
SALARY AND BENEFIT RESOLUTION NO. 3018 

Effective December 20, 1987 

9806h(1) - 11/23/87 



INDEX 

RESOLUTION NO. 3018 

Page No. 

!. ESTABLISHING POSITIONS, CLASSIFICATIONS, AND SALARY RANGES ...... l 

A. Classification o €  Positions ................................ 1 
B. Graded Salary Ranges ....................................... 1 

Schedule of Salary Ranges .................................. 2 

Nongraded Positions .............................. 3 
I .  Police and Fire Classifications ....................... 3 
2. Regional Marketing Positions .......................... 3 
3. Executive Positions and Department Directors .......... 3 
4. Legal. StaEt' ........................................... 3 

Positions ........................................ 3 

Salary Rates and Ranges .......................... 3 

11. ESTABLISHMENT AND ADMiNISTRATIOh OF POSITION EVALUATION SYSTEM .. ll 

C. Salary Rates, Ranges, and Allowances For Certain 

5. Domestic Student Intern o r  International Intern 

D. Amending Authorized Positions, Classifications, and 

111. FILLING VACANT POSITIONS AND TRANSFERRING POSITIONS AND/OR EMPLOYEES 4 

A. Selection Criteria ......................................... 4 
B. Authorized Positions ....................................... 5 
C. Setting Salaries ........................................... 5 

1. Hires ................................................. 5 
2. Transfers ............................................. 5 

IV. ESTABLISHMENT AN!l ADMINISTRATION OF SALARIES, ALLOWANCES 
AND ADJUSTMENTS ................................................. 5 

A. For Salaried Employees Whose Salary Ranges are 
Established in Exhibit A ......................... 5 

1. Probationary Salary Increases ......................... 5 
2.  Discretionary MeritISpecial Adjustment Fund 

Administration ................................... 6 
3 .  Upgrade Adjustments 7 

a. Initial Adjustment ............................... 7 
b .  Secondary Adjustment ............................. 7 

Positions W.ich Fall Outside Ranges .............. 7 

Rates or Ranges Are Established in Exhibit A ..... 8 

................................... 

4. Adminiscering Salary Increases o r  Allowances f o r  

5. Temporary Pay for Replacements ........................ 8 
8. General Adjustments Eor Salaried Employees jrhose Salary 

C. Special Job-related Add-on Allowance € o r  Employees in 
Certain Exempt Positions ......................... 8 

D. Foreign Language Premium ................................... 8 
E. Payment for  Relocation Costs ............................... 9 

V. DEFINITIONS OF EMPLOYMENT STATUS ................................ 9 

A. Employee ................................................... 
B. Regular Employee ........................................... 

1. Full-Time ............................................. 
2.  Part-Time ............................................. 
1. Limited Assignment .................................... 
2.  Short-term, Relief and On-Call ........................ 
3 .  Student Interns ....................................... 

a. Domestic Student Interns ......................... 
b .  International Intzrns ............................ 

D. Immigration and Naturalization Control Act ................. 

C. Temporary .................................................. 

9 
5 
9 
9 
9 
9 
9 
10 
10 
10 
10 

I 

9806h(2) - 11/23/87 



INDEX (Continued) 

I RESOLUTION NO . 3018 
Page No . 

VI . ADMINISTRATION OF PAY PRACTICES ................................. 10 

. 

A . Conversion of Salary Rates ................................. 10 
B . Authorized Work Schedules for Full-Time Employees .......... 11 
C . Extra Compensation ......................................... 11 

1 . Overtime .............................................. 11 
2 . Shift Differential .................................... 11 

VI1 . ADMINISTRATION OF BENEFIT PROCKAM ............................... 1 1  

A . Basic Benefits Provided for All Salaried Employees ......... 
1 . Social Security (FICA) Insurance ...................... 
2 . PERS Plan Onc Members in Temporary Positions .......... 
4 . Unemployment Compensation ............................. 
6 . Transportation and Parking ............................ 

3 . Industrial Insurance or  Other Duty Disability Eenefits 

5 . Military Leave ........................................ 
R . Benefits Provided Regular Employees ......................... 

1 . Retirement ............................................ 
2 . Compensated Leave (Note regarding Leave Without Pay) .. 

a . Civic h t y  Leave ................................. 
b . Sick Leave ....................................... 
c . Long Term Sick Leave Account ..................... 
d . Rereavemenc Leave ................................ 

3 . Holidays .............................................. 
a . Full-Time Employees .............................. 
b . Part-Time Employees .............................. 
c . Temporary Employees .............................. 

4 . Vacation With Pay ..................................... d . Employees on Approved Leaves ..................... 
a . Scheduling of Vacation Leave ..................... 
b. Limits on Accumulating Vacation Leave ............ 
c . Rates of Accrual ................................. 

5 . Pooled Leave .......................................... 
a . Vacation Conversions ............................. 
b . Sick Leave Conversions ........................... 

6 . Payment for Accrued Leave at Termination .............. 
a . Sick Leave ....................................... 
b . Vacation ......................................... 
c . Pooled Leave ..................................... 

7 . Insurance BeneEics .................................... 
a . Medical Insurance for Employees o r  Commissioners .. 
b . Medical 'nsurance for Dependents ................. 
c . Medical Insurance Premium Reimbursement for Port 

Commissioners ................................ 
d . Life Insurance .................................... 
e . Long-Term Disability Insurance ................... 
F . Dental Insurance ................................. 
g . Dental Insurance Premium Reimbursement for Port 

Commissioners ............................... 

1 1  
11 
11 
12 
12 
12 
12 
12 
12 
13 
13 
13 
14 
111 
14 
16 
16 
16 
16 
17 
1 7  
17 
17 
18 
18 
18 
18 
18 
18 
18 
19 
19 
13 

20 
20 
20 
20 

20 

VI11 . EFFECTIVE DATE .................................................. 21 

9806h(3) . 11/23/87 



RESOLUTION NO. 3018 

A RESOLUTION o €  the Port Commission oE the Port of Seattle est3bli;hing 
positions, classifications, salaries, and allowances for 
Port salaried positions; authorizing and establishing 
conditions in connection with the Eollowing benefits: 
bereavement, military, and sick leave; jury duty, vacation, 
pooled leave, holidays, foreign language premium, and 
overtime o r  shift dif Eerential pay; medical, dental, 
disability, and life insurance coverage; unemployment 
compensation and retirement; transportation and parking; 
and authorizing this resolution to be effective on 
December 20, 1987 and repealing all prior resolutions 
dealing with the same subject, including Resolution Nos. 
3002 and 3015. 

BE !'I RESOLVED by the Port Commission of the Port of Seattle as follows: 

I .  ESTABLISHING POSITIONS, CLASSIFICATIONS, AND SALARY RANGES 

There are hereby established the following classiEication schedules and salary 

ranges Eor salaried positions of the Port of Seattle, i.e., all positions not 

covered under the Wage Resolution o r  signed labor agreements: 

A. Classification of Positions: All salaried positions oE the Port of 

Seattle shall be classified according to cri 

Standards Act as either exempr-management or  

Schedule A ,  o r  nonexempt, Schedule B. Salar 

eria of the 

administ ra t  

ed position 

Eederal Fair Labor 

velprofessional, 

classifications with 

salary grades are established and set forth in Exhibit A, "Schedule of 

Authorized Positions" and are attached hersto and by this reference incorporated 

herein. 

B. Graded Salary Ranges: All salaried positions except nongraded 

positions within the Port police and fire departments, certain Schedule A 

executive positions, departmenc directors, out-of-region positions, legal stafE, 

and student inrern positions (all explained in following subsection) shall be 

classified according to grade number within such exempt or nonexempr categories 

according t o  their relative skill requiremencs, responsibilities, working 

conditions, and other factors as explained in Secrion I 1  and more fully 

specified in Exhibit B,  "The Salary Administration Manual," artached hereto and 

by this reterence incorporated herein. Such salaried positions as graded snd 

classiEied shall be paid in accordance with the follcwing graded salary ranges: 

- 1 -  
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Section I .  (Cont'd) 

C .  Salary Rates, Ranges, and Allowances for Certain Nongraded 

Positions: Salary rates, ranges, and a provision for a special allowance have 

been developed €or certain nongraded classifications: 

1. Police and Fire Classifications: Schedule A classifications in 
the Eire and police departments shall be paid salary rates which 
are influenced by the Port's internal salary relationships, 
pri;.ariiy those resulting From the position evaluation system. 

2 .  Marketing Positions: 

a. Certain Regional Marketing Positions Other than Japan: 
Salary ranges Eor these positions are influenced by 
economic data, market value, and internal relationships. 

b. Japan Regional Staff: No salary ranges are set l o r  Japan 
regional staff. See Exhibit A for payroll limitation. 

c. Special Overseas Allowance: The Executive Director is 
authorized to provide in addition to their salary as 
provided by this Resolution the Eollowing: direct payment 
or  supplement Eor housing; transportation to and from 
assignment of employee, family, and required personal 
effects; transportarinn and travel costs O F  employee and 
spouse for annual training and consultation; and other 
similar costs paid by United States businesses to personnel 
assigned to overseas posts. 

3 .  Executive Positions and Department Directors: Salary ranges f o r  
the Schedule A nongraded executive positions and dppartment 
directorfi shall be s e t  as  a percentage O E  the salary range 
developed For the Executive Director position. T'lese ranges 
shall continue to be developed according to Exhibit B as amended 
to allow that compensarion Eor these positions be handled 
independently of the posirion evaluation system which governs 
rate oE compensation For all graded positions. 

4. Lcgal StaEf: Salary ranges for the Schedule A 2  nongraded legal 
staff positions are influenced by prevailing salary rates for 
similar positions and the Porr's internal salary relationships. 

5. Domestic Student Intern or Iniernational Intern Positions: 
Salary rates and employment conditions for students or  EGreign 
trainees employed under spsial work study o r  foreign exchange 
programs shall be determined by the Director of Human Resources 
based primarily upon the prevailing rates of pay and other 
conditions establ'.shed by the program's sponsors. Such 
compensation may be disbursed directly for housing subsistence, 
etc., f o r  administrative convenience. 

D. Amending Authorized Positions, Classifications, and Salary Rates and 

Ranges: Exhibit A (Schedule of Authorized Positions), Exhibit B (Salary 

Manual), o r  salary rates and/or ranges may be amended by either ordinary motion 

approved by the Commission at any regular o r  special meeting o r  by the Executive 

Director when the changes are the result of provisions contained in chis 

Resolution. 

- 3 -  
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11. ESTABLISKMENT AND ADMINISTRATION OF POSITION EVALUATION SYSTEM 

I t  is the policy of the Commission to pay Port employees on the basis of 

generally prevailing salary rates within appropriate geographic markets; and to 

establish a system of position evaluation which recognizes in the position 

specifications the relative difficulty, level of responsibility, working 

conditions, amount and degree of supervision, and other Factors which exist 

among the various authorized salaried positions within the Port. Such system of 

position evaluation shall follow the principles which are more Fi~lly set forth 

in Exhibit B (Salary Manual). Said system of position evaluation shall be 

administered by the Director of Human Resources, under the supervision oE the 

Executive Director. Each position authorized in the Schedule o f  Authorized 

Positions (Exbibit A) has been evaluated and classified in accordance with such 

program of position evaluation, except those noted above in Section I.C., and 

each evaluated position has been assigned a grade number related to the salary 

schedules set forth in Section I.B. The Director of Human Resources shall, on a 

continuing basis, evaluate new positions and reevaLuate existing authorized 

positions, taking into account any change in work conditions, responsibilities, 

education or skill requirements, etc., which could change a particular position 

specification end result in placement in a different salary grade range. The 

Director of Ruman Resources is hereby directed to recommend, on a continuing 

basis, appropriate reclassifications to assure that the purposes and objectives 

of the position evaluation system, outlined in the Salary Yaniul, are 

maintained. The Executive Director shall have the finel approval nathority for 

all position evaluations and title changes for all positions except Executive 

Director. This authority shall include reevaluation of existing positions and 

establishment and evaluation of new positions if funding Eoc such new positions 

has been approved through the budgetary process. 

1 1 1 .  FILLING VACANT POSITIONS AND TRANSFERRING POSITIONS AND/OR EPIPLOYEES 

A.  Selection Criteria: Selections O E  appointees for new hires, 

transfers, or promotions, shall to the extent feasible conform to current 

position evaluation criteria developed in the position specifications for each 

authorized position; however, in the paramounL interest of developing a strong 

personnel base, the Director of Hurnan Resources shall assure that considerot ion 

be given t o  equivalent education, experience, special abilities, o r  job 

knowledge in lieu oE that provided in position speci€ications. 

‘38Obh - 11/23/87 
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Section 111. (Cont'd) 

El. Authorized Positions: The Executive Director is hereby authorized 

to recruit and f i l l  authorized positions (except that of Executive Director) up 

to the full-time-equivalent number of positions authorized in Exhibit A, and to 

set salaries within Lhe salary grade ranges as outlined below. Total Port 

salaried positions shall not exceed the total oE numbers authorized in Exhibit 

A ,  except the Executive Director is authorized to f i l l  up to 10% additional 

positions, provided that lunding is available in the Commission-approved 

budget. This authority does not include nongraded, exempt positions. Also, 

prior to termination o r  retirement of employees where overlap is clearly 

essential for effective continuity, the Executive Director may authorize filling 

an extra position to provide For a transition period. To promote organizational 

eEFiciency, the Executive Director may authorize transfers O F  positions and/or 

employees from one department to another. The Executive Director may carry out 

reorganization of functions, departments, and staff assignments. The Executive 

Director may authorize non-competitive plaqement in selected circumstances. 

C. Setting Salaries: Authorizations for setting salaries of hires and 

translers are provided as follows: 

1. Hires: Though salaries shall normally be set between the 
minimum and midpoint of the salary range for hires, under 
special conditions the Executive Director may authorize a salary 
above midpoint of the salary range for appointees possessing 
special qualifications o r  exceptional experience. 

2.  Transfers: 

a. Promotional Transfers: See Section IV.A.3. 

b. Nonpromotional Transfers: See Section 1V.A.4. 

c .  Regional TransEers: In the case of transfers to o r  from 
distant locations, the employee's salary level may be 
adjusted in accordance with differing cost-oE-living factors 
and othcr conditions. 

d. Temporary Interdepartmental Transfers: The Execut ive 
Director may authorize in te rdepa r tmenta 1 t rans f ers f o r  
selected Schedule A exempt positions for the purposes of 
cross training, development, broadening o t  potential 
managemerlr skills and the Eulfillment of organizarion 
goals. In such instances, the same title and salary range 
may be maintained during the transfer. 

IV. ESTABLISHMENT HND ADMINISTMTION OF SALARIFS, ALLOWANCES, AND ADJUSTPlEkTS 

The Commission hereby authorizes the following types of salary adjustments and 

allowances f o r  Port salaried employees: 

A. For Salaried Employees Whose Salary Ranges Are Established in 

Exhibit A: 

1. - Probationary Salary Increases: The probationdry period is 
herebyestabiishrd as the first six months of continuous 

- 5 -  
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Section 1V.A.l. (Cont'd) 

employment as a new hire or a rehire in an authorized, regular 
position. Employees who have shorn satisfactory work 
performance during their probationary period, documented by 
supervision through application of the Employee Performance 
Evaluation System, may receive an increase ranging from 4% to 7% 
of their salary, provided they were hired at the minimum of the 
salary range Eor their classification. When a promotional 
increase of 7% or more is granted during the probationary 
period, the probationary increase shall not be granted. 
However, a secondary adjustment may be considered within the 
guidelines established in Section A.3.b. 

2.  Disc ret ionary Merit /Spec ia 1 Ad jus tmen t Fund Adminis t rat ion : 
A merit/special adjustment fund shall be established in an 
amount determined by the budget process. This Fund shall be 
calculated using the mmthly salaried midpoints Eor eligible 
employees which are in effect the beginning of the month in 
which merit worksheets are distributed to dzpartment directors. 
The merit/special adjustment fund shall he administered 
according to a plan approved by the Executive Director and 
implemented by the Lirector of Human Resources, subject to the 
following provisions: 

a. All regular employees, kithout regard to classification, 
shall be eligible €or merit award consideration within policy 
guidelines. Employees shall be eligible for regular merits 
which would be added to their base salary and/or lump sum 
merits which are provided on an annualized basis in one 
amount. The amount and type of merit award for an individual 
employee shall take into account the instances of extra 
performance and the relative ranking o t  performance O E  
employees within the departments and placement within the 
salary range. Employees at salary range maximum shall be 
eligible for lump sum awards only. 

b. Merit recommendations shall be submitted by department 
directdrs to the Director ot' Human Resources for review. A 
merit review shall consist of departmental salary plans which 
identify the amount and scheduled date for each requested 
merit increase. The annual salary plans must be approved by 
the Executive Director before any individual discretionary 
merit award shall be granted. Revisions to annual salary 
plans as requested by department directors may be authorized 
by the Director of Human Resources if such revisions are 
consistent with approved procedures. 

c .  Petrentage placement within a salary range is not 
guaranteed. Salary range adjustments may affect the actual 
placement of a salary within the range and a previous higher 
placement may be re-earned. There shall be no requirement to 
spend the entire merit fund. 

d. Schedule A nongraded employees in the Aviation Operations 
Fire and Police Departments shall be included in the merit 
plan prepared and administered by the Director of Human 
Resources. Merit awards for these employees shall be limited 
to lump sum awards. 

e. Merit awards may also be recommende 
for temporary employees, other than 
limited assignment, when a high qua 
is demonstrated by the employee. 

f. A current Work Performance Review d 

, scheduled, and approved 
those employed on a 
ity of work performance 

cument ing meritorious ~- 
performance is required before a merit may be implemented. 

g.  Merits for the Executive Director shall be approved by the 
President of the Port Commission after consulting with other 
Commission members. 

- h -  
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Section 1V.A.2 (Cont'd) 

h. The Executive Director may provide special salary 
adjustments for reasons such as the following: Tr, alleviate 
salary compression between a supervisor and subordinate; to 
provide special rerards to recognize employees who make a 
significant non-job-related contribution to the Port, 
normally a situation in which the Port recognizes 
significant savings; and to provide a reward to certain 
temporary employees who are ineligible € o r  merits For 
outs tanding work performance. This spec ia 1 ad jus tmen t 
provision provides the Executive Director flexibility to 
ensure appropriate compensation in circumstances which are 
not otherwise addressed in Port salary administrat ion 
policies and procedures, including but not limited to those 
instances outlined herein. 

3 .  Upgrade Adjustments: 

a. Initial Adjustment: Employees may be granted an increase 
normally ranging from 4% to 10%. Increases may be greater 
than LO% i €  the new salary does not exceed midpoint of the 
ne* salary range. Upgrade increases may be as a result of 
reclassifications o r  reevaluations. Salary adjustments. if 
any, should take into account appropriate salary and 
perEormance comparisons and the extent to which the 
incumbent qualifies to perform the higher level of duties. 
Any recommended increase exceeding the amount specified 
above requires the approval of the Director, Administrative 
Services. 

b. Secondary Adjustment: For regular Port employees who are 
promoted LO the minimum of a higher salary range, secondary 
adjustments may be made under the tollowing conditions: 

At the completion OF six months in a new classification, a 
department director may elect to provide an adjustment of 
from 4% to 10% of an employee's salary €or  employees who 
received an upgrade Lo the minimum of a salary range and 
whose salary has remained at range minimum. Such secondary 
salary adjustment shall not be automatic and shall be made 
only at the discretion OF the department director, based 
upon the employee's work performance in the new classifi- 
cation as documented by the supervisor through a Work 
Performance Review. Such adjustments, i E  granted, must be 
implemented within two weeks of the completion O E  six months 
iri the new classilication. 

4. Administering Salary Increases o r  Allowances For Positions Which 
Fall Outside RanRes: Employees in positions whose salaries fall 
below an adjusted salary grade range Cor their classification 
shall automatically receive the amount of increase necessary to 
reach the minimum rate of pay for the adjusted salary range. 
Employees whose salaries are above the range for their 
classification following a range adjustment or  transfer may 
continue to receive their present rate of pay if i t  is 
determined under guidelines administered by the Director oE 
Human Resources that such action is appropriate. An employee 
whose salary is permitted to remain above an adjusted range 
maximim shall not be eligible for any base salary increase 
unless a further adjustment increases the range maximum 
sufficiently to allow For an increase. However, employes at or  
above salary range maximum may be eligible For lump sum awards 
which do not increase base salary, in accordance with Section 
IV.A.2. and Section 1 V . B .  of this resolution. Employees zrt o r  
above salary range maximum may also be eligible For the special 
job-related add-m allorance provided in Section 1V.C. In any 
event, all increases shall conform to the provisions and limita- 
tions in salary administration policy described in this section. 

4906h - 11/23/87 



Section 1V.A. (Cont'd) 

5. Temporary Pay f o r  Xeplacements: When an employee is temporarily 
assigned for a period OF 30 calendar days o r  more to replace 
another employee in a higher classification, such employee may 
receive a temporary reclassilication adjustment to the minimum 
o f  the higher grade if Fulfilling all duties of the employee 
being replaced. Such a temporary adjustment may be processed 
after the 30 calendar day period and would be retroactive t o  the 
first day in the temporary assignment. 

B. General Adjustments For Salaried Employees Whose Salary Rates or  

Ranges Are Established in Exhibit A: 

1. The Director of Human Resources shall collect and analyze 
comprehensive salary survey data. I f  survey findings indicate 
that Port salary ranges or  rates are not in proper alignment as 
established in this Resolution, the Executive Director may 
recommend appropriate adjustments to salary rates and/or ranges 
where realignment is needed. Any such survey adjustments 
approved by the Port Commission shall be effective in December 
1988. 

2. Regional Marketing positions shall also be eligible to receive a 
general adjustment to rates and/or ranges based on market value, 
economic data and internal relationships. The Executive 
Director shall be authorized to adjust salary rates and/or 
ranges up to a maximum oE 10%. 

3. Salary rates f o r  Schedule A nongraded fire and police 
rlnssifications are influenced by factors stated in Section 
I.C.l. The Executive Director shall be authorized to adjust 
salary rates €or these positioiis up to a maximum O F  5% without 
further Commission action. 

C. Special Job-related Add-on Allowance For Employees in Certain Exempt 

Positions: The Executive Director is hereby authorized to allot an add-on 

allowance oE up to 3% of the gross annual salary of an individual in an A1 or A2 

exempt position as additional compensation For job-related expense not otherwise 

reimbursable or authorized in Port policy o r  resolution. This allowance € o r  

expenses necessary to Facilitate Port business would be applied o r  removed, 

depending upon job assignments. The amount would be considered as part of 

overall compensation for required contributions, but would be recorded 

separately and would not be administered as a base for general increases, 

merits, survey or any other salary adjustments. 

f o r  life and longterm disabiliEy insurance bene€ 

allowances shall be administered by the Director 

I t  will also not be considered 

ts application. These 

Administrative Services 

pursuant to the policy bulletin issued by the Executive Direcror or as it may be 

amended From time to time. 

D. Foreign Language Premium: - The Director of Human Resources shall be 

responsible f o r  procedures providing a Foreign language premium. This premium 

shall be Funded by 0.045 percent of Lhe annual salary payroll effective 

- a -  
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Section 1 V . D .  (Cont'd) 

December 20, 1987. Payment may be made to eligible employees who are fluent in 

foreign language(s) and dialect(s) spoken by those with whom the Port does 

business. Such payment may be made in those cases where employees are likely to 

assist the Port and where the position description does not require language 

prof ic iency . 
E. - Payment Eor Relocation Costs: The Director of Human Resources shall 

be responsible for procedures which allow payment for relocation costs for 

Schedule A employees in regional positions who are assigned to a new location, 

and nek Schedule A employees who are required to relocate to accept Port 

employment. 

V .  DEFINITIONS OF EMPLOYMENT STATUS 

A .  An Employee is anyone who performs personal services for the Port as 

a common law employee. This definition excludes independent contractors, such 

as persons rendering proEessional services on a lee, retainer, or contract 

basis. All proposed professional services agreements must be approved in 

advance by the Executive Director or his designee. 

B. A Regular Employee is a full-time (B.1.) or part-time (B.2.)  

employee hired for an indefinite duration and assigned to a position that 

norinally requires Five or more consecutive calendar months of service a year. 

Until a new hire successfully completes the six-month probationary period, the 

employee is consider?? to be a "probationary regular employee." 

1. A Regular Full-time Employee is one who is regularly scheduled 
as described above for 37.5 o r  40 hours of work per week. 

2.  A Regular Part-time Employee is one who is regularly scheduled 
to work at leafit 90 hours per calendar month (21 hours per 
week), but less than full-time as explained in Section V1.b. 

C .  Temporary Status Applies to Employees as follows: 

1. Limited Temporary: Applies to those hired with the explicit, 
documented expectation of working between 90 hours a month and 
full time for no more than six consecutive calendar months. 

2. Short-term, Relief, and On-call Temporary: Applies to those 
hired to work less than 90 hours a month (less than 70 hours a 
month for certain Public Employees Retirement System (PERS) Plan 
One rclembers) for an indefinite duration; o r ,  those hired to work 
more than 9b hours a month kithin four o r  less consecutive 
calendar months a year. To retain temporary status for an 
indeEinite duration, temporary work schedules which meeL o r  
exceed 90 hours a month Mithin a pericld of four consecutive 
calendar months must be reduced to less than 90 hours (less than 
70 hours a month for certain Plan One members) in the fifth and 
- all other months of employment within a 24-month period. 

JbObh - 11/23/87 
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Section V.C. (Cont'd) 

3 .  Student Interns: 

a. Domestic Student Iiiterns are limited to 

(1) Six consecutivc calendar months of Full-time employment, 
as in C . l . ;  o r  

(2) Four consecutive calendar months of Full-time 
employment, and subsequent part-time employment if 
scheduled to work less than 90 hours a month, as in C . 2 .  

b. International Interns are limited to the same hire 
restrictions as for domestic student interns, provided, 
however, iF such international intern is demonstrated to be 
a nonresident, and non-citizen of the U . S . ,  and is not 
covered by Social Security, such international interns may 
be allowed to work Full-time f o r  up to 12 months. 

4. PERS Plan One Members hired in "temporary" positions of less 
than 70 hours a month may work in "temporary" status 
indefinitely; however, PERS contributions are payable and 
service credits are received For all months in which 
compensation fo r  70 o r  more hours is received 
(Section VII.A.2.). 

5. Exceeding Time Limits: If i t  appears that time limits stated 
above may be exceeded, the employee's work schedule must be 
reduced to less than 90 hours a month (less than 70 hours a 
month € o r  certain Plan One members); o r ,  the employee must be 
terminated prior to exceeding the applicable limit. 

Either of the following proposals milst be submitted for review and 
approval t o  the Director of Human Resources well in advance o t  
exceeding stated time limits: 

To convert an empioyee from temporary status to regular status; 
or 

To increase a temporary PERS Plan One member's work schedule 
from less than 70 to more than 70 hours 2 month. 

D. The lmigration and Naturalization Control Act requires that no 

employee whatsoever be hired to work i n  the United States without the Port 

verilying prooF of that employee's right to work in the United States. 

VI. ADMINISTRATION OF PAY PRACTICES 

A.  Conversion o f  Salary Rates: For all salaried imployees, monthly 

salaries are converted to annual salaries. The straight-time hourly rate of pay 

is computed by dividing the annual rate by the normal number O F  full-time hours 

per year 

pos t ions 

ot pay wh 

1950 hours For mosc posit ons and 2080 ho.Jrs For certain Schedule A 

required to work 40 hours per week) and the straight-time hourly raLe 

ch results f r m  this computstion is multiplied by the normal number oE 

hours worked in a tro-week period (75 or 80) to determine the biweekly salary, 

which is payable in 26 pay periods during the year. 
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Section VI. (Cont'd) 

8. Authorized Work Schedules for Full-time Employees: Normal full-time 

work schedules are made up of either Five 7-1/2-hour shirts o r  five G-hour 

shifts per week. The Director of Human Resources, with concurrence of the 

Executive Director, is authorized to approve four 10-hour shiFts o r  other 

alternative shift arrangements when deemed in the best interests of operating 

eEf iciency. 

C. Extra - Compensation: The Following terminology shall be used in this 

section and Section VII.B.3, Holidays: "an employee's Saturday" shall indicate 

the sixth day and "an employee's Sunday" shall indicate the seventh day in a 

full-time work week, regardless of the actual first and last day of a Five 

consecutive-day work week. This definition applies to overtime determinations 

only 

l2:O 

VII. 

and in no way alters the defined Port payroll week which begins at 

a.m. Sunday and ends at midnight Saturday. 

1. Overtime: Employees in nonexempt classiFications shall receive 
overtime compensation at the race o t  one and one-half the 
straight-time hourly rate of pay For work performed over and 
above a Eull-time regularly scheduled workshift (see C. above) 
and/or work week (normally 37.5 o r  b0 hours), as the case may 
be. When required to work, overtime shall be paid for all work 
performed on "an employee's Saturday," "an employee's Sunday," 
and on a holiday to the extent provided in Section VII.B.3.- 
Holidays. In no case shall overtime compensarion be duplicated 
o r  pyramided. 

2. Shift Differential: All nonexempt employees shall receive a 
shift differential O F  7.5% over their regular salary when 
required to work Swing Shift and 10% over their regular salary 
when required to work Graveyard Shift. Swing Shift shall be a 
full-time work shift which ends between 10:30 p.m. and 2:OO a.m.; 
Graveyard Shift shall be a Full-time work shift which ends later 
than 2:OO a.m. 

ADMINISTRATION OF BENEFIT PROGRAM 

A. Basic BeneFits Provided f o r  All Salaried Employees (except as 

noted) beginning on date of employment: 

1. Social Security (FICA) Insurance: All Port employees are 
covered by law under the Federal Insurance Contribution Act 
(FICA). During 1988, employee and employer contributions are 
scheduled to be 7.51% on earnings up to a maximum of $45,000. 

2. Public Employees Retirement System (PERS) Plan One Members Who 
Work More Then 70 Hours A Calendar Month! When employees who 
established membership in PERS prior to-September 30, 1377, are 
hired in temporary positions scheduled for  less than 90 a.id more 
than 70 hours calendar month. retirement contributions will be 
paid by the Pcrrr and by the employee. This will result in the 
employee earning PERS service credits for each month compensated 
For 70 or more hours. 

380bh . .1/23/87 
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Section VI1.A. (Cont'd) 

3 .  Industrial Insurance or Other Duty Disability Benefits: All Port 
employees except LEOFF, Plan One Firefighters are covered by the 
Port under its selF-insured industrial insurance plan, which 
provides the same coverage as the State Workers' Compensation 
Act. Certain other supplemental coverage for duty disability 
conditions only may be provided to protect the Port from 
contingent liability (i.e., Longshore and Harbor Workers' Act); 
to meet requirements of law; and/or to maintain competitive 
protection Levels for certain employees o r  classiEication of 
employees. For example, UEC: of accrued sick leave as a 
supplemenl to Workers' Compensation is provided as established in 
Port Policy HR- 5,  Leaves. 

4. Unemployment Compensation: All Port employees residing in 
Washington State are covered for unemployment compensation 
benefits under the Washington State Employment Security Act. 
Unemployment compensation coverage shall be provided for 
employees residing in other states to the extent that coverage is 
available and that Port employees are eligible. 

5 .  Military Leave: With appropriate military orders, employees 
called for active training duty in military reserve units shall 
be allowed up to fiFteen working days per calendar year of 
military leave as provided in and limited by R.C.W. 33.W.060.  

Compensation during the period of such a leave shall not exceed 
that which would be required to cover the number of hours 
regularly scheduled. Time off for weekend drills does not 
normally constitute military leave; however, time off without pay 
may be allowed when necessary at department director discretion. 

6 .  Transportation and Parking: For purpose of commuting to and From 
work, and in the interest O F  fuel conservation, employees may 
select one of the following: payment for 5Oz of the cost of a 
monthly METRO bus pass, not to exceed $15; van/car pools f o r  
employees commuting from outlying areas with a fee o t  SO% of the 
cost of a monthly METRO bus pass charge to the employee passenger 
commuting within King County and 75Z charged Lo the employee 
passenger commuting outside of King County; o r  parking at no 
cost. Employees in regional ofEices may receive 50% 
reimbursement for their local public transportation. Employees 
may be requested to drive their own vehicles For Port business 
and will be reimbursed pursuant to applicable Port Resolutions. 
The Transportation Subsidy and Parking Policy is under the 
administrative authority of the Director of Human Resources. The 
Port retains its option to terminate this program at any time. 

R. Benefits Provided Regular Employees: - 

1. Retirement: Employees may become members O F  the Washington 
Public Emplayees' Retirement System (PERS) from date of 
employment if they are hired in an eligible positior and are 
eligible for membership as defined in RCW 41.40. Fire fighter 
management personnel. i E  eligible under RCW 41.26, tecome members 
of the Washington Law Enforccment O E f  icers' and Fire Fighters' 
Retirement System (LEOFF). In either system, employees who 
became members prior to October I, 1977 may be covered by "Plan 
One" and employees who became members on o r  after October 1, 1977 
may be covered by "Plar, Two". ReEer to appropriate retirement 
membership handbooks €or differences between Plan One acd Plan 
Two. 

Effective September 2, 1984, State retirement contributions are 
excluded from an employee's gross pay f o r  Federal Income Tax 
purposes only. 

- I ?  - 
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Section VII.B.l. (Cont'd) 

Effective April 22 ,  1985, regular employees hired in otherwise 
eligible positions under RCW 41.40, who are excluded from 
membership in PERS because of noncitizen, nonresident status, may 
be provided from date of employment with an individual pension or 
annuity arrangement which will provide benefits similar to those 
provided under PERS, Plan Two. The Director of Administrative 
Services is authorized to execute any and all documents and to 
take any and all action necessary to implement such an 
arrangement. 

Effective January 1, 1987: Employees who are normally scheduled 
to receive PERS credits who are not paid the minimum hours in a 
month (70 in Plan One and 90 in Plan Two) shall receive 
retroactive reimbursements for retirement contributions deducted 
in any such month and shall therefore not receive PERS service 
credit for that month. 

2 .  Compensated Leave: (See Port Policy HR-5, Leaves, for provisions 
covering leave without pay; any employee seeking or requiring an 
unpaid leave of more than 30 calendar days must check 
prospectively with the group insurance office regarding 
continuance of insurance coverages, etc.) 

a. Civic Duty Leave: 

(1) Jury Dutp: A regular employee who serves on jury duty 
shall receive full regular compensation less any 
compensation (excluding mileage and meals paid by the 
court) received for such service during the period of 
leave. 

(2) Subpoenaed Witness Leave: When a regular employee is 
subpoenaed as a witness under circumstances which are 
determined by the Director of Human Resources to 
constitute Port duty, the same pay conditions listed for 
jury duty shall apply. 

b. Sick Leave: Regular salaried employees shall receive sick 
leave accruals as follows: 

1) Salaried Employees Other than Firefighters Covered by 
LEOFF, Plan One: Regular salaried employees shall 
accrue sick leave at the rate of 0.0462 hour per 
straight-time hour paid. These accruals shall commence 
from the date of employment and shall not exceed the 
equivalent of 12 work days per year. Sick leave accruals 
may be used following 30 days of continuous employment. 

Accumulation of sick leave shall be limited to the 
amount that each eligible employee can earn in a 5-year 
period under the provisions stated above; i.e., 60 days 
for most employees, except employees in positions 
approved for a four-day work week would be limited to an 
accumulation equivalent to 48 10-hour shifts. When 
maximum accumulation limit is reached, additional 
accruals will cause the oldest sick leave accruals to be 
converted at 50% value to the pooled leave account. 
(See Section VII.B.5 for further details.) 

(2) Firefighters Covered by LEOFF, Plan One: Port 
firefighters covered by LEOFF, Plan One, rhall, as of 
January 1, 1978, be excluded from adding to sick leave 
accruals earned between January, 1970 and December, 
1977. Unused sick leave accruals remaining on the 
records of such employees may be used at the employee's 
option in case of short-term illness. 

- 13 - 
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Section VII.B.2. (Cont'd) 

At the discretion of the Fire Chief, firefighters 
covered by LEOFF, Plan One, may be granted up t o  six 
full-time shifts per year of sick leave. Unused 
portions of this discretionary sick leave shall not be 
accrued or compensated for at termination. However, if 
a claim for such sick leave is later approved by the 
King County Disability Retirement Board as being payable 
through LEOFF, Plan One, the Fire Chief may credit the 
discretionary sick leave account of an employee. 
case shall sick leave payments be duplicated. 

In no 

Sick leave will be used only in instances of employee or 
dependent illness o r  injury. Departmental management may at 
any time require a physician's statement to justify use of 
sick leave. A physician's release shall be required prior to 
the return to work by an employee who has suffered an absence 
of longer than two weeks due to illness, surgery, or an 
accident or who has experienced hospitalization of any length. 

c. Long-Term Sick Leave Account: Employees, other than LEOFF 
Plan I firefighters, who had sick leave accounts greater than 
60 days prior to June 24, 1984, may be eligible to use sick 
leave in their long-term sick leave account. 
from that account may be made only in the event of a long- 
term illness which exhausts that employee's sick leave 
account, or in the event a dependent o r  very close family 
member suffers a serious illness whi-h requires the employee 
to be absent four or more days. 
Leaves, for details. Long-term sick leave is not payable at 
termination. 

Withdrawals 

See Port Policy HR-5, 

d. Bereavement Leave: At the discretion of the department 
director and under the supervision of the Director of Human 
Resources, from one to five working days per bereavement 
which shall not result in compensation for more than the 
number of hours in any normal work week may be granted to 
employees who have been emplqcd for thirty or more days of 
uninterrupted service and who have suffered the loss by death 
of a member of their immediate family. Immediate family 
shall be defined as wife, husband, daughter, son, mother, 
father, sister, brother, mother-in-law, father-in-law, 
brother-in-law, sister-in-law, son-in-law, daughter-in-law, 
grandchildren and grandparents. In special circumstances, 
the Director of Human Resources may include others in this 
definition. Individual circumstances such as the distance to 
the funeral and the extent of employee involvement with the 
arrangements for the deceased shall be considered in 
determining the number of days to be granted an employee. 

3 .  Holidays: (This section other than the two employee-designated 
holidays shown below, is effective from January 1, 1988 through 
December 31, 1988.) These twelve holidays shall be observed 
according to the conditinns outlined herein. When nonexempt 
employees are required to work on a holiday, overtime pay shall 
apply within the limits and conditions of this section and those 
listed in Section VI.C.l., Overtime. 

9806h - 11/23/87 
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Section VII.B.3. (Cont'd) 

1 

4 

. 

Normal Date of Observance for 
Monday Through Friday Schedule 

January 1 
Third Monday in February (15) 
Last Monday in May (30) 
July 1 

July 4 
First Monday in September (5) 
Fourth Thursday in November (24) 
Fourth Friday in November (25) 
December 23 

December 26 
*Employee selects date 

*Employee selects date 

U.S. Staff Holidays 

New Year's Day 
Washington's Birthday Observed 
Memorial Day 
Port-designated floater (in 

lieu of Lincoln's 
Birthday) 

Independence Day 
Labor Day 
Thanksgiving Day 
Day after Thanksgiving Day 
Port-designated floater (in 

Christmas Day Holiday 
*Personal Holiday--may be taken 
from 12/27/87 through 12/17/88. 
Employee-designated floater 
(in lieu of King's Birthday) 
May be taken from 1/15/88 

lieu of Veteran's Day) 

through 12/17/88. 

*Eligibility for these holidays is not established until the 
probationary period is completed (Section IV.A.l.). 

Date of Observance 

January 1 
January 2 
January 3 
January 15 
February 11 
March 31 
April 29 
May 3 
May 5 
September 15 
September 23 
October 10 
November 3 
November 23 
December 29 
December 30 
December 31 

Japan Staff Holidafi 

New Year's Celebration 
New Year's Celebration 
New Year's Celebration 
Adult's Day 
National Foundation Day 
Vernal Equinox 
Emperor's Birthday 
Constitution Day 
Children's Day 
Respect for the Aged Day 
Autumnal Equinox 
Health Sports Day 
Culture Day 
Labor Thanksgiving Day 
New Year's Celebration 
New Year's Celebration 
New Year's Celebration 

*In recognition of cultural differences and international 
business practices, Japan regional staff shall observe these 
holidays. 

At least one week advance notice and department director 
approval are required for the personal holiday and King> 
Birthday Holiday. Each eligible employee shall take these two 
holidays subject to appropriate scheduling with their department 
director. On November 1, 1988, each department director shall 
set up a schedule for eligible employees who have not yet 
scheduled these holidays. An employee shall receive no extra 
pay for not taking these holidays, unless directed by the 
department director to work on the day scheduled and no other 
day off can be scheduled before the end of the payroll calendar 
year. A terminating employee shall receive no pay for a 
personal holiday or King's Birthday Holiday not taken prior to 
the last day worked. 

- 15 - 
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Section VII.B.3 (Cont'd) 

a. Holidays for full-time employees shall be handled as follows: 

-I 

(1) Employees on a Monday Through Friday Work Schedule: 
When a holiday falls on a Sunday, the following Monday -~ 
will be considered the holiday. 
on Saturday, the preceding Friday will be considered 
the holiday. 

When a holida; falls- 

(2) Employees Working on Other Than a Monday Through Friday 
Work Schedule: - When a holiday falls on a regularly 
scheduled work day, that day will be considered the 
holiday. When a holiday falls on a regularly scheduled 
day off, the last preceding or the next following 
workday shall be treated as the holiday. 

If the holiday (or the alternate day where applicable) 
cannot be scheduled as a day off for an otherwise eligible 
employee, overtime compensation shall be paid for the number 
of hours required to work on such a day in addition to 
holiday pay at the straight-time rate--not to exceed the 
normally scheduled paid holiday hours up to a full-time day. 

In unusual cases, when scheduling of a day off in lieu of a 
holiday cannot be arranged for an individual employee 
according to the conditions as stated above, an alternate 
day off within the immediate pay period may be approved. 
Days off in lieu of holidays shall not be carried over into 
other pay periods. 

b. Part-Time Employees: 

(1) Regular part-time employees may receive compensation 
for the holidays (as specified in a. above) on a pro 
rata basis of a full-time schedule; i.e., a 22.5-hour 
employee may receive pay for 60% of the holiday hours 
provided, or 4.5 hours per holiday. When the number of 
hours worked varies each week, an average based on the 
most recent four-week period or a proportionate number 
of hours based on a predetermined schedule is used to 
determine the holiday pay. 

Temporary part-time or on-call employees shall, if 
required to work on a holiday, be paid at the overtime 
rate of pay only. 

(2 )  

c. Temporary Employees: Unless clearly scheduled for full-time 
work for at least 30 days before and a day or more after a 
holiday, temporary employees are not eligible for pay on 
holidays not worked. 

d. Employees on Approved Leaves: Employees on unpaid leave of 
absence or on disability leave which constitutes inactive 
status such as but not limited to LEOFF Plan One disability 
leave, long-term disability leave, and. duty-disability leave 
(workers' compensation), are not eligible for holiday pay. 
However, to the extent that sick leave supplements are being 
paid during the holiday week and for a day or more 
immediately preceding or following the holiday, pro rata 
holiday pay does apply. 

Regular employees authorized to return to work from an 
approved leave without pay on the next scheduled work shift 
after a holiday(6) shall receive pay for the holiday(s) 
within limits stated in this Resolution. 

Regular employees who begin an authorized leave without pay 
on the next scheduled work shift after a holiday(s) shall 
receive pay for the holiday(s) within limits stated in this 
Resolution. 

.- 16 - 
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4. Vacation With Pay: 

a. Scheduling of Vacation Leave: At any time after the 
successful completion of the six-month probationary period, 
regular employees may request and use vacation leave of up 
to the number of days accrued (explained in detail below) at 
the time of the desired vacation date subject to the 
approval of the department director. 

Normally, requests for approval of vacation schedules shall 
be made to the department director on a vacation request 
form one week or more in advance; more notice may be 
required by a department director whenever necessary. 
Payment for vacation leave may be made only to the extent of 
unused vacation accruals at the time of the leave. 

In order to promote the health and efficiency of employees, 
scheduling of vacations of more than one week (five 
consecutive days) shall be encouraged. 

b. Limits on Accumulating Vacation Leave: Vacation leave 
accumulation limit shall be limited to a 24-month accrual at 
any time. See Section VII.B.5 Pooled Leave for possible 
conversion of vacation into a pooled leave account. 
Departmental management shall be responsible for encouraging 
and allowing proper scheduling for employees taking annual 
leave in order to avoid any forfeiture of vacation leave. 
It is not the intent that employees be allowed to forfeit 
vacation. 

c. Rates of Accrual: Regular salaried employees shall receive 
vacation accruals based upon a pro rata share of a full-time 
work schedule. Vacation leave is earned as follows: 

(1) Two Weeks Vacation: Based on the first day of 
employment from the first full month to and including 
the thirty-sixth full month of continuous employment, 
regular employees shall accrue vacation at the rate of 
.0385 hours per straight-time hour paid (.0385 x 1950 
annual hours = 75 vacation hours; .0385 x 2080 annual 
hours = 80 vacation hours). 

(2) Three Weeks Vacation: From the thirty-seventh full 
month to and including the eighty-fourth full month of 
continuous employment, regular employees shall accrue 
vacation at the rate of .OS77 hours per straight-time 
hoar paid (.OS77 x 1950 annual hours = 112.5 vacation 
hours; .OS77 x 2080 annual hours = 120 vacations hours). 

(3) Three and One-Half Weeks Vacation: From the 
eighty-fifth full month to and including the 
one-hundred thirty-second full month of continuous 
employment, regular employees shill accrue vacation at 
the rate of .0673 hours per straight-time hour paid 
(.0673 x 1950 annual hours = 131-114 vacation hours; 
.(I673 x 2080 annual hours = 140 vacation hours). 

(4) Four Weeks Vacation: After completion of eleven years 
of continuous employment starting with the one hundred 
thirty-third month, regular employees shall accrue 
vacation at the rate of .0770 hours straight-time hour 
paid (.0770 x 1950 annual hours = 150 vacation hours; 
.0770 x 2080 annual hours = 160 vacation hours). 
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Section VI1.B. (Cont'd) 

5. Pooled Leave: Regular salaried employees may build up a poo 
leave account to use as service time during later employment 
years for such reasons as a sabbatical, educational leave, c 

ed 

vic 
duty leave other than that covered in Section VII.B.2.a., or at 
retirement or termination. See Port Policy, HR-5, Leaves, for 
detailed pooled leave procedures. 

a. Vacation Conversions: If the maximum accumulation limit is 
reached, additional accruals will automatically convert the 
oldest accruals at full value either to the pooled leave 
account or a temporary holding account, depending on whether 
the equivalent of 10 vacation days have been used during the 
payroll year. 
payroll year, all vacation hours in the holding account will 
be forfeited. 

If 10 vacation days are not used during the 

b. Sick Leave Conversions: When the 60-day accumulation limit 
is reached, additional accruals will be converted at 50% 
value to the pooled leave account. 

6. Payment for Accrued Leave at Termination: 

a. Sick Leave: Upon termination or retirement following five 
complete years of active employment in a continuous period 
of employment, qualified employees shall be compensated, as 
described below, for 50% of their unused sick leave at the 
rate of pay at termination. 

b. Vacation: Upon termination, regular employees shall receive 
compensation at 100% value in lieu of unused accrued 
vacation leave as described below. No vacation time may be 
taken after the last day worked. A probationary employee 
who terminates active employment before completing the 
probationary period shall receive no vacation pay. LEOFF I 
firefighters taking disability retirement may be allowed to 
receive a lump sum payment for unused vacation leave if 
unable to exhaust such paid leave prior to termination. In 
the event that State law changes in regard to lump sum 
vacation payments for State retirement members, the Port. 
Auditor is authorized to make such vacation payoffs in a 
manner consistent with current State law(s). 

c .  Pooled Leave: Upon termination regular employees shall 
receive compensation at 100% value in lieu of unused accrued 
pooled leave, as described below. 

Method of payment for a., b., and c. above is as follows: 

PERS Plan One members hired before June 24, 1984, have an 
option of transferring payable portions of sick leave 
and/or vacation leave to pooled leave for use as 
service time; or receiving a lump sum payment for 
payable portions of sick leave and vacation and using 
pooled leave as service time. 

PERS Plan One members hired on or after June 24, 1984, will 
have payable portions of sick leave and vacation 
transferred to the pooled leave account for use as 
service time. 

PERS Plan Two and LEOFF members will receive payable 
portions of sick leave and vacation in a lump sum and 
will use pooled ieave as service time. 
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7. 

A terminating employee should prospectively contact the 
Retirement and Insurance Section in the Human Resources 
Department for details. Due to the effects of pooled leave on 
service time, retiring employees should notify the Port's 
retirement administrator as soon as possible in order to obtain 
the appropriate retirement counseliig. 

In the case of a regular employee's death, a lump sum payment 
for payable amounts of unused accrued leaves a., b., and c. 
above shall be paid to the employee's heir or estate, as 
appropriate. 

Insurance Benefits: Coverages listed in Sections a. through d. 
below apply to regular employees as defined in Section V.B. For 
purposes of medical and dental insurance benefits as detailed in 
a., b., and f .  below, Port Commissioners may elect to be 
included in the definition of regular employee or they may elect 
reimbursement by the Port for their medical and dental insurance 
premiums at a cost not to exceed that provided for Port 
employees. For purposes of life insurance benefits as detailed 
in Life Insurance, Port Commissioners are included in the 
definition of regular employee. For purposes of optional 
employee-paid accident insurance, Port Commissioners are 
included in the definition of regular employee. Employees may 
be required to pay a portion of some insurance premiums. 
Employees are responsible for notifying the Port on approved 
enrollment forms of their eligible dependents. Any extra costs 
associated with a lack of notification shall be the employee's 
responsibility. 

a. Medical Insurance for Employees or Commissioners: 
Probationary, regular employees who normally maintain active 
employment schedules of 90 hours or more each month, as well 
as Port Commissioners who so elect, shall receive paid 
surgical, hospital, and major medical insurance coverage 
limited to the regular adult premium for the Port's lowest 
cost indemnity medical plan beginning on the first of the 
month following a calendar month of continuous employment. 
This insurance benefit shall be provided i n  such amounts and 
in such manner as are established in contracts with 
insurance companies andlor agencies selected by the Port to 
provide such benefits. There shall be a choice of at least 
two medicallhealth insurance plans from which employees as 
well as Commissioners who so elect may choose one. 

b. Medical Insurance for Dependents: On the first of the month 
following the equivalent of six continuous calendar months 
of satisfactory employment (975 hours minimum), regular 
employees shall receive paid surgical, hospital, and major 
medical insurance coverage for their eligible dependents. 
Port Commissioners who so elect shall receive these benefits 
for their dependents on the first of the month following 6 
continuous calendar months as a Port Commissioner. The 
eligibility and other conditj.ons of coverage are established 
between the Port and the insurance companies or agencies 
selected to provide such benefits. Coverage for dependents 
shall be provided by the same medical insurance plan which 
the employee or Commissioner has chosen. Employees 
scheduled for less than full-time employment shall be 
responsible for the costs of dependent medical insurance 
which exceeds the lowest indemnity plan premium for a spouse 
and two children. Employee costs shall be by payroll 
deduction. 

9806h - 11/23/87 
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In no case shall the Port be responsible for more than two 
regular adult premiums (employee and spouse) for an 
employee's family unit. If a dependent child is treated as 
an adult by any Port medical insurance plan, the extra cost 
shall be the responsibility of the employee and paid through 
payroll deduction. 

c. Medical Insurance Premium Reimbursement for Port 
Commissioners: Port Commissioners may elect reimbursement 
by the Port for their medical insurance premiums after one 
full calendar month as a Commissioner. On the first of the 
month following the equivalent of six continuous calendar 
months as a Commissioner, they may be reimbursed for their 
dependent medical insurance premiums at a cost not to exceed 
that provided for Port employees. 

d. Life Insurance: On the first of the month following the 
equivalent of six continuous calendar months of satisfactory 
employment (975 hours minimum), regular employees and their 
eligible dependents shall receive life insurance benefits in 
such amounts and in such manner as are provided in contracts 
with insurance companies or agencies selected by the Port to 
provide such benefits. 

e. Long-Term Disability Insurance: On the first day following 
the equivalent of six continuous months of satisfactory 
employment (975 hours minimum), regular employees shall be 
covered for long-term disability insurance in such amounts 
and in such manner as the Port has established with 
insurance companies or agencies providing such benefits. 

f. Dental Insurance: On the first of the month following the 
equivalent of six continuous calendar months of satisfactory 
employment (975 hours minimum) in a position scheduled for 
at least 30 hours per week or 130 hours per month, regular 
employees and their eligible dependents shall receive paid 
dental insurance coverage. Port Commissioners may elect to 
enroll themselves and their eligible dependents in the 
Port's group dental plan on a one time only basis after six 
calendar months as a Port Commissioner and shall remain o n  
the group dental plan until the Commissioner no longer acts 
in an elected capacity. 
conditions of coverage are established with the insurance 
company or agency selected by the Port to provide such 
benefits. 

The eligibility and other 

g. Dental Insurance Premium Reimbursement for Port 
Commissioners: Port Commissioners may elect reimbursement 
by the Port for their dental insurance premiums and for the 
premiums of their eligible dependents after six full 
calendar months as a Commissioner. Reimbursement must not 
exceed the cost of Port employee premiums. 
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V I  I I .  EFFECTIVE DATE 

This resolution shall be efEective December 20, 1987. The Executive 

Director, the Director of Finance and Port Auditor, and the Uirector of Human 

Resources are authorized to take neckssary action to make a l l  terms, provisions, 

and conditions contained herein effective as oE December 20, 1987. 

BE IT FURTHER RESOLVED that a l l  p r  

matters, includir?g hut not limited 

same are hereby repealed. 

OE 

of 

o r  resolutions dealing with these subject 

to Resolution Nos. 3002 and 3015.  be and the 

6 ADOPTED by the Port Commission of the Port of Seattle this f day 

, 1987, and duly authenticated in open sehsion by the signatures 
C&& I 

the Commissioners voting in favor there of and the seal of the 
I / 
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R E S O L U l l O N  NO. 5018 

SCHE DULC 

SCHEDULE " A '  - E X E M P T  P O S I T  

OF A U I H O R I Z E D  SALARILD 

ONS: A I  - Management 

POS I 1 I O N S  

- 1 4  and * , 
A2 - A d m i r i i s t r a t i v e / P r o f c s s l o n a l  ( S a l a r y  Grades 1 - 1 7  and $ 1  

SCHEDULE " 8 "  - NONEXEHPT P O S I I I I I N S :  ( S a l a r y  Gradps 1 -15  and * !  

I 
E X H I B l l  A I 

E X E C U T I V E  DEPARTHEN1 
Ha n a gemeri t 
S c h e d u l e / G r a d e / P o s i t i o n  l i t l e  

A I  4 E x e c u t i v e  D i rec tc i r  

I: Deputy E x e c u t i v e  D i r e c t o r  

* D i r e c t o r ,  Ma r i ne  DJViSlOn 

* D i r e c t o r ,  A v i a t i o n  D i v i s i o n  

* D i r e c t o r  o f  F i nance  and P o r t  A u d i t o r  

* D i r e c t o r  o f  A d m i n i s t r a t i v e  S e r v i c e s  

........................................... 

A2 7 E x e c u t i v e  A d m i n i s t r a t o r  

b Commission Records C o o r d i n a t o r  

5 A d w l n l s t r a t J v e  A s s i s t a n t  I 1  

3 A d m i n i s t r a t i v e  A s s i s t a n t  I 

. .  

BASE SALARY R A N G E  
Minimum M i d p o i n t  Mavimum 

$85 ,932  9 1 0 1 , & ' ~ 2  9117,840 
7.161 & , 4 Y 1  9 , 8 2 0  

:5,192 kg, I h O  103,  I16  
6,26h 7,430 8 , 5 9 3  

ttn 1 I t 8  78,45h '90,732 
5 ,514 6 , 5 3 8  7.561 

65 ,304  7 3 , 4 3 6  H9.55tl 
5 , 4 4 2  6 ,453  7 .463 

64.452 76,416 8 ~ , 3 a 1 j  
5.;71 6 , 3 6 8  7 ,365  

6 2 , 7 3 b  74 ,388  8 b .  028 
5 , 2 2 8  6 , 1 9 0  7 , 1 tl'jr 

................................................ 

29.316 34 ,824  40,320 
2 , 4 4 3  2 .502 3 . 3 h @  

27 ,936  33 ,180  38,424 
2 , 3 2 8  2 ,765  3 , 2 0 2  

2 6 , 6  1 t. 31,620 36 ,612  
2,218 2 , 6 3 5  3,051 

24.132 28.668 33 ,192  
2 , 0 1 1  2 . 3 8 9  2 , 7 0 6  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

B 10 Hanageaent I n t e r n  I ,  727 2 , 0 5 2  2 ,377  

'3 S t a f f  A L s i s r a n t  111 1 , b J l  1 ,937  2 , 2 4 3  

8 Graduate I n t e r n  1,534 1 , 8 2 8  2 , 1 1 7  

7 E x e c u t i v e  R e c e p t i o n i s t  I 452 1 .725  1 , 7 9 8  

7 S t a f f  A s s i s t a n t  I 1  I .452 1 , 725  1,998 

4 S tuden t  Inter11 P r e v a i l i n g  Rates P a i d  ( a s  
d e t e r m i n e d  i n  S e c t i o n  I.C.) 

H A k l H U M  AUTHORI!ED HUMBER 1 4  5 

E X E  CUT I V E  DE P A R  THEN' 
Management 

L a s t  S a l a r y  Rdriqe Ad ius tmen t :  1 2 / 0 6 / 8 7  



E X E C U T I V E  D E P A R T M E N T  
Ldbor R e l a t i o n s  
S c h e d u l e / G r ~ l e / P o s i t i o n  T i t l e  

A 1  I O  D i r e r t o r  o f  Lahor R r l a l i o n s  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

A2 5 A d m i n i s t r a t i v e  Ass ic . tan t  I 1  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

B '3 S t a f f  A r .s i s tan t  1 1 1  

A U T H O R I Z E D  NUMBER 3 . 0  

E X E C U T I  YE D E P A R I M E N T  
L e g a l  
Schedu le /Grade /Pos i t Jon  T i t l e  

A2 * General  Counsel 

I A s s i s t a n t  Genera l  Counsel 

4 s t a f f  A t t o r n e y  

I 
I 

Minimum M i d p o i n t  Maximum I 

$ 4  2 1 924 $ 5 0 , 9  76 $ 5 9  0 1 ti I 
3 , 5 7 7  4,248 4.918 I 

I 

B A S E  S A L A R Y  RANGE 

I 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  I 

2h, 6 1 fn Sl.6?0 36,612 
2.218 2,635 

.................................. I , 

! 1 .631 1 .'337 2.243 

B A S E  SALARY RANGE 
Minimum M i d p o i n t  Mauimum 

949,008 $58.200 $67 .380  
4,084 4,850 5 ,615  

42,804 50,820 58,824 
3,567 4,235 4,902 

56.5?6 43,428 50.280 
3,048 3 , 6 1 9  4,190  

36.b12 
2.218 2 ,635 3,051 

5 Lega l  A d m i n i s t r a t o r  26,hlh 31,620 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

R 9 Lega l  A s s i s t a n t  1,631 1 ,937  2,243 

AUTHOR1 Z E D  NUHBE R b o  

HAXIHUH A U T H O R I Z E D  NUHBER '9 . fJ 

E X E C U T I V E  DEPARTHEN: 
LatIor R r l a t i o n c ,  3nd L e g a l  

La:t Salal Y Range Ad iu!, t lnent.  I i /rJt l / t :7 

I 



A D H I N I S I R A T I V E  S E R V I C E S  D I V I S I O r I  
Equal  Employment 
S l h r d u l e / G r a d ~ / P o s i t i o n  T i t l e  

A2 q Equa l  EmPtGYnent O f f i c e r  

b C o n t r a c t  Compliance/HWbE A d m i n l r t r a t o r  

4 C o n t r a c t  Compliance/MWBE S p e c i a l i s t  

B A S E  S A L A R Y  RANGE 
Mirlimum M i d p o i n t  Maximum I 

i 

2,687 5,132 3 . 6 9 7  I 
832,244 $38,304 $44,304 I 

27,936 3 3 , 1 8 0  38,424 
2 a 328 2 17h5 5,20? 

25,556 30 .120  34,872 
2,113 2.510 2 . 9 0 6  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

B 7 S t a f f  A s s i s t a n t  I 1  1 ,452  I .  725 1 ,‘?Ye 

AUIHOR I Z E D  NUMBER 3.b 

A D M I N I S T R A T I V E  S E R V I C E S  D I V I S I O N  
I n s u r a n c e l S a f e t y  and C la ims  
S c h e d u l e / G r a d e / P o s i t i o n  T i t l e  

A I  10 R i s k  Manager 

B A S E  SALARY RANGE 
Minimum H i d P o l n t  H a x i m u m  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

A2 9 S a f e t y  dnd C la ims  S u p e r v i s o r  32.244 3 8 ,  :04 44,364 
2,687 3,132 3,697 

6 S a f e t y  and C la ims  R e p r e s e n t a t i v e  27,936 33,180 38,424 
2,328 2,765 3,202 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

B Y S t a f f  A s s i s t a n t  111 1,631 1,937 2,243 

7 S t a f f  A r , s i s t a n t  11 1,452 1,725 1 , Y‘! 8 

AU I HI) R I i E D NUMB E Fc 4 . @  

f l A X I M U f l  A U T H O R I Z E D  NUHBER 7 . 6  

A D H I  N I S i R A l  I V E  S E R V I C E S  D l  V I S I O N  
Equdl  Employment a n d  ~ n s u r  a n c e l S a f e t y  a n d  Claims 

L a s t  S a l a r y  Range Ad jus tmen t :  12/06/11; 
Exhl tq i  t A 
Paqe 3 o f  24 



A D M I N l S T R A l l V E  S E R V I C E S  D I V I S I O N  
H!IMAN RFS l lURCE S DE FAR THEN1 
S c h e d u l e / G r a d e / P o s i t i o n  l i t l e  

A I  D i r e c t o r  o t  Human Resources 

R A S E  S A L A R Y  R A N G E  
Minimum M i d p o i n t  Maximum 

$48,120 557,060 $65,908 
4 .010 4,755 5.495, 

6 Human ResolJrces Hdnager 33,060 39,264 45 ,456  
2,755 3,272 3.7rJ8 

.............................................. ._ . . . . . .  ................................. ........ 

A2 9 HiJean Resources Manager, A d m i n i s t r a t i o n  32.244 38.304 44,364 
2 ,6n7  3 .  IY2 3.697 

8 R e t i r e m e n t  and D e f e r r e d  Compensation A d m i n i s t r a t o r  30,756 3 b .  528 42,300 
2 ,565 3,044 3,525 

7 Compensat ion A n a l y s t  

7 Spn io r  Human Resouice: Represen ta t  i v e  

5 Human Resources R e p r e s e n t a t i v e  

3 A s s o c i a t e  Compensation A n a l y s t  

3 A s s o c i a t e  Human Resources R e p r e s e n t a t i v e  

3 Human Resources A d m i n i s t r a t i v e  C o o r d i n a t o r  

29 ,316 34,824 40,320 
2.443 2,902 5,360 

40,320 
2,443 2 , 9 0 2  3.360 

2‘? ,316  34,824 

26,616 31.620 5 0 , 6 1 2  
2,218 2 ,635  3,051 

24 ,132 26,668 33 ,192  
2,011 2 , 3 8 9  2,766 

24 .132 28,668 33,172 
2 ,011 2 , 3 8 9  2,766 

24 ,132 28,668 33 ,192 
2,Ol I 2,389 2,766 

.............................................................................................. 

B 10 Compensation and B e n e f i t s  S p e c i a l i s t  1,727 2 ,052 2 ,377 

7 S t a f f  A s s i s t a n t  I 1  1,452 1.725 I ,  998 

6 S t a f f  A s s i s t a n t  J 1.370 1,627 1,884 

5 Genera l  u f f i c e  ASSlStdnt  1 , 1 4 7  1,363 1,579 

I Studen t  Helper  

H A X  I hUM AU I HOR I Z E  U NUHBE R 11.0 

A D M I N I S T R A T I V E  S E R V I C E S  D I V I S I O N  
H l l  H AN h E S (IU h C E S D E P A R  T HE N T 

Laq t  S a l ; r v  Rango Ad jus tment :  1:’/06/37 

P r e v a i l i n g  Rates P a i d  ( a s  
d e t e r m i n e d  i n  S e c t i o n  1 . C . )  

E i t i i b i  t A 
Pdge 4 o f  29 



A D M I N I S T R A T I V E  S E R V I C E S  D I V I S I O N  
I NFORMAT 1 [JN 5Y STEMS DC P A R  l MENT 
S c h e d u l e / G r a l e / P o s i t i o n  T i t l r  

A I  4 D i r e c t o r ,  I n f o r m a t  i o n  Systems 

h Systems rlanager 

2 Manager. S u p p o t t  S e r v i c e s  

. _ . . . . .  . . . . . . . . . . . . . . . . .  . . . - .  . . . . . .  

A2 10 

IO 

8 

8 

8 

7 

6 

6 

b 

6 

5 

5 

5 

5 

5 

5 

P r o j e c t  Loader 

Sen io r  T p c h n i c a l  Siippor t A n a l y s t  

Sen io r  Systems A n a l y s t  

I n F o r m a t i o n  Center  C o o r d i n a t o r  

Systems A n a l y s t  

I e c h n i c a l  Suppor t  A n a l y s t  

S e n i o r  Programmer /Ana lys l  

V o i c e  Cormunicat  i o n s  C o o r d i n a t o r  

Prograamer /Ana lyS t  1 1 1  

Sen io r  O f f i c e  Systems A n a l y s t  

Systems and Procedures  A n d l y s t  

A d m i n i s t r a t i v i ?  A s s i s t a n t  I 1  

O f f i c e  Systems Ana l ys t  

f'r o g r  ammer ;Aria 1 ys t I I 

:enlot  RecGrds A n a l y s t  

Ter h n i c a l  Suppor t Spec id l i t .  t 

P rogrammer /Ana lys t  I 

B A S E  SALARY RANGE 
Minimum M i d p o i n t  

$50.700 
4,225 

37.656 
3.139 

?5,50@ 
2.125 

. .  ................................. 

A D M I N I S T R A T I V E  S E R V I C E S  DIVISII IN 
I NI- U R M A  T I O N  5 I S T E MS DE ?la R T M E  N T 

L 3 c t  S a l a r y  Ra,iqe Ad jus tmen t :  12/06/87 

33,804 
2-81 7 

33,804 
2,817 

32,244 
2.687 

30,756 
2.563 

30,756 
2,563 

3 0 ,  ?56 
2,563 

29 ,j I b 
2,443 

27.936 
2,328 

27,936 
2.328 

27.936 
2,328 

27,936 
2.528 

26.616 
2.218 

26,61b 
2.2113 

26,616 
2,218 

26,616 
2,218 

26,616 
2,218 

24. I32 
2.011 

$60 1 I20 
5,010 

44.712 
3,726 

50 .788  
2,524 

. . . . . . . . 

40,152 
3,34h 

40,152 
3.34h 

38,304 
3,192 

36,528 
3,044 

3b, 52H 
3,044 

36,528 
3,044 

34, a24 
2 .Y02  

33,180 
2.765 

33.180 
2,765 

33,180 
2,7b5 

33,180 
2 9 765 

31,620 
2,1535 

31 ,b20 
2.635 

31,620 
2,635 

31,620 
2,635 

31,620 
2,635 

28,66t! 
2,  zt lv  

M.Iximum 

$ 6 9 ,  52B 
5,794 

51.768 
4.314 

55.071 
2.923 

. . . . . . . 

46,488 
3.874 

46,488 
3,874 

44,364 
3.hY? 

42,300 
3,525 

42,300 
3,525 

42,300 
3,525 

40,520 
3.360 

38,424 
3,202 

38,424 
3,202 

38,424 
3,202 

38,424 
3,202 

36,612 
3,051 

36,612 
3,051 

36,612 
3,051 

36,612 
3,051 

36.612 
3,051 

35.1'92 
2,766 

E Y h i b i t  A 
P3ge 5 o f  24 



A D H I N I S T R A T I V E  S E R V I C E S  D I V I S I O N  
I N F O R H A T I i l N  SYSTEHS D E P A R T H E N I  
S c  hedu I e/Gr ade/  Pos I t 1 on I I t 1 e 

B 12 Lead Computer u p e r a t o r  

10 Lead S t a f f  A s s i s t a n t  

‘9 Caapurer o p e r a t o r  I 1  

‘2 Sen lo r  Data  P r o c e s s i n g  ( rpera to r  

‘4 S t a f f  A s s i s t a n t  I 1 1  

7 C h i e f  S w i t c h b o a r d  Upera to r  

7 S t a f f  A s s i s t a n t  I 1  

h Computer l l p e r a t o r  I 

h Data P r o c e s s i n a  Operator  1 1  

5 Data P r o c e s s i n g  Operator  I 

3 R e l i e f  S w i t c h b o a r d  Operator  

B A S E  S A L A R Y  RANGE 
Hiriimum H i d p o i n t  

$ 1  ,“40 $2,30S 

! . 7 2 7  2 , 0 5 2  

I . 6 3 1  1 ,937  

1 , h31  1 ,737 

1 , 6 3 1  I ,‘>37 

1 , 4 5 2  1 ,725  

1,452 I ,  725 

1 ,S70 1,627 

1 ,570  1,627 

1.292 1,535 

1,147 1 , s b 3  

Havimum 

$2,666 

2 , 3 7 7  

2 ,243  

2,243 

2 . 2 4 3  

1.998 

1,998 

1,884 

1,884 

I ,  777  

1 .579  

H A S I H U H  AUTHURIZED NUMEER 5‘4.2 

ADH I H I S T R A T  I V E  SE H V  I CE5 D I V I S I O N  
1 NF ti R l l A  T I uN SI. 5 TEHS DE P A R  1 HEN1 

L a s t  S a l a r y  Range Ad ius tmen t :  1 2 / 0 6 / 8 7  



A D M l N I S T R A T i V E  S E R V I C E S  D I V I S I O N  
f ' I IRCHAP,ING AhD UFF I C E  S E R V I C E S  D E P A R l H i N T  B A S E  S A L A R Y  RANGE 
S c h e d u l e / G r a d e / P o s r t i o n  l i t l e  Hinimum H i d p o i n t  Maximum 

A I  * D i r e c t o r ,  P u r c h a s i n g  and O f f i c e  S e r v i c e s  $44,688 E52.'280 $61.272 
3,724 4,415 5, 1116 

t A s s i s t a n t  D i r e c t o r ,  P u r c h d s i n q  and O f f i c e  S e r v i c e s  35,060 39.2tn4 45 14 5t. 

3 P r i n t  Shop Supe rv i so r  

5 Word PI i l c e s s i n g  CPrltei S u p ~ r v i s o r  

._ ._ . . . . . . . . . . . . . .  . . . . . . . . . . . . .  . . . . . . . . . .  

A2 8 Sen io r  Buyer 

6 Buyer I i l  

S A d m i n i s t r a t i v e  A s s i s t a n t  I 1  

4 Buyer 1 1  

2 Buyer I 

. . . . . . . 
B 1 1  

10 

10 

'9 

5, 

9 

8 

7 

7 

5 

5 

4 

3 

3 

..................................... 

Word P r o c e s s i n g  Center  E d i t o r  

Lead S t a f f  A s s i s t a n t  

Sen io r  H u l t i l i t h  Opera to r  

P r i n r  Shop GrPph ics  Technic i a n  

S t a f f  A s s i s t a n t  1 1 1  

Word P r o c e s s i n g  Center  Lead Operator  

O f f s e t  D u p l i c a t o r  Opera to r  

S t a f f  A s s i s t a n t  1 1  

Word P r o c e s s i n g  Center  Opera to r  1 1  

P r i n t  Shop Processor  

Word P r o c e s s i n g  Center  Opera to t  1 

Hestenger 

H d i l  C l e r k  

P r i n t  Shop T r a i n e e  

M A X I H U M  A U I H O R I Z E D  NUHBER 26.5 

. . . . . . . . 

. . . .  

30,756 
2,563 

27,'336 
2,328 

26,616 
2.218 

25,356 
2,113 

22,980 
1,915 

........................ 

1,850 

1,727 

I ,  727 

1,631 

1,631 

1,631 

I ,  539 

1,452 

1,452 

1,2Y2 

I .2Y2 

1,217 

1,147 

1.147 

2,755 3,2?2 3.788 

27,216 32.316 37,404 
2, ?I58 2,693 3,117 

2 ? . 2 1 t  32.31h 37,404 
2 ,268  2,633 3,117 

, .  ......................................... 

. . .  

ADM I N I  S T R A T  L V i  SE R V  I C E S  D l  V I S  I O N  
P U R C H A S I N G  A N D  OFF I C E  S E R V I C E S  D E P A R T M E N T  

L a s t  S a l a r y  Range Ad jus tment :  12/06/87 

36,528 42,300 
3,044 5.525 

33, I80 38.424 
2,765 3,202 

36,612 
2,b35 3.051 

31,620 

30,120 34,672 
2,510 2 , 9 0 6  

27,300 51,620 
2,275 2.635 
. . . . . . . . . - . . . . . .  

2,174 

2,052 

2,052 

1,737 

1,937 

1,437 

1,628 

1,725 

1,725 

I ,  535 

1.535 

1,446 

I ,  363 

1.36; 

2,518 

2,377 

2,377 

2,243 

2,243 

2,243 

2,117 

I ,9ya 

1,998 

1,777 

1,777 

1,675 

1 157'3 

1,579 

E r h l b l t  A 
Page 7 o t  24 



. 
F I N A N C E  D I V I S I O N  
B u d g e t / I n t e r n a l  A u d i t  
S c h e d u l e / G r a d e / P o s i t i o n  T i t l e  

A 1  8 D i r e c t o r ,  Budget and I n t e r n a l  A u d i t  

b Mandaer, I n t e r n a l  A u d i t  

...._..... . . . . . . . . . . . .  ..................... . . . . . . . .  

A2 14 Treasurer  

H Sen io r  I n t e r n a l  A u d i t o r  

6 I n t e r n a l  A u d i t o r  I I  

4 I n t e r n a l  A u d i t o r  I 

3 A s s o c i a t e  I n t e r n a l  A u d i t o r  

AUTHOR I Z E D  NUMBE R 3.0 

F INANCF D I V I S I O N  
Ec ono r  i c s 
S c h e d u l e / G r a d e / P o s l t i o n  T i t l e  

A2 11  C h i e f  Economi:t 

‘5 Economist  

4 A s s i s t a n t  Economist  

. . .  

BASE SALARY RANGE 
Minimum M i d p o i n t  Maximum 

$=7,h5b $44.712 $51,768 
3,138 5 ,726  4,314 

2 3 . 0 6 0  3Y, 2b4 45,45h 
2,755 3,272 3,788 

. . .  .. ............................... 

40,tlt34 48,552 56,220 
3,407 4,046 4,685 

30,756 36,528 42,30@ 
2.563 3,044 3,525 

27,93h 33,180 38.424 
2,328 2.765 3.202 

34,872 
2,113 2,510 2 , 9 0 6  

25,556 50,120 

24.132 28,668 3 3 . 1 9 2  
2,01 I 2 , 3 8 9  2,766 

B A S E  S A L A R Y  RANGE 
H i n  imum MidPo i n  t Maximum 

$35,436 $42,072 S48,70EI 
2.‘953 3,506 4,059 

32,244 38,304 44,364 
? , 6 8 i  3,192 3,697 

25,356 30,120 34 ,R72 
2,113 2,510 2 . 9 0 6  

A U I H O R I Z E D  NUMBER 2.0 

MAAIMUH A U I H O R I Z E D  NUMBER 5.0 

F INANCE D l V l S l O r r  
B u d q e t / l n t e r n a l  A u d i t  and Economics 

L d s t  ‘ j d l a r v  Range A d i l i s t a e n t :  I?/0h/87 
E y h i b i  t A 
P3gp  8 o f  ‘4 



. 
F I N A N C E  D I V I S I O N  
ACCOUNTING D L P A R T M E N T  
S c h e d u l e / G r a d e / P o s i t i o n  T i t l e  

A I  4 D i r e c t o r  o f  A r r o u n t i r l g  

tl A s s i s t a n t  D i r e c t o r  o f  Customer A c c o u n t i n g  

8 A s s i s t a n t  D i r e c t o r  o f  Genera l  A c c o u n t i n g  

. . . . .  . . . . . . . .  . . . . . . . . . . . . . . . .  . . . .  . . . . . . . . . . .  

A2 7 A c c o u n t i n g  Systems Manaqer 

7 C r e d i t  Manager 

7 Customer A c c o u n t i n g  Manaser 

7 Genera l  A c c o u n t i n g  Manager 

5 Accoun tan t ,  F i n a n c i a l  C o n t r o l  Systems 

5 A c c o u n t i n g  S e c t i o n  Supe rv i so r  

5 A d m i n i s t r a t i v e  A s 5 i s t a n t  1 1  

4 C r e d i t  S p e c i a l i s t  

................................................. 

B IO Lead S t d f f  A s s i s t a n t  

5 S t a f f  A s s i s t a n t  1 1 1  

7 S t a f f  A s s i s t a n t  I 1  

ii S t a f f  A s s i s t a n t  I 

f l  A X  I MUM AUTHOR 1 !ED NUfiBE R 3h .8  

. .  

.. 

. .  

. .  

. .  

I . .  

B A S E  S A L A R Y  RANGE 
Minimum M i d p o i n t  Maximum 

$46,404 $55 ,020  $b3 ,636  
3 1 L3h 7 4 .585 5 .303 

37 ,656  4 4 , 7 1 2  51 , ? b f l  
3.138 3 , 7 2 6  4 ,314  

37.656 44.712 51 ,7bh  
3 , 1 3 8  3 .726  4 ,314  

F I N A H C E  C l V I S l u N  
ACCIlUt4T It.lr1 D E P A R T M E N T  

Las t  S a l a r v  Aanqe Ad lus tmer i t :  1 2 / 0 6 / ~ ( :  

.............................. 

29,516 34 ,824  40 ,320  
2 .443 2 1 YO2 3.360 

25.31h 34.824 40 ,320  
2 , 4 4 3  2 , 9 0 2  5 , 3 6 0  

2‘3 , 3  1 ti 34 ,824 40 ,320  
2 , 4 4 3  2,902 5 , 3 6 0  

? ‘ ! . 3 1 t  35,824 4 0 , 3 2 0  
2 .443 2 , 9 0 2  3.360 

3b ,b12  : I  , 6 2 0  
2 .21% 2 , 6 3 5  3 , 0 3 1  

2h ,h16  

26,  h I b 31 , b20  36 ,612  
2 , 2 1 8  2 , 6 3 5  3.051 

26 ,616  3 1 , 620  3 6 . 6 1 2  
2 , 2 1 8  2 , 6 5 5  3 ,051  

25 ,356  30 ,120  34 ,872  
2 , 1 1 3  2 .510 2 ,  ‘706 

.............................. 

1 ,727  2 , 0 5 2  2.377 

1 ,631  1 , 9 3 7  2 , 2 4 3  

1 , 4 5 2  I - 7 2 5  1 , Y Y H  

1.370 1 ,627  1 .R84 

E Y h i t i i  t A 
Pdge o f  24 



PUBLIC INFORHATION DEPARTMENT 
S c h e d u l e / G r a d e / ~ o s i t i o n  l i t l e  

A I  * D i r e c t o r  o f  P u b l i c  I n f o r m a t i o n  

h P u h l  i c a t  lor is  Manager 

.................................... 

A2 12 6overriment A f f a i r s  A d m i n i s t r a t o r  

7 Media R e l a t i o r i f .  U f  f i c e r  

7 S p e c i a l  P r o j e c t s  Coord ind tor  

6 E d i t o r  

5 Graphic  Des ign  C o o r d i n a t o r  

3 A d m i n i s t r a t i v e  A s s i s t a n t  I 

....................................... 

B 10 Lead S t a f f  A s s i s t a n t  

7 S t a f f  A s s i s t a n t  i l  

. .  

I . .  

. . . . .  

. . .  

. . . . . . . . . . .  

, . . . . . . . . . . .  , . .  

B A S E  S A L A R Y  RANGE 
MinimiJm M i d p o i n t  M a x i m u m  

~ 4~1,1211 $s:,oho 845,988 
4,010 4,755 5,4Y7 

53.060 5'3,264 45,456 
2.755 3,272 3,788 

. . . . . . . . . . . . . . . . . . . . . . . . . . .  

51,000 
3.0'92 3,671 4,250 

37.104 44,052 

40,320 29,316 34,824 
2 443 2,402 3 ,  i ! tO 

2'3 , 3 1 t. 34.824 40,320 
2,443 2,902 3 , 3 6 0  

27,436 33,JHO 38,424 
2.328 2.765 3.202 

26.616 31.62Cl 3h,612 
2 , 2 1 8  2,635 3,051 

24,132 28,668 33.172 
2,011 2 , 3 8 9  2,746 

HAXIMUM A U T H ~ I R T Z E D  N b Y B E R  10 .0  

PUBLIC INFLIRH~TIUN DEPARTMENT 

L a s t  S a l d r y  Ranqe A d l u s t t e n t :  12/0h/S: 

, . . . . . . . . . . . . . . . . . . . . . . . . . . .  

1,727 2,052 2,377 

1,452 1.725 1,978 

E x h i D i t  A 
Page 10 o f  24 



DEVELOPHENT D I V I S I O N  
S t h e d u l e / G r a d e / P o s i t i o n  T i t l e  

A I  13  D i r e ~ t o r  o f  Development 

9 Developm 

. . __ . . . . . . . . . . .  

A2 I I  Senior P 

Y Planner  

n t Mandqer 

B A S E  S A L A R Y  RANGE 
Minimum M i h o i n t  Maximiin 

$52 ,284  $ A 2 . 0 8 8  $71,1j80 
4 , 3 5 7  5 , 1 7 4  = .‘ 1 ‘390 

40 224 47,7bO 55 ,284  
3 , 3 5 2  3 .  ‘ i8o 4 , 6 0 7  

. . . . . . . . . . . . .  . . . . . . . . . . .  . . . .  . . . . . . . . . . . . .  . . . . . . . . . . . . . . . . . . . ._._.. . . . . . . . .* .  

anner 

M A X I M U M  AUTHORIZED NUMBER 4.0 

DEVELOPMENT D I V I S  I I J N  

L a s t  S a l a r y  Ranae Ad jusrment :  1 2 / 0 6 / 8 7  

3 5 , 4 3 6  52.072 4u. 708 
2 ,  ‘35; ? 5nc. a .  05‘3 

:2,244 38,304 4 4 , 3 6 4  
2 , 6 8 7  3 , 1 9 2  3 , 6 9 7  

E r h i b i  t A 
Page I 1  o f  2 4  



A V I A T I O N  D I V I S I O N  
S c h e d u l e / G r d d e / F o s i t i o n  T i t l e  

A I  * Deputy D i r e r t o r ,  A v i a t i o n  D i v i s i o n  

BASE S A L A R Y  R A N G E  
Minimum Midpil ir i  t Hax imum 

65‘>.292 $70,3OR $ 8 1 , 3 1 ?  
4,941 5,859 b 177’. 

‘9 D i r e c t o r ,  I J f f l c e  o f  Tour ism Development 40.224 47.760 55.284 
3,552 3, ‘780 4,607 

8 A r s i s t a r i t  t o  t h e  D l r e r t o r .  A v i a t i o n  D i v i s i o n  37,656 44,712 51.768 
3 , 1 3 8  3,726 4,314 

8 Hanager, A v i a t i o n  P u b l i c  I n f o r m a t i o n  37.656 44,712 51,768 
3,138 3,72b 4.314 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

A2 12 A v i a t i o n  M a r k e t i n g  Hanaqer 37,104 44,052 51,000 
3.092 3,671 4,250 

8 A v i a t i o n  F i n a n c e  A d m i n i s t r a t o r  30,756 36,528 42,300 
2,563 3,044 3,525 

7 S p e r i a l  S e r v i c e s  Hanager 2 ‘ ? , 3 1 b  34,824 40,320 
2,443 2, ‘402 3 , 3 6 0  

7 Tour ism C o o r d i n a t o r  40,320 
2,443 2, ‘302 3 , 3 6 0  

29.316 34, 824 

b Bus iness  AnalYSt 27.936 33,180 38,424 
2, 32a 2,7b5 3.202 

5 A d m i n i s t r a t i v e  A s s i s t a n t  I 1  26,616 ‘1.620 36 6 I 2 
2.218 2,635 3,051 

5 A i r p o r t  Comnunicbt ions O f f i c e r  26 9 h 1 h 31,620 36,612 
2,218 2.635 3,051 

5 Community R e l a t i o n s  O f f i c e r  26,616 31,620 3b,b12 
2,218 2,635 3.051 

5 Wor ld  l r a d e  Center  A d m i n i s t r a t o r  36,612 
2,218 2,635 3,051 

26,616 31,620 

4 Tour ism A s s i s t a n t  25,356 30,120 34,872 
2,113 2,510 2. ‘906 

3 A d m i n i s t r a t i v e  A 5 s i s t a n t  1 24.132 2 ~ ,  668  5 3 . 1 9 2  
2,Ol I 2,389 ?. 7 6 6  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

B 7 S t a f f  A s s i s t a n t  I 1  1.452 1,775 1,998 

3 General  O f f i c e  A s s i s t a n t  I ,  147 I . 3 b 3  1,579 

E w h i b i  t A 
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A V I  A T  I ON D I V I S I O N  
A V l A l l U N  F A C I L I T I E S  AND R E A L  E S I A T E  D E P A R T M E N T  
Sched iJ le /Grade /Prs i  t i o n  T i  t l e  

A I  * D i r e c t o r ,  A v i a t i o n  F a c i l i t i e s  and Real E s t a t e  

I 
B A S E  S A L A R Y  RANGE I 

Minimum M i d p o i n t  Marimurn 

947,831. t5Y, IO0 $68 ,352  
4 .153 4.925 5 , 6 9 6  

4 2 , q 2 4  50.976 59.01b 
3 1577 4 , 2 4 8  4 , 7 1 8  

10 A s s i s t a n t  D i r e c t o r .  A v i a t i o n  F a c i l i t i e s  

‘9 Manager, A i r p o r t  Re31 E s t a t e  63.224 
3 , 3 5 2  

40.224 
3 .352 

47.760 
3.98i) 

55.284 I 
4 , 6 0 7  

55.284 
4 , 6 0 7  

51 ,768  
4 , 3 1 4  

I 

9 Manager, A i r p o t  t F a r i l i t i e s  Development and 
No i se  Programs 

8 P r o p e r t y  and A c q u i s i t i o n  Manager 

47 ,760  
3 ,980  

37.656 
3 , 1 3 8  

44 ,712  
3 ,  ?26 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  . . . . . . . . . . .  , . . . . . . . .  

A2 1 1  Sen io r  P lanner  35.436 42 ,072  4 8 , 7 0 8  
2 , 9 5 3  3 , 5 0 6  4 , 0 5 5  

10 No ise  Abatement O f f i c e r  33,804 40 ,152  46 ,488  
2 , 8 1 7  3 ,346  3 , 8 7 4  

46 ,488  I 33 ,804  40,152 
2 ,817 3 , 3 4 6  3 ,874  I 

10 Sen io r  P r o p e r t y  Manager 

9 F a c i l i t i e s  Engineet  

9 Planner  I 1  

9 Sen ia r  Program C o o r d i n a t o r  

tl P r o p e r t i  Manager 11 

32 ,244  
2 , 6 8 7  

38,304 
3.192 

44.364 
3 , e l 9  7 

44.364 
I 
I 32,244 

2 , 6 8 7  
38 ,304  

3 , 1 9 2  3 , 6 9 7  I 
I 

3 2 ,244  
2 .687  

38.304 
3.192 

44.364 
3 , 1 9 7  

42,300 
3 .525  

I 
30,756 

2 .563  
36 ,528  

3 ,044  

6 No ise  Programs C o o r d i n a t o r  27 ,936  33.180 38 ,424  
2 , 3 2 8  2 , 7 6 5  3,202 

6 No ise  Remedy Program A d m i n i s t r a t o r  27,Y36 3 3 . 1 S i l  38 ,424  
2 , 3 2 8  2 .765 5 9 202 

2 6 ,  b I t, 3 1  ,b20 36 ,612  
2 , 2 1 8  2 , 6 3 5  5 , 0 5  I 

26 ,616  3 I ,620 36 ,612  
2,218 2 , 6 3 5  3,i)Sl 

5 Planner  I 

5 P r o p e r t y  Manager I 

4 No ise  Remedy Program R e p r e s e n t a t i v e  25 ,356  30.120 34 ,  d72 
2 , 1 1 3  2 ,510  2 ,  ‘306 

3 A d m i n i s t r a t i v e  A s s i s t a n t  I 24 ,132  28,66H 33 ,192  
2 , 0 1 1  2.3Hg 2 , 7 6 6  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

B I5  Sen io r  C o n s t r u c t i o n  I n s p e c t o r  2 , 2 9 5  2 ,726  3 ,156  

12 Assoc l a t e  Cclnstruc t i o n  l r lspec t o r  1.940 2 . 3 0 3  2.h6b 

7 S r a f f  A s s i s t a n t  I l l  1 , 1 3 1  1 ,937  2 , 2 4 3  

7 S t 3 f f  A s s i s t a n t  I 1  1 , 4 5 2  1 , 7 2 5  I ,Q9t;  

b S t a f f  A s s i s t a n t  I 1 , 370  1 , b ? 7  1 ,884  

HA K 1 MU H A U 1 H 0 R I 2 E IJ NUMB C A 3Y. 6 

A V  I A T  I ON L, I V I S l O N  
A V I A T I T i N  F A C I L I T I E S  A N D  R E A L  E S T A T E  D E P A f i T H E N I  

I a c t  S a l s r v  Range Ad lus tmen t :  12 /06 /87  
E v h i t i t  A 
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I 
B A S E  S A L A R Y  RANGE 

Minimum H i d p o i n t  Maximum 

$54 .Y')h 665.208 $75.420 
4 ,585 5,434 6 . 2 8 5  

A V I A T I O N  D I V I S I O N  
A V I A T I O N  O P E R A l l O N S  D E P A R T M E N 1  
S c h e d u l e / G r a d e / P o s i t i o r i  T i t l e  

A I  * D i r e c t o r ,  A v i d t i o r i  u p e r a t i o n c  

I 1  A s s i s t a n t  D i rec  t o r ,  A v i a t i o n  O p e r d t l o n ?  45 ,540  54,432 63,024 
3 3 820 4 ,536  5 ,252 

10 S u p e r i n t e n d e n t  o f  Main tenance - A i r p o r t  4 2 , 9 2 4  50,'376 59 ,  I! I b 
3.577 4 , n n  4 ,318  

10 Super i n t e n d e r i t  of Opera t ion r ;  42,'924 50.976 59.0 1 ta 
.;,577 4.248 4,918 

9 S u p e r i n t e n d e n t  of E l e c t r i c a l  Systems 40.22.1 47 ,7hO 55,204 
3 ,352  3,980 4,607 

8 A s s i s t a n t  S u p e r i n t e n d e n t  o t  Opera t ion :  37.656 44,712 51,76b 
3.138 3.726 4,314 

37,650 44,712 51,768 
5.138 3,726 4,314 

8 A s s i s t a n t  S u p e r i n t e n d e n t  o f  O p e r a t i o n s ,  3eecur i ty  

8 Super i n t e n d e n t  o f  Mechan i ra l  Systems 5 7 , t n  56 44.712 51,768 
3,13H 3. '26 4.314 

8 S u p e r i n t e n d e n t  o f  P a r k i n g  and Ground T r a n s p o r t a t i o n  37,65b 44 ,712  51,768 
5.138 3.726 4,314 

ci A i r p o r t  S u p e r v i s o r  33 ,060 39 ,264  45.55h 
2 . 7 5 5  i , 2 7 2  3,788 

33,060 39,264 45 .456 
2,755 3,272 3,78H 

h A s s i s t a n t  S u p e r i n t e n d e n t ,  Conveyor Sys t rms  

6 A s s i s t a n t  Super i n t e n d e r i t .  H e c h a n i r d l  Systems 33,060 33,264 45.456 
2.755 3,272 3,788 

6 A s s i s t a n t  Super i n t e n d e r l t ,  E l e c t r  i c d l  33,060 34,264 45,450 
2,755 3.272 3,788 

h AssiSt:?t S u p e r i n t e n d e n t ,  Elec I r o n i c  33,060 39,264 45,556 
2 ,755 3,272 3 , 7 w  

b A s s i s t a n t  Super i n t e n d e n t  o f  P a r k i n g  dnd 
Ground l r a r i s p o r  t a t  i o n  

33.0b0 39,264 45,456 
2.755 3 ,272 3,780 

6 b u i l d i n g  SupPr i n t e n d e n t  33 ,060 3'4,264 45,45D 
2,755 3,272 3 , 7 8 8  

6 C e r i t r a l  C o n t r o l  S u p e r v i s o r  53,060 3Y, 264 45.456 
2,755 5,272 3,788 

6 F i e l d  S u p e r i n t e n d e n t  3 3 , O b O  39,2h4 4 5 , 4 5 6  
2,755 3 ,272  3,788 

6 Super i n t e n d e n t  of A d m i n i s t r a t i v e  Systems 3 3 . 0 6 0  3'3,264 45,45b 
2 .755 3 ,272  3,788 

5 l ~ p e r a t i o n s  Supe rv i so r  SO,  9Q4 50,780 42,576 
2 .532 3.065 3,548 

5 T r a n 5 i t  System Reliability and u u a l i t r  C o n t r o l  S u p e r v i c o r  30,984 36,78U 4 2 , 5 ? 6  
2,5H2 3 ,065 3,540 

3 A s s J s t a n t  F i e l d  S u p e r i n t e n d e n t  2 7 . 2 1 6  32,31tr 57,404 
2,268 2,693 3.117 

E u h i D i  t A 
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A V I A T I O N  D I V I S I O N  
A V I A I I U N  O P E R A T I O N S  O E P A R I M E N T  
S ~ h e d u l e / G r a d e / P o s i  t i o n  11 t l e  

A2 I I  T r a n s i t  System S p e c i a l i s t  - E l e c t r i c a l / M e c h a n i c a l  

11 l r a n s i t  System S p e c i a l i s t  - E l e c t r o n i c  

8 Env i ronmen ta l  H e a l t h  S p e c i a l i s t  

8 S m a l l  Works C o n t r a c t  A d m i n i s t r a t o r  

7 F i r e  P r o t e c t i o n  S p e c i a l i s t  

7 GI ound Tr anspor t a t i on Hanager 

b A i r p o r t  Supply  A d m i n i s t r a t o r  

5 P r o p e r t y  Room A d m i n i s t r a t o r  

4 Superv i so r  o f  P a r k i n q  and Ground T r a n s p o r t a t i o n  

3 A d m i n i s t r a t i v e  A s s i s t a n t  I 

. . . . . . - 

B 13 

1 3  

13 

12 

12 

10 

IO 

10 

9 

V 

'9 

? 

7 

....................................... 

Lead O p e r a t i o n s  C o n t r o l l e r  

Lead Waste P l a n t  Opera to r  

Main tenance S h i f t  C o o r d i n a t o r  

I n s p e c t o r ,  F i r e  A l a r m  Systems 

O p e r a t i o n s  C o n t r o l l e r  

Ground l r a n s p o r  t o t  i o n  C o n t r o l  I e r  

Sen io r  Ramp C o n t r o l l e r  

Waste P l a n t  Opera to r  

A v i a t i o n  Stqckroom A s s i s t a n t  

Main tenance C l e r k  

S t a f f  A s s i s t a n t  1 1 1  

Uork Order A d m i n i s t t a t o r  

S t a f f  A c s i s t a n t  I 1  

B A S E  S A L A R Y  RANGE 
H i  nimun H i d p o i n  t H a y  i m u m  

$35,43fu $42 ,072  $48 ,708  
2,953 3.506 4 , 0 5 7  

35,436 42 ,072  4 Y ,  708 
2 , 9 5 3  3.506 4 ,059  

50,756 36 ,528  42 ,300  
2 , 5 6 3  3 ,044  3 ,525  

3 @ ,  756 36,528 42 ,300  
2 ,563  5 ,044  3 ,525  

2'9 , 3  1 h 34,824 40 ,320  
2 .443 2 , 9 0 2  3 , 3 6 0  

29 - 5  1 fi 34,824 40.320 
2.443 2 .902 3 , 3 6 0  

27,936 33 ,180  38.424 
2 ,328  2 , 7 4 5  3.202 

26,616 31 ,620  36,612 
2 , 2 1 8  2 , 6 3 5  3 ,051  

25,356 30 ,120  34 ,872  
2 , 1 1 5  2 , 5 1 0  2 ,906 

33.192 
2 ,011 2 , 3 8 9  2 ,766  

24,132 2n . h 6 8  

............................ 

2 ,052  2.437 2.822 

2 ,052  2 ,437  2 ,822  

2 ,052 2 ,437  2 ,822  

1 ,940  2 , 3 0 3  2,666 

1,440 2 , 3 0 3  2 , 6 6 6  

1 9  ? ? 7  2 , 0 5 2  2.377 

I ,  727 2 , 0 5 2  2 ,377  

I ,  72? 2 .052 2 ,377  

I . h 3 1  1 ,937  2 ,243  

1 ,631  1 , 9 3 7  2 ,243  

1,631 1 , Y S i  2 ,243  

I , b 3 l  1 , 9 5 7  2 ,243  

1 ,452  117-3: 1 .YY8 

i Ramp C o n t r o l l e r  1 , 3 7 0  1 , 6 2 7  I ,Hl+4 1 

6 S t a f f  A s s i s t a n t  I 

4 Messenger 

* S tuden t  I n t e r n  

A V I A T I O N  D I V I S I O N  
A V  I A T  ION OPE H A T  1 ONS D E P A R T H E N I  

Las t  S a l a t v  Rdnqe Adiu5t rnent .  12 /06 /87  
I 

1 , 3 7 0  1 , 6 2 7  1,884 

1 ,217 1 , 4 4 6  I , b75  

P r e v a i l i n g  Rates P a i d  (as 
de te rm ined  I n  S e c t i o n  J . C . )  

1 
E v h i h i  t A 
Pase 1 5  o t  2.1 1 



A V I A T I f J N  D I V I S I O N  
A V I  A I  I O N  OPE R A T  1 ONS DEPARTHEN1 
S c h e d u l e / G r a d e / P o s i t i o n  T i t l e  

F I R E  N O N G R A D E D  P O S I T I O N S  

A I  F F i r e  C h i e f  

F A s s i s t a n t  F i r e  C h i e f  

AU THO R 1 7 E D NUHB E h 132.3 

A V l A l l O N  D I V I S I O N  
P O L I C E  D E P A R I H E N T  
S c h e d u l e / G r a d e / P o s i t i o n  litle 

POL I C E  N O N G R A D E D  PUS1 I IONS 

A I  P C h i e f  o f  P o r t  P o l i t e  

P Deputy C h i e f  o f  P o r t  P o l i c e  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

A2 3 A d r l n i s t r a t l v e  A s s i s t a r l t  I 

......................................... 

B 9 S t a f f  A s s i s t a n t  I I r  

7 S t a f f  A s s i s t a n t  J I  

6 S t a f f  A s s i s t a n t  1 

A U T H O R I Z E D  NUHBER 7.6 

HAXIHUH A U T H O R I Z E D  tiUHBER 1 3 9 . q  

NONGRADED S A L A R Y  R A T E  

S 5 2 . 3 t H  
4 , 3 6 4  

46,320 
3,860 

NONGRADED SALARY R A T E  

$52,560 
4,380 

501@h4 
4.172 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

BASE S A L A R Y  RANLE 
Hi n i mum H i d p o i  n t Hax i mum 

$24.132 $28,668 $33.192 
2,011 2 , 3 8 9  2.766 

, . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

1,631 1,337 2,243 

1,552 1,725 1,998 

1,370 1,627 1.884 

A V I A T  I U N  D l  V I S  l @ N  
A V I A T I O N  O P E R A T I O N S  AND POI I C E  D E P A R T M E N I S  

L a s t  S a l b r y  Rdnye Ad lus tmen t :  12/06/87 



ENG I N E E  R I N G  D E P A R  I M E  NT 
Schedule/Gr ade/Pos i  t i o n  T i  t l e  

A 1  * C h i e f  Eng ineer  

B A S E  S A L A R Y  R A N G E  
Hinimum M i d p o i n t  Maximwn 

$57,576 $b8,26C $78.948 
4, 798 5,689 6,579 

1 1  C h i e f  F d c i l i t i e c  Er ig ineer 45,t140 54,432 63,024 
3,82fl 4,536 5,252 

1 1  C h i e f  Systems and Suppor t  Eng ineer  45.840 54,432 63,024 
3.820 4.536 5.252 

40,224 47,760 55,284 
3,552 3 .?80 4.607 

'3 P r o j e c t  Hanaget 

8 C h i e f .  T e c h n i c d l  S e r v i c e s  57 1 t56 44,712 51.768 
3,138 5,726 4.314 

8 Manager, E n v i r o n m e n t a l  P l a n n i n g  3?,h50 44,712 51,768 
3,138 5.726 4,314 

8 Res iden t  Engineer  37.b5h 44,712 51.768 
3,138 3.726 4 , 314 

4 D r a f t i n g  Manager 29,Olt ;  34,464 39.900 
2,418 2.872 3 ,  j?: 

........................... . . . . . . . . . . . . . - .  . . . . . . . . .  

A2 12 Sen io r  Eng ineer  

.......................................... 

57,104 44.052 51,000 
3,092 3,h71 4,250 

10 I n d u s t r i a l  H y g i e n i s t  33,804 40, I52 46,488 
2,817 3 , 346 3,874 

IO Manager, S p e c i a l  E n g i n e e r i n g  P r o j e c t s  33, 804 40,152 46,488 
2,817 3,346 3.874 

32,244 38,304 44, S64 
2,687 3,192 3.6'47 

Y A s s o c i a t e  Eng inee r  

V Sen io r  C o n t r a c t s  A d m i n i s t r a t o r  32,244 58.304 44,364 
2,687 3,192 3,6'37 

8 Env i ronmen ta l  P lanner  I 1  30 a 756 36,528 42,3011 
2,563 3,044 3,525 

29,316 54, I324 4@, 320 
2.443 2,902 3,360 

7 A s s i s t a n t  Eng inee r  

7 A s s o c i a t e  I n d u s t r i a l  H y g i e n i s t  40.320 
2,443 2.902 3 , 3 b 0  

29.31t 34,824 

7 C o n t r a c t s  A d m i n i s t r a t o r  29,316 34,824 40,320 
2,443 2,902 3,360 

6 Des igner  27.936 33, I80 313.424 
2.328 2 , ?b5 3,202 

6 E n g i n e e r i n g  A d m i n i s t r a t i o n  S u p e r v i s t j r  27,936 33,180 38,424 I 

2,328 2,765 3.202 

5 Env i ronmen ta l  P lanne f  I 215 6 I 6 31.620 313,612 
2.218 2,635 5.051 

I 
2h.616 31,620 3h,bl2 
2,218 2,635 3,051 

5 J u n i o r  Eng ineer  

3 A d m i n i s t r a t i v e  A s s i s t a n t  I 24,132 28, bb8 xi ,  1'12 
2,011 2,389 2,766 

E N G I N E E R I N G  DEPAR IHENT  

Ldsr  S a l d r y  Range Ad ius tmen t .  12/06/t!: 
E l c h i t l t  A 
Page 1: o t  24 



F N G I N E F R I N G  DEPARTHEN1 
Schedu le /Grade /Pos i  t i o r i  I i t i e  

A D M I N i S T R A T l V E  

B 9 S t a f f  A s s i s t a n t  1 1 1  

7 S t a f f  A s s i s t a n t  1 1  

* S tuden t  I n t e r n  

D E S I G N  

1 1  Sen io r  D r a f t e r  

8 D r a f t e r  I 1  

7 E n g i n e e r i n g  R e p r o d u c t i o n  Technic i a n  

h D r a f t e r  I 

CONSTRIJCT I O N  

15 Sen io r  C o n s t r u c t r o n  I n s p e c t o r  

12 A s s o c i a t e  C o n s t r u c t i o n  I n s p e c t o r  

I O  A s s i s t a n t  C o n s t r u c t i o n  I n s p e c t o r  

4 J u n i o r  C o n s t r u c t i o n  I n s p e r t o r  

SUHVEY 

1 4  Survey P a r t y  C h i e f  

13 Sen io r  Survey Techn i c ran  

12 Survey I n s t r u m e n t  T e c h n i c i a n  

10 Survey Head Chainer  

'2 Survey Rear Chainer  

B A S E  S A L A R Y  RANGE 
Minimum M i d p o i n t  Haximum 

$l.b31 $ 1 , 9 3 7  $ 2 , 2 0 3  

I . 4 5 2  1 ,725  1,998 

P r e v a i l i n g  Rates P a i d  ( d s  

d e t e r m i n e d  i n  S e c t i o n  I C . )  

1,A:O 

1 , 5 3 9  

1 ,452  

1 ,370  

2,295 

I ,Y40 

1 .727  

1,631 

2 ,171  

2 , 0 5 2  

1 ,940  

1 ,727 

1 , 6 3 1  

2 ,174  

1,828 

I ,  725 

1 , 6 2 7  

? , 7 2 h  

2,303 

2 , 0 5 2  

1 .937  

2,S:H 

2 ,437  

2 , 5 0 3  

2 , 0 5 2  

1,937 

2,518 

2. I17 

1 . 9 9 8  

1,884 

3,15b 

2.666 

2 , 3 7 1  

2 , 2 4 3  

2,'9K4 

2,822 

2,6615 

2 . 3 7 7  

2 ,243  

HAX I H U M  AUTHOR1 Z E D  HUMBER 72.0 

E N G I N E E R I N G  D E P A R  THENT 
I 

L a s t  S a l a r y  Ranae AJ lu4 tmen t :  12/06/87 
1 



E N G I N E E R I N G  DEPARTMENT 
Mar ine  Ma in tenan re  
S c  hedu l e /Grade /Pos i  t i o n  1 i t l e  

A I  10 S u p e r i n t r n l e n t  ot Main tenance  - Watet f r @ n t  

kl A s s i s t a n t  Supe r i n tpnden t  o i  Water f r o n t  H a i n t e n a n i e  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

A2 I 1  Cargo H a n d l i n g  Systems S p e c i a l i s t  

7 Main tenance  A d m i n i s t r a t i o n  Supe rv i so r  

? P r e v e n t i v e  Hain tenance Program A d m i n i s t r a t o r  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

B 13  Ha in tenance  S to rekeeper  

10 Ha in tenance  l n f o r m d t i o n  S p e c i a l i s t  

7 Main tenance  C l e r k  

9 S t a f f  ASSJStant 1 1 1  

Y Work Order A d m i n i s t r a t o r  

7 S t a f f  A s s i s t a n t  11  

7 Stockroom C l e r k  

B A S E  SALAkI RANGE 
H i n i mum H 1 dpo t n t Ma x 1 mum 

t 4 2 . Y 2 4  $5rJ,q76 85'7 ,Olt  
3 , 5 7 7  4 , 2 4 8  4,'!1H 

3 ? ,  656 4 4 , 7 1 2  5 1 , 7 6 8  
3 . 1 5 8  5 . 7 2 6  4 , 3 1 4  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

3 5 , 4 5 6  4 2 . 0 7 2  4 8 , 7 0 8  
2 , 9 5 3  3 , 5 0 6  4.05'9 

2Y,31h 3 4 , 8 2 4  4 0 , 3 2 0  
2 , 4 4 3  2 , 9 0 2  3 . 3 6 0  

2 9 , 3 1 6  3 4 , 8 2 4  4 0 , 3 2 0  
2 , 4 4 3  2 , 9 0 2  3 , 3 6 0  

.............................. 

2 . 0 5 2  2 , 4 3 7  2 , 8 2 2  

1 , 7 2 7  2 , 0 5 2  2 . 3 7 7  

1 , 6 5 1  1 , 9 3 7  2 , 2 4 3  

1 , 6 3 1  1 , 3 3 7  2 , 2 4 3  

1 , 6 3 1  1 , 9 3 7  2 , 2 4 3  

1 , 4 5 2  1 , 7 2 5  1 , 9 9 8  

1 , 4 5 2  1 , 7 2 5  I ,998 

M A Y I H U M  AUIHOR12ED NUMBER 1'3.0 

E N G I N E E R I N G  DE PARTRENT 
t iar i n e  H a i n t e n a n r e  

L a s t  S a l d r y  Range Ad jus tmen t :  17/06/H7 



M A R I N E  D I V I S I O N  
A d e i n i s t r a t i o n / A s i a  
S c h e d u l e / G r a d e / P c s i t i o n  T I  t l e  

A2 5 A d m i n i s t r a t i v e  Ac.:istant I 1  

B A S E  S A L A R I ‘  RANGE 
Minimum M i d p n i n t  Maximum 

$2h,Ci!ti $31 ,b20 $36,617 
2,2113 2 , b 3 5  3,051 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

JAPAN tIFF I C E  NONGRADED P O S I T  I O N S  

* Managing D i r e c t o r .  As ia  

+ A s s i s t a n t  Reg iona l  Manager ( A s i a )  

4 S t a f f  A c s i s t a n t  i l l  ( R e g i o n d l )  

A U T H O R I Z E D  NUMBER 5.0 

M A R I N E  D I  V I S  I i l N  
Harbor  Development 
S c h e J u l e / G r a d e / P o s i t i o n  Title 

A I  12 D i r e c t o r  o f  Harbor Development and R e l a t i o n s  

Not t o  exceed 35.000,OOO 
yen per  annum 4 *  

B A S E  S A L A R Y  R A N G E  
Minimum M i d p o i n t  Haximum 

$48,940 $58,1213 $67,308 
4.07’3 5,844 5,609 

10 Manager, F a c i l i t i e s  P l a n n i n g  and Research 42,924 50,976 59,016 
3,577 4,248 4,918 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

A2 ‘3 P r o j e c t  C o o r d i n a t o r  

8 F inance  and Bus iness  S p e c i a l i s t  

6 Bus iness  A n a l y s t  

5 P lanner  I 

4 A s s i s t a n t  Bus iness  A n a l y s t  

4 A s s i s t a n t  P ldnner  

32,244 38,304 44,364 
2,6137 3,192 3,697 

30,756 j b ,  528 42,300 
2,563 3,044 3,525 

27,936 35, I80 38,424 
2,32EI 2,765 3,202 

215,616 31,620 36,612 
2.213 2,635 3,051 

25,356 30,120 34,872 
2.113 2,510 2.906 

25,756 30,120 35,872 
2 , 1 1 3  2,510 2 , 9 0 6  

3 A d m l n i 5 t r a t i v e  Ac , s i s tan t  1 24,132 28, t68 33,192 
2,01 I 2,389 2,7bO 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

b 4 S t a f t  A s s i s t a n t  1 1 1  1 ,b31 1 ,“37 2,243 

A U I H O R I  Z E D  NUMBER A . 0 

M A Y I M L l t l  A U I H 0 R I : E D  NUHBER 13.0 

. H , R I H E  D l V I S l n N  
Adm 1 n 1 s t r d t 1 on /As i d a n  j H a  r t lo r Deve 1 opmen t 

L a 5 1  S a l a r y  Range A d ~ u s t n e n t :  12/0h/87 
E r h i b i l  A 
P j q e  20 o f  24  



M A R I N E  D I V I S I O N  
M A R  I NE T E R M 1  NALS DE P A R  I M E N I  
S c  h edu 1 e /  Gr d de/  Po F. i t 1 or1 1 i t 1 e 

A 1  * D i r e c t o r ,  Ma r i ne  Te rm ina l s  

12 A s s t s i a n t  D i r e c t o r .  M a r i n e  Te rm ina l s  

‘9 Manager, flar l n e  O p e r a t i o n s  

7 Manager, Boat Har t lo r5  

I I P r m i n a l  S u p e r i n t e n d e n t  

6 Manager, Genera l  S e r v i c e s  

5 S u p e r i n t e n d e n t ,  Md r i ne  O p e t i t i o n 5  

B A S E  S A L A R Y  RANGE 
Minimum M i d p o i n t  Maximum 

$56,712 $67,24i4 $77 ,772  
4 , 7 2 6  5 ,  b04 6 . 4 a i  

4l3, 74R 5 H ,  128 67,SOEl 
4 . 0 7 7  4,844 5,609 

4@.224  47,760 55,284 
3,352 5,980 4 . 6 0 ?  

25,280 41,703 48 ,528  
2 ,  ‘34 0 3,492 4,044 

35,280 41,404 48,528 
2.940 3.492 4 , 0 4 4  

3 3 , O b O  5‘9,264 45 ,456 
2,755 3,272 3 , 7 m  

so, 9134 36,780 42 ,576 
2 ,582 3,065 3.548 

4 Ma r i na  S u p e r v i s o r  29,016 34 ,464  5 ‘9 ,900  
2,4113 2 ,872  3.325 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

A2 I 1  Sen io r  P r o p e r t y  ani1 A c q u i s i t i o n  Handger 

10 Sen io r  P r o p e r t y  Manager 

13 P r o p e r t y  Manager I 1  

5 A d m i n i s t r a t i v e  A s s i s t a n t  I 1  

5 P r o p e r t y  Manager I 

3 A d m i n i s t r a t i v e  A s s i s t a n t  1 

3 l r a n s p o r t a t i o n  Rate S p e c i a l i s t  

35,436 42,1372 48,708 
2,953 3.506 4 ,059 

33,804 40.152 46,48R 
2,817 3,346 3,874 

30,756 36,528 42 ,300  
2.563 3,034 3.525 

26,616 31.520 36,612 
2,218 2.535 3 ,051  

26.616 5 1 , 6 2 0  36.612 
2,218 2 ,  b35 3 , 0 5 1  

24.132 28,668 53,192 
2,Oi 1 2,389 2.766 

24,132 28,06X 35,192 
2,Ol I 2,38Y 2 ,766  

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

B 12 C h i e f  F r e i g h t  Agent I ,Y40 2,303 2 , 6 6 6  

12 Mar i na  Main tenance Supe rv i so r  1,940 2,303 2 ,666  

10 F r e i g h t  Agent 1,727 2,052 2,377 

‘9 S t a f f  A s s i s t a n t  1 1 1  1 ,b3I 1,937 2,243 

9 U t i l i t i e s  M o n i t o r  1 1  1,631 1.937 2,243 

8 H o o r a ~ e  A t t e n d a n t  1 ,539 1,928 2,117 

8 U t i l i t i e s  n o n i  tor  i 1,539 1,828 2,117 

7 Ma r i na  A t t endan t  1 , 5 5 2  1,725 1,998 

7 S t d f f  Assi;tdrlt 1 1  1,152  11 725 1 , 9 Q H  

6 Por t  R f c e p t i o n i s t  1.370 1,627 1,884 

5 ~: iJstodlar l  1 ,242 1.535 1 , 7 7 7  

M A Y  I HUH A U T  tlOR I Z E  0 N l l M B E  R 5 1  .Ii 

M A R I N E  D I V I  S l l r N  
M A R I N E  TCRHINALS D E P A R l M E N T  

L a s t  S a l s r  Y R a n q ~  A d j u s t m e n t :  1 2 / 0 h / 8 7  1 
E r h l h i t  A 
Page 21 o f  24 



. 
b 

M A R I N E  D I V I S I O N  
M A R K E T I N G  D E P A R l H E N l  
S c h e d u l e / G r a d e / P o s i t i o n  T i t l e  

A I  4 D i r e c t o r ,  h a r k e t i r i g  

B A S E  S A L A R Y  RAtlGE 
Hlnifflulh M i d p o i n t  f la r ieum 

$ 5 4 , 1 3 2  $64 ,188  $ 7 4 , 2 4 4  
4 ,511  5 , 3 4 9  6 , 1 8 7  

............................. . .  . . . . . . . . . . . .  . . . . . . . .  , . ........................... 

A2 + Reg iona l  Manager (Eas t  C o a s t )  4 0 . 0 2 0  47 .508  54 , ~6 
3 ,535  3 ,959  4 ,585  

* Reg i m a  1 Manager ( M  1 dwes t 1 33,804 40 .152  46 ,488  
2 , 8 1 7  3 , 3 4 6  3 , 8 7 4  

4 A s s i s t a n t  R e g i o r ~ a l  Hanaqer ( E a r , t  Coas t )  5 3 , 0 7 2  39 ,264  45 ,456  
2 , 7 5 6  3 ,272  3 ,788  

27 . v 3 h  3 3 . 1 A O  38 ,424  
2 ,328 2 ,765  3,202 

* A s s i s t a n t  Reg iona l  Hanager ( H i d w e s t )  

15 E x e c u t i v e .  L i n e r  S e r v i c e s  42 .852  50 ,892  sa ,  932  
3,571 4 ,241  4 . ‘> I  1 

12 S e n i o r  Reg iona l  Managet 37 ,104  44 ,052  5 1 , 0 0 0  
3 , 0 9 2  3 , 6 7 1  4 . 2 5 0  

11 Manager. Market  Research 3 5 , 4 3 h  42 ,072  4 R .  708  
2 , 9 5 3  3 ,506  4 ,059  

10 Reg iona l  Manager i l r l l a n d  Empire/Ala.ka) 33 ,804  40 ,152  4 6 , 4 8 8  
2,R17 3 ,346  3 ,  A74 

10 U . S .  Manager, A C I ~  Sa les  33 .804  40 ,152  4 6 , 4 8 8  
2 , 8 1 7  3 3 3 4 t  3 .874  

9 Reg iona l  Hanaqer I t , h / F l e l d )  32,244 39,304 4 4 .  j h 4  
2,687 3 ,192  3 . 6 9 7  

7 A s s i s t a n t  U .S .  Hanager, A s i a  Sa les  29,316 34,824 4 0 , 3 2 0  
2 ,443  2 1‘302 3 ,360  

6 A s s i s t a n t  Reg iona l  Hanager ( rSh /F ie ld )  2 7 , 9 3 6  33,  i a o  38 ,424  
2,528 2 ,765  3,202 

5 A d m i n i s t r a t i v e  A s s i s t a n t  11 2 6 , 6 1 6  31 ,620  5 6 , 6 1 2  
2 . 2 1 8  2,635 3 , 0 5 1  

. . .............................................. 

B 10 l r a n s p o r t d t i o n  I n f o r m a t i o n  S p e c i a l i s t  

‘3 S t d f f  Asc, is tant  1 1 1  ( R e g i O n d l )  

7 S t a f f  A s s i s t a n t  11 

. . . . . .  .............................. 

I .  727  2 ,052  2 , 3 7 7  

1 , 6 3 1  I , v 3 7  2 , 2 4 3  

1 , 4 5 2  1 ,725  1,99E; 
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M A R I N E  D I V I S I O N  
T R A N S P O R T A T I O N  S E R V I C E S  D E P A R T M E N T  
S c h r d u l r / G r a d e / P o s i t i o n  T i t l e  

A I  * D i r e c t o r ,  T r a n s p o r t d t i o n  S e r v i c e s  

10 Manager, D i s t r i b u t i o n  Center  

10 Manager, I n t e r m o d a l  T r a f f i c  S e r v i c e s  

8 D i s t r i b u t i o n  S e r v i c e s  Manager 

kI Manager, Con ta ine r  F r e i g h t  S t a t i o n  

7 Warehouse Opera t I ons Manager 

6 Customer S e r v i c e s  flandger , I n t e r m o d a l  1, d f t i i  

6 I n t e r m o d a l  O p e r a t i o n s  S u p e r v i s o r  

6 I n t e r m o d a l  T r a f f i c  S u p e r v i s o r  

B A S E  S A L A R Y  RANGE 
Minimum M i d p o i n t  tiax i m u m  

$54,132 $64,188  %74,244  
4 ,511  5 , 3 4 9  6 , 1 8 7  

42,924 50 ,776  59 ,016  
3.577 4 , 2 4 8  4 , 7 1 8  

4 2 . ‘4 2 4 50 ,376  59,Olb 
:,577 4 , 2 4 8  4,1918 

37 6 5 f ~  44 ,712  51,76E; 
5 , 1 3 8  3,72fb 4 ,314  

< 7 , 6 5 6  44.712 51,7trt; 
3,13r3 3 .726 4 ,314  

55 ,280  41,904 48 ,528  
2,940 3.492 4.044 

33,060 3‘?, 264 45.456 
2 , 7 5 5  3 .272 3 ,788  

33.060 3‘i12b4 45,45b 
2,755 3 , 2 7 2  3 ,738  

33 ,060  3‘3.2b4 45.456 
2 , 7 5 5  3,272 3 1788 

5 o p e r a t  i o n s  Super i n t e n d e r i t ,  C o n t a i n e r  F r e i g h t  S t d t i o n  30 ,784  56 ,780  42 ,576  
2,582 3 , 0 6 5  3 , 5 4 8  

4 O p e r a t i o n s  S u p e r i n t e n d r n t .  Warehousing 2Y,016 34 ,464  3 9 , 9 0 0  
2 , 4 1 8  2 , 8 7 2  3 , 3 2 5  

3 A s s i s t a n t  Customer S e r v i c e s  Manager, D i s t r i b u t i o n  Center  27 ,216  32 ,316  37.404 
2 , 2 6 8  2 , 6 1 3  3 ,117  

3 B i l l i n g  S u p e r v i s o r  27.216 :?,31h 37 ,404  
2 , 2 b 8  2 , 6 9 3  3,117’ 

3 Customer S e r v i c e s  Manaqer, C o n t a i n e r  F r e l q h t  S t a t i o n  2 7 - 2  I ti 32.316 37 ,404  
2 12t8 2,1593 3 , 1 1 7  

2 Honda Custirmer S e r v i c e s  Manager 25,500 3G, 288 5 5 , 0 7 6  
2,125 2,524 2.5‘23 

............................................. . . . . . .  ........................................... 

A2 I I Bus iness  Development Manager 

I 1  Manager, P r i c i n g  and S p r v i c e s  

? T r a f f i c  C o o r d i n a t o r  

6 Sr:.tems and Procedures  Analy: t 

5 A d m i n i s t r a t i v e  Ac , s i s tan l  l i  

4 A s s i s t a n t  T r a f f i c  C o o r d i n d t o r  

J Warehouse U p e r a t i o n s  C o o r d i n a t o r  

35 ,436  42 ,072  48 ,  708 
2,953 3,5Ob 4 ,059  

35 ,43b  42 ,072  48 ,708  
2,Y53 3,506 4 , [I 5 ‘3 

29,316 34.824 4 0 , 3 2 0  
2 , 4 4 3  2,902 3 ,360  

27,936 53,180 38.424 
2 , 3 2 8  2 , 7 6 5  3.202 

26 ,61b  31 ,620  36 ,612  
2,218 2.635  3.051 

25 ,356  3G, 120 34 ,872  
2 , 1 1 3  2 , 5 1 0  2,YOh 

2 5 , 3 5 b  30,120 34.  x72 
2,115 2 510 2 , ‘>Oh 
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# 

HARINE D I V I S I O N  
IHANSPOR I A l  JON S E R V I C E S  D E P A R T M E N T  
Sc  hedu I e /  6 r  ade/  Fos i t I on 1 i t I e 

B 12 Chief F r e i g h t  Agent 

I I  D i s p a t c h e r  

IO F o r e i g n  l r d d e  Zone C o o r d i n a t o r  

10 F r e i g h t  Agent 

IO Lead B i l l i n g  C o o r d i n a t o r  

10 Lead D i s t r  i b u t i a n  Center COOrdindtOr 

10 Lead Honda Customer S e r v i c e  C o o r d i n a t o r  

10 Lead I r a n s p o r t a t i o r i  S p e c i a l i s t  

10 Lead S t a f f  A s s i s t a n t  

10 T r a n s p o r t a t i o n  I n f o r m a t i o n  S p e c i a l i s t  

9 I n  Bond Documentat ion S p e c i a l i s t  

9 S t a f f  A s s i s t a n t  111 

7 D i s t r i b u t i o n  Center C o o r d i n a t o r  

7 Honda Customer S e r v i r e  C o o r d i n a t o r  

7 I n v e n t o r y  C o o r d i n a t o r  

7 S t a f f  A s s i s t a n t  I 1  

7 Tran5por t a  t ion Spec ial i s  t 

6 D i s t r i b u t i o n  Center  A s s i s t a n t  

6 Honda Customer S e r v i c e  A s s i s t a n t  

t, P r i n t e r  Opera to r  

6 S t a f F  A c s i s t a n t  I 

6 T r a n s p o r t a t i o n  A s s i s t a n t  

4 Messenger 

MAYTHUM AUTHORIZEb HUHBER 80.8 

B A S E  S A L A R Y  hANGE 

MAR1 t4E D I V I S I r t t 4  
I HANSPOR 1 A l  I IIN SE H V  I C E S  DE PARTHEN1 

L a s t  s a l a r y  Range Adjust r i ien t .  I : / U h / t : 7  

M i n i mum 

$ 1  , '940 

1 ,Elso 
1,727 

1,727 

1,727 

1 , 1 2 7  

1-72? 

1.727 

I ,72? 

1,727 

1.631 

1,631 

1.452 

1,352 

1,452 

1,452 

1,452 

1,370 

1,370 

1,370 

1,570 

1,370 

I .217 

H i  d p o i  n t 

3 2 . 3 0 3  

2,174 

2,052 

2,052 

?, 052 

2,052 

2.052 

2,052 

2,052 

2,052 

1,937 

1,937 

I ,  725 

I .  725 

1 ,725 

1.725 

1,725 

1,627 

1,627 

1.627 

1 . b27  

I ,b27 

1,446 

Maximum 

$2, hhb  

2,51h 

2,377 

2,57? 

2,377 

?, 377 

2,577 

2,377 

2,377 

2,377 

2,243 

2,243 

I .?qH 

1 , 9 9 8  

1 , 99 8 

1 , '398 

1,998 

1,884 

1,884 

I ,884 

I ,884 

I , GH4 

1,675 
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