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YOUR ASSIGNMENT
Your report for Phase [l should include recommandationd on e following issies:
L Recommend an external competitiveness policy for Medtech.

2. Designasalary survey of Medtech’s compietitors.
Recommend a pay policy line for Medtech. ~ ¢ -
4 Integrate Medtech's internal structure and the Extornalisg
5 Ifyou have a KBP, price the KBP structure in the market. -
6 Evaluale your. dariﬁunsmﬁ'reuul'ts.'

‘As in Phage 1, your report should include ‘discussion /of the issues, recommendations, and most
importantly, theratmna!emwlerlymgynm recammendations.

Once again, preface your report with an executive summary and be prepared to present your results
orally & your sympatlm-hc bubmcmxmngiykncwleﬂg&ame mﬂenguat fn the compensation cliss.

re. in themarket.
\ =
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LEARNING OBJECTIVE

The result of your work in Phase I was a structure
(or perhaps more than one structure) based on the
work performed, the business strategy, and the
values at Medtech. In Phase II, you will recom-
mend Medtech’s policy on external competitive-
ness (i.e., how much you want to pay relative to
Medtech competitors), and then price the
structure(s) using the market survey data you analyze.

An objective of Phase II is to recognize how pay
systems integrate pressures from outside and inside
the organization. You will integrate the work struc-
ture obtained in Phase I with the ranking of similar
work in the external market. The structure resulting
from your job evaluation and/or knowledge-based
plan may not match the one you find in your competi-
tors, as reflected in the external market data. Some
Medtechjobs thatappear tobe the same as those in the
external market may be worthmore or less to Medtech
than competitors are paying. In these cases you will
need to integrate external and internal concerns.

Chapters 6 and 7 of the textbook discuss external
competitiveness and pricing the structure. Economic
and behavioral theories and research on markets and
employees’ behavior (Chapter 6) provide background
for setting Medtech’s pay level and defining its rel-
evant labor market. Chapter 7 elaborates the steps
required to complete your salary survey analysis and
design your pay structures, which are the final steps in
Phase II. Skimming Chapter 7 will give youa sense of
the overall requirements. You can then return to
specificsectionsas youreach thatissuein your project.

Caution: Do not wait for your instructor to com-
plete classroom discussion of this material before you
begin Phase II. If you do, youmay not have sufficient
time to complete the assignment. Competitors’ salary
data start on page 59. The same data are incorporated
into the computer software Salary Survey Analysis
Program (SSAP). The computer software will sim-
plify your calculations and help you organize your
work.

ISSUE ONE: RECOMMEND A PAY POLICY

Medtech’s pay policy should position the salaries
Medtech paysrelative to those paid by its competitors.
Should Medtech lead the external market, pay at the
market rate, or lag the market? Should it have a

different pay policy for different work? Your choice-
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has implications for labor costs, competitiveness, pro-
ductivity, ability to attract your workforce, turnover
and absenteeism. What recommendations support
the compensation and strategic objectives of the com-
pany? Be specific.

You may wish to place sorfle pay “at risk”. For
example, youmay seta lag policy for base pay butadd
profit sharing, so that in good years base pay plus the
profit sharing bonus will result in Medtech pay lead-
ing its competitors. Or you may wish to place a profit
sharing bonus as “gravy,” i.e., on top of base pay that
already matches competitors’ rates. At this point you
face a policy decision. You will face the details on the

design of incentive pay in Phase IIL.

You may decide to have multiple pay policies,
differing by the type of work and its importance to the
strategic objectives of Medtech. Remember to antici-
pate the types of problems which either a single or a
multiple policy might cause and justify your decision
with respect to these problems. Do your decisions
help Medtech achieve its business objectives?

ISSUE TWO: DESIGN A SURVEY OF MEDTECH’S COMPETITORS

The process of designing a survey of Medtech’s
competitors can be broken Hown into a number of
steps:

A. Select competitors in Medtech’s relevant
external market
B. Select benchmark jobs and matches with
Muediech jobs: How good are the
matches?
. Update the survey data
. Select a salary measure
Interpret the market line and evaluate the
“fit” between Medtech and its market.

Use the computer software Salary Survey Analy-
sis Program (SSAP) to design a survey. Directions for
using the software begin on page 71. By performing
the statistical calculations automaticaily, the computer
allows yoy to concentrate on whether your decisions
help achieve your pay system objectives, rather than if
your calculations are correct.

Caution: Avoid the trap of using the computer to
substitute for thinking. The point of Phase ITis not to
become computer literate; the point is to make com-
pensationdecisions thatareappropriate for Medtech’s
circumstances. Always be sure you know WHY you
are making specific decisions.

This manual also includes the following informa-
tion for your survey:

¢ Alistof 65 companies which you may includein
your survey (pp. 59-60). The list describes companies
in terms of size (less than 500 employees, between 500
and 1,000 employees, and over 1,000 employees) and
industry (biotechnology, high-tech, retail, health care,
manufacturing). (Medtech employs about 450 em-
Ployees in the current year.) All of the companies are
within Medtech's geographic area.

¢ Actual salary data for each job from each com-
pany). Note that not all companies employ people
doing every kind of job included in the survey. Data
from each company are provided for each of the jobs
inthe survey. Thedatainclude thenumber ofemploy-
€es who hold a survey job and various measures of

mon

salaries paid for these jobs. All of the salary measures
are defined on page 60 under the heading, Terms
Used in the Survey.

* Short descriptions of the jobs included in the

survey.
A. Select Competitors
In Medtech’s External Market

The textbook emphasizes that no single rate exists
forajob. Rather, awide variety of pay rates exist. Use
the computer to explore whether defining your mar-
ket different ways makes any difference. Begin by
familiarizing yourself with the nature of survey data.
The following optional exercise will give you a better
“feel” for market data.

Step One: Select a job from the descriptions on
pages 56-58.

Step Two: Find the survey data for your job on
pages 61-70. Locate the following information:

¢ How many firms contain the job you selected?

* How many incumbents are in the job?

* Do(es) any firm(s) have a significant influence
on the market? What percentage of theincumbents do
they employ? (Totals are on the bottom of each
column.) How dof(es) the(ir) rate(s) differ from the
average rates? By what percentage?

* Find the highest-paying company and compare
minimum and maximum rates for this company to the
average minimum and maximum. Do the same com-
parison with the lowest-paying company. What
possible explanations do you have for the differences
between these companies?

Step Three: Analyze and compare alternative
markets. For this step, use the computer software.

A. Start the computer program and select the
command COMPANIES. Follow the on-screen direc-
tions to select all large firms. Then use the SURVEY
command and the PRINT command to display and
print the survey data from these firms for the job you
selected.

B. Go back and change your company selection.
For example, youmightcompare resultsamongall the
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medium firms, or all small firms. What conclusions
can you make?

C. You can also compare companies by industry.
For example, compare high-tech firms to all others;
compare biotechnology firms to all others. Are there
differences? What do you think accounts for any
differences you found?

You donotneed toinclude all this analysis in your
report. Rather, use what you learned to select the

points) you assigned to the comparable Medtech job
in Phase L You will need this information when you
analyze the survey data.

Space is provided on the form to make any notes
to yourselfon the “goodness” of the jobmatch. ’I'hes_e
notes may be useful when you are making final deci-
sions and writing your report.

If you cannot find satisfactory job matches...

appropriate companies _— - . ih;Pter 7 in the texti
for Medtech's survey. e B ook discusses severa
Identify those compa- COMEVEERTIE ¢ .| common techniques to

nies from among the 65
which you believe are
Medtech’s primary com-
petitors and therefore
constitute Medtech'’s rel-
evant labor market. List
your company selections

several differen niar

You ay wlso decide that you toant fo consier;
different-competitors for different structires, siice
they refléct different Elﬂa “markets, If you make

1

each seleéction of comparies ard give It q separate file
naante or the computer, Thiswill evoid confusion later
on whelk You ave Writig yonrrepirt.

adjust data if survey jobs
do not perfectly match
Medtech jobs. One tech-
niqueis Leveling, ie., ad-
justing thesurvey dataup
or down to better match
your job. Because SSAP
does not permit adjust-

ns, be sireto recond

in your report. Remem-
ber that your selection of relevant companies should
be based on business- and work-related logic plus the
analysis of the data you just performed. Be sure to
show your analysis in your report.

Step 4! Examine Survey Data for selected con-
petitors. The computer software can create a table
showing data only from the companies you have
selected. These new fables will include the quartiles
calculated for your selected companies only, rather
than quartiles for the entire 65 companies.

B. Select Benchmark Jobs and Match Them
With Medtech Jobs

Compare the descriptions of the jobs included in
the survey with the jobs at Medtech. Decide which
survey jobs match specific Medtechjobs. These will be
your benchmark or key jobs. Record your selections
on the form that follows the survey job descriptions.
Also record the job evaluation points (or knowledge

ments for a single job, you will probably find the
Benchmark Conversion approach more useful. Apply
your plan to selected survey jobs, and then use the
points that your plan would have assigned if the
survey jobs were Medtech jobs.

If your plan does not include points...

[fyou used a classification planin Phase [, youwill
still need to identify benchmark jobs in some of
Medtech’s classes. Benchmarks serve to integrate the
classification-based structure you recommended with
competitors’ pay in the market. Be sure to select
benchmarksatvariouslevels(lowerand higher classes)
in your classification. Note that you are in effect
scaling the “distance” between the classes with the
benchmark salaries. See the sketch in Exhibit 11.
Circled jobs could be benchmarks.

Caution: You may find the classification you
developed in Phase Lis out of line with market survey
jobs. Whatto do? Doyou

= == ~  Exhibit1l 5 change your classes (and
AlCTassification JE Plan structure) to mimic your
- competitors’ decisions as
. - P -Eng'a‘rm‘rin reflected in the market?
Secretary Inmgak : champ;gn Or do you stick with your
=S =g = e recommendations from
Technician B : Reésatich : Phase 1? Or do you pro-
St Aricanis —— Technician pose balancing the two
Cletk . Drafter = extremes? Here you see
—— 4 that managing compen-
Class. Clags : C'é_” C%” sation is an art—you will

A = ol B = 7 need to craft a solution.
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C. Update Suryey Data

It takes time to collect and analyze salary survey
data. Because of this the survey data are already six
months out of date. Since you are designing a pay
system for a future period, survey data must be pro-
jected into the future. For now, decide on the percent-
age you will use to update the data. Record this
percentage on the form, too. Be sure to justify the
percentage you choose to update data in your report.
How did you decide how much the data needed to be
updated?

NOTE: Some instructors prefer that all class members
use the same update percentage, so that all students have the
same information. Askyour instructor if there is a recom-
mended update percentage.

Youmay wish to use the SURVEY command again
at this point to re-examine the data for your selected
companies. y

D. Select Salary Measure for Regression

You have the option of choosing among a variety
of salary measures for your analysis. Which of them
is the best measure of the “average pay” in your
relevant labor market? Does it make a difference
which statistic is used? Once again, use results from
your analysis of options to support your recommen-
dations.

E. Igterpret your Results and Evaluate the

“Fit” between Medtech and theMarket

SSAP uses regression analysis to generate a mar-
ketline. That s, pay rates in the market (competitors)
are regressed on job evaluation points. But some
plans, including classification, ranking, and some
knowledge-based plans, will not have points.

*If your plan does not have points, turn to p. 52

for guidance on pricing your structure.o
A market line estimates and summarizes the pay

Exhibit12
‘Regression Example

Pay Rates

—at
50
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rates in the relevant market for benchmark jobs. For
every benchmark job, the job structure (job evaluation
points) is on the x (horizontal) axis; the pay rate is on
the y (vertical) axis. A line is then drawn which best
fits these data points. This is the market line for your
survey. See Exhibit 12. When you use the REGRES-
SION command in SSAP, the computer calculates the
statistics and draws this line. To better understand the
market line, what it means, and what difference it
makes, we must spend some time discussing the
statistics used in SSAP.
The Statistics Used in SSAP
The linear regression in SSAP generates a straight
line that estimates the relationship between wages in
the external labor market and Medtech's job structure.
The mathematical formula for this straight lineis y=
a +bx,
where y= Predicted Salary
x=Job Evaluation Points (or Knowledge
Certification Points in a KBP Plan)
a= y intercept; the place where the straight
line crosses the y axis; where x = 0
b= slope; § per Job Evaluation Point (or §
per Knowledge Certified Point)

The computer uses regression analysis toestimate
the values of a and b in order to draw this line. The
slope of the line shows the dollar value, as determined
by the market, for each extra job evaluation point. For
example, assume that your choices for relevant com-
panies, benchmark jobs, and job evaluation points
generate a market line where y =2329.47 + 7.32 (x).
This means that in the market, a Medtech job would
receive a monthly wage of $2329.47 plus an additional
$7.32 for each job evaluation point. A job with 80
points would receive $2329.47 + ($7.32 *80) =$2915.16
a month. (The symbol * means multiply.)

SSAP presents its regression results in two parts.

PART ONE is a graph of a straight line similar to
the sketch (left). The straight line will reflect the data
you told the computer to use in your analysis.

PART TWO shows the actual data used in this
regression to generate the graph:

Job Evaluation Points: Salary Measure: Mean
20 1852.95
30 3296.63
80 2790.57

The column on the left shows the points you
assigned in Phase I for the Medtech jobs that you
matched with survey jobs. These points appear along
the x axis in the graph of your market line.
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Because this example used the mean salary mea-
sure, the column on the right shows the mean salary
rate for each job, based on the companies included in
this survey and the updating percentage used. Monthly
salariesin U.S. dollars will appear on the y axis of your
graph.

The Equation Solved

Part two also includes statistics for judging how

well the line of the equation fits the data:

Predicted Salary for any job = $2329.47 +(7.32 x JE pts
for any job)

The equation shows the straight-line equation
solved fora and b. These values allow you to fit non-
benchmark jobs onto your market line. However, if
youuse pay grades and ranges, you willnotneed todo
this. If you do not use grades and wish to calculate an
estimated salary for all Medtech jobs, your instructor
will go through the calculation with you.

The regression results also provides further statis-
tics on the “goodness” of the fit between your job
structure atMedtech and the pay relationships among
jobs in the external market. The descriptive statistics
reported are the correlation coefficient and the stan-
dard deviation.

The only one we shall discuss in depth is the
correlation coefficient (.321 in our example). A corre-
lationis an index of the degree of relationship between
variables. SSAP considers salary the dependent vari-
able, and job evaluation points are used to “explain”
(ie., actas the'independent variable in relation to) the
total variationin salary. If the correlation coefficient is
elose to 1 (in absolute value), a major part of the total
variation in salary is associated with job evaluation
points.

The correlation may be positive or negative. A
positive relationship indicates that, as job evaluation
points increase, salary increases; as job evaluation
points decrease, salary decreases. A negative correla-
tion indicates an inverse relationship. That is, as job

evaluation points increase, salary decreases.

The better the fit, the more similar is the value
placed on jobs by Medtech in relation to its competi-
tors in the relevant external market. If there is large
disagreement it would be visually evident from your
graph because some of the benchmark jobs would fall
a considerable distance from the market line.

A low correlation may mean that Medtech has a
genuine difference with its competitors in the market
overthe relative value of some job(s). In this case you
must decide whether you are going to go with the
market (price the'jef; according to the market rate) or
the internal results {price the job accerding to the
internal job structure as translated into dollars from

the market regression line).

Judging Acceptable Results

What is an acceptable correlation? That depends.
Medtech may want its pay to mirror the market and
demonstrate a high correlation (job structure as de-
fined by JE points more similar to pay differentials
among jobs in external market). Or Medtech may
believe that its internal structure more accurately
reflectsits needs and sowill be less concerned with the
degree of the correlation.

‘What you are doing here is considering the “fit”
between Medtech’s job structure and the external
wage ‘structure: integrating internal and external eq-
uity. Whatare theimplications of either choice? What
do you recommend for Medtech? Can you defend
your recommendations?

Caution: Itisrelatively easy to use another statis-
tical analysis program to determine what decisions
will yield a correlation of 1.0. But that is NOT your
objective. “Geodness of fit” is an issue of how tightly
you wish Medtech’s structure to reflect the external
market. How closely.do you wish to reflect your
competitors’ job structure? What is in Medtech’s best
interests? i

Be sure to address the issue of “goodness of fit” in
your report.

ISSUE THREE: MEDTECH’S PAY POLICY LINE

The market line illustrates what the going rateisin
your labor market. If you wish to lead or lag the
market, a policy line reflecting this can be created.

TheSSAP software contains acommand thatauto-
matically calculates a policy line that varies from the
market line by whatever percent you specify. This
percent can be positive to set a policy line above
the market, or negative to set a line below the

market. The policy line should reflect the exter-
nal competitiveness policy you specified in Issue
One.

NOTE: Because you are changing values by a
percent rather than a constant, the policy line will
NOT be parallel to the market line. You should feel
free to draw policy lines by hand if you want a differ-

ent line.
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ISSUE FOUR: INT’EGRATE INTERNAL AND EXTERNAL STRUCTURES

The pay policy line addressed Medtech’s pay for
benchmatk jobs relative to the external market, The
nextstep s toslotin the rest of Medtech’s jobs. Asyou
do so, you will be integrating Medtech’s internal
structure and external competitors’ structure as re-
flected in market data. Sometimes the two structures
are 50 similar that merging is automatic, But often
thereare wide differences between the internal struc-
ture youdesigned in Phase Land theexternal structure
reflected in the market. Chipter 7 discusses the issue
of merging and balancing the two structures, In your
report, discuss the problems you facein balancing the
two structures.

Merging canbe easier if there is flexibility in your
system. This casebook presents three options for
simplifying the balancing process:

* A separate flat rate for each job;

* Group jobs into gradesand establish a payrange

for each grade; and

* Broad banding employees in different types of
work into the same general level or band, with actual
fates that may reflect external markets more than
internal consistency. e

Flat Rates

If you believe it supports Medtech’s objectives,
you could design a flat rate for each job or skill level:
all employees ina job (or skill levél) are paid the same
rate regardless of experience, performance, ete. (Ex-
hibit 13). Flat rates are common in skill based plans

and frequently specified in union contracts. They are
probably most appropriate where either there is little
opportunity for variance in performance, or any indi-
vidual differences will not be recognized with pay.
For example, pay differences could support an em-
phasis on team behavior rather than individual em-
ployee behavior,
Grades and Ranges
Ar‘loth erapproachistogroupjobsinto gradesand
Fstabhsh a pay range for each grade (Exhibit 14). All
jobs that fa‘JI within a grade are tréated the same for
compensation purposes. Keep in mind that grades
refer toadistance along the x axis, i.e., a division of job
evaluation results, and ranges refers to a distance
aJt_m_g the y axis, i.e., dollar amounts that set the
mnimum and maximum pay permissible for a job
withina grade. Employees whose jobs are in the same
range could receive different pay based on experi-
ence,'perfnrmanm, ete. The use of grades and ranges
mr;ams themostcommonapproachin practice. Grades
and ranges permit greater flexibility in paying indi-
viduals than flat ratE‘s do. dat o b
Pay grades and ranges also allow tailoring a pay
system to specific compensation objectives as well as
specific characteristics of the jobs. Therefore, 2o back
to yourjob structure in Phase I as well as the Medtech
;ol:l descriptions and your compensation abjectives in
order to construct grades and ranges that
priate for Medlech.gr e o

Exhibit 13
Flal Rates
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There are no hard-and-fast rules about how to
construct grades and ranges. Wider and fewer grades
with larger pay ranges (Exhibit 15, Figure 1) are con-
sistent with a delayered organization structure: Nar-
rower grades (Figure 2)
allow more frequent pro-
motions. In Figure 1, a
1000-point structure has
been divided into three
grades. In Figure 2, the
same structure is divided
into 7 grades.

Either  approach
needs to reflect natural
breaksinthework design.
Remember, any jobs that
you assign to the same
grade will be treated as if
they are of equal worth to
Medtech. Will this help
managers using your sys-
tem reach their objectives?
Determine Ranges

Ranges have midpoints, minimums and maxi-
mums.

Midpoints

The appropriate midpoints are usually based on
your policy line which reflects where you want to be
relative to your competitors. Remember that when
youplaced jobs in the same grade, youimplied that all
jobs in that grade were of equal value to the firm.
Therefore, the range midpoint must be appropriate
for all jobs in that grade.

Minimums and Maximums

Range minimums and maximums represent fi-
nancial control points. No job is worth less to a
company than the minimum of the pay range (al-
though sometimes an or-
ganization will establish
a training wage for cer-
tain jobs which is below
the range minimum.
Training wages are used
for only a short fixed pe-
riod of time, i.e. six
months or less). Nor is
any job worth more than
the maximum of its as-
signed grade. (The per-
son may be, but not the
tasks Medtech has that
person performing.)
Therefore, the minimums
and maximums:

1. Provide guidance tomanagers inrecommend-

ing pay adjustments, and

2. Help control labor costs. ]

Pay ranges offer the flexibility to recognize indi-
vidual differences in performance. Larger ranges are
used when there is considerable room for individual
differences in performance or experience.

The formulas for calculating the range minimums
and maximums are discussed in chapter 7 of the
textbook.

If you use grades and ranges, how will they help
you achieve your objectives?

Overlap

Examine the overlap between the maximum sal-
ary in a lower job grade and the minimum salary in
successively higher grades. What difference does the
degree of overlap make? Is the degree of overlap
consistent with your compensation objectives?

Be sure your report includes an exhibit showing

of work (e.g., engineers versus accountants, or re-
searchengineerand engineer) in thesame band! Rather
than designing pay ranges for each band, conven-
tional practice is to price them based on their market
rate: engineering jobs in the Associate band are paid
engineering market rates, accountants in the Associ-
ate band are paid accountant market rates. In effect,
two “shadow” policy

your grades and ranges.
Banding
Broadbanding, de-
scribed in chapter 7 of AL
Compensation, is often | &7Ade crosses o
usedtosupportdelayered :
and flexible organization

- valkies{using the GRADES and RANGES command).

lines-engineeringand ac-
counting-areestablished.

Clearly, banding in-
volves tradeoffs between

aﬂm don lodihl“rﬁfdﬁaﬁ:f&@éﬁﬁfﬁg W i flexibility and some am-

biguous work descrip-

designs. Banding is often
referred to as “fat” grades and ranges. Banding fur-
ther reduces the degree of control and guidance that
grades and ranges providd, However, it also offers
greater flexibility. See Exhibit 16 below.
Determine Bands

Bands reflect the natural breaks or shifts in the
level of work. So, for example, in Medtech engineer-
ing work, itis feasible to construct three bands—Chiéf
Engineer, Lead Engineer, and Associate Engineer—
and structure the existing jobs into these three. Oritis
feasible to have four or more bands. Even one band
could be ysed (e.g., one BIG engineering job). The
accounting work would be arranged in a similar man-
ner, among three (or more, or fewer) bands. So what
helps Medtech achieve its pay objectives? The key is
that bands should support an evolving, less formal
structure of work.

Caution: “Less formal” may mean greater chances
for individuals to feel inequitably treated; a less for-
mal structure also provides less guidance and control
over costs. Is banding a good idea at Medtech? How
many are required to help you achieve Medtech’s
objectives?

Pay Rates for Jobs Within Bands

You will quickly discover that if you use three
bands for all the professional level work in Medtech
(e.g., engineers, accountants, etc. as in chart below),
you will wind up with very different types and levels

‘ustration of a Thwz:BandSltucMm

Accounfant - Projecting.  Efg. champlon
Engmeser i
Acetassacals

tions versus greater po-
tential for a sense of inequitable treatment, less inter-
nal consistency across specialties, and less control and
guidance for managers. Stated more positively, band-
ing permits managers to be frée to manage; it permits
the flexibility to pay individuals what managers wish
to pay them. Ithelps break downboundaries between
specialists and functions. So tosome, banding repre-
sents chaos; to others, banding represents flexibility
and freedom from personnel rules,

If you decide to use broadbanding at Medtech, be
sure to specify thenumber of bands and which jobs are
ineachband. Provide achartthatvisually shows your
recommendations. As always, include your rationale
as well as a discussion of the risks Medtech runs by
using broadbanding.

 Exhibit16
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N 8 O1SSUE FIVE: PRICE YOUR KNOWLEDGE-BASED STRUCTURE

If you used KBP rather than job evaluation to
design part of your structure in Phase I, pricing that
structure will differ in some respects from the steps
discussed above.

1. Recommend a Policy Line

Akey rationale for KBP is that employees who are
trained to do several different tasks are more flexible,
But Medtech’s competitors are paying for a job level,
NOT forknowledge. Therefore, you may wish to pay
mote than your competitors as employees increase
their knowledge (and

to your knowledge-based plan and substitute your
knowledge points for job evaluation points when you
use the BENCHMARK routine in the software. Use
the RESULTS and POLICY commands. The GRADES

command is optional.
Will you use the same companies (relevant mar-
ket) ineachanalysig? What makes sense for Medtech?
(b) Low-high pricing requires you to identify the
lowest and highest:paid benchmark jobs in the rel-
evant market, cal@ulagy the rates for these two jobs,
_—_ thenslotyourknowledge-

flexibility). However, be
careful. Establishing a
lead policy is sure to lead
to higher average wages

and greater costs. Greater Bisad striichire.
productivity must offset e

- COMPUTER TiP o
Youmay want to gothrough SSAP separatelyi for
each of your fob structures - ance for the job evalua-
tion-based qpproach and again for the knowledge-

based structure between
these two rates.

Step 1. Using the de-
scriptions of survey jobs
and companies in this
manual, identify two

thatcost. Chapter 6in the
text discusses this tradeoff.
2. Survey Analysis

Youwill still need to design a survey thatwill help
youdeterminemarket rates for pricing your structure.
The SSAP software can help you do this. The issues of
selecting companies, benchmark jobs, updating sur-
vey data, and selecting salary measures are equally
relevant whether you are using a job-based structure
or a knowledge-based structure. These issues are
focused on helping you better understand what your
competitors are paying.

3. Generate a Market Line

Your competitors most likely use a job-based ap-
proach. You need to devise a way to convert the job-
based market data in some way to apply it do your
knowledge-based structure. You have two options:
(a) applying your knowledge-based plan to bench-
mark jobs, or (b) low-high pricing.

(@) Apply your knowledge-based plan to the
benchmark survey jobs. If you used skill points in
your knowledge-based plan, you can generate a mar-
ket line by using the SSAP software, substituting skill
points for job evaluation points.

Step 1. Using the descriptions of survey jobsand
companies in this manual, identify those survey jobs
thatare related to your KBP. Forexample, if your plan
covers technical and engineering work, then the jobs
consulting engineer, senior engineer, engineer, tech-
nician II, or technician I may be related,

Step 2. Apply your plan to these jobs.

Step 3. Use the SSAP computer program to design

yoursurvey. Include thejobs youidentified as refated 54

benchmarkjobs related to

your knowledge-based structure. Try to identify jobs
that can anchor your market line, i.e., one should
match a very high level of work in your structure, and
one should match alow level of work. These extremes
represent the bottom and top rates paid by your
competitors for the work that you are trying to price.

Step 2. Use the commands COMPANIES, UP-
DATE, and SURVEY to determine market rates for
your benchmark jobs. View the survey data for your
twobenchmarkjobs, choose thesalary measure (mean,
median, minimum, maximum), and record the salary
measure from the company sample you sclected (e. 2,
the bottom two lines of the Survey Data screen).

DonotuseSSAT beyond this point. You will notbe
able to use the RESULTS command nor the graphing
capabilities. Youwill need to turn to a lower technol-
ogy - paper and pencil - for your graphing.

Step 3.0n a sheet of paper, construct a graph with
dollars on the y axis and your structure on the x axis,
e

Mot Skilled Wark

Entry Level Waork

Knowledge Based Structure

L4

Plot the wages for your lowest and highest bench-
mark jobs. Draw a straight! line connecting these
points. This is an estimate of the going rates in the
market for the work covered by your knowledge-
based plan. Other options for pricing KB structures
and their limitations are examined in the textbook.

4. Construct Medtech's Policy Line

The decision here is the same under a job or
knowledge based approach. If you use low-high pric-
ing, you will need to draw this line by hand on your

- graph. In your report, describe your policy line.

5. Design Pay Structures
The next step is to establish pay rates for each

knowledgelevel. Knowledge-based approachesrarely
use ranges the way job-based structures do. Rather,
every employee certified at a specificknowledge level
typically receives the same flat rate of pay, i.e., all
apprentice electricians are paid the same, all journey-
men electricians the same, and all master electricians
the same.

Exhibit 17 illustrates two options for constructing
pay structures with flat rates. Fewer rates with wider
differentials between them (Figure 1) are consistent
with delayered organizations. More rates, with nar-
rower differentials (Figure 2) allow more promotions
for work and knowledge.

ISSUE SIX: EVALUATE YOUR DECISIONS

Based on your-work on Phase Land your instructor’s feedback, you should now have a fairly good sense

of what to include in the report that you hand in for grading. Clearly, each of the issues you have deall

with in this section sould be incorporated into your report. Explain the pracess yor went Hirough and
Justify the logic. Nevertheless, bwo items are essential:

1. A Picture of your Pay Structure(s)

The end result of this phase is your recommended
pay structure. Of course, you need to include in your
writeup an exhibit that details the pay structure, in-
cluding the jobs in each grade and the pay range for
each grade, e.g.,

Job*™  Grade Min.Pay Midpt Max. Pay

Adv. Tech 1 $1,250 $1,500 $1,750
Acct Clerk 1 1,250 1,500 1,750
Engineer 2 1,650 1,900 2,150
Accountant 2 1,650 1,900 2,150
Etc.

If you have a knowledge based plan, be sure to

knowledge level that each of Medtech’s current jobs
would fit into as part of your report. For example,

Current Job Knowledge Level Pay Rate
Secretary A $1,250 ~
Tech B B 1,500
Res. Tech B 1,500
Etc.

2. Rationale

Go back and evaluate your results to be sure they
are consistent with Medtech’s values and strategy.
How are your decisions consistent with the company’s
needs? How will they help the company in its new
direction? How will your structure help achieve your
objectives for the compensation system?

include the rates for each knowledge level and the

- Exhibitzz
Knowledge Based Structures (Flat Rates)
Figure 1 - Tigure 2.
i igure | R =
@ $68/510= e $68,510= et
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Knowledge Levels Knowledge Levels
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DESCRIPTIONS OF JOBS INCLUDED IN SURVEY

Decide which of these jobs match Medtech jobs. Use matched jobs in your analysis. Record
matches on the form that follows these descriptions. If you decide the survey contains
insufficient job matches, see page 48 for suggestions on how fo proceed.

W -

*
~

1. MESSENGER: Eniry job. Performs a variety of clerical and other routing: duties, such as furnishing
with clerical supplies from stock, delivering verbal and written messages; sealing and stamping envelopes,
running errands, distributing and collecting mail, assisting in filing work}a \ﬂ“hpemling simple machines,
such as letter opener, envelope-sealing machine, and postage meter. Works under close supervision.

2. FILE CLERK: Entry job. Systematically classifies, indexes, and files cor}éspondence, invoices, receipts
and other records; locates and removes material from file on request.

3. GENERAL CLERK: Purchases, stores, and issues spare parts and equipment: Obtains purchase order
number from purchasing department and assigns identifying number. Reads manuals to ascertain type
and specification of part. Visits, telephones, faxes, or contacts vendors by mail to order parts. Compares
invoices against requisitions to verify quality and quantity of merchandise received. Stores purchased
parts: Keeps records of parts received and issued, and inventories parts in storeroom periodically. Operat-
ing knowledge of computer inventory software systems is required.

4. WORD PROCESSOR: Entry level jobproviding word processing support to unit. Prepares letters,
forms, simple reports, policies, names and addresses, etc., from written, or printed copy. May answer the
phone, distribute mail, file or provide other clerical assistance as necessary.

5. SENIOR WORD PROCESSING OPERATOR: Does difficult word processing, such as setting up and
typing various statistical reports or work of a technical nature requiring knowledge of a phase of company
operations.

6. SECRETARY B: Normally performs secretarial duties for an executive at the department head level
(second level of supervision below the president). Sets up and maintains files, records, and work pro-
grams. Relieves supervisor of administrative details. Schedules appointments. Handles telephone calls.

7. SECRETARY A: Provides secretarial and general administrative support to a major executive in charge
of a division reporting to the president. Performs work of a confidential nature. Schedules appointments.
Handles telephone calls. Relieves executive of detail. Does not include secretary to company president or
chairman of board of directors.

Note: Secretaries having added responsibilities of supervising others are not included.

8. ACCOUNTING CLERK C: Entry level accounting position requiring little or no previous work
experience in accounting. Performs simple accounting clerical tasks such as checking financial documents
for mathematical accuracy and completeness or coding and batching data for entering into data procession
systems. Follows detailed procedures or instructions under close supervision with work checked often.

9. ACCOUNTING CLERK B: Performs routine accounting clerical work requiring two years of experi-
ence and an understanding of basic accounting principles. Responsible for tasks such as verifying or
correcting accounting documents to ensure proper identification of account or to insure sufficient funds in
account, posting, balancing, and reconciling accounting records, and compiling data for statements or
reports. Follows detailed procedures and works under direct supervision.

N
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10. ACCOUNTING CLERK A: Performs technical level accounting work requiring two years of account-
ing training and three or more years of experience. May-make cost-allocation to accounts, compile data for
financial reports or prepare financial schedules. Posts, balances, and reconciles accounts manually or by
data processing to make corrections in records or adjusts accounts. Does simple Tinanciul or statistical
analysis for review. Assists professional (college graduate level) accountants. May dhmt work of one or
more lower level accounting clerks.

11. DATA ENTRY OPERATOR: Entry job. Using spreadsheet computer software, enters data fara

limited number of company data-processing applications or where limited interpretations of material are
required.

12. SENIOR DATA ENTRY OPERATOR: Operates spreadsheet computer software with speed and
accuracy; enters and verifies data for a variety of company data-processing applications or where interpre-
tations of source documents are required. May train inexperienced operators.

13. DRAFTER: Prepares technical drawings to specifications provided by architect, engineer, or other
professional. Uses computer-aided design technology.

14. CONSULTING ENGINEER: Individuals at this level normally have a BS plus 10-12 years experience
oraMS/PhD with 3-5 years experience. Assumes the responsibility and direction of several important
major projects; provides development design recommendations for new processes and design improve-
ments; requires no supervision on technical matters; may train, counsel and guide others; reviews progress
and evaluates results of the work of all other technical and engineering personnel; is alert to patent possi-
bilities, prepares comprehensive reports and evaluations of research work. Represents department at
meetings on subjects of a technical nature. Maintains a high level of special technical competence in own
area {)i responsibility. Interacts directly with current and potential customers.

15. SENIOR ENGINEER: Introductory level for inexperienced MS graduates or individuals with a BS in
biological, physical or engineering sciences, plus 24 years experience. Performs assigned tasks with
limited supervision within a specific timetable. Is a designer and innovator of new processes, procedures
and systems of moderate complexity. Uses knowledge of mathematics or science to arrive at practical,
economically feasible solutions for problems. Initiates and performs synthesis, analysis, testing, and
evaluation on projects of moderate complexity. Has some latitude for unreviewed action and decision
making. Prepares written progress reports that communicate results of experiments and investigations.
Assists in establishing project objectives and criteria. May train or guide other technical employees.

16. ENGINEER: The introductory level for inexperienced BS graduates in biological, physical or engineer-
ing sciences. Performs assigned tasks with some supervision within a specific time-table. Is a designer
and innovator of new processes, procedures and systems of lesser complexity. Uses knowledge of math-
ematics or science to arrive at practical, economically feasible solutions for projects and problems. Per-
forms synthesis, analysis, testing and evaluation on projects of lesser complexity. Assists in conducting
well-defined experiments of technical tasks. Prepares written and final progeess reports that communicate
results of experiments and investigations. Makes useful suggestions and independent minor decisions on
problems and reaches technical conclusions.

17. DIVISION ACCOUNTANT: Performs more complex financial activities which involve a thorough
knowledge of accounting methods, principles and practices and the ability to apply this knowledge in
situations where clearcut procedures are not available. Typically responsible for maintaining ledger
accounts, budgeting and/or accounting systems and preparation of financial statements and reports.
Functions as a technical resource to more junior accountants and the accounting staff. Typically requires a
BS degree and three years experience as an accountant.
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4
POSSIBLE LABOR MARKET COMPETITORS
18. TECHNICIAN II: Typically a nonexempt, entry-level position in biology, chemistry, mechanics, . ) ] )
electronics or other technical areas requiring two years of college or vocational school, or equivalent work The Target Profit Percentage is the maximum percent of profits in the most recent fiscal year available to
experience. Work may be in a laboratory, test area or pilot plant requiring some judgement in determining fund bonus programs. Targeted shares may or may not have been actually paid, No information
work methods, performing less complicated tests and recording data. Building and testing models and is available on which employee groups were eligible to purticipate.
performing related duties requiring a knowledge of scientific and / or laboratoty techniques and use of
standard test instruments are relevant tasks for this job. WorkS under direct supervision and receives Company Industry Size Product Line Target Profit Percent
frequent instruction. 1 biotech small genetic research 7
o . 2 manufacturing  medium auto parts 2
19. TECHNICIAN [: Typically a nonexempt, intermediate-level position in biology, chemistry, mechan- 3 manufacturing  medium semiconductors 6
ics, electronics or other technical area requiring two years of college or vocational school and 23 years or 4 service large insurance
related work experience. ng may be ina Iabo@tcry. test area, or pl.!of plant. Performs mare ccm[lli~ 5 service small retail merch 4
cated and advanced tests requiring considerable judgement in determining work methods, interpreting 6 manufacturin larce telecommunication 5
Iest results, and writing clearand accurate test-result reports. May build hind Tsst models and assemblies, 7 : & 1 & fin
or perform difficult chemical analyses requiring a workable knowledge of scientific methods. Usually SEEVICE arge Tnance 2
receives instruction only as necessary. 5 8 SETVICE small Insurance 3
9 service small architectural firm 4
20. COST ACCOUNTANT: Entry level position performing professional accounting functions which 10 manufacturing  large printing 5
involve the application of established accounting standards, principles and practices. Typically responsible 11 servicg medium info processing
for the maintenance of accurate general and/or subsidiary ledgers and preparing basic financial reports. 12 biotech small R&D 5
May interface with customers to troubleshoot billing problems and collect delinquent account payments. 13 service large maintenance
Bachelors degree and up to two years experience in a finance environment. - 14 service medium software 4
15 health care medium equip rental 3
16 health care small lab testing 6
17 manufacturing  large drugs
MATCHING MEDTECH JOBS WITH SURVEY JOBS 18 manufacturing  large aerospace 6
19 high tech small electronics
20 health care small nursing home
This Job JE Matches this Comments 21 service small bank 5
at Medtech Points Survey Job on Match 22 service medium engineering 5
23 service large insurance
24 high tech small laser technology
25 health care large HMO 3
26 service medium gen merch
27 manufacturing  large auto supplier 6
28 service medium television station
29 manufacturing  small med equip components
30 manufacturing  small tools & hdwe 7
31 health care small hespital & nurs. home
32 biotech medium dinosaur DNA 3
33 high tech medium chemicals
34 biotech medium R&D 5
35 mfg small electronic components
36 high tech large software
37 mfg small paper products
38 biotech med medical supplies
39 health care med nursing registry
40 high tech small &D 2
41 biotech med med equip 3
42 biotech small coprolite analysis
(continued on next page)
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Company  Industry Size Product Line Target Profit Share
43 high tech small R&D
44 high tech med auto parts dvlpment 2
45 high tech small laser equipment
46 biotech med molecular biol lab °
47 high tech med R&D
48 high tech med pollution monitoring equip
49 service small genmerch v -
50 mfg large appliances ¥’
51 service small clothing >
52 health care small home health aig'e.% % 4
53 high tech large silicon wafers N ¢
54 high tech small coating substances
55 biotech large kidney dialysis equip & resrch
56 biotech large radiation equip
57 biotech large heart valves 3
58 high tech large software 2
59 service small clothing
60 high tech small electronic components
61 service small auto parts
62 service large insurance 4
63 high tech small engineering consultant
64 biotech small testing equipment
65 mfg small housewares
TERMS USED IN SURVEY

Emphasis in this survey is on reporting actual base salary rates for each job classification
which reflects comparable duties and responsibilities, regardless of job titles. Rates which
are not representative of a company’s salary structure are excluded from total calculations.

Rate Conversion Formula: Hourly rates have been converted to monthly rates based on 173-1/3

hours. Weekly rates converted to monthly rates based on 4-1/3 weeks.

Mean Rate: The total value of all rates reported for each job, divided by the number of employ-

ees reported in that job by each employer.

Median Rate: Refers to the middle rate if all rates in the company were arrayed lowest to high-

est.

Minimum Rate: The lower boundary of the pay range in which this job is included.

Maximum Rate: The upper boundary of the pay range in which this job is included.

Weighted Mean: Combines all the data in a frequency distribution so that each company’s mean

wage is weighted by the number of people in that company who occupy that job.

Quartiles: Data is arranged from lowest to highest. Quartiles locate the data that fall at the 25th,

50th, and 75th percentiles.
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Job 1: Messenger

Q2=%1226 Q3 =$1318
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1025.
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0.
1140.
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1227.
1100.
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0.
1336.
1481.
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1562.
1183.
1227.
1155.
1082.
1140.
1126.
1149.
1039.
1201.
1155.
1374.
1155.
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0.
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1155.
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Max
Rate

1386.
1761.
1645.
1645.
1501.
1501.
1386.
1414.

1299,

0.
1530.
1530.
1645,
1472.

0.

0.
1819.
2079.
1645.
2079,
1530.
1674.
1559.
1732,
1306.
1299.
17132,
1299.
1645.
1501.
1848
1357.
1530.

0.
1472.
1530.
1819.
1443.

1501.
1414.
1819.
1443.
1617.
1588.
1588.
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Q1 = $1197
Number Mean
Employees Rate
1 0 s 0.
2 7 5 1354.
3 7 § 1183.
4 9 § 1230.
5 2 § 1218.
6 18 § 1195.
7 12 5 1120.
8 4 $ 1149.
9 14 $ 1114.
10 0 s 0.
1 6 § 1264.
12 ] $ 1134,
13 75 $ 1264.
14 13 § 1166.
15 74 § 1383.
16 5 $ 1253.
17 3 $ 1336.
18 0 s 0.
19 4 5 1247.
20 0 ] 0.
21 0 [ 0.
22 0 s 0.
23 14 s 1209.
24 3 $ 1313.
25 3 § 1409.
26 6 S 1244.
21 0 s 0.
28 2 s 1068.
29 5 § 1380.
30 14 § 1235.
k)t 3 $ 1313.
32 0 S 0.
33 10 $ 1310.
34 0 s .
EH 2 $ 1206.
36 0 s 0.
37 3 $ 1192.
38 2 $ 1189.
39 2 § 1212,
40 o s 0.
41 2 5 1437.
42 1 $ 1212.
43 1 S 1241.
4% 7 5 1238.
45 1 5 1299.
46 o s 0.
a7 0 s 0.
48 0 $ 0.
49 1 5 1882.
50 0 s 0.
51 s $ 1556.
52 0 s 0.
53 33 $ 1536.
54 0 $ 0.
55 0 s 0.
s6 1 $ 1100.
57 9 5 1296
se 1 $ 1579
59 1] 5 0
:0 ° § 1241
1 1 5 1313.
62 S S 1111.
63 0 s 0.
64 0 S 0.
65 [4 s 0.
ave 9. S 1278

Job 2: File Clerk

Q2 =$1282 Q3 = $1381

Median
Rate

0.
1351.
1186.
1224.
1212.
1192.
1117.
1146.
1111.

0.
1258.
1279.
1256.
1160.
1374.
1247.
1328.

0.
1247.

0.
0.
0.
1206.
1308.
141¢.
l241.
0.

1068.
1380.
1232.
1316.

0.
1308.
0.
1198.

0.
1183.

1183.

1212,

0.
1429.

1212.
1241.
1241.

Minimum

Rate

0.
1299.
1155.
1039.
1169.
1149.
1068.
1097.

999.

[

1183,
1163.
1227,
1100.
1310.
1097.
1336.

0.
1100.

0.

0.

0.
1155.
1082.
1140.
1126.

1039.
1276.
1155.
1256.

1155.
1169.
1169.
1068.
1185.

1253.

Max.
Rate
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0.
1963.
1746.
1660.
1515.
1513.
1386
1414.
1313.

0.
1429.
1692.
1660.
14869.
1781.
1489.
1830.

0.
1651.

0.

0.

0.
1559.
1746.
1559.
1299.

0.
1313.
1775.
1501.
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Job 3: General Clerk Job 4: Word Processor Job 5: Senior Word Processing Operator Job 6: Secretary B
Q1=1246 Q2=9%1372 Q3 =9%1575 Q1 =1302 ) Q2=%51379 Q3 =$1487 Q1 =951424 Q2=$1533 Q3 =51698 Q1=$1789 Q2=9$1946 Q3 =$2138
Number Mean  Hedian  Minimum  Max Number Mean  HMedian  Minimum  Max Number vean  Median  Minimum  Max
Employees Rate Rate Rate Rate Employees Rate Rate Rate Rate Employees Rate Rate Rate Rate
A“’ N Number Mean Medi1an Minimur Max
: 3 § 1348, 5 1345.  § 1143.  § 1527, 1 8 51363,  § 1362, § 1143. 5 1527. 1 20 s 1463. § 1461. § 1276. § 1709. Employees Hate RBTE Rate Rate
: 48 § 1432, §1425. §1299. & 196J. 2 10 %1391, 51381, 5 1209. § 2963. 2 8 ¢ 1515. & 1515. § 1386. § 2079.
3 0 $ 0. § 0. % 0. § 0. 3 9 $ 31313. § 1310. 5 1227. § 1833, 3 27 § 1414. 5§ 1409. § 1299. § 1949. 1 11 §$ 1804. 5 1798. § 1539, 5 2070.
4 e § 1541, §1539. & 1284.  § 19459. 4 12 $4313. § 1310. S 1284. § 1920. A 24 $ 1645. § 1642. § 1400. § 2122. 2 16 $ 1097. S 1891. § 1746. § 2613.
5 2 $ 1472. $ 1472. $ 1400. § 1848. 5 3 B 1510. § 1501. S 1342. § 1B48. 5 5 5 1608. $ 1617. § 1458. 5 1934. 3 32 5 1876. § 1873. § 1588. s 23B2.
[ 25 §$ 1256. § 1258. § 1149. $ 1513. 6 53 E 1365. § 1360. § 1276. $ 1700. 6 0 s 0. $ 8- 5 0. $ 0. 4 42 $ 1957. § 1957. 5 1544. § 2546.
7 7T § 1302, $ 1302. § 1155. § 1515. 7 2 Nelitho. $ 1270. § 1155, § 1515. 7 29 $ 1366. $ 1380. § 1270. § 1674. 5 12 5 1767. § 1775, § 1458, 5 2208.
8 3 § 1111, § 1114.  §1097. § l414. ] 1 5.1328. § 1328, 5 1241. § 1617. 8 1 € 1515. 5 1501. § 1559. § 2021. 6 12 § 1651, § 1648. § lall. § 2139.
9 5 §1241. § 1247. § 1074. 6 1689. 9 -, T 1180, ¢ 1183, § 1025. 5 1s62. . 10 s 1368, § 1368. § 1074. S 1689. 7 12 5 1928. § 1920, § 1588. § 2136.
10 p s o s o s o s el s 5 SR e % H $ 0. ¢ 0. 5 0. § o 8 15 § 1824. § 1824. S 1631. § 2122.
1 33 § 1420. § 1426. § 1313. § 1660. 11 6 § 1420. § 1423. § 1313. § 1660. 11 3 § 1524. § 1539. § 1386. § 1T75. ?u ; : 1703- : 1703- : 1313- : 231:-
12 4 § 1432. § 1429. $ 1276. § 1845. 12 7 § 1331. § 1328. S 1308. § 1845. 12 6 § 1466. $ 1461. § 1331, § 1540. 1 1 M 19‘9' . 1963' : ”32' : 2226-
13 [} $ 0. § 0. $ 0. $ 0. 13 60 § 1354. § 1357, $ 1313. § 1775. 13 20 $ 1527. § 1533, 5 1429. § 2006. 12 1 . 1784‘ M 17_”' M 1521‘ N 2255'
M 128 §1253. 6 1244.  § 1100. § 1614. 14 26 § 1282, 5 1282. § 1163. S 1614. 14 0 ¢ 0. § o0 § 0. § O 13 a $ 1505, § 1899, § 1718, & 2454.
15 48 S 1487. § 1478. $ 1397. $ 1781. 15 21 S 1466. § 1463. s 1397, s 1914. 15 2 § 1917. § 1934. § 1726. § 2223. 14 14 s 1839, 5 1842, § 1362. $ 2064.
16 5 $ 1270. § 1247. § 1227. § 1617. 16 3 S 1449. 5 1452. 5 1328. § 1761 i 16 7 $1489. 5 1s1. § 1328. § 1905. 15 21 S 1960. § 1963. § 1726. § 2223.
17 19 § 1617. § 1617. § 1428. $ 1934. 17 2 § 1541. § 1544. s 1429 P4 1928' | 17 sl $ 1868. S 1868. $ 1541. § 2119. 16 3 $ 1871. $ 1848. § 1559, § 2353.
18 192 §1934. $1923. § 1481. § 2096. 18 31 $1718. § 1726. & 1501. § 1902. 18 42 § 2130. § 2122. § 1989. § 2191. 17 72 § 2058. 5 2055. S 1640. § 2281.
19 2 §1362. § 1357. § 1247. § 1868. 19 1 $ 1440. 5 1443. § 1247. § 1868. 19 8 $ 1772, § 1767. § 141l. § 2110. 18 0 s o0 § ©0. s o § o
20 5 $ 1573. 5§ 1570. 5 1562. § 2093. 20 5 S 1585. § 1582. 5 1562. § 2093, 20 2 $1954.  § 1963. § 1732. § 2258. 19 33 § 2465. 5 2457. S 1801. 5 3031.
21 2 §1270. 5 1241. $ 1256. § 1631. 21 0 s 0. s o s el 2% 21 5 S 1481. § 1478. 5 1357. § 176l. 20 3 § 2229. § 2232. § 1917. § 2416.
22 0 § _ 0. $ 0. $ 0. 5 0. 22 [} s 0. s 0. 5 o' $ 0. 22 2 § 15513. § 1559. S 1429. § 1862. 21 9 $ 1819. 5 1813, $ 1631. s 2180.
23 91 § 1339. § 1339. § 1155. § 1709. 23 15 § 1331. $ 1331. s 1155' s 1.,09' 23 0 s 0. s 0. $ 0. s 0. 22 25 $ 1798. -5 1793. 5 1689. § 2237.
s N $ 0. § 0. § o0 s o 24 12 $1423. 5 1423. § 1241. & 2006. % B 1599, ¢ 1501, & 1357, £ 2180, 23 51 S 1079. 5 1688. 5 1527. 5 2260.
25 [ § 0. 5 o0 § 0. § 0. 25 14 §1533. 5 1530. § 1328, & 1761. 25 21 $1824. 5 1816. 5§ 1515. § 2035. §; B $1899. 5 1897. § 1530. 5 2dll.
26 13 $1293.  § 1282. § 1155. S 1544. 26 23 $1299. §1296. § 1155, S 1544, 3% 12 S 1420, 5 1432, & 1293, & 1732, ¥ ;6 §2024. 5 2021. § 1674. 5 2201.
21 65 §1279. §1276. § 1149. § 1749. 27 0 $§ o 5 0. 5§ 0. § o ! 27 20 § 1342. § 1342. § 1273. § 1825. 27 68 aissos ko i Jos:
28 2 § 1155. § 1157. 5 1039. $ 1530. 28 2 $ 1198. § 1183. § 1183. § 1530. ! ae 0 $ 0. &5 0. § 0. § O % 12 MR R o
29 0 $ 0. 5 o s 0. s o. 29 14 $ 1452, 5 1449, % 1362, < 1903, 29 1 $ 1570. § 1573. § 1463. & 2027. 29 17 Hseon L. by oy
30 25 $1360. 5 1354. § 1241. § 1703. 30 7 $ 1449. S 1449. § 1328. § 1703. 30 10 § 1533,  §$1536. $ 1443. § 1876. 30 6 51772, 5 1720. § ii:é 4 ;m
3 0 $ 0. § 0. § 0. s o 31 7 S 1481, 5 1484, & 1174, e 3 0 § 0. § o0 5 0. § o. 31 15 S 1862, S 1e65. § 1557, 4 3240,
32 37 $1362. §1360. §$ 1155. 5 1674. 32 n chize. v Biia ff s 32 5 e §1862. $ 1859. § 1227. § 2050. 32 6 $2079. 5 2007. § 1588. § 2310.
33 0 $ 0. 5 0. § 0 § 0. 33 19 $1339. 51339, ¢ 11s5. & 1eds. - L § 1513. § 1518. § 1256. § 1761. 33 s $ 1836, 5 1830, ¢ 1344, & 2237
b H d =R A e b5 ) gy, 18, 8 LSS $ 1544. 3 0 $ 0. §$ 0. §$ 0. § o. 3 5 §1801. s51801. § 0. § 0.
s 23 §1386. 5 1380. § 1284. § 1602. 35 3 $1394. 5 1588. § 1284. e E J § 1510. 5 1507. § 1328. § 1718. 35 81 $ 1876. § 1873. S 1631. § 2266.
36 43 $ 1160. 5 1157. § 1183. § 1530. 36 15 $ 1206, § 1201, & 1399, & 192 5 18 §14S5. £ 1449 §1429. 5191, = e $ 2053, §2053. 5 1862. 5 2584
5 H el e R b e s g6 $1201. $2298. 51703 37 0 $ 0. § 0. s 0. § o 37 45 $1770.  § 1767. s 1631. & 2497.
56 H . s oy hee o g S S L N O 38 2 §1593. S 1589. 5 1963. § 1617. 38 16 $1850. § 1836. § 1602. § 2237
3 0 $ 0. s o. s o0 & o 39 0 s ol 800 3% geor et ) SEISEE. SRLISOom {5 LopIL S HERS % S g T T et
40 0 $ 0. : : 40 ) ) - - 6. s 0. § 0. . 0. s 0.
a 0 s o : o : g. : g: R : z o : o s 0. 5 o al 3 S 1472. S 1481. § 1351. S 1827. B - §2029. 5 2032.  §1842. 5 2¢91.
2 3 § lala. § 1403. 5 1221. 5 1602. a2 0 $ o s o : o & o S H Sl43%, o Blidel. s 1326, sT7GL. a0 e dne e bz
43 12 $ 1371, 5 1360, & 1356, & 1761 . o H o H o z g. : g. :: § : ::gg S 1443. -5 1386. 5 1949. m 7 : f?:ﬁ : i:fg : ii:g z i;;;
:; 9’ $ [ $ 0. s 0 H 0. 44 4 §1331. 5 1342. 5 1155. § 1588 45 1 $ 1400. : i?::’ e L0s iz 45 10 $ 1995. 5 1992. 5 1617. § 2598.
S 1544. 5 1541. § 1342. § 1876. 45 4 § 1533. § 1536. 5 1458. § 2050 % - §132. 51876, a5 11 $ 1923, 5 1920, 5 1662, 8 2181
46 13 $1651. 5 1651. 5 1169. § 1761. 6 0 s o0 5 0. § 0. s 0 a I §1718.  §1732. 51443, 5 1934, P i6 S 1911, 5 1914. § 1588, § 2107
o H S 1295, 21334 o 1l £ iie- b i S e Emnse S peot a 4 S 1380. § 1380. S 1270. & 1660. a5 6 $1790. 5 1790. §1530. § 2301
48 H §1386.  §1391. 5§ 1201. S 1807. 48 [ s 0. §$ 0. § 0. s o RS $ 0. § 0. S 0. 5§ 0. " 5 S 2165. § 2159. & 1833, § 2584
49 0 $ 0. s 0. § 0. s 0. 49 [ $ 0. § 0 5 0. s ok 50 o s 0. 5 0. § 0. § 0. 52 0 s 0 H c. 5 0. § 0
so 0 $ 0. s 0. 5 0. § 0. 50 0 s o s o 5 a. N 5 H $ 0§ 0§ 0. s 0. 51 7 § 2142. 52142, 5 1822. § 2460
51 0 $ ©0. § 0. § 0. § o 51 2 S 1443, S 1443, 8 11200 ¢ 1s1e) = 3 § 1501. § IS01. § 1232. § 1666. 52 15 51718.  $1723. §1550. § 2165
52 a $1218.  §1227. 5 1123. S 1475. 52 s s 1232, 1226, 51200, 8 lezs 53 : $ 1414,  § 1403, §1276. 1775, 53 184 $ 2335, 52330, § 2188, 5 264)
53 0 s o, s ol e ol et . fod e e e H ) (T - 21 §1689. 5 1683. § 1715. S 2214. 54 21 § 2067. 5 2067. § 1819. § 2515
54 5 $ 1411. 5 1420. 5 1377. 5 1743. 54 6 S 1az6. 51432, 1317, 4 148 55 : i it EBLI- S SRaLOn o b H e o R ) )
55 18 $ 1362. 5 1357. 5 1284. § 1689. 55 5 §133¢. §134. 5 1284. 5 1689. % 1 e b [ ISTaDSple0st ol o5 St i ERSs L2l
56 0 $ 0. s 0. 5 0. s o0 56 8 s 136, 5138, ¢ 1172 § 1761 s L O R o S e Eeer
0 $ 0. s 0. § 0. 0. 57 . . X . . - § o M : i s b e
58 2 $ 136, 1328, § 1209, & 1750 R A A R E o 9 e 1 %= E B A S e H Shiwsel platl comet b
58 0 $ 0. § 0. 5 0. s o0. 59 0 s o. s o 5 0. s o 60 0 ol o T A 61 1 S 1862, & .853. ©leso. ¢ 2383
s : $1429. § 1443. 5 2406. § 1853. 60 0 5 0. s 0. S5 0. s o. . 0 s o. 5 o s o : 2 os . § 1856. 5 1976, § 1443 5 2353
62 a5 : 0. s 0. s 0. s 0. 61 9 § 1279, s 1276 5 1241, s 1674 & 0 s 0. s 0. s 0. . 0 :: 8 $ 2246. § 2258. 5 2006. § 2714.
. : H 1223. : 1233. : 1053. g 11:8. :§ §I ; i;u. $ 1414. § 1169 s 1746 e g $ 0. s 0. § 0. § o G g : 190‘5). : .90:. : 1103. z 2373.
. . i 18.  §$ 1515. 5 1284 $ 0. 5 0. § 0. X - i N ' :
64 2 § 1530. § 1559. 1232. 64 2 S 1746 65 3 0. memes eeeee el e conas
------------------------------------------- 12. 5 e Tere
ave 24 $1362. 5 1372. $1241. §171s ave 12, 5 1385. §1375. 5 1268. § 1729. Sl GG Sddld S

62 63



Number
Employees
1 19
2 12
3 13
4 9
5 B
[ 4
7 3
8 12
9 4
10 0
11 8
12 14
13 11
14 3
15 i2
16 1
17 13
18 11
19 1
20 11
21 3
22 8
23 21
24 10
25 7
26 19
217 18
28 16
29 7
30 5
3 ]
32 0
33 22
n 9
35 27
36 45
37 10
38 11
39 10
40 7
41 11
2 5
43 3
14 3
45 1
46 7
47 6
48 6
&8 2
50 0
51 11
52 &
53 57
54 S
S5 21
56 25
37 144
58 16
59 0
60 0
61 2
62 15
63 6
6¢ 4
65 0
we i3

Job 7: Secretary A
Q1=%$2132 Q2=252302

Q3 = $2490
Minimum  Max
Rate Rate
1683, § 2659.
51977,  § 2959.
§1718. § 2584.
£ 1862. 5 2786.
§ 1876. § 2541.
5 1726. § 2413.
§ 1761. § 2367.

§1848. § 2642.
§ 1313. § 2312.
] 0. £ 0.
5 1891. § 2454.
% 1611. & 2367.
5 1876. § 2685.
§ 1602. § 2428.
§ 1943. § 2919.
§ 1732. § 2353,
§ 1862. § 2706.
§ 2425. § 3421.
¥ 2737. § 4106.
§ 2116. § 2887.
§ 1775. § 2382.
£ 1862. § 2483.
£ 1899. § 2561.
51732, § 2714.
5 1B0d. £ 2497.
§ 1732. % 2526.
5 1850. § 3052.
5 1732. § 2512.
§1902. § 2627.
£ 1761. $ 2367.
$ 1839. § 2480.
§ 0. % 0.
§ 1732.  § 2512.
§ 0. 13 0.
§ 1876. & 2613.
§2194. § 3147.
4 1804. & 2000.
$1790. 5 2598.
§ 1775. § 2613.
§ 1819. § 2454.
§ 2061, % 3089.
§ 1804. § 2439.-
§ 1848. § 2584.
$ 1674, 8 2324.
3 2266. § 3306.
§ 17€1. 5 2656.
% 175, § 2439.
$1862. § 2786.
§ 2584. 4 3436
1 c. & 0.
§ 1822. § 2480.
§ 1801. £ 2564.
1 2601. § 3)66.
§ 2165. § 2748.
4 1963. 5 3450.
E 1742, 8 2765.
$193¢. 3 3176.
§ 1911. 5 2590.
s 0. & 0.
3 0. 3 0.
5 1925. & 2887.
$ 1746. 5 2613.
$ 2194, 5 2959.
§ 1960. § 3092.
5 0. 5 0.
5 1894. 5 2730,

Q1 = $1373
Number -
Employees’

N
1 0
2 14 .
3 10

4 15 <

S 1

6 3 N

7 11

8 8

9 4

10 0

11 6

12 4
13 0
14 0
15 5
16 [
17 70
18 60
19 6
20 2
21 0
22 14
23 27
24 2
25 28
26 34
27 12
28 12
29 1
30 56
3 7
32 8
33 37
k1] 0
35 0
36 36
37 19
38 9
39 18
40 1
41 0
42 0
43 18
44 4
45 4
46 6
47 3
48 ]
49 1
50 0
51 2
52 4
53 3
54 0
55 15
56 2
57 €9
55 El
59 0
60 4
61 5
62 3
63 B
64 1
65 ]
ave l4.

Job 8: Accounting Clerk C

e

. Q2=%1477
Mean Median
Rate Rate
© 0. 8 0.

§ 1535. 5§ 1541.

5 1428 s 1432,

§ 3996 § 1596.

HI784. 5 1790.

$M13¢8. 5 1328.

5$}1230. § 1227.

¥ 1282.  § 1270.

$ 1209. 5 1198.

§ 0. § 0.

$1539. § 1539.

§ 1501. § 1515.

] 0. § 0.

5 0. § 0.

£ 1429. 5 1409.

$ 0. § 0.

§ 1536. 5 1541.

§ 1634. 5 1642.

$ 1790, 5 1770.

$ 2927.  § 2T43.

5 0. § 0.

§ 1585. 5 1583.

$1351. 5 1334.

5 1414. 5 1414.

£ 1504. 5 1501.

£1270. 5 1258.

£ 1437 5 1437,

5 1241. § 1227

£ 1588 s 1617

§ 1562. 5 1562,

£ 1579. 5 1582.

§ 1302. § 1290.

% 1420. 5 1420.

5 0. S 0.

5 0. s 0.

% 1524. § 1530.

§ 1458. 5 1463.

£ 1429. 5 1429.

§ 1527. S 1533.

§ 1487. 5 1501.

5 0. & 0.

s 0. § 0.

§ 1541. 5 1550.

§ 1426. 5 1429.

£1397. 5 1386

§ 1535. 5 1539.

£1406. S 1403.

¢ 0. s 0.

$1943. 5 1905.

s .5 0.

$ 1544. 5 1559,

] 0. s G.

5 1683. 5 1692.

< 0. § 0

§ 1472, 5 1472

§ 1539 S 1530

£ 1446 S 1443

5 1466. S 1461

] ¢ 5 0.

5 1492. 5 407.

S 1336 s 1)28.

S 1342 s 1342,

S 1487. 5 1492.

$1299. 5 1270.

s 0. 5 0.

s 1506 § 1477

Q3 =$1584
Minimam  Max
Rate Rate
§ 6. % 0.

5£1386. & 2079.
$1227. § 1833.
% 1284. B 1963.
$ 1400. 5 184B.
3 1276. % 1700.
$ 1155. & 1515
§ 1241. 5 1617.
% 1025. § 1374,
5 0. & 0.
€ 1313. 517715,
§ 1296. § 1975.
¥ 0. 0.
] 0. & 0.
5 1397. § 1781.
v Q | 0.
5 1428 § 1977,
§ 1461 $ 1764.
§ 1591. 5 2393,
£ 1977. § 2477,
5 0. | 0.
§ 1429. 5§ 2079.
§ 1155. & 1709.
5 1241 £ 2006,
£1328. & 1761.
$ 1155.  § 1544.
§ 1149, £ 1749.
§ 1183. 5 1530.
5 1463 § 2027,
§ 1328. § 1876.
£ 1507 § 2032.
§ 1155. $ 1674.
$ 1155. § 1761.
£ 0. & 0.
5 0. 5 Q.
£ 1559. 5 2107,
5 1313 § 2006.
2 1183 £ 1602.
§ 1371, $ 1977,
5 1241, § 1674.
H 0. % 0.
H 0. & 0.
$1386. % 1949.
$ 127C.  § 1732.
% 1342.  § 1876.
T 1299. § 1761-
$ 1270, 5 1660.
] 0. £ 0.
£ 1833. § 2295.
H s 0.
31232, 5 1666.
5 0. § 0.
$ 1715, § 2214.
£ [ L 3 0.
3 1414 $ 1905.
£ 1325. 5 1986.
£ 1313, § 1804.
§1299. 5 1752.
s 0. % 0.
% 1406. 51853
£ 1313, 51775
£ 1169. § 1746.
§ 1414, 5 1920.
$1232. % 1723.
H 0. % 0.
$ 1339 5 1853.

Job 9:
01=$1621
Number
Employees

1 1
2 13
3 14
N 1
5 3
6 6
7 33
8 12
9 8
10 0
11 10
12 4
13 0
14 0
15 7
16 4
17 158
18 170
19 13
20 4
21 4
22 4
23 55
24 17
25 41
26 19
27 28
28 24
29 13
10 4
31 8
2 5 N
33 67
L 6
35 8
36 35
37 16
38 2
39 13
« 1
41 12
42 6
43 4
44 7
45 [}
46 10
41 E
48 2
43 3
50 0
Si 1
s2 6
53 41
54 °
55 63
56 13
:; 150
ss Th
60 s

: 12
62 38
63

@
65 c
dve 23,

o«

U1 DO e e U S U WA N A A 0 A 00 R U A A R AN A NG A A A L U8 U o e A e 4 4 e A e

Accounting Clerk B
Q2=$1745 Q3=$1939

RSN UR W AR VYO A AR A A AU A LA U WA M U ) A 0 e o A R A A A W AR B e U Y AN U OE A R A e A

«

Median
Rate

1617.
1848,
1524.
1934.
1827.
1749.
1455.
1472.
1501.

0.
1836.
1746.

0.

0.
2035.
1602.
1778.
2099.
2338.
2988.
1559.
1819.
2032.
1726.
1749.
1435.
1533.
1484.
1709.
1784.
1732.
1680.
1625.
1703,
1608.
1720.
1784.
1718.
1923.
1559.
1715,
1588,
1645.

«

NADULNNANBNDNDRNADENDNNDANADAANDANADBDOADAVNNNNNNNODNNN VBN NRNNNGNBNGNNN
» "

Minimum
Rate

1409.
1645.
1386.
13n.
1645.
1411.
1270.
1429.
1100.
0.
1559.
1521.

i573.

1299,

N AMBDNaLRANANANNNNNBNRDDNNADNDANNDANNNANONVLANRNNNNDBNBN Vo

ooy

Max
Rate

1888.
2483.
2079.
2310.
2310.
2138.
1662.
1662.
1876.

0.
2122.

"0
~
o
«

65

Q1=%1960 Q2 =$2160

VOdNNA W~

Job 10: Accounting Clerk A

Number
Employees

s
12

-
o

w
rHOOoWVWeOWEVYID

Mean
Rate

§ 1934.
§ 2292.
§ 18179,
§ 2047,
§ 0.
$ 1937,
§ 1949.
§ 1819.
§ 2001.
s 0.
§ 2298.
§ 2256.
§ 2367,
§ 0.
$ 2269.
$ 2050.
S 2174.
$ 2191.
§ 3000.
§ 3248.
§ 1920.
5 2136.
§ 2367.
$ 2682.
§ 2220.
§ 1894.
$ 1937,
§ 1801.
§ 2445,
§ 2073,
$ 1899.
$ 2096.
§ 2148.
§ 2281.
§ 2032,
§ 1911.
§ 2295.
$ 2278.
$ 2200.
$ 1845.
§ 1911,
§ 1963.
§ 2044.
$ 1975.
§ 2070.
5 2200.

Q3=
Hedian Mininum
Rate Rate
§ 1928. § 1683.
5 2295. § 1977.
5 1881. § 1718.
$ 2050. S 1718.

s 0. S 0.

S 1940. §$ 1726.
5 1949. § 1586.
§ 1619, § 1631.
$ 2001. § 1313,

s 0. § 0.

§ 2310. § 2211.
§ 2252. § 1625.
S 2367. § 2050.
$ 0. § 0.
§ 2252. 5 1943.
§ 2079. 5 1732.
$ 2177. 5 1640.
§ 2203. § 1556.
$ 2994. § 2021.
$ 3262. 5 2803.
$1920. 5 1631.
§ 2145. 5 1862.
$ 2367. 5 1998.
§ 2694. S 1732.
§ 2217. 5 1804.
5 18%81. § 1515,
$1931. 5 1700.
S 1804. 5 1732.
$ 2439. 5 2315.
$ 2070. 5 1761.
5 1905. S 1B39.
$ 2096. 5 1227.
$ 2148.  § 1732.
§ 2310. § 0.
$ 1954.  § 1876.
$1905. 5 1862.
$ 2295. 5 2021.
§ 2281. § 1790.
§ 2223.  § 1934.
S 1B48. § 1660.
§ 1905. 5 1042.
$ 1951, 5 1804.
$ 2035. 5 1689.
5 1986. 5 1876.
§ 2058. 5 1617.
5 2206. 5 1761.
$ 1963. 5 1775,
5 2367. 5 1862.
B 0. 5 0.
$ 9. s 0.
S 1813. 5 1654.

§ 0. § 0.

§ 2214. 5 2188.

s c. s 6.

S 2385. 5 2194.

52012, S 1741

$ 2073,  § 1761.

$ 19€3. 5 16%.

s 6. 5§ 0.

s 0. s 0.

s 2021. 5 1831.

5 2142, $ 1573.

s 0. s G.

§ 2232,  § 1960.

s 0. 0.

5 2160. S 1806.

$2302

Max
Rate

§ 2344.
§ 2945.
% 2584,
3 2584.
5 0.
§ 2413.
& 2136.
$ 2122,
¥ 2312.
§ 0.
£ 3291.
§ 2642.
3 2974.
s 0.
$ 2555,
§ 2353.
£ 2393,
£ 2286.
3 3349.
§ 3262.
£ 2382.
¥ 2483.
5 2676.
£ 3060.
§ 2497,
& 2526.
5 2549.
$ 2310.
£ 3436.
§ 2656.
§ 2454.
§ 2310.
£ 2743,
5 a.
§ 2598.
§ 2569.
£ 2807.
§ 2087.
$ 2598.
§ 2223,
§ 2483,
§ 2425.
$ 2338.
§ 2569.
§ 2598.
5 2656.
£ 2425.
5 2172,
3 0.
s 0.
$ 2223.
s 0.
§ 2829.
5 N
5 2007.
3 2598.
$ 2425.
s 2252.
$ 0.
$ 0.
5 2483,
S 259E.
5 0,
s 2143,
s 9.

5 2598,



Job 11: Data Entry Operator Job 12: Senior Data Entry Operator

Q1=%$1358 Q2=%$1479 Q3 =51584 0Q1=91629 - Q2=2%1706 Q3 = $1803
. < Number -  Mean Median  Minimum  Max
Minimum  Max ..
:;ggz;ees :::2 ::g:an Rate Rate Employees{ - Rate Rate Rate Rate
. . o 1 3 . 5-1660. 5 1674. 5 1409. § LB8S.
2 5 : 1635 : . 3 L : 1963, 2 03 T %.2876. 5 1885. 5 1386. 5 2079
H 6 ¢ 1556. § 1547. § 1386. § 2079. 3 3 sye6. 5 e85 : 1472, : 2223
4 10 § 1495. 5 1492. 4 1212. '§ 1949. 4 RO W2 L Ao Tic. Bl
1400, § 1386. § 1400. 4 1848. 5 1t saa, 5172, s asis. ’
5 H P13 2133, $1276. 3 1700, 6 6 5 1685, 6 1645. 5 1411. 5 1899
¢ H $A85 I3 gaiz00 s lema 7 3 $1573. § 1576. 5 1400. 5 1862.
’ . f 3 12§12 31617, 8 5 5 1544, §1547. 51429,  § 1862
9 . § 1253, 5 1212. 5 1051. § 1562. 9 0 - g
0. s o. & 0. 5 o0. 10 0 s - . - :
10 o § Tod o, 3 0. % 0. 1 5 5 1582. § 1593. § 1458. S 1876.
= A o, L3 4138 f 8%, 12 6 $1628. 5 1617. § 1374. § 1923
13 48 § 1677. & 1680. § 1429. & 2006. 13 6 51894, S iso;. 541213. § f:os.
1261. § 1256. § 1163. § 1614. u 27 $ 1605. § 1599. § 1238. § 1914.
s A% BN o] S o § o 15 3 § 2151, 5 2154. § 1726. 5 2223
15 0 g o. § o & o0 16 0 s ©0. § 0. 5 0. § 0.
b S Pisia. s, § ozl 8 1977 17 35 §1842. 5 1839. § 1541. 5 2076.
17 12 § 1513. § 151S. - g 18 2 §2191. 5 219a. § 1501. § 2191.
18 0 § 0. s 0. & 0 ! o 19 8 §1998. §1998. § 1591. § 2702.
19 0 $ 0. § 0. & o % o 20 8 $1992. 5 1983. § 1732. § 2416.
20 0 $ 0. § 0. : o 3 . 21 0 $ 0. § 0. s 0. $ 0.
§§ g : g- : g- T o 3 o 2§ 0 : 0. 5 0. §$ 0. 5 o
. - : : 2 12 1767.  § 1761. § 1313. 5 1899.
23 1 § 1420, 31435 §I1220. : e u 9 § 1562. S 1565. § 1201. § 2526.
2 0 B g me ol M) B Sl 25 1 5 1796. § 1796. 5 1515. § 2035
g: ii : igz; g i:§1- shilss. 3 154a" 26 10 § 1651. S 1657. § 1299. 5 1732.
. - . 27 5 $1627. 5183%. § 0. § 0.
27 33 § 1342. % i;;: : 1312- 1 1712' 28 17 5 1596. § 1605. § 1458. § 1920.
:: § : i;:%- : 1394, § 1362, § 1891, §g ; § 1758. § 1761. S 1463. 5 2027.
- : : i $ 1605. $ 1608. 5 1343. § 1876.
30 8 §133. 5 ";:' : i;:: : i;g:‘ 1 5 S 1637. 5 1628. § 1507. § 2032.
g; ; g i:;z' : 1323' hiisss 3 1732 32 6 s 1842. § 1836. 5§ 1§31. 5 iggg.
33 13 5 1403. S 1406. § 1256. § 1761. » i e ataas B Hidé 4
u 0 Ey s 0 0 3 0O 35 7 S 1651. S 1648. 5 1342. 5 1804.
35 0 o ey B R 3% 8 5 1715. 5 1709. § 1862. 5 2584
e : HEH I : 193, 3 8. 3 8 S 1787. §1790. 5 1631. 5 2497.
ki 4 §1362. 5 1371 . 261 38 3 5 1645. § 1654. § 1443. § 1963.
38 4 $ 1464, 5 1481 § 1§§3' : Hr 39 1 5 1746. 5 1732. 5 1487. 5 1977,
33 3 5 1602. § 1605, 5 1371. . b4 H i R ol B Gt
:g g g 1512- ; 1512- : 135?' : 18195 a 7 $ 1596. 5 1599. 5 1484. : fggg.
42 1 § 1472. 5 1472. 5 1328.  § 1761. :g ; : igzi: : i???ﬁ ; s 2136
O 7 § 1518. § 1515. £ 1386. & 1934. b 2 S liesoin Behierdin < ooz
. H R S : by 45 H 5 1530. 5 1859. 5 $ 2050.
. . - ) o st 1761
15 3 $ 1437, 5 1432. 5 1169. € 1559. - : R KR
41 < § 1403. 5 1406, £ 1270. 5 1645 8 5 s 31735, 5 31732, 5 5 2301.
I 5 $ 1429, 5 1429. § 1365. 3§ 2021. p o R B B et o
I 10 § 1508. 5 1908. 5 1573. 5 1992 & : el e B
50 0 e o o o 160 51 3 S 1631. 5 1656. § 1360. § 1842.
51 1 § 1466, § 1472. 5 1232. N 52 11 S 1562. § 1555. § -400. 5 1951.
B0 dael Sl fam S D ELREC
i . . 56 1 . 1116, 8 . g
54 1 Shiame: o e 18 7. & 1332 55 66 51700, 5 17C3. 5 1588, 5 2165.
0 . s - . ) 703. 1391, s 2093.
% 18 § 1504. S 1501.  § 1267. % 1905. pd 1Y e oo™ newop: chviaan 5 1992.
57 19 § 1397, 51387. 5 1113.  § 1750, se 9 5 1683. 5 1666. S 1463. 5 1986.
58 0 £ o 5] o Ay %80 59 G s 0. § 0 s G § o
59 : AL - S 60 3 §1772. 5§ 1770. 5 1518. 5 2015.
60 . X . ; :
61 8 § 1362. § 1362. § 1313. 3 1761. : 8 el ko AN 2y
$1299.  § 19%4. 62 16 e L8820 i . .
62 3 § 1481. 5 1481 1284, % 1732 63 5 $ 1677. 5 1686. S 1414. § 1920.
63 4 $ 1429. 5 1485, % . £ o H 4 s 1€19. 5 3790. § 1492. 5 2087.
P S S S YO AR N L . A .
ave --;-- s leez. s ;;;;' s 1310, 5 1797. ave 1i. § 1724. S 1706 5 1465 S 2056
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Job 13: Drafter
Q1 =$1476

Number

Employees
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Q2=9%1703 Q3 =$1829

Mean

‘Rate
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edian

Rate

B T i L e

Minimum

Rate
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0.
1645,
1386.
0.
0.
0.

Max
Rate

g .
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0.
2483.
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Job 14: Consulting Engineer
Q1 = $8819

Number
Employees

— .
N OO O N PO FNNO DO OO0 DOOOHOOOONCOOONO0OCDE0B000000

-

O HOONOWN w ;=

N

Q2 = $9615
Mean Hedian
Rate Rate
§ 0. § 0.
§ 0. $ 0.
§ 0. $ Q.
] [ T 0.
$ 0. § 0.
§ 0. § 0.
E 0. § 0.
3 0. S 0.
H e. § 0.
1 0. $ 0.
] 0. § 0.
1] 0. $ 0.
L] 0: § 0.
$ 0. § 0.
§ 0. $- 0.
$ 0. § 0.
8 0. § 0.
$ 0. § .
§11185.  §11174.
$ 0. § 0.
§. 0. $ 0.
S, 0. $ 0.
$ 0. $ 0.
$ 9844. § 9875.
§ 0. '§ 0.
$ 0. § 0.
$ 0. § 0.
$ 0. § 0.
$. 0. § 0.
$ 0. § 0.
H 0. $ 0.
$ 0. § 0.
1R 0. $ 0.
$ 0. s 0.
§ T733.. § 7744.
§19302 $ 9303.
$ 144, § 7432,
§ 8731, § 8835.
$ 0. $ 0.
§ 8804. & BBIS,
$ 8534, § 8534.
5 9469, $ 9511,
§ 9558, $ 9875.
$i0197. 510166
§ 9085, S 9074
$10540.  $10561
5 8440. $ 8430.
¥9885.  § 9906.
$ 0. § 0.
$ 0. § 0.
$ 0. $ 0.
§ 0. § 0.
¢ 9604, S 9604.
$10270 $10259.
$ 9002, $ 8991
§ ppas. ¥ 0825,
$ 8970. 5 9012.
§ @825, $ 6813s.
$ 0. s 0.
$10270.  $10249.
0. :
] 0. § 0.
§ 82is. § B3l6s
$ 77196. $-7796.
§ 0. § 0.
§ 9211.  § 9615.

Q3 = $10059
Minimum  Max
Rate Rate
$ 0. & 0.
$ 0. 3 0.
s 0. 5 0.
$ 0. & 0.
s 0. & 0.
$ 0. % 0.
§ 0. 5 0.
$ 0. & 0.
$ 0. § 0.
§ 0. & 0.
$ 0. & 0.
§$ 0. % 0.
] 0. 5 0.
$ 0. § 0.
$ 0. & 0.
§ Q. g 0.
$ 0. % 0.
$ 0. § 0.
§ 8866.  513295.
$ 0. § 0.
s 0. § 0.
$ 0. 5 -0.
$ 0. § -0.
§ 7016. §11016.
s 0. § ‘e.
$ 0. § 0.
$ 0. § 0.
$ 0. § 0.
s 0. § “o.
H 0." § 0.
] 0. § 0.
$ 0.” § 0.
. & 0. § 0.
$ 0. § 0.
$ 6392. § 8951,
. § B575 $12422
$ 6496.  $10083,
$ 7224.  $10914.
§ 0. § 0.
§ 7536.  $11018.
§ 8222.  §11122.
§ 7796. 5H10830.
§ 8783.  $13045.
$ 8212.  511330.
$ 8160.  $13430.
§ 8679.  $11798.
§ 7172, § 9875.
5 8482.  $12723.
$ 0. § 0.
$ 0. § 0.
$ 0. § 0.
$ 0. s 0.
$ 9365.  512120.
$ 9220.  511839.
$ 8316 $11642.
§ 7588.  §11372.
$.7484. 510706,
§ 7609. §10738.
$ 0. s 0.
$ 8742.  §12193.
$ 0. s 0.
$ 0. s 0.
§:7224.  § 9771,
$ 7952,  §11133.
§ 6. s 0.
$ 7963 §11391.



Job 15: Senior Engineer Job 16: Engineer
Q1=95155 Q2=$5435 Q3 =$5674 Q1=%3562 Q2 =$3733 Q3 =$3895 Job 17: Division Accountant Job 18: Technician II
Q1=9$4900 Q2=$5401 Q3 = $5758 Q1=$1886 Q2=$1976 Q3 =%$2062
i Minimum  Max
Numbert Mean Median  Minimm  Max Humber Hean Hedian
Employess Rate Rate Rate Rate Employees - Rate Rate Rate Rate punber Wean isatan Wit HEE Nunber . od Vi .
1 [ s o0 § ©0 § 0. 5 0. 1 o Y s, 0. : g- : g- : g- Employees Rate Rate Rate Rate Employees Rate Rote  mave |  Race
2 0 5 0. § 0. § 0. § 0. 2 0 § 0. E . N : : 5861,
3 o s 0. s 0§ 0. 5 0 3 el oS g O o & g i 1 r B A R int. § 733 ! 0 s 0. s o0 s o s o
¢ a g g‘ : g: : o. s 0. p 0 < .o, s 0. 5 0. § o § 8 § 4699. 5 4728.5 § 4295. S 6460. 2 . g g- : g- : g- : g-
5 0 - ol o § o H 0 N § o. & 0. § 0. 5 0. 10 $ S118. § 5125. & 4295. § 6450. H : . . - -
M 0 s 0. 5 ) H HE - B . ° jeud P 2V % s 0. § 0. § 0. 5 0.
7 H S-S § i : o : o. : S I o f o s o s o H 5 $ 4043, % 48S1. & 4316. S 6034. H H S-S S B AT -
H 8 : 0. 5§ 0. 5 0. § 0. 9 0 5 0. & 0. § 0. § 0. 1 9 § 4872. 5 4872. § 3970. 5 534l. ] o $ o s o : o : g-
H o T o 5 o 5 o s o 10 o .% o0 § 0 s o0 5 0. H « § 4547. 4 4547. § 4076. § 5305. H H g oo ouoa ud s
}g 0 s 0. 5 0. 5§ 0. § 0. 1l 0 $ 0. & 0. § 0. § 0. 9 3 % 5002. £ 5002. § 3284. § 5762. g ° : o M o M ol M ol
12 0 s 0. H 0. 5 0. $ 0. 12 0 5 0. [ ] o. - 0. $ 0. 10 0 ] 0. $ 0. § 0. $ 0. 10 0 s I . 0. M o . o
1 [ s © § 0. § 0. § O 13 0 $ o0 § 0. § 0. § 0. 10 ¢ § 5746. £ 5775. § 5529.  § 8229. 1 0 s 0. § o0 § 0 & o
1 0 § o § 0. & 0. § O 1 0 $ o § 0. § 0. 5 0. 12 9 $ 5645. § 5630. & 4064. § 6605. H : d o 5 oot OB R B
15 0 s 0. § 0. § 0. § 0. 15 0 1 0. & 0. § 0. § 0. 13 27 5 5919. #5919, § 5125. § 7435. 13 0 s 0. s 0. s 0. s 0.
16 0 s o s 0 § 0 § O 16 0 § 0 £ 0.5 0 § O 14 0 s o & o0° § 0. 5 0 14 0 § o0 s o 5 o § o
17 0 s 0. § o0 § 0 § O 17 0 $ 0. 5 0 S o0 § o 18 1 §5673. § 5630. 54858, § 6388. i K s o Bl o8 fe 8
18 0 ¢ o0 § 0 s 0. § o 18 0 $ o0 § ©0. 5 0 § o 16 1 §5125. § 5197. 54331, § 5883. 16 0 s 0. & 0. § o0 s o
19 1 s 5890, S 5B6B. S 4504. § 1579, 19 3 ¢ 4005. 5 3990. 5 3063. § 5154. It 3 §5435. § 5442. 5 4100. § 5984. 17 0 & B e R
o, s 0. § 0. § o. 20 0 £ o0 5 0. § 0. S5 a. 18 85 $ 5479, § 5507. $ 3890. § 5717. 18 0 s o0 s o. : :
e ° Too s oo s 0. 21 0 $ o0 5 0. § 0. S o0 1915 § 7500. § 74B5. §5053. § 8373. 19 3 s 2120, 522§ 1628, $ an20;
22 0 5 o s 0. § s o 22 0 5 o0 § o § 0. § o. 20 2 § 8121. § 8157. § 7009. § B157. 20 0 s o, s 0. s o s
23 o s o0 5 0. § s 0. 23 0 5 0. 5 0. § 0. § o0 21 8 $ 4800. 5 4BO0. 5 4078. S 5955. 21 0 s 0. s o0 s o0 & o
2 0 s 0. 5§ 0. 5 5 0. u 8 [ T T S 22 6 $5341. % 5363. 5 4656. § 6208. 22 0 s 0. 5 9. s 0. s g
0 o. § 0. & s 0. ; . 0§ 0. 5 0. 2 8 $5919. §5919. % 4995. 5 6691. 23 0 s 0. § o. .
= 0 S N s 0. 26 0 s 0. % 0. 5 0 5 o 2 6 $6706. §6735. S 4331. § 7651. 2 0 s o s o & o g o
27 o s 0. § o0. § s o 27 0 $ 0. § 0 § 0. § 0. 25 9 § 5551, % 5544. £ 4511. S 6244. 25 0 $ 0. s 0. s 0. s o0.
28 0 s o0 S§ 0. § s o. 28 0 ¢ 0. § 0. § 0. § 0. 26 9 §4735. §4728. 5 3789. § 6316. 26 0 $ 0. 5 0. 5 0. s o
29 0 s 0. § 0. S s 0. 29 0 $ 0. § o0 5 0. § O 21 10 5 4843, 5 4829. 5 4251. ° S 63%4. 27 0 s 0. s o 5 0. ¢ o
-4 H - S s o, 0 0 TR S S T 10 § 4504,  $ 4511, 5 4331. § 5775, 28 0 $ 0. s o § o 5 o
; X s o. 29 4 § 6114. 5 6099. & 5789. 8590. 29 0 ; )
B g I s s o 2 0 $ o & 0. 5 0. 5 0. o 14 5183, §o175. £ 4403 & eeds 30 0 $ oo b 1 ek o
33 1 55149, § 5. 5 $ 6200, % o £ W PG e v oo Tiue. o susse s e 3 o S S
. ) - 5 g 0. § 0. § 5240. 3§ 5240. ) 0 R . .
i 2 $ .0 s 0 5 § 0. 33 2 $3092. § 3082. § 2577. 5 3450. 3 w0 $ 570, 55070, &3, 3 oaes 3 8 $19350 31036 §asse. 3 zzee:
§4547. s 4533, s 5 5089. B @ 53671, § 3671. S 3436. 5 4417 % 1 55702, § 5715, U3 [S85T5 3 0 s o ; .
% 2 $ 5395, §5399. s 5 6496. 3 1 $ 2945. $2945. § 2454, § 3411, 35 3 55082, ¢ 4087, 4 Ressi cleats 35 23 HE i T - BT
H H S4ul. sl $ 5017. 38 3 $ 3558. 5 353¢. S5 3043. § 4417 36 29 § 4778, § 4764 i At 36 " $ 1943, C ihae
- 1 $5213.  § 5197, § S 6496. 39 0 $ 0. 5 0. s o0 5 o 71 557380 £ 5138, 4 s 5 3l 3 1 $ 1993, §1sss. §iay §ou.
e ) ik sl - o fa3 s Sasesl s v L B 5695, 5 5702, % 4475, & 1o1a) 38 3 S188c. :1em. S lsni. & oo
@ 1 § 5190. 55197, § § 6431. 2 1 $365. 8363 &y | e «© H e S L b 1 S faed Pass § ol
42 H § 5317, s 5341 s § 6677. a 2 $ 4cTi. 5 4516. S 3583. S 5301. a 1 5 4778, e Gt o ‘1 n % laes S iie1. g1ssa. s aloq
3 1 $ 6576. 5 6641. S 5 7796. «“ 2 $ 3004, £ 3179 5 3485, s 4al0. 42 5 §i508. 3 aere. % amn. § el a2 1 s 1936, § 182 §ima §ins
g 2 S 5594. 5558, 5 5 7074. s ] § 2945. 5 2945. 5 3067. S 44l7. 4 4 55110, 55089, 54322, 3 eees 3 2 $ 2367, 4§20, i 3 m.
&5 2 $ 43N, § 3. s 5 6496. T 5 S 4336 §4339. 5 3681. 5 5006. “ 5 £ 4537, ¢ feaz. s e “ 2 7. S23%0. 51897, 5 2806
46 1 §6374. S6301. s s 7363. 47 13 $ 3¢85. 4 3480. S 3018. § 4147. ¢ 3 55175, 8 Snee. 8 ama o San- 45 : siiscel Bl e o
p 2 s 5125, <5118, o Hisy a 3 ST T - . . i - 55146, 5 4042. 5 6496. ' : S 1589. S 1559. 5 162. & 2338.
8 2 § 6933, 5 5333, s %e201 e . . 4. 5 3725. 5 5581, R § 5500. § S515. 5 4403. 5 66dl. § 229¢. 52297, 5 1949. 5 2650
49 0 s 0. s 0. s s o 50 0 I (- a6 : € ooos, 1014300 441 & 6063 @ 5 Samse. §anse 3 gass.
50 0 s 0. s 0. s s o, 51 0 : : ' ; 1 . $5919.  § 4656. § 6930. - §213. $1972. 5 2954,
i - $ 0. 3§ 0. S5 0. 5 o b4 4 5 0. § ¢ 9 c s 0.
51 0 s o0 ¢ o s - = g - 8 0. s o $ ¢ s 0. s o,
) . 0. & 0. 5 0. 5 0. 50 0 $ 0. 5 0. 50 [ s o
52 0 S 0. s o s s o 53 167 : 51 O Pk 0 s 0
B8 lad fat el it 209 P e b Boop o det en e e B ;oS st b
5on 5 s S 5365, & $ 930. % § 350 W ey 5oim. lgana. F § 5544. 5 5536. § 5471. 5 7074. 51 166 $20290 520090 31965 § 250
H . . ) 4. §379¢.  § dial 4707, 0 ) i R 54 1 ) )
z,‘, ;3 $ 5500. 5 5560. S s 6922, 57 s 3720 8 37120, 5 3018 : 4344, 55 12 : o9 : s962. 4 sasg' : 7212' 55 93 sier. & e Dl san.
. § 5411, § 571, 5 § 6388. 58 § 3455. § M465. 5 2102. 5 4318 . 16 § 5045. 5 5031 252! ) 56 212
5 . s soez. $ Soss. s 5 6439, 59 $ 0. s ¢ s Cos o, 57 0 $ 5175, 5 5183, : :.3; : :3:: 57 224
i s s o, 60 . i 58 X X ; ) .
60 5 S 5601, S sea. o Ly & : seeg. : :Bsg : 353:. $ 4844. 59 : : 4848. : wog. : 4186. 5 5630. :g ag
H 0 5 A EeE s o 62 s o 5 o 5 o i o . ¢ $ o f o 4 o 0 6  1g
S . : oo N 6 S 0. 5 0. 5 0 s o R 5 5017. § 5053, % 4583, § 6208, . 0
H - .o . S 3558. 5 3549. 5 3333, 5 4663 & 7 $5356. ¥ 53S6. % 3934. S 6496, 0
o ) . s5219. § s 6857. 65 $§ 0. $ 0. § 0. S5 0 6 o §_0. 5 0. % 0 5 o + g
_____ s o s M e o . eeal el - Ll [ H : § 5630, F 5580. 5 4901. 5 6857. L 2
we TR sEE see s e ST . NS S B =
ve 4, = . __T"F  me==s msaees | cmee-
LI 55350, 5 5400, § 4516, § 6496. sve  40.
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Job 19: Technician I o Job 20: Cost Accountant

Q1=$3597 Q2=9$3808 Q3=$4021 Q1=9$3297 (Q2=%3545 Q3 =$3801

- & i Minimum  Max

Mean Median Minimum  Max Numbér Mean Median

g.;n{:;.es Rate  Rate Rate Rate Enployegs ~ Rate  Rate Rate .
0. 1 0. s 0. $ 0. 5 Q.
: H A S R 2 a3, 3aesa sl sl $ 43,
2 0 s 0 o, s 0. 5 0O 3 ) V- 5 3430. 5 3437. § 2945. § 4400,
3 0 5 0. § 0. . 0. s 0. 4 ¥ .0 § 3832, 5§ 3832 § 3083. § 4712.
N 0 4 0. § o o, s 0. 5 N1 ) § 4282, 5 4296. 5 2361. 5 4435.
5 0 § 0 5 02 o s ol 6 3: Y ¢ 3236. 5 3187. § 3063. § 406l.
6 0 Ll 0. § o- M o, s 0. 1 10° § 2952. § 2945. § 2772. § 3636.
1 0 s o s 02 o ¢ o ] 8 § 3076. 5 3045. 5 2979. S 3880.
) o H - F o 5 o s o M 4 $ 2901 § 2875 § 2460.  § 3298
S : . i 0. § 0. S . .
At e : B g L P o n H g a603. ¢ 693, 5 usi. 5 426l
3 p P00 ¢ o s 05 o 12 " S 2603, § 3638. § 311l. 5 4740.
12 ° Py % o s o s o 13 0 § 0. 5 o § 0o 5 o
% o i o s 0. § o 5 o 14 0 ¢ o0 s 0. s o0 § 0
L e < o0 § 0 §5 0 § 0 15 5 € 3420. 5 3381. § 3354. 5 4275.
1 0 §F o s o s 0. 5 0. 16 ] s 0. S5 0§ 0. § o0
17 0 s o § 0 § 0. 5 0. 17 63 S 3686. 5 3700. § 3430. § 4747.
18 0 s o § 0 5§ 0. 5 0. 18 54 5 3922. 5 3943. § 3555. 5 4234,
19 3 T 4660. S 4656. 5 3694. 5 5539. 15 6 5 4286. 5 4248. S 3818. 5 5744.
20 ] < 9. s 0. § 0. § O 20 2 S 7027. 5 6583. § 4747. 5 5945.
b o $ 0. s 0. § 0. § o 21 0 § o0 § 0. § 0. § 0.
[ : : o s 0. 8 0. 5 o 22 13 S 3804. 5 3825. § 3430. § 4989.
- H PN o s o 5w 21 2 § 3243, § 3201. § 2772.  § 4l02.
= 9 D aos.  2amd. s 2923, 8 asel. 2 2 § 3395. § 3395. § 2979. § 4Blé.
£ 5 $U% W s e 25 25 S 3610. 5 3603. § 3187. § 4227.
HH : P o 0§ o s o s o 26 31 s 3049. 5 3021. § 2772. 5 3707.
1] ° P 0§ o s o s o 27 1 S 3451. 5 3451. § 2758. S 4199.
E : s ¢ ¢ o s o0 s o 28 1 5 2979. § 2945. § 2841. 5 3672.
= : P o0 :+ o s 0. s o0 29 1 5 3811. § 3880. 5 3513. 5 486d.
5 M 3 o ¢ o s o0 s o 30 50 s 3749. 5 3749. 5 1187. § 4504.
31 0 $ 0. s o § 0. § o0 3 ! St Bl oiia S A01es
3 o ¥ I 5 I %l o Bl mo 32 8 § 3125. § 3097. § 27172. 5 4D19.
5 o a2 Hod o B 33 3 $ 3409, 5 3409. 5 2772. 5 4227.
3% 0 $ o § 0. § o 5 . - 0 SN oo e fogm (SR o o
35 20 § 3222. S 3226. & 2663. § 31746. ps ° $ 0. s 0 § 0. 5 0.
- S e i ok [ s 36 32 $ 3659. § 3672. § 3742. 5 5058.
b T e < osedll ch:705™ femazn: . o1 S 3499. § 3513. 5 31537 5 4816.
38 2 $3638. 5 3681. § 3010. 5 4547. b N § 3430. 5 3430. 5 2841. 5 3Bd6.
s o o =g SHSOTo SRt 2 i 39 16 S 3665. 5 3679, § 3281. § 4747.
a0 B € 3668. § 3661. 5 J140. 5 4591. 40 1- § 3568. § 3603. S5 2979. S 4019.
a 7. §3555. S 3S55. 5 3426. 5 4634 41 0 § 0§ 0§ 0. s O
a2 5 § 3945. 5 3963. 5 3248. 5 4504. b N s wif: 5 wm0.3 (5 sl S| 0.
I 5 S SR 4 16 § 3700. 5 3721. S 1326, 5 4677.
“ 16 £ 6248, 5 4235, S 3421. 5 4721. joe 5 S 35230 5 4300 SRI0A%.  SEISEC
5 12 £ 3785.° § 3781. § 363C. 5 5595. H : 5 3550w [Sgiiafel mogaies.  Sptsosh
It 3 5 439i. 5 2400. 5 3616. S 4915. 2 ) $ 3686. .S 3742. 5 3118, § 4227,
[ 20 § 3516. 5 3512, 6 2988. 5 4ll4. 1 5 3374.  $ 3367. 5 3049. S 396d.
@ 26 § <119. 5 £127. § 353d. § 530L. s 9. s 05 5 __O: § 0. Nsl Jo:
© : R R R 0 ! 4663 S asT3 S e § sso3.
. 5 0. 0. . Ol N 2 0.

51 0 R FLI i 2 S0T. 5Tz s 29880 5 399,
0. s 0. § 0. 5 O e ) - 8§ 0.

531 235 5 4002. S 4002. 5 2502. § 5050. 2 3 § 404D. S 4060. S 4116. 5 5315
54 2 5°4279. 5 4274. 5 384l. § 493%. = - s 0. 5 0. 5 0. 5 o
Y Eavso.  chaveie [hireed 2 gesil 5 13 $ 3534. § 3534. 5 3395. 5 4573.
& 3671, 2 361r. 4 her. s aras 6 2 S 3693. 5 3672. S 3180, & 4767.
o . SRR REEE 5 62 . § 3471. S 3465. S 3153. 5 4331,
58 $677. S 366l § 0. S aan. - B : o T ke <L
) . S 0 s 0. i 0. * N B .

80 £473. S4TOL s 362§ 5080. o ] R L
& -G 5 &2 8 S 3222, s 3222, § 20ee. | i
62 § 3465. 5 3465. § 1010. 5 4071. 64 ) HERHEE- S TR
6¢ 5 3248, S 324B. 5 3313. & 4638, 65 H 118. S 3049. 5 2959. 5 a137.
65 4 0. 5 0. s 0. s o $ 0. s 0. $§ 3. s 0.
ave S 3838. 5 3808. S I318. § 4746. sve S 9616, 5 3845. 53215, s 4adn.




