities in the existing systems as identified by the Hanley
Subcommittee. Before these models can be finalized, the Commission
will have to reach certain conclusions and decisions which are policy
determining in nature. These are under consideration by the Commission
and are identified he:rcin for the purpose of apprising the Congress
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and other interested parties of these issues so that reactions and
comments can be solicited before final decisions are made. The
Commission's final report and legislation would, therefore, reflect
the Commission's determinetions in these matters after having
thoroughly studied the issues themselves and public reaction. These
can be summarized as follows:

1. The Administration has recently submitted legislation
for the creation of a Federal Executive Service. This
provides for major changes in the way in which jobs at
the present GS-16/18 and equivalent levels are establighed,
filled, classified, and paid. Among other provisions,
the FES proposal contemplates that each agency will develop
and administer a position management system geared to its
special needs. To assist agencies in administering such
a plan, a tentative model of an evaluation system for
positions in this category has been prepared as described
in APPENDIX VII. This model will be submitted for review
and comment through the Interagency Advisory Group to all
agencies and will also be made available for review and
camment to unions and employee associations.

2. The division of positions below the executive level into
two broad categories, i.e., exempt and nonexempt, is being
considered. This division would be more in harmony with
the common practice in the private sector and models of
evaluation gystems for specific occupations within these
broad categories are found in APPENDIX VII.

3. Certain special groupings of occupations within the exempt
and nonexempt categories are being considered for evaluation
and pay treatment in a combined rank-in- job/rank-in-man
proposal. The details of this proposal appear in APPENDIX VII.
Among the needs for different treatment for these occupational
groups are the resolution of recruitment and retention diffi-
culties and the intent to place the Federal Government in a
more competitive light with the private sector.

4. Consideration is being given to the feasibility of achieving
greater comparability for nonexempt employees with their
counterparts in the private sector by treating these employees,
for pay purpose,’ in the same manner as those employees covered
under the Coordinated Federal Wage System. Specifically,
under review is the proposal to establish locality salary
schedules for nonexempt employees in the clerical, offica
machine operation, and technician grouping. This would broaden
the locality pay principle from the present half million
employees to more than a million. It is directly related
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to the posture the Federal Government wishes to take in
establishing its competitive position in the labor market
wherever Federal Government employees are utilized.

5. From a'pay administration viewpoint, the practicality of
having a series of step increments within salary ranges
is under review. Under recent legislation, Federal
employees will now be considered for annual salary adjust-
ment based upon Bureau of Labor Statistics' comparability
studies, which studies include'longevity or service
recognized by employers in the private sector in establishing

private sector salary rates.

6. Within the framework of the Commission's long-range goal
to strengthen personnel management among the agencies and
their field organizations, the evaluation and pay structures
which would evolve from the Task Force study have a direct
correlation with this long-range goal. Therefore, additional
consultation and discussion is needed to insure that the
needs of the agencies and the objectives of the Commission

are, in fact, in harmony.

Related to "6" above is the proposal to delegate decision-
making responsibilities in job evaluation to the lowest
possible managerial level within agencies and their field
organizations. Extensive training and continued post-audit
would be required to achieve this objective. This would
also broaden the role of the personnel staff to that of
consultative service rather than assuming managerial preroga-

tives in this area.

The details of the evaluation system modéls presented in APPENDIX VII

will be submitted shortly for detailed review and comment to all
interested parties. SECTION III, which follows, deals with pay relation-
ghips to these detailed systems. 1t is understood that as the Task
Force work progresses both the evaluation models and the pay relation-
ships will continue to undergo modification to the point at which the
Commission is ready to endorse or recommend legislation to the Congress
which will permit the installation and administration of proposals

contained herein.
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s:c"n" l“ Relationship of Pay to

Evaluation Systems

A. Background

The need to examine pay policy and practice in relation to job
evaluation has been recognized in Title I, Section 101(2) of the
Job Evaluation Policy Act of 1970, Public Law 91-216, which states
"the large number and variety of job evaluation and ranking systems
in the executive branch have resulted in significant inequities in
gselection, promotion, and pay of employees in comparable positions
among these systems." Section 101(3) of Title I also points out
that a coordinated system of job evaluation and ranking must be on
a set of principles providing coherence and equity throughout the
Executive Branch.

Since pay policy and pay fixing are functionally related to job
evaluation and should assure the equitable application of compensa-
tion schedules to evaluated positions in the Federal service, the
Task Force has concerned itgelf with problems of pay equity and pay
relationsghips for Federal employees.

The existence of over 60 pay systems, schedules, and authorities
currently used for the compensation of Federal employees also
provides compelling reasons for the Task Force to examine existing
pay policies and pay-setting authorities in Government. In this
connection, the Task Force is investigating the equity of pay
relationships among many job evaluation and ranking systems in
order to determine the possibility of establishing an effective,
economical, comprehensive, and coordinated set of Federal pay
policies.

1. Review of Legislative History (Pay Policy and Pay Setting)

The historic principle of “equal compensation for equal work,
irrespective of sex," First enunciated in the Classification
Act of 1923 and applied only to classified employees in the
departmental gservice in the District of Columbia, has been
extended over the years (with slight variations in language)

to all Federal employees paid under statutory salary schedules.
In compensation legislation enacted at various periods since
1923, basic principles have been established for the statutory
pay systems providing that there be no discrimination against
any person, or with respect to the position held, on account
of race, creed, or color; that pay distinctions be maintained
in keeping with work and performance distinctions; that Federal

(29)
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pay rates be comparable with private enterprise pay rates for the
same levels of work; and that pay levels for the several Federal
statutory pAy systems (General Schedule, Foreign Service, Veterans
Administration Medicine and Surgery) be interrelated.

The Congress has not only established pay policies for compensa-
ting many Federal employees in the Executive Branch, but has
also exercised pay-setting authority for over 40 years in
estgblishing and adjusting the rate structures of the statutory
salary schedules. However, the enactment of two very important
laws in Fiscal Year 1971 has indicated Congress' willingness to
begin to divest itself of pay-setting functions.

In Public Law 91-375, "The Postal Reorganization Act of 1970,"
approved August 12, 1970, Congress authorized and directed the
Postal Service to classify and fix the compensation and benefits
of all officers and employees in the Postal Service through
collective bargaining; and, as a matter of pay policy, to maintain
compensation and benefits on a standard of comparability to the
compensation and benefits paid for comparable levels of work in
the private sector of the econonmy.

In Public Law 91-656, the "Federal Pay Comparability Act of 1970,"
approved Janpary 8, 1971, the Congress authorized and directed the
President to make annual adjustments in ratés of pay in the
statutory salary systems based on comparability with private
enterprise rates., This is subject to review by Congress only when .
the President considers it inappropriate in a particular year to
make the pay adjustments indicated by application of the directed
pay comparability studies. The subject law also continues in
existence theé pay policies promulgated in previous legislation,
i.e., equal pay for equal work, maintenance of pay distinctions

in keeping with work and performance distinctions, comparability
of Federal.pay rates with private enterprise pay rates for the
same levels of work, and maintenance of interrelationships of pay
levels for the statutory systems.

In regard to compensation for Federal blue-collar employees,
Congress has entrusted to the Executive Branch complete pay-
fixing authority under locality prevailing rate systems, subject
to such policy guidance as compliance with the Davis-Bacon Act
and pay comparability on a prevalling rate basis consistent with
the public interest, and direction as to application of overtime
and certain other premium pay provisions. The exercise of thig
pay-setting authority by the Executive Branch is now being
coordinated by the Civil Service Commission with the institution
of the Coordinated Federal Wage System.
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Federal Pay Policy Today

The "Federal Pay Comparability Act of 1970" is now the basic law
governing the pay of Felleral white-collar employees under the
statutory salary systems. Although setting and adjusting of pay
rates has now been vested in the President, subject to the
restrictionsg indicated above, the Congress has not yet legislated
changes (or authority for the Executive Branch to make changes)
in the physical structure of the statutory schedules with respect
to number of steps, intragrade differentials or pay increments,
walting periods for salary advancement, and other related aspects
of salary administration. In addition, certain agencies and
occupations are still exempt from the pay schedules and pay
provigsions of the above Act.

On the other hand, with respect to postal employees and blue-collar
employees, the Congress has vested in the Executive Branch relatively
complete authority to establish pay policy, pay structures, and pay

rates. ‘. :
In addition, by means-of legislation‘or executive direction, certain

principles serve as a basis for Federal statutory pay systems.

These principles are eqhal pay for equal work, pay distinctions
in keeping with work and performance distinctions, pay comparability
with private enterprise, and some degree of interrelationship of

pay levels.

Need for Broader Federal Pay Policy

For further development and improvement of Federal pay policy,
the responsibility of the Government to the Nation as a whole
must be recognized. Government pay policy must be equitable,
coordinated, flexible, and responsive to a variety of public
interests. Consideration must be given to the need to attract
and retain competent staff to accomplish Government functions,
reasonableness of cost to taxpayers, equity and fairness of pay
for Federal employees, with equal fairness to private enterprise
as competitors for talent, and correlated to the evaluation
systems used for Federal employees.

In developing an impréved, effective, and comprehensive Federal
pay policy for all Federal employees, certain questions must be
answered and additional: principles promulgated in order for
Government pay policy 'to be truly equitable, flexible, and respon-

sive. In this conmection, it is the judgment of the Task Force

that:
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The Federal work force does not comprise a homogeneous group
of employees, similar in training and education, career
patterns, geographical and career mobility, and labor market
characterisgtics.

While common pay principles should undergird pay treatment,
neither a single Government-wide job evaluation system nor
a single Government-wide pay plan will or can truly serve
the neéds of all agencies.

The relative competitive pogition of the Federal Government
as an employer, vis-a-vis private enterprise employees, must

‘be defined in terms of staff needed, role as a leader or

follower of changes in pay, and social implications; and,
in accordance with the public interest, should be uniform
insofar as may be practicable in both national and local

labor markets.

In determining comparability of Federal pay rates with private
enterprise pay rates, the comparability of Federal and private

enteiprise practices in recruitment, retention, transfer, and

compénsation of groups of employees should be taken into
consideration as well as the congomitant labor market character-
istics of the groups and occupations for whom comparability

in compensation is fo be achieved. Simply stated, comparability
of Federal pay should be more directly related to comparability
with pay practices and labor market or employment characteristics
in the non-Federal sector than isg presently the case.

Job evaluation and pay systems should provide realistic
opportunities for job progression and salary advancement for
nonsupervisory and nonmanagerial personnel as well as for
administrative, managerial, and executive employees in
Government. Progression in such professional fields as law,
medicine and science, should be attainable to approximately
the same degree for individual performance as for executive
responsibilities.

The highest degree of coordination among agencies and depart-
ments in the administration of job evaluation and pay plans
should be effected in order to avoid duplication of effort,
assure maximum equity in pay, and prevent individual agencies
(and their employees) from having an advantage or disadvantage
with respect to other agencies in recruitment, motivation, and
retention of employees because of diverse pay treatment. Simply
put, the need for over 60 pay systems, schedules, and authorities
must be carefully examined.
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The highest degree of coordination among agencies and the
greatest degree of equity for employees in pay treatment
will best be achieved by establishing pay setting for all
Federal employees as a personnel management function in the
Executive Branch, Congress, which has ultimate control by
way of appropriation of funds, should establish the basic
pay philosophy of the Federal Government as an employer and
perhaps the general policies or guides to be followed in
formulating or adjusting pay structures, but full accounta-
bility for setting pay and administering pay structures
should be vested in the Executive Branch.

B

B. Executive Pay Schedule

Relationship to Evaluation System

A competitive, flexible pay schedule must be provided for the

system applicable to executive positions described in APPENDIX VII.
Inadequate pay schedules inevitably create pressures on the job
evaluation system, resulting in misalignments in order to provide
competitive pay rates. This condition results in loss of confi-
dence in the job evaluation system, dissatisfaction on the part

of employees and supervisors, and poor morale, with resultant
deterioration of efficiency and productivity, within an organization.

C. Administrative, Professional and Technological

Pay Schedules

Necessity for Flexibility

The Task Force recognizes the need for f}exibility in pay plans
applicable to the Administrative, Professional and Technological
" occupations. A review of pay practices in non-Federal situations
indicates that some professions are organized in fewer levels,
with wider pay bands, than are found in most other occupations.

Locality differences in pay appear appropriate for certain
occupations where there are wide variations in locality rates
and limited mobility for the typical employee, e.g., nurses.

A separate pay schedule may be justified for a particular profession
for many of the same reasons which would justify & separate evalua-
tion system for that occupation. Essentially, this would be
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conformance to the general treatment in society outside the
Federal Government; the way the occupation is typically
organized; the pay distinctions that would be accepted as
reasonable by the members of the occupation; and a need to
recognize differences in performance, qualifications, and
situational elements which would motivate well-qualified
persons to accept and retain employment, e.g., doctors,

2. Relationship to Evaluation Systems

Basically, positions of equivalent value within the general
system for this category, or in special systems established
and coordinated with this system, should receive like pay
treatment. However, adjustments of the following types should
be permitted:

a. Conformance to universal occupational practices which vary
from the norm, e.g., computer personnel,

b. Adjustments for occupational shortages in particular classes
of positions, natfonwide or in a specific locality.

c¢. Individual pay adjustments, within the range normally
established, because of prior pay or unusual qualifications
of a candidate or because of a special need for his services.

3. Methodology

For the large majority of positions in this category, the basic
pay schedule should be determined through Bureau of Labor
Statistics surveys, in the manner established by Public Law
91-656, the "Federal Pay Comparability Act of 1970." Where
special schedules are established or adjusted for occupational
catégories, nationally or in a community area, this should be
done by annual surveys. Data as reported in existing sources
could be used or, as required, special surveys could be made

by the Bureau of Labor Statistics. Provision should be made for
participation through review and consultation by appropriate
unlon and/or professional associations, following the general
principles established for the Professional, Administrative,
Technical survey by the Bureau of Labor Statistics.

4. Relationship to Executive Pay Schedule

The pay schedules, both general and special, in this category
could overlap at the upper end with the schedule for the
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executive category. Hence, there is need for consideration of
relationships with that category. For example, top scientific,
diplomatic, or other specialized personnel below the executive
category might well be evaluated as high as key executive
positions. Evaluations using a common tool such as the factor
ranking-benchmark system for this category could be used to
establish the basic pay relationships. Adjustments in pay

could be made, as required, for special recruitment, occupational
practice, and environmental situations.

For positions evaluated under the general APTES category, without
special pay adjustments, there is no reason why the pay rates
should be different in dollar amounts, in this overlapping area,
from those of executives. There could well be advantages in
emphasizing the equivalence in evaluation and thus in pay of
higher-level employees, some of whom have chosen to rise in the
administrative-managerial functions to executive ranks, and some
who become recognized experts in professional or equivalent
occupational fields. This dual-ladder concept is well recognized

and accepted in the private sector.

D. Clerical, Office Machine Operation, and Technician

Pay Schedules

1. Competitive Position vis-a-vis Private Sector

Task Force studies indicate that private industry generally utilizes
separate evaluation and pay systems for exempt and nonexempt posi-
tions. The private sector pay systems for blue-collar, office
clerical, and technician positions are most frequently prevailing
rate, locality-based pay schedules. On the other hand, the Federal
Government compensates its office clerical and technician positions

on the basis of nationwide rates.

Thus, in some areas Federal pay for office clerical and technician
occupations is higher than average industry pay; in other areas
the reverse is true, ‘The competitive position of the Federal
Government in paying its employees is ambivalent and inconsistent.

2. Relationship to Coordinated Federal Wage System

Establisbment of the Coordinated Federal Wage System (CFWS) put
into effect a single system of job evaluation and uniform pay
policies covering wage board positions in all departments and

58-754 O - 71 - §
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agencles., Wages for such positions have traditionally been set
on the basis of rates found in private establishments for work
of like difficulty in ‘the locality of employment.

Adoption of the locality approach for wage board jobs would
enable the Federal Government to compete equitably in the
immediate employment market, since employees for such types
of positions are normally recruited in the local labor market.

In general, the same conditions apply in meeting the recruitment
requirements for clerical, office machine operation, and tecéh-
nician positions, Accordingly, it would appear desirable to
consider utilizing the same policy of setting pay on a locality
basis for this segment of Federal Government employment.

Relationship to Evaluation System

A prime consideration in determining compensation for clerical-,
office machine operation-, and technician-type positions is how
closely evaluation of such positions in Government produce the
same general relationship as do the pay relationships found in
private industry. It has been found that: (1) job relationships
in this group, as reflected in pay, generally follow similar
patterns in the private sector regardless of locality; and

(2) private sector pay rates for the same job may vary as much
as 40 percent among locglities.

The Congress, in the Salary Reform Act of 1962, established the
policy of setting, for Government "white-collar" jobs, salaries
comparable to those in private industry. However, to achieve
comparability in a true sense the evaluation system should provide
grade relationships that correlate with rate relationships. The
current classification standards for positions in the Clerical,
Office Machine Operation, and Technician occupations do not produce
a relationship that correlates with industrial rate patterns.

The new approach to evaluation of such positions, outlined in
APPENDIX VII of this report, would change the evaluation relation-
ships to bring them into a better correlation with industrial rate
averages.

E. Coordinated Federal Wage System Schedules

Relationship to Private Sector

Pay schedules under the Coordinated Federal Wage System are
locality-based, prevailing rate, step schedules. Wage rates
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for nonsupervisory schedules reflect the general level of rates
paid by private employers in the same wage area for kinds and
levels of work performed in the Federal service. Wage rates
for leader and supervisory schedules are derived from the rates
of regular nonsupervisory schedules by means of established
formulas which provide diffeventials above the rates of workers
led or supervised and which are reasonably in line with those
in private industry.

Thus, there are three types of pay schedules, varying in rates
from area to area in accordance with the differences in levels
of private sector rates in the respective localities. To the
extent that step structures characterize the pay schedules,
average Federal rates may, Or may not, match average locality
rates because of the effects of seniority.

2. Relationghip to Evaluation System

The Coordinated Federal Wage System job evaluation system requires
that the relative worth of positions be stated in terms of grades
or grade levels. Accordingly, the pay schedules show rates for
grades, or ievels, and not for positions such as plumbers, carpen-
ters, or machinists.

Naturally, the pay rates for the higher grade levels are higher
than the pay rates for the lower levels, so that positions
classified in the higher grade levels receive more pay than
positions in the lower grade levels. Continuation of this
approach is recommended by the Task Force.

F. Special Occupations Pay Schedules

1. Relationship to Evaluation Systems

The evaluation approach discussed in APPENDIX VII for special
categories of employees within the broad category of administra-
tive, professional and technological employees will require, if
installed, a variety of pay gchedules. These pay schedules will
be needed to provide direct relationship between the evaluation
techniques and the competitive salaries for like positions in
the private sector. Since the primary purpose of this evaluation
approach is to place the Federal Government in a more favorable
position in terms of retruitment and retention of employees in
these special categories, the pay relationship ig critical to
the total concept.
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Enumeration of Special Category Pay Schedules within APTES

At a minimum, it eppears at this point that the following special
category pay structures will be needed:

a.

In the Health Services field, the pay structures for the
doctors, dentists, nurses, and other specialized professions,
would each be geared to studies of like positions in the
private sector. The pay structures for support positions
to these specialized professional jobs would be the same
as those used for the COMOT and APTES employees indicated
in earlier portions of this sections This means that in
the Health Services field some of the employees will be on
national schedules and some on locality schedules in order
to achieve, as closely as possible, comparability with the
private sector.

It ig envisioned that one pay structure could be developed
for the various skill levels of attorneys that would result
from the application of the special evaluation approach.,
This pay structure would be linked to private sector salary
data.

A basic Federal pay schedule for the teaching profession
would be developed that would be nationally competitive.
This could then be used both domestically and overseas.
The overseas personnel would continue to be the recipients
of additional allowances and differentials for working in
areas outside the continental limits of the United States.
An educational administrative structure linked to the
teacher pay structure, as well as to the national APTES
structure, would be needed.

For the Foreign Service personnel within the Department of
State, U.S. Information Agency, Agency for International
Development, and Peace Corps, it is believed three basic
structures are needed. One schedule would cover professional
Foreign Service personnel, and would be based on nationwide
salary data. Another schedule would cover the clerical
support personnel, both domestic and overseas. This latter
pay st@ucture could be determined to be the Washington, D.C.,
COMOT locality structure. For employees on this structure
assigned to Foreign Service duty, overseas allowance and
differentials would be added. For the Foreign Affairs
Specialist category which the Department of State is establigh-
ing, a basic pay structure that would coincide exactly with
the APTES pay structure would be appropriate.
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By providing both national and local relationships with pay
structures for the other evaluation systems enumerated in
APPENDIX VII, the broad concepts of both equal pay for equal
work and comparability would be achieved.

3. Special Category Pay Schedule within COMOT

Within the COMOT category, those positions concerned with protec-
tive services also lend themselves to rank-in-man/rank-in-job
evaluation., From a pay standpoint, relationship would have to
be developed, on a regional or local basis, with COMOT schedules.
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SEGHUN IV Work to be Done

A, Evaluation Systems

Completion of Evaluation Models

Using the framework of evaluation systems described in APPENDIX VII
of this report, the Task Force will, during the next year, complete
its development of an evaluation model for each of the five
categories of employees to be covered in the coordinated job
evaluation plan, Built into these models will be a relationship

go that the evaluation results under any one of the individual
gystems can be crogs-identified with the other systems, This will
show the evaluation changes that result as positions of increasing
responsibility within occupational career ladders are identified.
While any one of the five systems, in theory, could be used to
evaluate any position within the five broad categories, the most
accurate results would be obtained by the evaluation system
designed for the particular category. Finally, one or more methods
for the evaluation of supervisory and managerial jobs below the
career executive level has to be developed and related to each of
the evaluation models.

Field Test and Validation

Prior to submitting the evaluation models in the final report, it
is expected that actual field tests will be conducted to determine
the validity of the evaluation systems. These field tests will be
done in conjunction with staff of selected agencies. It is hoped
that the field tests and the validation studies will reveal weak-
nesses, if such exist.

Revigion and Revalidation

The field test results referred to above should indicate areas
where modifications of the evaluation models are needed. Any such
changes once made, therefore, will require retesting and revalida-
tion., At the conclusion of this phase of the job, the evaluation
models can be assumed to meet the criteria established by the Task
Force and would be ready for the final step, namely, that of
securing concurrence from using organizations,

(41)
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Clearances and Concurrences

As each of the evaluation systems are field tested, validated,
modified, and revalidated, the systems would be submitted to the
Interagency Advisory Group and to interested employee organizations
and associations for review and comment, All effort would be made
to secure as much acceptance of and concurrence in these evaluation
techniques as possible., The Commission would then be in the
position, in submitting this coordinated job evaluation plan, to
report to the Congress the degree of acceptance obtained. This
would simplify the transition plan once the total program had been
enacted into legislation, The Civil Service Commission would, of
course, assume the full responsibility for a trangition from the
existing systems to those encompassed in the coordinated job
evaluation plan,

Exceptions to the Coordinated Job Evaluation Plan

A careful review and analysis has been made during this first year
of the legislative exceptions to the General Schedule. The final
report, therefore, should address itself to the exceptions that
should be authorized under the proposed legislation. Every effort
would be made to keep the number of exceptions to the coordinated
job evaluation plan to an absolute minimum,

B. Pay Structures as Related to Evaluation Systems

General Review

In developing the evaluation systems, the Task Force has been
congidering the impact and effect that the evaluation systems would
have on the statutory pay structures. It is evident not only from
the Subcommittee Report but from the many comments, both written and
oral, made by individuals who appeared before the Subcommittee and
at the public hearings, that there is deep concern over the
inequities existing among the various pay systems. It is believed
by the Task Force that while it is possible to develop an evaluation
gystem or systems with total disregard to the pay implications, this
is neither practical nor the intent of the Congress. The Task Force
has not presumed to make detailed reviews of all of the Federal pay
systems, However, the interface problems have been constantly con-
fronted, It is expected, as described in SECTION I1I, that some
significant revisions in pay philosophy and policy will be required,
The locality vs. national pay policy 'is one example. Other examples
are the pay relationships that exist with the establighment of special
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occupational evaluation systems, such as health services employees,
attorneys, teachers, guards, and fire fighters; and the interface
between the pay structures for the Coordinated Federal Wage System
and those employees in the clerical support occupations. Finally,
in developing the model for the Executive Evaluation System, pay
problems arising because of the relationship with the Federal
Executive Schedule will have to be reviewed.

In the year ahead, the Task Force will continue to review the
implications arising from the consolidation of the many evaluation
systems into five broad categories described in APPENDIX VII, and
the pay structures presently administered under the three-score
systems in effect today. In an effort to achieve both the general
concept of equal pay for equal work and comparability with the
private sector, the Task Force will endeavor to make recommenda-
tions for pay structure changes to meet these goals.

Concutrences

The Task Force recommendations on pay as related to evaluation
systems will, of course, require the thorough review and considera-
tion of the Civil Service Commission, just as will the evaluation
systems recommendations themselves. The Task Force will be seeking
the views of its Advisory Committees and the Interagency Advisory
Group. The final recommendations of the Civil Service Commission
will be forwarded to the President through the Office of Management
and Budget, in accordance with standard practice, as part of the
final report and proposed legislation. Many of these recommenda-
tions will require additional developmental work if the legislation
proposed is acted upon favorably.

C., Adminigtration

General Review

Most evaluation systems can be made operationally effective only

if there is a strong supporting administrative structure acceptable
to all interested parties. The specific responsibilities of the
Congress, the President, the Civil Service Commission, the Office
of Management and Budget, and the department and agency heads in
the evaluation and classification area will be reviewed. A series
of recommendations will be made to describe precisely the roles

of these parties in the administration of the coordinated job
evaluation plan.
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Classification and Pay Appeals Procedure

One of the areas that the Task Force is going to consider during
the coming year is an administrative mechanism to insure that the
individual employee or his representative has a simple and
expeditious method of appeal in the areas of classification and
pay.

Union Participation

The Task Force objective is to insure that the individual Federal
employee is treated equitably within the overall plan, and in no
way is discriminated against or suffers discriminatory action by
line management without an impartial review. In the many meetings
the Task Force conducted with unions, employee organizations and
associations, extensive discussions were held on the role of the
unions and associations in the evaluation process. The evaluation
and pay systems resulting from the Task Force studies should
recognize union views.

Concurrences

In the area of administration, concurrence also will be sought
from gll interested parties (agencies, unions, and associations)
so that the Commission and the Administration can give full
consideration to these views in deciding upon the final shape

of the Civil Service Commission's recommendations to the Congress.
Whatever concurrences can be obtained in the administrative area
will simplify the transition period needed to implement the Civil
Service Commission's final recommendations.

D. The Transition Period

Transition Plan Development

As provided by Public Law 91-216, the Task Force will develop
an orderly transition plan in phased steps with a timetable

that will provide for the Civil Service Commission to install,
with the cpoperation and assistance of the agencies and depart-
ments, the coordinated job evaluation plan. This transition
plan must include a program for review and revision of pay
structures, where necessary, to provide the proper relationships
with the evaluation systems.
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2, Concurrences

Operating officials as well as unions and associations will be
given an opportunity to review and comment on the transition
plan, in terms of the time intervals and schedules. This will
assure a minimum of disruption to employees and supervisors as
the plan is implemented.

E. Final Report

The main body of the final report by the Civil Service Commission will
contain the detailed description of the coordinated job evaluation

plan and the relationships among the evaluation systems within the

plan. It will contain detailed models of the evaluation systems which
will have been field tested and validated. The report will also contain
specific recommendations on the design of pay structures; and the
transition plan.

F. Legislation

1. Development of Legislation

The Task Force will be required, during the latter part of this
coming year, to prepare supporting legislation to facilitate the
installation of the coordinated job evaluation plan. This legisla-
tion will have to include the exceptions to the plan, both for
evaluation and pay purposes.

2. Concurrences
Finally, the legislation will have to be cleared within the

Executive Branch so that the Congress can hold hearings and
proceed to act upon the proposed legislation.
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Temporary Members of the Job Evaluation
APPENHIX l and Pay Review Task Force

John Baker, Management Intern, United States Information Agency

Philip I. Brennan, Chief, Litigation Control, Tax Division,
Department of Justice

Barry Cohen, Federal Personnel Intern, Agency for International
Development

J. Meredith George, Chief, Classification and Wage Division,
Headquarters Air Force Systems Command, Andrews Air Force Base

Robert A, Gray, Jr., Associate Superintendent of Schools,
Dependents Schooling Office (Atlantic), Department of Defense
Overseas Dependents Schools (Navy)

Paul W, Hallman, Foreign Service Officer (Retired)

William G. Noffsinger, Director, Central Office Personnel Service,
Veterans Administration

Mrs., Sylvia Rosemergy, Personnel Officer, Overseas Private
Investment Corporation

Bernard E, Shultz, Technical Adviser to the Director, Personnel
Division, Internal Revenue Service, Department of Treasury

Richard Silver, Assistant for Staffing and Development, Veterans
Administration

A. LeRoy Sykes, Chief, Classification and Position Management
Branch, Agricultural Research Service, Department of Agriculture

(47)
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INDEPENDENT UNIONS AND ASSOCIATIONS ADVISORY COMMITTEE

American Foreign Service Agssociation
Robert Nevitt, Member, Board of Directors

American Nurges Asgociation, Inc,
Muriel A, Poulin, Chaizman, Commission on Economic and General
Welfare, New York
Patrick Zembower, Federal Representative, Washington, D. C.

Association of Civilian Techniciansg
Vincent Paterno, President
John Hunter, Executive Vice President

Federal Professional Association
Vincent Jay, Legislative Director
Lionel V, Murphy, Executive Director

National Association of Government Employees
Kenneth T. Lyons, President

National Association of Internal Revenue Employees
Vincent L. Connery, President
Robert Tobias, Staff Assistant

National Federation of Federal Employees
Nethan T, Wolkomir, President

National Federation of Professional Organizations
William Lawson, President

National Society of Proféssional Engineers
Gayle N, Wright, Staff Director, Professional Engineers in
Government
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INDUSTRY ADVISORY COMMITTEE

Jameg Barker, Associate Director of Peréonnel, Union Carbide
Corporation

Richard Fremon, Director, Salary Administration, Bell Telephone
Laboratories ’

James Gillen, Director of Personnel Resgearch, General Motors

Thomas Harrington, Director, Industrial Relations, COMSAT

David Lederer, Assistant Secretary, The Rand Corporation

Dwight Meader, Consultant, Executive Compensation, General Electric

Vernon Mickelson, Executive Assistant to the President and the
Provost, Case Western Reserve University

William Sorensen, Secretary, ESSO Inter-America
Kenneth Warner, Executive Director, Public Personnel Association

David Weeks, Director, Combensation Research, National Industrial
Conference Board
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APPENDIX I  Bockground Material

Legislative History of the Job Evaluation Policy Act of 1970 (Public
Law 91-216)
-Report on Job Evaluation and Ranking in the Federal Government
(H, Report 91-28, February 27, 1969)

-Hearings before the Subcommittee on Position Classification of
the Committee on Post Office and Civil Service, House of
Representatives, 9lst Congress, lst Session, on H. R, 13008
(Serial 91-16)

-Job Evaluation Policy Act of 1970 (H. Report 91-823,
February 3, 1970)

-Job Evaluation Policy Act of 1970 (S. Report 91-713, March 2, 1970)

Legislative Histories of major job evaluation and pay statutes,
particularly,
-The Classification Act of 1923 (Public law 67-516)

-The Classification Act of 1949 (Public Law 81-429)
-The Federal Salary Reform Act of 1962 (Public Law 87-793)
-The Federal Pay Comparability Act of 1970 (Public Law 91-656)

Other related documents
-Commigsion on Organizatjon of the Executive Branch of the
Government (First Hoover Commission)
‘Report on Personnel Management (February 1949)
.Appendix A, Task Force Report on Federal Personnel
(January 1949)

-Commission on Organization of the Executive Branch of the
Government (Second Hoover Commission)
+Report on Personnel and Civil Service (February 1955)
.Tagk Force Report on Personnel and Civil Service
(February 1955)

-Report of the Defense Advisory Committee on Professional and
Technical Compensation {Cordiner Committee, 1956-57)

-Report of the U, S, Interdepartmental Committee on Civilian
Compangation (0'C-rmell Committee, 1957-58)
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"PE"B“ 1] List of Miscellaneous Federal

Job Evaluation Systems

The following enumerates agencies having independent evaluation systems
for certain groups of employees:

Agency for International Development
1, Foreign Service Officers
2, Foreign Service Staff
3. Participating Agency Employees (PASA)
4, Administrative employees

Department of Apriculture
5, County agents

Bureau of Census
6, Temporary employees
7. Enumerators

Environmental Science Services Adminigtration
8. Commissioned Officers

Department of the Interior
9, U. S. Park Police

Department of Justice
10, U, 8. Attorneys and Assistant U, S. Attorneys
11, Special Attorneys

National Aeronautics and Space Administration
12, Exempt employees

Panama Canal Zone
13, Nonmanual employees
14, Manual employees
15, Special category employees

U. S, Patent Office
16, Board of Patent Appeals
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Peace Corps
17. Foreign Service Officers

18, Foreign Service Staff
19, Unenumerated employees

U, S, Public Health Service
20, Commissioned Officers

Selective Service System
21. Local Draft Board employees

Smithsonian Institution
22, National Zoological Police
23. Exempt employees

Department of State
24, Foreign Service Officers

25. Foreign Service Staff

26, Consular agents

27, Foreign Service Institute
28, Exempt employees

Department of Transportation
20, Alaska Rellroad (white-collar employees)
30, Alaska Railroad (operating employees)
31, Lighthouse keepers.and civilian employees on lightships

Department of Treasury
32, National Bank Examiners
33. Currency manufacturing
34, Executive Protective Service

United States Information Agency
35, Foreign Service Information Officers

36. Foreign Service Staff

Veterans Administration
37. Doctorg, dentists, nurses
38, Canteen Service (white-collar employees)
39, Canteen Service (blue-collar employees)
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Personnel in the Entire Agéngy

40,
41,
42,
43,
44,

Atomic Energy Commission

Federal Deposit Insurance Corporation
Tennesgee Valley Authority

National Security Agency

Central Intelligence Agency

Pergonnel in Many Agencies

43,
46,
47,
48,
49,
50,
51,
52,
53,
54,
55.
56,
57.
58,
59,

Other
60,

Overseas Foreign Nationals

Teachers in overseas dependents schools
Scientists and Engineers (5 U.S.C. 3104 and 5361)
Executive Schedule

Statutory individual salaries

Experte and Consultants

Teachers, domestic dependents schools

Support personnel, domestic dependents schools
Service Academy faculties

Students and interns (wedical)

Emergency and seasonal employees

Employees on contract or fee basis

Employees providing part-time service
Employees paid zero or nominal salaries
Inmates and Patients

Staff of Former Presidents
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Survey of Job Evaluation and Pay Systems
APPENNX v Used by State Merit and Civil Service Systems

The Task Force made a general survey of job evaluation and pay systems
of all 50 State povernments. A brief summary of findings is:

1. While many of the states have more than one personnel system, the
most prevalent arrangement is a common job evaluation and pay
. system which covers most state merit enployees., Frequently, however,
certain specialized state functions, e.g., colleges or hospitals;
or certain occupational groups, such as doctors, teachers, or
nurses, are covered under separate systems.

2. Position classification continues to be the basic technique used
in evaluating positions. Forty-eight of the 50 states use this
system for all or part of their positioms. A significant number
use other techniques--i.e., rank-in-man, point rating, or factor
comparison--as supplementary techniques in the application of
standards to certain groups of positions. In fact, there appears
to be a trend toward the use of various quantitative techniques to
supplement or to operate alongside the existing position clagsifi-
cation standards.

3. There is one marked difference in the position clagsification
systems used by the states as compared to that currently used in
the Ceneral Schedule, The state systems generally provide greater
flexibility in making internal occupational adjustments better to
reflect pay comparability. Only a few have a single, monolithic
classification grade system such as that in the General Schedule.

4, About one-third of the states indicated significant problems
existing in the administration of their job evaluation systems,
For the most part, these problems are associated with the need for
better standards or guidelines for use in the allocation of certain
groups of positions--i.e., higher adminigtrative positions,
specialized high-demand occupations, or highly organized groups.

5, More than one-half of the states either have more than one pay
schedule or expressed the need for additional pay schedules to
cover special categories of employees, The lack of competitive
pay schedules (with private industry and, in many cases, the
Federal Government) causes problems in recruiting and retaining
adequate staffs.

6. Tn uninn-mancgewer —elations, the states are faced with growing
unionization of t..:ir employees., Most of the states ave
cautiously feeling their way in developing the legal and admini-
strative framerork within which to deal with employee organizations.
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A.

" Job Evaluation and Pay Systems in
APPE"mx VI Canada, Great Britain, and Australia

Canadian System

A brief summary of the Canadian system is incorporated into the
House Post Office and Civil Service Subcommittee on Position
Classification's report on job evaluation and ranking in the
Federal Government., This summary outlines the history of job
evaluation in the Canadian civil service, coverage of the system,
and events leading up to its major renovation, Of these events,
the following are the most significant:

1. The Glassco Commission Report in 1960, which recommended the
adoption of a more systematic apprgach to job evaluation,

2, The Government's endorsement of collective bargaining in
the civil service in 1963,

3, The establishment of a preparatory committee in 1964, and
Parliament's adoption of the recommendations of the
preparatory committee in 1967.

The Canadians are nearing the completion of implementation of
their new system. The classification plan includes six primary
categories or groupings:

1, Executive

2. Engineering and Scientific

3. Adminigtrative and Foreign Service

4, Technical

5. Administrative Support

6., Operational e

These categories are further broken down into 76 occupational

groups. Occupational groups are based on the nature of the work

and identifiable outside labor markets. Through this grouping
process, the government has struck a balance between the requirements
of relating government jobs to the outside pay market and the require-
ments for internal equity between positions, The system permits
varying approaches to job evaluation and pay for different groups of
employees, Within the 76 occupational groups, there are eight
different methods of job evaluation. The most prevalent method is

a factor comparison system, with points and benchmark jobs identified.
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The government negotiates pay for each occupational group
separately, Bargaining units were predetermined consistent with
the occupational groups, This has required some rearrangement of
representation by employee uniong operating in the civil service
area. In general, both management and the employee organizations
are satisfied with the progress made in the implementation of the
Canadian system, However, there are many items yet to be resolved
in the bargaining process.

Britigh System

The British have a sophisticated system of job classification. It
is a system of upper and lower classes in which distinctions are
baged not only on the work performed but also on the educationatl
background of the individual. An employee generally does not
progress to the next higher level within a class without demonstra-
ting a proficiency to do the full range of work at that level.
Once he attains the higher rank, it remainsg with him as long as he
is in the government service regardless of his individual assign-
ment, It has been practically impossible for an employee to move
across class lines. Thus his education and preparation before
entering the government service play a controlling role throughout
his career. Sweeping changes were recommended in the British
system by the Fulton Committee which was established in 1966, In
brief, the conclusions and recommendations of the committee were:

1, The introduction of a common grading structure;

2, Egtablighment of a systematic job evaluation system to
replace the class membership system;

3. Establishing training arrangements that lead to faster
promotion; and
..
4, Certain other changes regarding employment and organization
of the British civil service commigsion.

To date, the British government has completed a major restructuring
of the executive leveld and elimination of certain barriers

between these executlvé levels and lower classes within the system,
The other aspects of the Fulton report are currently under joint
study by labor and management in the British civil gervice.
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Australian System

The Australian system provides for the grouping of positions into
four main divisions. The first division is composed of permanent
heads of departments. These are the highest level career positions
in their government. The second division includes executive
positions and senior professional jobs in the more important offices
of the government.

The third division is composed of professional, administrative, and
clerical positions, The fourth division includes certain entry-
level and low-skill operating positions, These divisions represent
not only broad divisions in level of difficulty of work, but also
digtinct differences in entry qualification requirements., Within

each division there are occupational groupings which are generally

comparable to class series in our General Schedule classification
system, The Australian system provides for standards or guidelines
for allocating positions within each of these occupational structures.
Since 1961, the Australian government has been engaged in a review of
all occupational groups within their system to see whether they may
be simplified in terms of groupings and structures. They have also
been experimenting with the use of a new standards format which
appears to be similar to the factor.comparison benchmark system used
by the Canadians., Pay rates for each occupational group are
determined on the basis of comparison with industry and through
negotiations with the appropriate employee union.
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APPE“mx v“ Models of Evaluation Systems

developed by the Task Force
A. Model for Executive Evaluation System

1. Coverage

This section pertains to the development of a system for position
evaluation to be applied to executive positions in the Federal
Government. Incumbents of these positions play a highly signifi-
cant role in the management of the Executive Branch of the Federal
Government. They are responsible fof planming, directing, and
executing major programs throughout the departments and agencles
of the U.S. Government. Incumbents of these positions often
recommend, develop, or approve policies to govern their program
areas. The Federal executive is concerned with defining program
objectives, staffing an organization, coordinating the efforts

of organizational components, and evaluating the performance

of subordinates who manage the various units under his control.
He is normally held accountable for the attainment of program
objectives.

2. Relationship to Federal Executive Service

The President has submitted proposed legislation to establish a
Federal Executive Service, embracing approximately 7,000 employees
now in grades GS-16/18. That system covers the appointment,
compensation and other personnel functions applicable to Federal
executives. The proposed Executive Evaluation System could be
utilized by agencies in carrying out their obligations under

the Federal Executive Service with respect to setting rates of
pay. EES could assist in the ranking of positions for pay-setting
purposes.

3. Methodology

The Task Force has developed a tailor-made job evaluation system
for executive positions. This project was accomplished with the
assistance of Cresap, McCormick and Paget, Inc., Management
Consultants.

The system was designed around an initial sample of 635 positions
in 29 Federal agencies. These positions are presently classified
in graces 3€-16° ', or at equivalent levels under other pay systems.
By eliminating duplicate positions and positions for which current
data were not readily available, the sample was reduced to a final
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figure of 368 positions. The 29 sample agencies covered 11 cabinet
departments, the large. independent agencies, a variety of boards,
committees and commissions, small independent agencies, as well

as certain legislative agencies, i.es, General Accounting Office
and Library of Congress. A factor ranking system with points was
developed for evaluating these positions. Four factors were
utilized, with the following titles, definitions, and weights:

a. Job Requirements._'This factor measures the range of informa-
tion or understanding of necessary subject matter, and the
skills needed to apply this knowledge (Weight of 35%).

b. Difficulty of Work. This factor measures the nature of work
in terms of the magnitude, variety and scope of activities
assigned, as well as the types of decisions and actions
necessary to perform the activities effectively (Weight of 25%).

c. Responsibility. This factor measures the significance of the
work in terms of results affecting the public, the economy,
and ‘the Government (Weight of 257%).

d. Personal Relationships. This factor measures the need for
the ability to meet and deal effectively with other people
at all levels within and without the organization (Weight of 15%).

The 368 sample positions were ranked under each of the aforementioned
factors. The next step consisted of developing grade levels. The
criteria were establighed for this purpose:

a. The number of grades should, be sufficient to recognize distinct
levels of difficulty and responsibility.

b. A grade should include only positions of comparable value.
c. The point ranges for each grade should be equal.

It was found that six significant levels of difficulty and responsi-
bility exist within the sample of 368 executive positions now in
GS-16/18. This takes into consideration the levels created by
organizational structuring in the various agencies and eliminates
the problem of having several levels of executives reporting upward
but all classified in the same grade.

As an additional evaluation tool, benchmark positions would be
provided to illustrate these various levels within each factor.

The Task Force is continuing to determine the validity of the
proposed Executive Evaluation System.
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B. Model for AQg;nistrétive, Professional and Technological
Evaluation System

Coverage

The positions considered for inclusion in this system are most
of those under the General Schedule in grades GS-7/15, and
equivalent levels in other systems.

The occupations fall into three broad groupings.

a. Administrative. This group includes occupations where
entrants frequently have college-level education, but
there nomally is no qualification requirement for special-
ized subject-matter courses, Included are such occupations
as personnel, procurement, budgeting, management analysis,
etc. There are about 200,000 positions in this grouping.

b. Professional. This group includes occupations where
typically there is a positive educational requirement for
entrance, normally obtained by a baccalaureate or higher
degree in a university or equivalent institution of higher
learning, with & major in the area of the profession. This
includes physical and social science professions, mathe-
matics, law, health professions, engineering, and education.
There are over 200,000 positions in this grouping.

c. Technological. This group includes occupations where
necessary specialized training and experience are acquired
on the job. These positions are often closely associated
with occupations in the professional or administrative
groupings, and for the occupations under the General Schedule,
currently have a similar grade pattern. Included are computer
specialist positions, most inspector jobs, and various
specialized technical, regulatory and enforcement occupations,
such as air traffic; controllers and tax auditors. There are
about 400,000 such positions.

The Task Force has tentatively developed a general method of
evaluation and classification administration for these positions
which it believes will ameliorate the shortcomings-reported as
existing in the Classification Act standards and system.

Methodology

The basic or general method of evaluation being developed by
the Task Force for the APTES category is a factor ranking-
benchmark technique.
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The Task Force has developed a sample collection of benchmark
descriptions. They are much fewer in number (65) than the
Civil Service Commission, with the aid of agency collaborators,
would be expected to develop for Government-wide use. However,
the sample benchmarks cover all the levels in the APTES category
(mostly equivalent to the present grades GS-7/15). The occupa-
tions represented in this small collection include some of the
most populous in this category, with a total of about 250,000
positions. The duties statements are uniformly presented, with
a Position Summary showing organizational setting and position
purpose, followed by more detailed listings of tasks and
responsibilities. They are adapted from actual descriptions
from a number of agencies, particularly those already employing
benchmarks or standard position descriptions.

The factors as used in the Task Force's sample collection, with
a brief description of each, are as follows:

a. Job Requirements. The nature and variety of knowledges;
skills and abilities needed for acceptable performance of
the work.

b. Difficulty of Work. The relative complexity of the work
and the level of mental demands involved.

c. Responsibility. Covers three elements:

(1) scope and effect of work, including impact on the
organization, other agencies, and the public, and
the consequences of error;

(2) job controls, a limiting or modifying element measuring
the nature and limiting effects of supervision received
and guidelines gvailable; and

(3) responsibility for others, measuring the nature and
extent of line and/or staff responsibility for work
performed by others.

d. Personal Relationships. The purpose, nature and difficulty
of person-to-person work contacts, both internal and external
to the organization.

e. Other Level-Determining Factors. Any job-relevant elements
or requirements not adequately covered above, as required
in special positions or types of positions, such as unusual
job conditions, physical demands, intensity of effort
required, or continuing hazard.
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3. Administration

In the operation of this system, the evaluation factors described
by the Task Force and the benchmarks developed for varying levels
within the APTES system would be the core. The Civil Service
Commission would add additional benchmark positions developed in
the same format as those prepared by the Task Force. These would
include both jobs common to all or most agencies and also positions
found in a few or even a single agency where the job population

was quite numerous.

To this basic manual of benchmark positions, each agency would
add its own benchmarks, developed to cover positions unique to
that agency's needs and if necessary to cover the agency's
organizational structurg. The agency’'s benchmark manual would
also include field positions where appropriate. In like manner,
field organizations could develop benchmark positions as supple-
ments to the agency and the Commission benchmarks. In all cases,
these benchmark positions would require Commission approval and
would be made available by the Commission to other agencies for
their use.

In the day-to-day clasgification process, a local office would
consider the duties of a position to be evaluated against the
avallable benchmarks. In a large number of cases, consistency
should be achieved after the benchmark system is fully developed.
Where minor differences exist, a determination could be made
locally as to the effect of these differences, which determination
would be recorded. These judgments should be within the ability
of local operating personnel (line and administrative) to make
after limited training, without the necessity for pre-audit by
experienced position classifiers. Where there were no clearly

. applicable benchmarks, or where observed differences were
substantial, review of individual descriptions and comparison
to benchmarks would be expected at a level where there is
available classifier advice. With the process of comparison
being limited to only a handful of benchmarks at a time, even
though the whole body of benchmarks in the Federal service would
be quite numerous, it would be easier than at present for the
line official or the employee to comprehend the basis for the
classification decision.

A major difference between the present method of evaluation for
positions in the General Schedule and the factor ranking-benchmark
technique ig that in the current system positions are separately
described, and the classification of each position requires a

fresh evaluation against the standards, often requiring difficult
interpretations ¢ - wssumptions where the standards are not directly
applicable; whereas the benchmarks represent real positions, and

are used, where applicable, as the descriptions of record. Experience
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1.

by agencies using standard descriptions shows that a limited
number of such descriptions, if written to fit agency or local
conditions, can cover substantial numbers, often hundreds, of
individual jobs. With the use of satellite benchmarks prepared
in the agencies centrally or at lower levels such as regional
offices, commands, or local installations in their field services,
it is expected that a large proportion of positions in this
category will be covered by benchmarks, eliminating much of the
paperwork required in the present classification system.

Relationships

The factors selected for position analysis in this factor ranking-
benchmark technique can also be used to evaluate positions in the
systems immediately above and below APTES at the points where these
systems overlap APTES. .Thus, while a speclalized set of factors
has been developed for the clerical and equivalent positions and
another set for the executive job population, positions in those
categories at the point of overlap are also susceptible to analysis
and evaluation using the APTES category factors. This will make

it possible to establish equivalency of levels. Thus, senior
purchasing clerks or assistants can be compared with junior
procurement officers; laboratory or engineering technicians at

the upper end of their category can be compared with junior
professionals or technical employees at the lower part of the

APTES range; and accounting technicians and senior accounting
clerks can be compared to junior accountants. Similarly, jobs

in the lower part of the executive range can be compared with

top nonsupervisory or first-line supervisory jobs in the same
occupational area, with appropriate grade equivalence. This

should establish the necessary relationship to insure coordination
of the broad systems.

C. Model for Clerical, Office Machine Operation, and
Technician Evaluation System

Coverage

One of the major groupings of related jobs under study by the
Task Force is that which has been tentatively identified as the
Clerical, Office Machine Operation, and Technician category.
This group is made up of approximately 525,000 nonsupervisory
positions currently allocated to one of 57 clerical, 34 tech-
nician, and 13 office machine class series in the General
Schedule, Thus, this category represents a variety of jobs,
all of which have similar career patterns and are treated alike
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in private industry for pay and career development purposes.
These are also jobs that possess many of the same character-
istics of nonexempt status employees in private industry,

i.e., production-oriented clerical, technician, and operational
Jobs requiring nonprofessional qualifications.

Existing Problems

Investigations to date have revealed inadequacies in the Federal
Government's position classification system as applied to this
group of positions. Some of these problems are:

a. The present occupational grade alignment within this category
does not permit a reasonable reflection of comparability with
private industry in setting pay rates for many of the occupa-
tions. :

b. There are more grade levels in the occupational series within
the present General Schedule structure than there are clearly
identifiable levels of work.

c¢. The present classification standards have certain weaknesses,
i.e., standards are written in terms too general to be
specifically applicable; some do not define the range of
difficulty of work in a given level adequately; and some
standards appear to define artificial levels.

d. The present system, as reflected in the House Subcommittee on
Position Classification Report, is too complex and requires
more time and effort than is available to maintain it
adequately.

Methodology

With these deficiencies-of the present system in mind, the Task
Force hag investigated various systems now in use in the Federal
Government, e.g., Atomic Energy Commission, National Security
Agency, etc., and those used by the more progressive state
governments and major private employers, to determine what system
or systems seem to £it best the current needs of the Federal
service with respect to the positions under discussion. The
factor ranking method appears to be the system with the most
promise for overcoming the deficiencies of the present system.
Factor ranking is essentially a technique of comparing each job
with all others, one factor at a time. The technique forces the
rater to make criiical analyses of jobs on a factor basis, each
job in relation to each other.
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The Task Foree is in the process of developing a model factor
ranking plan applicable to the clerical, office machine operation
and technician category of jobs. The model system, as presently
conceived, will consist of:

a.

d.

Significant factors identified in the ranking of positions
in this category. These factors will be further defined
in terms which can be used to measure the relative worth
of jobs.

Benchmark jobs defined in terms of the significant factors
and representative of the full range of jobs to be covered
by the system. (Supplemental benchmark jobs will be
identified by the agencies to cover those jobs of a special-
ized or limited use nature.)

Factor rating scales which identify the measurable levels
within each factor and provide appropriate numerical values
for each level. (These factor levels, factor weights, and
scores are derived from a ranking of benchmark positions.
The scores serve as an administrative convenience in deter-
mining overall job ranking in relation to each other job.)

A manual of instructions, reference keys and conversion
tables.

Four factors have been developed, tentatively, for the evaluation
of clerical, office machine operation, and technician positions.
These factors are defined as follows:

a.

b.

d.

Job Requirements and Difficulty of Work. This factor measures
the nature and level of know-how and ability required in
performing work.

Respongibility. This factor measures the need to mske choices
and the nature of imnstructions, guidelines, and supervisory
control.

Personal Relationships. This factor measures the importance
of interpersonal contacts and relationships to the accomplish-
ment of results.

Physical Effort and Work Environment. This factor measures

the type and amount of physical effort required to perform

. the assigned work and the nature of the work environment.
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4, Administration

It is envistoned that the Civil Service Commission will maintain
control over the system, particularly over the benchmark positions.
Agency benchmarks, which would be encouraged, would need approval
by the Civil Service Commission before they would be authorized
for use in the classification of positions. The benchmark jobs
serve as the key element in such a system. They are the atandards
and guides for classification of positions and interpretation

and application of the factor rating scales.

The factor rating scales give the user an overall view of the
system and the interrelationships among the several factors.

The scales are also used in assigning scores and in making inter-
occupational comparisons. The rating scales are particularly
helpful in evaluating new jobs for which job relationship patterns
have not yet been established. This permits the system to be more
responsive to the dynamics of a changing Federal work force.

As is true under the current system, agencies would have responsi-
bility for classifying individual positions to appropriate levels.
Preliminary studies indicate that the system contemplated is one
which will be relatively easy for line management and employees

to use and understand. It will, most importantly, eliminate or
substantially reduce "grade creep." Systems of this type can be
used to evaluate a wide variety of jobs with reasonable assurance
of consistency of job treatment among agencies. 1t should result
in a more equitable internal job alignment and better external

pay comparability than exist under the present system. Field
tests are presently being conducted on this evaluation model to
determine validity and reliability.

D. Coordinated Federal Wage System

1. Coverage

The urgent need to develop common job standards and wage policies
and practices to insure interagency equity in fixing pay for
Federal blue-collar employees provided the impetus for the
institution and current operation of the Coordinated Federal Wage
System. Approximately 560,000 employees arnd supervisors are
evaluated and compensated under this system. These are exempted
from the General Schedule by 5 U.5.C. 5102{(c)(7).
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Job Evaluation Methodology

The job-grading system developed by the Civil Service Commission
includes: (1) an orderly grouping of the occupations covered by
the system; (2) a grade framework to establish the basic pegpoints
of the grading system; (3) job standards to provide the criteria
for determining the relative worth of jobs in terms of grades;

and (4) a job-grading method to assure consistency in the applica-
tion of job standards.

The rankings of thirty-nine key jobs provide the framework for
the 15-grade nonsupervisory structure of the CFWS. Four factors
are utilized and described in official job standards. These are:
Skill and Knowledge; Responsibility; Physical Effort; and Working
Conditions. Individual jobs are compared with appropriate job
standards by use of factor comparison, without points; but the
jobs are graded by use of whole job comparisons, i.e., a deter-
mination is made of the most appropriate grade value, overall,
rather than a mechanical addition of individual factor judgments
or point values.

Supervisory positions are evaluated on the basis of three factors:
(1) level or nature of supervision or management exercised;

(2) level of work supervigsed; and (3) scope of work operations
supervised. .

Leader positions are not graded on the basis of a set of classifi-

cation factors. The grades for these positions are linked directly
to the grades of the positions of employees led; and a compensation
differential of 10 percent over the pay of subordinates is paid to

leaders.

Relationship to Other Systems

The CFWS grading system is not now related to any other job
evaluation and ranking system in the Federal service, either by
common classification factors or by grade-level equivalents.

Administration

The Civil Service Commission serves as the coordinator and monitor
of the CFWS, promulgating job-grading standards, defining the
boundaries of wage areas, and issuing policies and regulations

for administration and maintenance of the system. The CSC Bureau
of Personnel Management Evaluation, as part of its appraisal of
personnel management in the departments and agencies, conducts
inspections to determine compliance with regulations governing

the CFWS.
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To advise the Commission in operating this system, the Chairman
of the Civil Service Commission has established a National Wage
Policy Committee, consisting of representatives from Federal
management and recognized labor unions. This Committee's
functions are, in brief, to consider new or revised basic
policies and procedures and to make recommendations to the
Chairman of the Civil Service Commission.

5. Observations and Conclusions

Now a little over two years in operation, the CFWS seems to be
achieving its goals relatively satisfactorily. It is the view
of the Task Force that the system should continue in effect.
However, the following steps are considered appropriate:

a. An attempt should be made to achieve a degree of coordination
in job evaluation between blue-collar positions and clerical,
office machine operation, and technician positions. With
changes in technology, jobs are being created which fall into
a “grey area'"--being considered sometimes as in CFWS and at
other times in that portion of the present GS system which
would be replaced by COMOT. Evaluation techniques for the
two syastems should be coordinated, therefore, so as to
produce consistent determinations of relative skill level
within either system.

b. Serious consideration should be given to the need for
retaining such supervisory positions as General Foreman and
Superintendents in the CFWS. These positions cover responsi-
bilities to such an extent that they might more appropriately
be evaluated by a system geared to the classification of
white-collar supervisory and managerial positions. During
the next year final determinations on these points will be
made by the Task Force.

E. Model for Special Occupations Evaluation Systems

1. Coverage

During the course of study of the many occupational job families
within the General Schedule and certain other evaluation systems,
the Task Force came to the conclusion that the concept of rank-in-
man should be considered for more extensive application. Accord-
ingly, a review wa. made of those occupations which would lend
themselves to a rank-in-man concept not only because of the
inherent characteristics of the occupations but because in the
private sector these occupations are treated in a unique manner.
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As a result of this review, certain gpecific occupations were
earmarked for in-depth analysis. These were occupations in

the health services field, attorneys, teachers, and positions

in the Foreign Service. Further, because of their quasi-military
organization in the private sector and other public governmental
organizations, positions in protective services have also been
studied. The Task Force has for the past several months been
considering the feasibility of using the rank-in-man concept

to assist in providing compensation practices more compatible
with those in the private sector for the types of positions
enumerated above.

Evaluation Technique under Consideration

Since one of the basic principles that the Task Force has adopted
is that all positions within the Federal Government, not only lend
themselves to being, but must be, described, evaluated, and
classified, a rank-in-job system would be required for these
special categories of personnel. The Task Force, therefore, is
considering a combined rank-in-man/rank-in-job evaluation system
for some or all of these special categories.

First there would be established an eppropriate skill level for
the job. The evaluation systems enumerated in this appendix would
be used to the maximum extent possible. Then an individual
employee--or incumbent--classification under the rank-in-man
concept for pay purposes would be used. The individual's rank
would be carried with him from job assignment to job assignment.

A selection and promotion board would be required to determine
eligibility for both appointment and -advancement, as is presently
done both in the Veterans Administration Department of Medicine
and Surgery and in the Foreign Service.

Administration

The key to success in using a combined rank-in-man/rank-in-job
evaluation technique is the effectiveness of its administration.
The military services of the Government have for many years used
this combined approach. The principle should be that promotions
in number are directly related to positions in number that exist
at any particular skill level, By this is meant an individual's
personal rank should almost always correlate to the rank or skill
level of the duties to which he is assigned.

For the special categories enumerated above, therefore, the
respective agencies and departments where this combined evaluation
technique would be used would have to adopt a common approach.
Specifically, promotions from one rank to another under the
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rank-in-man side of the equation would be correlated with the
numberg of positions at corresponding levels that exist under

the rank-in-job side of the equation. While it is understood

that imbalance may exist during periods of governmental contrac-
tion or expansion, overall the percentage of '"mis-classifications"
would have to be held to a minimum. It would be necessary for
management to conduct an aggressive program for elimination of
these mis-classifications through job assignment or restructuring.
The Civil Service Commission would have a continuing responsi-
bility through its Personnel Management Evaluation Program to
insure that such efforts were underway and that the agencies

were in fact administering the program as intended.
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APPENMX '"l Disposition of Exceptions to

Existing Major Job Evaluation Systems

Statement of Problem

A major objective of the Task Force is to improve the coordination
of job evaluation systems and practices in the Executive Branch,
The current exigtence of 60 different, uncoordinated job evaluation
systems applicable to 127 of the Executive Branch positions is the
root of this problem., This portion of the Task Force report dis-
cusses possible solutions to the coordination problem,

Tentative Disposition of the 60 Separate Systems

Brief background information and proposed asctions follow:

a, There are a considerable number of uncoordinated systems using
the General Schedule voluntarily, The new job evaluation
systems being developed to replace the General Schedule would
indicate that the following currently independent systems
should be mandatorily included under appropriate parts of the
Coordinated Job Evaluation Plani

Category . Agency

All positions Atomic Energy Commission

Local Draft Board employees Selective Service System

All positions Federal Deposit Insurance Corporation

All positions National Security Agency

All positions Central Intelligence Agency

Temporary employees Bureau of Census

National Bank Examiners Department of Treasury

Administrative employees Agency for International
Development

Board of Patent Appeals U. 8. Patent Office

Exempt employees Department of State

Unenumerated employees Peace Corps

Participating Agency employees Agency for International
Development

b. There are a number of the uncoordinated systems that appear to
exist only because at some time the General Schedule System did
not provide annropriate job evaluation procedures or did not
produce adequate salaries. Special provision has been made
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under various parts of the Coordinated Job Evaluation Plan for
many of these, and. certain of the following separate systems

may no longer be needed: .

Category

Doctors, dentiats, nurses

Commigsioned officers

Teachers, overseas dependents
schools

Scientists end engineers
(P, L, 313 types)

Statutory individual salaries

U. S, Attorneys and Assistant
U. S. Attorneys

Teachers, domestic dependents
schools

Foreign Service Staff
persorinel

Service Academy faculties

Foreign Service Institute

Special Attorneys

Specified employees

Specified employees

U, 8, Park Police

Executive Protective Service

National Zoological Police

Experts and Consultants

Support personnel, domestic
dependents schools
(white-collar only)

Canteen Service (white-collar)

Agency

Veterans Administration
U. S. Public Health Service

Department of Defense

Many agencies
Several agencies

Department of Justice

Several agencies '

Department of State, U.S,I1.A,,
A,I,D,, Peace Corps

Several agencies

Department of State

Department of Justice

Smithsonian Institution

National Security Agency

Department of the Interior

Department of Treasury

Smithsonian Institution

Many agencies

Several agencies
Veterans Administration

c. There are eurrently several rank-in-man systems used in a
number of agencies that are not effectively coordinated with
one another nor with other job evaluation systems of the
Executive Branch,  Flexibility in moving employees among
geographically dispersed work sites is a critical need. Without
disturbing the assignment flexibility, the following systems
should be brought under the Coordinated Job Evaluation Plan for
billet evaluation and for coordination of bagic pay levels for

the several classes:

Foreign Sexvice Officers
Foreign Service Officers

Foreign Service Information
Officers

Foreign Service Officers

Commigsioned Officers
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Agency for International
Development

U. S. Information Agency

Peace Corps

National Oceanic and
Atmospheric Adwministration

: CIA-RDP73B00296R000100150001-4



Approved For Release 2002/01/10 575CIA-RDP73800296R000100150001-4

d.

e,

g.

There are several uncoordinated systems that, in whole or in
part, could well be considered to be part of the Coordinated
Federal Wage System, These include:

Category B ; Agency

Support personnelféf domestic
dependents schools (blue-collar

only) ) Several agencies
Currency Manufacturing Department of Treasury
Lighthouse keepers and civilian

employees on lightships Department of Transportation
Canteen Service (blue-collar) Veterans Administration

The following systems are much like the General Schedule or
other portions of the Coordinated Job Evaluation Plan but are
now separate systems because of certain provisions of the
Treaty with Panama relating to pay. These systems could be
brought under the appropriate portions of the Coordinated Job
Evaluation Plan, Detailed pay administration would remain a
regpongibility of the Panama Canal Company, These systems are:

- Panama Canal nonmanual employees

Panama Canal special category employees

It 18 suggested that jobs occupied by Panama Canal manual
employees, whose pay is covered by provisions of the Treaty
with Panama, be placed within the CFWS as a special schedule.

There are several current schedules, each individually used by
a Government-controlled corporation (or comparable entity),
which are not coordinated in any formal manner with schedules
of other agencies, These systems are comparable to the newly
organized Postal Service system, although they have existed for
many years as independent systems. No real basis can be set
forth for treating any of these as less independent than the
Postal Service. They possess the following common character-
istics:

(1) Each has a corporate-type structure;

(2) Each has as its primary mission the provision and sale of
a commercial-type service to the public;

(3) Each is required to maintain its income and expenses in a
prescribed profit-type relationship;

(4) Each estabiishes its job evaluation and pay practices by
some degree of negotiation with its employees; and

(5) Each has evolved a job evaluation (and pay) system different
from the system used by any other Executive Branch agency.
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These systems, then, should remain independent following
the newly-reiterated precedent of the Postal Service:

(1) Alagka Railroad, Department of Transportation; and
(2) Tennessee Valley Authority, all employees.

h., There are a number of schedules or systems that should
continue to exist for a variety of individual reasons.
These systems, and the reasons for their continued independence,
are: :

(1) Overseas Foreign Nationals., It would be unrealistic to
try to impose continental U, S. job evaluation practices
and pay levels on citizens of other countries employed for
the most part in their own homelands.

(2) Experts and Congultants employed 10 or fewer days in any
three consecutive months, The time and cost of evaluating
such employment is too high to be practical.

(3) Temporary Enumerators, Bureau of Census., Employment of
these individuals is too short in duration, and too
irregular in scheduling, to make job evaluation and pay
based on annual rates a practical procedure,

(4) Consular agents.

(5) Employees providing part-time service inseparable from
other employment.

(6) Employees on a'contract or fee bagis, where employment is
too irregular and too short in duration to make job
evaluation and pay based on annual rates a practical pro-
cedure,

(7) Inmates and Patients, Work is frequently assigned for
thetapeutic reasons, is always temporary and part time,
and, in terms of general working conditions, bears little
relationship to gainful employment in the general labor
market,

(8) Students and Interns. These individuals are not employees
in the normal gense, but rather beneficiaries of
Government-furnished training. In a real sense, there is
no "work" to be evaluated, Stipends are related to living
costs-and conditions, not to services rendered by the
student or intern.

Approved For Release 2002/01/10 : CIA-RDP73B00296R000100150001-4



Approved For Release 2002/01/10,;.CIA-RDP73B00296R000100150001-4

(9)

(10)

(11)

(12)

77

Pay for those persons where there is a joint responsibility
of both the Fhderal Government and the county in which the
employee is stationed, e.g., County agents, U, S. Department
of Apriculture,

Emergency and seasonal employees. In most cases, there is
not time or opportunity to follow normal job evaluation
procedures,

Employees paid a zero or nominal salary. Job evaluation
procedures would gerve no purpose.

Staffs of Former Presidents, The current practice is to
permit the former President to choose members of his staff
and fix their pay as he sees fit, A change in this practice
would be difficult to justify and would accomplish little
because of the nature of this employment.

3. Extension of Systems to Other Portions of the Government

It is believed that the evaluation systems proposed in SECTION I, .
are sufficiently flexible and useful that they be considered for
adoption by appropriate organizations in the Legislative and
Judicial Branches, nonappropriated fund employees and other govern-
mental organizations not covered by Public Law 91-216, where
deemed advisable,
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APPEND'X Ix Public Law 91-216, Job Evaluation

Policy Act of 1970

Public Law 91-216
91st Congress, H. R. 13008
March 17, 1970

An Act

To improve position classificatlon systems within the executive branch, and for
other purposes.

Be it enacted by the Senate and House of Representatives of the
United States %f America in Congress assembled, That this Act may Job Evaluation
be cited as the “Job Evaluation Policy Act of 1970”. Polioy Aot of

1970.
TITLE I--CONGRESSIONAL FINDINGS WITH RESPECT
TO JOB EVALUATION AND RANKING IN THE EXECU-
TIVE BRANCH

Sec. 101. The Congress hereby finds that—
(1) the tremendous growth required in the activities of the Fed-
* eral Government in order to meet the country’s needs during the
ast several decades has led to the need for employees in an ever-
Increasing and changing variety of occupations and professions,
many of which did not exist when the basic principles of job
evaluation and ranking were established by the Classification Act
of 1923. The diverse and constantly changing nature of these 63 Stat. 954,
occupationis and professions requires that the Federal Government 972,
reassess its approach to job evaluation and ranking better to 5 USC 5101 et
fulfill its role as an employer and assure efficient and economical 2ed and notes.
administration;
(2) the large number and variety of job evaluation and ranking
systems in the executive branch have resulted in significant inequi-
ties in selection, promotion, and pay of employees in comparable
positions among these systems;
. (3) little effort has been made by Congress or the executive
branch to consolidate or coordinate the various job evaluation and
ranking systems, and there has been no progress toward the estab- 84 STAT, 72
lishment of a coordinated system in which job evaluation and 84 STAT. 73
ranking, regardless of the methods used, is related to a unified
set of principles providing coherence and equity throughout the
executive branch;
(4) within the executive branch, there has been no significant
study of, or experimentation with, the séveral recognized methods
of job evaluation and ranking to determine which of those methods
are most appropriate for use and application to meet the present
and future needs of the Federal Government ; and
(5) notwithstanding the recommendations resulting from the
various studies conducted during the last twenty years, the Federal
Government has not taken the initiative to implement those recom-
mendations with respect to the job evaluation and ranking systems
within the executive branch, with the result that such systems have
not, in many cases, been adapted or administered to meet the
rapidly changing needs of the Federal Government.

TITLE II—STATEMENT OF POLICY

Sec. 201: It ig the sense of Congress that—

(1) the executive branch shall, in the interest of equity, efficiency,
and good administration, operate under a coordinated job evalua-
tion and ranking system for all civilian positions, to the greatest
extent practicable;

(2) the system shall be designed so as to utilize such methods of
job evaluation and ranking as are appropriate for use in the
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executive branch, taking into account the various occupational
categories of positions therein ; and

(3) the United States Civil Service Commission shall be
authorized to excrcise general supervision and control over such
a system.

TITLE IIT—PREPARATION OF A JOB EVALUATION AND
RANKING PLAN BY THE CIVIL SERVICE COMMIS-
SION AND REPORTS AND RECOMMENDATIONS TO
CONGRESS

Szc. 301. The Civil Service Commission, through such organizational
unit which it shall establish within the Commission and which shall
report directly to the Commission, shall prepare a comprehensive plan
for the establishment of a coordinated system of job evaluation and
ranking for civilian positions in the executive branch. The plan shall
include, among other things— :

(1) provision for the establishment. of a method or methods for
evaluating jobs and alining them by level ;

(2) atimeschedule for the conversion of existing job evaluation
and ranking systems into the coordinated system;

(8) provision that the Civil Service Commission shall have
general supervision of and control over the coordinated job evalua-
tion and ranking system, including, if the Commission deems it
appropriate, the authority to approve or disapprove the adoption,
use and administration in the executive branch of the method or
methods established under that system;

(4) provision for the establishment of procedures for the peri-
odic review by the Civil Service Commission of the effectivencss
of the method or methods adopted for use under the system ; and

(5) provision for maintenance of the system to meet the chang-

84 STAT, 73 ing needs of the executive branch in the future.

84 STAT. 74 Skc. 302, In carrying out its functions under section 301 of this Act,
the Commission shall consider all recognized methods of job evaluation
and ranking,

Sxc, 303. The Civil Service Commission is authorized to secure
directly from any executive agency, as defined by section 105 of title 5,

80 Stat. 379,  United States Code, or any bureau, office, or part thercof, information,
suggestions, estimates, statistics, and technical assistance for the pur-
poses of this Act; and each such executive agency or bureau, office, or
part thereof is authorized and directed to. furnish such information,
suggestions, estimates, statistics, and technical assistance directly to
the Civil Service Commission upon request by the Commission.

-8Ec. 804. (a) Within one year after the date of enactment of this
Act, the Commission shall submit to the President and the Congress
an interim progress report on the current status and results of its
activities under this Act, together with its current findings.
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84 STAT, 74

(b) Within two years after the date of enactment of this Act—

&1) the Civil Service Commission shall complete its functions
under this Act and shall transmit to the President a comprehensive
report of the results of its activities, together with its recommenda-
tions (including its draft of proposed legislation to carry out
such recommendations), and

(2) the President shall transmit that report (including the
recommendations and draft of proposed legislation of the Com-

_mission) to the Congress, together with such recommendations

as the President deems appropriate.

&c) The Commission shali)submit to the Committees on Post Office  Interim
and Civil Service of the Senate and House of Representatives once reports to
each calendar month, or at such other intervals as may be directed by =~ Congress.
those committees, or either of them, an interim progress report on the
then current status and results of the activities of the Commission under
this Act, together with the then current findings of the Commission.

(d) The Commission shall periodically consult with, and solicit the
views of, appropriate employee and professional organizations.

(e) The organizational unit established under section 301 of this
Act shall cease to exist upon the submission of the report to the Con-
gress under subsection (b) of this section.

Approved March 17, 1970.
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