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FACTOR I. POLICY AND PROCEDURE INFLUENCE
This factor measures the authority of a position to establish or revise the framework of management policies, practices, procedures, and guidelines within which Jeppesen operates. Authority is defined here as that which emanates from the position rather than as a function of individual management style; policy refers to administrative rather than legislative (i.e., FAA, OSHA, Federal Maritime Regulations, Transportation Security Administration, etc.).

LEVEL   
DESCRIPTION  
POINTS

1
Authority to recommend policy changes and to revise or establish
50


methods, procedures, and practices within a department so long


as they have little effect outside the department.

2
Authority to recommend policy changes and to revise or establish
100


methods, procedures, and practices which have substantial effect


on departments and persons outside Jeppesen.

3
Authority to establish or revise policies, methods, and procedures
200


which affect own and other departments or other companies/employers


or to review and recommend policy and procedure changes for


consistency with applicable laws, policies, or sound business


management practices.

4
Subject only to the approval of the President/COO, executive
225

management, or Boeing (if the department does not report to the


President/COO), and has the authority to:

· revise operating policies and procedures which affect many 


departments,

or

· interpret policies which cross departmental boundaries


and approve exceptions within broad limits,

or

· provide advice and counsel on consistency of decisions



with applicable law and sound business policy.

5
Authority to establish broad policies, practices, procedures,
250

guidelines, and legal precedents which affect many aspects


of the Jeppesen’s operations, subject only to approval of


President/COO, executive management, or Boeing.

FACTOR II. NATURE AND CONSEQUENCES OF IT DECISIONS
This factor measures the relative importance of key management decisions and actions normally associated with a position.  It is measured in terms of the consequences, with respect to the difficulty and independence of action involved.  As such, this factor is a combined measure of judgment.

Responsibilities for capital acquisitions, investment management and non-salary expenditures should be considered as a part of this factor.


NATURE OF DECISION  
CONSEQUENCES OF DECISIONS*
LEVEL
DESCRIPTION
TEMPORARY
MAJOR
LONG-TERM




0 - 3 MTHS.
4 - 12 MTHS
1 + YEAR
1
Some precedents and guidelines;
20
60
100


facts generally available; some


discretion required; decisions receive


appropriate supervisory review.

2
Some precedents and guidelines;
40
80
120


facts generally available; some


discretion required; decisions involve


little or no supervisory review when


exercised within broad policy boundaries


established by higher management.

3
Few, if any precedents; facts are vague;
60
100
140


extensive judgment required; decision


receives appropriate supervisory review.

4
Same as “3” above, but with little or
80
120
160


no supervisory review.

* 
Temporary – Collectively, the core essential functions have an extremely short “life cycle,” and work product is very easy to replace.  The scope of work performed can be performed without subject matter expertise.


Major - Collectively, the core essential functions have a moderate “life cycle,” and the replacement or repair of work product may require planning with others and, if necessary, minor additional expense.  Subject matter expertise desired, but not required.


Long-Term - Collectively, the core essential functions have a complex and protracted “life cycle,” and the replacement or repair of work product will require planning with others, including external contacts, and moderate to major additional expense.  Subject matter expertise required.

FACTOR III - CHARACTER OF MANAGEMENT
This factor measures the nature of the direct management responsibility apart from the “scope of management” (number of people supervised).  Accordingly, it considers the place a position would occupy on the organization chart and the complexity of the organization’s essential functions. 

LEVEL OF SUPERVISION  
NATURE OF WORK MANAGED *
LEVEL
DESCRIPTION
ROUTINE
VARIED
COMPLEX




Typically
Typically
Typically




processing;
processing;
FLSA exempt,




FLSA non-
FLSA exempt
supervisory,




exempt
or non-exempt;
managerial,





FLSA exempt
director,





or non-exempt
executive





supervisory,





managerial
1
First level supervisory responsibility
20
60
90

for recommending hire, assigning work,


instructing and training employees,


reviewing work, recommending salary


increases.

2
Second level managerial responsibility
50
70
120

for planning overall work and allocation


of personnel, quality and cost control,


the coordination of activities and


employee relations.  Recommends, or


may approve hires and salary increases


submitted by first level supervisors.

3
Higher level managerial responsibility
80
120
150


for quality and quantity of  work, cost,


methods, selection, transfer, promotion,


discipline, and salary increases.  Approves


hires, salary increases submitted by second


level supervisors.

4
Final authority subject to approval
110
150
180


only to the President/COO, executive 


management, or Boeing.

* 
Routine - The level of work managed involves closely related activities, with one type of activity dominating.


Varied - The level of work involves management of at least two (2) distinctly different types of major activities.


Complex - The level of work involves management of at least three (3) distinctly different types of activities, such as systems engineering, sales, HTML/XML, accounting, open source, geographic imaging, etc.

FACTOR IV. SCOPE OF MANAGEMENT
This factor measures the “size” of management responsibility, expressed in terms of number of dedicated positions managed, both directly and indirectly (regular full-time and part-time), plus staff reporting through subordinates, including contractors.

LEVEL   
NUMBER OF POSITIONS MANAGED  
POINTS

1
1 but seldom over 10
40

2
More than 10 but seldom over 25 positions
55

3
More than 25 but seldom over 50 positions
70

4
More than 50 but seldom over 100 positions
85


5
More than 100 but seldom over 500 positions






100


6
More than 500 but seldom over 1,500 positions






130

7
More than 1,500









150

The numbers considered should represent the total number of employees and contractors or worker years* as they appear in the Jeppesen budget.  This includes regular full-time employees (FTE) and regular part-time positions (PTE).

* A standard “work year” is: (8 hours day) x (5 days) = 40 Hours; x 52 weeks = 2,080 Hours

FACTOR V. FINANCIAL RESPONSIBILITY
This factor measures the financial responsibility of the position as reconciled by Jeppesen’s operating budget.

LEVEL   
OPERATING BUDGET (IN USD $)  
POINTS

1
Up to $215,936
30

2
$215,937 to $539,841
50
3
$539,842 to 1,079,681
75
4
$1,079,682 to $2,159,362
100

5
$2,159,363 to $10,796,810








150

6
$10,796,811 to $43,187,241








175


7
$43,187,242 to $107,968,102








200

8
$107,968,103 to $215,936,205








225

9
Over $215,936,206









250
FACTOR VI. IMAGE AND EXTERNAL RELATIONS
This factor measures the responsibility associated with a position for the receipt and/or delivery of management related communications, including maintaining or improving Jeppesen’s public image.

Higher levels are normally assigned to positions, which have frequent, high-level contact with persons or organizations that can have a significant effect on Jeppesen’s image.  Contacts with sellers of services are normally included in Levels 1 or 2.

LEVEL   
DESCRIPTION  
POINTS

1
Resolution of minor business problems, or the giving or receipt
40


of routine information through telephone or in-house contacts with


individuals, businesses, citizens, organizations, vendors, or other inquirers


to handle affairs.  General diplomacy and good manners is sufficient.

2
Occasional contact, by telephone, correspondence or personal visit,
80


with individuals, businesses, organizations, vendors or other inquirers to 


handle management related affairs or resolve minor misunderstanding which 


may have a detrimental effect on Jeppesen’s image or performance if not handled


with diplomacy. 

3
Frequent contact with individuals, businesses, organizations,
120


vendors, or management personnel for the express purpose of communicating


and/or receiving information of major importance.   Communications may 


require subject matter expertise of Jeppesen’s products/services which,


if not conveyed appropriately/correctly may directly damage company image


or result in a loss of sales/profitability.  In a professional capacity, may


represent Jeppesen’s products/services on the local to national level on


committees, task forces, or in professional associations [Note: Only


professional affiliations normally associated with the level of the position


and NOT participation in organizations determined by employee driven


proclivity or discretion].  

4
Constant contact on major or sensitive management related issues with influential or
160


controversial persons (i.e., the elite IT/business community, political and professional 


organizations, etc.) who can and do have a significant effect on the Jeppesen’s image.


Oral and written communication abilities and a well-developed sense of strategy


and timing are required in this position.  Frequent media contact.  Communications will 


require subject matter expertise of Jeppesen’s products/services which,


if not conveyed appropriately/correctly will directly damage company image


or result in a loss of sales/profitability.  Position will represent Jeppesen’s

products/services on various committees, task forces, or in professional


associations at the local, national and international level.  Outcome of all communications


will likely appear as of major importance to business and technology leaders and


revealed on any communications platform including print, broadcast, Internet


and via emerging technologies.

FACTOR VII. INTERNAL RELATIONS AND COORDINATION
This factor measures the responsibility associated with a position for meeting, dealing, and coordinating with positions in other divisions or departments within Jeppesen.  Interdepartmental relationships related to “Policy and Procedure Influence” should be excluded from consideration because they are measured in another factor.

LEVEL   
DESCRIPTION  
POINTS

1
Resolution of minor business problems, or the giving or receipt
10


of routine information through telephone or in-house contacts with


others.  General diplomacy and good manners is sufficient.

2
Occasional contact, by telephone, correspondence or personal visit
75

to give or receive information.  Work duties are related to those performed


by others.  Coordination with others to handle affairs or resolve minor


misunderstandings is needed to ensure effective operations.

3
Frequent coordination of duties with other departments is necessary.
125

Contacts involve carrying out policy and programs that influence


other departments and could have significant ramifications directly or indirectly


Persuasive skills and tact is required. 

4
Constant coordination of duties with other departments is necessary.
150


Contact involves carrying-out policy and programs that directly influence


other departments and could have significant ramifications.  Tact and


diplomacy are essential.  Oral and written communication abilities and a


well-developed sense of strategy and timing are required in this position.


Primary focus of position is to establish, develop and maintain effective IT


workflow and operating systems between dissimilar units or departments


corporate-wide.

FACTOR VIII. EXPERIENCE
This factor measures the minimum length of time required by an individual, with the specified educational background, to learn to perform the duties effectively under normal supervision.  In rating a job on this factor, previous qualifying experience on related work or lesser jobs, either within the organization or outside will be considered.

Higher levels would normally be assigned to positions requiring technically complex skills such as FLSA-Exempt accounting, data processing/IT, engineering, or architecture.

LEVEL   
DESCRIPTION  
POINTS

1
Some experience (less than 2 years) [GUIDELINE: Supervisory 1st Level, Grade M5]
30

2
Significant experience (2 to 4 years) [GUIDELINE: Supervisory – 2nd Level, Grade M4]
50

3
Substantial experience (5 to 9 years) [GUIDELINE: Manager, Grade M3]
70

4
Extensive experience (10 or more years) [GUIDELINE: Director, Grade M1 AND M2]
100

FACTOR IX. EDUCATION
This factor measures the knowledge normally associated with one of the levels listed below.  This knowledge can also be obtained through suitable experience.  Except where a law or code requires a specific degree, lack of degree will not be used as a disqualifier for appointment or promotion.

LEVEL   
DESCRIPTION  
POINTS

1
Associate’s (A.A.) degree (2 years or equivalent)
20

2
Bachelor’s (B.A., B.S.) degree or equivalent
50

3
Bachelor’s degree with certification
60

 

i.e., registered professional engineer, CPA, etc.

4
Master’s degree or LLB
75
5
M.D. or Ph.D.
100

